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Abstract

Organizations are prioritizing policies to manage and assist employees in enabling them to work well
and to retain them, to maintain a competitive advantage and overcome crises such as an economic
recession and the negative impact of the pandemic. This study, therefore, addresses the research gap,
calling on them to improve employees’ perceived organizational support (POS), felt obligation (FO),
and transformational leadership (TL) to improve employee retention (ER) in remote and hybrid working
environments, which are becoming more popular. Employing time-lagged data, we surveyed 300
remote employees working in multi-sector Vietnam. Based on the social exchange theory, the research
results revealed that POS is essential to directly and positively promote ER. Importantly, the study
indicated an indirect influence of POS on ER through FO. Moreover, transformational leadership
partially moderated those relationships. Specifically, the direct relationship between POS and ER is
stronger if TL is high, and reversely, the relationship is weaker if TL is low. The research findings thus
enable us to make theoretical and practical contributions to the relationship between POS, FO, and TL
toward ER in the post-pandemic remote working context. This encourages managers and researchers to
focus more on establishing support and creating a remote work policy that retains employees to achieve
stability and bring a competitive advantage to businesses. Finally, we also highlight some limitations
and suggest ideas for further studies.
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1 INTRODUCTION

Technology is increasingly reshaping and influencing every aspect of human lives, from communication
and security to transportation efficiency and safety (Gere, 2009). The dramatic impact of digital
technology on life and work is forcing both employees and organizations to change, such as moving to
remote or hybrid combining remote and in-person work (McPhail et al., 2024). Companies attempt to
use new digital technology to modify how they operate and manage human resources to boost work
efficiency while keeping costs down to remain competitive (Chang, 2020). As a result, concerns about
using digital technology and working from home are becoming increasingly significant, particularly in
light of the pandemic’s impact (ILO, 2020; Hayes et al., 2021). Notably, after the pandemic, the
proportion of companies maintaining remote work and hybrid work is still increasing (Sahut & Lissillour,
2023). Building a highly competent team and retaining them has become an important strategy to help a
company improve its competitiveness and ensure recovery and growth (Kniffin et al., 2021; Emanuel &
Harrington, 2023; Sun et al., 2022). Studies have therefore been conducted to identify factors affecting
employee performance when working remotely (Nyberg et al., 2021; Malhotra et al., 2021; Nakrosiene
et al., 2019) and demonstrate the positive effects of remote working on different types of employees’
outcomes, such as attitudes (Malka, 2024) and productivity (Burdett et al., 2024). However, recent
scholars conducting empirical studies in the remote context have indicated contrasting research results.
Existing studies demonstrate certain benefits for employees working from home but also many risks and
harms, noting employers need to handle and support their employees (Perry et al., 2023; Dhanpat et al.,
2022). This is because remote and hybrid working was not a common practice for many companies
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(Kossek & Lautsch, 2018). Even for experienced employees or organizations, transitioning from working
from the office to working from home can be difficult when employees cannot work remotely or the
organization is not yet prepared to keep up with management changes and provide timely employee
support (ILO, 2020). Working remotely can thus result in productivity, health, stress, and emotional
exhaustion issues (Soga et al., 2022), leading to employee turnover (Dodanwala & Shrestha, 2021). In
addition, the attention of current studies mainly focuses on the importance of remote work, employee
performance or improving management capabilities in the context of remote work (Sahut & Lissillour,
2023; Burdett et al., 2024; Malka, 2024) while ignoring the need to change the way work is managed to
provide necessary organizational support adjustments for employees working from home, which reduces
their pressures and prevents resignations (Chan et al., 2023; Malhotra et al., 2021). As a result,
organizations must carefully consider and design technical issues and the management system to not
reduce employee productivity when working from home (Chi et al., 2021; Galanti et al., 2021) but still
deliver organizational support to avoid negative emotions, so as to maintain retention. Employee
retention (especially for key employees) is essential to promote productivity and competitive advantage
(Kyndt et al., 2009), and could be impacted by employees’ perceived organizational support (POS)
(Jawahar & Hemmasi, 2006), particularly during the pandemic and beyond. Yet, in the remote work, the
critical question of how POS influences employee retention when working remotely remains
unanswered.

