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Abstract: The employees in academic sector had to face an abrupt change due to Covid-19 

pandemic and transformation of education into online and remote learning. This has led to 

virtual work intensity as an aftermath that negatively influences employees’ job satisfaction. 

In addition, due to remote working conditions, the lines between work and life had been 

dimmed and thus, the current situation is important to be addressed for wellbeing of academic 

staff. This research specifically aims to examine impact of virtual work intensity on job 

satisfaction among university staff. Furthermore, mediating effect of organizational support 

and work-life balance on the aforementioned relationship are analyzed to better understand the 

underlying effects. Through PLS-SEM and using a questionnaire survey, a total of 183 data 

were collected from teachers and administrative staff of two universities. The results show that 

virtual work intensity can hinder job satisfaction, while organizational support and work-life 

balance can improve job satisfaction of academic employees. This is due to the fact that support, 

and balance act against work intensity that diminishes wellbeing of individuals. This implies 

the vital role of organizations (e.g., human resource department) in providing support for their 

staff, and creating an environment, where academic staff can have a better work-life balance, 

leading to higher rates of job satisfaction as an important factor for psychological wellbeing. 

Keywords: virtual work; organizational support; human resource management; work-life 

balance; job satisfaction; academia 

1. Introduction 

With advancements of technology, and increased competitiveness, the number of 

organizations deploying virtual systems has been increasing (Ale Ebrahim et al., 2009; 

Qui and Dauth, 2021). It has been noted in a number of studies that due to its recency, 

the concept of virtual work environment and its relevant factors require analysis and 

examination and the studies surrounding the subject are relatively limited, which 

provides a path for further evaluation, especially empirical evidence (Mansfield, 2018; 

Zacher and Rudolph, 2021). Within the realm of Human Resource Management 

(HRM), there have been various elements linked to virtual work intensity and its 

outcome/underlying effects such as, team-member exchange (TMX), supervisors’ role, 

job satisfaction, compensation, and work-family balance (Herzberg, 1974; Hong et al., 

2016; Islam and Ali, 2013; McNall et al., 2009; Schall, 2019). This research 

emphasizes on the abrupt changes occurred on educational sector as a high-performing 

industry (Bouwmeester et al., 2021), due to global pandemic of Covid-19. This has 

forced educational institutions to shift into virtual workspaces as a response to 

imminent threat of the virus. In this sense, the current research aims to empirically 

CITATION 

Ezzeddine M, Daouk A, Hassanein F, 

et al. (2024). Changing the nature of 

traditional workplace and evolving 

virtual work intensity environment; 

experience of university staff during 

Covid-19. Journal of Infrastructure, 

Policy and Development. 8(8): 5135. 

https://doi.org/10.24294/jipd.v8i8.5135 

ARTICLE INFO 

Received: 10 March 2024 

Accepted: 28 April 2024 

Available online: 15 August 2024 

COPYRIGHT 

 
Copyright © 2024 by author(s). 

Journal of Infrastructure, Policy and 

Development is published by EnPress 

Publisher, LLC. This work is licensed 

under the Creative Commons 

Attribution (CC BY) license. 

https://creativecommons.org/licenses/

by/4.0/ 



Journal of Infrastructure, Policy and Development 2024, 8(8), 5135.  

2 

examine the effects of virtual work intensity among academic staff on their job 

satisfaction. The question is whether through appropriate practices (i.e., organizational 

support, and work-life balance) promoted by HRM departments in universities, overall 

job satisfaction of academic staff can be improved. As the ultimate outcome, the 

research conceptualizes job satisfaction as an important matter for psychological 

wellbeing. Virtual work is regarded as an arrangement for work that does not rely on 

interaction in-person, and location as it is conducted through virtual platforms (Cho 

and Park, 2021; Raghuram et al., 2019). The current research aims to contribute to the 

current understanding on the subject of virtual work from a psychological standpoint 

that measures a number of elements (i.e., organizational support, job satisfaction, and 

work-life balance). This study aims to examine whether provision of support by 

organizations through HR initiatives can increase job satisfaction among academic 

staff. Additionally, similar practices that focus on establishing work-life balance are 

included in the current study as another mediating variable that can better explain 

enhanced job satisfaction. 

