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What can talent management do about involuntary
remote working in the post-COVID-19 era? Spanish
IT employees’ organizational commitment
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The purpose of this study is to understand the role of professional isolation and work-family
balance (WFB) as talent retention strategies, considering organizational commitment (OC) and the
mediating role of job satisfaction (JS) among IT employees in the technological industry have been
forced by their companies to telework. While previous research has examined the connections
between professional isolation (PI), OC, WFB, and JS separately in the context of teleworking, this
research proposes an integrative model examining the connections between all these work-related
constructs and allowing for mediating and moderating effects. It focuses on IT employees in the
technological industry forced to telework, a setting underexamined by previous literature. The final
sample is composed of 294 teleworkers forced to work partly at home by their companies. Partial
least squares structural equation modeling (PLS-SEM) was applied, and SmartPLS 4.0.8.7 software
was used to analyze the data and test the hypotheses. Our results indicate a positive and sig-
nificant direct effect of WFB on JS and OC, a negative and significant effect of Pl on JS and OC, and
a positive and significant effect of JS on OC. Our results also indicate that JS mediates the
relationship between WFB and OC and between Pl and OC and that neither time spent teleworking
nor gender moderates the association between Pl and OC. Overall, our results suggest that while PI
negatively affects OC, JS, and WFB are the most relevant determinants of OC in the context of
teleworking. In addition, a complementary IPMA analysis reinforces this view by suggesting that
WEFB and JS are the most important factors in determining OC performance among IT employees
working from home, while Pl is not important. The originality of this article is the proposal of an
integrative model examining the connections between JS, WFB, Pl, and OC and allowing for
mediating (JS) and moderating (gender and percentage of time teleworking) effects from a talent
management perspective. Moreover, this study focuses on information technology companies and
the situation of forced remote working, two settings that have been underexamined. The results
could help companies with forced teleworking develop effective strategies to attract, develop, and
retain top talent in the information technology industry in the post-pandemic era. It is important for
practitioners to consider the interactions between diverse work-related dimensions and the
mediating and moderating effects between them to efficiently implement talent management
strategies and reinforce OC and, in turn, economic performance.
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Introduction

he COVID-19 crisis had significant and lasting con-

sequences in all areas of people’s lives. This global crisis

triggered one of the most dramatic labor transformations
in recent years (Carnevale and Hatak, 2020; Deschénes, 2023;
Krehl and Biittgen, 2022), a scenario traditionally known as crisis
management (Deschénes, 2023). Numerous academics began to
study the new scenarios generated by the pandemic as crisis
management in search of modifications to address the crisis (t
Hart et al, 2001). How organizations and people respond and
adapt to crises has been and will continue to be marked by the
pandemic. In this sense, talent management (TM) is one of the
most effective human resource approaches employed during the
COVID-19 pandemic (Vecch et al., 2021). One of the most widely
applied schemes during the COVID-19 crisis was adjusting and
adapting employees to a drastically altered work environment and
offering them new and alternative workplace arrangements to
retain them. In this context, TM (Lewis and Heckman, 2006) is
especially relevant because, if companies want to properly manage
their talent in adapting to the new ways of working, they should
consider the objectives of their employees so they will stay
motivated. In this sense, organizational commitment (OC)
(Mowday et al., 1979) is a key predictor of employee retention
(Porter et al., 1974). OC is a TM challenge in new teleworking
scenarios (Da Silv et al., 2022) and in TM practices (Luna-Arocas
and Lara, 2020). According to Luna-Arocas et al. (2020), if
employees receive different types of noneconomic compensation,
they will feel more linked to the organization.

Before the crisis, although well established in some organiza-
tions, remote work had a very low prevalence worldwide
(Deschénes, 2023; Eurostat, 2020; U.S. Bureau of Labor Statistics,
2019). However, its use has increased since the crisis, revealing
advantages. Teleworking can offer employees flexibility regarding
work hours and location, enabling remote collaboration and
communication, and potentially improving JS and WFB and even
productivity by, for example, reducing commuting stress (Car-
nevale and Hatak, 2020). However, it can also lead to feelings of
constant connection and pressure to always be available, isolation
from colleagues and company culture, and work-family imbal-
ance or conflict, which can negatively impact JS and talent
retention. That is, if it is poorly managed or made mandatory for
employees, teleworking can also have negative conseqfiguences.

To better understand these associations, previous research has
examined the connections between PI, OC, WEB, and ]S separately
in the context of teleworking (e.g., Culibr et al,, 2018; Wang et al,,
2020; Clai et al., 2021; Deschénes, 2023; Rochwulaningsih et al.,
2023; Zhou and Nanakida, 2023), this research proposes a causal-
predictive model, examining the connections between all those
work-related constructs and allowing for mediating and moderat-
ing effects. In particular, our research objectives are as follows:

e To understand the role of professional isolation (PI) and
work-family balance (WFB) as talent retention strategies
by considering organizational commitment (OC) and the
mediating effect of job satisfaction (JS).

e To examine the potential moderating role of gender and
time spent teleworking on the relationships between PI,
WEB, and OC.

e To assess the predictive capability of the proposed model in
the context of forced teleworking.

To conduct the analysis, this research examines data on IT
employees in the Spanish technological industry who have been
forced to telework by their companies, which is an under-
examined setting in the previous literature, and it uses a multi-
theoretical approach by considering the models of organizational

support theory (Rhoades and Eisenberger, 2002), need-to-belong
theory (Baumeister and Leary, 1995), and self-determination
theory (SDT; Deci and Ryan, 2012). Specifically, it examines a
sample composed of 297 teleworkers forced by their companies to
work partly at home by their companies using partial least-
squares structural equation modeling (PLS-SEM) and SmartPLS
4.0.8.7 software.

Our results indicate a positive and significant direct effect of
WEB on JS and OC, a negative and significant effect of PI on JS
and OC, and a positive and significant effect of JS on OC. Our
results also indicate that JS mediates the relationship between
WEFB and OC and between PI and OC and that neither gender
nor time spent teleworking moderates the association between PI
and OC. Overall, our results suggest that while PI negatively
affects OC, JS, and WFB are the most relevant determinants of
OC. Our results highlight the value of considering an integrative
model of work-related outcomes, including WEFB, IP, JS, and OC,
to understand the role of WFB and non-IP as talent retention
strategies in the teleworking context using a multi-theoretical
approach. Our results could help companies with forced tele-
working cultivate effective strategies to attract, develop, and retain
top talent in the information technology industry in the post-
pandemic era.

