Australasian Journal of Information Systems Singh & Dev
2023, Vol 27, Research Article ICT-Driven Work Engagement Interventions

ICT-Driven Work Engagement Interventions in Work-From-
Home: The Mediating Role of the Need for Relatedness

Harshit Kumar Singh
Indian Institute of Management Rohtak, India
harshitk.singh@iimrohtak.ac.in

Vedant Dev
Amrut Mody School of Management, Ahmedabad University, India

Abstract

During the COVID-19 pandemic, organizations across the world implemented mandatory
work-from-home policy. The policy had a detrimental impact on the work engagement of the
employees as there was a prolonged dependence on ICT-mediated communication for all
interactions. In response, organizations had to implement ICT-driven interventions to address
the problem of dwindling work engagement levels. In view of enhancing intervention
effectiveness, this research examines the satisfaction of need for relatedness as the
psychological mechanism underlying the relationship between ICT-driven interventions and
intellectual, social and affective dimensions of work engagement. We develop and test our
mediation model in a cross-organizational study of 167 employees. Results show that need-
for-relatedness mediates the relationship between intervention intensity in fostering
interactions and work engagement of the employees. In addition, the perceived social support
in the team negatively moderates the relationship between intervention intensity and the
satisfaction of need for relatedness. Our results have implications for designing and
implementing ICT-driven interventions in organizations planning large-scale work-from-
home adoption.

Keywords: Work-from-Home, ICT-driven Interventions, Work Engagement, Self-
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1 Introduction

During COVID-19, many organizations, particularly in the knowledge industry, adopted the
mandatory work-from-home (WFH) policy using ICT-mediated communication (Kniffin et al.,
2021). However, the prolonged dependence on ICT-mediated communication resulted in a
decrease in employee work engagement levels (Mosquera et al., 2022; Singh & Verma, 2021).
In response, many organizations have undertaken ICT-driven work engagement interventions
to address the problem of engagement (Fallon, 2020). Given the massive scale and the resource
intensiveness of such interventions, there is a need for research on ways to improve the
effectiveness of interventions. In this direction, this study shows that the intervention
effectiveness on work engagement is contingent on the extent of fulfilment of the basic
psychological need for relatedness of the employees.

Humans have an innate basic psychological need for relatedness for optimal functioning in all
domains of life, including work (Baumeister & Leary, 1995; Ryan & Deci, 2000).
Communication at the workplace plays an important role in the satisfaction of need for
relatedness. One of the prominent modes of workplace communication today is through ICT-
mediated communication. However, ICT-mediated communication does not fulfill the need
for relatedness to the same extent as face-to-face interaction (Sacco & Ismail, 2014).
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ICT-mediated communication has gained mainstream importance for organizations in the
context of COVID-19 pandemic. During COVID-19, governments in many countries mandated
business and industry lockdowns (Chong et al., 2020; Kniffin et al., 2021, Lim, 2021). Faced
with the challenge of business continuity, organizations asked their employees to undertake
mandatory work from home (WFH). The impact of WFH adoption is far-reaching to the extent
that some jobs are predicted to go remote permanently (Stych & Greer, 2020).

WFH is a special case of telework wherein employees are mandated to work from home due
to social distancing rules in the pandemic. In WFH, employees work only from home, while
telework includes other remote work settings such as while travelling or on vacation.
Traditionally, telework involves the choice of the employee, whereas mandatory WFH means
that employees do not have a choice due to changed organizational policy. Before the
pandemic, telework was not used extensively practice (Kossek & Lautsch, 2017). This is
because telework entails a perceived lack of control for the managers on the teleworking
employees and, thus, the corresponding monitoring costs. Further, telework was an option
given to employees who could benefit from the policy. Thus, while telework does come with
advantages of improved job autonomy and work-life balance (Allen et al., 2015), employees
forced to work from home are faced with unique challenges of social distancing and loneliness
(Kniffin et al., 2021). To this end, there is a need to review the current telework literature in the
context of COVID-19 and WFH (Wang et al., 2021).

In WFH, the social interaction takes place entirely through ICT-mediated communication
channels. Here, ICT serves a social function wherein it influences the employees by affecting
their interactions and social communications (Wang et al, 2020). The quality of
communication in ICT-mediated communication is inferior in comparison to face-to-face
communication (Walther, 2011; Walther et al., 2015). This phenomena was acutely evident
during the COVID-19 pandemic (El-Zoghby et al., 2020; Mosquera et al., 2022). As a result,
WEFH employees face a loss of social connections and social support.

We argue that the overdependence on ICT-mediated communication in WFH has led to a
perceived loss of social support, which has essentially thwarted the satisfaction of need for
relatedness of the employees, causing a negative impact on their work engagement.

In response to the dwindling engagement levels of the WFH employees, many organizations
have undertaken ICT-driven work engagement interventions which intend to enable and
foster social interactions (Fallon, 2020; Singh & Verma, 2021). A variety of interventions have
been used in organizations such as town hall meetings, virtual catchups, online games and
quizzes (Newman & Ford, 2021).

The overarching research objective of this study is to explore the psychological mechanism
underlying ICT-driven interventions and individual-level work engagement. This knowledge
can then be used to make these interventions more effective in addressing the loss of
engagement. We examine the psychological mechanism underlying the relationship between
ICT-driven interventions and the work engagement of employees. According to self-
determination theory (SDT), the need for relatedness is one of the basic psychological needs
for the optimal functioning of individuals (Ryan & Deci, 2017). We contend that the
effectiveness of ICT-driven work engagement interventions in WFH is contingent on the
satisfaction of need for relatedness of employees. In other words, the satisfaction of need for
relatedness mediates the relationship between the interventions and work engagement.
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Overall, we examine the mediating role of satisfaction of need for relatedness, and moderating
role of perceived social support on the effect of ICT-driven work engagement interventions on
the satisfaction of need for relatedness of WFH employees. The focus is on full-WFH
employees as ICT-driven interventions were implemented by organizations during COVID-
19 period wherein WFH was mandatory. We present a conceptual framework that can help
organizations prepare and counter the challenge of the lack of relatedness while working from
home and improve the engagement levels of employees.

2 Theoretical Background and Hypotheses

The advancement of ICTs and availability of high internet speed are the key drivers of the rise
of teleworking (Allen et al., 2015). ICT enabled the quick switch to WFH in the wake of
business lockdowns due to COVID-19 pandemic (Kniffin et al., 2021). In turn, WFH has
become the dominant context that extends the effect of ICT usage on work characteristics and
employee outcomes.

ICT usage in telework has two roles: (1) Human-ICT interaction for accomplishing task aspects
(e.g., using Google/Git-hub to address technical aspects of work) and (2) ICT-mediated
communication for addressing social and relational aspects of work (e.g., using
WhatsApp/Signal/Telegram to connect with colleagues) (Wang et al., 2020). ICT-mediated
communication refers to the use of ICT medium for interactions and social connections with
others at work, rather than for accomplishing tasks. In WFH scenario, ICT-mediated
communication has a major impact on relational aspects of work as all the social and
interpersonal interactions are mediated through ICTs.

ICT-mediated communication is associated with weakening of social relations (Siampou et al.,
2014; Wang et al., 2020). This is because the employee interaction through ICT-mediated
communication suffers from lack of important social cues such as body language, contextual
information, and other non-verbal cues (Walther, 2011; Walther et al., 2015). Overall, there is
a general concern of loss of social support in telework due to a decrease in level of interactions
with others (Olszewski & Mokhtarian, 1994; Sahoo et al., 2022). These problems have become
acute due to the mandatory nature of WFH wherein employees are forced to use ICT-mediated
communication for all their work interactions. In sum, the prolonged dependence on ICT-
mediated communication for all work-related interactions had led to the loss of social support
and increased need for relatedness.

