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This study examined the relationship between remote working and work-life balance
with mediating and moderating effects of social support on work-life balance. The study
surveyed the information technology employees in and around Hyderabad. The data
were gathered using a structured questionnaire for the three constructs remote
working, social support, and work-life balance. Only the items for the three constructs
with factor loadings of > .5 were considered for this study. The reliability and internal
consistency of the questionnaire were assessed by Cronbach’s alpha and Split-half (odd-
even) correlation. The estimated composite reliability and average variance extracted
/convergent validity for the constructs are reliable. The data from 301 valid responses
were analyzed using structural equation modeling with IBM AMOS 28 version. The
assessment with Shapiro Wilk’s test statistic indicates that data were normally
distributed. The model fit indices demonstrated excellent model fit. There was a
statistically insignificant direct effect between remote working and work-life balance;
however, social support fully mediates and moderates the work-life balance of the
information technology employees. The study assessed the moderating role of social
support on the relationship between remote working and work-life balance. The results
reveal positive and significant moderating effects of social support on the relationship
between remote working and work-life balance. The slope analysis indicates that at a
high level of social support, the impact of remote working on work-life balance is
positively stronger than low social support, indicating more work-life balance during
remote working with high social support.
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Remote working is not working from the office but working from a designated place and from
home where interaction with colleagues and peers is possible through technology. The
absence of peer support, workplace isolation, and missing fun during breaks are some of the
issues that affect employee well-being. Some depict remote working as remote work as a
flexible, technologically feasible, and family-friendly work arrangement. Remote working is
working from a designated place other than an office or home using technology such as
laptops, internet, and collaboration tools. It has become increasingly popular recently, in
particular during the Covid-19 pandemic. There is a growing interest in studying remote
working and work-life balance in relation to social support among employees. The employers
directed their employees to work remotely or from to mitigate the infection.

Work-life balance refers that an employee will have sufficient time for both the
professional and personal life without interfering with the other. In a remote work setup,
employees have more autonomy over their work schedule and can often create a better
balance between work and personal life. However, role conflict and role ambiguity, absence
of technology, and work schedules will affect the employee work-life balance. Work-life
balance refers to the idea that a person should have enough time for work and personal life
without interfering with each other. It is believed that employees have more autonomy over
their work schedule in a remote work setup and can often create a better balance between
work and personal life.

Social support is the physical and emotional comfort given to an individual by our family,
friends, co-workers, and others. Emotional support, esteem support, information support,
network support, and tangible support are five types of social support described by Schaefer et
al. (1981). Social support is the emotional and practical assistance others provide to
individuals facing stress, challenges, or problems. In a remote work setup, employees need a
robust support system to help them stay motivated, productive, and connected with others.
This can be achieved through regular virtual meetings with co-workers, participating in online
communities, and trying to stay connected with friends and family. Overall, the above-said
factors are all interconnected and essential aspects of a successful remote work experience.
By focusing on these three areas, individuals can create a positive and productive remote
work environment (Muralidhar et al., 2020).

Social support, particularly family and colleagues support, is essential while remote
working to maintain a work-life balance. The work-life balance reflected the conflict between
the positive aspects of working on-call or at night and the impact on life outside work. The
social structures focused on the role of morale and team spirit. Suitable support structures in
the workplace counteracted and compensated for the effects of negative role stressors and
arduous and unsocial work schedules (Brown et al., 2010)

The three variables are important factors that can impact an individual's job satisfaction
and overall well-being. This study examines the relationship between remote working, work-
life balance, and social support in the context of Information Technology (IT) companies in
and around Hyderabad. The study will use an empirical approach, collecting data through
surveys and interviews with employees of IT companies to gather information on their
experiences and perceptions of remote work, work-life balance, and social support.

The presence and absence of job resources model the specific job conditions. Social work
opportunities and work-life balance are organizational levers that reduce stress and
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willingness to quit employment. The relationships between these work opportunities and
turnover intention are partially mediated by anxiety and social support, whereas work-life
balance is a valuable resource to mitigate stress (Giauque et al., 2019). Social support also
contributes to the work-life balance of remote working women working from home. The
positive contribution of social support to work-life balance on working women during work
from home is reported by Aras et al. (2022). The association between social support and
work-life balance has a positive direction, and the higher social support working women get,
their work-life balance will be enhanced. The study also reports the work-life balance of
working women and its association with children and age groups.