Literature review and theoretical framework

During the time of pandemic-induced teleworking, organizations
played an essential role in supporting their employees. Organi-
zational support theory (Rhoades and Eisenberger, 2002) is
relevant for understanding how PI relates to employees’ satis-
faction with teleworking. This theory is based on the premise that
employees, to meet socioemotional needs and assess the organi-
zation’s readiness to reward their efforts, develop beliefs about
how much the organization cares about their well-being and
values their contributions. Need-to-belong theory (Baumeister
and Leary, 1995) suggests that individuals have an innate desire to
cultivate and maintain positive, trusting relationships with others
with implications for their well-being. Therefore, developing
meaningful relationships requires continuous and pleasant
interactions (Kessler, 2013). In this sense, the need-to-belong
theory can explain how the isolation of teleworkers can condition
their ability to form connections with their coworkers. For
example, Wang et al. (2020) conclude that telecommuters’
affective commitment is negatively associated with psychological
isolation. Moreover, emotional connections with organizations
are generated by the affective ties of individuals within the
organization (Thye et al, 2014). The creation of links between
people and organizations begins with frequent and positive social
exchanges between individuals, benefiting OC, and the previous
literature has shown that interactions between coworkers and
superiors based on text messages and emails are worse than face-
to-face interactions because they lack nonverbal cues (Daft and
Lengel, 1984). In this sense, remote work can make it difficult for
teleworkers to have efficient conversations with colleagues and
superiors and can harm trust in labor relations, which is crucial
for social health (Wheatley, 2012). Telecommuting can affect
communication quality and the development of employment
relationships. Telecommuters may interact and connect with
colleagues and superiors less than employees who go to their
workplaces daily, thereby increasing the PI of telecommuters.

In addition, self-determination theory argues that satisfying the
basic psychological needs for relatedness and a sense of belonging
among others is vital for employee well-being. When employees’
need for relatedness is satisfied, it makes them feel connected and
supported by their work environment. In contrast, remote work
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reduces face-to-face interaction and interpersonal links between
coworkers and supervisors (Golden, 2006).

Organizational commitment and perceived job satisfaction.
OC is the most relevant factor in explaining organizational out-
comes (Cater and Zabkar, 2009), and while there are different
possible conceptualizations, they tend to cover three dimensions:
affective, normative, and continuance (Allen and Meyer, 1990;
Mowday et al., 1979; Wang et al., 2020). It can be defined as ‘the
relative strength of an individual’s identification with and invol-
vement in a particular organization’ (Mowday et al., 1979, p. 226).
It represents the degree of identification with the values of an
organization—affective; the willingness to make a significant
effort to help the organization succeed—normative; and the desire
to continue working in the organization—continuance (Culibr
et al., 2018; Greenberg and Baron, 2008; Mowday et al., 1979).

Previous research has shown that JS, or the ‘pleasurable or
positive emotional state resulting from the appraisal of one’s job
or job experiences’ (Mowday et al., 1979, p. 2), positively affects
OC (Andreassen and Olsen, 2008; Ashill et al., 2008; Culibr et al.,
2018; Mukherjee and Malhotra, 2006; Valaei and Rezaei, 2016).
In fact, while the two concepts differ (for example, OC tends to be
more stable than JS; Mowday et al., 1979; Porter et al., 1974), OC
is an attitude that can be understood as ‘an extension of JS’
(Culibr et al,, 2018, p. 8) because, while JS reflects the attitude
toward one’s job (Culibr et al., 2018; Mowday et al., 1979), OC is
a more global construct that reflects the employee’s attitude
towards the organization as a whole (Culibr et al., 2018; Mowday
et al,, 1979). In fact, previous research has shown that JS mediates
the effect of work environment attributes on OC (Valaei and
Rezaei, 2016; Williams and Hazer, 1986).

Regarding the technological sector, previous research has also
shown a positive relationship between JS and OC among
teleworkers (Aban et al,, 2019; Valaei and Rezaei, 2016); they
may experience more JS than those who work in a traditional
work environment as a result of less travel stress and stress from
coworkers (Morganson et al., 2010).

Based on the above reasoning, and consistent with prior
research, we hypothesize the following:

HI: JS has a positive, significant, and direct effect on OC.

Perceived professional isolation and organizational commit-
ment. Following Golden et al. (2008), we define PI as the com-
bination of psychological and physical isolation suffered by
teleworkers. Psychological isolation is the extent to which
employees feel disconnected from their colleagues and the com-
pany culture. Psychological isolation is ‘a state of mind or belief
that one is out of touch with others in the workplace’ (Golden
et al, 2008, p. 1412). It is related to the frustration of one’s
inherent ‘desire to feel socially connected in the workplace’
(Golden et al,, 2008, p. 1412) and the belief of having an insuf-
ficient connection to ‘critical networks of influence and social
contact’ (Miller, 1975, p. 261). While not all teleworkers may
necessarily suffer psychological isolation (Golden et al., 2008),
teleworking, or ‘working anywhere other than the organization’s
primary office(s)’ (Wang et al., 2020, p. 609), can have significant
implications for psychological isolation, due to the physical iso-
lation that teleworking involves (Wang et al., 2020). Physical
isolation refers to teleworkers’ ‘physical separation from their
colleagues’ (Wang et al., 2020, p. 610) and implies a lack of face-
to-face interaction with colleagues and supervisors, which can
lead to feelings of loneliness, decreased motivation, and reduced
JS (Deschénes, 2023; Wang et al., 2020). Physically isolated
workers tend to believe they are at a disadvantage with respect to
working on-site because they feel they are ‘less respected in their

organizations and possess fewer career advantages’ (Wang et al,,
2020, p. 610).

Need-to-belong theory (Baumeister and Leary, 1995) argues
that individuals have an inherent desire to develop and preserve
reliable, meaningful, and positive connections to others, which
are critical to well-being (Wang et al, 2020). Forming such
relationships requires frequent and repeated interactions to
acquire a perception of acceptance (Baumeister and Leary,
1995; Buss, 1991; Gainey et al., 1999; Wang et al.,, 2020). The
absence of these relationships can lead to psychological isolation
(Wang et al,, 2020). Baumeister and Leary (1995) highlighted that
merely being physically near others is important for relationship
formation and that telework powerfully restrains opportunities
for direct interactions (Bartel et al., 2012; Wang et al., 2020).
According to Wang et al. (2020), computer communication tools
cannot provide ‘the human touch’ that occurs during face-to-face
interactions or generate informal and spontaneous exchanges
between colleagues (Golden et al., 2008; Golden and Veiga, 2005;
Smith and Rupp, 2002). Computer interactions hinder the
development of meaningful emotional connections (Wang
et al, 2020). With the impossibility of direct on-site control,
some managers might perceive teleworkers as unreliable and
increase communication with them using information commu-
nication technologies (ICTs) (Golden, 2006; Leonardi et al., 2004;
Marsh and Musson, 2008; Wang et al,, 2020). This can lead
teleworkers to feel obliged to be constantly connected and
available, untrusted, and in turn psychologically isolated (Wang
et al., 2020).