2.1 Need for Relatedness

Human beings have an innate, powerful, and fundamental need for relatedness, which refers
to a desire for meaningful and significant interpersonal relationships (Baumeister & Leary,
1995). According to SDT, the optimal functioning of human beings, in terms of work
performance and well-being, is contingent on the satisfaction of three basic psychological
needs - autonomy, competence and relatedness (Deci et al., 2017, Ryan & Deci, 2000). The
satisfaction of need for relatedness is contingent on two criteria. First, there should be frequent
interactions with the relevant people. Second, individuals should perceive that the
relationships are stable and enduring in the foreseeable future, and that there is authentic
affective concern in the interpersonal relations. The study focusses on the satisfaction of need
for relatedness as it is affected in the pandemic era.
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According to SDT, the need for relatedness is extremely pervasive and it exists in all domains
of life including work (Ryan & Deci, 2017). This is because work is an important domain in
many people’s lives as they spend significant time and energy at work. In simple words,
individuals seek to satisfy the need for relatedness in work domain. This need gets satisfied
when people feel as a part of a group, feel connected to significant others, and are able to build
close relations (van den Broeck et al., 2016). It has been found to be responsible for prosocial
tendency, and fulfilment of this need leads to emotional well-being (Callea et al., 2019).

In this article, we contend that the underlying reason for the weakening of social relations in
WFH is the thwarting of the satisfaction of need for relatedness. In WFH, there is a lack of
frequent social interactions and deterioration in the quality of social interactions, which leads
to thwarting of the satisfaction of need for relatedness for employees. This, in turn, has an
adverse impact on work engagement (Deci et al., 2017).

2.2 Work Engagement

Engagement is defined as “the harnessing of organization members’ selves to their work roles;
in engagement, people employ and express themselves physically, cognitively, and
emotionally during role performances” (Kahn, 1990; p. 694). A fully engaged employee shows
psychological presence in the role, which involves being attentive, connected, integrated, and
focussed on the performance of the role (Saks, 2017). While engagement has been a top priority
for organizations, it has become a critical success factor during the pandemic (Lim, 2022).

While there has been research attention to telework and engagement, there has been little
progress on work engagement in teleworkers. The limited research on the topic indicates that
telework has a negative relationship with social support and work engagement (Sardeshmukh
et al., 2012).

2.3 Need for Relatedness and Work Engagement

According to SDT, when the basic psychological needs of an employee is satisfied, it leads to
more autonomous forms of work motivation and this consequently has a positive impact on
work performance, work engagement and well-being; on the other hand, when the satisfaction
of basic psychological needs is thwarted, either due personal factors or environmental factors,
the motivation is more controlled rather than autonomous, and there is negative spill over
effect on employee performance and work engagement (Deci et al., 2017). In the COVID-19
context, when the satisfaction of need for relatedness of the employees is thwarted due to
mandatory WFH, social distancing restriction, and prolonged dependence on ICT-mediated
communication, there is a negative impact on the employee work engagement. This decrease
in work engagement in COVID-19 is widely observed phenomena and organizations are
attempting to improve the engagement levels through ICT-driven work engagement
interventions.

An integral feature of engagement is the aspect of connectedness with work and with relevant
others at work (e.g., team members, supervisors). The aspect of connectedness is brought out
explicitly in the ISA model of engagement (Soane et al., 2012). In this model, work engagement
is viewed as construct with three facets — intellectual, social, and affective engagement.

ISA engagement model is the operationalization of the need-satisfaction framework of
engagement wherein employee’s engagement depends on the availability of psychological
resources like meaningfulness, psychological safety and psychological availability (Anthony-
McMann et al., 2017). The advantage of using the ISA model is that in addition to the well-
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identified cognitive and affective aspects of engagement, this model also focusses on the social
dimension of engagement, which reflects the importance of presence of positive relations at
work (Toth et al., 2022).

Intellectual engagement refers to the cognitive dimension of engagement. One of the primary
requirements of an employee being engaged in a work role is that the person applies oneself
cognitively in performing the work. The intellectual component of engagement captures the
extent to which the individual can apply one’s cognitive resources towards the task
performance in the given work role. An increase in the satisfaction of need for relatedness
leads to positive affect (Baumeister & Leary, 1995). Increased positive affect in turn enables the
usage of cognitive resources in the work role. Hence, we argue that there is a positive impact
of the satisfaction of need for relatedness on intellectual engagement.

H1a: There is a direct positive relationship between the satisfaction of need for relatedness and
intellectual engagement.

Social engagement refers to the connectedness aspect of engagement. Connectedness with
relevant others in the work environment is a central feature of the work engagement (Kahn,
1990). For instance, relationships with supervisors and team members have been considered
as the antecedents of engagement (Saks, 2006). The ways in which the employee interacts with
team members and others in the workplace influences the social engagement at work. Work
in today’s world entails extensive interaction and collaboration (Toth et al., 2022). Hence, a key
challenge that a modern workforce faces is related to sustaining relationships (Ashford et al.,
2018). Hence, social engagement is a vital facet of work engagement. An increase in satisfaction
of the need for relatedness indicates the strengthening of interpersonal relationships with
relevant others, like supervisor and team-members (Baumeister & Leary, 1995). Hence, we
argue that an increase in satisfaction of the need for relatedness has a direct positive impact
on social engagement.

H1b: There is a direct positive relationship between the satisfaction of need for relatedness
and social engagement.

Affective engagement refers to the positive affect requirement of engagement. Positive affect
enables an individual to better utilize their physical, intellectual, and social resources
(Fredrickson, 1998). The satisfaction of need for relatedness makes the individual feel
connected to relevant others. An increase in relatedness leads to positive affect, while a
decrease is linked to negative affect (Baumeister & Leary, 1995). Thus, we argue that an
increase in satisfaction of the need for relatedness leads to positive affect, which in turn has a
positive impact on the affective engagement.

H1c: There is a direct positive relationship between the satisfaction of need for relatedness and
affective engagement.

2.4 |ICT-driven Work Engagement Interventions

In response to employee issues in WFH, organizations are attempting to address the work
engagement by implementing a host of ICT-driven work engagement interventions (Fallon,
2020; Singh & Verma, 2021). ICT-driven work engagement interventions have been
categorized based on their effects on the individuals (hedonic and/or eudaimonic effect), and
on the interpersonal (social) aspects (Riva et al., 2012). We focus on interpersonal effect of ICT-
driven work engagement interventions, wherein the intervention is directed to enhance the
interactions and the connectedness of people in the organization.
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The interpersonal aspect of work engagement interventions holds relevance in the current
WFH context. The category comprises of those interventions which focus on facilitating
connectedness between employees on individual, team, as well as organizational level. A
primary challenge in the implementation of such interventions is to create a strong sense of
community while working with spatial distancing (Riva et al., 2012), which was not easy even
in the pre-pandemic era. In WFH, the intensity of the challenge has increased drastically, given
the physical isolation of employees from each other and the organization. The social and
interpersonal interventions try to mitigate the effect of physical separation by focusing on
decreasing emotional and psychological separation. The evidence of these interventions can
be seen in various forms, such as town hall meetings, virtual catchups, online games and
quizzes (Newman & Ford, 2021).

Periodic virtual informal interactions between employees have been found to increase the
relatedness among employees (Singh & Verma, 2021). These can be done through activities (or
initiatives) like weekend get-together, catchup meetings, or virtual drinks on tools such as
Zoom and other similar channels. Another instance is to ensure effective management
communication through these interventions which increase job satisfaction in teleworkers
(Hozor et al., 2001). This can be done through initiatives such as virtual town hall meetings,
where the organizations leadership addresses the employees. Other initiatives include health
related periodic virtual events or sending regular updates to employees relating to health tips.
These have been found to motivate employees (Greasley et al., 2012). Organizing online
gaming events on different platforms or even simpler ones on email threads or other
communication channels such as WhatsApp can also help in increasing employees to connect
with their co-workers (Ellis et al., 2008). Signing-up employees to wellness programs and
courses on different online platforms to boost mental health are also part of such interventions
(Gubler et al., 2017). Organizations employ techniques such as story-sessions where employees
meet virtually to discuss and share personal and lived experiences which contribute to
wellbeing at workplace (King et al., 2020).