Tejero et al. (2021) compared the factors associated with work-life balance and
productivity before and during working from home. The study reported psychological
detachment, sleep, stress, social support, work-life balance, and productivity declined during
remote working/work from home. The structural equation model results indicated that
personal detachment significantly influenced stress and sleep, subsequently affecting
productivity. Social support significantly helped the participants to maintain a work-life
balance.

The findings of this study will have practical implications for IT companies in and around
Hyderabad and have challenges and advantages in implementing remote work policies.
Additionally, the results may have wider implications for the broader discussion on remote
work and work-life balance. They could contribute to a better understanding of the role of
social support in mediating and moderating the relationship between remote work and work-
life balance. The study examines four objectives: 1) Examine the relationship among remote
working, social support, and work-life balance as mediating factors in the context of
Information Technology (IT) companies in and around Hyderabad, 2) Investigate the role of
social support in mediating the relationship through remote working on work-life balance, 3)
To examine the moderating effect of social support on employee work-life balance through
remote working, and 4) To make recommendations for IT companies in Hyderabad to support
their employees in achieving a better work-life balance in remote working. This study
answers the following questions:

How does remote work impact an individual's work-life balance and overall well-being?
How does social support from colleagues and superiors mediate and moderate the relationship
between remote work and work-life balance?

Review of Literature

Prasad et al. (2023) studied the mediating effects of job satisfaction and occupational stress on
remote working employees and reported the mediating effects of these two variables. Remote
working will have significant consequences without appropriate technology, resources, and
organizational and peer support. The authors suggested organizations should examine the
need for remote working and discuss the intricacies of remote working with employees before
allowing an employee (Prasad et al., 2023). AlAzzam (2017) investigated the association
between work-family conflict, social support, and job satisfaction among Chinese nurses. The
results showed that work-family conflict was negatively associated with job satisfaction, and
social support significantly mitigated this relationship. Overall, the study highlights the
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importance of social support in managing work-family conflict and improving job
satisfaction among nurses.

Xiao and Cooke (2012) reported in a study on the work-life balance of knowledge workers
in the sharing economy in China. The results showed that remote working and flexible
working arrangements were positively associated with work-life balance. The study also
found that organizational support, social support, and individual characteristics like self-
efficacy played essential roles in managing work-life balance. Overall, the study highlights
the need for organizations to provide support and flexibility to knowledge workers in the
sharing economy to manage work-life balance and suggests that individual characteristics and
social support are also essential factors to consider.

The impact of telecommuting on work-family conflict and the moderating effects of
interpersonal justice and social support were reported by (Blakely et al., 2005). The results
showed that telecommuting was associated with lower levels of work-family conflict. The
study also found that social support and interpersonal justice played important roles in
mitigating work-family conflict among remote workers. The study highlights the importance
of organizational policies and support in managing work-life balance and the need for social
support and fairness to reduce work-family conflict in remote working environments (Blakely
et al., 2005).

Bloom et al. (2015) studied the effects of working from home on work-life balance and
productivity in a Chinese experiment. The results showed that workers working remotely
reported higher levels of work-life balance than their office-based counterparts. However,
they also reported higher levels of social isolation, which negatively impacted their well-
being. In terms of productivity, the study found that remote workers had higher output levels
and were less likely to take sick leave, but they also worked longer hours. Overall, the study
suggests that remote working can offer benefits but also presents challenges that
need to be managed.

Empirical research was conducted to identify the conditions that working from home will
improve or influence job satisfaction. This study's findings show no significant effects of
remote work on job satisfaction. Though there are some positive effects on job satisfaction
through remote working, there were no significant effects on job satisfaction working from
the office (Bellmann & Hubler, 2021).

A study by Wolor et al. (2021) investigated the impact of employee productivity on remote
working for long periods during the Covid-19 pandemic in the context of work-life balance
and employee stress. The authors used LISREL 8.5, used a sample of 135 employees, and
concluded that the work-life balance and work-related affect work productivity. The findings
can influence organizational policies and develop strategies to enhance employee work-life
balance during remote working.

In a study on telecommuting, perceptions of psychological job control in the context of
management strategies, authors reported the office and house boundary management issues.
Low turnover is directly related to greater psychological job control and work-life balance.
Effective boundary management strategies will positively impact family-work conflict, with
good boundary management strategies linked to good work-life balance (Kossek et al., 2006).