Previous literature has shown that PI leads to job dissatisfac-
tion (Bartel et al.,, 2012; Gainey et al,, 1999; Golden and Veiga,
2005; McCloskey and Igbaria, 2003; Spilker and Breaugh, 2021).
Spilker and Breaugh (2021) also found this relationship among
teleworkers and argued that more complex relationships between
JS and OC should be examined because other variables, such as
the amount of time spent teleworking, could moderate this
relationship. For example, with more remote work, the associa-
tion between feelings of isolation and JS could decrease as the
teleworker becomes more aware of the benefits of working off-site
(due to, for example, fewer distractions or less travel time) that
offset the effect of PI. Furthermore, over time, the teleworker
could adapt to the lack of social interaction (Gajendran and
Harrison, 2007). Self-determination theory (SDT; Deci and Ryan,
2012) is helpful in explaining the negative association between JS
and PI SDT is a motivational theory that argues that satisfying
the basic psychological needs for relatedness, among others, is
vital for employee well-being (Deci et al., 2001), satisfaction, and
performance outcomes (Van denBroeck et al., 2008). Relatedness
refers to the extent to which individuals feel accepted, connected
with, and related to others (Baumeister and Leary, 1995).
Previous research has shown that relatedness enhances the
quality of employees’ work experience (Deschénes, 2023; Van den
Broeck et al,, 2010). As a result of PI, mandatory telework may
reduce feelings of relatedness with colleagues and supervisors
(Deschénes, 2023).

Based on the above theoretical approaches and results from
previous research, we posit the following:

H2: PI has a negative, significant, and direct effect on JS.

Relatedly, previous research has shown that PI negatively
affects OC (Hitlan et al., 2006; Mann and Holdsworth, 2003;
Wang et al, 2020). According to the need-to-belong theory,
employees look for occasions to interact with colleagues, take part
in joint activities to confirm team acceptance, and do more than
required in the organization to satisfy their need for meaningful
relations (Wang et al.,, 2020). Such efforts may ‘generate trust,
positive affect, and reciprocity among coworkers and create a
sense of belonging’ (Wang et al., 2020, p. 612). Individuals create
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emotional ties with organizations through ‘frequent and positive
social exchanges among individuals’ (Wang et al., 2020, p. 611).
These positive connections between individuals may then be
extended to the whole organization, leading to OC (Thye et al.,
2014; Wang et al., 2020).

When these interpersonal connections between colleagues are
disrupted by forced teleworking and PI, the ‘sense of organiza-
tional belonging, embeddedness, and obligation’ is harmed
(Wang et al,, 2020, p.612). Related research, such as Jung et al.
(2021), has shown that the feeling of loneliness at work negatively
affects OC. In contrast, Golden et al. (2008) found that
teleworkers who experienced greater PI expressed less of a desire
to leave the organization. This may be because the flexibility in
the work and life spheres derived from telework (Golden and
Wiens-Tuers, 2006) may outweigh any downside.

We therefore expect a negative relationship and posit the
following:

H3: PI has a negative, significant, and direct effect on OC.

Work-family balance and organizational commitment. While
some prepandemic research has shown the benefits of telework-
ing regarding reduced work-related stress and improved WFB
(Charalampous et al, 2019), the COVID-19 pandemic and
mandatory teleworking disrupted work and life routines (Car-
nevale and Hatak, 2020), for example, by increasing caregiving
duties (Hu and Subramony, 2022; Lin and Meissner, 2020).
Previous research has shown that perceived organizational sup-
port is vital for employee well-being during teleworking
(Deschénes, 2023). While this support can take many different
forms (Deschénes, 2023), we focus precisely on the WFB
dimension, which is expected to be highly relevant for JS in the
setting under study. Perceived organizational support derives
from organizational support theory (Rhoades and Eisenberger,
2002), which suggests that workers build an overall perception of
the organization’s interest in their well-being. This theory argues
that the perception of organizational support generates a moral
obligation among employees to support the organization and a
sense of belonging to the organization. In turn, it increases
employees’ well-being and ]S (Deschénes, 2023). Previous
research (Znidar$i¢ and Mari¢, 2021; Rahman et al,, 2020, 2018;
Haar, 2013; Ferguson et al.,, 2012; Greenhaus and Allen, 2011) has
shown that WFB has a positive effect on job satisfaction, and this
result is also confirmed by meta-analysis studies (Grawitch et al.,
2013).

We, therefore, expect that perceived organizational support
regarding WEB may improve JS and OC. Accordingly, we posit
the following:

H4: WFB has a positive, significant, and direct effect on JS.

H5: WFB has a positive, significant, and direct effect on OC.

The mediating role of job satisfaction: the dispositional
approach. There is extensive literature suggesting that JS is of
special significance for understanding the impact of diverse
variables on OC (Chatzopoulou et al, 2022; Djastuti, 2015;
Williams and Hazer, 1986; Saridakis et al., 2020; To and Huang,
2022). For example, causal models of OC suggest that the effects
of various antecedents, such as perceived job characteristics, on
OC are mediated by JS (Ozturk et al., 2014; Williams and Hazer,
1986).

In recent years, much research effort has been devoted to
exploring numerous antecedents of OC, but the focus has tended
to be on environmental rather than dispositional sources, such as
JS (Organ and Ryan, 1995). ]S is relevant in our context because
dispositional variables influence forced teleworkers’ perceptions
of PI or WFB, leading to a better or worse predisposition to OC.

4

In other words, we assume that being forced to telework
predisposes individuals to lower levels of OC, but this negative
predisposition can be counteracted with adequate levels of JS.
Thus, it depends on whether employees perceive PI and WFB
needs as obstacles to OC.

For example, Lok and Crawford (2001) concluded that
although JS mediates the relationships between OC and leader-
ship, culture, and subculture variables, JS did not substantially
reduce the influence of any of the independent variables included
in their study on OC. Ruiz-Palomo et al. (2020) concluded that JS
mediates the relationship between implementing enrichment
strategies and OC.

Recent studies focusing on teleworking have also shown that JS
plays a mediating role in OC. For instance, Ababneh (2020)
found that JS significantly mediates the relationship between the
work environment and organizational commitment (OC) in the
context of teleworking, and Awotoye et al. (2020) found the same
result in the case of working mothers’ telecommuting. Sultana
et al. (2021) also found that JS plays a mediating role between OC
and employee performance among remote workers. These studies
underscore the importance of considering JS as a mediator in
teleworking settings.

Accordingly, we hypothesize the following:

Heé: JS mediates the relationship between PI and OC.

H7: JS mediates the relationship between WFB and OC.

The moderating role of gender (GE) and the percentage of time
spent teleworking (TST). Ruiz-Palomo et al. (2020) concluded
that gender moderates the relationship between enrichment
strategies and OC in the hotel industry, suggesting an interest in a
greater implementation of enrichment strategies for women.

When females have problematic interpersonal relationships,
they are more easily distressed than males because they have
higher expectations of their social relationships (Shear et al,
2000). Therefore, because women tend to be more sensitive due to
those higher expectations, they may need more help in
overcoming external work burdens.

