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ABSTRACT 

 

The sustainability of the relationship between online employers and remote employees 

depends on ongoing trust and security (Mackenzie, 2010; Peters, Den Dulk, & De Ruijter, 2010; 

Wojcak, Bajzikova, Sajgalikova, & Polakova, 2016).  Establishing and maintaining this trust 

involves a mechanism by which both parties operate in synchronous action (Kowalski & 

Swanson, 2005; Markham, Yammarino, Murry, & Palanski, 2010), much like when two partners 

dance.  Trust and security in this relational mechanism may fail at times, and when this happens, 

the dance is over; or is it?  As discovered in the study by De Clercq, Haq, Azeem, & Raja (2018), 

willpower may be the factor that keeps this dance in step.  

 This research builds upon two theories, the social exchange theory and organizational 

support theory, to develop factors exploring the impact willpower may have on the continuance 

of allowing personnel to work at home.  Investigating the antecedent attitudes of online 

employers and the relationship between absenteeism, communication, and collaboration to the 

moderator situational willpower along with its effect on long-term employee retention is 

discussed in Essay 1.  
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Essay 2 studies the relationship between antecedent attitudes of remote employees, 

emotional exhaustion, isolation, and perceived organizational support to the moderator 

situational willpower and its effect on long-term job retention.  The data for both studies were 

collected using a mixed method providing a 360-degree perspective.  Using a combination of 

surveys, interviews, and netnography allows for greater insight into the attitudes leading to 

actions and the relationship mechanism by which this remote working dance takes place between 

the online employer and the remote employee.  The results from the combined study will provide 

insight into the aspects of the remote working relationship, which may foster the dance between 

online employers and remote employees. 

 Keywords: Online employer, work at home (WAH) employee, absenteeism, 

collaboration, communication, emotional exhaustion, isolation, perceived organizational support, 

situational willpower, long-term employee retention, long-term job retention 
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Employer–Employee Work at Home Relationship: Shall We Dance? 

The relationship between an online employer and a work at home (WAH) employee is 

synchronous with trust and security, making it like a dance between these two partners 

(Kowalski & Swanson, 2005; Markham, Yammarino, Murry, & Palanski, 2010).  From the 

employer’s perspective, trusting in WAH employees to perform their tasks to the best of their 

ability is paramount to sustainable profitability (Aboelmaged & El Subbaugh, 2012; Beham, 

Baierl, & Poelmans, 2015).  At the same time, employees trust in the online employer to have 

their best interests supported, or at the very least, acknowledged (Felstead & Henseke, 2017; 

Gálvez, Martínez, & Pérez, 2011; Simon, 2005).  

The advancement of information computer technology (ICT) makes it even more 

plausible for people to WAH (Groen, van Triest, Coers, & Wtenweerde, 2018; Holland & 

Bardoel, 2016; Moon, Linden, Bricout, & Baker, 2014).  Companies deciding to have remote 

working positions must consider the willingness to embark on a relationship unique to an online 

work environment (Shaban, 2016).  On the other hand, the WAH employee must decide to 

accept the personal and family challenges associated with having a home office (Hilbrecht, 

Shaw, Johnson, & Andrey, 2013; Kropf, 1999) and have the willingness to overcome these 

challenges (Friedewald, Costa, Punie, Alahuhta, & Heinonen, 2005;  Zhou & Schriesheim, 

2010).  For this relationship dance to stay in synch, each party must constantly communicate, 

fulfill their roles and responsibilities, and maintain trust (Kurland & Cooper, 2002; Peters & 

Heusinkveld, 2010).  Each of the parties needs to feel secure in this relationship, too, or the 

WAH worker could be at risk of being recalled to work in the company’s office (Moon et al., 

2014) or the worker may decide to leave their online employer (Barros, 2017; Stavrou & 

Kilaniotis, 2010).
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Studies have shown that there are benefits to working at home for both online employers 

(Groen et al., 2018; Lautsch & Kossek, 2011; Manochehri & Pinkerton, 2003) and WAH 

employees (Basile & Beauregard, 2016; Felstead, Jewson, Phizacklea, & Walters, 2002; Shamir 

& Salomon, 1985).  In numerous studies, employers who hire WAH employees have reported a 

positive view of having these employees working at home (Dockery & Bawa, 2014; Scholefield 

& Peel, 2009), such as high levels of productivity (Aboelmaged & El Subbaugh, 2012; Baruch, 

2000), job satisfaction (Caillier, 2016; Farahbakhsh, Shafiabadi, & Sakhaei, 2015; Fonner & 

Roloff, 2010), and work–life balance (Hornung & Glaser, 2010).  Likewise, several extant 

studies have shown that WAH employees also have positive experiences, describing numerous 

benefits such as decreased costs (Baruch, 2000; Gibson, Blackwell, Dominicis, & Demerath, 

2002; Mullaney, 2014), more time with their families (Hosboyar, 2012; Morganson, Major, 

Oborn, Verive, & Heelan, 2010), and flexible work schedules (Groen et al., 2018; Stavrou & 

Kilaniotis, 2010).  Yet despite these positive findings, some online employers are recalling their 

WAH employees, and their WAH employees are choosing to leave (Swisher, 2013). 

Since 2013, a recall of remote workers has taken place, such as when Yahoo recalled 

their WAH employees; then in 2014, Reddit followed suit, along with Bank of America in 2015, 

Aetna in 2016, and IBM in 2017 (Kessler, 2017).  Best Buy corporate call centers recalled their 

WAH employees in 2018.  In 2019, it was estimated that nearly half a million WAH government 

workers would report to work inside a government office by January 2020 (Causey, 2019).  Why 

did these companies and the United States government recall their remote workers?  What inside 

the mechanism of this remote relationship might have occurred for this recall to take place?  

Would it have been possible to mitigate what took place with willpower on the part of both 

parties (De Clercq, Haq, Azeem, & Raja, 2018)?  Did the employees leave the company or 
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agency after being recalled to the office?  This research study aims to investigate the moderating 

effect of willpower on the relational factors influencing long-term employee retention for the 

online employer and long-term job retention for the WAH employee.  

This study is comprised of two essays using a mixed-method approach, exploring the 

relationship between online employers and remote employees.  The study relied on two different 

research approaches, including the perspective of the online employer and the challenges of the 

WAH remote employee.  It serves to answer these four research questions: 

1. What are the antecedents to attitudes of online employers and remote employees regarding 

the remote working relationship that occurs when remote employees work at home? 

2. What are the factors that influence online employers to recall their remote employees? 

3. What are the factors that influence WAH employees to leave their online employers? 

4. Did the global pandemic of COVID-19 play a role in decisions made by online employers 

regarding the continuation of WAH or by remote employees concerning the decision whether 

to stay or leave their online employer? 

The WAH online employment phenomena has been studied through the lens of various 

theories, including social exchange theory (Hornung & Glaser, 2010; Nan, Johnston, & Olson, 

2008) and organizational support theory (Caesens, Marique, & Stinglhamber, 2014; Iqbal & 

Hashmi, 2015).  While these studies have provided initial learnings to the remote working 

relationship mechanism, they have lacked conceptual and empirical frameworks for explaining 

negative consequences and possible mitigation factors to this relationship when both parties in 

the remote working relationship are experiencing stressful and challenging circumstances.  

Following prior literature there are two core foundational theories used in this study.  The 

social exchange theory is used in the first essay.  It applies to the employer–employee 
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relationship and encompasses the very essence of the remote employer’s experience with the 

remote employee (Ahsan, Hossain, & Akter, 2016).  Seen through the lens of this theory, the 

adverse situations such as absenteeism, lack of collaboration, and lack of communication that 

can diminish the employer’s effectiveness and profitability are investigated in Essay 1 with a 

moderated effect of situational willpower as a possible mitigating factor for the employer not to 

decide to recall their remote employee.  Social exchange theory states that both parties will do 

their best to maximize benefits and minimize costs (Bae & Kim, 2016; Elldér, 2019; Erdogan & 

Enders, 2007).  Therefore, when there are situations where employers see a challenge that they 

consider can only be overcome by recalling their remote employee using situational willpower, it 

may be possible that they instead look for other ways to resolve this issue.  

The second core theory in this study, as discussed in Essay 2, is the organizational 

support theory.  The premise of this theory emphasizes socio-emotional factors such as 

emotional exhaustion, isolation, and perceived organization support (Cooper & Kurland, 2002; 

Desrosiers, 2001; Iqbal & Hashmi, 2015).  The decision to continue or discontinue the working 

relationship with the remote employer is based on the level of each of these factors (Bukhari & 

Kamal, 2017; Nyaanga, 2012; Peters, den Dulk, & de Ruijter, 2010).  The more exhausted, 

isolated, and unsupported employees feel, the more likely they are to leave their employers 

(Farahbakhsh et al., 2015; Onken-Menke, Nüesch, & Kröll, 2018).  However, the remote 

employee may opt to implement situational willpower and work to fix the situation, alleviating 

emotional exhaustion, decreasing isolation, and increasing support from the employer; this 

results in remaining employed, as demonstrated by De Clercq et al. (2018). 

The theories of social exchange and organizational support are used as theoretical 

foundations in this study to explain the relational mechanism between online employers and 
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remote employees.  Also, these theories aid in hypothesizing the factors that influence the 

likelihood of short-term remote employee retention and short-term online job retention and 

propose a moderating effect of situational willpower that can mitigate adverse remote work 

circumstances, making long-term remote employee retention and long-term online job retention 

possible (Sripada, 2014).   

This research contributes to the literature in several ways.  First, the study provides 

insights into attitudes towards WAH amid challenges.  Previous studies have not included 

mitigation factors in overcoming challenges in the remote relationship between an employer and 

an employee.  Further, this study develops constructs to test the mitigation of a hostile remote 

work environment, which can be used in future studies.  Second, this research adds to the social 

exchange and organization support literature in WAH domain.  There is a growing concern about 

the future of remote work, and this study contributes beneficial insight.  Third, this study 

highlights the power of situational willpower as it is applied in a negative remote work situation.  

There may be a way to preserve and prevent the online job market from shrinking out of 

existence, especially as further insight is gained into the companies and corporations that, 

because of COVID-19, are permitting more of their employees to work remotely.   

Previous studies have examined the working relationship between an online employer 

and remote employee to determine factors that affect, not mitigate, the relationship.  This gap in 

the literature keeps practitioners and scholars from gaining insight when negative consequences 

result from undesirable behaviors on the part of either party.  A fourth contribution this study 

makes to the literature is providing more significant insights into mitigation, which could prove 

helpful in employee retention and job retention, both of which amount to saving or losing time, 

investment, effort, and money.  Finally, this study tackles the incorrectly interchangeable use of 
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terms used to describe the remote working environment.  There are many remote working 

situations that each have their dynamic environment with their distinct relational factors.  This 

study aims to clarify terms. 

Literature Review and Hypotheses 

The first essay of this study focuses on the online employer.  It measures the constructs of 

absenteeism, (lack of) collaboration and (lack of) communication, and the moderating effect of 

situational willpower on long-term remote employee retention, building hypotheses and a 

research model on the premise of social exchange theory.  This theory posits that there is a cost-

benefit factor in a two-person dyad whereby the parties maximize benefits and minimize costs 

(Erdogan & Enders, 2007).  The contribution of this essay shows evidence of how implementing 

willpower, as shown in De Clercq et al. (2018), may influence the longevity of the remote 

working relationship, along with evidence of situational willpower affecting longevity between 

the online employer and remote employee.  

This evidence may influence the decision to allow remote workers and may spawn 

actions needed to overcome undesirable remote employee behaviors, such as bridging the gap 

between collaboration and communication and instituting mental health days, cutting down on 

absenteeism (Gaudine & Saks, 2001).  It is possible, with the willpower described by De Clercq 

et al. (2018) and situational willpower described in this study, online employers will decide to 

work through unfavorable circumstances with their remote employees and keep this distance 

dance in step. 

The foundational social exchange theory is a socio-psychological contract of roles and 

expectations of an online employer and remote employee’s relationship that has at times 

included absenteeism, lack of collaboration, and lack of communication (Herachwati, 
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Sulistiawan, Alfirdaus, & Mario, 2018) on the part of the remote employee.  These three factors 

have been highlighted as reasons for recalling remote employees (Causey, 2019) and have been 

shown to have a negative relationship to employee retention (Caillier, 2013; Pasini, 2018; 

Stavrou & Kilaniotis, 2010).  

As per common knowledge, employers spend a great deal of money, time, and effort 

recruiting and training their employees.  Not having them remain employed is a loss and a cause 

for more expenditure, reducing profitability and, ultimately, the firm's sustainability (Bahalla, 

2016).  Online employers have reported an increase in productivity amongst their remote 

employees (Aboelmaged & El Subbaugh, 2012; D’Arruda, 2001), higher levels of job 

satisfaction (Fonner & Roloff, 2010; Morganson et al., 2010), and more excellent job attendance 

and less absenteeism when compared with their onsite employees (Trusic, Fosic, & Starcevic, 

2017; Weaver, 2003).  Yet, with all these positive outcomes for having remote employees, as 

previously mentioned, there was a growing number of employee recalls taking place before the 

COVID-19 pandemic.  This study proposes identifying the factors that are negative toward 

achieving long-term remote employees and online job retention and introducing situational 

willpower as a mitigating factor, saving the employer from the costs associated with attrition and 

increasing the beneficial experience of having remote employment positions for WAH 

employees. 

Work at Home Defined 

The following section provides a literature review of remote employment research.  First, 

this section examines definitions and terminology utilized in the remote working environment 

domain.  Second, this study offers an updated definition for all the different situations involving 

an employee working at a distance from where the employer is located.  Finally, historical 
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timelines and key remote employment literature are reviewed to provide context for the current 

state of the online job market.  

These terms are used interchangeably in the literature: remote worker, e-worker, virtual 

worker, telecommuting, work from home, WAH, teleworking, flexible working, and 

telehomeworking.  These terms, though used interchangeably, have different contexts 

encompassing diverse constructs and variables taking place in the mechanism of vastly different 

working relationships.  Table 1 provides an overview of the top definitions of remote working in 

the literature.  

  



EMPLOYER AND EMPLOYEE REMOTE RELATIONSHIP 

 

9 

 

Table 1 

 

Remote Employment Terms and Definitions 

 

Source Term Definition 

Ford & Butts (1991, p. 19) Telecommuting “The substitution of telecommunications 

and computers for the commute to a 

central office.” 

Mills et al. (2001, p. 48) Telecommuting “A work arrangement in which an 

employee regularly works at a site other 

than her employer's office facilities, such 

as at the employee's home, a 

telecommuting center (‘telecenter’), or 

another worksite that represents a shorter 

commute than the one to the main 

office.” 

Ilozor & Ilozor (2002, p. 80) Telecommuting “It relates to those who work from home 

and are connected to the office via 

computer technology.” 

Hartman et al. (1992, p. 35) Telecommuting “A work arrangement where 

organizational employees regularly work 

at home or a remote site one or more 

complete workdays a week instead of 

working in the office.” 

Duxbury & Neufeld (1999, 

p . 2) 

Telecommuting “An alternative work arrangement, 

whereby organizational members spend 

some or all of their workday at a location 

other than the traditional, centrally 

located workplace, often relying on 

computer and telecommunications 

technology to do so.” 

Siha & Monroe (2006, p.  

456) 

Telecommuting “Encompasses those opportunities that 

workers are given to work from home 

rather than reporting to a centralized 

office location.” 

de Vos et al. (2018, p. 375)  Telecommuting “A job that is located farther away from 

home if they can work from home one 

day a week or more.” 

                                              (continued) 
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(continued)   

Source Term 
Definition 

Handy & Mokhtarian (1996, 

p. 165) 

Telecommuting “The key element is the elimination of 

commute trips for home-based working.” 

Böll et al. (2014, p. 16) Telework “Engagement in work through 

information and communication 

technology from places other than a 

corporate office.” 

Morgan (2004, p. 344) Telework  “Flexible working” 

Bailey & Kurland (2002, p. 

384) 

Telework “Working outside the conventional 

workplace and communicating with it by 

way of telecommunications or computer-

based technology.” 

Baruch (2000, p. 34) Telework “Work remote from the office.” 

Haddon & Brynin (2005, p. 

165) 

Telework “Are paid or unpaid workers who use a 

phone and a personal computer (PC), 

whether they work at home full-time or 

occasionally (at least one day in the 

reference week).” 

Martin & MacDonnell (2012, 

p. 603) 

Telework “Substitution of communication 

technology for work-related travel can 

include paid work from home, a satellite 

office, a telework center, or any other 

workstation outside of the main office for 

at least one day per workweek.” 

Hilbrecht et al. (2013, p. 131) Telework “Organizationally, employed individuals 

who work at home or another location 

such as a telecentre for all or a portion of 

their workday during regular business 

hours.” 

                                                 (continued) 
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(continued)   

Source Term Definition 

Bryant (2008, p. 135) Telework “Work that uses information and 

communication technologies (ICTs) to 

perform work remotely from the main 

site of operations.” 

Grant et al. (2013, p. 528) E-worker “Remote working using technology.” 

Kirk & Belovics (2006, p. 

39) 

E-worker “Full-time home-based telecommuters 

who work and communicate primarily 

through electronic mediums such as the 

Internet, corporate intranets, and/or 

electronic mail with very little face-to-

face interaction with the main office 

location or staff.” 

Grant et al. (2019, p. 528) E-worker “Working remotely from the main 

organizational base using 

communications and computer 

technology.” 

Felstead & Henseke (2017, p. 

195) 

Remote worker “The detachment of work from a place.” 

Simon (2005, p. 12) Remote worker “Flexible, mobile working.” 

Keeling et al. (2015, p. 881) Remote worker “People who work in places other than 

their assigned desk space.” 

Tofanelli (2013, p.1) Remote worker “A remote employee does not work in 

the same office as their manager.” 

Evans (2010, p. 28) Remote worker “Motivated meeting target goals away 

from the hustle and bustle of an office.” 

Jones (2011, p. 188) Remote worker “Working from outside the office of the 

overseeing manager.” 

Staples et al. (1999, p .4) Remote worker “Working virtually toward a common 

goal without the physical plant.” 

Raghuram & Wiesenfeld 

(2004, p. 259) 

Virtual worker “Where individuals work away from a 

central office using technology.” 

Wiesenfeld et al (1999, p. 

777) 

Virtual worker “Organization members to work together 

while being spatially and temporally 

decoupled from one another.” 

                                           (continued) 



EMPLOYER AND EMPLOYEE REMOTE RELATIONSHIP 

 

12 

 

(continued)   

Source Term 
Definition 

Chan (2002, p .27) Virtual worker “Two or more people working and 

communicating in cyberspace using 

information and communication 

technologies.” 

D’arcy & Hovav (2009, p. 

62) 

Virtual worker “The degree of work that an employee 

performs within traditional offices or 

from dispersed locations via 

telecommunications equipment.” 

DellaNeve & Gladys (2015, 

p. 283) 

Virtual working “New technologies facilitate team-based 

synchronous working environments.” 

Shin (2005, p. 331) Virtual working “Individuals who are geographically or 

otherwise dispersed collaborate via 

communication and information 

technologies to accomplish a specific 

goal.” 

Rupietta & Beckmann (2018, 

p. 26) 

Work from home “Employees work outside their common 

workplace, usually at home. Second, 

there has to be a connection between the 

home office and the firm’s site to 

exchange information by using 

information and communication 

technologies.” 

Tietze & Musson (2010, p.  

148) 

Work from home “Unbounded activity to be conducted 

anytime and anywhere.” 

Dockery & Bawa (2014, p. 

164) 

Work from home “Flexible working arrangements allowing 

for non-standard working time 

arrangements.” 

L. Golden (2008, p. 89) Work from home “Flexible daily scheduling choosing 

when and where to work.” 

Bryant (2008, p. 135) Work from home “Home-based information work.” 

Dockery & Bawa (2014, p.  

163) 

Work from home “Flexibility in working arrangements that 

may assist workers to juggle work and 

non-work commitments.” 

  (continued) 
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(continued)   

Source 
Term 

Definition 

McCarthy (2000, p. 56) Work from home “Flexible work arrangements.” 

Rupietta & Beckmann (p. 26 

2018) 

Work from home “Working from home arrangements 

are characterized by two main aspects. 

First, employees work outside their 

common workplace, usually at home. 

Second, there has to be a connection 

between the home office and the firm’s 

site to exchange information.” 

Shamir & Salomon (1985, p. 

455) 

Work at home “The domestic system of work.” 

Kelly (1988, p. 28) Work at home “Flexible working time.” 

Felstead et al. (2002, p. 55) Work at home “Family-friendly employment.” 

Felstead et al. (2003, p. 241) Work at home “Home-located working.” 

"Flexible productivity" 

(2004, p. 476) 

Work at home “Remote, mobile, and flexible working.” 

L. Golden (2008, p. 86) Work at home “Having the flexibility to alter one’s 

starting and ending times and place of 

work.” 

Peters & van der Lippe 

(2007, p. 430) 

Telehomeworker “Working at or from home during (at 

least part of) the employees’ contractual 

working hours.” 

Peters & Heusinkveld (2010, 

p. 107) 

Telehomeworker “One of the work-life initiatives that 

organizations have started in response to 

workforce demographics and global 

competition.” 

Choudhury et al. (2021, 

p.655) 

Work from 

anywhere (new term 

as of 2020) 

“The worker can choose to live in a 

preferred geographic location.” 

 

  



EMPLOYER AND EMPLOYEE REMOTE RELATIONSHIP 

 

14 

 

In many cases, these terms in Table 1 are used interchangeably throughout the literature.  