POS was first established by Eisenberger et al. (1986, 1990), who proposed that beliefs are formed by
employees regarding the extent to which their organization values their contributions and are concerned
for their well-being. Under the tenets of social exchange theory, POS is positively related to affective
organizational commitment (Eisenberger et al., 1990; Rhoades et al., 2001; Wayne et al., 1997). The
provision of organizational support to an employee is likely to generate feelings of goodwill towards
the organization and strengthening the bond between employer and employee, which, in turn, increases
the mindset of obligation to repay the organization through the norm of reciprocity (Eisenberger et al.,
1990; Maertz et al., 2007). Consequently, POS should be positively related to affective organizational
commitment and negatively related to turnover. Some studies confirm this relationship empirically in
Western countries (Rhoades & Eisenberger, 2002; Maertz et al., 2007). Later, this idea has been
expanded around the world and across sectors. Lew (2009) indicated that there is a correlation between
POS and organizational commitment, as well as a correlation between POS and a feeling of
responsibility from academics working for private higher educational institutions in Malaysia. Kalidass
and Bahron (2015) found a significant relationship between perceived supervisor support, POS,
organizational commitment, and turnover. Their study recommends that hotel management pay more
attention to its employees to reduce the likelihood of turnover (Kalidass & Bahron, 2015). Despite
increasing empirical works on the relationship between POS and turnover intentions or employee
retention around the world, limited attention has been paid to this topic in the remote work context.

Transformational leadership is one of the decisive pathways to enhancing a company’s innovation
capability (Prasad & Junni, 2016; Sattayaraksa & Boon-itt, 2018; Zheng et al., 2016) as it positively
involves a firm’s innovation capability through intellectual stimulation, encouraging openness among
individuals (Vera & Crossan, 2004), inspiring and motivating employee’s innovation behavior (Choi et
al., 2016). In fact, knowledge of transformational leadership has been generally explored for many
years. Some previous studies have shown POS is significant in moderating and mediating
organizational relationships (Cheng & O-Yang, 2018; Mahmoud, 2008). According to Mahmoud
(2008), POS significantly influences the relationship between transformational leadership and
employees’ knowledge sharing. Shabane et al. (2017) discussed how transformational leadership
impacts the retention of employees, showing that transformational leadership acts as a moderator in the
relationship between work satisfaction and the desire to stay on the job. Also, the existing literature has
indicated that transformational leadership should be integrated with organizational culture to stimulate
employees’ voluntary behavior (Tian et al., 2020). Although the interrelationships between
transformational leadership and retention have been studied, the role of transformational leadership in
the POS and employee retention link still has not been found, particularly in the remote work context.

This study addresses two main research objectives to advance knowledge and reduce these gaps by
relying on the social exchange theory. First, we investigate whether POS directly influences employee
retention and whether its effects are mediated by other factors (employees’ felt obligations) in the
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remote work context. Second, we examine the moderating role of transformational leadership in the
relationship between POS and employee retention. Specifically, we determine whether transformational
leadership acts as a moderating factor in the direct influence of POS on ER and the indirect influence
of POS on ER via the mediating role of employees who felt obligated to the remote work context.

Our study is expected to provide theoretical contributions to the existing knowledge of POS and ER by
investigating these relationships. Our study is one of the pioneers in exploring the contributions of POS
towards employees’ behaviors such as employee retention, especially when employees are working
remotely. Additionally, although there have been many empirical studies on transformational
leadership, the present study is valuable in clarifying the role of this leadership towards the relationship
between POS and ER in the remote work context, which previous studies have left undeveloped.
Finally, relying on these research findings, the study proposes practical implications for enhancing
telework human capabilities. These recommendations call attention to supporting employees and
creating a conducive working environment that empowers them to have a competitive, committed
workforce for the firms. The following section includes the theoretical background and the research
hypotheses. The third section is the research method, while data analysis is described in the fourth
section. The fifth section is the research findings, followed by the conclusion section discussing
limitations and future studies.