The interventions being attempted by organizations are aimed to increase the social
interactions with relevant others (Singh & Verma, 2021). In WFH, where the employee is
physically separated from the workplace and the co-workers, such an increase in social
interactions tends to enhance their perception of social support available in the workplace.
Further, the interventions where focus is on increasing social support are likely to improve the
satisfaction of need for relatedness (Van den Broeck et al., 2008). Hence, we argue that
intervention intensity has positive impact on the satisfaction of need for relatedness.

H2: There exists a direct positive relationship between intervention intensity and the
satisfaction of need for relatedness.

In theory, such interventions drive work engagement through changes in job resources and
personal resources (Bakker & Demerouti, 2007, 2017; Halbesleben, 2010). The changes in job
and personal resources, and the satisfaction of work-related needs have been proposed to
mediate the relationship between work engagement interventions and work engagement
(Knight et al., 2019). Since interventions are directed towards improvement of work
engagement, intervention intensity has a positive impact on the satisfaction of need for
relatedness, and the satisfaction of need for relatedness has a positive impact on intellectual,
social, and affective dimensions of engagement, we contend that the satisfaction of need for
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relatedness mediates the relationship between intervention intensity and dimensions of work
engagement.

H3a: The satisfaction of need for relatedness mediates the relationship between intervention
intensity and intellectual engagement.

H3b: The satisfaction of need for relatedness mediates the relationship between intervention
intensity and social engagement.

H3c: The satisfaction of need for relatedness mediates the relationship between intervention
intensity and affective engagement.

2.5 Perceived Social Support

Social support is essential in the optimal functioning of employees at work. It has been shown
to be an important job resource at the workplace (Bakker et al. 2014) and it plays a significant
role in the satisfaction of need for relatedness (Fernet et al., 2013)

As discussed earlier, the excessive usage of ICT-mediated communication in WFH leads to the
weakening of social support. Organizations intend to bolster social support through work
engagement interventions as it is pivotal in long-term WFH implementation (Khor & Tan,
2022). The perceived social support enables desirable online social interactions which tends to
satisty their need for relatedness. According to Bavik et al. (2020), social support tends to
enhance social interactions over ICT, leading to satisfaction of the need for relatedness. In the
pandemic, social support has been a crucial element in helping the employees deal with the
challenges of WFH. If the employee already perceives strong social support in the team, the
need for relatedness is fulfilled. In this case, the role of interventions in satisfaction the need
for relatedness reduces. Hence, we hypothesize:

H4: Perceived social support negatively moderates the relationship between intervention
intensity and the satisfaction of need for relatedness.

Figure 1 below presents the conceptual model.

Perceived Social Intellectual
Support Engagement
H4-
Intervention H2+ > Satisfaction of Social
Intensity Need for Relatedness H3b "| Engagement
&
Cx
e
Affective
Engagement

Figure 1. Conceptual Model

3 Method

We have theorized that the impact of ICT driven work engagement interventions on employee
work engagement would depend on the satisfaction of need for relatedness and perceived
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social support of the employee. We are using CB-SEM as these are unobserved conceptual
constructs and we are trying to estimate mediation effects (Hair & Sarstedt, 2019). The
constructs have been measured through standardized scales from existing literature, wherein
they are conceptualized as latent factors rather than composites (Hair & Sarstedt, 2019).

3.1 Sample and Data Collection

The study required employees who were in organizations with mandatory WFH policy.
Towards this end, convenience sampling was used wherein the participants were identified
through professional networks of the researchers. The data was collected by sending emails to
over 800 professionals working in organizations that have implemented WFH. The
participants primarily belonged to the individual contributor and middle management roles.
They were contacted in the month of June 2020, at a time when COVID-19 pandemic was at
peak, state policy of social distancing was enforced, and organizations were using mandatory
WFH policy. The email listed the objective of the study. We received a total of 167 completed
responses, which provided a response rate of 20.88%. This sample size is considered adequate
for structural equation modelling (Wang & Wang, 2019). The demographic information of the
participants is present in Table 1.

Item Category Frequency Ratio
Gender
Male 122 73.05%
Female 45 26.95%
Age
20-30 48 28.74%
30-40 93 55.69%
40-50 18 10.78%
50+ 8 4.79%
Education
Post-graduate 165 98.80%
Higher 2 1.20%
Total Work Experience
<5 34 20.36%
5-15 92 55.09%
15+ 41 24.55%
Experience in the current
firm
<5 116 69.46%
5-15 48 28.74%
15+ 3 1.80%
WER experience
Regularly 13 7.78%
Often 47 28.14%
Sometimes 49 29.34%
Rarely 44 26.35%
Never 14 8.38%
Co-occupants
0 8 4.79%
1-3 117 70.06%
4-7 37 22.16%
7+ 5 2.99%

Table 1. Demographic Characteristics of the Respondents
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The sectoral composition of the participants was: IT Services - 31.37%, IT Consulting - 15.69%,
Banking and Insurance - 11.76 %, Energy - 5.88% and others (Telecommunication, Healthcare,
Retail, NGO etc.) - 35.30 %.

We also collected data on the participants” previous telework experience and the number of
people with whom they share their homes as these factors are likely to influence the employees
satisfaction of need for relatedness and engagement levels (Kniffin et al., 2021).

The questionnaire was prepared on the Qualtrics software and shared with the participants
through an anonymous link to maintain their privacy and confidentiality. The questionnaire
measured the responses on a 7-point scale where participants marked 1 for “strongly disagree”
to 7 for “strongly agree”. The 7-point Likert scale was used to enable more variance among
responses (Podsakoff et al., 2003).

3.2 Variable Measurement

In this section, we discuss the variables used to operationalize the constructs in our study.
Intervention Intensity captures the strength of the ICT-driven work engagement initiatives
targeted towards developing relationships among co-workers. To measure this, we adapted
from the scale developed by Nielsen et al. (2000). Organizations had implemented the
interventions to increase the social interactions at the team level which had been reduced to a
great extent due COVID-19 enforced work from home policy. Thus, in simpler terms, the aim
of interventions was to provide opportunity for social interactions at the team level. The scale
by Nielson et al. (2000) is used for is used to measure the opportunity for developing
relationships at the workplace and contains three items. This scale was adapted by us to
measure the opportunity for social interactions at work from home. Representative items
include “My organization encourages communication amongst employees”. To measure
perceived social support, we adapted from the four-item scale by Liu et al. (2011). A
representative item from the scale is “My team is supportive of each team members’ individual
perspectives.” To measure the satisfaction of need for relatedness, we adapted from the six-
item scale by Sheldon et al. (2001). A representative item from the scale is “At work, I can talk
with people about things that really matter to me.” To measure work engagement, we have
used the scale developed by Soane et al. (2012). The scale has nine items, with three items for
each dimension of the work engagement variable - intellectual engagement, social
engagement, and affective engagement. Representative items include “I pay a lot of attention
to my work”, “I share the same work values as my colleagues”, and “I feel positive about my
work”.