In some research investigations, telecommuting is an umbrella term covering many types of 

remote working situations (de Vos, Meijers, & van Ham, 2018; Ilozor & Ilozor, 2002), whereas 

telework is used to describe the specific cases for a remote work arrangement (Böll, Cecez-

Kecmanovic, & Campbell, 2014; Martin & MacDonnell, 2012; Messenger & Gschwind, 2016).  

For this study, I developed definitions for all cases of remote working environments, as shown in 

Table 2. 
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Table 2 

Remote Working Environment Definitions 

Term Definition 

Remote worker Someone who works a distance from where the 

employer's office is located. For example, someone 

whose employer’s office is located in the city, and the 

employee performs the job tasks inside their home office 

in a rural area. 

Flexible worker This occurs when the employee decides the hours 

worked. This person may choose to work hours in the 

morning and the evening. He or she may choose to work 

10 hours per day, giving the employee a three-day 

weekend every weekend. 

Work from home  Someone who conducts the majority of the job task 

outside of the home office. The home office is used to 

schedule appointments, write reports, and perform 

bookkeeping tasks. These workers include people such as 

interior decorators, roofers, plumbers, insurance 

adjusters, and so forth. 

Work at home Someone performing all job tasks either at home or 

where there is reliable internet as permitted by the online 

employer. This is someone who is always at home when 

working, unlike someone who works from home. 

Telecommuter A person works part of the workweek at the office 

location and another part of the week at a home office. 

Virtual worker Someone working online and at a distance from where 

the employer is physically located. 
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Why take the time to distinguish these different work situations and identify a term that 

best describes them?  I assert that the phenomenon of working online comprises different and 

distinguishable work environments, and the literature needs to differentiate these remote, virtual, 

and distant employment environments accordingly.  Future research investigations of these 

different online employment environments will undoubtedly yield results of relationships 

between constructs and variables unique to these different work environments.  There are a 

variety of mechanisms in each of these environments within the relationship between the online 

employer and the remote employee.  

 A case in point is the person who works from home.  This person has a relationship with 

clients on behalf of the online employer and with the online employer.  Someone who works 

from home is often a contract worker paid by the hiring company as per the contract terms.  An 

example of this may be an insurance adjuster.  This person is hired by the insurance company 

based in Wichita, Kansas, and works from home in Chattanooga, Tennessee.  In this case, the 

constructs and variables of this working relationship are different than someone working at home 

or telecommuting.  A remote employee working at home has a different relationship dynamic to 

an online employer than someone working from home.  

 Another case in point whereby the working relationship is different is someone who 

telecommutes and is a teleworker (Ng, 2010).  In this case, the working relationship is stronger 

than it is for someone who works at home or works from home.  The working dynamics are 

about the same as studying the working relationship of someone working 100% inside the 

employer’s office, all day, every day.  Yet, it differs when including the home environment.  In 

telecommuting, there is a partial involvement of the working arrangement, whereas, in the case 

of working at home, the employee is entirely in the home environment.  The same goes for 
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someone termed as an e-worker, flex worker, or flexible worker.  In all three of these working 

relationships, dependencies and interdependencies exist more than in any other remote, virtual, 

and distant working relationship (Tietze & Musson, 2010).  In such cases, the constructs and 

variables would be different in the mechanism of these work environments. 

I have been working independently, interdependently, as per contract, and as per online 

part-time, full time, and flex-time employment terms since 2002 and have experienced the 

myriad of mechanisms within working relationships between an online employer and a remote 

employee.  As such, I beckon the field to be mindful of these different relationships when 

researching the differentiated online work environments.  Using the same constructs and 

variables in researching the phenomena of online employment does not apply to all the different 

online employment relationships.  This study leads the investigation of the relationship between 

an online employer and a remote employee in the online working environment of working at 

home with distinguished constructs and variables specifically applied to this type of remote 

working relationship.  

Remote Employer–Employee Working Relationship 

Social exchange theory.  Social exchange theory is the theory that says a person has a 

socio-psychological contract with another person who carries an obligation to perform as 

expected.  This theory has been used in research regarding organizational citizenship behavior.  

It includes affective commitment and social identity perspectives (Caesens et al., 2014) and the 

willingness to engage with interaction (Erdogan & Enders, 2007).  According to Konovsky and 

Pugh (1994), there must be an element of trust between the employer and employee, creating a 

psychological contract by which both parties engage in expectations and performance.  The 

authors also said that a good deal of this trust impacts the organization and its employees’ 
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organizational citizenship behavior (Konovsky & Pugh, 1994).  This trustworthiness of the 

company is a type of social exchange and impacts the level of its employees’ affective 

commitment (Lombardo, 2011; Podsakoff, Whiting, Podsakoff, & Blume, 2009;).  

In a journal article written by Mpinganjira (2016), it was “posited that citizenship 

behavior in online communities’ manifests in varied and distinctive ways.  Based on Social 

Exchange Theory, behavior in online communities is influenced by the perceived level of social 

support and level of affective commitment” (p. 5).  In a study conducted by Hester-Smith (2010), 

job satisfaction correlated to perceived organizational support, applying the premise of the social 

exchange theory positively.  The author found that WAH employees respond with high levels of 

job satisfaction when there are high levels of perceived support from the employer, 

demonstrating a full circle of social exchange taking place in the best way possible between 

employee and employer (Hester-Smith, 2010). 

Organizational support theory.  Organizational support theory “explains relationships 

between employees and employers based on social exchange and perceived support” (Baran, 

Shanock, & Miller, 2012).  The more affinity felt between the employee and employer, the more 

likely the employee will contribute more effort toward accomplishing the employer’s mission 

and goals and be innovative and collaborative.  This theory also encompasses the construct of 

perceived organizational support to predict the tendency toward emotional exhaustion and 

isolation.  Investigations into the phenomena of burnout and emotional exhaustion using 

organizational support theory have linked factors such as job stress (Bolino, Hsiung, Harvey, & 

LePine, 2015), job satisfaction (Nandedkar & Brown, 2017), job commitment (W. Chang, Liao, 

Lee, & Lo, 2015), affective commitment (Jain, Giga, & Cooper, 2011), job demand (Bakker, 

Demerouti, & Verbeke, 2004), and job involvement (Ueda, 2012) as contributors in the negative 
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or positive organizational citizenship behaviors of employees in traditional, non-telecommuting, 

and telecommuting work environments.  

Organizational support theory is the foundational theory in several past studies 

investigating the interrelationships between isolation, emotional exhaustion, and perceived 

organizational support and their effect on organizational citizen behavior (T. D. Golden, 2006; 

Kröll, Nüesch, & Foege, 2021; Onken-Menke et al., 2018).  In these studies, perceived 

organizational support was an independent variable and not a moderator.  The closest study in 

the literature operationalizing perceived organizational support as a moderator was Zagenczyk, 

Gibney, Few, and Scott (2011), which investigated the moderating relationship of perceived 

organizational support on the development of identification or misidentification of employees to 

their employers.  Therefore, there is a gap in the literature about the moderating effect of 

perceived organizational support on other factors involved in the employee–employer 

relationship, especially in the online, WAH virtual, remote employment workplace environment. 

 Situational willpower.  This construct is relatively new to the literature regarding remote 

employment situations.  Applied in the case of remote employees, willpower was introduced as a 

moderator in the study conducted by De Clercq et al. (2018), who referred to willpower as “a 

dimension of hope” (p. 26).  As such, it acts as a buffer and a mitigator against negative 

consequences from situations seemingly threatening to a positive outcome, such as the case of 

family incivility in the De Clercq et al. (2018) study.  Another study in which willpower was a 

mediator is the Gollwitzer (2014) study; it was found that by using a self-regulation strategy such 

as willpower, a person may achieve set goals.  Benabou and Tirole (2004) referred to this 

phenomenon as imparting resilience and making an intentional step toward taking action 

consistent with achieving one's set goal.  
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 Another study referred to this act of the will as prosocial behavior having a positive effect 

on goal attainment and relationship closeness, which perpetuates a positive working relationship 

between the parties (Martela & Ryan, 2016).  However, willpower must be intentionally exerted 

and does not happen naturally (Karp, 2014).  When it is used, “it does seem to matter as it 

governs acts of leadership, and it happens as a matter of raised awareness, disciplined practice 

and extending one’s comfort zones by exposing oneself to challenges” ("Leadership where 

there’s a will," 2014, p. 23).  

According to Milan and Luthans (2006), willpower is a social capital very similar to 

resiliency in that it works to prevent the inaction of moving forward.  Instead, it provides the 

power to overcome any given situation or circumstance that would ordinarily hold someone back 

(Milan & Luthans, 2006).  Also, it is possible to repair a damaged working relationship using 

willpower (White, 2004), thereby extending the life of the relationship. 

As introduced in this study, and as per my assertion, situational willpower refers to the 

external factors influencing the internal self-control or volition amidst dire consequences.  In the 

context of this research investigation, an online employer faced with adverse circumstances 

brought about by the negative behavior of the remote employee, such as excessive absenteeism, 

may be inclined to either terminate employment or recall the employee back to the office.  

However, in the case of the COVID-19 pandemic, an external factor producing a situation 

unprecedented for both parties, the online employer decides to inquire about the reason for the 

absenteeism and work through the underlying causes for this absenteeism.  In this case, had it not 

been for the pandemic, the online employer might have taken a different course of action.  This 

situational factor affecting the employer’s willpower has been deemed possible by other 

researchers (Troup & Rose, 2012). 
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In the study conducted by Karp (2014), it was found that leadership exerts willpower 

under certain circumstances, such as when it is in the best interest of the company and when both 

the company and its employees’ benefit.  Another researcher discovered that willpower applied 

to situations where persons believe there is a limited resource that must be protected brings about 

conservation of resources and positive outcomes (Job, Bernecker, Miketta, & Friese, 2015).  

There is a myriad of additional research has pointed out that given a situation of extraordinary 

proportions, people usually react to these situations by exerting willpower and taking the action 

needed for positive outcomes (Diefendorff, Richard, & Gosserand, 2006).  

 Long-term (remote) employee retention.  Past research has investigated the 

phenomenon of employee retention extensively, and only a handful of studies have included the 

construct of long-term job retention in the remote working environment.  There have been very 

few studies conducted using this specific construct, which refers to the extent of employee 

retention and occurring past three years, thereby qualifying as being long-term employed (Dorio, 

Guitar, Solheim, Dvorkin, & Marine, 2002; Nunn, 2000). 

 Employers with long-term employees enjoy less expense in recruiting and training and 

intentionally make policies fostering satisfaction, productivity, and flexibility (Eisenberger, 

Stinglhamber, Vandenberghe, Sucharski, & Rhoades, 2002; Flynn, Wacker, Berg, Green, & 

Hurd, 1991; Rumrill, Steffen, & Sumner, 1996).  Most of the studies have pointed to the fact that 

management must intentionally make policies and procedures conducive to a harmonious, 

trusting, and caring working environment in both non-remote and remote working environments 

(Hill, Ferris, & Märtinson, 2003; Wehman et al., 2003), but most especially in a remote working 

relationship in order for it to continue unabated (Breuer, Hüffmeier, & Hertel, 2016). 
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Research Model and Hypotheses 

Essay 1: Factors Influencing Long-Term Remote Employee Retention 

 Absenteeism.  This construct has been studied extensively in management literature, 

including both non-remote and remote working environments ("Absence makes the business run 

slower," 2001; Trusic et al., 2017; Weaver, 2003), and has been shown to be a pivotal aspect in 

the remote working arrangement.  Absenteeism refers to not being present at work (Weaver, 

2003), and in terms of an employer with remote employees, it can have a significant impact on 

the employer’s output for revenue (Taskin & Devos, 2005; Wilkes, Frolick, & Urwiler, 1994), 

productivity (Barron, 2007; Kirk & Belovics, 2006), and delivery of products and services ("BT 

employees highlight benefits," 2003; Hall & Atkinson, 2006).  As such, absenteeism is a thorn in 

an employer’s side and thereby on the top of the list of items to address with remote employees 

(Cooke, 2010; Elldér, 2019), which might also include instituting policies to reign in their 

employees and strongly discourage employees missing work (Hall & Atkinson, 2006; Vidyarthi, 

Chaudhry, Anand, & Liden, 2014). 

 The impact absenteeism has on business was the focus of a study conducted by Trusic et 

al. (2017) investigating the direct and indirect costs to companies and their culture.  Trusic et al. 

(2017) showed that absenteeism has negative consequences, such as loss of productivity and 

profits.  Presenteeism produces productivity and profits; thus, the authors recommended that 

firms make policies that foster presenteeism and alleviate absenteeism (Trusic et al., 2017).  A 

study conducted by Bhalla (2016) showed evidence that the lack of absenteeism produces more 

profit and gains for the company.  With the policy of flexible job scheduling, there is less 

absenteeism and greater productivity (Bhalla, 2016).  In a study conducted by Jackson and 
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Fransman (2018), it was discovered that a policy permitting flexible work scheduling fostered a 

happy and satisfied remote workforce, increasing job productivity and job satisfaction.  

 Evidence provided by extant literature convincingly shows that companies could control 

the level of absenteeism with favorable policies involving flexible work scheduling.  Remote 

employers with flexible scheduling have fewer problems with absenteeism (Hansen, 2004; 

McNall, Masuda, & Nicklin, 2010), and it would be logical to conclude that this policy alone is 

what it takes to keep a harmonious relationship going between the online employer and the 

remote employee, but this is not the case.  In addition to the problem with absenteeism, there is a 

problem with the lack of collaboration, which causes a rift in the remote working relationship as 

evidenced by the recall of remote employees.  

 Collaboration.  One of the main reasons remote employers give for recalling their 

remote employees is a lack of collaboration.  In a statement from Yahoo CEO, Marissa Mayer, 

the lack of collaboration was highlighted as an issue of great concern and was mitigated with a 

workforce working together in the same physical space (Miller & Rampell, 2013).  Ever since 

the Yahoo recall occurred, there have been more research investigations into the impact of 

collaboration, or lack thereof, on online employers, confirming the problem of a lack of 

collaboration among remote employees (Cole, Oliver, & Blaviesciunaite, 2014; Leclercq-

Vandelannoitte & Isaac, 2016).  

 Collaboration refers to working together to manage programs or projects or create a 

product or service (Grego-Planer & Sudolska, 2018).  The extent to which this takes place amidst 

subordinates and superiors in a company or organization is paramount to the introduction of new 

ideas (Nyaanga, 2012), new product development (Tojib & Sugianto, 2007), and the building 

and maintenance of a pleasant, harmonious working culture (Suh & Lee, 2017).  However, in 
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several case studies, it has been found that cooperation and collaboration decline amidst remote 

workers, affecting companies and organizations and requiring them to make policy decisions, 

including a remote employee recall, to foster frequent collaboration (Spector, 2017).  Research 

results in past studies have shown that the lack of collaboration negatively affects the 

productivity and profitability of companies (Thomson, Perry, & Miller, 2007).  

 In a study by Pyöriä (2009), it was found that remote workers prefer face-to-face contact 

in sharing knowledge and information rather than remote distribution of work amongst a virtual 

team; the employees were surveyed, and they overwhelmingly felt that their effectiveness to the 

company would be greater with face-to-face interaction than in a virtual setting.  The evidence 

from this study confirmed the need for collaboration to occur in the same space, but it also stated 

the need for further research regarding this issue (Pyöriä, 2009).  

 Another study focused on virtual team collaboration came to a different conclusion.  

Morgan (2004) surveyed employees who worked partially at home and partly at the office and 

were engaged in projects and program management in teams; the workers' consensus was 

favorable to working in virtual teams, and the reasons varied.  They felt they were equally 

effective being together in the same space or meeting virtually and credited management for 

creating a communication flow that fostered constant and consistent sharing of ideas and 

thoughts needed to manage their teams’ projects and programs (Morgan, 2004).  The study 

concluded with a statement that said when the company handles the virtual teams in a manner 

conducive to workable communication, it negates isolation and other negative consequences and 

enables them to flourish and accomplish their team and individual goals (Morgan, 2004).  The 

Morgan (2004) study solidifies the next aspect of this study related to a frequent complaint made 
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by online employers; many feel they do not have a workable relationship with remote 

employees, and this is due to the lack of communication. 

 Communication.  Another chief culprit when it comes to recalling remote employees is 

the lack of communication.  This construct refers to less verbal and written interaction between 

an online employer and an isolated employee (Ilozor, Ilozor, & Carr, 2001; Manochehri & 

Pinkerton, 2003).  Several past research studies have shown that the level communication taking 

place influences the quality and depth of the working relationship between superior and 

subordinate (T. D. Golden & Veiga, 2008).  It also impacts the closeness or alienation felt by 

either the employer or the employee (Scholefield & Peel, 2009), which has been shown to affect 

the productivity and profitability of a company (Kirkman, Rosen, Tesluk, & Gibson, 2004).  This 

being the case, having a communication problem between an online employer and a remote 

employee spells trouble with a capital “T.”  

 In a study conducted by Fritz, Narasimhan, and Rhee, (1998), it was found that workers 

who engage in constant and consistent communication with each other and with their superiors 

were more productive, satisfied, and experienced greater task predictability due to effective 

management of work distribution.  Dahlstrom (2013) investigated the relationship between 

employee and employer satisfaction and the level of communication between them; in this study, 

it was determined that the superior's leadership style toward the subordinate affected the quality 

and frequency of communication.  Dahlstrom (2013) discovered that a leadership style that 

serves the subordinate with openness, understanding, and compassion positively affects the 

closeness, trust, and respect felt by all parties.  This positive effect spills over in greater 

productivity and greater satisfaction with the working relationship and the entire working 

arrangement (Dahlstrom, 2013).  This evidence points to a fascinating fact about management 
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style and how the online employer chooses to manage remote employees.  The moderator in this 

study may very well influence this choice of management style: willpower. 

 Willingness to communicate from the subordinate to the superior was investigated in the 

research of Kumar and Mishra (2017), who determined there is a direct correlation between 

employee engagement and willingness to communicate.  Also, the authors stated that the 

profitability, stability, and scalability of the company or organization are dependent on the level 

of employee communication and employee engagement (Kumar & Mishra, 2017).  This may 

explain why lack of communication may be a reason for employers to recall their employees. 

 In a study by Clark, Karau, and Michalisin (2012), there was a discovery that an 

employee's level or lack of communication with an employer might be influenced by personality.  

This study investigated the influence of five personality dimensions (agreeableness, openness, 

conscientiousness, extraversion, and emotional stability) and the level by which an employee 

communicates (Clark et al., 2012).  This implies that there could also be an intrinsic mechanism 

and an external mechanism that affect the lack of communication between remote employees and 

their online employers. 

Essay 2: Factors Influencing Long-Term Remote Employee Job Retention 

Emotional exhaustion.  Emotional exhaustion and burnout have been akin in extant 

studies when describing the effect of work-related stress and strain.  T. D. Golden (2012), in a 

study to determine the relationship between the stress and strain of traditional telework versus 

non-traditional telework remote working environments, defined emotional exhaustion as “the 

feeling of drain and strain brought about by circumstances of overload on both the family and 

work front” (p. 256).  According to Chiu and Tsai (2006), “burnout is a psychological syndrome 

with symptoms of emotional exhaustion and misanthropy” (p. 518).  Their study found a 
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negative relationship between burnout and organizational citizenship behavior and a positive 

relationship between emotional exhaustion and burnout; the more emotionally exhausted an 

employee feels, the more burnout occurs (Chiu & Tsai, 2006).  Talachi and Gorji (2013) 

surveyed 120 onsite employees investigating the relationship between job burnout and 

organizational citizenship behavior.  They discovered that job burnout components include 

emotional exhaustion and low levels of affective commitment linked to isolationism and affected 

organizational citizenship behavior (Talachi & Gorji, 2013).  

Other symptoms of burnout include less organizational commitment (Bakker et al., 2004) 

and less work engagement (less productivity; Ying-Wen, 2012).  Talachi and Gorji (2013) wrote, 

“according to Maslach’s theory, burnout components consist of emotional exhaustion, 

depersonalization, and reduced personal accomplishment” (p. 55).  Past research investigations 

have shown a negative relationship between all the components of burnout with organizational 

citizenship behavior and affective commitment (Ying-Wen, 2012).  Employees eventually 

become less connected and less invested in cases where they feel emotionally exhausted and less 

valued by their employer, thereby negating a social exchange that was strong and well connected 

at the start of the employment relationship (Crocetti, Avanzi, Hawk, Fraccaroli, & Meeus, 2014).  

Isolation.  This construct term is used interchangeably as isolation and isolationism in the 

literature.  It refers to an employee having the feeling of being disconnected and unattached from 

the employer due to the perception of being left out of the fold (L. Golden, 2008).  

Telecommuters have been shown to have isolationism, affecting social identity perspectives and 

affective commitment “in a negative direction” (Talachi & Gorji, 2013, p.51).  Cooper and 

Kurland (2002) conducted a survey involving telecommuters and the relationships between 

isolation and organizational commitment, affective commitment, perceived organizational 
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support, and the forming of informal and formal working relationships with management and 

workgroups.  They discovered there is a negative relationship between isolation and affective 

commitment, as well as organizational commitment (Cooper & Kurland, 2002).  The more the 

employee feels isolated, the less effort and energy is put forth toward making an informal or 

formal working relationship (Cooper & Kurland, 2002).  

Suppose the company does not operate in a way that produces perceived positive 

organizational support.  In that case, there could be a disconnect socially and psychologically 

that may negatively affect the employee and the employer, including isolation (Johanson, 2007).  

The chances of this happening in a distant employee–employer relationship are even more 

significant than on the premises of an onsite workplace.  In a WAH employment situation, if the 

person working at home does not feel supported by or connected to the employer, the employee 

is ten times more likely to develop isolationism and burnout or emotional exhaustion (Cooper & 

Kurland, 2002). 