2 THEORETICAL BACKGROUND
2.1 Social Exchange Theory

The social exchange theory highlights that employees are motivated towards voluntary behaviors
because of the benefits they get from others (Blau, 1964). Social exchange behavior is described as a
social exchange process between at least two persons about activity, intangible or intangible and more
or less rewarding or costly (Homans, 1974). Consequently, employees perform social exchanges in
response to both individuals and the organization. Accordingly, Emerson (1976) refers to organizations
providing support as a source of exchange, obtaining the social exchange participation of employees
following the principle of reciprocity. The recipient is indebted to the donor until they repay the
obligation (Gouldner, 1960). Social exchange is established as parties get reciprocal advantages from
one another and create cooperation, trust, commitment, and shared benefits (Rupp & Mallory, 2015;
Phan et al., 2020). Furthermore, the business demonstrates support and shares with its workers to
accomplish development objectives, contributing to employees’ POS (Witt & Carlson, 2006).
Consequently, social exchange theory has been extensively used in POS research for many years to
explain the underlying behaviors of employees towards their organizations. Specifically, the literature
study has highlighted, through the norm of reciprocity, the significance of an employee’s POS in
fostering a sense of obligations, fostering organizational commitment and satisfaction, and reducing
turnover intention (e.g., Huang et al., 2021; Zagenczyk et al., 2021). In addition, employees who believe
their organization cares about them are more likely to respond to the organization by proactively
supporting colleagues (Pham et al., 2023) and forming a stronger commitment to the organization to
increase employee retention (Rogers & Ashforth, 2017). Moreover, given the importance of employee
retention, when a skilled, experienced employee leaves, it incurs high costs (Waldman et al., 2015). The
loss of these employees will result in a decline in output, work efficiency, and productivity (Cloutier et
al., 2015). Therefore, managers need to consider appropriate strategies to retain employees with good
technology competencies to work remotely to keep the company’s long-term development and increase
competitiveness (Antosova et al., 2022; Ohunakin et al., 2019). Numerous studies have been conducted
to explain and imply that the elements that assist in retaining workers, such as leadership, are on the
rise. Specifically, among the forms of leadership explored, several topics utilize social exchange theory
to claim that transformational leadership has a pull effect that encourages employees to remain with the
business (Tse et al., 2013). Consequently, with the focus on supporting the development of employees,
creating a favorable working environment, and motivating employees to work together for the
development benefits of both the organization and employees (Ohunakin et al., 2019; Zwingmann et
al., 2014), transformational leadership motivates employees to form social exchanges with superiors
and the organization, acquiring appropriate attitudes and behaviors, and retaining employees (Tse et al.,
2013).
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2.2 Hypothesis development
Perceived organizational support and employee retention.

According to Eisenberger et al. (1986), POS relates to “the extent to which their organization values
their contribution and cares about their well-being” (p. 501). It might be regarded as the company
agreeing, supporting, and sharing with workers (Witt & Carlson, 2006). The literature review has
demonstrated the relevance of employee’s POS in enhancing employees’ organizational commitment
and satisfaction, balancing work and life (O’Driscoll et al., 2003), and subsequently minimizing
turnover (Huang et al., 2021; Zagenczyk et al., 2021). Meyer and Smith (2001) stated that POS is also
a mediator in the connection between HRM practices and a company’s degree of commitment. One
way for employees to publicly acknowledge and express their gratitude to POS is to maintain
organizational membership, outstanding attendance and punctuality, among other things (Meyer &
Smith, 2009). Other studies indicated that POS negatively affects employee retention (Jawahar &
Hemmasi, 2006; Loi et al., 2006).

Employee retention is summarized as a goal that includes retaining the qualified or the best employees
and reducing turnover by providing them with a positive work environment, showing them gratitude,
and delivering competitive wages and benefits. Indeed, Jones and Skarlicki (2003) indicated that
organizations’ retention of high-performing employees is becoming increasingly critical due to labor
shortages. According to Kyndt et al. (2009), a company’s competitiveness depends on its ability to
retain outstanding individuals since their knowledge and skills are critical to the success of any
particular organization. Employees have difficulty adapting to changing working circumstances due to
sudden workplace changes and the quick advancement of technology (Stankovic et al., 2021; Sun et al.,
2022). In addition to the demands of completing required tasks, the influence of personal external issues
may extend the working hours of remote employees (Peasley et al., 2020; Singer-Velush et al., 2020).
Work-related demands and stress that lead to dissatisfaction or a sudden negative change in work have
been cited by earlier studies as the main reasons for employee turnover (Sun & Wang, 2017; Waldman
et al., 2015). This prompted research on the importance of having organizational support and its effect
on employee retention. POS indicates the genuine respect of the organization for the employee and
recognition of the employee’s contributions and then delivering timely support (Loi et al., 2006).
Consequently, as a social exchange, POS positively enhances response to the organization’s value and
support (Eisenberger et al., 2001). The greater the perception of organizational support, the more
favorable employees see their work environment, which in turn promotes commitment and decreases
turnover (Lee et al., 2010; Loi et al., 2006). Gaps remain in understanding how POS impacts employee
retention in different contexts in work environments, particularly with the rise of remote work and rapid
technological changes. Thus, the following hypothesis:

H1: Perceived organizational support positively and indirectly influences employee retention in the
remote work context.

The mediating role of employees’ felt obligation

Rossi and Rossi (2018) defined employees’ felt obligation as the feeling of being required to act in
certain ways toward others. In an organization, if employees feel an obligation, they care for the
organization’s well-being and help it achieve its required goals (Eisenberger et al., 2001). Specifically,
the reason for the feeling of obligation that employees need to strive for their organization is because
“POS provides a broad and valued set of socio-emotional and impersonal resources to employees, the
norm of reciprocity” (Eisenberger et al., 2004, p. 212). In addition, workers often feel obligated to their
employers after receiving benefits or other aid to meet their needs (Cropanzano & Mitchell, 2005).
Numerous academics have examined the links between employees’ felt obligation and their work
outcomes and behaviors, such as reducing employee withdrawal behaviors, employee retention, and
performance (Arshadi, 2011; Eisenberger et al., 2001).