The first three control variables in our study are age, gender, and education. We also controlled
for total work experience as it can affect the individual capabilities to manage the social
relations at the workplace. Further, we controlled for the experience in the current firm as it
can affect the social relationships formed in the organizations. Long-term interaction with co-
workers can increase the opportunity to develop friendly relationships in the workplace. We
further controlled for previous teleworking experience as it can affect the teleworker’s
capabilities to manage workplace relationships. Finally, we controlled for the co-occupants
(number of people they share their home with) as the satisfaction of need for relatedness can
also be affected by family or friends in the work environment’s immediate surroundings. Age,
work experience, tenure, and telework experience were measured as continuous variables,
while number of co-occupants were measured in discrete numbers.
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3.3 Addressing Common Method Variance

This study was susceptible to common method bias (CMB) because it is a cross-sectional
correlational study wherein data was collected at one instance using online survey (Podsakoff
et al., 2003). We analysed the data using the common latent factor (CLF) test with a specific
bias construct blue marker to address this issue (Fuller et al., 2016). Blue Attitude is 4-item
construct that captures the respondent’s tendency to respond extreme (strongly agree) or
moderate (agree or somewhat agree). This construct is not expected to correlate with other
latent factors in the model. Hence, any common variance between the factors is likely to be
due to a common method bias.

Variable |Mean [S.D. | 1 2 3 4 5 6 7 8 9 10 11 12 13
1. | Age - -
2. | Gender - - -17
3. | Education - - 26" |01
4. | Work - - 85" |- .08
Experience 23"
5. | Tenure - - 26" |-.04 |01 |.33"
6. | WFH - - -14 .00 |04 | .09
Experience 18"
7. | Co- - - 177 100 06 [19° |16" |-.02
occupant
8. | Intervention | 1.01 |0.74 [.07 |12 |14 |02 |08 }-.05 00 |(.70)
Intensity
9. | Perceived 0.69 [0.50 .03 .10 .09 [.06 |04 |06 |-.01 [46™ | (.69)
Social
Support
10. | Satisfaction |2.48 [0.92 |.06 [.06 [07 |05 |08 }-.03 [-.09 |[78" | .63" | (.87)
of Need for
Relatedness
11. | Intellectual | 2.53 [0.68 |.05 [.02 [.05 [04 [.09 |-.04 |-08 .02 [-29" | .19" | (91)
Engagement
12. | Social 195 |0.89 |.06 [.12 |00 (06 [-.10 |-.07 (.01 |03 317119 | 37 | (.83)
Engagement
13. | Affective 1.92 (097 |.20° .13 |[16" |18 .00 [-.07 |11 [47" | .26™ | .51™ | 30" | .31" | (.92)
Engagement

Note. Number of Respondents = 167. Age, Work Ex, Tenure, WFH Ex and Co-occupants were measured as
continuous variables. *p < 0.05, **p < 0.01. Reliabilities (Cronbach’s alpha) are in parenthesis.

Table 2. Descriptive Statistics

We did a common method bias test (Simmering et. al., 2014). Here we compared the
unconstrained common method factor model (chi-square = 534.826; df = 682) to the zero-
constrained common factor model (chi-square = 793.192; df = 382). The chi-square difference
test between the two models was significant (p<0.001). This indicates that there is a significant
CMB which needs to be accounted.

Then we ran the equal-constrained test to check if the CMB is evenly distributed across factors.
The chi-square difference test between constrained (chi-square = 827.42; df = 387) and
unconstrained model (chi-square = 774.776; df = 353) was significant indicating unevenly
distributed bias.

10
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Hence the latent factor scores were imputed while keeping the blue factor in the measurement
model. This effectively parcels out the shared bias with the blue attitude construct. The
imputed latent factors were then used in the path model.

3.4 Reliability and Validity of Measures

The reliabilities of the constructs are presented in Table 2 (in parenthesis). In the reliability test,
all the constructs have Cronbach’s alpha value above the recommended range of 0.70
(Nunnally, 1994). However, the alpha value for perceived social support lies on the boundary
of the range. Next, we measured the validity of the constructs using the confirmatory factor
analysis (CFA). The analysis was done using the AMOS version 22 software. One item from
perceived social support scale was dropped due to poor loading, and the reliability was
improved after dropping the item against the minimum threshold value of .60 (Hair et al.,
2019). The reliability values shown in Table 2 are after dropping the item. The new model was
reanalysed to confirm the model fit. The hypothesized model provided a good fit to the data
(x2/d.f. = 1.51; n.s.;; RMSEA = 0.055; CFI = 0.90, SRMR = 0.06) (Kline, 2015). Finally, we
proceeded to confirm the convergent and discriminant validity of the measures (Table 3). The
convergent validity of constructs intervention intensity and perceived social support are
borderline. One of the possible reasons for this could be different interpretation of questions

by participants.
Variable CR AVE 1 2 3 4 5 6
1. Intervention Intensity | .68 42 .65
Perceived Social &7 40 46 m
Support
3. Satisfaction of Need 36 51 75 " 0
for Relatedness
+ Intellectual 90 76 15 04 38 87
Engagement
5. Social Engagement .84 .64 12 .37 .30 .48 .80
6. Affective Engagement | .89 .73 44 .31 .60 .44 .41 .85

Table 3. Composite reliability, average variance explained, and squared correlations

4 Results

The means, standard deviations and reliability and correlations between measured variables
have been presented in Table 2. Intervention intensity was significantly positively related with
the satisfaction of need for relatedness and affective engagement. Further, the satisfaction of
need for relatedness had significant positive correlation with the three dimensions for work
engagement —intellectual, social and affective engagement. Thus, these significant correlations
provide a preliminary support to the hypotheses.

To analyze the path model and test our hypotheses, we used AMOS software (Version 22). The
results of the structural equation modelling (SEM) analysis are presented in Figure 2.

In.s. - Not significant
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Affective
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Note. *p < 0.05, **p < 0.01, **p < 0.001
Figure 2. Structural Equation Model

4.1 Direct Effects

All our direct effect hypotheses, i.e., H1 (a, b, and c) and H2 were supported as the predicted
relationships were found to be statistically significant. Figure 2 details the effect size of each
of our hypotheses. The standardized coefficient of the effect size of intervention intensity on
the satisfaction of need for relatedness is 0.69 (p < 0.001). The satisfaction of need for
relatedness affects the intellectual, social, and affective engagements at 0.19 (p <.05), 0.20 (p <
.01), and 0.52 (p <.001) levels of magnitudes, respectively. The impact of the effect of control
variables were found to be statistically non-significant.

4.2 Interaction Effects

The coefficient of the interaction effect of intervention intensity and perceived social support
on the satisfaction of need for relatedness is -0.20 (p <.01). The result supports the hypothesis
H4.

4 4+
Satisfaction of
Need for T
Relatedness i +-sLow Percieved Social Support

+—+High Percieved Social Support

Low High

Intervention Instensity

Figure 3. Interaction Effect: Intervention Intensity and Perceived Social Support on the Satisfaction of
Need for Relatedness
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The interaction effect between intervention intensity and perceived social support was
measured through the interaction variable, which was created by standardizing all variables
in the model and then computing a product variable from the interacting variables. This
product variable was then used as an independent variable in AMOS to check if it has a
statistically significant effect on the dependent variable (i.e. the satisfaction of need for
relatedness). Once we obtained a significant result, it was plotted. Figure 3 presents the
interaction plot. The interaction plot shows that the slope of the graph is higher in case of low
perceived social support than in case of high perceived social support. This indicated that
when perceived social support is low, interventions have a stronger impact on the satisfaction
of need for relatedness. However, when perceived social support is already high, the impact
of interventions on the satisfaction of need for relatedness dissipates.