 Perceived organizational support.  Perceived organizational support is defined as 

“employees’ perception concerning the extent to which the organization values their contribution 

and cares about their well-being” (Eisenberger et al., 1986, p. 501).  Extant research has shown 

the extent to which employees feel that employers care about their wellbeing directly impacts 

their job performance (Aban, Perez, Ricarte, & Chiu, 2019; Colakoglu, Culha, & Atay, 2010), 

attitude and affective commitment (Eisenberger, Armeli, Rexwinkel, Lynch, & Rhoades, 2001), 

plans for advancement (Kerr, 2005) and the amount of effort expended in contribution toward 

the success of the company (Chen, Eisenberger, Johnson, Sucharski, & Aselage, 2009).  
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Wu and Liu surveyed 255 call center customer service representatives working in five 

large offices in Taiwan and found a positive relationship between perceived organizational 

support and organizational citizenship behavior.  They also discovered a moderating relationship 

between loyalty, service performance, and organizational commitment that impacts perceived 

organizational support (Wu & Liu, 2014).  Gajendran and Harrison (2007) conducted a similar 

research investigation amidst call center agents working remotely.  They found that the 

employees’ loyalty, service delivery, and commitment to the company moderates the relationship 

between perceived organizational support and citizen behavior; they also discovered that the 

more loyalty perceived by both the employee and employer, the more positively supported and 

engaged the employees were in their service delivery (Gajendran & Harrison, 2007).  

Kerr (2005) surveyed 229 remote employees and showed a positive relationship between 

perceived organizational support and affective commitment and organizational citizenship 

behavior.  It was discovered that the WAH employees working for companies with liberal 

policies regarding family commitments and allowing flexible work schedules worked longer 

hours and had high levels of job satisfaction; further, increased job assignments had no 

significant impact on burnout with high levels of perceived organizational support (Kerr, 2005).  

In the Kerr (2005) study, the employees were pleased to work extra hours, indicating a high level 

of affinity and loyalty for their employers and no feeling of isolation. 

Theoretical Framework and Hypothesis Development: Essay 1 

In the case of absenteeism and the social exchange theory and how it relates to long-term 

employee retention, it is logical to assume that there is a negative relationship occurring between 

retention and absenteeism, and this has been shown empirically in extant literature (Trusic et al., 

2017; Weaver, 2003; Wilkes et al., 1994).  This is likely due to a lack of trust that builds with the 
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absence of the employee.  Also, there is a positive relationship between absenteeism and 

decreased productivity, job satisfaction, and attrition (Farahbakhs et al., 2015; Ilozor et al., 2001; 

Nyaanga, 2012).  This relationship is a consequence of the lack of effort and concentration from 

an employee for an employer, likely to result in a separation.  Not doing their part as remote 

employees breaches the socio-psychological contract between them and their online employer 

following the social exchange theory.  The more absent the remote employee, the less likely this 

employee will remain working remotely, be recalled to the office, and likely leave their 

employer.  Therefore, the following hypothesis is posited: 

H1: There is a negative relationship between remote employee absenteeism and long-term 

remote employee retention. 

 The lack of collaboration in remote working relationships has been found to have a 

negative relationship to productivity, satisfaction, and profits (Hopen, 2014; Martínez-Sánchez, 

Pérez-Pérez, de-Luis-Carnicer, & Vela-Jiménez, 2006; Tojib & Sugianto, 2007) and is positively 

related to negative discourse, dissatisfaction, and decreased profits and productivity (Kanuka, 

Jugdev, Heller, & West, 2008).  In studies using the social exchange theory, the lack of 

collaboration has been found to negatively affect trust, forgiveness, and reconciliation (Caillier, 

2012; T. D. Golden & Veiga, 2008; Nyaanga, 2012).  Additionally, the lack of collaboration 

experienced within the remote working environment has resulted in attrition and decreased 

employee retention (Kossivi, Xu, & Kalgora, 2016).  This circumstance taking place in the 

remote employer–employee relationship is one of the chief reasons companies and corporations 

recall their remote employees.  Lack of collaboration is another breach of trust and expectations, 

according to the social exchange theory.  The less collaboration, the more likely a remote 



EMPLOYER AND EMPLOYEE REMOTE RELATIONSHIP 

 

31 

 

employee is recalled to the office, and the more likely the remote employee will leave their 

online employer.  This being the case, the following hypothesis is proposed: 

H2: There is a negative relationship between remote employee (lack of) collaboration and 

long-term employee retention. 

 The lack of communication has been shown to have a negative relationship to employee 

retention (Kowalski & Swanson, 2004), collaboration (Manochehri & Pinkerton, 2003), trust 

between superior and subordinate (Eikeland, 2015), and satisfaction on the part of the employer 

and employee (Fritz et al., 1998).  Communication is a critical factor in building trust in a 

relationship (Bhuvanaiah & Raya, 2014). Especially in a remote employer–employee working 

relationship, communication is the cornerstone by which the relationship can exist (Fritz et al., 

1998); therefore, with the lack of communication, the relationship is likely to falter (Smith, 

Patmos, & Pitts, 2018).  Per the social exchange theory, the socio-psychological connection is 

likely severed with a lack of communication (Smith, Patmos, & Pitts, 2018).  The less 

communication that is taking place by the remote employee, the more likely the employee is 

recalled to the office and chooses to leave the employer, as evidenced further in this essay.  

Therefore, the following hypothesis emerges: 

H3: There is a negative relationship between remote employee (lack of) communication 

and long-term employee retention. 

 De Clercq et al. (2018) introduced the moderating buffer to a working relationship 

between a remote employee and an online employer as being willpower.  The authors showed 

that by intentionally exerting willpower, it is possible to overcome the psychological effect of an 

unpleasant situation threatening the ongoing relationship between the parties (De Clercq et al., 
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2018).  They showed evidence of the impact willpower has to retain the relationship (De Clercq 

et al., 2018).  Additionally, Gollwitzer (2014) added evidence showing the influence willpower 

has when intentionally repairing the working relationship between employer and employee.  

Karp (2014) showed the importance of leaders using willpower in their management style as 

being effective toward employee retention.  The moderation of situational willpower as it affects 

absenteeism and retention has evidence to substantiate the following hypotheses.  There is 

suspicion that this powerful buffer can also weaken the negative consequences of absenteeism, 

lack of collaboration, and lack of communication.  Therefore, the following hypotheses are 

posited: 

H4: The negative relationship between employee absenteeism and long-term employee 

retention is moderated by situational willpower, such that high levels of an employer’s 

willpower weaken the negative relationship between employee absenteeism and long-

term employee retention. 

H5: The negative relationship between employee collaboration and long-term employee 

retention is moderated by situational willpower, such that high levels of an employer’s 

willpower weaken the negative relationship between employee collaboration and long-

term employee retention. 

H6: The negative relationship between employee communication and long-term employee 

retention is moderated by situational willpower, such that high levels of an employer’s 

willpower weaken the negative relationship between employee communication and long-

term employee retention. 

See Figure 1. 
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Figure 1. Research model and framework for Essay 1. 
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Theoretical Framework and Hypothesis Development: Essay 2  

Given the premise of organizational support theory, research has shown that a negative 

relationship exists between emotional exhaustion and job retention (T. D. Golden, 2006).  Extant 

literature has provided overwhelming evidence that employees with emotional exhaustion will 

disengage with their employers and exhibit decreased organizational citizenship behaviors 

(Mpinganjira, 2016), collaborate less with their co-workers and superiors (Cole et al., 2014), 

experience dissatisfaction with their job (Farahbakhsh et al., 2015), and have greater intention to 

leave their employer (Stavrou & Kilaniotis, 2010).  Therefore, the following hypothesis is 

proposed: 

H7: There is a negative relationship between remote employee emotional exhaustion and 

long-term job retention. 

 Past research in remote working has shown that there is a negative relationship between 

isolation and job retention (Cooper & Kurland, 2002).  Additionally, researchers have shown 

how isolation affects organizational citizenship behavior (Bolino et al., 2015), productivity 

(Johanson, 2007), and job satisfaction (McNall et al., 2010) and that these effects influence 

intention to leave their employer (Gainey, Kelley, & Hill, 1999).  It is, therefore, logical to 

purport that there is a negative relationship between isolation and long-term job retention, given 

the emotional state of the remote employee and the desire to end the stress and pain associated 

with the feeling of isolation (Gentina & Chen, 2019; Morganson, et al., 2010).  Therefore, the 

following hypothesis emerges:  

H8: There is a negative relationship between employee isolation and long-term job 

retention. 
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 A negative relationship has been shown to exist between perceived organizational 

support and its effect on job retention (Caesens et al., 2014).  The less an employee feels 

supported by a manager, the less engaged the employee is in organizational citizenship behaviors 

(Erdogan & Enders, 2007), the less satisfied the employee is with the job and co-workers 

(Kowalski & Swanson, 2004), and the greater the intention to leave the employer (Nandedkar & 

Brown, 2017).  There are negative emotions and feelings tied to the perception the employer 

does not care about employee wellbeing.  The desire to leave the employer is likely to ensue 

from these emotions and feelings (Casper & Buffardi, 2004; Hartman, Stoner, & Arora, 1992).  

Thus, the following hypothesis is posited: 

H9: There is a negative relationship between employee perceived organizational support 

and long-term job retention. 

 As found by De Clercq et al. (2018), willpower mitigates negative consequences with 

family incivility and keeps the remote relationship between remote employees and online 

employers intact.  Also, willpower affects the mending of working relationships (White, 2004).  

Extant research has provided evidence that people usually exert willpower to bring about 

positive outcomes (Alos Ferrer, 2013; Bonein & Denant-Boèmont, 2015).  Therefore, the 

following hypotheses are proposed: 

H10: The negative relationship between emotional exhaustion and long-term job retention 

is moderated by situational willpower, such that high levels of willpower weaken the 

negative relationship between emotional exhaustion and long-term job retention. 
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H11: The negative relationship between isolation and long-term job retention is moderated 

by situational willpower, such that high levels of willpower weaken the negative 

relationship between isolation and long-term job retention. 

H12: The negative relationship between perceived organizational support and long-term 

job retention is moderated by situational willpower, such that high levels of willpower 

weaken the negative relationship between perceived organizational support and long-term 

job retention. 

See Figure 2.  
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Figure 2. Research model and framework for Essay 2. 
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Method  

Sampling Frame 

For Essay 1, executives (or their designees) from companies and corporations who have 

recalled their remote employees were invited to participate in this study via a posting on 

LinkedIn and via online discussion boards.  Additionally, these invitations used direct messaging 

to companies such as IBM, Yahoo, Reddit, Bank of America, BestBuy, Honeywell, and federal 

agencies such as the Department of Social Security, Health and Human Services, and Homeland 

Security.  For Essay 2, remote employees working at home for their online employers were 

invited to participate in this study via an MTurk survey with a follow-up interview.  

Research Design  

This field study used mixed methods: quantitative correlational research investigation and 

qualitative discovery exploring the relationship between variables using statistical analyses; this 

involved measuring variables using questionnaire items and scales to ensure internal validity and 

conducting interviews and netnography to ensure external validity is intact by controlling for 

bias and generalizability.  Extant studies have shown that this research design is effective and 

produces valid results (Zhou & Schriesheim, 2010).  Precautions were taken in this study, 

making sure the effects observed were not due to manipulations of variables or any other factors.  

For Essay 1, an a-priori investigation, to avoid confounding variables, was set to check 

antecedent consequences of remote employee recalls, specifically, if the employers achieved the 

goals associated with the recall of employees.  For example, if the main reason for the recall was 

lack of collaboration, was the amount of collaboration increased after recalling employees?  If 

the problem was the amount of absenteeism, was there an increase in work attendance after the 
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recall of employees to the office?  In the case of a lack of communication, was recalling the 

employees successful in increasing employee communication?  This information was obtained 

using a survey of companies and corporations who recalled their remote employees and observed 

online discussion boards of conversations taking place amidst corporate executives and managers 

(see Appendix A).  Six Yes or No or Not Applicable questions were asked regarding the chief 

reasons for recalling their remote employees and whether they achieved their objective in 

making the recall.  This information is necessary for determining the antecedent attitudes of the 

online employer and the actual circumstances that resulted from the recalls. 

In the case of both essays, this study also included a method of process tracing “for 

tracing causal mechanisms using detailed, within-case empirical analysis of how a causal process 

plays out in an actual case” (Beach, 2017; p. 1).  The health crisis of COVID-19 with the order to 

stay home until further notice beginning March 16, 2020 forced employers to have their 

employees WAH (Williamson, Colley, & Hanna-Osborne, 2020).  This point in time is when the 

tracing of circumstances within the mechanism of the remote employer–employee relationship 

occurred.  A before, during, and after event approach of attitudes and actions taken by the 

employers who before COVID-19 recalled their remote employees was measured qualitatively.  

Observing and recording previous and present dialogue on the online remote worker’s forums 

and groups will provide this information and insight. 

Methods of Data Collection 

For both essays, variables associated with social exchange and organizational support 

theories were measured in this study.  Variables connected to social exchange theory and 

involved in the relationship between online employers and their remote employees and the 

decision to recall remote employees, such as absenteeism, lack of collaboration, and lack of 
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communication, were the focus of quantitative data collection for Essay 1.  Using a survey 

comprised of adopted scales and items written by the author, this relationship mechanism was 

investigated via structured interviews and observations of online discussion boards.  

The variables associated with organizational support theory that are also involved in the 

relationship mechanism between the remote employee and the online employer include 

emotional exhaustion, isolation, and perceived organizational support.  These are reasons remote 

employees may choose to leave their online employers, which were investigated quantitatively 

using online surveys, structured interviews, and observation of online discussion boards. 

A Conceptual and Operational Definition of Variables: Essay 1 

The study examines factors associated with the variables of absenteeism, lack of 

collaboration, and lack of communication under the umbrella of social exchange theory, and 

factors related to emotional exhaustion, isolation, and perceived organizational support in the 

theoretical framework of organizational support theory.  These two theories are the foundation 

on which this study operates.  

Absenteeism refers to employee absenteeism and is defined as not performing work tasks 

on the prescribed workday and at the times assigned (Trusic et al., 2017).  This construct is 

archival and measured using an absence measurement as described by Cheloha and Farr (1980) 

using a formula to determine the total days of absenteeism and absence frequency from the 

absentee records obtained with permission by the companies participating in this research study.  

Additional data were collected by pairing the first survey respondent with a different short 

survey asking the nature of the absences, such as sickness, personal days, vacation, and so forth.  

This was inspired by the research study conducted by Trusic et al. (2007).  This additional data 
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provides a greater insight into the absences as they may relate to employees’ attitudes and 

actions in response to their relationship with their online employers (De Sanctis, 1984; Trusic et 

al., 2017), possibly affecting long-term employee retention. 

The conceptualization of the construct collaboration takes place first with the definition 

of collaboration.  According to Thomson, Perry, and Miller (2007), “collaboration is a process in 

which autonomous or semi-autonomous actors interact through formal and informal negotiation, 

jointly creating rules and structures governing their relationships and ways to act or decide on the 

issues that brought them together; it is a process involving shared norms and mutually beneficial 

interactions” (p. 3).  As the antithesis of Thomson et al.’s (2007) definition, I define lack of 

collaboration as the lack of interaction resulting in the absence of jointly creating rules, 

structures, policies, procedures, products, and services to establish, grow or scale a company or 

organization.  This is about the lack of intentional gathering of employees to share knowledge, 

experience, expertise, ideas, and opinions to create innovative products and services. 

The collaboration construct in this study encompasses the five factor dimensions 

established by Thomson et al. (2007): governance, administration, social capital, mutuality, and 

norms.  These factors were measured using an adopted 50-item scale developed by Thomson et 

al. (2007), with 15 items using a 6-point Likert scale (1 = strongly disagree to 6 = strongly 

agree) to determine the levels of these factor dimensions of the construct.  For example, an 

online employer intends to create a new product and expects their remote employees to weigh in 

on this intentional organizational goal.  The accomplishment of this organizational goal is 

compromised by the lack of collaboration; this was reported to have occurred at Yahoo in 2013 

and was the chief reason for recalling employees as stated in a memo to their remote employees: 

“face-to-face interaction among employees fosters a more collaborative culture (Miller & 
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Rampell, 2013).  Because of this recall, some of their employees chose to leave Yahoo and seek 

remote employment elsewhere, thereby curtailing their remote distance dance and affecting their 

long-term employee retention (Miller & Rampell, 2013). 

Communication, in the context of this study between the remote employee and online 

employer, is the interpersonal exchange of dialogue (Akkirman & Harris, 2005).  Office 

communication occurs when organization members construct shared meaning and expectations 

to achieve work objectives (Fritz et al., 1998).  On the opposite end, I define lack of 

communication as the absence of constructing meaning and expectations to achieve work 

objectives.  An absence of communication in all settings has five factors: mistrust, 

misunderstanding, speculation, conjecture, and a positive or negative response to the work 

environment related to the relationship between superiors and subordinates (Smith et al., 2018). 

Employee communication is the upward communication between subordinate and 

superior involving the exchange of information, ideas, and innovative thoughts (Giesberg, 2001; 

Sarker, Ajuja, Sarker, & Kirkeby, 2011; Worley & Doolen, 2006).  Office communication 

effectiveness is interdependent on employee communication (Ilozor et al., 2001).  The construct 

of lack of (employee) communication is the focus of this study.  Adopting a scale from Smith et 

al. (2018) and Krishnan and Wesley ( 2013) and taking into consideration the Big Five 

personality dimensions (agreeableness, extraversion, conscientiousness, emotional stability, and 

openness; Clark et al., 2012), the final scale included seven items utilizing a 6-point Likert scale 

(1 = strongly disagree to 6 = strongly agree) to measure the level of upward communication 

from the perspective of the online employer.  
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Situational willpower is the moderator in this study.  Examples of using this willpower by 

an online employer may include the inquiry as to why a remote employee is absent from work.  

The reason may involve a problem with the employee’s home environment and juggling too 

many home obligations.  In this case, an online employer may change the remote employee’s 

work schedule to coincide with meeting that obligation.  Alternatively, in the case of a remote 

employee failing to participate in meetings meant as collaborations on the design of a new 

product or service, using willpower, the employer is willing to compromise with the meeting 

schedule to accommodate the needs of the remote employee.  When a lack of communication 

occurs, the online employer is willing to ask why the remote employee is not responding to 

communication attempts and, given the reason, is willing to work together with the remote 

employee to fix whatever may be influencing the lack of communication.  The willpower exerted 

by the online employer in each of these circumstances will often result in the continuation of the 

employer–employee relationship (Wynne, 2010).  This construct was measured with four items 

using a Likert 6-point scale (1 = strongly disagree to 6 = strongly agree) developed by 

incorporating previous research findings, including questions related to resilience toward 

overcoming and resolving issues arising from the remote workforce. 

The term WAH remote long-term employee retention is new in the field of remote 

working relationships, and based on prior research discussion, I define this construct as having 

remote employees employed with the organization for three or more years.  The 

operationalization of this dependent variable was measured with one question asking for the 

average amount of time their recalled remote employees were employed before the recall.  The 

answer was between less than one year to 15 years plus. 
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Controlling variables, including attitudes toward having remote employees and managing 

them, were questioned, and included in the Part 3 survey.  Also, a question about how the 

COVID-19 pandemic may be affecting the company’s policy regarding remote employee 

positions was included. 
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Table 3 

Operational Definition and Measurement of Variables: Essay 1 

Variable Title Definition Measurement Past studies 

DV 

WAH Long-

Term Job 

Retention 

Maintaining the working 

relationship between the remote 

employee and online employer for 

three or more years (Flynn et al., 

1991).  

Demographic question Ahsen et al. (2016)    

 Caillier (2016),,   

 Choi (2020) 

 

IV Absenteeism 

Not being present to perform work 

tasks on the prescribed workday 

and at times assigned (Cheloha, 

1980; Sagie, 1998) 

Cheloha & Farr (1980) and 

Trusic et al. (2017)  

Albion et al. (2008),  

Gaudine & Saks (2001),  

Sagie (1998) 

 

IV 
Lack of 

Collaboration 

The lack of interaction resulting in 

the absence of jointly creating 

rules, structures, policies, 

procedures, products, and services 

to establish, grow or scale a 

company or organization (Ahuja, 

2003; Grego-Planer & Sudolska, 

2018). 

 

Thomson et al. (2007); 15 items 

with a 6-point Likert scale 

Cook & Macaulay (2013),  ,  

Panda (2015) 

Serçe et al. (2011) 

 

IV 
Lack of 

Communication 

The absence of constructing 

meaning and expectations to 

achieve work objectives (Fritz et 

al., 1998; Krishnan &Wesley, 

2013). 

Smith et al. (2018), Krishnan & 

Wesley (2013), and Clark et al. 

(2012); 7 items with a 6-point 

Likert scale  

Akkirman & Harris (2005) 

Fritz et al. (1998),  

Mackenzie (2010),  ) 

 

Moderating 
Situational 

(Employer) 

Willpower 

Imparting resilience and making 

an intentional action consistent 

with achieving one’s set goal 

(Davies, 2016). This case includes 

taking action to overcome adverse 

circumstances related to 

absenteeism, lack of collaboration, 

and lack communication 

(Duckworth et al., 2016; 

Duckworth et al., 2018). 

 

De Clercq (2018); 4 items with 

a 6-point Likert scale 

 

Alos Ferrer (2013) 

De Clercq (2018) 

 

 

 

 

 

(continued) 
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(continued)   
  

Variable Title Definition Measurement Past studies 

Controlling  

COVID-19 health crisis 

mandating an order to stay at 

home (March 16, 2020–September 

2021), attitudes toward 

telecommuting (Peters & 

Heusinkveld, 2010; Peters et al., 

2010), and managing remote 

workers. 