According to Tsui et al. (1997), support from the organization that demonstrates care and appreciation
of employers for workers might increase commitment through the reciprocity norm. In particular, the
shift to remote work will be challenging for employees due to a deficiency in technology competencies
and factors such as emotions of isolation and a shortage of supervision. Thus, in the current context, the
significance of organizational support may outweigh that in a conventional work setting. Currently,
employees may increasingly depend on the perceived support from the organization to be prepared,
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maintain motivation, and remain engaged. Because of this, POS has the potential to improve employee’s
behaviors, mostly due to the fact that it instills a feeling of obligation in employees to repay the business
(Eisenberger et al., 1986). This conclusion lends credence to the reciprocity relationship between
organizations and employees of social exchange theory (Blau, 1964). Employees, in particular, react to
the organization’s good treatment by developing emotions of obligation to care and work for the
organization's benefit. These sentiments of obligation, in turn, boost their positive work attitudes and
behaviors (Arshadi, 2011). Employees are willing to commit to their obligation to repay POS by staying
and maintaining good attendance (Arshadia, 2011).

As a consequence, according to the social exchange theory, POS generates a sense of obligation to
worry about the organization’s well-being (Eisenberger et al., 2001). The obligation that workers give
back as much as they get care leads to a higher commitment and effort for the organization to
organization, which in turn helps mediate the effect of POS in retaining employees. Hence, the
following hypothesis is put forward:

H2: Perceived organizational support positively and indirectly influences employee retention through
felt obligation in the remote work context.

The moderating role of transformational leadership

Transformational leadership focuses on engaging and influencing workers, making those individuals
more determined to change and develop their businesses (Burns, 1978). Transformational leadership
demonstrates commitment, empowering employees to accomplish organizational goals jointly (Yukl,
2013) and listening to and observing employees to provide them with constructive feedback, which will
change their behavior and attitudes for the betterment of the organization as a whole (Bass, 1985). This
leadership has been found to create a favorable working environment for employees (Mittal, 2016;
Ohunakin et al., 2019) and enhance feelings of recognition, commitment, attitude, satisfaction, work
results, and employee retention within the organization (Kurtessis et al., 2017; Piccolo & Colquitt,
2006).

In the first step of the social exchange process, transformational leaders encourage and enable their staff
members (Bass, 1985). This allows the staff members to share their challenges, requirements, and
suggestions for the leadership and the organization to rapidly react and modify, which will deliver social
exchange to the employees and the organization. When an employee is given attention to their personal
needs, they experience a sense of support in their job, which in turn drives them to commit to their
tasks, strive to complete them, and respond to their business objectives (Burns, 1978; Yukl, 2013).
Additionally, employees will develop a reaction from the leadership’s support of empowerment and
offer good feedback to the team to modify the irrationality in work, which is less frequent when
leadership is not transformational (Schmitt et al., 2016). Highly transformational leadership thus
guarantees that employees consistently feel supported and appreciated through frequent
communication, tailored assistance, and the capacity to inspire and encourage even at a physical
distance. Transformational leadership is essential for engaging and inspiring people and demonstrating
the organization’s support, particularly in a remote working setting. Second, transformational leaders
serve as examples for their staff members to emulate, motivating them to get work done by presenting
them with meaningful and challenging work (Mittal, 2016). Therefore, with transformational leaders,
employees get support from the organization to have a good working environment and to attain well-
being in their job (Schmidt et al., 2014). As a result, employees will attempt to model their behavior
and strive toward contributing advantages to the organization proportionate to the benefits they get from
the organization and the leader (Schmitt et al., 2016). Therefore, having transformational leadership not
only has a positive impact on employee commitment, behavior, and performance (Mittal, 2016;
Ohunakin et al., 2019), but it also enhances the image of influence of the organization’s activities and
support for employees (Kurtessis et al., 2017), which in turn helps retain employees within the
organization (Eberly et al., 2017). Hence, the following hypothesis is suggested.

H3: Transformational leadership moderates the direct influence of perceived organizational support
on employee retention in the remote work context.