Virtual work is a mean for cost reduction for companies, which can yield in 

competitive advantages due to its problem-solving ability for complex systems 

(Bussing and Aumann, 1996). Virtual work intensity (VWI) has been linked to job 

satisfaction, and recommended for more analysis (Bellmann and Hubler, 2020; 

Mansfield, 2018; Qui and Dauth, 2021). As the current research takes the global 

pandemic effects into account as a means for increased virtual work intensity for 

academic staff, it is important to note that other crises have caused a tendency towards 

virtual workplaces as noted in the extant literature (e.g., natural disasters, war, 

industrial incidents, data security issues, political strings, and financial problems) 

(Hewitt, 1983; Rosenthal and Kouzmin, 1997; Zacher and Rudolph, 2021). The value 

of current paper lies within the notion of Covid-19 pandemic as the most recent global 

crisis that has encouraged scholars to investigate its impacts on human lives. The 

current research focuses on psychological factors (i.e., job satisfaction) that have been 

hindered due to intense virtual work settings, forced to individuals working in 

education sector. Academic staff were urgently shifted to work from their homes and 

experience intensity in handling their day-to-day tasks (Telyani et al., 2021). It is 

argued in the current research that the aforementioned change posed an array of 

negative effects on individuals’ wellbeing, including and not limited to job satisfaction, 

and work-life balance, which are considered as outcomes of intensified work in a 

virtual setting that combines life and work domains. In doing so, the current research 

addresses the gap noted in the literature that surrounds education sector and 

particularly, regarding the region of Middle East. Therefore, the current research aims 

to contribute to the understanding of VWI and its effects on job satisfaction in the 

aftermath of the global pandemic. This can be useful for scholar examining impacts of 

crises on different domains of human life as well as practitioners in the education 

sector, who seek to better comprehend influences of crises on their employees. 

Ultimately, the current results can be used by university managers to implement 

systems in their organizations that foster a supportive environment that focuses on 

wellbeing of staff. This in turn, can yield in a more positive educational environment 

for students as satisfied teachers are more likely to perform better with more 

motivation and engagement (Telyani et al., 2021). 
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Building on the findings in the recent and relevant literature, this study examines 

the linkage between VWI and job satisfaction among academic employees (Bellmann 

and Hubler, 2020; Qui and Dauth, 2021; Sandoval-Reyes et al., 2021; Zacher and 

Rudolph, 2021). As noted earlier, this section had to face severe and abrupt changes, 

which impacted the livelihood of employees considerably. The conduct of this 

research can provide a better understanding on how intensified work settings (i.e., 

remote) can negate job satisfaction among academic staff. The role of organizations 

(especially HR department) in providing the highly needed support and mechanisms 

that foster work-life balance is emphasized as the education sector is highly 

demanding, and the pandemic restricted the resources available for academic staff to 

conduct their tasks. Thus, the aim is to contribute to organizational behavior, and 

organizational psychology literature, while adding to the recent strings of studies that 

analyze the impacts of Covid-19 as a global crisis. In this sense, a number of theories 

are embedded in the context of current study that are further explained the following 

section. 

According to what was mentioned, this study endeavors to yield in results that 

can be beneficial for scholars, academic staff and decision-makers in universities. 

From theoretical standpoint, scholars can benefit from current results as they pertain 

to application and expansion of deployed theories in the context of Jordanian 

education sector. Practitioners in the field can have a better understanding on 

important and influential elements that can be implemented in universities to ensure 

that wellbeing of individuals are focused upon during times of crises. In this respect, 

the role of organizations to provide and establish a work setting that emphasizes on 

wellbeing of employees is taken into consideration. Similarly, the importance of work-

life balance is examined as it is linked to the high demands of education sector, and 

changes in demands and resources during the pandemic. As job satisfaction 

incorporates job-related factors and personal elements, this research focuses on 

academic staffs’ job satisfaction as they carry an important role in the society (i.e., 

educating and nurturing future generations). Therefore, understanding determinants of 

job satisfaction in this sector during crises (i.e., Covid-19 pandemic) can pave the way 

for strategic implementation of practices and systems that equip universities for facing 

future crises. 

It has been reported that webinars, tutorials, assist programs, counseling services 

that focus on employees’ wellbeing during times of crisis are among the initiatives 

that HRM can deploy to enhance job satisfaction (Zacher and Rudolph, 2021). 

Interestingly, it is mentioned that the impacts of crises vary among individuals. Within 

the context of current research, chronic illnesses in family, disrupted work-life balance, 

and psychological elements such as, loneliness and stress can be examples of aspects 

that can differ among individuals (Carnevale and Hatak, 2020; Cho and Park, 2021; 

Joss et al., 2021). The aforementioned elements are vivid and significant during Covid-

19 pandemic, particularly for the academic staff as a high performing sector that had 

to change its general setting in a short time (Bouwmeester et al., 2021; Qui and Dauth, 

2021; Telyani et al., 2021). The role of HRM becomes vital in provision of job 

autonomy, and support (Obenauer, 2021). Frequent meetings, developing network 

systems, and holding events have been reported as initiatives that HRM can carry out 

for their single employees with the aim of reducing loneliness and/or negative 
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psychological outcomes of social exclusion (Kniffin et al., 2021). Following what was 

mentioned, this research investigates this context from the perspective of academic 

staff in Jordanian universities. Notably, there is a scarcity in the extant literature 

pertaining to the Middle East and Jordan particularly, which further drives the conduct 

of this study. 