Structural interview Allen et al. (2015) 

Bapuji et al. (2021) 

Davidson (2020),   

Diab-Bahman & Al-Enzi 

(2020),  

Knoesen & Seymour 

(2021),      

Scholefield & Peel (2009), 

 

 

Note: DV is Dependent Variable; IV is Independent Variable; WAH is Work-at-home  
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Data Collection Procedures, Quantitative Research: Essay 1 

The quantitative data collection for Essay 1 took place by posting the Qualtrics survey 

link via Linkedin.  There was no financial incentive offered to the respondents.  However, there 

was an offer to share the findings upon request.  Using LinkedIn, I posted an article regarding an 

opportunity for online employers to assist with a research study that could give companies 

insight into their relationships with their remote employees.  The post included the following 

information. 

In 2012–2013, recalling remote employees may have had a rippling effect with undesired 

results.  I am a doctoral student working on a dissertation investigating the remote 

relationship between the online employer and the online employee and the before, during, 

and after aspects of recalling a remote employee.  I am seeking companies that have 

recalled their workers to help me in this research being willing to participate in a three-

part study, including complete three short surveys and participate in one 1:1 interview.  

The most time spent helping me with this research is approximately 30 minutes to 

complete the surveys and answer interview questions.  In return, I will send you the 

results of this research if interested.  Please message me if you are willing to assist me 

with my dissertation research. 

The next step was to email the interested participants a link to the Qualtrics survey Part 1 

(a-priori investigation); two weeks later, survey Part 1 was sent via email, followed by survey 

Part 2 two weeks after that.  Two weeks later, I emailed participants and scheduled an interview 

to last 15 minutes.  To have a statistical power of .80, there needed to be 1,235 company 

respondents (Mahar, Markey, Ebert-May, 2017).  To keep from response bias or non-response, 
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the entire study collection took place over six weeks with two-week increments randomly and 

anonymously.  Two surveys were distributed via Amazon Mechanical Turk.  The first survey 

measured antecedent consequences of having recalled remote employees, measuring the lack of 

collaboration and lack of communication, willpower, and controlling variables such as COVID-

19 and other antecedent variables such as attitudes toward telecommuting and managing remote 

workers.  The second survey, two weeks later,  measured communication, collaboration, and 

willpower. 

Data Collection Procedures, Qualitative Research: Essay 1  

The qualitative method for Essay 1 involved a structured interview for companies that 

recalled their employees (Heimann, Ingold, & Kleinmann, 2020).  For Essay 2, observing and 

coding the conversations and conducting a content analysis of online discussion boards allowed 

for genuine and authentic exchanges of feelings, emotions, and beliefs.  Monitoring these 

conversations is like being in the natural state of a habitat and seeing the inhabitants act 

naturally.  In this manner, the observed data recorded in a journal are valid, reliable, and free 

from social desirability bias.  

 For Essay 1, posting on LinkedIn to recruit online employers who had recalled their 

employees generated a random sample of 100 company representatives to take part in a 

structured interview in the form of online questions.  The respondents’ answers to these 

questions were categorized, searching for themes.  The themes were noted and analyzed to detect 

trends of attitudes, opinions, and beliefs regarding the management of remote employees 

(Herasymenko, Shchetinina, & Rudakova, 2017).  Reflexivity and interrelated coding were used 

to combat common method bias (Lugosi & Quinton, 2018; Toledano, 2017).  I was careful to put 

my own thoughts and opinions aside when conducting this research.  
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The five questions asked in the survey are as follows: 

1. Before the COVID-19 pandemic, what was the overall attitude, opinion, belief toward having 

your employees work remotely? 

2. Did this attitude, opinion, belief formulate due to outside influences (article, blog, industry 

report) or internal influences (observed behaviors of your employees)? 

3. During COVID-19, in your opinion, your employees rose to the occasion and performed 

well, or did having your employees work at home hinder the company from progressing and 

profiting? 

4. Now that COVID-19 is winding down and things are slowly returning to “normal,” are you 

likely to continue allowing your employees to work remotely? 

5. What are the chances your company is adopting to the “new normal” with a hybrid remote 

working model? 

 The responses from the online questions were recorded in the observation journal and 

then coded using a CATA with a dictionary of terms related to the constructs in the study.  The 

coding was done with two coders with an interrater calibration training and test to ensure 

accurate coding between the coders.  Each rater was paid $50 for their coding of the recorded 

observations.  Observations from the conversations taking place on the online discussion boards 

were also recorded in the journal.  The same two coders coded these observations per a setlist of 

terms associated with the constructs in this study. 

Determining the effect situational willpower has on the relationship between the 

independent variables and the dependent variable will provide insight into the mitigation that can 

lengthen the working relationship between the online employer and remote employee.  
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Mitigation in the case of unfavorable circumstances between the online employer and remote 

employee will save negative consequences such as the attrition of employees and the urge to 

leave the employer. 

Research Methods: Essay 2 

Sampling Frame 

For Essay 2, WAH remote employees recalled by their online employers were invited to 

participate in a survey via Amazon Mechanical Turk Prime (MturkPrime).  Thousands of WAH 

employees are working various mini jobs on the side, completing short tasks for the requesters of 

these tasks.  They earn additional income after the requesters deem their completed tasks 

acceptable.  This is perhaps why academic researchers choose this website environment to recruit 

respondents.  In the case of this study, MturkPrime is perfect for capturing WAH employees and 

getting their responses to the survey questions designed to test the variables involved in this 

research model.  Additionally, posting this invitation on an online discussion board will also 

foster the recruitment of respondents. 

Research Design  

This field study used mixed methods: quantitative correlational research investigation and 

qualitative discovery exploring the relationship between variables using statistical analyses; this 

involved measuring variables using questionnaire items and scales to ensure internal validity and 

conducting interviews and netnography to ensure external validity is intact by controlling for 

bias and generalizability.  Extant studies have shown that this research design is effective and 

produces valid results (Zhou & Schriesheim, 2010).  All precautions took place in this study, 

making sure the effects observed were not due to manipulations of variables or any other factors.  
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Data Collection Procedures, Quantitative Research: Essay 2  

For Essay 2, remote employees were surveyed, measuring their experience with 

emotional exhaustion, isolation, and perceived organizational support.  They were also 

monitored for the level of their situational willpower given the situation of COVID-19 

mandating working at home.  There were three control questions to keep from response bias or 

non-response to ensure the participants paid attention while completing the online survey.  If 

those control questions were not met as directed, the survey was terminated and the participant 

was not paid.  The title of this survey is “Survey on Work at Home Job Retention.”  

There were four criteria each Mturk Prime respondent had to meet to qualify to 

participate in this survey:  

1. They are working at home for an online employer and not be retired, 

2. They are residing and working in the United States,  

3. They are 18 years or older,  

4. They have been recalled to the office by their online employer.  

Persons retired, not working in the United States, not working at home for an online employer, 

under 18, or never recalled from working at home were excluded from this study to avoid 

confounding the analyses.  The data set included a broad range of personality traits and attitudes 

toward telecommuting and measured emotional exhaustion, isolation, perceived organizational 

support, and long-term job retention, as well as the control variables of age, gender, level of 

management, and household composition. 

The message that Mturk workers saw when they were viewing the description was:   
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This is a survey for a doctoral dissertation.  You need to qualify for this study.  If you 

meet the qualification, please understand that there are two surveys.  After completing all 

four qualifications, you will accept this HIT and proceed to the first survey, and then two 

weeks later, you will receive an email inviting you to take the second survey.  Each 

survey should only take 10 minutes at the most.  You will receive $1.00 per survey.  

Thank you for assisting with this research.  Should you be interested in the results, please 

email the Requester. 

The Mturker clicked on the link that took them directly to the first Qualtrics survey.  After 

completing the survey, Mturk Prime assigned them a completion code whereby they were paid. 

To achieve a statistical power score of .80, the statistical online power calculator from a 

website calculating “a-priori sample size for multiple linear regression” was used to determine 

the effect size of the calculation (Mahar et al., 2017); 600 respondents were needed.  If there was 

a response rate of 35%, then a total of 810 respondents were needed.  If there was an anticipated 

response rate of 45%, then a total of 900 respondents must compensate for the non-response bias 

that could occur.  To account for non-response or missing data, 1,000 MturkPrime registered 

workers who met specific criteria were sought to complete the online survey.  The anticipated 

response rate was between 35% and 45%. 

A Conceptual and Operational Definition of Variables: Essay 2 

Emotional exhaustion was measured using the Maslach Burnout Inventory developed by 

Maslach and Jackson (1981); the scale consists of 22 items: nine items on emotional exhaustion, 

five items on depersonalization, eight items on diminished personal accomplishments, and three 

items on involvement.  For parsimonious reasons, only nine of the 22 items were measured (nine 
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items on Emotional exhaustion); emotional exhaustion has been identified as being a strong 

indicator of burnout (Anggraeni, 2018).  The inventory utilizes a 6-point Likert scale ranging 

from 1 (strongly disagree) to 6 (strongly agree).  This scale was chosen for this study due to the 

inventory including aspects of emotional exhaustion. 

Isolation was measured by a scale developed by Johanson (2007) with 17 items.  This 

study used nine items directly measuring isolation, responding to all items with a 6-point Likert 

scale (1 = strongly disagree to 6 = strongly agree; Johanson, 2017).  This scale was chosen 

because the items precisely measure elements of isolation.  Since past research has alluded to the 

fact that isolated and burned-out employees decrease their performance and productivity 

(Gainey, Kelley, & Hill, 1999; T.D. Golden, 2006), it seemed appropriate to measure isolation 

using this scale. 

The 24-item scale chosen for this study to measure perceived organizational support was 

developed by Rhoades, Eisenberger, and Armeli (2001).  The first eight questions were chosen 

due to the fact all eight questions directly measure perceived organizational support with 

questions such as “My organization cares about my well-being,” and “My organization cares 

about my opinions,” which get to the heart of the definition of the construct as set forth by 

Eisenberger et al. (1986) and mentioned previously.  The scale utilizes a 6-point Likert scale (1 = 

strongly disagree to 6 = strongly agree).  

Willpower applies to the resilience or the extent to which adverse circumstances such as 

emotional exhaustion, isolation, and perceived organizational support can be overcome.  In the 

study by De Clercq et al. (2018), it was apparent that when applying willpower, the negative 

situation could be overcome in times of trouble.  In the case of a remote employee, this takes on 
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the form of forging ahead and making sure that job performance is not lacking in any way to 

meet set career goals and meet or exceed job performance goals.  This study includes three 

questions using a 6-point Likert scale (1 = strongly disagree to 6 = strongly agree) from the De 

Clercq et al. (2018) study.  It adds three additional questions measuring the grit and resilience 

despite the adverse circumstances in the remote relationship with the online employer. 

Long-term job retention as it applies to the length of time a remote employee is employed 

with the online employer was measured with one question in the demographics portion of the 

survey.  This is a tenure question with an answer from 1 year to 10 plus years. The significance 

of this variable is retention of three years or longer than three years pointing to a longer lasting 

relationship between the online employer and remote employee. 

The controlling variables for this study are age, management position, household type, 

tenure, and gender, keeping with previous studies that have used these same controlling variables 

while investigating the relationships between isolation, emotional exhaustion, and perceived 

organizational support. (e.g. Hosboyar, 2012; Leineweber, Falkenberg, & Albrecht, 2018; 

Hornumg & Glaser, 2010).  Age and gender were included for obvious reasons, but management 

positions and household types were included for strategic reasons.  If an employee is in a 

management position, it is expected he or she has a different sort of lens when determining the 

level of organizational support; likewise, an employee with a family is likely to score the level of 

isolation and emotional exhaustion differently than an employee without a family due to an 

element of family support (Hosboyar, 2012).  Also, the COVID-19 control variable was included 

in this study to ensure this event did not influence the respondents. 



EMPLOYER AND EMPLOYEE REMOTE RELATIONSHIP 

 

55 

 

Table 4 

Operational Definition and Measurement of Variables: Essay 2 

 

Variable Title Definition Measurement Past studies 

DV 

WAH Long-

Term Job 

Retention 

Maintaining the working relationship 

between the remote employee and 

online employer for three or more 

years (Flynn et al., 1991).  

Demographic question Ahsan et al. (2016) 

Caillier (2016),    ,   

Choi (2020) 

 

IV 
Emotional 

Exhaustion 

“The feeling of drain and strain 

brought about by circumstances of 

overload on both the family and work 

front” (T. D. Golden, 2012, p. 256) 

Maslach & Jackson, (1981) 

consisting of 22 items; 9 items 

with a 6-point Likert scale 

T. D. Golden (2012),  

Leineweber et al. 

(2018) 

 

IV Isolation 

An employee has the feeling of being 

disconnected and unattached from the 

employer due to the perception of 

being left out of the fold (T. D. Golden 

et al., 2008) 

Johanson (2017) consisting of 17 

items with a 6-point Likert scale 

Cooper & Kurland 

(2002) 

Modi (2019), 

 

IV 

Perceived 

Organizational 

Support 

“Employees’ perception concerning 

the extent to which the organization 

values their contribution and cares 

about their well-being” (Eisenberger et 

al., 1986, p. 501) 

Rhoades et al. (2001) consisting 

of 24 items with a 6-point Likert 

scale 

Bapuji et al. (2021) 

Nyaanga (2012) 

 

Moderating 
Situational 

(Employee) 

Willpower 

Imparting resilience and making an 

intentional action consistent with 

achieving one’s set goal (Davies, 

2016). This case includes taking action 

to overcome adverse circumstances 

related to emotional exhaustion, 

isolation, and perceived organizational 

support (Duckworth et al., 2016); 

Duckworth et al., 2018). 

De Clercq (2018); 4 items with a 

6-point Likert scale 

Alos Ferrer (2013) 

De Clercq (2018), 

 

Controlling  
Age, management position, household 

type, job tenure, gender, COVID-19 

 

Demographic questions with 

multiple-choice response 

Bapuji et al. (2021), 

Davidson (2020),   

Diab-Bahman & Al-

Enzi (2020),  

Knoesen & Seymour 

(2021),      

Scholefield & Peel 

(2009) 

 

Note: DV is Dependent Variable, IV is Independent Variable, and WAH is Work-at-Home 
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Qualitative Research Procedure: Essay 2 

Essay 2 utilized qualitative discovery procedures, including observing discussions taking 

place among remote employees.  Many online discussion forums and groups allow remote 

workers to share information, air gripes, ask questions, and pass along best practices for a 

successful remote working experience.  There are many times when a discussion thread includes 

interaction and exchange of comments regarding the act of being recalled to the office.  It is 

these conversations and discussions that were of particular interest in this study.  

Six weeks of observed dialogue in these forums and groups regarding recalled remote 

employees were monitored and recorded.  After which, a content analysis took place using a 

dictionary containing critical terms associated with emotional exhaustion, isolation, and 

perceived organizational support.  In the context of these forums and groups, remote employees 

shared their frustration, disappointment, and discouragement regarding their remote working 

relationships with their online employers.  It was expected that this content analysis would add 

evidence needed when determining the connections taking place between the independent and 

dependent variables and the interaction of the moderating variable on the relationships between them. 

For a 360-degree view from the perspective of the remote employee, five questions are asked 

using LinkedIn and Facebook groups: 

1. What did you like most working at home? 

2. What did you like least working at home? 

3. If you could have changed anything to make working at home a better experience, what 

would it be? 
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4. Would you like to continue working at home even after COVID-19 is over?  Why, or why 

not? 

5. Would you recommend working at home with your friends and family members?  Why, or 

why not? 

The themes from the answers that emerged were noted, categorized, and analyzed using the CATA 

dictionary.  Two interraters coded themes per the categorical terminology.  These were the same 

coders who coded the responses from the employers in Essay 1.  

Addressing Internal and External Validity 

Randomness is connected to posting to LinkedIn and obtaining company representatives 

willing to complete the survey for Essay 1, thereby avoiding convenient sampling bias.  Also, 

separating the two parts of the survey and administering them two weeks apart fosters 

generalizability and ensures external validity.  Admittedly, the sample of WAH workers for 

Essay 2 seeking extra income lends itself to convenient sampling bias.  Still, in this case, this is 

an acceptable situation given that this investigation focused on the perception and experience of 

WAH employees.  There is full awareness this convenient sampling may also affect the 

generalizability of the findings and the author has plans to repeat this investigation in the future 

with a different sample to triangulate the results.  Measurement bias brought about by survey 

fatigue was avoided by collecting the data in two phases, two weeks apart.  This data collection 

method also served to prevent response bias since it took less time to complete the two surveys 

separately than together.  Another benefit of this method is avoiding common method bias 

(Conway & Lance, 2010; Jakobsen & Jensen, 2015). 
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Figure 3. Research model and framework for Essay 1 and Essay 2 combined. 
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Qualitative Findings and Data Analysis from Process Tracing 

Process tracing is a method used in research to observe events as they happen over time 

(Beach & Pederson, 2013, 2019; Punton & Welle, 2015).  This research investigation took place 

before the COVID-19 pandemic, during the pandemic, and post-pandemic.  Using the method of 

process tracing, observance of online discussions in various chat forums, tweets, and on 

Instagram took place.  One trend that arose surrounds the relationship between employees and 

employers.  Before the pandemic, most of the posts were an ongoing debate about whether it 

made sense for people to work remotely.  When the COVID-19 pandemic hit, that debate ended 

and shifted to discussions regarding the management of distractions since not only were offices 

closed but schools were also closed.  That meant the remote worker may have had school-age 

children underfoot, which created a different and unfamiliar work environment.  
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Manager or CEO Beliefs, Attitudes, Opinions 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 4.  The path of process tracing. 
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When the pandemic was close to ending, the discussions were less about distractions and 

more about fear of returning to working in the office.  The managerial focus shifted to realizing 

their employees were unwilling to return to work in the office after they experienced working at 

home.  A revisited debate regarding the policy for remote working took center stage post-

pandemic.  Before the pandemic, most of the discussion was built upon hearsay and the 

experience of other employers who had employees working remotely.  However, after several 

months of lockdown and having employees continue working their tasks from their homes, the 

context of the debate now included hard evidence in support or not in support of a policy 

allowing employees to continue working remotely.  The discussion, at times, became heated as 

employees threatened to leave their employers if their employers would not allow them to 

continue working at home.  

This summary of discussion trends and patterns depicts a pendulum swing regarding the 

relationship between remote workers and online employers.  Post COVID-19 pandemic has more 

companies realizing the costs and benefits of having a remote workforce than ever in the history 

of remote working dating back to the 1980s.  

Netnography Used in Process Tracing 

There is a plethora of blog articles, discussion threads, group chats, comments, and 

remote work communities on a myriad of social media channels such as LinkedIn, Facebook, 

Twitter, and Slack that provided incredible insight into the relationship mechanism before 

COVID-19 and during COVID-19 and provided a forecast of the future of remote work after 

COVID-19.  Observing a collection of discussion threads, group chats, industry articles, blog 

articles, and comments to blog articles dated 2013 to 2021, a noticeable shift in the conversation 

surrounding remote work was noticed.  
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The content of these threads, articles, chats, and comments was copied and pasted to a 

Microsoft Word document and then content analysis took place first using MAXQDA.  This 

CATA method has been widely used in the extant business research literature (Belderbos, 

Grabowska, Leten, Kelchtermans, & Ugur, 2017; Grelle & Popp, 2021; McKenny, Short, & 

Payne, 2013).  The content was analyzed using a dictionary of terms that included 

communication, collaboration, face-to-face, same space, office space, satisfaction, serendipitous, 

serendipity, 2013, Yahoo, IBM, IBM’ers, work from home, working remotely, work at home, 

trust, isolation, burnout, environment, connect, telecommuting, telecommute, parent, children, 

child care, childcare, disabled, management, generalized, millennials, unfair, Best Buy, did it 

help, loyalty, one-size-fits-all, WFH, WAH, WFO, boring, less traffic, covid, the air is more 

clean, clean air, poor management, leadership, management failure, bad supervisor, commitment, 

home, post-Covid , post-Covid workplace, remote, remotely, mixed approach, hybrid, hybrid 

model, not for everybody, office bully, office bullying, bully, new normal, COVID-19, pre-

COVID, pre-covid, Covid, office, goof off, slack off, waste time, anywhere, anytime, personal 

contact, unplug, it depends, distributed teams, productive, productivity, producing, time for self, 

time for family, home office, co-working space, it’s not all, telework, and it’s not all or nothing.  

These dictionary terms were derived from reading the discussion threads, comments about blog 

articles, industry-related articles, chat groups, and remote worker online communities.  The 

words used in the comments were counted using MAXQDA and percentages were calculated 

based on the number of threads, comments, chats, and postings analyzed.  The results of this 

analysis showed an evolution in viewpoints taking place regarding the remote working debate 

among employers and employees. 
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Results 

Process tracing encompasses four types of evidence: account evidence, trace evidence, 

pattern evidence, and sequence evidence (Beach & Pederson, 2013; Punton & Welle, 2015).  

According to Punton and Welle (2015), the account evidence comprises interviews, focus 

groups, observational evidence, and so forth.  Trace evidence is evidence whose mere existence 

provides proof that a part of the hypothesized mechanism exists.  Pattern evidence shows 

statistical patterns, and sequence evidence shows the chronology of temporal and special events 

(Punton & Welle, 2015, p.5).  

In this research, account evidence exists as a result of observing discussion threads in 

remote work online communities, chat groups, structural interviews, and comments on blog 

articles comprised of content written by remote employees sharing their perspectives.  Trace 

evidence from the content provided by remote employees in the context of their remote working 

experience showed more significant insight into the working relationship taking place between 

remote employees and their online employers.  Statistical patterns for pattern evidence were 

apparent in the content analysis of the discussions, chats, comments, and tweets.  Sequence 

evidence of the chronological conversation shift between the years 2012 to 2021 was 

ascertainable.  