There is also empirical evidence showing that women generally
have more external workloads, which may reduce their OC (Shear
et al., 2000; Yigit and Tatch, 2017). Based on these arguments, it
can be assumed that women are more sensitive to PI derived from
remote work and that they have more work-family conflict
because of higher external workloads, such that their OC can be
expected to be lower.

We also expect that the intensity with which employees
perform telework will affect the impact of PI on OC. We expect
that the perception of PI will negatively affect OC more
intensively when the proportion of work time teleworking is
high since the opportunities to overcome this perception of PI
through face-to-face interactions with colleagues are reduced.

Based on the above arguments, we posit the following:

Hypothesis 8: GE will moderate the association between PI and
OC in forced teleworkers.

Hypothesis 9: TST will moderate the association between PI and
OC in forced teleworkers.

Figure 1 presents the theoretical model developed based on the
literature review’s results.

Methodology

Research design and analytic procedure. This research adopts a
purely quantitative approach, employing a cross-sectional survey
design rooted in the post-positivism worldview assumptions
(Creswell, 2012). Its focus lies on testing a theoretical model with
an emphasis on explanation and prediction (Ghasemy et al., 2020;
Henseler, 2017).
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Fig. 1 Theoretical model.

We used PLS-SEM (partial least squares and structural
equation modeling) to estimate the overall model because this
method is recommended when research focuses on the predictive
performance of the model (Hair et al., 2017; Rigdon, 2016;
Shmueli et al., 2016), as is the case here. SmartPLS 4.0.8.7 software
(Ringle et al. 2015) was used to analyze the data and test the
hypotheses. This study relied on the two-stage approach
suggested by Hair et al. (2017) to evaluate the measurement
and structural models. The measurement model was assessed by
checking the reflective constructs’ reliability and validity, while
the structural model was assessed by estimating the coefficient of
determination (R2), QZ2_predict values in the PLSpredict
procedure, and path coefficients (Hair et al., 2019).

Sample and population. The target population of the present
study was employees who work in a teleworking modality in the
technological sector in Spain. Spain was a suitable environment
for this research because, after the pandemic lockdown, many
enterprises in this sector decided to adopt a teleworking strategy.
The rate of implementation of teleworking in Spanish companies
was one of the lowest in Europe before the pandemic; in Europe,
15% of employees teleworked, and in Spain, only approximately
4% of employees regularly worked from home before the
COVID-19 crisis (Instituto Nacional de Estadistica, 2020).
However, according to Eurofound (2020), 36.3% of employees in
the EU27 started teleworking full-time as a result of the pandemic
(Blahopoulou et al. 2022).

The link to the questionnaire was distributed to employees
through email listings via the snowball method. The process
began with a convenience sampling of 30 teleworkers from
technology companies listed in the directory of the Spanish
Association of Technology Parks (https://apte.org/empresas),
within the category of ‘computer science and telecommunica-
tions’, which comprises 1074 companies. The questionnaire was
sent via email, inviting them to participate and encouraging them
to forward the survey link to at least two colleagues in that sector
who also teleworked, preferably from companies other than
theirs. They were also invited to report on the sampling process
so that their colleagues could, in turn, continue forwarding the
questionnaire to others in the target group.

Before they gained access to the instrument, the participants
were informed about the objectives of the study and that
participation was voluntary and anonymous. The questionnaire
was shown only when they provided their consent to participate
by clicking a tick box. A screening question was posed to exclude

employees who did not belong to the target group. At the end of
the questionnaire, the participants were thanked and encouraged
to continue spreading it among other colleagues in the specified
category.

Using a convenience sampling method, the data were collected
through an online questionnaire-based survey from January to
March 2021. Of the final total of 297 surveys obtained, none were
incomplete since the form required all questions to be filled out
before it could be submitted. Thus, none were discarded, ensuring
that the maximum missingness rate per indicator was <1%
(Tabachnick and Fidell, 2013). Then, we focused on identifying
multivariate outliers (Ghasemy et al, 2020). In doing so, the
computation of squared Mahalanobis distance indicated the
multivariate non-normal nature of the data. Similarly, this
analysis detected multivariate outliers (Byrne, 2016) revealing
the presence of 3 extreme outlying cases that were excluded from
the dataset. The removal of the outlying cases was mainly because
they were considerably different from other cases as well as their
potential influence on the findings (Hair et al, 2017). This
provided us with further support in terms of the applicability of
our nonparametric PLS method in estimating the model from an
explanatory-predictive perspective (Ghasemy et al., 2022).

The final valid questionnaires consisted of 294 teleworkers
(belonging to 294 companies) with a mean age of 36.42 years
(SD = 8.39); 63.61% were male and 48.64% teleworked more than
50% of their working day (see Table 1). In order to measure the
representativeness of the sample, since there is no census of
teleworkers, we consider the population to be the number of
companies within the category of ‘computer science and
telecommunications’ (1074 companies). Therefore, the sample
size (294 companies in this category) results in a sampling error
rate of 4.87% (95% confidence level, p =g = 0.5). This error rate
is low enough to be taken into consideration for a statistical study
in social sciences (Lakens, 2022; Taherdoost, 2017).

G*Power version 3.1.9.2 software was used to conduct an a
priori statistical power analysis and compute the minimum
sample size for our study (Faul et al, 2009). With a desired
statistical power level of 0.95, a confidence level of 0.99, an
anticipated effect size of 0.15, and a predictor variable number of
three, it was revealed that the minimum sample size needed to
estimate the proposed model was 119 respondents, which is less
than our final sample of 297 (Sarstedt et al., 2023).

In accordance with the recommendations of Kock (2015) and
Kock and Lynn (2012), this research showed an absence of
common method bias (CMB). The procedure involved a random
latent variable that was dependent on all the other variables in the
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Table 1 Sample characteristics.

Sampling error 4.87% (p=q=0.5)

Frequency Percentage Frequency Percentage
% teleworking Up to 50% 151 51.36 Gender Men 187 63.61
Over 50% 143 48.64 Women 107 36.39
Total 294 100.00 Total 294 100.00
Companies (sample) 294 Mean age: 36.42 years (SD: 8.39)
Companies (population) 1074

SD standard deviation.

Table 2 VIF from all variables to check CMB.

Variables Random variable (CBM)
Job satisfaction (JS) 2913
Organization commitment (OC) 2.835
Professional isolation (PI) 1.505
Work-family balance (WFB) 2.042

model. This new variable (CMB) approached the variables as
potential antecedents and included the necessary indicators. In
this regard, the variance inflation factors needed to yield a value
lower than 3.3 to ensure that the sample was not influenced by
CMB. Table 2 shows that the obtained values for every construct
in the model were within the recommended threshold.

Measures and covariates. The model constructs were measured
through reflective measurement scales validated in previous
research. In all cases, 7-point Likert scales were used (1 = strongly
disagree; 7 = strongly agree). Since the original scales were in the
English language and the target population was Spanish, to
maintain the accuracy of the original scales, the questionnaire was
translated into Spanish by a professional service. PI was measured
by four items adapted from the eight original items used by
Golden et al. (2008). This decision was made to simplify the
questionnaire, as the professional translator indicated that the
items were very similar when translated into Spanish; JS was
measured through five items adapted from Pond and Geyer
(1991); OC was measured through four items adapted from
Meyer and Allen (1991); and WFB was measured through five
items adapted from Thompson et al. (1999) (see Table 3).