Previous research has examined the notion of transformational leadership and its characteristics, which
include “communicates a vision; develops staff; provides support; empowers staff; is innovative; leads
by example; is charismatic” (Carless et al., 2000, p. 390). Therefore, transformational leaders make it
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abundantly clear that they have an influence on the organization and its employees by considering and
paying attention to each employee in the organization, thereby inspiring the employees’ ideals and their
motivation to work for the development of the organization (Peng et al., 2020). The social exchange
theory shows employees’ responses by focusing on the attitudes influenced by the employees’ sense of
obligation to both the organization and their superiors (Emerson, 1976). Therefore, employees will have
attitudes and behaviors at work that are congruent with what they get throughout their work at the
organization. Through this, it is shown that leadership is one of the major factors in the workplace that
significantly influences the attitudes and behaviors of the employees (Cheung & Wong, 2011). Previous
research has shown that leadership is essential in delivering policies, resources, and motivation to
employees, which in turn helps support the employees’ work (Wayne et al., 1997). Employees perceive
that their leaders’ treatment and support are a sign of the organization’s support for them because leaders
are seen as representatives of the organization and communicate the organization’s values, goals, and
desires to those employees (Suifan et al., 2018). Therefore, having a transformational leader who cares,
supports, and facilitates employee work will be closely related to the support employees receive, which
will help to increase their POS (Kurtessis et al., 2017; Suifan et al., 2018), work engagement (Schmitt
et al., 2016), and employee retention (Eberly et al., 2017). To put it another way, transformational
leadership contributes to a rise in employee POS and has a beneficial influence on the social exchange
process that shapes employee desires and commitment to the organization (Carless et al., 2000). Then,
when POS increases, it will increase employees’ feelings of obligation to the organization, helping to
motivate and promote employees' commitment to retaining them with the organization, as described in
the previous section. Hence, the following hypothesis is put forward:

H4: Transformational leadership moderates the indirect influence of perceived organizational support
on employee retention via employees’ felt obligation in the remote work context.

3 RESEARCH OBJECTIVE, METHODOLOGY AND DATA
3.1 Research design

Several initial studies have pointed out the relationship between POS, felt obligation, and employee
retention (Kalidass & Bahron, 2015; Lew, 2009). However, the relationship between POS and employee
retention and the mediating role of employees’ felt obligation towards the POS (employee retention
link) has not been tested. Moreover, even though the interrelationships between transformational
leadership and felt obligation or retention are clear, the role of transformational leadership in the POS
(employee retention link) has not been found in previous research. Meanwhile, there are some gaps
related to transformational leadership and employee retention. In addition, the relationship between
POS, employees’ felt obligation, transformational leadership and employee retention in the “new
normal life” context is a new topic because it has occurred after the movement restriction during the
COVID-19 pandemic. Therefore, this study aims to contribute to the literature on employee retention
by identifying the dimensions of relationships between POS, FO, TL and employee retention —
mentioned in Figure 1, which depicts the interrelationship of POS, felt obligation, and transformational
leadership related to employee retention. The mixed-methods approach design incorporates qualitative
and quantitative approaches. A qualitative approach is used to investigate a subject further as an extra
tool for uncovering mental tendencies as well as points of view, in addition to quantitative research.
Before releasing the official survey to all participants, this study began with developing questions and
continued with a pilot test with 20 responders.
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Fig. 1 - Research model

3.2 Sample and data collection

The formula was used to calculate the sample size: N = 8M + 50, where M is the number of independent
variables and N is the sample size (Tabachnick & Fidell, 1996). A 10:1 ratio could be a usable sample
(Wolf et al., 2013). Meanwhile, the inverse square root method needs at least 160 samples, and the
gamma-exponential method needs more than 146 samples (Kock & Hadaya, 2018). Due to 27 questions
in the survey, the sample size was 300, which met the criteria. The candidates were employees who
have worked for at least two years in companies in Ho Chi Minh City, Vietnam. Those employees were
under the remote and/or hybrid work models. Therefore, they could reveal the support perception in the
organization, feeling of obligation and leadership experiences. To avoid common method bias, we
administered the surveys at two different times. At Time 1, we sent 500 questionnaires asking
employees to rate perceived organizational support and transformational leadership, and received 338
valid responses. At Time 2, four weeks later, we invited the same employees to assess their felt
obligation and employee retention. Finally, 300 valid questionnaires were returned for the final analysis.
Characteristics of the respondents are shown in Appendix 1.

3.3 Measurement

All the variables were measured using items developed and used in previous studies to consolidate the
validity and reliability of the scales. In addition, all constructs were measured using multiple items, and
all items were measured via five-point Likert-type scales (1-“Totally Disagree” and 5-“Totally Agree”).
Perceived organizational support (POS). According to the strategic literature on research that measures
and evaluates (Labrague & Santos, 2020), we acknowledged participants’ perceptions about
organizational support with seven adopted items. Sample items are “the organization appreciates my
well-being contributions”, “the organization is willing to assist me when | need, especially in remote
work context”, and “the organization would facilitate my career growth if given the opportunity.”