Account Evidence 

Observation of discussion threads in social media remote workers’ communities between 

June 2020 to June 2021 provided insight into the mindsets of remote employees as they 

expressed themselves in online posts.  This netnographic method in qualitative research has been 

widely used in marketing research (Roth-Cohen & Lahav, 2019), public relations research 

(Toledano, 2017), and business research (Lugosi & Quinton, 2018).  Using the Bayesian coding 
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method (Barrenechea & Mahoney, 2019), themes per the research model for Essay 2 were 

identified with interrater coding to prevent bias.  Reflexivity was also used to avoid coder bias as 

these posts were read and coded.  
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Table 5 

Discussion Threads and Chats in Slack and LinkedIn Observed and Coded 

 (June 2020 – June 2021) 

Source 

Type Name of Source URL Link 

Number of 

Data Points 

Coded  

Top Four Recurring 

Themes 

Discussion 

Threads 

“Remotive” 

 

“Remote One” 

 

“We Work 

Remotely” 

Slack group 

 

Slack group 

 

Slack group 

80 

 

52 

 

89 

Isolation 

Satisfaction 

Communication with 

co-workers 

Feeling connected 

with management 

Group 

Chats from 

LinkedIn 

“Productive 

Remote Workers-

LinkedIn” 

https://www.linkedin.com/groups/8222112/ 

 

178 Sharing of best 

practices 

Managing distractions 

Where to have home 

office 

Co-working spaces 

“Remote Workers 

on LinkedIn” 

https://www.linkedin.com/groups/13657237/ 

 

112 Managing family 

Managing distractions 

Working anywhere, 

anytime 

Taking time to unplug 

“Remote Working 

Community” 

https://www.linkedin.com/groups/8920302/ 

 

110 Managing distractions 

Working time 

managed to avoid 

burnout 

Best practices for 

staying connected 

(affinity) 

“Remote First” https://www.linkedin.com/groups/12523426/ 

 

121 Managing work time 

Making time for self 

and unplugging 

Communication flow 

Best practices for 

collaboration 

 

“Remote Working 

Life” 

 

 

 

 

https://www.linkedin.com/groups/9030355/ 

 

155 Productivity 

Environmental impact 

Avoiding burnout 

Managing family 

distractions 

 

 

Note. Total number of data points coded (N = 897) 

https://www.linkedin.com/groups/8222112/
https://www.linkedin.com/groups/13657237/
https://www.linkedin.com/groups/8920302/
https://www.linkedin.com/groups/12523426/
https://www.linkedin.com/groups/9030355/
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Table 6 

Group Chats in Facebook Observed and Coded (January 2019–June 2021) 

 

Source 

Type 

Name of 

Source URL Link 

Number of 

Data Points 

Coded  

Top Three 

Recurring 

Themes 

Group 

Chats 

from 

Facebook 

“Virtual 

Workers of 

America” 

https://www.facebook.com/groups/544818398895959 

 

56 Being productive 

(Pomodoro 

Technique) 

Keep from being 

isolated 

Manage 

distractions 

“Work from 

Home 

Happiness” 

https://www.facebook.com/workfromhomehappiness 

 

45 Tips for keeping 

from being 

isolated 

Manage 

distractions 

Self-care 

“Work from 

Home Moms 

and Dads” 

https://www.facebook.com/groups/1161161237311076 

 

33 Working with 

distractions 

Care from the 

company 

Co-worker 

support and care 

“The Work 

at Home 

Lounge 

(WAH Job 

Queen)” 

https://www.facebook.com/groups/WorkatHomeLounge 

 

66 What happens 

after COVID 

Self-care 

Manage 

distractions 

“Legit Work 

from Home 

Jobs 

(Discussion 

thread)” 

 

 

https://www.facebook.com/groups/thelegitworkfromhome 

 

41 Trust in the 

employer to care 

Fear of 

illegitimate 

company 

Stay productive 

and engaged 

 

 

    

Note. Total number of data points coded (N = 797).  

https://www.facebook.com/groups/544818398895959
https://www.facebook.com/workfromhomehappiness
https://www.facebook.com/groups/1161161237311076
https://www.facebook.com/groups/WorkatHomeLounge
https://www.facebook.com/groups/thelegitworkfromhome
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Table 7 

Chats Among Remote Employees on Twitter Observed and Coded 

Source 

Type 

Name of 

Source 
URL Link 

Number 

of Data 

Points 

Coded  

Top Four 

Recuring Themes 

Chat 

Groups 

from 

Twitter 

“The Art of 

Working 

Remotely” 

https://twitter.com/workingrem 

 

67 Isolation 

Satisfaction 

Communication 

with co-workers 

Feeling connected 

with 

management 

 “Remote 

Chat” (Every 

Wednesday 1 

pm EDT) 

https://twitter.com/search?q=%23RemoteChat&src=hasht

ag_click 
56 Stay productive 

Have a positive 

attitude 

Stay healthy 

How to turn off 

and tune out 

work (avoid 

overworking) 

 “Remote 

Work Pros” 
https://twitter.com/RemoteWorkPros 

 

44 Being productive 

Collaborations 

always a win 

with company 

Communication 

flow needs to be 

constant and 

consistent 

Open minded for 

change 

 

Note. Total number of data points coded (N = 167) 

  

https://twitter.com/workingrem
https://twitter.com/search?q=%23RemoteChat&src=hashtag_click
https://twitter.com/search?q=%23RemoteChat&src=hashtag_click
https://twitter.com/RemoteWorkPros
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Sequence Evidence 

The interviews with managers were coded using CATA and showed a chronology of 

managers’ trending attitudes, thoughts, and beliefs.  This method has been used in past research 

to gain insight and understanding in marketing and business research (Costello, McDermott, & 

Wallace, 2017; Lugosi & Quinton, 2018).  This netnography was used following the research 

model of Essay 2, coding statements regarding absenteeism, communication, collaboration, and 

any insights into other problems challenging management of a remote workforce.  There were 

1:1 structural interviews taking place at intervals as noted in Table 8, as has been done in past 

research (Heimann et al., 2020; Jyotika & McMorrow, 2020; Posthuma, Morgeson, & Campion, 

2002).  In some cases, it was the same manager interviewed twice or three times.  
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Table 8 

Observation from The Top Response to The Interview Questions to Managers 

Interview questions November 2020 

55 interviews 

February 2021 

51 interviews 

May 2021 

60 interviews 

    

Before the COVID-19 

pandemic, what was the 

overall attitude, opinion, 

belief toward having your 

employees work remotely? 

 

Not feasible and too 

hard to manage, still 

working this out 

(80%). 

 

Manageable by force 

and not by choice---

got more bugs to 

work out (79%).  

This is doable, and 

we are doing 

it…want to keep our 

people from leaving 

us (77%). 

Did this attitude, opinion, 

belief formulate due to 

outside influences (article, 

blog, industry report) or 

internal influences (observed 

behaviors of your 

employees)? 

 

Some of what the 

marketplace is doing 

was an awareness spot 

and a thought-starter 

(70%) 

Yes, how could it 

not? Influences and 

employee requests 

are driving this 

decision (76%). 

Absolutely! That 

and the fact that 

there is a 

compromise in the 

form of a hybrid 

working 

arrangement (88%).  

During COVID-19, in your 

opinion, your employees rose 

to the occasion and performed 

well, or did having your 

employees work at home 

hinder the company from 

progressing and profiting? 

 

The engagement and 

productivity of 

employees is 

surprising (88%) 

So far, it would seem 

our employees are 

still engaged and 

productive; in some 

cases, they have 

difficulty not 

working…working 

with them to prevent 

burnout (91%) 

Employees have 

done amazingly well 

during the pandemic. 

Likely to continue 

doing well with a 

hybrid arrangement 

(89%). 

 

 

 

 

(continued) 
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(continued)  

    

Interview questions November 2020 

55 interviews 

February 2021 

51 interviews 

May 2021 

60 interviews 

    

Now that COVID-19 is 

winding down and things are 

slowly returning to “normal,” 

are you likely to continue 

allowing your employees to 

work remotely? 

 

Too soon to know for 

sure (90%) 

Likely, but still in the 

process of deciding 

(89%). 

Yes, but in a partial 

manner, such as in a 

hybrid arrangement 

(81%). 

What are your company’s 

chances of adopting the “new 

normal” with a hybrid remote 

working model? 

 

It might happen, but 

not sure (87%) 

 

 

 

 

Not sure, but it could 

happen (89%) 

More likely in the 

form of a hybrid 

remote/office 

arrangement (85%) 

Additional comments We need more training 

sources to do this right 

(25%) 

We may or may not 

need to have remote 

workers, we’ll have 

to see (27%) 

It is becoming more 

apparent our 

employees want to 

work remotely, at 

least part of the 

work week (30%). 
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In 2020, as a matter of public health due to the COVID-19 pandemic, CEOs and 

managers were forced to adapt to remote work or shut down their companies (Williamson, 

Colley, & Hanna-Osborne, 2020).  From observing the dialogue and sharing in discussion 

threads, chat groups, and comments on blog articles, greater insight into the relationship between 

the online employer and remote worker was gained.  The reasons for which companies recall 

their workers, such as lack of communication, collaboration, and absenteeism, came to light.  

Some discussions centered around the concern that working remotely will negatively impact 

communication with management and co-workers.  Employers also voiced concern that 

spontaneity encounters are less likely to occur when the co-workers are not working in the same 

physical space. 

Reasons for why remote workers leave their online employers also came to the surface in 

conversations in remote working online communities, chat groups, discussion threads, and 

comments on blog articles.  The remote employees shared their experiences working at home 

during the pandemic regarding isolationism, emotional exhaustion and burnout, and the 

connectedness to their online employer, otherwise known as perceived organizational support.  

A total of 66% of comments talked about dealing with feelings of isolation and separation, and 

45% mentioned challenges and best practices for avoiding burnout from their work at home 

experiences.  Feelings of abandonment, frustration, and lack of affinity for their managers due to 

working remotely during the pandemic were expressed by 54% of comments; some even 

mentioned this occurring before the pandemic, as noted by Streitfeld (2020). 

Between 2020 and 2021, there was a lot of chatter about the environmental impact of not 

commuting to work.  A total of 24% of comments made to a Washington Post article and 32% of 

comments made to a New York Times article focused on the remarkable difference to clean air, 



EMPLOYER AND EMPLOYEE REMOTE RELATIONSHIP 

 

72 

 

less atmospheric toxicity, and overall health of the planet as a factor for companies to seriously 

take into consideration when deciding to allow their workforce to work remotely.  There was 

also a considerable amount of discussion in late 2020 and into 2021 about workplace bullying, 

inequality, diversity, and inclusion, such as noted in the study conducted by Streitfeld (2020). 

Four common recurring themes contained in the context of the discussion threads, chat 

groups, industry articles, comments on blogs, and remote work online communities are the 

work–life balance aspect of working at home, less time commuting and more time for working, 

building trust between the online employer and the remote employee, and the environmental 

benefit to the planet earth when people work remotely such as found to be the case in the 

research studies conducted by Kossek, Lautsch, & Eaton, (2006); Lari, (2012), and Leung & 

Zhang, (2017).  The term “distributed teams” was frequently used in industry-related articles, 

blog articles, and discussion threads on LinkedIn and Facebook referring to the communication 

and collaboration taking place in a virtual work setting.What is also notable is companies that 

recalled their remote workers from 2013 to 2020 and now have a remote work reversal policy as 

we advance past the COVID-19 pandemic.  These companies have realized that they need to be 

flexible with their remote work policies now more than ever to retain their employees (Lister, 

2021). 

Trace Evidence 

The hypothesized part of this research investigation is the effect of willpower on the 

negative aspects taking place between the online employer and remote employee.  The lockdown 

due to COVID-19, forcing most employees to work remotely for public health protection, caused 

a situation where the employee and employer found a way to work through cases where there 

were absence issues, lack of communication issues, lack of collaboration, or the fear of losing 
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connection in the form of termination at a time where dire economic circumstances were present.  

Willpower was the factor that kept the distance dance going throughout the pandemic.  Evidence 

of this is observed in Twitter chats between January 2021 and June 2021.  There was a total of 

167 Twitter chats observed and coded.  Table 9 displays five recurring discussion thread topics 

as they appeared in tweets.  
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Table 9 

Topics of Conversations Taking Place on Twitter During November 2020–May 2021 

 

Topic of conversation Issues brought up 

Comments made by 

followers 

Response from 

initial poster 

How to deal with 

distractions 

Working with children 

underfoot, not able to 

fully concentrate 

Make office at home 

separated from rest of 

house. 

 

Set the clock for the 

kids to know work 

time, lunch time, 

break time… 

 

Hang a sign on your 

door “Mom at work 

until 11:30 am” -or 

whatever time you are 

free when the kids 

can bother you. 

Thank you for 

these ideas, it 

worked! 

 

Kids at first did 

not like this, but 

they got used to 

it. 

 

That only works 

for a short time, 

but I appreciate 

the thought. 

How to get your 

manager to listen 

Manager talking about 

their trials working at 

home and not interested 

in my struggles 

Listen to your 

manager and before 

ending the call, say “I 

have an issue I need 

to discuss.” Hearing 

the word “issue” is a 

trigger for paying 

attention since it is 

their job to resolve 

issues. 

 

Create the agenda for 

your meeting with 

your manager. 

 

 

This worked but 

it took two tries. 

Isn’t managers 

supposed to be 

paying attention 

to our needs? 

 

 

 

Wow, I never 

thought to do 

that, thanks. 

 

(one week later) 

It worked, it 

really worked! 

 

 

 

(continued) 
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(continued)    

Topic of conversation Issues brought up 

Comments made by 

followers 

Response from 

initial poster 

Loneliness Feeling unconnected 

and working in a 

vacuum 

Reach out to co-

workers 

 

Make posts with 

photos and videos to 

spark conversation in 

the team 

 

Make weekly 

schedule of calls with 

co-workers and 

managers 

Communication 

needs to be 

intentional now 

more than ever 

before 

 

This really 

worked out 

well, thanks. 

Zoom fatigued I hate meeting virtually, 

not as effective 

Try to keep the 

meetings to minimum 

using an agenda and 

stick to the agenda ---

doing that makes it 

feel the same as being 

in the conference 

room. 

 

Using the 

agenda and 

sticking to it 

really helped. 

Thanks 

On the verge of leaving Not feeling the love by 

my employer 

Hang in there…we 

are all in this together 

 

Will do what you can 

to create a more 

enjoyable experience 

being working at 

home (listen to your 

music, take walking 

breaks, make more 

communication 

angles such as posting 

interesting photos and 

videos…) 

Leaving my 

employer and 

joining the 

ranks of the 

unemployed 

does not seem 

feasible and 

utterly unfair to 

my family. Will 

look for ways to 

iron this out. 
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All the actions taken by the posters receiving advice from fellow remote workers shows 

evidence of situational willpower activated.  The alternative is to disconnect and terminate or be 

terminated.  At a point in time when millions of people were losing their employment, this 

alternative was not palatable, thereby forcing the act of willpower to work things out. 

Pattern Evidence 

 Pattern evidence shows statistical patterns. While the pandemic forced the world 

into a remote working situation, some critical trending observation factors did not vary and did 

not appear to be affected by the shutdown.  There was a gradual increase of employees engaged 

in their work, the flextime scheduling, and the desire for having a WAH working arrangement as 

evidenced by Table 10. 
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Table 10 

Remote Employees’ Statistical Patterns 2017–2021 (as of June 2021) 

 

Observation 2017 2018 2019 2020 2021 

      

Employees want greater work–life balance 53% 57% 61% 65% 80% 

Employees would switch jobs allowing flextime 51% 58% 60% 68% 77% 

Employees would switch for jobs working remotely  37% 40% 45% 66% 77% 

Employees say their company offers flextime 44% 45% 48% 79% 78% 

Employees are managed in a way that motivates them 21% 24% 30% 35% 37% 

Employees are engaged at work 33% 35% 40% 55% 60% 

      
Note.  Source: Gallup State of the American Workplace 2017, 2018, 2019, 2020, 2021 

 

5-Year Trending Reporting on Remote Employees from Online Employers 

Observation 2017 2018 2019 2020 2021 

      

Employees are engaged (communication, 

collaboration) 

33% 35% 31% 44% 45% 

Employees are absent 41% 43% 37% 41% 35% 

Employees leave their jobs  36% 35% 38% 37% 35% 

Employees are productive 47% 44% 45% 49% 47% 

      
Note.  Source: Gallup State of the American Workplace 2017, 2018, 2019, 2020, 2021 
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Table 11 

Structured Interview Questions Posted on LinkedIn and Facebook 

 

Question Top 3 Responses out of 100% and Consensus  

What did you like most working at home? Flexibility 78%, Freedom 11%, Less stress 

11% 

What did you like least working at home? Isolation 65%, Too many Zooms 25%, Not 

feeling connected 10% 

If you could have changed anything to make 

working at home a better experience, what 

would it be? 

Less distraction 44%, more communication 

with manager 36%, community connection 

online 20% 

Would you like to continue working at home 

even after COVID-19 is over? Why or why 

not? 

Yes 54%, “love the freedom and fitting work 

into life and not life into work.” 

 

Yes, only part of the time 31%, “a hybrid 

arrangement makes better sense.” 

  

No 15%, “Can’t wait to get back to normal, I 

miss seeing people at work.” 

Would you recommend working at home to 

your family or friend? Why or why not? 

Yes 56%, “absolutely the freedom and 

flexibility can’t be beat.” 

 

No 44%, “you need to be in the office so as to 

be more effective and not miss what is going 

on.”  

 

Note.  N = 44 responses 
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The responses to the questions posted on LinkedIn and Facebook and shown in Table 11 

coincide with the general populous, as seen in the comments made in a recent Reddit discussion 

thread surrounding the announcement that the company Apple has a new remote working policy 

that prohibits their employees from working at home (WannoHacker, 2021).  There was a 

particular comment made that sums up the general disposition regarding the desire to continue 

working at home (unedited):  

All Staff [sic] meeting the CEO goes on about how we had one of the best years yet, 

exceeded all our goals, our rainy day fund is overflowing, and even went so far as to day 

[sic] that they expected to take a hit during COVID but nope, amazing year.  Literally the 

next thing was how we are going to a hybrid model in September because we “do our 

best work in person.”  The cognitive dissonance is real.  I’m a software developer in 

SoCal, and I’m not going back to the office.  They can fire me.  I’ll get another job in a 

month, tops. (Tsunkatse, 2021) 

Quantitative Findings: Essay 1 

Essay 1 determines the effect absenteeism, lack of communication, and lack of 

collaboration have on long-term job retention and if situational willpower affects that outcome.  

A self-administered survey of 33 multiple choice questions was administered first as a pilot study 

posted on LinkedIn and Facebook, inviting participants to the study.  Thirteen responses were 

collected and analyzed as preliminary data.  Following the pilot, the survey was administered 

using Amazon Mechanical Turk.  The survey consisted of five parts.  The first part of the survey 

captured responses to questions about a-priori investigation regarding reasons for recalling 

employees; the second portion intended to capture the amount of collaboration taking place.  In 

the third portion, the amount of communication occurring between employee and employer was 
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captured.  The fourth portion of the survey asked questions about willpower.  In the fifth portion, 

questions controlled for existing policies regarding remote work arrangements and long-term job 

retention.  The survey was available to participants for 60 days. 

Measurement of Variables 

Well-employed and well-established multi-item measures were in place for this 

quantitative research in the extant literature, except for the questions regarding willpower; those 

were created from seeing this construct measured by by De Clercq et al. (2018).  Measures for 

the variable absenteeism were adopted from Cheloha and Farr (1980) and Trusic et al. (2017).  

The variable collaboration measure was adopted from Thomson et al. (2017), and the variable 

communication measure was adopted from Smith et al. (2018), Krishnan and Wesley (2013), and 

Clark et al. (2012).  

Analysis and Findings 

There were 600 surveys distributed; 48 surveys were rejected due to incomplete data 

fields.  A total of 552 respondents were used in the data analysis.  From the sample, 63% were 

male, 34% were female, 100% were managers.  The majority age group was 25–34 years old, the 

majority tenure was 3–5 years, and 66% of respondents indicated COVID-19 affected their 

policy regarding remote employees. 
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Table 12 

Data Analysis Procedures 

 

Stage Data Analysis Key Statistics 

Scale 

Development 

Exploratory Factor Analysis Cronbach’s α > .70; KMO > .80; Bartlett’s test 

of sphericity < .05 

 Confirmatory Factor Analysis GFI, AGFI, CFI, NFI > .90; RMSEA < .08; 

standardized regression weights 

 Convergent Validity AVE > .5 

 Discriminant Validity MSV < AVE and ASV < AVE for each 

construct 

 Descriptive Statistics Standard deviation, means, and correlations for 

each construct 

Model 1 

Hypothesis 

Testing 

Multiple Linear Regression R2, F test, p-value, correlations, parameter 

estimates, descriptive statistics 

Model 2 

Hypothesis 

Testing 

Multiple Linear Regression R2, F test, p-value, correlations, parameter 

estimates, descriptive statistics 

 

 

Note. KMO = Kaiser-Meyer-Olkin; GFI = goodness of fit index; AGFI = adjusted goodness of 

fit index; CFI = comparative fit index; NFI = normed fit index; RMSEA = root mean square 

error of approximation; AVE = average variable extracted; MSV = maximum shared squared 

variance; ASV = average squared variance. 
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Reliability Statistics 

In the current study, Cronbach’s alpha of variables showed high internal consistency 

(more than 0.7) among all the variables.  As there is good internal consistency, the researcher 

operationalized corresponding variables without dropping any items.  Therefore, the research 

tool has high internal consistency. 