Shirmohammadi et al. (2022) analyzed 40 recent empirical studies covering the Covid-19
pandemic and reported misfits between desirable expectations and the unpleasant realities of
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remote work. The authors highlighted the critical role human resource development
practitioners can play in assisting employees to achieve a fit between their expectations and
experiences of remote work. Aruldoss et al. (2021) investigated the relationship between the
quality of work-life and work-life balance. The hierarchical regression results indicated that
quality of work life is negatively related to job stress, positively associated with job
satisfaction, and positively related to job commitment. The authors also reported that job
stress is negatively associated with work-life balance and job satisfaction is positively related
to work-life balance. The results also show partial mediation of job stress, job satisfaction,
and job commitment in the relationship between quality of work-life with work-life balance.

Metselaar et al. (2022) investigated the consequences of perceived performance and the
mediating role of employee autonomy and work-life balance satisfaction in teleworking
employees at different locations outside the office. Mediation analysis showed that the paths
from teleworking to performance via autonomy and work-life balance satisfaction were
significant for working from home.

Azim and Al-Halawani (2020) used a cross-sectional quantitative study based on a survey
to investigate the relationship among perceived non-work social support, self-efficacy, and
employee job engagement. Data were analyzed using a partial least square-based structural
equation model, Smart-PLS version 3.0. The study findings indicate an absence of a
statistically significant relationship between perceived non-work social support and employee
job engagement. However, it is revealed that non-work social support indirectly contributes to
higher engagement through increased self-efficacy, a mediator. The result suggests that
support from family and friends increases employees' self-efficacy, which in turn motivates
them to engage in work.

Based on the literature survey, authors could identify and develop a research gap on the
perceived social support of employees in managing work-life balance and mediation
moderating effects of social support on employee work-life balance through remote working.

Research Gap and Hypotheses

The proposed study bridges the gap in research on social support and organizational issues,
like remote working and work-life balance. The authors could source several available
literature that reported social support's influence during remote working. However, the
mediating effects and the moderating role of social support are not studied in detail. So far,
findings are inconclusive regarding the effects of information technology employees in the
context of Hyderabad, and a few studies have examined remote working effects on employee
well-being. Further, there is a need to address work-life balance issues concerning remote
working and social support in the information technology industry in Hyderabad. Though the
pandemic eased out, most of the employees in the information technology sector in
Hyderabad, an Indian Metro, are still continuing remote working. The proposed study with
mediating and moderating the effect of social support on employee work-life balance in the
information technology sector will help address the employee work-life balance issues by
modifying the organization's policies if needed. The following hypotheses are proposed
considering the identified research gaps and the objectives. The researcher's hypothetical
framework is presented in Figure 1.
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Hi: Remote working has a statistically significant and influences the work-life balance of IT
employees

H2: Social support has a statistically significant influence on the work-life balance of IT
employees

Hs: Remote working is statistically significant and influences the social support of IT
employees

Ha: Social support has a mediating effect on the work-life balance of IT employees

Hs: Social support moderates the work-life balance through remote working

Hypothetical Model
The conceptual framework is based on the model Prasad et al. (2023) and Palumbo et al.,

(2021). Palumbo et al. investigated the implications of home working on work-life balance in
educational services to study the unforeseen challenges of the Covid-19 pandemic. The author
addressed the issues of home-based telecommuting employees and its side effects on
employees, especially regarding work-life balance. The authors suggest that home-based
telecommuting may trigger work-to-life and life-to-work conflicts due to blurring boundaries
between work and everyday life. Soft tools, such as organizational meaningfulness and work-
related well-being, mediate the relationship between working from home and work-life
conflicts, lessening the negative implications of working from home on work-life balance.
Prasad et al. (2023) studied remote working and occupational stress and reported the
mediating effects of occupational stress and job satisfaction and employee performance. The
hypothetical model and theoretical relationships among the variables are depicted in Figure 1

and Figure 2.
Figure 1
Authors Hypothetical Model

Social Support

H,

Remote working Work-life Balance

Figure 2
Theoretical Model and Relations among Variables (authors' creation) Adopted from Metselaar et al. (2022)

H,

4

Remote Working Social Support Work-life balance

A
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To better understand, the study modeled moderating effects of social support on work-life
balance through remote working, adopting the model (Figure 3) of Hair et al. (2022). The
moderating effect (P3) is represented by an arrow pointing at the effect p1 linking remote
working and social support. Furthermore, when including the moderating impact on an SEM
path model, there is also a direct relationship (P2) from the moderator to the endogenous

construct of work-life balance.