Furthermore, VWI is linked to work-life balance due to its flexibility in time 

and/or place. It blurs the line between work and life (Fonner and Roloff, 2010; Qui 

and Dauth, 2021) especially for jobs that normally are conducted in a traditional 

setting (e.g., office or classroom). Improving job quality, security, and enabling 

employees’ voice can be effective for balancing the intensity of virtual work with other 

domains of life (Butterick and Charlwood, 2021). In accord with what was noted, this 

study highlights the role of HRM practices in addressing wellbeing of academic 

employees during Covid-19 pandemic by providing organizational support, and 

reducing work intensity to enhance work-life balance. In this regard, the current results 

can be used as strategies for academic institutions, when facing future crises, and have 

a prepared system that can foster wellbeing and job satisfaction for employees. This 

further contributes to studies that examine the effects of global crises in different 

sections of the human society and specifically, psychology. Similar to what was 

mentioned above, the role of work-life balance is focused in terms of its mediating 

impact on VWI-job satisfaction relationship during the pandemic. It is argued in this 

research that through practices and systems that promote work-life balance and 

provide support to the academic staff, the negative effects of intense virtual work on 

job satisfaction can be reduced. This in turn can lead to higher levels of job satisfaction 

that is undoubtedly influential on performance, and can enable positive organizational 

behavior. 

2. Theoretical framework 

While the subject of virtual work is not new for scholars, the literature suggests 

that it requires further investigation (Chanana, 2021; John et al., 2020; Yu and Wu, 

2021). This is seen especially regarding the concept of job satisfaction as there is a 

call by scholars to examine this factor in different sectors especially, those with high 

demands and shifted settings (i.e., traditional to online) (Burman and Shastri, 2016; 

John et al., 2020; Orhan et al., 2016; Niebuhr et al., 2022; Qui and Dauth, 2021). It 

has been also noted in the literature that the linkage between VWI and job satisfaction 

cannot be regarded as a mere linear relationship (Qui and Dauth, 2021), implying that 

there are other factors involved in this regard (e.g., organizational support, wellbeing, 

leadership, exchanges and interactions among peers and supervisors, organizational 

culture, and work-life balance) (Hirnawati, 2022; Niebuhr et al., 2022; Sapta et al., 

2021). This shows that the subject at hand is complex by nature and thus, requires 

empirical evidence to yield in a better comprehension of underlying effects. 

Accordingly, it can be said that the intensity of virtual work is not the only factor 

influencing job satisfaction, and therefore, existence of mediator or moderating 

variables should be assessed (Cho and Park, 2021; Rodríguez-Modroño and López-

Igual, 2021). This research also justifies its conduct as there are limited number of 

empirical studies that address the effects of VWI, especially during Covid-19 
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pandemic and in the context of Middle East (i.e., Jordan). 

Following what was mentioned above, this study embeds a number of theories 

that address employees’ perception of job satisfaction through HRM initiatives during 

the pandemic. In this sense, through Transactional Stress Model (Lazarus and Folkman, 

1984) it is emphasized that crises such as, the pandemic are highly impactful on life 

of individuals that ranges from physical threats to psychological and mental wellbeing. 

This model addresses the capacity of individuals in adjusting to a crisis that impacts 

environment-individual interactions (i.e., lockdowns and other restrictions during the 

pandemic). This model has been used in recent and relevant studies (Zacher and 

Rudolph, 2021) in the literature that examine similar contexts. This theory is relevant 

as it encompasses stress caused by the pandemic and hindered wellbeing due to 

restrictions and threats. Within the current context, this model can guide HRM to 

initiate training and support programs for staff to positively affect their wellbeing by 

recognizing stress caused by the pandemic. The direct effect of VWI on job 

satisfaction has been reported in the extant literature from earlier studies (Powell et al., 

2004) to more recent studies conducted during the pandemic (Chanana, 2021; Yu and 

Wu, 2021). Building on the recent findings, the current study includes organizational 

support and work-life balance as mediators that better explain the relationship between 

VWI and job satisfaction. In this respect, this research deploys modern analytical 

method that can yield in more accurate results based on the narrative and context under 

examination as well as the proposed theoretical model (i.e., PLS-SEM) (Cho and Park, 

2021; Qiu and Dauth, 2021; Zacher and Rudolph, 2021).  