Descriptive Statistics 

According to the mean values of the responses, 3.45, 3.70, 3.53, 4.13, 5.50, all the 

variables were close to the Likert scale of 6.0.  The standard deviation generated for the given 

variables was high (.872,.873, .882, .771, .726), which means all the values of the data set were 

spread out properly.  Communication had the highest standard deviation (5.50), where Absent 

had the lowest standard deviation (3.45).  All the coefficients of skewness (.308, .105, .104, .301) 

were between -.5 and +5, indicating that the data were normally distributed.  
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Table 13 

Reliability Statistics: Essay 1 

 

Variables Cronbach’s Alpha Number of Items 

Collaboration .892 12 

Communication .876 6 

Willpower .833 7 

Note. Willpower refers to situational willpower. 
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Table 14 

Rotated Component Matrix: Essay 1 

Item 

 Component 

Question 1 2 3 

Q2 Your organization relies on a formal agreement 

that spells out relationships with remote 

employees (EX: expectations, deliverables, etc.) 

0.614 
  

Q7 Your organization keeps watch over remote 

employees, making sure that are doing as 

promised in the collaboration process. 

0.647 
  

Q3 Your organization includes key staff participating 

in meetings specifically created for making 

decisions about the direction of the organization. 

0.581 
  

Q6 Your organization’s collaboration takes place on a 

regular basis (EX: weekly, monthly, bi-annual, 

annual basis). 

0.651 
  

Q8 Your organization relies on formal 

communication channels when contacting your 

remote employees about issues related to your 

organization. 

0.660 
  

Q4 Remote employees are expected to weigh in with 

their opinion and expertise during organizational 

meetings. 

0.624 
  

Q14 Your remote employees understand the issues 

surrounding the success of your organization. 

0.656 
  

Q9 Your organization relies on management to 

coordinate the collaborative effort of your 

organization. 

0.655 
  

Q15 My organization can count on our remote 

employees to attend collaborative meetings. 

0.692 
  

Q5 Your organization does its best to resolve 

complaints made by remote employees. 

0.671 
  

Q25 Our organization does all that is possible to 

resolve issues with reasons for remote absentee. 

0.690 
  

Q24 Our organization does what it possible to work 

with remote employees in resolving issues 

regarding problems with childcare arrangements. 

0.574 
  

Q23 Our remote employees freely share their opinions 

regarding work tasks, scheduling, and the 

direction of the organization. 

 
0.661 

 

Q27 Our organization does what is possible to help our 

remote employees to overcome issues that may 

affect their work attendance. 

 
0.596  

 
 
 
 
 

(continued) 

(continued)     
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   Component  

Item Question 1 2 3 

Q22 Our remote employees communicate their intent 

to be absent prior to being absent from work. 

 
0.576 

 

Q26 Our organization does what is possible to help our 

remote employees overcome issues that may 

affect their quality of their work. 

 
0.655 

 

Q13 Your organization values and appreciates the 

input from your remote employees for 

collaboration to take place. 

 
0.636 

 

Q16 My organization can count on our remote 

employees to meet their obligation to the 

collaboration taking place. 

 
0.701   

Q17 It takes too long to get a reply from a remote 

employee after sending them an instant message. 

  
0.883 

Q18 It takes too long to get a reply from a remote 

employee after sending an email. 

  
0.842 

Q10 Your organization has trouble contacting remote 

employees to participate in collaborative 

meetings. 

  
0.818 

Q11 Not able to contact remote employees hinders 

your organization from meeting its mission and 

goals. 

  
0.728 

Q30 Our organization would rather not have remote 

employees. 

  
0.674 

Q31 Our organization is reevaluating its policy 

regarding remote employee positions. 

  
0.657 

  
Cronbach 

Alpha   0.892 0.833 0.876 

Note. Rotation converged in five iterations. Extraction method: principal component analysis. Rotation method: 

varimax with Kaiser normalization. 
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Table 15 

Descriptive Statistics 

Measures Tenure Collaboration Communication Willpower Absent 

Mean 3.45 3.70 3.53 4.13 5.50 

Standard Deviation .872 .873 .882 .771 .726 

Skewness .308 .105 .104 .104 .301 

Standard Error of 

Skewness 

.104 .108 .106 .106 .107 

Kurtosis -.415 -.519 -.389 .536 .921 

Standard Error of 

Kurtosis 

.208 .215 .211 .211 .214 

 

Note. Willpower refers to situational willpower. Absent refers to absenteeism. Tenure refers to 

long-term employee retention. 
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Correlation Analysis  

The correlation between communication and tenure was statistically significant at the 

0.001 level with the Pearson correlation (.288).  This indicates that there is a positive relationship 

between communication and tenure.  The correlation between willpower and tenure was 

statistically significant at the 0.001 level with the Pearson correlation coefficient (.203).  This 

indicates that there is a significant positive relationship between willpower and tenure.  The 

correlation between collaboration and willpower was significant at the 0.001 level and positive 

with a Pearson correlation (.791).  There was a significant positive relationship between 

communication and collaboration with a Pearson correlation of (.252) at the 0.001 level.  The 

correlation between collaboration and tenure was statistically significant at the 0.01 level with 

the Pearson correlation (.120).  There was a positive and significant relationship at the level of 

0.001 between communication and willpower with a Pearson correlation (.791). 
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Table 16 

Correlation Analysis 

      

Variables Correlation Tenure Absenteeism Collaboration Communication Willpower 

Tenure Pearson 

Correlation 

1 -.025 .120 .288 .203 

Sig. (1-tailed)  .283 .003 .000 .000 

Absenteeism Pearson 

Correlation 

-.025 1 -.021 .009 .005 

Sig. (1-tailed) .283  .326 .421 .459 

Collaboration Pearson 

Correlation 

.120 -.021 1 .252 .791 

Sig. (1-tailed) .003 .326  .000 .000 

Communication Pearson 

Correlation 

.288 .009 .252 1 .249 

Sig. (1-tailed) .000 .421 .000  .000 

Willpower Pearson 

Correlation 

.203 .005 .791 .249 1 

Sig. (2-tailed) .000 .459 .000 .000  

 

Note. Sig. refers to the level of significance.  Tenure refers to long-term employee retention.  

Willpower refers to situational willpower.  
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Regression Analysis 

Based on the analysis of variance (ANOVA) Table 18, the model is highly significant 

(000).  Therefore, the model is nicely fitted.  Based on the multiple correlation value of .293, 

communication, collaboration, absent, and willpower strongly and jointly correlate with remote 

work long-term job retention.  By looking at the Durbin–Watson statistic in Table 17 of 2.011 for 

this study, it can be concluded that the residuals are independent, as the value is between +1.5 

and +2.5.  Therefore, the validity of the results is high. 

The probability of the F test statistic in Table 18 is 0.000, which indicates that the 

regression model is jointly significant, which means this is an appropriate model.  Therefore, 

communication, collaboration, absent, and willpower jointly influence tenure. 
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Table 17 

Regression Analysis Model 1: Essay 1 

 

Model R R2 Adjusted R2 SE  Durbin–Watson 

      

1 .293 .086 .080 1.219 2.011 
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Table 18 

Analysis of Variance Table Model 1: Essay 1 

 

Measures Sum of 

Squares df 

Mean 

Square F Significance 

Regression 66.880 3 22.293 14.997 000 

Residual 710.559 478 1.487   

Total 777.439 481    
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Table 19 

Regression Analysis Model 2: Essay 1 

 

Model R R2 Adjusted R2 SE Durbin–Watson 

      

2 .360 .130 .119 1.193 1.993 
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Table 20 

Analysis of Variance Table Model 2: Essay 1 

 

Measures Sum of 

Squares df 

Mean 

Square F Significance 

Regression 104.759 6 17.460 12.262 000 

Residual 703.389 494 1.424   

Total 808.149 500    
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Table 21 

Coefficient Table, Model1: Essay 1 

 

Model 1 

Unstandardized 

Coefficients  

Standardized 

Coefficients   

Collinearity 

Statistics 

 Beta SE Beta t Significance Tolerance VIF 

(Constant) 3.214 .294  10.946 .000   

Absenteeism -.008 .017 -.022 -.499 .618 .996 1.004 

Collaboration .050 .057 .040 .888 .375 .922 1.084 

Communication .347 .057 .274 6.079 .000 .929 1.076 

 

 

Note. Variance inflation factor (VIF) is a measure of the amount of multicollinearity in a set of multiple 

regression variables. 
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Table 22 

Coefficient Table Model 2: Essay 1 

 

Model 2 

Unstandardized 

Coefficients 

Standardized 

Coefficients   

Collinearity 

Statistics 

Unstandardized 

Coefficients 

 Beta Beta t Significance Tolerance Tolerance VIF 

(Constant) 3.206 .290 11.060 .000  3.206  

Absenteeism -.011 -.027 -.631 .528 .995 -.011 1.005 

Collaboration -.198 -.158 -2.244 .025 .370 -.198 2.706 

Communication .330 .260 5.836 .000 .923 .330 1.084 

Willpower .325 .256 3.634 .000 .371 .325 2.694 

 

Note. Variance inflation factor (VIF) is a measure of the amount of multicollinearity in a set of multiple 

regression variables. Willpower refers to situational willpower. 
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Coefficients 

According to the individual coefficients, probability of communication and willpower are 

highly significant as the p-values were 000.  Based on the beta values, collaboration (-.198) is 

negatively related to tenure, whereas willpower (.325) is positively associated with tenure.  

Based on this, it can be concluded that communication and willpower are the most influencing 

factors for tenure.  A multicollinearity diagnostic was done to check whether independent 

variables were highly correlated among themselves.  Based on all the variance inflation factor 

(VIF) values, it can be concluded that there is no multicollinearity issue as all VIF values were 

less than 10. 

Normality of the residuals 

The normality of the residuals is evident, as illustrated in Figure 5. 
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Figure 5. P–P plot graph from SPSS. SPSS is short for Statistical Package for the Social 

Sciences. 
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A-Priori Examination 

 The managers responded to one question in the survey: “Our organization would rather 

not have remote employees.”  The response data is shown in Table 23.  The responses indicate 

that 30% of respondents agree and 22% somewhat agree they would rather not have remote 

employees.  This is based on the survey disseminated during COVID, which asked employers to 

express their attitudes pre-COVID. 

Hypothesis Testing 

 Model 1 utilized the following equation: 

  Model 1 = Tenure = β0 + β1 * COMM + β2 * COLLAB + β3 * Absent        (1) 

where COMM is communication, COLLAB is collaboration, Absent is absenteeism, and Tenure 

refers to long-term employee retention.  The ordinary least squares (OLS) parameter estimates 

are displayed in Table 23.  Represented in Model 1 are the effects of COMM, COLLAB, and 

Absent.  Model 1 represents the results of the Equation 1.  The model showed the relationship 

between communication (β1 = 0.347, p < .001) and tenure is positive and significant.  

 Model 2 utilized the following equation: 

    Model 2 = Tenure = β0 + β1 * WILLPOWER + β2 * COMM + β3 * COLLAB + β4 * Absent   (2) 

where WILLPOWER is situational willpower, COMM is communication, COLLAB is 

collaboration, Absent is absenteeism, and Tenure refers to long-term employee retention.  

Represented in Model 2 are the effects of COMM, COLLAB, Absent, and WILLPOWER.  Model 

2 depicts the results of the Equation 2.  The model showed a significant positive relationship 

between communication (β2 = 0.330, p < .001) and tenure.  There was a positive and significant 
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relationship between willpower and tenure (β4 = 0.325, p < .001) and a significant negative 

relationship between collaboration and tenure (β3 = -0.198, p < 0.05). 

In both models, there was a negative relationship between absenteeism and tenure (not 

significant); therefore, Hypotheses 1 and 4 are unsupported.  Collaboration and tenure were 

related positively in Model 1 and negatively in Model 2 and not significantly correlated in either 

model; therefore, Hypotheses 2 and 5 are unsupported.  There was a significant positive 

relationship between communication and tenure; therefore, Hypothesis 3 is unsupported.  

However, the positive relationship between communication and tenure was significant in Model 

2, supporting Hypothesis 6.  

Interaction Effect of Willpower 

 This study determined a relationship between willpower and tenure and an interaction 

effect on communication, collaboration, and absenteeism. 

   Interaction of Willpower = Tenure = β0 + β1 * WILLPOWER + β2 * COMM *  

  WILLPOWER + β3 * COLLAB * WILLPOWER + β4 * Absent * WILLPOWER     (3) 

Where WILLPOWER refers to situational willpower, COMM refers to communication, COLLAB refers 

to collaboration, Absent refers to absenteeism, and Tenure refers to long-term employee retention. 

The following statistical analysis revealed a significant relationship between willpower 

and tenure, and there was a significant interaction of willpower on communication and 

absenteeism. 

There was a positive and significant relationship between the interaction of willpower 

and communication and its effect on tenure (.442, p < 0.05).  There was a negative relationship 

between willpower and absenteeism and its impact on tenure (-.261, p < 0.001).  
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Table 23 

Statistics from Respondents to Q30  

Measures Results 

N (Valid) 551 

Mean  3.99 

Standard Deviation 1.494 

Variance 2.231 

Skewness -.511 

Standard Error of Skewness .104 

Kurtosis -.764 

Standard Error of Kurtosis .208 

Minimum 1 

Maximum 6 
Note. Q30 prompted: “Our organization would rather not have remote employees.” 
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Table 24 

Ordinary Least Squares Parameter Estimates: Essay 1 

 

Variables a,b Model 1 Model 2 

   

Constant 3.214 

(0.021)*** 

3.206 

(0.303)*** 

Communication 0.347 

(0.024)*** 

0.330 

(0.061)*** 

Collaboration 0.050 

(0.024) 

-0.198 

(0.024)* 

Absent -0.008 

(0.024) 

-0.011 

(0.027) 

Willpower  0.325 

(0.034)** 

Observations 552 552 

R2 0.086 0.130 

Adjusted R2 0.080 0.119 

F (sig) 14.997 12.262 

Maximum VIF 2.692 2.706 
aDependent variable is tenure (long-term job retention) 
bStandard errors are given 

*p < 0.05, **p < 0.01, ***p < 0.001  

 

Note. Absent refers to Absenteeism. Willpower refers to situational willpower. Sig refers to level 

of significance. VIF refers to variation inflation factor.  
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Table 25 

Regression Analysis, Interaction Effect of Willpower: Essay 1 

 

Model R R2 Adjusted R2 SE Sig F 

Change 

Durbin–

Watson 

       

 .233 .054 .048 1.247 .000 2.068 
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Table 26 

Analysis of Variance Table, Interaction Effect of Willpower: Model 1, Essay 1 

 

Measures Sum of 

Squares df 

Mean 

Square F Significance 

Regression 40.776 3 13.592 8.743 000 

Residual 710.456 457 1.555   

Total 751.232 460    
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Table 27 

Coefficient Table, Interaction Effect of Willpower: Model 1, Essay 1 

 

 Unstandardized 

Coefficients 

 Standardized 

Coefficients 

  Collinearity 

Statistics 

Variables Beta SE Beta t Sig. Tolerance VIF 

(Constant) 3.398 .067  50.638 .000   

WILL * COMM .175 .061 .146 2.850 .005 .793 1.261 

WILL * COLLAB -.007 .046 -.009 -.162 .872 .740 1.351 

WILL * ABSENT .048 .011 .223 4.535 .000 .857 1.167 

 

Note. WILL refers to Situational Willpower, COMM refers to Communication, COLLAB refers to 

Collaboration, ABSENT refers to Absenteeism.  Sig. refers to level of significance. VIF refers to 

variation inflation factor. SE refers to standard error. 
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Table 28 

Correlation Table, Interaction Effect of Willpower: Essay 1 

 
Variables                   Correlation Tenure WILL * COMM WILL * COLLAB WILL * ABSENT 

Tenure Pearson 

Correlation 

1 .084 -.025 .188 

Sig. (1-tailed)  .036 .299 .000 

WILL * COMM Pearson 

Correlation 

.084 1 .442 -.261 

Sig. (1-tailed) .283  .000 .000 

WILL * COLLAB Pearson 

Correlation 

.-.025 .442 1 .252 

Sig. (1-tailed) .299 .000  .000 

WILL * ABSENT Pearson 

Correlation 

.188 -.261 -.361 1 

Sig. (1-tailed) .000 .000 .000  

 

Note. WILL refers to Situational Willpower, COMM refers to Communication, COLLAB refers to 

Collaboration, ABSENT refers to Absenteism, Tenure refers to Long-term Employee Retention. 

Sig. refers to level of significance. 

  



EMPLOYER AND EMPLOYEE REMOTE RELATIONSHIP 

 

106 

 

 

Figure 6. Graph showing the interaction of willpower on communication and tenure. 
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Figure 7. Graph showing the interaction of willpower on absenteeism and tenure. 
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Absenteeism 

The formula used to calculate absent rate is total days lost divided by employee average 

working days (253 days) times 100.  The respondents provided the number of days absent from 

work in the last 12 months on the survey.  The absent rate was calculated using the formula and 

added as data to the Essay 1 regression analysis data.  Absenteeism was labeled as Absent in the 

list of variables and included with the regression analysis for Model 1 and Model 2 in the SPSS 

multilinear regression. 
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Table 29 

Descriptive Statistics for Absenteeism Calculation 

 

Absenteeism N Minimum Maximum M SD 

 

Absent 519 00 66.00 5.5511 3.26098 

Valid N (listwise) 519     
Note. SPSS was used to find the descriptive statistics. 
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Quantitative Findings: Essay 2 

Essay 2 study determines the effect emotional exhaustion, isolation, and perceived 

organizational support have on long-term job retention and if situational willpower affects that 

relationship.  Two self-administered surveys, consisting of 20 multiple choice questions, were 

used first as a pilot study posted on LinkedIn and Facebook, inviting participants to the study.  

Twenty-five responses per survey were collected and analyzed as preliminary data.  Following 

the pilot, the survey was administered using Amazon Mechanical Turk.  Each survey consisted 

of two parts.  In the first survey, the first section captured responses about emotional exhaustion, 

and the second section asked about the remote workers’ experience with isolation.  The second 

survey asked the remote workers about their perceptions of their organizations’ support, and the 

second section collected data for the controlling variables.  The survey was available to 

participants for 60 days. 

Measurement of Variables 

Well-employed and well-established multi-item measures were in place for this 

quantitative research.  Measures for the variable emotional exhaustion were adopted from 

Maslach and Jackson (1981).  The isolation measure was adopted from Johanson (2007), and the 

perceived organizational support measure was adopted from Rhoades et al. (2001).  

Analysis and Findings 

There was a total of 1,230 surveys distributed.  Survey 1 had 615 respondents and Survey 

2 had 615 respondents (the same respondents were used for Survey 1 and Survey 2).  The survey 

was broken into two parts to prevent common method bias (S. J. Chang, van Witteloostuijn, & 

Eden,  2010; Podsakoff, MacKenzie, & Podsakoff, 2012).  The respondents had to reside in the 

United States, be working remotely, and be willing to complete a subsequent survey with a 
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special invitation via the Amazon Mechanical Turk internal messenger, maintaining the 

anonymity factor. 

One hundred forty-six surveys were rejected due to blank data fields.  A total of 1,084 

respondents were used in the data analysis.  Of all the respondents, 65% were male, 34% were 

female; the majority age group was 25 to 34 years old (46%), 55% were married with children, 

40% were employed for 1 to 3 years and 40% were employed for 4 to 9 years.  A total of 75% of 

the respondents were in management roles and 55% said that COVID-19 influenced them to 

remain with or leave their employer.  

Reliability Statistics 

In the current study, Cronbach’s alpha of variables showed high internal consistency 

(more than 0.7) among all the variables using the extraction method (principal component 

analysis) and rotational method (varimax with Kaiser normalization).  Rotation converged in five 

iterations.  Therefore, the research tool has high internal consistency.  In addition, a test of 

sampling adequacy was conducted using the Kaiser-Meyer-Olkin measure of sampling 

adequacy.  With a score of .965, it is safe to say there was an adequate sample size to complete 

the data analysis. 
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Table 30 

Reliability Statistics 

 

Variables Cronbach’s Alpha Number of Items 

Emotional Exhaustion .928 10 

Isolation .834 5 

Perceived Organizational 

Support 

.836 2 

Willpower .840 4 
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Table 31 

Kaiser-Meyer-Olkin and Bartlett’s Test: Essay 2 

 

Measure Result 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy .965 

Bartlett’s Test of Sphericity  

                                                            Approx. Chi-Square 18798.947 

                                                           df 528 

                                                           Significance .000 
Note. Data is from SPSS regression analysis. 
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Table 32 

Rotated Component Matrix: Essay 2 

 

Item Question Factor 1 Factor 2 Factor 3 Factor 4 

  

Emotional 

Exhaustion Isolation 

Perceived 

Organizational 

Support Willpower 

Q2-5 I feel burned out from my work. .800 
   

Q2-6 I feel frustrated by my job. .798 
   

Q2-8 Working with people directly puts too much stress on 

me. 

.792 
   

Q2-3 I feel fatigued when I get up in the morning and have to 

face another day on the job. 

.791 
   

Q2-9 I feel like I am at the end of my rope. .791 
   

Q2-1 I feel emotionally drained from my work .785 
   

Q2-4 Working with people all day is a real strain for me. .781 
   

Q2-10 I do not look forward to work any more. .757 
   

Q2-2 I feel used up at the end of the workday. .753 
   

Q2-7 I feel I am working too hard on my job. .681 
   

Q3-8 I find satisfaction in the amount of social interaction I 

am able to have with co-workers at work. 

 
.758 

  

Q3-3 I am satisfied with the amount of communication I have 

with other members of my work group. 

 
.738 

  

Q3-4  I am satisfied with the amount of communication I have 

with my direct manager 

 
.676 

  

Q3-6  When I have immediate access to other employees, I am 

able to resolve issues quickly and easily. 