Felt obligation (FO). We utilized seven measurement items adapted from the research of Osveh (2016)
to measure the degree of employee’s felt obligation. Sample items are “I honestly have a great feeling
of belonging to my company”, “I would go above and beyond the call of duty to resolve a work-related
issue”, and “I am constantly focused on what has to be done, not on what has been allocated to me.”
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Transformational leadership (TL). This study used seven measurement items adapted from Vought
(2017) to measure the degree of transformational leadership perception. Among these, an example is
“the leader makes me feel good to be working with him or her, even in remote work”, and “the leader
puts organization’s benefits above his/her standards.”

Employee retention (ER). This study adopted six measurement items from the research of Jun et al.
(2006), and Matongolo et al. (2018). Sample items include “this organization is the ideal place for me
to work”, “my long-term goal is to establish a career path with this organization”, and “I’m willing to
go above and beyond the call of duty in order to assist this organization achieve its goals.”

3.4 Data analysis

SPSS and AMOS software were used to analyze the data. Using SPSS, the survey findings will be
evaluated, including descriptive statistics, a reliability test, and an exploratory factor analysis. With
descriptive analysis, we get unambiguous descriptions of the sample, essential properties of the data
under investigation, and the connection between variables. Confirmatory factor analysis (CFA) and
structural equation modeling (SEM) will both be tested using AMOS, which is yet another software
package (Anderson & Gerbing, 1988). In detail, CFA was used to determine if data matched a
hypothesis model or not, and SEM was used to determine whether variables were related.

Measurement model:
Xpos=Apos*POS+dpos
Xro=AroxFO+06ro
Yer=AerXER+€gr
Zr =A7 . XTL+dmL
Where:
o Xpos, Xro, YEr, Z7L represent the observed indicators for each latent variable.
e Apos, Aro, Aer, ATL are the factor loading matrices.
e 8 and e are the error terms associated with each observed variable.
Regression analysis:
ERi =a + BIPOS + f2XFO + B3XTL + ¢
Where:
e . Intercept.
e 1, B2, p3: Regression coefficients.
e ¢ Errorterm.
Mediation model:
FO = y1xPOS+(1
ER = y2xFO+{2
Where:
e vl is the path coefficient from POS to FO.
e v2 isthe path coefficient from FO to ER.
e (1 and {2 are error terms.
The indirect effect of POS on ER through FO is then = y1xy2
Moderation analysis:
ERi = B0 + pIPOS1 + B2TL + B3(POSXTL) + €i

Where:
e B0 is the intercept.
e 1 is the coefficient for the independent variable POS.
e P2 is the coefficient for the moderating variable TL.
e B3 is the coefficient for the interaction term (POSXTL).
e istheerror term.
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Moderation of mediation:

FO =vy1 x POS +y3 x TL + y4 x (POSxTL) + (1

ER=y2xFO+(2

Where:
e y3isthe coefficient representing the effect of TL on FO.
e v4 isthe coefficient for the interaction term (POS x\timesx TL).
e Moderated mediation effect = (y1+y4xTL) x y2

4 RESULTS AND DISCUSSION
4.1 Results
Reliability and validity

First, the data is tested for exploratory factor analysis. All factors have a Cronbach alpha coefficient of
0.8 which is greater than 0.6, showing that the scale has high reliability (Hair et al., 2010). The Varimax
rotation test showed the total value of the four first components’ initial Eigenvalues is 1.345 > 1, and at
the same time, the cumulative % of initial Eigenvalues for those components is 61.023% > 50%, the
amount of variance in all the tests that is accounted for the first four components is acceptable.
Therefore, we continue to test confirmatory factor analysis to consider the appropriateness of the model.
Specifically, all composite reliability values are required to be greater than 0.7, along with an AVE >
0.5 (Fornell & Larcker, 1981). Therefore, the model of this study is fit for performing subsequent
analyzes when all composite reliability indexes are > 0.85 and average variance extracted > 0.5. The
specific indicators are presented in Table 1.

Tab. 1 - Correlation, Reliability and Validity

CR AVE Mean MSV POS ER TL FO

POS  0.889 0.535 3.280 0.233 0.731

ER 0.897 0.592 3.315 0.233  0.482*** 0.769

TL 0.878 0.507 2.600 0.401 -0.429***  -0.380*** 0.712

FO 0.881 0.514 3.370 0.401  0.398*** 0.425***  -0.633***  0.717

Notes: 1 p <0.100, * p < 0.050, ** p < 0.010, *** p < 0.001. POS: Perceived organizational support,
ER: Employee retention, TL: Transformational leadership, FO: Employees’ felt obligation