Working from home, insecurity related to job, autonomy, and support have been 

reported as important factors during the Covid-19 pandemic that affect employees’ 

satisfaction, and overall performance (Hirnawati, 2022; John et al., 2020; Niebuhr et 

al., 2022; Sapta et al., 2021; Zakhem et al., 2022). Researcher have reported that 

women with children are more exposed to burnout, and exhaustion. Thus, certain 

demographics require more autonomy and support, when their work-life balance is 

affected by virtual work system (Meyer et al., 2021), especially in education sector 

due to its high demands (Khawand and Zargar, 2022; Telyani et al., 2021). Job 

demands-resources model (JD-R), and transactional stress model, are able to address 

negative outcomes in terms of work behavior among employees, when crises occur 

that affect/change demands, resources, and cause stress to the individuals (Syrek et al., 

2021). Through JD-R model that addresses the features of job through demand and 

resources entailing strain and motivation (Demerouti et al., 2001), this research 

establishes the importance of work-life balance, and influence of support that can 

reduce stress by providing mental and/or developmental communications. This model 

is used in crisis situations as such events create visible changes for job settings (e.g., 

emotional demand, cognitive sources, reduced resources, and job insecurity). 

Therefore, it is emphasized in this study that HR departments have a major role in 

lowering negative effects such as, stress, work-life imbalance, and insecurity by 

enhancing working settings of employees through organizational support (i.e., 

meetings, training, social events, and counseling) (Zacher and Rudolph, 2021). 

In addition to what was mentioned, Event System Theory (Morgeson et al., 2015) 

is embedded within the context of this research. In the premise of this theory, the 

global pandemic had extreme features (e.g., strength, scale, unexpectedness, 
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disruptiveness, and critical) with severe impacts on global societies, businesses, and 

individuals. Thus, this theory is used to support the argument that academic employees’ 

experiences has been significantly affected by abrupt changes in their working systems 

from traditional to virtual workspaces with significantly higher intensity (Shoss et al., 

2021; Zacher and Rudolph, 2021). This reportedly has been linked to various work 

outcomes particularly, job satisfaction (Bellmann and Hubler, 2020; Cho and Park, 

2021; Como et al., 2021). In addition, virtual teamwork, work-family conflict, job 

search behavior and insecurity, and loneliness have been examined in recent studies 

related to Covid-19 (Klonek et al., 2021; Krug et al., 2021; Lin et al., 2021; McFarland 

et al., 2020; Vaziri et al., 2020). Embedded within the premise of Social Identity Model 

of Identity Change, it is taken into account that memberships in social groups is a 

crucial matter during times of extreme change for wellbeing of individuals (Haslam et 

al., 2021, 2009). The current study focuses on the role of HRM regarding provision of 

group interactions (virtual) and other supportive initiatives to positively affect job 

satisfaction. Based on this contextualization and combination of aforementioned 

theories, the current research investigates the effects of VWI on job satisfaction among 

academic staff in Jordanian universities to contribute to the current understanding of 

the subject. As individuals in this sector were deprived of their social groups, which 

normally would be a constant part of their daily work, the following hypothesis is 

emerged: 

Hypothesis 1: VWI has a negative impact on academic staffs’ job satisfaction 

during Covid-19 pandemic. 

It is important to note that upon the lockdown during the pandemic, academic 

staff were not able to interact with others (i.e., peers and/or students) (social identity 

model of identity change theory), nor were they able to attend initiatives offered by 

organizations as traditional means of support were disrupted. This is also linked to the 

premises of JD-R model, transactional stress model, and event system theory as noted 

above. Virtual platforms that were introduced required training (for some staff), while 

the structure of platforms were erroneous as updates were needed to eliminate bugs. 

Considering the changes in job demands, and lack of adequate resources alongside 

stress related to the job and the environment (health hazards), the need for appropriate 

support becomes more vivid. In this sense, the current research argues that 

organizational support (specifically conducted by HRM) is vital as it can lower stress, 

provide resources, and establish sense of social group through practices such as, 

training, meetings, counseling, and virtual social groups that can positively impact the 

wellbeing of academic staff during Covid-19 pandemic (Cho and Park, 2021). 

Organizational support can be explained as the perception of staff regarding the extent 

of which their firms exhibit value to their work and contributions as well as their 

overall wellbeing, and quality of life (Gillet et al., 2013). 