 
.650 

  

Q3-1 I feel satisfaction in the amount of social interaction I am 

able to have with co-workers at work. 

 
.626 

  

Q5-7 My organization would forgive an honest mistake on my 

part. 

  
.752 

 

Q5-6 Help is available from my organization when I have a 

problem. 

  
.679 

 

Q5-14 My career goals are very important to me. 
   

.736 

Q5-9 At the present time, I am energetically pursuing my work 

goals. 

   
.660 

Q5-13 I am working toward being promoted to the next highest 

job position. 

   
.651 

Q5-10 At this time, I am meeting my work goals that I have set 

for myself. 

   
.622 

 Cronbach’s alpha .928 .834 .836 .840 

Note. Extraction method: principal component analysis. Rotation method: varimax with Kaiser normalization; rotation converged 

in five iterations. 
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Descriptive Statistics 

According to the mean values of responses, 2.27, 2.25, 3.44, 4.20, all the variables are 

close to the Likert scale of 6.0.  The standard deviation generated for the given variables is high 

(.884, .819, .890, .860).  This means all the values of the data set were spread out properly.  

Perceived organizational support had the highest standard deviation(4.20) and isolation had the 

lowest standard deviation (2.27).  All the coefficients of skewness (-0.65, .004, .465, .453) were 

between -.5 and +5, indicating that the data were normally distributed.  

Correlation Analysis  

The correlation between emotional exhaustion and tenure was statistically significant at 

the 0.001 level with the Pearson correlation of .121.  This indicates that there is a positive 

relationship between emotional exhaustion and tenure.  The correlation between perceived 

organizational support and tenure was statistically significant at the 0.05 level with the Pearson 

correlation coefficient of -.051.  This indicates that there is a significant negative relationship 

between perceived organizational support and tenure.  There was a significant relationship 

between willpower and all the other variables, indicating a positive relationship between 

willpower and tenure, emotional exhaustion, isolation, and perceived organizational support at 

the significance level of 0.001. 

Regression Analysis 

Based on the ANOVA table 36, the model is highly significant (000).  Therefore, the 

model is nicely fitted, and the validity of the results is high.   

The probability of the F test statistic in Table 35 is 0.000, which indicates that the 

regression model is jointly significant.  As the model is together significant, this is an appropriate 
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model.  Therefore, WILLPOWER, Emotional Exhaustion (EE), Isolation (IS), and Perceived 

Organizational Support (POS) uniquely influence tenure. 
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Table 33 

Descriptive Statistics: Essay 2 

 

Measures 

Emotional 

Exhaustion Isolation 

Perceived 

Organizational 

Support Willpower 

Mean 2.27 2.25 3.44 4.20 

Standard Deviation .884 .819 .890 .860 

Skewness -.065 .004 .465 .453 

Standard Error of 

Skewness 

.074 .074 .074 .071 

Kurtosis -.779 -.477 -.772 -.478 

Standard Error of 

Kurtosis 
.148 .148 .148 .142 

 

Note. Willpower refers to long-term job retention. 
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Table 34 

Correlation Analysis 

 

Variables               Correlation Tenure 

Emotional 

Exhaustion Isolation 

Perceived 

Organizational 

Support Willpower 

Tenure Pearson 

Correlation 

Sig. (1-tailed) 

1.000 .121 

 

.000 

-.028 

 

.174 

 

 

-.051 

 

.463 

.105 

 

.000 

 

Emotional 

Exhaustion 

Pearson 

Correlation 

Sig. (1-tailed) 

.121 

 

.000 

1.000 .002 

 

.468 

-.003 

 

.463 

.899 

 

.000 

Isolation Pearson 

Correlation 

Sig. (1-tailed) 

-.028 

 

.174 

.002 

 

.468 

1.000 -.003 

 

.463 

.069 

 

.012 

Perceived 

Organizational 

Support 

Pearson 

Correlation 

Sig. (1-tailed) 

-.051 

 

.048 

-.003 

 

.463 

-.003 

 

.463 

1.000 .195 

 

.000 

Willpower Pearson 

Correlation 

Sig. (1-tailed) 

.105 

 

.000 

.899 

 

.000 

.069 

 

.012 

.195 

 

.000 

1.000 

Note. Willpower refers to situational willpower. Sig. refers to level of significance. Tenure refers 

to long-term job retention. 
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Table 35 

Regression Analysis: Model 1, Essay 2 

 

Model 1 R R2  

Adjusted 

R2 SE 

Change 

Statistics    

     F Change df1 df2 Significance 

F Change 

 .136 .018 .015 .785 5.082 4 1079 .000 
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Table 36 

Analysis of Variance Table: Model 1, Essay 2 

 

 Sum of 

Squares df 

Mean 

Square F Significance 

Regression 12.274 3 4.091 6.640 .000 

Residual 665.442 1080 616   

Total 677.716 1083    
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Table 37 

Regression Analysis: Model 2, Essay 2 

 

Model 2 R R2 

Adjusted 

R2 SE 

Change 

Statistics    

     F Change df1 df2 Significance 

F Change 

 .135 .018 .015 .785 6.640 3 1080 .000 
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Table 38 

Analysis of Variance Table: Model 2, Essay 2 

 

 Sum of 

Squares df 

Mean 

Square F Significance 

Regression 12.531 4 3.133 5.082 .000 

Residual 665.185 1079 616   

Total 677.716 1083    
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Table 39 

Coefficient Table: Model 1, Essay 2 

Model 1 

Unstandardized 

Coefficients  

Standardized 

Coefficients   

Collinearity  

Statistics 

 Beta SE Beta t Sig Tolerance VIF 

(Constant) 2.611 .024  109.501 .000   

EE .096 .024 .121 4.024 .000 .911 1.023 

IS -.023 .024 -.029 -.959 .338 .911 1.023 

POS -.040 .024 -.050 -1.672 .095 .911 1.023 

 

Note. EE is Emotional Exhaustion, IS is Isolation, POS is Perceived Organizational Support. SE 

refers to standard error. VIF refers to variation inflation factor. Sig refers to level of significance. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



EMPLOYER AND EMPLOYEE REMOTE RELATIONSHIP 

 

124 

 

Table 40 

Coefficient Table: Model 2, Essay 2 

Model 2 

Unstandardized 

Coefficients  

Standardized 

Coefficients   

Collinearity  

Statistics 

 Beta SE Beta t Sig.      Tolerance VIF 

(Constant) 2.611 .020  109.501 .000   

EE .060 .020 .129 4.024 .000 .910 1.013 

IS -.026 .020 -.021 -.959 .338 .910 1.013 

POS -.048 .020 -.055 -1.672 .095 .910 1.013 

WILLPOWER .007 .020 .135 3.467 .000   

 

Note. EE is Emotional Exhaustion, IS is Isolation, POS is Perceived Organizational Support, 

WILLPOWER is Situational Willpower. SE refers to standard error. VIF refers to variation 

inflation factor. Sig refers to level of significance.  
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Hypothesis Testing 

          Model 1 = Tenure = β0 + β1 * EE + β2 * IS + β3 * POS                                (4) 

where EE is emotional exhaustion, IS is isolation, POS is perceived organizational support, and 

Tenure refers to long-term job retention.  The OLS parameter estimates are displayed in Table 

38.  Represented in Model 1 are the effects of EE, IS, and POS.  Model 1 depicts the results of 

Equation 4.  The relationship between EE (β1 = 0.096, p < .001) and tenure was positive and 

significant.  The relationship between POS (β3 = -0.040, p < 05) and was negative and 

significant.  

      Model 2 = Tenure = β0 + β1 * WILLPOWER + β2 * EE + β3 * IS + β4 * POS      (5) 

where WILLPOWER is situational willpower, EE is emotional exhaustion, IS is isolation, POS is 

perceived organizational support, and Tenure refers to long-term job retention.  Represented in 

Model 2 are the effects of EE, IS, POS, and WILLPOWER.  Model 2 illustrates the results of 

Equation 5.  The relationship between EE (β2 = 0.060, p < .001) and tenure was positive and 

significant.  The relationship between POS (β3 = -.040, p < 05) and was negative and significant.  

The relationship between willpower (β1 = 0.011, p < .001 and tenure was positive and significant. 
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Table 41 

Ordinary Least Squares Parameter Estimates: Essay 2 

 

Variables a,b Model 1 Model 2 

Constant 2.611 

(0.024)*** 

2.384 

(0.352)*** 

Emotional Exhaustion 0.096 

(0.024)*** 

0.060 

(0.061) 

Isolation -0.023 

(0.024) 

-0.026 

(0.024) 

Perceived Organizational 

Support 

-0.040 

(0.024)* 

-0.048 

(0.027)* 

Willpower  0.007 

(0.011)** 

Observations 1,190 1,190 

R2 0.018 0.018 

Adjusted R2 0.015 0.015 

F (significance) 6.640 5.082 

Maximum VIF 1.000 6.743 
aDependent variable is tenure (long-term job retention) 
bStandard errors are given 

*p < 0.05, **p < 0.01, ***p < 0.001  

 

Note. Willpower refers to situational willpower. VIF refers to variation inflation factor. 
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According to the individual Model 2 coefficients, the probability of emotional exhaustion 

and tenure was highly significant as the p-value was 0.001.  Based on the beta values, perceived 

organizational support (-0.048) was negatively related to tenure, whereas isolation (-.026) was in 

negative relation to tenure, but not significantly.  Based on this, it can be concluded that 

emotional exhaustion is the most influencing factor for tenure.  A multicollinearity diagnostic 

was done to check whether independent variables were highly correlated among themselves.  

Based on all the VIF values, it can be concluded that there was no multicollinearity issue as all 

VIF values were less than 10. 

There was a positive and significant relationship between emotional exhaustion and 

tenure, which is not in support of Hypothesis 7.  The relationship between emotional exhaustion 

and tenure in Model 2 was positive but not significant; thus, Hypothesis 10 is unsupported.  

There was a negative relationship between isolation and tenure in both models that was not 

significant; therefore, Hypotheses 8 and 11 are not supported.  There was a negative relationship 

between perceived organizational support and tenure in Model 1 and Model 2 significant to the 

0.05 level; therefore, Hypothesis 9 is supported, and Hypothesis 12 is unsupported.  

Relationship and Interaction Effect of Willpower 

This study aimed to determine the effect willpower may have on the remote relationship 

between the remote employee and the online employer.  Statistical tests were done to determine a 

relationship and interaction taking place by willpower. 

           Model 2 = Tenure = β0 + β1 * WILLPOWER + β2 * EE * WILLPOWER + β3 * IS *  

                                      WILLPOWER + β4 * POS * WILLPOWER           (6) 
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Where WILLPOWER refers to situational willpower, EE refers to emotional exhaustion, IS 

refers to isolation, POS refers to perceived organizational support, and Tenure refers to long-

term job retention. 

The correlation analysis between Willpower and Tenure showed there was a significant 

relationship between willpower and tenure at the significance level of 0.001. 

Regression Analysis: Willpower Relation to Tenure 

Based on the ANOVA Table 44  , the model is highly significant (000).  Therefore, the 

model is nicely fitted.  Thus, the validity of the results is high. 

The probability of the F test statistic (Table 43) was 0.000, which indicates that the 

regression model is jointly significant, which means this is an appropriate model.  Therefore, 

WILLPOWER, EE, IS, and POS support jointly influence tenure. 

Interaction Effect 

According to the statistical analysis in SPSS, willpower has a relationship to tenure but 

does not affect the relationship between emotional exhaustion, isolation, perceived 

organizational support, and tenure.  There is no significant interaction effect taking place in 

Essay 2.  
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Table 42 

Correlation Analysis, Willpower Relation to Tenure: Essay 2 

 

  

Tenure 

Emotional 

Exhaustion Isolation POS Willpower 

Tenure Pearson 

Correlation 

Sig (1-tailed) 

1.000 .121 

 

.000 

-.028 

 

.174 

 

 

-.051 

 

.463 

.105 

 

.000 
 

Note. Willpower refers to situational willpower, POS refers to perceived organizational support, 

and Tenure refers to long-term job retention. Sig refers to level of significance. 
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Table 43 

Regression Analysis, Willpower Relation to Tenure: Essay 2 

 

Model 1 R R2 

Adjusted 

R2 SE 

Change 

Statistics    

     F Change df1 df2 

Sig F 

Change 

 .136 .018 .015 .785 5.082 4 1079 .000 
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Table 44 

Analysis of Variance Table, Willpower Relation to Tenure: Model 1, Essay 2 

 

 Sum of 

squares df 

Mean 

Square F Significance 

Regression 12.274 3 4.091 6.640 .000 

Residual 665.442 1080 616   

Total 677.716 1083    
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Table 45 

Regression Analysis, Interaction Effect of Willpower: Model 1, Essay 1 

 

R R2 

Adjusted 

R2 SE 

Change 

Statistics     

    

F 

Change df1 df2 

Sig F 

Change Durbin–Watson 

.203 .041 .040 1.246 23.042 1 534 .000 2.062 
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Table 46 

Analysis of Variance Table, Interaction Effect of Willpower: Model 1, Essay 1 

 

Measure Sum of 

squares df 

Mean 

Square F Significance 

Regression 35.769 1 35.769 23.042 .000 

Residual 828.950 534 1.552   

Total 864.719 535    
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Table 47 

Coefficient Table, Interaction Effect of Willpower: Model 1, Essay 1 

 

 

Unstandardized 

Coefficients  

Standardized 

Coefficients   

Collinearity  

Statistics 

 Beta SE Beta t Sig Tolerance VIF 

(Constant) 3.449 .054  64.094 .000   

WILLPOWER .096 .054 .203 4.800 .000 .915 1.033 

 
Note. Sig refers to level of significance. WILLPOWER refers to situational willpower. VIF refers 

to variation inflation factor. 
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Table 48 

Regression Analysis, Interaction Effect of Willpower: Model 1, Essay 2 

 

R R2 

Adjusted 

R2 SE 

Change 

Statistics     

    

F 

Change df1 df2 

Sig F 

Change 

Durbin–

Watson 

.034 .001 -.001 .793 .451 3 1136 .717 1.943 
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Table 49 

Analysis of Variance Table, Interaction Effect of Willpower: Model 1, Essay 2 

 

 Sum of 

squares df 

Mean 

Square F Significance 

Regression .850 3 .283 .451 .717 

Residual 714.201 1136 .629   

Total 715.051 1139    
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Table 50 

Coefficients Table, Interaction Effect of Willpower: Model 1, Essay 2 

 

 Unstandardized 

Coefficients  

Standardized 

Coefficients   

Collinearity  

Statistics 

 Beta SE Beta t Sig Tolerance VIF 

(Constant) 2.632 .026  102.673 .000   

WILL * EE .002 .022 .003 .090 .928 .959 1.042 

WILL * IS .006 .023 .014 .272 .786 .352 2.843 

WILL * 

POS 

-.024 .026 -.045 -.896 .371 .351 2.848 

 
Note. WILL refers to situational willpower, EE refers to emotional exhaustion, IS refers to 

isolation, POS refers to perceived organizational support. SE is standard error. VIF refers to 

variation inflation factor. Sig refers to level of significance.  
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Discussion 

 A convergence of evidence with the results of process tracing using netnography, 

structured interviews, and the survey results provide keen insight that serve to answer the 

research questions of this study: 

1. What are the antecedents in attitudes of online employers and remote employees and their 

working relationship to working at home? 

2. What are the factors that influence online employers to recall their remote employees? 

3. What are the factors that influence WAH employees to leave their online employers? 

4. Did the global pandemic of COVID-19 play a role in decisions made by online employers 

regarding the continuation of working at home, or by remote employees concerning the 

decision whether to stay or leave their online employer? 

Antecedent attitudes by managers toward remote workers were revealed in the data 

analysis and the discussion posts.  The data analysis showed in Q30  (“Our organization would 

rather not have remote employees.”) responses that 22% somewhat agree and 30% agree they 

would rather not have remote employees, representing half the sample.  This finding indicates 

nearly half of managers would rather not have remote workers and half are in favor.  This 

coincides with what researchers have discovered when investigating the relationship mechanism 

as it pertains to the effect COVID-19 may be having on the remote working relationship between 

the employee (who was forced to WAH due to the health risk of the pandemic) and the employer 

(who was forced to become an online employer to the remote employee).  Researchers have 

discovered that the managers of remote workers are unprepared and unskilled to handle this type 

of working environment (Madero Gómez, Ortiz Mendoza, Ramírez, & Olivas-Luján, 2020; 

Modi, 2019; Rainero & Modarelli, 2021). 

Past research has identified factors that contribute to recalling remote employees:” 
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Past research has identified factors that contributed to recalling remote employees back to 

the office centered around three issues: absenteeism, lack of communication, and lack of 

collaboration (Groen et al., 2018; Sinclair, Stephens, Whiteman, Swanson-Biearman, & Clark, 

2021).  Discussion posts in 2020 and 2021 made by managers and employees mentioned these 

factors and debated their veracity (Asay, 2019 Grelle & Popp, 2021).  Researchers have 

investigated the impact of these factors on the recall decision (Das, Tang, Ringland, & Piper, 

2021; Grant, Wallace, Spurgeon, Tramontano, & Charalampous, 2019).  The issue centers 

around productivity and innovation being threatened for lack of collaboration, lack of 

communication, and absenteeism (Crowley & Doran, 2020; Diab-Bahman & Al-Enzi, 2020; 

Wang et al., 2021). 

Influencing factors that may cause remote employees to leave their online employers 

boiled down to one: the quality of management and their connectedness to the company, which 

coincides with organizational support theory (Bakarich, Marcy, & O’Brien, 2021; Jeske & 

Linehan, 2020).  As long as the remote employee felt that management cared about them, such as 

their career progression and situations in their personal life (good and bad), and tended to 

cultivate a culture of caring and connectedness, no matter what negative occurrence to the 

relationship, the remote worker chose to remain with the online employer (Howard-Grenville, 

2020).  This statement surfaced in one of the articles: “Employees leave managers, not 

companies” (Streitfeld, 2020, para. 6); this sentiment was echoed in several observed comments 

in blogs, chat groups, and discussion threads in this study. 

This research set out to investigate the impact of emotional exhaustion, isolation, and the 

negative perception of the online employer, when it turns out the main reason for a remote 

employee to leave the online employer does not include these three factors.  In the data analysis, 
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there was no significant relationship between tenure and emotional exhaustion, isolation, and 

perceived organizational support, which supported past literature (Campbell, Boell, Keating, & 

Cecez-Kecmanovic, 2013; Leineweber, Falkenberg, & Albrecht, 2018; Modi, 2019) and is 

contrary to social exchange theory.  In the extant literature, these three factors may have been 

chiefly considered, but they rarely get mentioned in the modern-day remote working domain 

(Crowley & Doran, 2020; Diab-Bahman & Al-Enzi, 2020; Kurkland & Bailey, 1999). 

COVID-19 impacted the way people worked and brought to the forefront an ongoing 

debate among CEOs and managers regarding the viability of a remote workforce.  The public 

health risk associated with the COVID-19 pandemic forced CEOs and managers to choose 

whether to allow their employees to work remotely or shut down operations (Williamson, Colley 

& Hanna-Osborne, 2020).  According to Global Workplace Analytics, 77% of the workforce in 

the United States worked at the most five days per week in their homes (Lister, 2021).  With the 

severe health risk to their employees, employers quickly made technical advancements and 

adjustments and improved accessibility for their employees, now working remotely, to work 

productively (Ahmad, 2020; Kazekami, 2020).  

Much to the surprise of CEOs and managers, while working remotely, their employees 

exceeded expectations for productivity and were fully engaged with full collaboration, 

communication, and cooperation ( Diab-Bahman & Al-Enzi, 2020; Galanti, Guidetti, Mazzei, 

Zappalà, & Toscano, 2021).  The problems associated with absenteeism, lack of communication, 

and collaboration were non-existent in this new work arrangement (Sinclair et al., 2021; Wang, 

Liu, Qian, & Parker, 2021).  The positive work experience of employees working remotely and 

the productivity remaining the same, or in some instances increasing, are leading CEOs and 

managers toward the continuation of employees working remotely, either all the time or part of 
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the time (Bick, Blandin, & Mertens, 2020; Knoesen & Seymour, 2021).  The old debate was 

whether having a remote workforce would work out; the new argument is whether employers 

should have a partially remote workforce where the employees are at home for a portion of the 

week and then in the office when not working at home (Gratton, 2021; Maipas, Panayiotides, & 

Kavantzas, 2021; Motholo, 2020).  

The term hybrid remote working model is more often in the news, mentioned in 

discussion threads, chat groups, and remote work online communities, as per my observation.  

The fact that remote employees were productive during the time of COVID-19 is either 

believable or situational.  There was nowhere to go and nothing to do but stay home and work; 

almost everything and every place was shut down and closed (Wang, Liu, Qian, & Parker, 2021).  

The actual test of the productivity in the predominance of remote working is now that COVID-

19 is coming to a close and places are starting to reopen and remote employees have a choice to 

work.  According to the observations from discussion threads, trend and pattern evidence, the 

signs of productivity remain the same as when they worked at home during the pandemic; this 

shows further evidence pointing to the positive effect working remotely has on the employer and 

the employee, in confirmation of social exchange theory (Crowley & Doran, 2020; Diab-Bahman 

& Al-Enzi, 2020). 

The preponderance of evidence provided in this research investigation shows that online 

employers do, in fact, use a form of situational willpower in times of negative occurrences with 

their remote employees.  The data analysis indicated a strong positive relationship between 

willpower and communication and willpower and absenteeism related to tenure.  The COVID-19 

situation forced the use of situational willpower both on the part of the online employers and the 

remote employees.  The alternative for the online employer was to lose an employee that had 
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been recruited and trained, while the alternative for the employee was to lose employment at a 

time when millions of people were becoming unemployed (WannoHacker, 2021; Williamson, 

Colley, & Hanna-Osborne, 2020).  This circumstance shows that situational willpower actually 

impacts how employers and employees handle situations that might otherwise force the dance to 

end.  