Next, the first-order indicators mentioned the model fit that 1 < CMIN/df =1.64 < 3, CFI =0.936 > 0.9,
AGFI =0.851 > 0.8, TLI = 0.930 > 0.9, RMSEA = 0.052 < 0.08, PCLOSE = 0.279 > 0.05, RMR =
0.021 < 0.08 (Figure 2), which meet the requirements values (Schreiber, 2008). Besides, the average
variance extracted value of each factor is higher than the maximum shared squared variance, which
better indicates the discriminant validity of the final model. The SEM model of the research is illustrated
in Figure 2.
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Fig. 2 - The model fit

Direct and moderation analysis

After analyzing the structural equation modeling using observed factors and items in figure 1, we find
two significant relationships between the factors. This result confirms hypotheses H1 (Table 2) and H3
(Table 4). First, POS has a slightly significant positive impact on employee retention (ER). The
regression weight shows that the relationship between the two variables is p = 0.434, p < 0.001.
Hypothesis H1 is therefore accepted. Second, we find a moderating effect of transformational leadership
on the relationship between perceived support on employee retention. The value of regression weight
= 0.015 at 95% significance level. This result accepts hypothesis H3 proposed by the study. Besides,
the regression coefficient also shows a significant positive effect of POS on employees’ felt obligation
(FO). The results show that the regression weight B = 0.098 at a 99% significance level.

Table 2. Direct and moderating effects

Effects SE CR Estimate (sig)
Perceived organizational support -> Empl(_)yee 0.068 6.344  0.434 ***
retention
Perceived organizational support -> Em.p loyees felt 0.029 3.322  0.098 ***
obligation
Perceived organizational support x > Employee 0.028 2436  0.068 **

Transformational leadership retention

Notes: ¥ p <0.100, * p <0.050, ** p < 0.010, *** p <0.001
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A moderated-mediation analysis

We continue to use the bootstrapping method to analyze the direct, indirect, and overall effects of the
relationships in the model. The results of the indirect effects of POS on employee retention through
employees’ felt obligation and the case with the addition of a moderated meditation effects of
transformational leadership. The findings suggest that there is a mediating effect of employees’ felt
obligation in the relationship of POS to employee retention. The regression weight shows that the effect
of the relationship is B = 0.046, p < 0.050. Therefore, hypothesis H2 is accepted. Meanwhile, the
hypothesis that transformational leadership moderates the indirect influence of POS on employee
retention through employees’ felt obligation is rejected due to the insignificant value of the p-value
being 0.938 > 0.05. Those are shown in Table 3.

Tab. 3 - Indirect and moderated-mediation effects

Indirect effects Lower Upper (Es?g)mate
Perceived organizational S Ernploy_ees_ S Emplc_)yee 0017 0098 0.046%*
support felt obligation retention
Perceived organizational
support X . Employees’ ) Employee )
Transformational 7 felt obligation ” retention 0.026 0015 -0.001
leadership
Notes: 1 p <0.100, * p <0.050, ** p<0.010, *** p <0.001
As a result, we have the hypothesis testing result as shown below (Table 4)
Tab. 4 - Summarize the research hypotheses.
Hypothesis Significance Conclusion
level
H1: Perceived organizational support directly influences employee 99% Supported
retention in the remote work context.
H2: Perceived organizational support indirectly influences employee 95% Supported
retention via employees’ felt obligation in the remote work context.
H3: Transformational leadership moderates the direct influence of 95% Supported

perceived organizational support on employee retention in the remote
work context.

H4: Transformational leadership moderates the indirect influence of < 90% Rejected
perceived organizational support on employee retention via
employees’ felt obligation in the remote work context.

4.2 Discussion
Theoretical implications

Previous research has shown a connection between POS and employee retention (Eisenberger et al.,
2002; Guzzo et al., 1994). This research reveals similarities regarding the positive effects of POS on
organizational employee retention. In addition, the increase in POS results in an increased feeling of
obligation on the part of employees for their company. According to social exchange theory, this sense
of obligation retains employees and motivates them to form an interest in their work, make an effort to
work and adjust their work behavior to assist the organization in achieving its goals. Therefore, POS not
only directly impacts employee retention but also increases the sense of obligation, which in turn leads
to an indirect impact on the work outcomes, such as employee retention. Previous studies have shown
the effect of POS based on the reciprocity principle of social exchange theory. Employees feel an
obligation and expect that efforts to deliver good work outcomes will be recognized and rewarded
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(Kurtessis et al., 2017). Specifically, the sentiments of indebtedness after getting organizational support
make them enhance their dedication to their job and commitment and do better work, both of which
should reduce turnover (Arshadi, 2011; Eisenberger et al., 2002). However, studies investigating the
role of POS and the mediating effect of employees’ feelings of obligation to the organization still have
some limitations. EXxisting studies focus mainly on studying their impact on work outcomes and
employee retention in the case of full-time employees (Arshadi, 2011) or part-time employees (Gakovic
& Tetrick, 2003) or an employee-type nature (Garcia et al., 2021). Ours is the first study to be undertaken
in the context of remote work following the epidemic, which calls attention to identifying timely support
for employees. The studies that came before ours were conducted before the effects of the pandemic
(Hayes et al., 2021; Dhanpat et al., 2022). This study is complementary to the evidence on the impact
of POS on employees’ felt obligation, subsequently helping to retain employees in different contexts.