Notably, work engagement and job satisfaction of academic staff can be 

diminished as loneliness and stress interfere with work-life balance (Telyani et al., 

2021). In the aftermath of the global pandemic, academic were forced to work from 

home, which combined with curfews and other restrictions, posed risks to their 

wellbeing and their performance (e.g., stress, loneliness, lack of social interactions and 

more). In this sense, this research argues that organizational support can mediate the 

linkage between virtual work intensity and job satisfaction as it can negate the 
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aforementioned negative impacts through provision of adequate and needed care. This 

is linked to the premises of Self-determination Theory (Deci and Ryan, 2012), as 

organizations can provide means for their staff to fulfill their need for autonomy, 

connection and competence. Similarly, JD-R model, Social Identity Model of Identity 

Change, and event systems theory are embedded in this context as they explain and 

encompass the issues that arise in workplace and settings due to the pandemic. These 

theories layout a premise that should be taken into consideration by organizations to 

aid their staff in handling crises. This is emphasized in this research as a vital matter 

for overall wellbeing of academic staff through increased job satisfaction. The focus 

of academic organizations on personal and professional development of their staff 

establishes an atmosphere of positive feelings towards work environment (Crucke et 

al., 2021; Qui and Dauth, 2021), especially when work and life realms are collided 

(due to Covid-19 pandemic in this case). In the light of what was noted, the following 

hypothesis has emerged: 

Hypothesis 2: Organizational support mediates the relationship between VWI 

and job satisfaction during Covid-19 pandemic. 

This study further develops the work of Qui and Dauth (2021) by inclusion of 

work-life balance (WLB) as opposed to work-family balance (WFB) as a 

comprehensive concept entailing a broader spectrum of an individuals’ life with 

regards to their work (Joseph et al., 2019). While WFB addresses the family and work 

domain linkage, WLB incorporates family, personal life/self-care, friends, society, and 

religion. Linked to the aforementioned theories (i.e., event systems theory, and Social 

Identity Model of Identity Change), the concept of WLB encompasses the context of 

current research in a more profound manner. The mediating role of WLB on job 

satisfaction for virtual work environments has been reported in the extant literature 

(Bellmann and Hubler, 2020; Felstead and Henseke, 2017; Sandoval-Reyes et al., 

2021). While organizations can have an influence on creation of work-life balance in 

a higher level, the current research considers this factor as a mediating element to 

analyze the proposed model with regards to the presented in Figure 1. If work-life 

balance is low and jeopardized, it negatively impacts job satisfaction and vice versa 

(Bellmann and Hubler, 2020). As the intensity of virtual work suddenly increased for 

academic staff during the early stages of global pandemic, its impacts are assumed to 

be negative on job satisfaction in this research, which can be mediated through both 

WLB. Accordingly, the following hypothesis is derived: 

Hypothesis 3: WLB poses a mediating effect on VWI-job satisfaction linkage as 

its positive range can improve job satisfaction of academic staff. 

As the analytical method of this research is PLS-SEM, all paths defined in the 

proposed model below are analyzed (6 arrows) to provide a thorough understanding 

on the effects and relationships with regards to the stated hypotheses (Figure 1). Thus, 

in the analytical process, each path is given a hypothesis number pertaining to the 

abovementioned arguments as it can be seen in Figure 1. 
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Figure 1. Proposed model. 

3. Research methodology 

3.1. Sampling procedure 

This research uses a quantitative approach through a questionnaire survey to 

evaluate the proposed model from the perspective of employees as the core subject. 

Accordingly, academic staff of two universities in Jordan were selected as the sample 

that each had over 300 employees at the time. School authorities were notified in prior 

to data collection and the researcher was granted permission. Data was collected 

through a convenience sampling method which enabled the researchers to obtain the 

required data based on the availability and willingness of participants, and cross-

sectional during a 3-week period from teachers, and administrative staff via email. A 

pilot test was conducted with 25 academicians to assess understandability, and validity 

of constructs. The pilot test samples were taken from a third university that was 

excluded from the final data collection procedure. With statistical power of 80% and 

effect size of 0.01 (Hair et al., 2017, 2019), minimum of 176 samples were necessary, 

for which a total of 230 questionnaires were distributed. From distributed surveys 25 

were not replied, and 22 were whether incomplete, retracted, or had response error 

(e.g., single answer or patterned response for all items); 183 qualified and remained 

for final analysis, which yields in 78.26% response rate. To reduce common method 

bias, all emails sent to each respondent included a brief explanation on the purposes 

of the research and informed participants of data confidentiality and the fact that 

participation was completely voluntary. Moreover, following proximal separation, 

respondents were asked about their daily routines (e.g., “how many hours do you work 

on a normal week”) (Jordan and Troth, 2020; Podsakoff et al., 2003). A collinearity 

test was conducted to minimize common method bias concerns, where VIF value did 

not cross the threshold of 3.3 (Kock, 2015). Descriptive statistics showed that 85 

respondents were male while 98 were female. In addition, only 25 participants 

reported work experience less than 3 years, while majority had experience between 3 

to 5 years with 106 participants and remaining 52 had over 5 years of work experience. 