This statement provides anecdotal evidence and summarizes the findings of this study 

(unedited): 

There’s two realities at play: 

 In most companies and most roles, the collaboration and productivity losses are 

real.  Tracking this stuff is literally my job and I’ve done this as a consultant at several 

large companies over the years.  It’s not bullshit when executives say this work from 

home thing isn’t working for them.  My current gig, they’re losing at least 10% off 

normal productivity any given month at least.  But frankly if that’s all it was, leadership 

would suck it up and maybe try to adjust compensation given the new flexibility (or just 

let go of a few large office leases, corporate real estate is typically the second largest 

expense after wages).  But no, the problem REALLY is that we can’t train replacement 

talent without in-person coaching and mentoring.  Anyone hired within the last 18 

months just isn’t doing shit for us.  Some of that’s on us, it takes years to build a culture 

where online collaboration and mentoring can be successful.  Maybe that would develop 

organically in time, but it’s not there today. 

 The flip side of all this… regardless of the problems with work from home that 

ARE real... people are REALLY dug-in on the remote work thing.  T’ey're 

DEMANDING it, and’it's something 75%+  of the workforce feels VERY strongly 
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about.  Pand’ra's box is open and office workers all over the country are ready to fly a 

bird and leave their jobs for competitors who will offer remote work.  Every major 

employe’ I've consulted for and connected with recently has said the same thing -  soft-

commit to a September return, once schools are open.  But behind the scenes t’ey're all 

shitting their pants.  No liability shield, vaccination rates not good enough to remove the 

risk of a workplace transmission (or worse, possibly death), and’we're losing people so 

fast that recruiting ’an't keep up.  AND if you can get replacement people, as noted 

earlier, t’ey're just not getting up to speed fast enough.  And boomers are noping-out 

younger than expected too.  The brain-drain is real, tenured leaders and top performers 

are BOTH leaving in droves, putting flexibility first. 

 Leadership is paralyzed by this dichotomy the productivity and collaboration 

problems are real... but if you think you can dig in and force your workers back into the 

office and roll it back to 2019 like nothing happen–d - ’ou're gonna have a bad time. 

(Disco_Biscuit, 2021, post 45) 

Conclusions, Limitations, and Implications 

Conclusions 

 The present study examined the relationship mechanism between a remote employee and 

online employer.  There was an inquiry regarding the relationship factors such as absenteeism, 

communication, and collaboration, emotional exhaustion, isolation, and perceived organization 

support impacting tenure and the influence situational willpower has on these factors’ 

relationship to tenure.  A self-administered online survey was distributed to managers and to 

remote employees amounting to a total of 1,636 respondents.  A total of 1,205 posts from 



EMPLOYER AND EMPLOYEE REMOTE RELATIONSHIP 

 

144 

 

discussion threads, blog comments, chats, and tweets were read, coded, categorized into themes, 

and reported as netnographic results.  

What was discovered is that when combined with willpower, communication and 

absenteeism do have a positive relationship to tenure.  So, with the increase of communication 

and attention to working to lessen absenteeism, tenure, or long-term job retention (working for 

the employer for three or more years), is likely to occur.  Moreover, in the observation of what 

was expressed in the field, situational willpower took place among managers and their remote 

employees during the COVID-19 pandemic.  While the working environment was forced into 

remote status and there were downsides to the experience such as distractions, feeling 

disconnected, and Zoom fatigue, resilience took centerstage and the distance dance stayed in 

step.  Regardless of the fact the data analysis did not support all the hypotheses, situational 

willpower did have a positive impact on two of the factors that otherwise would have ended the 

distance dance.  

Seeing that situational willpower significantly affected communication and absenteeism, 

one may draw the conclusion that the social exchange theory premise by which this remote 

relationship may exist was shown in these results to be confirmed.  If both parties carry forth 

with actions congruent to their socio-psychological contract and perform in accordance with 

expected obligations, the distance dance continues.  It is interesting that in cases of absenteeism 

and lack of communication, when the relationship is at risk, willpower can save it from 

dissolving.  This confirms what has been discovered in past studies regarding the willingness to 

engage in interaction (Erdogan & Enders, 2007) and the element of trust based on this interaction 

(Konovsky & Pugh, 1994).  
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In the findings as it relates to the remote employee and willpower, there was no 

significant relationship between willpower and the three factors previously reported as causes for 

remote employees to end the distance dance with their online employers.  The research model for 

Essay 2 was based on organizational support theory and the premise that social exchange and 

perceived support is affected by the psycho-social contract between the parties. (Baran et al., 

2012).  According to this theory, the more affinity between the remote employee and online 

employer, the better the relationship and the higher the likelihood of long-term job retention 

(tenure; W. Chang et al., 2015; Jain et al., 2011).  

In the results of this study, in cases of negative factors such as emotional exhaustion, 

isolation, or lack of perceived organizational support, willpower had no significant influence.  

One may conclude from this finding that there needs to be organizational support to mitigate 

negative consequences in cases of a remote employees suffering emotional exhaustion, 

isolationism, or the belief they are unsupported by their managers.  That, in fact, it is not 

willpower that helps keep the relationship from breaking apart, it is organizational support.  This 

confirms past studies that have indicated perceived organizational support predicts the tendency 

toward emotional exhaustion or isolation (T. D. Golden, 2006) and tenure (Stavrou & Kilaniotis, 

2010).  

Limitations 

This study investigated the remote working relationship between the online employer and 

the remote employee as a longitudinal research investigation taking place prior to COVID-19, 

during COVID-19, and during what appeared to be the ending of the COVID-19 health scare.  

The chosen constructs for this investigation focused on the three aspects given by online 

employers for recalling their remote employees back to the office: absenteeism, lack of 
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communication, and lack of collaboration (Causey, 2019; Spector, 2017 ). Three other constructs 

studied in this investigation were emotional exhaustion, isolation, and perceived organizational 

support.  These three aspects are reasons remote employees have given for leaving their online 

employers (Barros, 2017; Miller & Rampell, 2013; Stavrou & Kilaniotis, 2010).  The controlling 

variables included age, management position, household type, job tenure (the amount of time 

working for current online employer), gender, and the influence of COVID-19.  The type of 

industry of the online employers and the remote employees was not included as a factor in this 

study as it has been included in other similar studies (Nandedkar & Brown, 2017; Nyaanga, 

2012; Talachi & Gorji, 2013).  Although the age group of the remote employees was captured, 

there was no data analysis that included a generational influence on the results as in previous 

studies (Raghuram & Wiesenfeld, 2004; Smith et al., 2018).  The parameter of this study 

encompassed a two year timeframe.  This was a short amount of time for the qualitative portion 

of this investigation, which involved the trace process.  It is surprising that willpower had no 

significant effect on emotional exhaustion, isolation, perceived organizational, or collaboration.  

Perhaps with a longer investigation period there may have been a more significant finding 

regarding the influence of willpower on these aspects that plague the remote working 

relationship and cause online employers to recall their remote employees, which in turn causes 

remote employees to leave their online employers.  

Implications 

The qualitative and quantitative findings from this study are believed to be relevant to 

future studies in this domain.  From these findings there are theoretical, organizational, and 

practical implications. 
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Theoretical implications.  Social exchange theory and organizational support theory 

were the bases for the research models in this study.  The results indicated there is a significant 

positive relationship between willpower, communication, absenteeism, and tenure, which 

confirms when the social exchange between the online employer and remote employee is 

enacted, the relationship is unthwarted (Caesens et al., 2014; Hester-Smith, 2010).  This 

substantiates the strength of the relationship dependent on the parties behaving in accordance 

with expectations.  Expectations, as they relate to social exchange theory, provide a set of 

behaviors which both parties must adhere to in order for the relationship to continue, thereby 

completing the social exchange (Konovsky & Pugh, 1994).  In the case of organizational support 

theory, constructs such as emotional exhaustion, isolation, and perceived organizational support 

and the variables related to these constructs such as affinity, affective commitment, and attitudes 

come into play when investigating the significance willpower may have as a moderator to their 

relationship to job satisfaction, retention, and turnover intentions.   

Additional theoretical implications from this study include the findings related to the 

impact or lack of impact of willpower as a moderator.  Social exchange is the major focus in 

both social exchange and organizational support theories.  Willpower as a moderator was at first 

thought to be a significant factor and a positive influencer.  However, as the findings of this 

study indicate, there is a limit to its influence in the relationship between the online employer 

and the remote employee. 

Future studies using a longitudinal case study design in the attitudes of employees and 

managers regarding the hybrid remote working arrangement is encouraged.  From all indications 

in the news, in the field, and recent research studies, the hybrid remote working model is soon to 
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occur, and future research in this domain might detect changes, if any, in how the rest of the 

distance dance occurs. 

Organizational implications.  According to the findings of this study, for the 

relationship between the online employer and remote employee to continue, there needs to be an 

intentional action taking place on the part of the online employer.  Managers, to keep their 

employees from leaving, must make an effort to communicate frequently and get to the root of 

the problem as soon as there is an issue brewing.  There may be legitimate reasons for remote 

employees to be late to work, missing work, failing to attend virtual meetings, and so forth.  

According to the findings of this research investigation, managers must reach out to employees 

about matters such as these and work to prevent these types of issues as much as possible. 

The case for or against employees working at home is not an all or nothing proposition.  

Understanding the mechanism of working remotely is significant for both theoretical and 

practical reasons.  Due to the occurrence of a worldwide pandemic, the findings of this study 

revealed various implications about the future of the remote working relationship.  Based on the 

data analysis and the voices from the field, the continuation of the distance dance between the 

remote employee and online employer is squarely on the shoulders of the online employer, 

specifically the manager.  Since there were no significant relationships between the factors of the 

remote employees, such as emotional exhaustion, isolation, and perception of their organization 

supporting them, and how those factors relate to tenure or how implementing situational 

willpower keeps the dance in step, it is logical to conclude that the dance can only continue so 

long as employers plays their part.  

It has often been said, “employees don’t leave their employer, they leave their manager,” 

this indicates that the distance dance depends on the management of these remote employees.  
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The data analysis revealed there is a significant relationship between willpower and 

communication and between willpower and absenteeism on the part of the employer.  What this 

implies is that the employer, using willpower, can be the catalyst for maintaining the working 

relationship that keeps the dance in step.  If management falters in their support of, 

communication with, and collaboration with their employees, the dance may cease, and 

employees will leave.  In contrast, if the managers of remote employees care for them and take 

the time to acquire the skills needed to manage them, then the distance dance continues, and all 

parties enjoy the experience (Crowley & Doran, 2020; Diab-Bahman & Al-Enzi, 2020b; 

WannoHacker, 2021). 

Practical implications.  Online employers and remote employees are in debate over the 

policy to allow working at home to continue after the COVID-19 health scare subsides 

(WannoHacker, 2021).  This debate has been ongoing prior to COVID-19 (Butler, Aasheim, & 

Williams, 2007).  Due to the nature of the health risk, the majority of employees were sent home 

to work remotely (Williamson, Colley, & Hanna-Osborne, 2020; Wang, Liu, Qian, & Parker, 

2021).  Employers discovered that having employees WAH did not diminish productivity or 

decrease profits (Berliner, 2020).  One of the findings from this research indicates employees 

discovered working at home gave them freedom and flexibility to have a lifestyle where work 

was fit into life rather than life into work.  The work–life balance was experienced for the 

masses, and now that the genie is out of bottle, how is it even possible to go back to the way it 

was prior to COVID-19? 

The results of this study show that the manager must make the effort to work with the 

employee in all circumstances to keep the employee from leaving.  In most working 

relationships, there is a certain expectation by the employer that the employee be engaged with 
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their work.  There is also the expectation by the employee that the employer be fully engaged in 

employees’ future career growth and development.  The remote relationship continues and does 

not break apart when management actively engages with the remote employee and the 

expectations tied to the social exchange are met (Williamson, Colley & Hanna-Osborne, 2020).  

This is how the dance partners maintain the trust, confidence, and satisfaction it takes for the 

distance dance to continue and have positive and pleasant experiences and outcomes.  
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Appendix A 

A-Priori Investigation 

Online Employer's Attitude Toward Remote Working (Pre-Pandemic) 

Respond to each question with either Yes, No, or N/A 

Was absenteeism a chief reason for recalling your remote employee? 

If yes, did recalling them improve their job attendance? 

Was lack of collaboration a chief reason for recalling your remote employees? 

If yes, did recalling them achieve greater collaboration? 

Was the lack of communication a chief reason for recalling your remote employees? 

If yes, did recalling them achieve greater communication? 

If neither of these reason(s) that apply(ies) to the decision to recall remote workers, please 

indicate the chief reason for recalling them: (long text answer) 

 

Online Employer Survey - Essay 1 

Online Employer Responds to Questions about Collaboration, Communication, and 

Willpower 

Online Employer Regarding Collaboration Taking Place 

Indicate your level of agreement with each of the following statements. 

1= strongly disagree, 2 = disagree, 3 = neutral, 4 = somewhat agree, 5 = strongly agree 
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Your organization relies on a formal agreement that spells out relationships with remote 

employees (EX: expectations, deliverables) 

Your organization includes key staff participating in meetings specifically created for making 

decisions about the direction of the company. 

Remote employees are expected to weigh in with their opinion and expertise during 

organizational meetings. 

Your organization does its best to resolve complaints made by remote employees. 

Your organization's collaboration takes place on a regular basis (EX: weekly, monthly, bi-

annual, annual basis) 

Your organization keeps watch over remote employees making sure they are doing as promised 

in the collaborative process. 

Your organization relies on formal communication channels when contacting your remote 

employees about issues related to your organization. 

Your organization relies on management to coordinate the collaborative effort of your 

organization. 

Your organization has trouble contacting remote employees to participate in collaborative 

meetings. 

Not able to contact remote employees hinder your organization from meeting its mission and 

goals. 

Your organization would be hurt if there was a lack of collaboration. 

Your organization values and appreciates the input from your remote employees for 

collaboration to take place. 

Your remote employees understand the issues surrounding the success of your organization. 
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My organization can count on our remote employees to attend collaborative meetings. 

My organization can count on your remote employees to meet their obligation to the 

collaboration. 

 

Online Employer Regarding Communication Taking Place 

Indicate your level of agreement with each of the following statements. 

1= strongly disagree, 2 = disagree, 3 = neutral, 4 = somewhat agree, 5 = strongly agree 

It takes too long to get a reply from a remote employee after sending them an instant message. 

It takes too long to get a reply from a remote employee after sending them an email. 

Our remote employees meet on a regular basis with their supervisor once per week. 

Our remote employees use instant messaging at least three times per day. 

Our remote employees communicate their needs freely. 

Our remote employees communicate their intent to be absent prior to being absent for work. 

Our remote employees freely share their opinions regarding work tasks, scheduling and the 

direction of the organization. 

 

Online Employers Perspective on using Willpower 

Our organization does what is possible to work with employees in resolving issues regarding 

problems with childcare arrangements. 

Our organization does all that is possible to resolve issues with reasons for a remote absentee. 

Our organization does what is possible to help our remote employees overcome issues that may 

affect the quality of their work. 
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Our organization does what is possible to help our remote employees overcome issues that may 

affect their work attendance. 

Online Employer Work-at-Home Policy 

Indicate your level of agreement with each of the following statements. 

1= strongly disagree, 2 = disagree, 3 = neutral, 4 = somewhat agree, 5 = strongly agree 

Our organization has always had work-at-home/work-from-home job positions. 

Our organization finds it difficult to manage remote employees. 

Our organization would rather not have remote employees.  

Our organization is re-evaluating its policy regarding remote employee positions. 

 

COVID-19 Impact on Remote Working Policy 

COVID-19 pandemic affected our organization's policy regarding our remote employee position 

Yes 

No 

 

Online Employer's Long-Term Retention 

What is the average time your recalled remote employees have been employed with your 

organization? 

Less than 1 year 

1 - 2 years 

3 - 5 years 

6 - 10 years 
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11 - 14 years 

15 plus years 

 

Demographics 

What is your age (age of the manager or company executive) 

18-24 yrs. 

25-34 yrs. 

35-44 yrs. 

45-54 yrs. 

55-64 yrs. 

65 + yrs. 

 

Remote Employee Survey - Essay 2 

       Employee reports observation regarding employer allowing remote workers     

Indicate your level of agreement with each of the following statements. 

1= strongly disagree, 2 = disagree, 3 = neutral, 4 = somewhat agree, 5 = strongly agree 

Our organization has always had work-at-home/work from home job positions. 

Our organization finds it difficult to manage remote employees. 

Our organization would rather not have remote employees. 

Our organization is re-evaluating its policy regarding the remote employee positions. 

COVID-19 Pandemic affected our organization’s policy regarding our remote employee 

positions. 

 

       Remote Employee’s Emotional Exhaustion 

Indicate your level of agreement with each of the following statements. 

1= strongly disagree, 2 = disagree, 3 = neutral, 4 = somewhat agree, 5 = strongly agree 
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I feel emotionally drained from my work. 

I feel used up at the end of the workday. 

I feel fatigued when I get up in the morning and have to face another day on the job. 

Working with people all day is a real strain for me. 

I feel burned out from my work. 

I feel frustrated by my job. 

I feel I’m working too hard on my job. 

Working with people directly puts too much stress on me. 

I feel like I’m at the end of my rope. 

I do not look forward to work anymore. 

 

     Remote Employee’s Feeling of Isolation 

Indicate your level of agreement with each of the following statements. 

1= strongly disagree, 2 = disagree, 3 = neutral, 4 = somewhat agree, 5 = strongly agree 

I find satisfaction in the amount of social interaction I am able to have with co-workers at work. 

I feel a strong sense of belonging to my employer. 

I am satisfied with the amount of communication I have with other members of my work group. 

I am satisfied with the amount of communication that I have with my direct manager. 

I feel absence from the workplace could reduce my chances for career advancement. 

When I have immediate access to other employees, I am able to resolve issues quickly and 

easily. 

I don’t get the information I need to perform my job in a timely manner. 

I find satisfaction in the amount of social interaction I am able to have with co-workers at work. 
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I believe that if I was isolated from other employees it would prevent me from getting my work 

completed in a timely manner. 

 

     Remote Employee’s Perceived Organizational Support 

Indicate your level of agreement with each of the following statements. 

1= strongly disagree, 2 = disagree, 3 = neutral, 4 = somewhat agree, 5 = strongly agree 

My organization really cares about my well-being. 

My organization strongly considers my goals and values. 

My organization shows little concern for me. 

My organization cares about my opinions. 

My organization is willing to help me if I need a special favor. 

Help is available from my organization when I have a problem. 

My organization would forgive an honest made mistake on my part. 

If given the opportunity, my organization would take advantage of me. 

 

 

     Remote Employee’s Willpower 

Indicate your level of agreement with each of the following statements. 

1= strongly disagree, 2 = disagree, 3 = neutral, 4 = somewhat agree, 5 = strongly agree 

At the present time, I am energetically pursuing my work goals. 

At this time, I am meeting my work goals that I have set for myself. 

Right now, I see myself being pretty successful at work. 

I am determined to do an excellent job for my employer. 

I am working toward being promoted to the next highest job position. 

My career goals are very important to me. 
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Demographics 

 

     Remote Employee’s Age 

18-24 yrs. 

23-34 yrs. 

35-44 yrs. 

45-54 yrs. 

55-64 yrs. 

65 + yrs. 

 

 

     Remote Employee’s Management Position 

Yes 

No 

 

     Remote Employee’s Household Type 

Married without children 

Married with children 

Not married without children 

Not married with children 

 

     Remote Employee’s Job Tenure (amount of time with current online employer) 

1-3 years 

4-9 years 

10+ years 

 

 

 

     Remote Employee’s Gender 

Male 

Female 

Prefer not to answer 

 

     COVID-19 Impact on Remote Employee 

Indicate your level of agreement with each of the following statements. 

1= strongly disagree, 2 = disagree, 3 = neutral, 4 = somewhat agree, 5 = strongly agree 

COVID-19 pandemic affected my decision to remain or leave my online employer. 

 



EMPLOYER AND EMPLOYEE REMOTE RELATIONSHIP 

 

200 

 

     Long-Term Employee Retention 

What is the average time your recalled remote employees have been employed with your 

organization? 

Less than 1 year 

1 – 2 years 

3 – 5 years 

6 – 10 years 

11 – 14 years 

15 plus years 
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The information obtained is recorded by the investigator in such a manner that the identity of 

the human subjects cannot readily be ascertained, directly or through identifiers linked to the 

subjects. 

 

Reviewer Notes: 
 

The study referenced above has been reviewed by an authorized representative of the University 

of Wisconsin- Whitewater Institutional Review Board for the Protection of Human Subjects 

(IRB). They have determined that the study qualifies for expedited review under Federal HHS 

regulations 45 CFR 46; (governing the Protection of Human Subjects) and have approved the 

study under the exempt status citing the category(ies) specified above. 

Although there is no expiration date, If you should make any future changes in the protocol 

involving 1) method, 2) subjects, 3) informed consent, and/or 4) subject identification, you must 

submit a protocol modification the Cayuse IRB software application. You may not initiate these 

changes until they are approved by the UW-Whitewater or it's authorized representative. 

 

When you have completed your research, we ask that you complete the IRB Closure Report 

through the Cayuse IRB software application so that we may keep our files current. 

 

The IRB protocol number assigned to this project is listed above; please reference this 

number in any email correspondence. You are responsible for maintaining all records related 

to this project for at least three years after completion of the research project, or according to 

the data storage agreement outlined in your proposal. 

If you have questions or require additional information, please do not 

hesitate to contact me. Kind regards, 

Carl 
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Carl Fox, Director 
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