The choice to approach the variables as reflective constructs
was made based on precedent in the literature. However, we
recognize the importance of a well-founded rationale. Reflective
and formative constructs are defined by the manner of their
application rather than an inherent characteristic. Hence, we re-
evaluated our approach by considering existing studies that utilize
the same items for these variables.

Reflective constructs are those where the latent variable is
assumed to cause the observed variables (indicators), meaning
changes in the latent variable will be reflected in changes in the
indicators. This conceptualization is based on the understanding
that the indicators are manifestations of the underlying construct.
For instance, in our study, professional isolation (PI) is treated as
a reflective construct. This is because various indicators (such as
feelings of loneliness and disconnection from colleagues) are seen
as outcomes that reflect the underlying level of professional
isolation experienced by teleworkers. Our decision is supported
by numerous studies in the literature, such as Deschénes (2023),
Ficapal-Cus et al. (2023), and Golden et al. (2008), which have
consistently used similar items to measure PI reflectively.

6

Similarly, organizational commitment (OC) is considered to be
a reflective construct. OC is typically defined by indicators such as
emotional attachment to the organization, willingness to exert
effort on behalf of the organization, and desire to maintain
membership in the organization. These indicators are considered
effects of the underlying commitment construct. The reflective
nature of OC is widely accepted in organizational research, as
evidenced by foundational works by Meyer and Allen (1991),
Meyer et al. (1993), Francis and Lingard (2004), and Norton
(2009). Our literature review did not reveal any significant studies
that treated OC as a formative construct, particularly in the
context of teleworking. Moreover, in the specific context of
teleworking, reflective measurement has been the norm (Tanpipat
et al., 2021).

However, constructs such as work-family balance (WFB) and
job satisfaction (JS) have been employed in both reflective and
formative modes in the literature. To ensure the appropriateness
of the reflective model for these constructs in our study, we
applied confirmatory tetrad analysis-PLS (CTA-PLS), as recom-
mended by Gudergan et al. (2008). This mode of analysis helps
determine whether the reflective specification is suitable by
examining tetrad differences. Our results show that all confidence
intervals included zero for each construct, confirming the
reflective nature of WFB and JS (see Table 4). This methodolo-
gical rigor strengthens the validity of our measurement model
and ensures that our constructs are appropriately specified.

The application of the CTA-PLS method has reinforced our
approach, providing additional validity to our findings. Conduct-
ing this analysis allowed us to verify that the reflective mode is
not only consistent with previous literature but also statistically
appropriate for our data. By confirming the reflective nature of
these constructs, we can confidently interpret the relationships
and effects within our structural model, thereby enhancing the
robustness and credibility of our study’s conclusions.

In addition, before collecting the data, three experts reviewed
the questionnaire to enhance question comprehension without
altering the meanings of the original scales. Then, a pretest was
performed with a sample of 30 undergraduate students who had
prior experience in teleworking. The Cronbach’s alpha values
exceeded 0.80 (Nunnally, 1978). The final survey questionnaire
consisted of one screening question (if they were forced to
telework), 18 items designed to measure the four model
constructs, and two other questions (gender and time spent on
teleworking as a percentage of their working day).

Results

Measurement model assessment. Table 5 shows the results of the
evaluations of construct reliability and convergent validity. Three
items (JS4, OC3, and PI3) were excluded from the model because
their factorial loads did not exceed 0.7. After implementing these
adjustments, all measurements, including Cronbach’s alpha (CA),
Dijkstra-Henseler’s rho (p_A), and composite reliability (CR),
consistently surpassed the minimum criterion of 0.8 suggested by
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Table 3 Constructs, items, and scales.

Label Construct/item Scale
JS Job satisfaction (Pond and Geyer, 1991)

JS1 If | had to decide all over again whether to take the current job, | would take it

JS2 If a friend asked me if they should apply for a job like mine with my employer, | would recommend it

JS3 My job is very close to ideal

1S4 My job measures up to the sort of job | wanted when | took it

JS5 | am very satisfied with my current job

oC Organizational commitment (Meyer and Allen, 1991)

ocC1 | am willing to put in a great deal of effort beyond that normally expected in order to help this organization be successful Likert (1-7)
0C2 | talk up this organization to my friends as a great organization to work for

0C3 | would accept almost any type of job assignment in order to keep working for this organization

0C4 | am proud to tell others that | am part of this organization

Pl Professional isolation (Golden et al., 2008)

Pl | feel left out of activities and meetings that could enhance my career

P12 | miss out on opportunities to be mentored

PI3 | miss face-to-face contact with co-workers

Pl4 | feel out of the loop

WFB Work-family balance (Thompson et al., 1999)

WEBT Higher management in this organization encourages supervisors to be sensitive to employees’ family and personal concerns
WFB2  Middle managers and executives in this organization are sympathetic toward employees’ family care responsibilities

WFB3  In the event of a conflict, managers are understanding when employees must put their families first

WEFB4 In this organization employees are encouraged to strike a balance between their work and family lives

WEFB5  This organization is supportive of employees who want to switch to less demanding jobs for family reasons

Nunnally and Bernstein (1994). Similarly, the average variance
extracted (AVE) values for all the constructs were >0.5, as
recommended by Fornell and Larcker (1981).

Following Hair et al. (2019), two valid PLS-SEM methods were
employed to ensure discriminant validity: the Fornell-Larcker
criterion (inter-construct correlations must be less than the
square root of the average variance extracted) and the
heterotrait-monotrait ratio (HTMT) (correlations must be < 0.9).
Table 6 shows that all recorded values remained below the
suggested thresholds, confirming the discriminant validity of the
measurements and, therefore, that the structural model was
deemed appropriate for analysis.

Structural model assessment. To assess the empirical sig-
nificance of the hypothesized relationships and the predictive
relevance of the proposed model, the structural model was eval-
uated. Through a bootstrapping procedure with 10,000 sub-
samples, the significance of the coefficient paths was assessed
(Hair et al., 2011). Table 7 shows that all the model hypotheses
were supported, except H8 and H9.

The predictive capacity values of the model are shown in Table 8.
Specifically, the R? values of all the constructs were >0.1 (Falk and
Miller, 1992). The predictive capacities of the dependent
constructs and the endogenous variables were also measured
using the Q? value in the PLSpredict procedure (Shmueli et al,,
2016). All the values were positive, so the proposed model has
predictive relevance. In addition, all the variance inflation factors
(VIFs) in the inner model were under 3.3, and collinearity was
not present between the constructs.

In the final step, we evaluated the model’s predictive power on
out-of-sample data. We conducted PLSpredict analysis (Shmueli
et al,, 2019) using the default settings (10 folds and 10 repetitions)
and focused on OC as the primary target construct.