Figure 3
Moderation Model Adopted from Hair et al. (2022)

Social Support

Remote working Work-life Balance

Method

The sample consists of 301 subjects, with 158 men and 143 women. The characteristics of the
study sample are presented in Table 1. The population of IT sector employees is unknown;
therefore, the Cochran (1977) method was used to estimate the sample size. As per Cochran's
(1977) method, the required sample size is 384. However, this study considered 301 valid
responses for data analysis. The required minimum sample size for structural equation
modeling analysis is 50+5x, where x is the number of questions. The present study has 24
questions, and the required sample size calculated based on the formula is 170 (James, 2009).

Therefore, the valid responses, 301 for this study, are higher than the required sample size.
Table 1
Demography and Descriptive Statistics of the Sample

Item f Percent
Gender

Male 158 52.49
Female 143 47,51
Age Group

20-30 97 32.22
31-40 78 25.92
41-50 74 24.58
>50 52 17.28
Marital Status

Married 156 51.82
Unmarried 145 48.18
Education

SSC 35 11.62
Graduate 120 39.87
Post-Graduate 127 42.19
Other 19 6.32
Children

Yes 120 39.87
No 181 60.13
Experience

1-5 years 40 13.29
6-10 Years 54 17.94
11-20 Years 85 28.23

More than 20 Yeas 32 10.64
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Instruments

The study was carried out with a 24-item questionnaire with three constructs remote working
with 12 items, social support-6 items, and work-life balance with six items. The questionnaire
was developed following the published questionnaires on remote working (Prasad et al.,
2021), social support, and work-life balance (Prasad, 2018). The statements were modified to
suit the present study. Twenty-nine statements were considered for this study; however, five
items (two from remote working, one from social support, and two from work-life balance)
were dropped because the outer loadings of the items were < .5. The scale’s reliability and
validity were assessed (Cronbach’s alpha = .84, Split half (odd-even) reliability .87)
(Cronbach, 1951). The reliability statistics for the constructs remote working (.92); social
support (.90) and work-life balance (.89), (Table 3) indicated the questionnaire is consistent
and reliable. The collected data were analyzed using structural equation modeling to measure
the effect of remote working and social support on the work-life balance of IT sector
employees. The developed questionnaire was published on Google form and circulated
through emails and Whatsapp to gather the data. Four hundred respondents shared the
questionnaire link, the employees of the information technology domain. Three hundred and
one valid responses were considered for data analysis using structural equation modeling.

Data Analysis
The data were analyzed with structural equation model analysis (IBM AMOS 28) to test the

researcher's hypothetical framework. The outer and inner measurement models were
examined. The present study consists of three reflective constructs with 19 indicators. The
researchers using IBM-AMOS have established to measure absolute path-coefficients in
several research studies and organizational psychology studies with small and large sample
sizes, including non-normal and normal data (Hair et al., 2013).

Results

The following sections present the results of structural equation modeling — the measurement
and structural models and mediation analysis- along with the testing of hypotheses. The
present study consists of 3 latent constructs, and all are reflective. Therefore, the reliability
and validity are assessed for their appropriateness for further investigation to determine the
reflective measurement (Hair et al., 2011). The structural model with loadings is presented in
Figure 4. Initially, convergent validity was assessed to evaluate the outer measurement model,
and for this factor, loadings, Average Variance Extracted (AVE), and Composite Reliability
(CR) were measured. The three reflective constructs' factor loadings are analyzed to assess the
measurement model. The five items with low (< .5) factor loading values (for the three
constructs) were removed to enhance the outer model, as the scales were reflective (Hair et
al., 2013). The structural equation model was re-run after removing the low-factor loadings.
From the re-run of SEM, all the factor loadings for 19 items reached greater than
recommended average indicators value of a construct is .7, and an excellent outer
measurement model was constructed (Chin et al., 2008). Referring to the model's assessment,
the recommended cutoff value of 0.7 loadings constitutes a good outer measurement (Chin et
al., 2008; Hair et al., 2013). However, there are some loadings for four construct items where
the loadings for respectively items are < .7 (Table 2), which were retained for the analysis as
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the respective construct’s average loading is > .7 and Average Variance Extracted for every
construct is > .5 (Hair et al., 2013). The outer factor loading for all the reflective constructs is
presented in Table 2, and the values indicate an excellent outer model. The reliability statistics
for the study variables are presented in Table 3.