Eff fi H hesi
Path : ect |Confidence LLCI - ULCI ypothesis
Size Level Support
H3a: Intervention Intensity — - - - Not Supported

Satisfaction of Need for Relatedness —
Intellectual Engagement

H3b: Intervention Intensity — .08 95% [.016 - .165] Supported
Satisfaction of Need for Relatedness —
Social Engagement

H3c: Intervention Intensity — 32 99% [.203 - .452] Supported
Satisfaction of Need for Relatedness —
Affective Engagement

Table 4. Mediation Effects

4.3 Mediation Effects

To test the mediation effects, bootstrapping analysis were performed 5000 times to generate
the bias-corrected bootstrap confidence interval (Hair et al., 2019). Mediation is statistically
significant when the bootstrap confidence interval does not contain zero (Zhao et al., 2010).
Using this criterion, the satisfaction of need for relatedness mediated the relationship between
intervention intensity and social engagement (95% CI; .016, .165); and between intervention
intensity and affective engagement (99% CI; .203, .452). The mediation by the satisfaction of
need for relatedness between intervention intensity and intellectual engagement was not
statistically significant. Thus, H3 (b, c) were supported, while H3a was not supported. The
results are presented in Table 4. While the model is indicative of moderated mediation, i.e.,
the mediated relationship will be stronger at lower level of perceived social support, and
weaker at higher level of perceived social support, the moderated mediation was found to be
statistically non-significant.

To summarize, the results support the theorized relationships: (1) the satisfaction of need for
relatedness mediates the relationship between intervention intensity and work engagement
(except for intellectual engagement); and the (2) perceived social support negatively
moderates the relationship between intervention intensity and the satisfaction of need for
relatedness.

5 Discussion

In the wake of the prevailing global pandemic, organizations have been forced to implement
WFH. The social distancing had a debilitating impact on the informal interactions of
employees, and as a result, the work engagement of the employees has been affected. We argue
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that the work engagement of employees is affected in WFH because of the lack of satisfaction
of their need for relatedness. Organizations have been swift in applying ICT-driven
interventions to sustain the employee interactions, with the larger goal to improve the work
engagement of employees. However, the relationship between the ICT-driven interventions
and work engagement is a black box. In this study, we shed light on the central role of the
satisfaction of need for relatedness in driving the work engagement. The satisfaction of need
for relatedness is a basic psychological need of an individual to feel a sense of belongingness
with relevant others at work and with the organization at large. We also explored the role of
perceived social support in influencing the effectiveness of interventions on the need
satisfaction.

The results show that the satisfaction of need for relatedness mediates the relationship
between intervention intensity, and the social and affective dimensions of work engagement.
The relationship between the satisfaction of need for relatedness and affective engagement
was the strongest, followed by social engagement. It would be expected that the satisfaction
of need for relatedness would have the strongest relationship with social engagement because
the satisfaction of need for relatedness is directly connected to social engagement. The
satisfaction of need for relatedness deals with the employee's feeling of connectedness to their
co-workers, while social engagement is gained through a feeling of connectedness with the
work environment.

The results showed that the relationship between the satisfaction of need for relatedness and
intellectual engagement is significant, but the mediating effect of the satisfaction of need for
relatedness on the relationship between intervention intensity and intellectual engagement is
not statistically significant. A plausible reason is that the increase in intellectual engagement
is subject to the cognitive resources at the disposal of the individual (Soane et al., 2012). While
the increased satisfaction of the need for relatedness leads to positive affect which may enable
usage of cognitive resources (Baumeister & Leary, 1995), work engagement intervention does
not impact intellectual engagement through the satisfaction of need for relatedness. As the
work engagement interventions are directed at increasing the social interactions, they are
unlikely to influence the usage of cognitive resources and impact the intellectual engagement.
Hence, the mediating effect of the satisfaction of need for relatedness has been found to be
statistically insignificant in case of intellectual engagement.

5.1 Theoretical Contributions

The key contribution of our study is the examination of the psychological mechanism
underlying ICT-driven interventions and work engagement. These interventions are resource-
intensive, and organizations would seek to improve the return on this investment. Our study
provides this crucial insight into what factors influence the effectiveness of interventions. With
this new knowledge, ICT-driven interventions can be directed towards the satisfaction of need
for relatedness to improve their effectiveness in promoting work engagement. On the other
hand, if the interventions do not address the satisfaction of need for relatedness, the eventual
intended effect on work engagement may be weakened. When interventions are designed
keeping the satisfaction of need for relatedness factor in mind, they are likely to lead to
employee interactions that are authentic and autonomous, which will have a positive impact
on the perceived relatedness of the employees and their work engagement.

Job demand and resources (JD-R) model has been typically used to understand antecedents to
work engagement (Bakker & Demerouti, 2007, 2017; Halbesleben, 2010). It is quite broad in
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capturing the entire set of antecedents. However, in the context of COVID-19 pandemic, there
is one specific aspect that has been of primary concern — the loss of social support. It is the
reduction in this job resource, i.e., social support, which has an adverse impact on work
engagement of employees in WFH. Keeping the satisfaction of need for relatedness at the
centre of the model will help the practitioners to target their interventions more directly at the
problem at hand, rather than making the interventions broader and targeting several job
resources at a time.

Our application of SDT places the spotlight specifically on the satisfaction of need for
relatedness which has been thwarted due to reduction social support. There has been a loss of
social support during COVID-19 and drop in work engagement (Kniffin et al., 2021). The loss
of social support is due to deterioration in the employee interaction (Wang et al. 2020; Wang
et al. 2021). Organizations are implementing ICT driven intervention to bolster the work
engagement by improvement in employee interactions (Mosquera et al., 2022; Singh & Verma,
2021). In our paper, we have theorized that the satisfaction of need for relatedness mediates
the relationship between intervention intensity and work engagement. One of the key sources
of social support in the work context is the team. Work teams develop a work environment
over time which provides social support to its members. Our construct perceived social
support refers to the employee perception of social support already existing in a team. We
argue that if the level of perceived social support in team is high, the satisfaction of need for
relatedness is already fulfilled to an extent, and, hence, the positive impact of intervention
intensity on the satisfaction of need for relatedness is low. On the other hand, if perceived
social support in the team is low, the impact of intervention intensity on the satisfaction of
need for relatedness is stronger. Hence, we have theorized perceived social support moderates
the relationship between intervention intensity and the satisfaction of need for relatedness.

Need for relatedness is the most recent addition to the basic psychological needs category in
SDT (Van den Broeck et al., 2016). Hence, it has received relatively less research attention in
the work domain in comparison to the needs for autonomy and competence (Gagné et al.,
2018). However, the current COVID-19 pandemic has brought the need for relatedness onto
the centre stage.

We find evidence that perceived social support negatively moderates the relationship between
intervention intensity and the satisfaction of need for relatedness. If the employee is provided
requisite social support in the work environment, the need for relatedness would be satisfied
adequately. Work engagement interventions are not needed in this scenario, as the need for
relatedness is fulfilled. This results in the reduced effect of ICT-driven interventions on the
satisfaction of need for relatedness of the employees. Figure 3 demonstrates the described
phenomenon. At higher perceived social support, the relationship between the intervention
intensity and the satisfaction of need for relatedness is weaker than a scenario of lower
perceived social support.

5.2 Practical Implications

The understanding of ICT-driven interventions is important for practitioners in human-
computer interaction (HCI). In the pre-COVID era, most workplace interactions were face-to-
face. However, in WFH, the non-verbal cues and contextual information of the interacting
participants that were obvious in the offline interactions are now missing in the ICT-mediated
interactions. The understanding of virtual interactions needs to evolve to make up for this
absence.
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The changes in work policy due to recent COVID-19 pandemic have increased the relevance
of ICT in enabling organizational initiatives of work engagement interventions. ICT should
drive the work engagement interventions in a manner that will not only increase the quantum
of workplace interactions, but also needs to be more precise in leading to authentic and
autonomous interactions. Otherwise, the efforts will lead towards frustration, rather than
satisfaction of the need for relatedness, which will negatively impact the engagement of the
employee.