All Q%_predict values in the PLS results section were above
zero, and the mean absolute error (MAE) statistics for one out of
three items in the PLS results section were lower than the MAE
values for the items derived from the linear model (LM).
Therefore, we concluded that the proposed model’s out-of-sample
predictive performance was low (Ghasemy et al., 2022; Shmueli

et al, 2019). The detailed PLSpredict results are presented in
Table 9.

In terms of direct effects, the results show a positive and
significant influence of WEB on JS (= 0.478, p < 0.001) and OC
(8=0.360, p<0.001), supporting H4 and H5, respectively. In
addition, the results indicated that PI has a negative and
significant effect on JS (8=-0.470, p<0.001) and OC
(= —0.070, p<0.05). Therefore, H2 and H3 are supported.
Furthermore, the findings indicate the positive and significant
influence of JS on OC (8= 0.508, p <0.001), supporting H1 (see
Table 7).

In terms of indirect effects, the results indicate the mediating
role of JS in the relationship between WFB and OC (8 = 0.243,
p<0.001) and in the relationship between PI and OC
(= —0.210, p<0.001). Thus, H6 and H7 are supported (see
Table 7).

In terms of moderating effects, the results indicate that both
GE (= 0.025, p <0.353) and TST (B = 0.054, p < 0.205) have no
moderating influence on the relationship between PI and OC;
thus, H8 and H9 are rejected (see Table 7). This is why we
stopped continuing the moderation analysis using a permutation-
based multigroup analysis. Likewise, the control variables (GE
and TST) have no moderating effect on the dependent variable
(0Q).

Unobserved heterogeneity assessment. Following Sarstedt et al.’s
(2023) systematic procedure for identifying unobserved hetero-
geneity in PLS path models, we first ran the FIMIX-PLS proce-
dure on the data. Following Matthews et al. (2016), we initiated
the procedure by assuming a one-segment solution, using the
default settings for the stop criterion (10-9 =1.0E—9), the
maximum number of iterations (5000), and the number of
repetitions (10). To determine the maximum number of segments
to extract, we first computed the minimum sample size required
to estimate each segment. The results of a post hoc power analysis
assuming an effect size of 0.15, three predictors, and a power level
of 80% suggest that the minimum sample size requirement is 77,
which allows for extracting a maximum of three segments. We,
therefore, reran FIMIX-PLS for two to three segments using the
same settings as in the initial analysis.
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Cl up adj.

0.870
0.437

Cl low adj.
-0.173-
0.613-

Z(1—alpha)
1.960
1.960
2.327

Alpha adj.

Cl up
0.640 0.050
0.784 0.050
0.265

Cl low

-0.087
—-0.503
-0.562
—0.652
—0.388

—0.006

BLAS
0.002

0.196
0.841

T statistics (|JO/STDE P values

1.293
0.202
0.591

Standard deviation

0.264
0.350
0.251
0.291
0.291
0.341

Sample mean

0.338
0.974

Original sample (0)

0.342

Table 4 Results of CTA-PLS analysis for non-redundant tetrads.
0.072

Non-redundant Tetrads
1:JS1, JS2, JS3, 1S4
2: )51, 152, 1S4, 1S3

0.437
0.502
0.768
0.465
2165

0.733-
0.851-
0.586-
1121—

—-1.721

2327
2.327
2327
2.327

0.020
0.304 0.020
0.570 0.020
0.020
0.020

1.596

—0.889 0.232
—1.152

—0.001-
—0.002
0.004
—0.012

0.001

0.554
0.543
0.766
0.338
0.801

0.608
0.298
0.959
0.252

0.835

—0.149
-0.179
0.082
-0.325
0.199

—0.149
-0177

0.087
-0.327

10: WFB1, WFB3, WFB4, WFB5  0.210

Bootstrap-based confidence intervals with corrected and accelerated bias and Bonferroni adjusted for a significance level of 10%.

1. WFB1, WFB2, WFB3, WFB4

2: WFB1, WFB2, WFB4, WFB3
4: WFB1, WFB2, WFB3, WFB5
6: WFB1, WFB3, WFB5, WFB2

The results of the fit indices for the one- to three-segment
models show that all the indicators (AIC, AIC3, AIC4, BIC,
CAIC, HQ, MDLS5, LnL) point to a one-segment solution (Table 10).
We therefore assume that unobserved heterogeneity is not at a
critical level, which supports the results of the analysis of the
entire dataset.

Importance-performance map analysis (IPMA). According to
Ringle and Sarstedt (2016), the objective of IPMA is to identify
predecessor constructs that exhibit relatively low performance but
are highly important for the target constructs. An increase of one
unit in the performance of a predecessor construct will enhance
the performance of the target construct by an amount equal to the
total effect size (i.e., importance) of that predecessor construct.

In our study, OC was the target construct, as predicted by three
predecessors: P, JS, and WEB. We conducted an IPMA for this
study, and the results are shown in Fig. 2. The lower right area of
the importance-performance map indicates that WFB has the
highest importance score of 0.603. Thus, if companies increase
their WFB performance by one unit, their overall organizational
commitment (OC) will increase by 0.603, all other factors being
equal. PI has the lowest importance score of —0.280. This means
that if teleworkers’ PI performance increases by one unit, their
overall organizational commitment (OC) will decrease by 0.280,
all other factors being equal.

Additionally, our findings reveal that the technological
companies analyzed have the lowest performance score for
professional isolation (PI), at 32.634. This suggests that there is
significant room for improvement in this area. The complete list
of importance-performance values is provided in Table 11.

Discussion

Our results show that, as expected, PI negatively affects OC, while
WEFB positively affects OC. A plausible explanation for this
finding is that individuals with PI are concerned that they may
miss out on workplace interactions if they work at home. Our
finding is consistent with the idea that when teleworkers
experience PI, they feel disconnected and are less likely to seek the
frequent interactions with coworkers that are necessary to create
positive emotions, leaving their need for interpersonal connec-
tions and a sense of belonging unmet (Golden et al., 2008).
Consequently, in the absence of positive connections with cow-
orkers, teleworkers’ sense of belonging, rootedness, and obligation
to the organization is likely to erode, weakening their OC
(Morganson et al., 2010; Mulk et al., 2009; Thye et al., 2014).

Our WEFB results are consistent with those of numerous studies
that have concluded that work-family benefits (i.e., telework,
health and wellness programs, childcare, and older adult care)
were positively associated with OC. Moreover, our results also
suggest that companies should consider employees’ JS to better
understand the forces driving OC since JS mediates the effects of
WEB and PI on OC.

Our results do not confirm the hypotheses that the gender of
employees and the intensity with which they telework might be
important for OC. In particular, we find that the negative effect of
PI on OC among telecommuters is not influenced by gender or
the amount of time spent teleworking. According to our results,
whether employees work from home a few days a week or full-
time, this negative impact is still significant.