Table 2

Items and Outer Loadings for Study Variables
Remote working Quter loading
RW1 — “I can communicate through various modes and can prioritize the communication modes like email .90
Whatsapp”, chat, Skype based on the importance
RW?2 — “I have enough knowledge/technical know-how to carry out my work remotely without or with minimal .88
supervision”
RW3 — “My organization provides all the software/technology needed for remote working” .89
RW4 — “The technology provided able me to connect to others while remote working” .69
RWS5 — “There is a scope for digital/virtual meetings of staff with peers during remote working” .70
“RW6 — “My role is essential for achieving the objectives of the Team/ organization through remote working” .70
RW?7 — | am part of the essential delivery service team and my role is demand through remote operation” .74
“RW8 — I will not feel workplace isolation during remote working” .75
“RW9 — I am able to connect colleagues through remote working” .73
“RW10 — | will not feel alienated from the workplace and teamwork during remote working” .60
Social Support
“SS1 — I receive enough backup support from family” .86
“SS2 — My spouse will look after my children” .80
“SS3 — I receive emotional support (support from spouse/husband etc.)” .79
“SS4 — | receive instrumental and information support (assistance from friends and loved ones” .66
“SS5 — | often receive appraisal support from my family and relatives (Support in terms of goods, materials and .63
service”
Work-life balance
WL1 — “T often neglect my personal needs due to the stress of my work” .82
WL2 — “My work suffers because of everything going on in my personal life” 74
WL4 — “I return home from work too tired to try to do things I wish to do” .81

WL5 — “My job makes it difficult to take care of the type of private life I might like” .82

Note. Source: Primary data analyzed and processed

After assessing the outer loadings, the CR, i.e., the degree of reflection of an unobserved
variable or latent constructs by the items of that construct, and convergent validity measuring
AVE were measured. The values for CR for all three constructs are greater than the
recommended value of > .5 (Hair et al., 2013), indicating the reliability of all the latent
constructs. The AVE values for all the constructs are greater than the recommended value of
.5 (Hair et al., 2013). The construct reliability validity and AVE values are presented in Table
3.

Table 3
Reliability Statistics
S.No “Study Variable” “Split-Half (Odd- “Cronbach alpha” CR AVE
Even) Correlation”
1 Remote Working .81 .92 93 .58
2 Social Support .82 89 .86 .56
3 Work-Life Balance .80 92 87 64

Note. Source: Primary data processed

Structural Model
The inner composition of the relations between the different constructs is depicted in the

structural model. The model fit statistics are indicated in Table 4. The structural model fit
statistics indicate the model is an excellent fit. The structural model is presented in Figure 4.
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Table 4

Model Fit Statistics

Item Estimate Range Reference

CMIN 405.87

DF 142.00

Relative Chi-Square (CMIN/DF) 2.85 <3 Kline (2011)
Comparative Fit Index (CFl) 0.93 > .90 Bentler & Bonett (1980)
Incremental Fit Index (IFI) 0.92 > .90 Bollen & Lennox (1991)
Tucker Lewes Index 0.93 >.90 Tucker & Lewis (1973)
Normed Fit Index 0.93 >.90 Bentler and Bonett (1980)
Root Mean Square Error of Approximation (RMSEA) 0.07 0.5 or less MacCallum et al. (1993)
Standardized Root Mean Square Residual (SRMR) 0.04 <.05 MacCallum et al. (1993)
PClose 0.99 > .05 James et al. (2009)
Figure 4

Structural Model

0.05

€17 WLB5 0.83
£13 WLB2 -
€19 wWLB4

Discriminant Validity
Discriminant validity refers to the degree to which the measures should be highly correlated

and indicates how the given construct differs from other constructs (Anderson & Gerbing,
1988). According to Fornell and Larcker (1981), the construct AVE should be > than the
variance among the construct and other constructs of the model. In Table 5, the diagonal
values in bold indicate > than its correlation with any other latent variable, so the discriminant
validity is met. The Heterotrait-Monotrait Ratio (HTMT) analysis examines the ratio among
trait correlations of the two constructs. If the HTMT value is < .90 the discriminant validity is
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established between the two constructs. As presented in Table 5, all the values are < .90.