An in-depth understanding of the working of the satisfaction of need for relatedness will help
in design and implementation of ICT-driven work engagement interventions. The satisfaction
of need for relatedness is contingent on two criteria (Baumeister & Leary, 1995). First, there
needs to be frequent interactions with the relevant people. However, the interactions should
also be affectively positive, but more importantly, should be largely free of negative affect and
conflict. Second, individuals should perceive that the relationships are stable and enduring in
the foreseeable future, and that there is authentic affective concern in the interpersonal
relations. While the current interventions do attempt to increase the interaction intensity, their
scope do not cover for positive affect in interactions and perception of stable relationship. If
only one of the criteria is met, the satisfaction is likely to be partial, and hence, the positive
impact on work engagement will be limited. It should also be noted the satisfaction of need
for relatedness is subject to diminishing returns. This means that while individuals require a
certain amount of social relatedness, but once that minimum is satisfied, the priority of
forming additional bonds decreases. This indicates there is a limit to which increased
interactions can improve the satisfaction of need for relatedness and the work engagement of
employees.

ICT-mediated communications in the workplace should be implemented with the aim of
making teams function in a more collaborative manner. With the collaborative nature of
communications, the perceived social support for the employees is likely to be higher. This
will enable the satisfaction of the relatedness need in WFH teams.

The implication of the moderating role of perceived social support is that when it is high, the
work engagement interventions may not be very effective in promoting work engagement.
Hence, organizations need to be more vigilant in implementing work engagement
interventions rather than overall roll-out. The work environment of the target employees
should be understood before going ahead with the intervention. It is likely that in teams with
high perceived social support, such interventions may look redundant or burdensome at
worse.

5.3 Limitations and Future Research Directions

Although the current study explores the role of organizational interventions and social
support in the satisfaction of need for relatedness in detail, these are certain limitations to our
study. The context of pandemic in which the current research is done is unique in nature.
Further research is needed to explore the role of the satisfaction of need for relatedness in the
effectiveness of ICT-driven interventions. The implication of prolonged work from home
exposure can be explored by conducting similar studies periodically.

We included multiple organizations in the study. Although our study provides a general
overview of the response towards ICT-driven interventions from employees who are working
from home, further research focusing on fewer organizations will provide a context where
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interventions could be more uniform across the employees. On similar line, while our study
focused on organizations from the knowledge industry, sector-specific studies can provide
insights on the peculiarities in different areas. Also, future studies can be conducted with a
higher sample size to confirm the results of the current study. Another limitation of the current
study is that the convergent validity of certain constructs is borderline. To improve convergent
validity, additional data should be collected, and the scale items of the constructs should be
tested and improved to ensure a clear non-ambiguous understanding of the scale items by the
future studies.

Further, the educational background and gender representation in the study were uneven.
Gender representation is a reflection of the demography in the industry (Kumar & Parveen,
2021). It needs to be seen what happens when the genders have an equitable representation.
Lastly, there was a mix of employees in terms of prior WFH experience. Although this effect
of prior WFH experience was controlled in our analysis, studies purely focusing on employees
with no WFH experience can bring to light new aspects to the understanding of the ICT-driven
interventions for work engagement.

6 Conclusion

WFH is an important work design in the future of work (Gagne et al., 2022). It is becoming
more prevalent with the development and advancement in communication technologies (ICT).
Further, the recent COVID-19 pandemic forced organizations to implement work-from-home
on an organizational scale. The transfer of work from office to home has given rise to new
challenges, especially to work engagement. Also, COVID-19 pandemic presents a novel
context wherein employees have been enforced with WFH. Consequently, work engagement
has become one of the top priorities for the organizations as it is a crucial success factor.

Organizations have used ICT-driven initiatives to manage the work engagement among WFH
employees. Given the importance of engagement to organizations and the resource
intensiveness of ICT-driven initiatives in terms of time, money and effort, the effectiveness of
these interventions becomes crucial. This study shows that the satisfaction of need for
relatedness of employees mediates the relationship between interventions and work
engagement. In the world of practice, engagement is typically considered as a catch-all
umbrella term for positive work-related attitudes (like organizational commitment, job
satisfaction, organizational citizenship, and intention to stay) (Robertson, 2012), and, with this
understanding, the interventions often get directed at supporting various job resources. The
effectiveness of the interventions can be improved if the focus can be directed on enabling the
satisfaction of need for relatedness. Further, the study also shows that perceived social support
in a team negatively moderates the relationship between intervention intensity and the
satisfaction of need for relatedness. This indicates that an organization-wide roll-out of ICT-
driven intervention would be a crude attempt at addressing engagement, because it does not
take into consideration the existing social support in a team. We suggest that ICT-driven
interventions should be implemented with awareness and understanding of the team
environment.

References

Allen, T. D., Golden, T. D., & Shockley, K. M. (2015). How effective is telecommuting?
Assessing the status of our scientific findings. Psychological Science in the Public Interest,
16(2), 40-68. https://doi.org/10.1177/1529100615593273

17



Australasian Journal of Information Systems Singh & Dev
2023, Vol 27, Research Article ICT-Driven Work Engagement Interventions

Anthony-McMann, P. E., Ellinger, A. D., Astakhova, M., & Halbesleben, J. R. B. (2017).
Exploring different operationalizations of employee engagement and their relationships
with workplace stress and burnout. Human Resource Development Quarterly, 28(2), 163—
195. https://doi.org/10.1002/hrdq.21276

Ashford, S.]., Caza, B. B., & Reid, E. M. (2018). From surviving to thriving in the gig economy:
A research agenda for individuals in the new world of work. Research in Organizational
Behavior, 38, 23—41. https://doi.org/10.1016/j.riob.2018.11.001

Bakker, A. B., & Demerouti, E. (2007). The job demands-resources model: State of the art.
Journal of Managerial Psychology, 22(3), 309-328.
https://doi.org/10.1108/02683940710733115

Bakker, A. B., & Demerouti, E. (2017). Job demands-resources theory: Taking stock and
looking forward. Journal of Occupational Health Psychology, 22(3), pp. 273-285).
Educational Publishing Foundation. https://doi.org/10.1037/0cp0000056

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. I. (2014). Burnout and work engagement: The
JD-R approach. Annual Review of Organizational Psychology and Organizational
Behavior, 1(1), 389—411. https://doi.org/10.1146/annurev-orgpsych-031413-091235

Baumeister, R. F., & Leary, M. R. (1995). The need to belong: Desire for interpersonal
attachments as a fundamental human motivation. Psychological Bulletin, 117(3), 497-529.
https://doi.org/10.1037/0033-2909.117.3.497

Bavik, Y. L., Shaw, J. D., & Wang, X.-H. (Frank). (2020). Social support: Multidisciplinary
review, synthesis, and future agenda. Academy of Management Annals, 14(2), 726-758.
https://doi.org/10.5465/annals.2016.0148

Callea, A., De Rosa, D. D., Ferri, G., Lipari, F., & Costanzi, M. (2019). Are more intelligent
people happier? Emotional intelligence as mediator between need for relatedness,
happiness and flourishing. Sustainability, 11(4). https://doi.org/10.3390/su11041022

Chong, S., Huang, Y., & Chang, C.-H. (Daisy). (2020). Supporting interdependent telework
employees: A moderated-mediation model linking daily COVID-19 task setbacks to
next-day work withdrawal. Journal of Applied Psychology, 105(12), 1408-1422.
https://doi.org/10.1037/apl0000843

Deci, E. L., Olafsen, A. H.,, & Ryan, R. M. (2017). Self-determination theory in work
organizations: The state of a science. Annual Review of Organizational Psychology and
Organizational Behavior, 4(1), 19-43. https://doi.org/10.1146/annurev-orgpsych-032516-
113108

Deci, E. L., & Ryan, R. M. (2000). The “what” and “why” of goal pursuits: Human needs and
the self-determination of behavior. Psychological Inquiry, 11(4), 227-268.
https://doi.org/10.1207/515327965PLI1104_01