Our results from the PLS-SEM analysis suggest that companies
should pay attention to the perception of PI among those
employees. That is, companies should monitor those perceptions
more closely and think about strategies to overcome them.
Practices such as mentoring programs specifically designed for
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Table 5 Variable descriptive statistics, collinearity, reliability, and convergent validity.

Construct Item Mean SD Loading VIF CA Rho_A CR AVE
JS 0.901 0.904 0.902 0.697
N 5.501 1.464 0.856 3.084 [0.881, 0.918] [0.886, 0.921] [0.883, 0.918] [0.654, 0.738]
JS2 5327 1.600 0.904 3.610
JS3 3.861 1.933 0.901 3.350
JS5 5.091 1.548 0.852 2.802
oC 0.885 0.909 0.889 0.730
0C1 5108 1.659 0.857 2146 [0.861, 0.906] [0.892, 0.924] [0.866, 0.909] [0.688, 0.771]
0cC2 5.020 1.738 0.923 2778
0oc4 4,771 1.855 0.923 3.187
Pl 0.830 0.830 0.829 0.617
Pl 3.314 1.796 0.904 2.638 [0.792, 0.860] [0.795, 0.863] [0.788, 0.860] [0.556, 0.673]
P12 3.729 1.877 0.861 2.229
Pl4 3.116 1.730 0.826 1.612
WFB 0.905 0.906 0.905 0.656
WEFBI1 4.845 1.760 0.884 3.395 [0.885, 0.922] [0.888, 0.925] [0.884, 0.922] [0.605, 0.704]
WFB2 5135 1.677 0.894 4.098
WEFB3 5.030 1.750 0.864 3.220
WFB4 4.582 1.833 0.826 2.291
WEFB5 4.828 1.799 0.790 2.072

The values in brackets are the lower and upper bounds of the one-tailed percentile confidence intervals with 10,000 subsamples at a 5% significance level.

SD standard deviation, CA Cronbach’s alpha, CR composite reliability, AVE average variance extracted, VIF variance inflation factor, JS job satisfaction, OC organizational commitment, PI professional

isolation, WFB work-family balance.

Table 6 Discriminant validity.
JS ocC Pl WFB
Fornell-Larcker IS 0.879
Criterion oC 0.785 0.901
Pl —0.61 —0.530 0.864
WFB 0.649 0.719 —0.415 0.852
Heterotrait-monotrait IN
(HTMT) ratio oC 0.861 [0.810, 0.905]
Pl 0.703 [0.612, 0.784] 0.614 [0.512, 0.706]
WFB 0.717 [0.645, 0.782] 0.796 [0.736, 0.851] 0.477 [0.370, 0.574]
The values in brackets are the lower and upper bounds of the one-tailed percentile confidence intervals with 10,000 subsamples at a 5% significance level.
JS job satisfaction, OC organizational commitment, Pl professional isolation, WFB work-family balance.
Table 7 Results of the hypotheses testing.
Hypothesis Relationships Beta T values Confidence Interval (95%) P values 2 VIF Supported
Direct effects
H1 JS—-0C 0.508 9.363*** [0.419; 0.597] 0.000 0.380 2.456 Yes
H2 Pl —JS —-0.413 8.206™** [—0.496; —0.331] 0.000 0.332 1.208 Yes
H3 PI— OC —-0.070 1.657* [-0.143; —0,002] 0.049 0.014 2902 Yes
H4 WEFB - JS 0.478 9.063*** [0.389; 0.562] 0.000 0.446 1.208 Yes
H5 WEFB - OC 0.360 5.969*** [0.258; 0.456] 0.000 0.259 1.208 Yes
Indirect effects
H6 WFB - JS—0OC 0.243 5.680*** [0.175; 0.316] 0.000 Yes
H7 Pl - JS—-OC —0.210 7.007*** [-0.260; —0.161] 0.000 Yes
Moderating effects
GE - OC 0.038 0.553ns [-0.078; 0.149] 0.290 0.007 1.084
H8 GExPl- OC 0.025 0.376"s [-0.087; —0.131] 0.353 0.003 2474 No
TST - OC —-0.01m 0.163"s [-0.126; 0.098] 0.435 0.000 1.058
HO TST x Pl - OC 0.054 0.825ns [—0.049; 0.165] 0.205 0.001 2.385 No
n=10,000 subsample; f2 = effect size.
VIF variance inflation factor, JS Job satisfaction, OC organizational commitment, P/ professional isolation, WFB work-family balance.
***p<0.001; **p<0.01; *p<0.05; ns=not significant (one-tailed test).

| (2024)11:1239 | https://doi.org/10.1057/541599-024-03514-3



ARTICLE

Table 8 Assessment of the structural model.

Coeficient of PLSpredict Variance
determination inflation factor

(VIF)
R2 Q2_predict JS Pl WFB
0.685 0.553 JS 1.208 1.208
0.811 0.576 OC 2.287 1598 1.730

JS Job satisfaction, OC Organizational commitment, Pl Professional isolation, WFB Work-family
balance.

Table 9 PLSpredict results based on assessing MAE values.

Item PLS LM MAEp,s-MAE
MAE Q*_predict MAE

oc1 0.959 0.418 0.931 0,028

0C2 0.935 0.569 0.884 0.051

oca 1113 0.394 1124 ~0.01

LM linear model, MAE mean absolute error.

Table 10 Fit indices for the one-to-three-segment solutions.

Criteria 1 2 3

AlC 1148.217 1082.644 1049.604
AIC3 1155.217 1097.644 1072.604
AlC4 1162.217 m2.644 1095.604
BIC 1174.073 1138.050 134.560
CAIC 1181.073 1153.050 157.560
HQ 1158.568 1104.825 1083.615
MDL5 1333.498 1479.674 1658.383
LnL —567.109 —526.322 —501.802
EN na 0.360 0.513

NFI na 0.401 0.493
NEC na 190.201 144.524

Numbers in bold indicate the best outcome per segment retention criterion.

AIC Akaike's information criterion, AIC3 modified AIC with factor 3; AIC4 modified AIC with

factor 4; BCI Bayesian information criteria; CAIC consistent AIC, HQ Hannan Quinn criterion,
MDLS minimum description length with factor 5; LnL long likelihood, EN entropy statistic, NFI

non-fuzzy index, NEC normalized entropy criterion, na not available.

telecommuters or informal meetings where they can share their
experiences could be of value.

However, another finding that deserves special mention is that,
to the best of our knowledge, this paper is the first to show that, in
a telework context in the IT sector, WFB and ]S have a greater
positive influence on OC than the negative influence of PI. This,
therefore, broadens the scope of the study of OC by providing an
approach where IP, in the IT sector, does not seem to be a
relevant problem. In addition, our complementary IPMA analysis
reinforces this conclusion by showing that WFB and ]S are the
most important factors in determining OC performance, while PI
does not seem to be important. That is, our results suggest that
companies in the IT sector can encourage teleworking because the
benefits appear to be greater than the costs.