Therefore, the discriminant validity is established (Henseler et al., 2015)
Table 5
Discriminant Validity

Remote working Social support Work-life balance
Remote working 76
Social support 11 75
Work-life balance .05 22%** .80
HTMT
Remote working
Social support .06
Work-life balance 03 19

Note. Source: Primary data analyzed; Thresholds are 0.850 for strict and 0.900 for liberal discriminant validity.

Common Method Bias
The Common Method Bias (CMB) is inflation or (in rare cases depletion) of the true

correlation between the observable variables in the study. In most cases, the respondents reply
to the questions consisting of independent and dependent variables simultaneously; there is a
chance for artificial inflation of covariance. This study estimated common method bias using
Harman’s Single Factor Test and Common Method Latent Factor methods.

Harman’s Single Factor test. In this test, the researchers have loaded all the indicators
were loaded to one factor, and Confirmatory Factor Analysis was performed to assess the
model fit. The model fit was verified, and an excellent fit indicated no common method bias.

Latent Common Method Factor: In this procedure, the authors used a latent variable that
directly relates to all the construct’s indicators in the model. A latent construct was drawn and
labeled as Common Method. Later the model included a direct relationship from the
unobserved common method latent construct to every indicator in the model. After drawing a
path from the common method construct to all the indicators in the model, a constraint to all
the relationships from the method factor to be equal is made to examine if there is any
common influence across all the indicators. The model was run with the latent common
method variable, which directly relates to all the factors, and the Chi-Square value of this
CFA model was noted. The observed Chi-square value is 410.23, with a degrees of freedom is
141. The original model chi-square without latent factor is 405.87 with degrees of freedom is
142. The difference between the chi-squares is 4.36, indicating that there is a common method
bias. However, it is not a substantial concern in this study as the CMB is at a very low level

and is not affecting the study's outcome. The results are presented in Table 6.
Table 6
CMIN (without latent common method)

Model NPAR CMIN dF P CMIN/DF
Default model 67 405.87 142 .000 2.85
Saturated model 209 .000 0

Independence model 38 4061.97 171 .000 23.75
CMIN (with latent common method)

Default model 67 410.23 141 .000 2.90
Saturated model 209 .000 0

Independence model 38 4061.97 171 .000 23.75
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Testing of Hypotheses
From Table 7, it can be observed that the path coefficients for remote working are not
statistically significant and not influencing the work-life balance of the information
technology employees (B = .08; p > .05) (Figure 5), and if remote working is increased by 1
unit, the work-life balance goes by .08 units (Table 7). From this, it is evident not support the
Hypothesis Hi: Remote working has a statistically significant and influences the work-life
balance of IT employees

Social support is statistically significant and positively influences the work-life balance of
the employees of the IT industry with (8 = .13; p <.01) (Figure 6). Hz: Social support has a
statistically significant influence on the work-life balance of IT employees supporting the Ha.

Further, remote working is not statistically significant and not influences social support (B
=.0.09; p > .005, explaining a 5% variance in work-life balance (Figure 6). This not supports
the Hz: Remote working is statistically significant and influences the social support of IT
employees supporting Hs.

Table 7

Estimates of Structural Equation Modeling (Hypotheses Testing)

Hypotheses R t p Decision

H1l: RW—WLB .08 1.76 > .05 Not Supported
H2: SS>WLB 13 3.36 <.001 Supported
H3: RW — SS .09 1.82 > .05 Not Supported
H4: SS mediates WLB 14 4.07 <.001 Supported

Note. Source: Primary data processed

Mediation Analysis

The influence between two constructs takes an indirect path through a third variable called a
mediator. At this point, the third variable intervenes with the influence of the two constructs.
A mediating variable is also referred to as an intervening variable. The direct, indirect, and
total effects need to be assessed to measure the effect of mediating variables.

In assessing the mediating effect of mediating variables, the direct effect of the
independent construct on the dependent construct in the absence of a mediator was measured.
If the result is found significant, further mediation analysis is carried out (Hair et al., 2016).
Later the bootstrapping procedure for assessing the confidence intervals is followed (Cheung
& Lau, 2008; Mahfud et al., 2020). From Figure 5, it can be observed that in the absence of a
mediator, remote working has a positive and considerable impact on the work-life balance of
IT sector employees. The Estimates are not statistically significant (3 = .03; p > .05);
however, further mediation analysis is carried out.