El-Zoghby, S. M., Soltan, E. M., & Salama, H. M. (2020). Impact of the COVID-19 Pandemic on
Mental Health and Social Support among Adult Egyptians. Journal of Community Health,
45(4), 689-695. https://doi.org/10.1007/s10900-020-00853-5

Ellis, J. B., Luther, K., Bessiere, K., & Kellogg, W. A. (2008). Games for virtual team building.
Proceedings of the 7th ACM Conference on Designing Interactive Systems, 295-304.
https://doi.org/10.1145/1394445.1394477

18



Australasian Journal of Information Systems Singh & Dev
2023, Vol 27, Research Article ICT-Driven Work Engagement Interventions

Fallon, N. (2020). Managing from home? Here’s how to keep your team engaged during coronavirus.
US  Chamber of Commerce. https://www.uschamber.com/co/run/human-
resources/how-to-support-your-employees-in-a-crisis

Fernet, C., Austin, S., Trépanier, S.-G., & Dussault, M. (2013). How do job characteristics
contribute to burnout? Exploring the distinct mediating roles of perceived autonomy,

competence, and relatedness. European Journal of Work and Organizational Psychology,
22(2),123-137. https://doi.org/10.1080/1359432X.2011.632161

Fredrickson, B. L. (1998). What Good Are Positive Emotions? Review of General Psychology, 2(3),
300-319. https://doi.org/10.1037/1089-2680.2.3.300

Fuller, C. M., Simmering, M. J., Atinc, G., Atinc, Y., & Babin, B. J. (2016). Common methods
variance detection in business research. Journal of Business Research, 69(8), 3192-3198.
https://doi.org/10.1016/j.jbusres.2015.12.008

Gagné, M., Deci, E. L., & Ryan, R. M. (2018). Self-Determination Theory Applied to Work
Motivation and Organizational Behavior. In D. S. Ones, N. Anderson, & C. Viswesvaran
(Eds.), The SAGE Handbook of Industrial, Work & Organizational Psychology (pp. 97-121).
Sage Reference. https://doi.org/10.4135/9781473914957 .n6

Gagné, M., Parker, S. K, Griffin, M. A., Dunlop, P. D., Knight, C., Klonek, F. E., & Parent-
Rocheleau, X. (2022). Understanding and shaping the future of work with self-
determination theory. Nature Reviews Psychology, 1(7), 378-392.
https://doi.org/10.1038/s44159-022-00056-w

Greasley, K., Edwards, P., Baker-McClearn, D., & Dale, J. (2012). Why do organisations engage
in HR initiatives? A test case of a health and wellbeing intervention. Employee Relations,
34(4), 443-462. https://doi.org/10.1108/01425451211236869

Gubler, T., Larkin, I., & Pierce, L. (2017). Doing Well by Making Well: The Impact of Corporate
Wellness Programs on Employee Productivity. Management Science, 64(11), 4967—-4987.
https://doi.org/10.1287/mnsc.2017.2883

Hair, J. F., & Sarstedt, M. (2019). Factors versus composites: Guidelines for choosing the right
structural equation modeling method. Project Management Journal, 50(6), 619-624.
https://doi.org/10.1177/8756972819882132

Hair, J F, Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. (2019). Multivariate Data
Analysis (8th ed.). Boston, MA, USA: Cengage.

Halbesleben, J. R. B. (2010). A meta-analysis of work engagement: Relationships with burnout,
demands, resources, and consequences. In Work engagement: A handbook of essential theory
and research. (pp. 102-117). Washington, DC, USA: Psychology Press.

llozor, D. B., Ilozor, B. D., & Carr, J. (2001). Management communication strategies determine
job satisfaction in telecommuting. Journal of Management Development, 20(6), 495-507.
https://doi.org/10.1108/02621710110399783

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at
work. Academy of Management Journal, 33(4), 692-724. https://doi.org/10.2307/256287

19



Australasian Journal of Information Systems Singh & Dev
2023, Vol 27, Research Article ICT-Driven Work Engagement Interventions

Khor, L. K., & Tan, C. L. (2022). Workforce management in the post-pandemic era: Evidence
from multinational companies using grounded theory. Global Business and Organizational
Excellence. https://doi.org/10.1002/joe.22174

King, A. ], Brophy, L. M., Fortune, T. L., & Byrne, L. (2020). Factors affecting mental health
professionals’ sharing of their lived experience in the workplace: A scoping review.
Psychiatric Services, 71(10), 1047-1064. https://doi.org/10.1176/appi.ps.201900606

Kline, R. B. (2015). Principles and practice of structural equation modeling. NYC, USA: Guilford
Press.

Kniffin, K. M., Narayanan, J., Anseel, F., Antonakis, ]., Ashford, S. P., Bakker, A. B., Bamberger,
P., Bapuji, H., Bhave, D. P., Choi, V. K., Creary, S. J., Demerouti, E., Flynn, F. J., Gelfand,
M. ]., Greer, L. L., Johns, G., Kesebir, S., Klein, P. G,, Lee, S. Y., ... Vugt, M. van. (2021).
COVID-19 and the workplace: Implications, issues, and insights for future research and
action. American Psychologist, 76(1), 63-77. https://doi.org/10.1037/amp0000716

Knight, C., Patterson, M., & Dawson, J. (2019). Work engagement interventions can be
effective: A systematic review. European Journal of Work and Organizational
Psychology, 28(3), 348-372. https://doi.org/10.1080/1359432X.2019.1588887

Kossek, E. E., & Lautsch, B. A. (2017). Work-Life Flexibility for Whom? Occupational Status
and Work-Life Inequality in Upper, Middle, and Lower Level Jobs. Academy of
Management Annals, 12(1), 5-36. https://doi.org/10.5465/annals.2016.0059

Kumar, S., & Parveen, R. (2021). Assessing the factors of employees’” intrapreneurial behaviour:
an Indian context. World Journal of Entrepreneurship, Management and Sustainable
Development, 17(4), 804-821. https://doi.org/10.1108/ WJEMSD-12-2020-0160

Lim, W. M. (2021). History, lessons, and ways forward from the COVID-19 pandemic.
International Journal of Quality and Innovation, 5(2), 101-108.

Lim, W. M. (2022). Ushering a new era of Global Business and Organizational Excellence:
Taking a leaf out of recent trends in the new normal. Global Business and Organizational
Excellence, 41(5), 5-13. https://doi.org/10.1002/joe.22163

Liu, D., Chen, X.-P., & Yao, X. (2011). From autonomy to creativity: A multilevel investigation
of the mediating role of harmonious passion. Journal of Applied Psychology, 96(2), 294-
309. https://doi.org/10.1037/a0021294

Mosquera, P., Soares, M. E., & Alvadia, T. (2022). Is teleworking at odds with social
sustainability and organizational learning?. The Learning Organization, 29(5), 527-547.
https://doi.org/10.1108/TLO-01-2022-0002

Newman, S. A., & Ford, R. C. (2021). Five steps to leading your team in the virtual COVID-19
workplace. Organizational Dynamics, 50(1), 100802.
https://doi.org/10.1016/j.orgdyn.2020.100802

Nielsen, I. K., Jex, S. M., & Adams, G. A. (2000). Development and validation of scores on a
two-dimensional workplace friendship scale. Educational and Psychological Measurement,
60(4), 628-643. https://doi.org/10.1177/00131640021970655

Nunnally, J. C. (1994). Psychometric theory (Vol. 56). NYC, USA: McGraw-Hill.