Conclusions

In a context where society promotes and values innovation and
sustainability as a solution to the challenges ahead, many orga-
nizations are rushing to rethink and look for ways to transform
their existing organizational models towards digitization. This

10

context can lead to higher levels of innovation, better customer
service, and a stronger competitive advantage for the company.

Since the post pandemic era, in practice, there has been a major
reorganization of work based on digitalization and telework.
However, at the theoretical level, there is little conceptual clarity
at the base of a multitude of similar streams of research on the
modalities and modifications of work (Schifer et al., 2023). In
very generic terms, a recent study concluded that because of
reduced social connectivity, digital onboarding has a significant
impact on employee outcomes (Sani et al., 2022). In the tech
industry, teleworking has become increasingly prevalent due to
the pandemic, and studies have found that it has both positive
and negative impacts on work outcomes in that industry. Nak-
roSiené et al. (2019) identified reduced communication with
coworkers, supervisor trust and support, and the suitability of the
home as a workplace as important factors in generating positive
telework outcomes. For example, some teleworkers report
increased JS due to reduced commute time and increased flex-
ibility, while others report decreased JS due to increased workload
and difficulty separating work and family (e.g., Abid et al., 2020).
Studies have shown that teleworkers who receive social support
from their supervisors and colleagues report higher levels of JS
and that emotional intelligence can buffer the negative impact of
stress on JS. Even in the gaming industry, after the outbreak of
COVID-19, the OC of teleworkers who perceived organizational
support was affected directly and indirectly through JS (To and
Huang, 2022).

The crisis also raised concerns about job security and the
potential impact of economic uncertainty on JS. For example,
Zeng and Wang (2020) found that job insecurity was negatively
related to employee JS in the technology industry. A widely
accepted idea in management and human resources, discussed
and supported by many authors, is that studying the relationship
between JS, perceived PI, WFB, and OC in the context of (forced)
teleworking in the technology industry is critical for developing
effective TM strategies to manage remote teams, promote
employee well-being and JS, and enhance organizational out-
comes. In this sense, Mahjoub et al. (2018) confirm that strategic
TM would improve OC, thus proving our reflection on the
importance of TM in OC. In addition to increased JS, OC is one
of the most widely recognized benefits of working remotely. In
the technological sector, Chakra and Charef (2022) concluded
that there was a positive correlation between teleworking and OC.
Similarly, Taborosi et al. (2020) concluded that remote employees
show stronger OC and trust at work than conventional
employees.

Theoretical, practical, and methodological implications. Con-
cerning the implications for theory, while previous research has
examined the connections between PI, OC, WFB, and JS sepa-
rately in the context of teleworking, this research highlights the
value of using an integrative model to examine the connections
between all those work-related constructs and allowing for
mediating and moderating effects. Another theoretical implica-
tion is the absence of a moderating effect of GE and TST on the
relationship between PI and OC. This provides an avenue for
future research in terms of studying the moderating effect of GE
and TST between the antecedents of OC and this construct.
Our results also highlight the value of using a multi-theoretical
approach and a talent management perspective to better under-
stand the opposing effects of teleworking on work-related
outcomes found in the previous literature. Regarding practical
implications, our results suggest that practitioners should
consider the interactions between diverse work-related dimen-
sions and the mediating and moderating effects between them to
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Fig. 2 Importance-performance map analysis (IPMA) for organizational commitment (OC). The figure presents the importance-performance map
analysis (IPMA) for organizational commitment (OC). This analysis visualizes the relative importance and performance of key factors influencing
organizational commitment, helping to identify areas where improvements in performance would have the most significant impact.

Table 11 Importance-performance map analysis (IPMA) for
organizational commitment (OC).

Latent variables ocC Performance
N 0.508 68.585
Pl —0.280 32.634
WFB 0.603 64.725

All total effects (importance) >0.10 are significant at the @ < 0.10 level. The bold values indicate
the highest importance (total effect) and highest performance value.

efficiently implement talent management strategies and reinforce
OC and, in turn, economic performance. The results could help
companies with forced teleworking develop effective strategies to
attract, develop, and retain top talent in the information
technology industry in the post-pandemic era. The results from
a complementary IPMA analysis suggest that WFB and JS are the
most important factors in determining IT employees’s OC
performance through teleworking, while PI does not seem to be
important for OC performance. That is, these results suggest that
PI is not a main concern among those employees, while WFB and
JS are key determinants of their OC. These results have relevant
implications for companies that are seeking to enhance OC
among IT teleworkers. In particular, they indicate that companies
should prioritize managerial actions that improve employees’

WEB, for example, offering online psychological training and
consultation programs for employees to ensure that they have
comprehensive knowledge in the area of work-life balance
(Ghasemy and Elwood, 2023).

Regarding methodological implications, in the field of
organizational commitment, particularly in the context of
teleworkers in the technological industry, our paper can serve
as a guide by highlighting the essential steps in evaluating PLS
path models based on the latest proposed guidelines (Hair et al.,
2019) and demonstrating the application of advanced PLS
methods (Ringle et al., 2020).

Theoretical, practical, and methodological limitations. Despite
its valuable insights, this study has several limitations that future
research should strive to overcome. First, future works could
consider a necessary condition analysis (NCA) to identify the
must-have factors required for organizational commitment and
job satisfaction. Second, while the current study focused on the
perspectives of HR managers, it is important to gather input from
workers themselves to gain a more comprehensive understanding
of the current state of organizations. This type of research would
not only complement existing knowledge but also provide a
holistic view, incorporating the analysis of documents and
interviews with diverse organizational stakeholders. By doing so,
we can better address potential issues and create a more positive
and productive work environment for all. Third, this study uses a
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cross-sectional design and, therefore, cannot identify cause-and-
effect relationships; future research could perform analyses using
longitudinal modeling to justify causality, for example, using new
methodologies such as PLSe2 (Ghasemy, 2022; Ghasemy and
Elwood, 2023; Bentler and Huang, 2014). Fourth, the snowball
method used to collect the data in this study is not random, but it
was selected because we do not know the universe of teleworkers
in the analyzed sector since there is no “census” of such workers.
Future research could include the conducting of such a census of
teleworkers to allow for the use of random sampling methods.
Fifth, this research uses a multi-theoretical approach based on
three selected theories (organizational support theory by Rhoades
and Eisenberger, 2002; need-to-belong theory by Baumeister and
Leary 1995; and self-determination theory by Deci and Ryan,
2012). Future research could enrich the analysis by exploring
alternative theoretical lenses. The moderating role of GE and TS
in the relationship between PI and OC should be analyzed for
other teleworkers and in different contexts (geographical and
sectorial) since our study focused on the period immediately after
the pandemic lockdown, and that situation could have condi-
tioned the results. Finally, future research could also control for
other variables that could affect the results, such as job type,
company type, work experience, educational level, and marital
status (Ghasemy and Elwood, 2023).
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