Average age range of respondents was 34.7 (SD = 5.8).  
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4. Measurements and analysis 

Measurement of Virtual Work Intensity is adopted from the work of Spilker 

(2014) and Qui and Dauth (2021). This is calculated on a percentage basis, where the 

higher the score, the more intense each respondent works remotely during a typical 

working week. Furthermore, work-life balance scale has been derived from the work 

of Haar (2013) as a common measurement used in the extant literature (e.g., I am 

satisfied with my work-life balance, enjoying both roles). Moreover, job satisfaction 

scale has been selected from Macdonald and Maclntyre (1997) (e.g., I feel delighted 

doing my work); and organizational support scale has been taken from the work of 

Kwak et al. (2010) and has been edited to fit the context of this research (e.g., Adequate 

support services allow me to spend time with my students). All items were designed 

in a 5-point Likert scale from 1= strongly disagree to 5 = strongly agree. As noted 

earlier, this research builds on the existing gaps within the literature (Qui and Dauth, 

2021), and thus, deploys Partial Least Square Structural Equation Modeling (PLS-

SEM) using Smart-PLS software. 

Table 1 presents the analysis conducted to measure the model, which shows 

acceptable values within recommended thresholds (outer loadings are above 0.710) 

for internal consistency (Cronbach’s alpha and Rho A), composite reliability (CR), 

convergent validity (CV) (Average Variance Extracted—AVE) (above 0.7) (Hair et 

al., 2019, 2017; Dijkstra and Henseler, 2015; Jöreskog, 1971; Sarstedt et al., 2019). 

Table 2 represents discriminant validity (HTMT) test that is well within the acceptable 

threshold of < 0.85 (Henseler et al., 2015). The results show satisfactory levels, which 

approves the proposed model (Figure 1) in terms of its items, constructs, and 

measurements. 

Table 1. Measurement model. 

Constructs Indicators Outer Loadings Alpha Rho A CR AVE 

Virtual Work Intensity 

VWI1 0.701 

0.819 0.823 0.807 0.613 

VWI2 0.872 

VWI3 0.902 

VWI4 0.773 

VWI5 0.761 

Job Satisfaction 

JS1 0.833 

0.866 0.870 0.863 0.727 

JS2 0.810 

JS3 0.813 

JS4 0.825 

JS5 0.831 

Organizational Support 

OS1 0.843 

0.890 0.875 0.883 0.585 

OS2 0.863 

OS3 0.872 

OS4 0.740 

OS5 0.882 

 



Journal of Infrastructure, Policy and Development 2024, 8(8), 5135.  

10 

Table 1. (Continued). 

Constructs Indicators Outer Loadings Alpha Rho A CR AVE 

Work-life Balance 

WLB1 0.882 

0.821 0.833 0.824 0.715 

WLB2 0.854 

WLB3 0.713 

WLB4 0.725 

WLB5 0.843 

Table 2. Heterotrait-Monotrait ratio (HTMT). 

 VWI JS OS 

VWI    

JS 0.632   

OS 0.741 0.458  

WLB 0.593 0.484 0.534 

VWI: virtual work intensity; JS: job satisfaction; OS: organizational support; WLB: work-life balance. 

In accord with the purpose of this study, the hypotheses testing incorporates each 

path within the proposed model (number of arrows directed to JS—three main 

hypotheses; and direct paths VWI-OS and VWI-WLB). Following the work of Qui 

and Dauth (2021), a number of variables were listed as control variable. In this sense, 

cultural difference (nationality) was not included in the questionnaire. As the current 

research focuses on WLB, gender is enlisted as control variable alongside, age (higher 

age levels can have higher satisfaction) (Besen et al., 2013; Kaiser, 2007). Similarly, 

compensation has been controlled as it is an essential element for job satisfaction (Qui 

and Dauth, 2021; Smith et al., 1969). The participants were informed (in the email) of 

considering their compensation as an annual worth. However, to reduce common 

method bias, such sensitive information was not acquired. 

The results of structural model assessment and factor loading values as described 

are presented in Table 3 and Figure 2, respectively. As it can be seen, all hypotheses 

of the study have been found to be statistically significant. A negative linkage is found 

between VWI and JS (β = −0.313, t = −4.243), supporting H1. Moreover, the 

mediating effect of OS on VWI-JS relationship is found to be significant (β = 0.126, t 

= 2.740). This provides support for H2. Similarly, mediation role of WLB on the 

aforementioned linkage has been found to be statistically significant resulted from the 

data collected specifically for this study (β = 0.142, t = 2.587). Hence, providing 

support for H3.  

Table 3. Structural model assessment. 

Effects Relations β t-statistics Ƒ2 Decision 

Direct      

H1 VWI → JS −0.313 −4.243*** 0.115 Supported 

Mediation      

H2 VWI → OS → JS 0.126 2.740** 0.032 Supported 

H3 VWI → WLB → JS 0.142 2.587* 0.026 Supported 
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Table 3. (Continued). 