International Journal of Organizational Leadership 12(2023) 247

Figure 5
Direct Relationship among Independent Variable Remote Working with Dependent Variable Work-life Balance
in the Absence of Mediator

The study examines the effect of the mediation effect of social support on the work-life
balance of IT employees. The author followed the procedure of Preacher and Hayes (2008),
which assesses the indirect effects of the model. This study examined the indirect effect of
mediating variable social support on work-life balance. Prasad et al. (2023) studied the
mediating effects of organizational support and occupational stress on performance through
remote working in information technology employees. The findings reveal that organizational
commitment is statistically significant and mediates performance through remote working.

The study assessed social support’s mediating role in the work-life balance of IT
employees. The results revealed social support is statistically significant and has an indirect
effect on work-life balance through remote working (8 = .22, p < .01), indicating an increase
in a unit of job satisfaction decreases .22 units of work-life balance is enhanced, supporting
Ha: Social support has a mediating effect on work-life balance through remote working.

Figure 6
0.44
i 0.63 ﬂ iOGZOAB i 0.75

Mediation Analysis
| ss2 || sss5 || ss3 || ss4 || ss1 |

Note. RW: Remote working; WLB: Work-life balance; SS: Social Support

The study assessed the mediating effect of social support on the relationship between
remote working and work-life balance. The results revealed a statistically significant (b = .14,
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t = 4.07, p < .001), supporting Ha: social support mediates the work-life balance. However,
the direct effect of remote working on work-life balance in the presence of the mediator social
support was also found to be not statistically significant (b = .003; p > .05). Hence, social
support fully mediates the relationship between remote working and work-life balance.
Mediation analysis results are presented in Table 8.

Table 8
Mediation Analysis Summary
Relationship Direct Indirect Confidence Interval P-value  Conclusions
effect effect
Lower bound  Upper bound
Remote working —>social support -> Work-life .01 14 .08 .18 <.001 Full mediation
balance (>.05) (.000)

Moderation Analysis
The study assessed the moderating role of social support (SS) on the relationship between

remote working (RW) and work-life balance (WLB). The results revealed that statistically
significant and positive moderating impact of social support on the relationship between
remote working and work-life balance (b = .09, t =2.76, p = .005) supporting Hs: Social
support moderates the work-life balance through remote working. The moderation analysis
summary is presented in Table 9.

Table 9

Moderation Analysis Summary

Relationship Beta CR p
SS>WLB 19 4.96 0.000
RW*SS>WLB .09 2.76 0.006

A simple slope analysis in Figure 7 shows that the line is steep for low Remote working
(RW). This shows that at a Low level of social support, the impact of remote working on
work-life balance is much weaker than high-level social support. As the level of social
support (SS) is increased, the strength of the relationship between remote working and work-

life balance is increased.

Figure 7

Simple Slope Analysis on the Nature of Moderating Effects of Social Support on Work-Life Balance through
Remote Working
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Discussion

The study focuses on the impact of remote working on work-life balance and mediating and
moderating the role of social support through remote working on information technology
employees in and around Hyderabad. This empirical research was conducted by gathering
data from employees of the Information Technology (IT) industry using a questionnaire and
survey method. The results reveal that remote working positively affects work-life balance,
and social support plays both mediating and moderating role between remote working and
work-life balance, positively impacting the work-life balance. The study reveals that the
work-life balance is better if social support is high. Specifically, social support from
colleagues and family strengthened the positive impact of remote working on work-life
balance. Mishra and Bharti (2023) examined the relationship between social support, work-
life balance, and satisfaction with life in the context of hybrid work. The authors concluded
that hybrid work is positively related to social support and work-life balance. The study
further established the mediating role of social support between hybrid and work-life balance,
and our results are in line with this study.

Palumbo (2020) carried investigated the side effects of remote working on work-life
balance using an empirical and quantitative research design. The author reported the negative
effect of work-life balance on public servants, and the employees who worked remotely
suffered from role conflict issues. However, social support and work engagement positively
mediated the negative effects of remote working and work-life balance. The outcome of the
reported study is similar to the results reported by the author.

Building on the Affective Events Theory, Ugwu et al. (2023) examined the relationship
between work engagement with work-life balance (WLB) and studied the mediating effects of
home demands. The authors reported the positive effects of work engagement on home
demands and home demands negatively associated with work-life balance. The results further
revealed that work engagement related negatively to WLB and that home demands mediated
the negative work engagement-WLB connection. Our study reports similar effects of remote
work on work-life balance with social support's mediating and moderating role.