20



Australasian Journal of Information Systems Singh & Dev
2023, Vol 27, Research Article ICT-Driven Work Engagement Interventions

Olszewski, P., & Mokhtarian, P. (1994). Telecommuting frequency and impacts for State of
California employees. Technological Forecasting and Social Change, 45(3), 275-286.
https://doi.org/10.1016/0040-1625(94)90050-7

Podsakoff, P. M., MacKenzie, S. B., Lee, ]J.-Y., & Podsakoff, N. P. (2003). Common method
biases in behavioral research: A critical review of the literature and recommended
remedies. Journal of Applied Psychology, 88(5), 879-903. https://doi.org/10.1037/0021-
9010.88.5.879

Riva, G., Bafios, R. M., Botella, C., Wiederhold, B. K., & Gaggioli, A. (2012). Positive technology:
Using interactive technologies to promote positive functioning. Cyberpsychology,
Behavior, and Social Networking, 15(2), 69-77. https://doi.org/10.1089/cyber.2011.0139

Robertson, I. (2012). The importance of employee engagement in difficult times. The Guardian.
https://www.theguardian.com/public-leaders-network/2012/may/03/importance-
employee-engagement-difficult-times

Ryan, R. M., & Deci, E. L. (2000). Self-determination theory and the facilitation of intrinsic
motivation, social development, and well-being. American Psychologist, 55(1), 68-78.
https://doi.org/10.1037/0003-066X.55.1.68

Ryan, R. M., & Deci, E. L. (2017). Self-determination theory: Basic psychological needs in motivation,
development, and wellness. NYC, USA: Guilford Press.
https://doi.org/10.1521/978.14625/28806

Sacco, D. F., & Ismail, M. M. (2014). Social belongingness satisfaction as a function of
interaction medium: Face-to-face interactions facilitate greater social belonging and

interaction enjoyment compared to instant messaging. Computers in Human Behavior, 36,
359-364. https://doi.org/10.1016/j.chb.2014.04.004

Sahoo, A., Xechung, N. L., Mostafiz, M. 1., & Krishnaswamy, J. (2022). Perceived risk and
sensitivity and their influence on expatriate performance during the COVID-19
pandemic.  Global  Business and  Organizational — Excellence, 41(4), 68-84.
https://doi.org/https://doi.org/10.1002/joe.22152

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of
Managerial Psychology, 21(7), 600-619. https://doi.org/10.1108/02683940610690169

Saks, A. M. (2017). Translating employee engagement research into practice. Organizational
Dynamics, 46(2), 76-86. https://doi.org/10.1016/j.orgdyn.2017.04.003

Sardeshmukh, S. R., Sharma, D., & Golden, T. D. (2012). Impact of telework on exhaustion and
job engagement: a job demands and job resources model. New Technology, Work and
Employment, 27(3), 193-207. https://doi.org/10.1111/j.1468-005X.2012.00284.x

Sheldon, K. M., Elliot, A. ], Kim, Y., & Kasser, T. (2001). What is satisfying about satisfying
events? Testing 10 candidate psychological needs. Journal of Personality and Social
Psychology, 80(2), 325-339. https://doi.org/10.1037/0022-3514.80.2.325

Siampou, F., Komis, V., & Tselios, N. (2014). Online versus face-to-face collaboration in the
context of a computer-supported modeling task. Computers in Human Behavior, 37, 369—
376. https://doi.org/10.1016/j.chb.2014.04.032

21



Australasian Journal of Information Systems Singh & Dev
2023, Vol 27, Research Article ICT-Driven Work Engagement Interventions

Simmering, M. J., Fuller, C. M., Richardson, H. A., Ocal, Y., & Atinc, G. M. (2014). Marker
variable choice, reporting, and interpretation in the detection of common method
variance: a review and demonstration. Organizational Research Methods, 18(3), 473-511.
https://doi.org/10.1177/1094428114560023

Singh, H., & Verma, S. (2021). Evolution of IS Competencies due to Mandatory Telework on
Organizational scale-A Work-Systems Approach. Proceedings of the 54th Hawaii
International Conference on System Sciences, 5789.

Soane, E., Truss, C., Alfes, K., Shantz, A., Rees, C., & Gatenby, M. (2012). Development and
application of a new measure of employee engagement: The ISA Engagement Scale.

Human Resource Development International, 15(5), 529-547.
https://doi.org/10.1080/13678868.2012.726542

Stych, M., & Greer, L. L. (2020). Is your organization ready for permanent WFH? Harvard
Business Review. https://hbr.org/2020/08/is-your-organizationready-for-permanent-wth

Toth, I, Heindnen, S., & Kianto, A. (2022). Disentangling the elements of PsyCap as drivers for
work, organization and social engagement in knowledge-intensive work. Personnel
Review. https://doi.org/10.1108/pr-01-2021-0031

Van den Broeck, A., Ferris, D. L., Chang, C.-H., & Rosen, C. C. (2016). A review of self-
determination theory’s basic psychological needs at work. Journal of Management, 42(5),
1195-1229. https://doi.org/10.1177/0149206316632058

Van den Broeck, A., Vansteenkiste, M., De Witte, H., & Lens, W. (2008). Explaining the
relationships between job characteristics, burnout, and engagement: The role of basic
psychological  need  satisfaction. Work & Stress,  22(3),  277-294.
https://doi.org/10.1080/02678370802393672

Walther, J. B. (2011). Theories of computer-mediated communication and interpersonal
relations. In M. L. Knapp & J. A. Daly (Eds.), The SAGE Handbook of Interpersonal
Communication (4th ed., pp. 443-479). Thousand Oaks, CA, USA: SAGE Publications.

Walther, J. B., Van Der Heide, B., Ramirez Jr., A., Burgoon, J. K., & Pefia, J. (2015). Interpersonal
and Hyperpersonal Dimensions of Computer-Mediated Communication. In The
Handbook  of the Psychology of Communication Technology (pp. 1-22).
https://doi.org/10.1002/9781118426456.ch1

Wang, B., Liu, Y., & Parker, S. K. (2020). How Does the Use of Information Communication
Technology Affect Individuals? A Work Design Perspective. Academy of Management
Annals, 14(2), 695-725. https://doi.org/10.5465/annals.2018.0127

Wang, B., Liu, Y., Qian, J., & Parker, S. K. (2021). Achieving effective remote working during
the COVID-19 pandemic: A work design perspective. Applied Psychology, 70(1), 16-59.
https://doi.org/10.1111/apps.12290

Wang, J., & Wang, X. (2019). Structural equation modeling: Applications using mplus. In Structural
Equation Modeling: Applications Using Mplus. Hoboken, NJ, USA: John Wiley & Sons.
https://doi.org/10.1002/9781119422730

Zhao, X., Lynch]r., J. G., & Chen, Q. (2010). Reconsidering Baron and Kenny: Myths and truths
about mediation analysis. Journal of Consumer Research, 37(2), 197-206.
https://doi.org/10.1086/651257

22



Australasian Journal of Information Systems Singh & Dev
2023, Vol 27, Research Article ICT-Driven Work Engagement Interventions

Copyright: © 2023 authors. This is an open-access article distributed under the terms of the
Creative Commons Attribution-NonCommercial 3.0 Australia License, which permits non-

commercial use, distribution, and reproduction in any medium, provided the original author
and AJIS are credited.

doi: https://doi.org/10.3127/ajis.v27i0.4039

23


http://creativecommons.org/licenses/by-nc/3.0/au/

	1 Introduction
	2 Theoretical Background and Hypotheses
	2.1 Need for Relatedness
	2.2 Work Engagement
	2.3 Need for Relatedness and Work Engagement
	2.4 ICT-driven Work Engagement Interventions
	2.5 Perceived Social Support

	3 Method
	3.1 Sample and Data Collection
	3.2 Variable Measurement
	3.3 Addressing Common Method Variance
	3.4 Reliability and Validity of Measures

	4 Results
	4.1 Direct Effects
	4.2 Interaction Effects
	4.3 Mediation Effects

	5 Discussion
	5.1 Theoretical Contributions
	5.2 Practical Implications
	5.3 Limitations and Future Research Directions

	6  Conclusion