Effects Relations β t-statistics Ƒ2 Decision 

Control Variables      

 Gender → JS 0.141 2.471*   

 Age → JS 0.107 2.068*   

 Compensation → JS 0.126 2.137*   

R2
OS = 0.31/Q2

OS = 0.22 

R2
WLB = 0.30/Q2

WLB = 0.20 

R2
JS = 0.65/Q2

JS = 0.41 

SRMR: 0.027; NFI: 0.922 

JS: job satisfaction; VWI: virtual work intensity; OS: organizational support; WLB: work-life balance. 

Figure 2 presents the results of path coefficients that shows the linkage among 

all variables included in the current model. As it can be observed, the first hypothesis 

of the research is supported with negative impact of VWI on JS. This shows that there 

is a consensus between the current results and the extant literature in this respect (Krug 

et al., 2021; Lin et al., 2021; McFarland et al., 2020; Vaziri et al., 2020). This is while 

the current findings expand the boundaries of the literature by examining this 

relationship among university staff in Jordan. Similarly, second hypothesis is 

supported that states the mediating effect of organizational support on the VWI-JS 

relationship exists. This is also reported by scholars in different studies, showing that 

Jordanian university staffs’ job satisfaction can be improved through adequate support 

provided by the organization (Bentley et al., 2016; Crucke et al., 2021; Qui and Dauth, 

2021). Lastly, the mediating effect of work-life balance is found significant in the 

results, which supports the third hypothesis of the research. Similar reports have been 

found in the extant literature, which shows that the theoretical setting behind this 

context is adequate for Jordanian university setting (Alfatihah et al., 2021; Aziz-Ur-

Rehman and Siddiqui, 2019; Qui and Dauth, 2021). This suggests that the current 

model adequately describes the relationships among the variables that can contribute 

to the current understanding of Covid-19 pandemic and its effects on different sectors 

particularly, education and university staff. 

 

Figure 2. Path coefficients. 

5. Conclusions and implications 

As the core aim of the study was to examine the effect of VWI on job satisfaction 

and understand the mediating effect of WLB and organizational support on the 
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aforementioned linkage, it was noted that these effects are statistically significant. In 

this sense, the current results can be beneficial for scholars interested in this subject as 

combination of deployed theories in this study develops the current understanding. 

This is achieved by applying these theories in the context of Middle East and 

particularly, Jordan, which the literature shows scarcity in terms of empirical evidence. 

In this sense, theoretical contributions of this study to the literature are highlighted in 

the following passages. Moreover, the current results provide a means for practitioners 

in the HR department of universities and decision-makers for implementing initiatives 

that focus on employees’ job satisfaction through provision of support, enhancing 

work-life balance, reducing stress, and establishing systems that can balance job 

demands and resources available for staff. The importance of such strategic planning 

can become more vivid when facing future crises and establish a certain degree of 

resilience and preparedness for universities (Alfatihah et al., 2021; Aziz-Ur-Rehman 

and Siddiqui, 2019; Krug et al., 2021; Lin et al., 2021; McFarland et al., 2020). 

Related to social identity model of identity change, the HR team in universities 

can establish practices that address various groups among employees to create an 

atmosphere, where employees can identify with organization, and peers as a social 

community. During times of crisis and pressures of high-performing virtual work, such 

support systems can greatly enhance the job satisfaction of employees in academic 

sector. The current results show that organizational support (in an array of initiatives) 

have a positive influence on individuals’ wellbeing during Covid-19 pandemic. This 

is due to the fact that through support initiatives, individuals can have a better sense 

of community and social identity with their peers and organizations, which is linked 

to social identity theory and social identity model of identity change (Crucke et al., 

2021; Qui and Dauth, 2021; Vaziri et al., 2020). 

It is noteworthy that work-life balance is significant in enhancing job satisfaction. 

Current findings are in consensus with prior studies in the same context and further 

provides empirical evidence regarding the importance of HRM practices for work 

environment through resilience and support (Haslam et al., 2021; Qui and Dauth, 2021; 

Rashmi and Kataria, 2021; Zacher and Rudolph, 2021). These results also show that 

stress is an important underlying factor that is increased during crises, which pertains 

to transactional stress model. This is based on psychological and physical threats of 

the health-related global pandemic. Similarly, JD-R model addresses stress as well as 

demands of jobs which have changed drastically for academic staff and thus, have 

disrupted their work-life balance and increased their need for organizational support 

(e.g., training or counseling) (Syrek et al., 2021). 