Slavkovi¢ et al. (2021) carried out a similar study on remote work for the sustainability of
the organization during the Covid-19 pandemic studying the mediator-moderator role of
social support. The author studied the role of social support in the context of the relationship
between negative work-home interaction (NWHI) and negative home-work interaction (NHWI)
using the PLS-SEM approach. The results indicate a strong and positive direct association
between social support and work engagement and job performance, while mediation and
moderation of the role of social support were mostly confirmed but with some results opposite
to what was expected. Social support could not buffer a negative home-work interaction and
loneliness within remote working. This study confirms our results on mediating and
moderating the role of social work on work-life balance with remote working.

The study's findings highlight the importance of social support for employees working
remotely and suggest that companies should provide opportunities for remote workers to
interact and connect with their colleagues and support systems. Additionally, the study
highlights the need for companies to adopt policies and practices that support work-life
balance for their remote workers. The results show that remote working positively impacts
work-life balance, providing employees greater flexibility and autonomy in managing their
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work and personal time. However, social support plays a crucial role in determining the extent
to which remote workers experience positive work-life balance outcomes. Specifically,
employees who received high social support from their colleagues and supervisors were
likelier to report better work-life balance.

Conclusion

In conclusion, the study provides valuable insights into the impact of remote working on
work-life balance and the mediating and moderating role of social support. Companies can
use the results to enhance their remote work policies and practices, improving their
employees' work-life balance and overall job satisfaction. Our study offers insight into the
role of social support and recommendations for managing the antecedents and consequences
of remote working, intending to determine a sustainable model for extensive application, not
only during the COVID-19 pandemic but in regular times. However, workplace isolation,
interaction with colleagues, and missing fun during routine breaks are the issues that need to
be addressed during remote working.

While remote work offers a range of benefits, such as increased flexibility and autonomy,
it can also present challenges that workers need to navigate. These include issues such as
isolation, blurred work-life boundaries, and a lack of social support. In this context, work-life
balance and social support have emerged as critical mediating factors in ensuring the success
of remote work arrangements. Remote work can blur the boundaries between work and
personal life, making it difficult for workers to switch off from work and relax. This can
increase stress and burnout, impacting job satisfaction and overall well-being. Effective work-
life balance strategies such as setting clear work hours and establishing a dedicated workspace
can help remote workers manage these challenges. Social support is another critical factor that
can impact the success of remote work arrangements. Remote workers may feel isolated and
disconnected from their colleagues and supervisors, which can impact their ability to
collaborate effectively and feel motivated. They may also lack the support of family and
friends outside of work, which can impact their overall well-being. Providing remote workers
access to social support, such as regular team meetings and virtual social interaction
opportunities, can help address these challenges.

The remote working offers numerous benefits but challenges that must be managed
effectively. Work-life balance and social support have emerged as critical mediating factors in
ensuring the success of remote work arrangements. Employers should prioritize the
development of effective work-life balance strategies for remote workers, such as providing
access to resources and support for managing workloads, establishing clear communication
protocols, and encouraging regular breaks and downtime. They should also offer opportunities
for social interaction and collaboration, such as virtual team meetings and social events. At
the same time, remote workers should proactively manage their work-life balance and seek
social support. This may involve establishing clear boundaries between work and personal
life, taking regular breaks and engaging in self-care activities, and reaching out to colleagues
and friends for support when needed. By prioritizing work-life balance and social support,
remote workers can maximize the benefits of remote work while minimizing its challenges.
Ultimately, remote work can transform the way we work and live, but only if we can manage
its challenges effectively.
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Recommendations
Based on our study and its outcomes, the authors recommend the following recommendations
for industry, particularly those who are still employing remote workers.

The organization should address the issues of workplace isolation, absence of peer support,
interaction with colleagues, and missing fun during routine breakups. Encourage routine and
effective communication of colleagues and peers through technology and online interactions.
Support the employees with flexible work schedules. Therefore, employees can attend to the
needs of the family and get adequate social support. The employers should provide adequate
technology to have routine peer-colleague interactions, and open communications, foster a
supportive work culture, and develop policies on establishing clear work-life boundaries
addressing role ambiguity issues. The recommendation may mitigate the problems during
remote work and maximize its benefits. Employers can also benefit from improved
productivity and employee retention by providing a supportive work environment that
prioritizes work-life balance and social support. Ultimately, the success of remote work
depends on the ability of both employers and remote workers to work together to manage its
challenges effectively.
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