In addition to what was mentioned above, event system theory is embedded in 

the current results as it addresses the disruptive and significant effect of the crisis on 

individuals. As noted in the findings, intensity of virtual work can directly affect job 

satisfaction in a negative manner that is considered an important matter for wellbeing 

of individuals (Bellmann and Hubler, 2020; Cho and Park, 2021; Como et al., 2021; 

Shoss et al., 2021; Zacher and Rudolph, 2021). Additionally, the current research 

focuses on self-determination theory, through which wellbeing of academic 

(university) staff is influenced by organizational support that can fulfill their needs and 

provide them autonomy, connection, training to gain competence, and emotional 

support (i.e., counseling). As a result, managers can implement strategies that are 
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designed to enhance overall quality of life of their employees. This in turn yields in 

higher performance levels and other positive outcomes such as, extra-role behavior, 

trust, commitment, and innovative work behavior. The mediation effect of work-life 

balance states that it is imperative to maintain a balance during high intensity virtual 

work situation for academic staff by training programs, resilience building, adequate 

management, and virtual group platforms for interactions. Such actions have vast 

impacts on both organization and its staff (i.e., performance and wellbeing). Current 

study highlights the importance of organizational support and work-life balance for 

academic institutions to ensure wellbeing of their staff. While the current research 

contributes to virtual work, organizational behavior and psychology literatures, 

notions of HRM and risk management are also embedded in its premises. Resilient 

and strategic HRM can adequately provide necessary means for the staff during times 

of crisis and ensure that their quality of life is not negatively affected (or minimized). 

Within the context of Transactional Stress Model (Lazarus and Folkman, 1984), 

and as the pandemic posed severe health, and social risks on life of individuals, 

wellbeing was jeopardized. This explicitily shows the importance of HRM practices 

in maintaining work-life balance, reducing stress, and providing necessary resources 

for staff, when demands are heightened and/or changed. Current findings suggest that 

HR teams in universities can deploy various programs with emphasis on employees’ 

wellbeing, taking into account factors such as, loneliness, work-life balance, 

motivation, stress, resilience, autonomy, job quality, and engagement. This is further 

linked to JD-R model as such practices can reduce strain and encourage motivation. 

These findings are in consensus with the extant literature (Bouwmeester et al., 2021; 

Como et al., 2021; Rodríguez-Modroño and López-Igual, 2021; Telyani et al., 2021; 

Zacher and Rudolph, 2021). However, the application and combined premises of 

included theories in this research expand the geographical and theoretical borders of 

the literature in this context. Furthermore, the current results show that organizational 

support should be emphasized by academic organizations to fulfill the needs of their 

staff, linked to self-determination theory (Crucke et al., 2021). This research further 

expands its implications (Coulombe et al., 2020; Rashmi and Kataria, 2021), making 

the suggested initiatives essential for school managers and subsequently HR 

department in coping with Covid-19 pandemic and its effects on academic staffs’ 

wellbeing and job satisfaction. Managerial actions regarding provision of 

organizational support are key elements for employees as they can be motivated 

through effective management and leadership during uncertain and difficult times. 

Limitations and future research directions 

This research was limited in a number of aspects that consequently provide new 

pathways for scholars interested in the subject at hand. In this regard, the data for this 

study was gathered in a cross-sectional manner, limiting its generalizability. 

Importantly, the age of the majority of participants is low with an average of 34.7 

which can create a bias with regards to the responses gathered and the results that have 

been generated. Future research can focus on demographic variables such as, age 

which can provide different results, when compared to the current sample. This can be 

addressed by longitudinal studies analyzing the current model and its variations in time. 
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Furthermore, the correlation between the two mediators have not been examined in 

the current model. Future studies can analyze the possibility of a correlation between 

organizational support and WLB. The model of this research is limited. This can be 

enhanced by including other influential elements in times of crisis and in the context 

of VWI and job satisfaction. These can be namely, proactive behavior, coping 

strategies, burnout, self-determination, commitment, and leadership. Future studies 

can provide a deeper understanding on underlying effects by tackling the issue from 

different aspects. This is of crucial importance as the effects of Covid-19 on 

psychological elements are yet to be fully understood. Similarly, this research is 

limited in terms of theoretical setting, and deployment of numerous theories that are 

relevant regarding behavior and attitude. As the concept of human behavior and 

psychology is complex by nature, risk management theories, personality traits, and 

other aspects can be included to provide a better understanding. This can be addressed 

by future studies in a qualitative manner that can include more theories and gather data 

through interviews, yielding in in-depth understanding of the subject. The scope of 

this research was also limited in terms of number of university that data was collected 

from. This can be avoided in future studies that increase the scale of data. Lastly, 

cultural elements were beyond the scope of current research. Future studies can 

provide a more thorough understanding by examining the role of culture and/or social 

aspects in Jordan, and neighboring countries. 
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