Moreover, this study also shows the effect of transformational leadership moderating the direct influence
of perceived support on employee retention and also uses transformational leadership as a moderating
mediation factor in the remote work context. This finding is consistent with those of previous studies on
the role of transformational leadership in the organization (Koh et al., 1995). The transformational
leadership style will favor organizational citizens’ behavior and performance (Cheung & Wong, 2011).
Riggle et al. (2009) demonstrate a correlation between POS and employees’ sense of obligation and a
correlation between POS and employee retention. Also, after undertaking a study of the prior empirical
literature (Koh et al., 1995; Zellars et al., 2002), there is the position that the relationship between POS,
employees’ felt obligation and employee retention is positively affected by transformational leadership.
In other words, good transformational leaders in the organization will enhance the perception of
organizational support and organizational commitment and then positively impact the retention of
employees. When employees realize that they receive enough support and encouragement from their
leaders and the company, they will have more commitment to the company and less intention to leave.
Thus, transformational leadership style positively impacts the link POS, and employees feel an
obligation; then employee retention helps the organization grow and be more competitive. However, the
current biggest limitation is that previous studies were conducted in the context of normal working and
operating conditions. These articles have not examined the moderating role of transformational
leadership in the context of remote work. Therefore, this paper considers this kind of leadership as a
mediator to enhance employee retention, especially in the remote work context.

Practical implications

This study assists managers in better appreciating the relationship between an engaged workforce and
increased employee retention. Managers could find and adopt skills and tools to improve the retention
rate if they want their employees to be happy and engaged in their jobs. This is consistent with the recent
emerging interest in studies showing the changing need for companies to preserve and maintain
employees to achieve digital, remote work that enhances competitive advantage (K6 et al., 2022). Then,
employees would invest and dedicate themselves to meeting the organization’s goals and objectives.
Secondly, another essential objective of management is to provide a favorable environment for its
employees. Loyal employees go above and beyond their professional responsibilities to guarantee their
employers’ satisfaction. Managers may use efforts to encourage career progression, recognition, trust
between employees and senior management, and personal status to increase the satisfaction of
employees commuting to work in the new normal life period in particular and in the normal period in
general. The third practical implication is to help understand how the degree of POS, FO, and TL exerted
by workers might impact the performance levels of the organizations in which they operate. This
suggests that managers who enhance their employees’ organizational support and engagement levels
will have increased retention. Therefore, managers should recognize that having suitable policies,
processes, structures, and systems in place will assist in reducing the turnover rate of personnel,
eventually contributing to the attainment of corporate objectives in growing and becoming competitive.

An additional way to improve employee retention in companies is to implement high-performance work
practices (such as employee training and empowerment), clear managerial expectations and feedback
from the supervisory staff (such as regular meetings and informal mentorship programs), and employee
recognition programs that include financial incentives (such as profit-sharing) or even paid time off
(such as sick days). All of these things could be done successfully by transformative leaders and
organizational support policy, since better retention of workers leads to higher profits for organizations.
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Also, leaders should focus on building emotional connections with employees about their positions and
responsibilities inside the firm.

Limitations and future research

While the research has yielded theoretical and practical implications, we acknowledge its existing
limitations, which might be addressed in future research. First, the utilization of social exchange theory
has facilitated the elucidation of the correlation among POS, ER, FO, and TL. However, there may exist
alternative theories that might serve as a means of triangulation to validate the links, as demonstrated in
previous research, such as the organizational support theory (Naz et al., 2020; Eisenberger et al., 2002)
and the social comparison theory (Vardaman et al., 2016), which could be applied to explore the role of
POS in remaining employees when working remotely. Also, the influence of POS on ER is enhanced
when the level of TL is high. Examining and highlighting the moderating significance of TL in the
correlation between POS and ER may not provide a thorough understanding. Future research might
investigate the potential impact of alternative leadership styles, such as servant leadership (Pham et al.,
2023) and ethical leadership (Brown & Trevino, 2006), on the relationship between POS and ER in the
remote work environment.

Furthermore, the research surveyed individuals employed in a remote or hybrid work arrangement for
at least two years at firms in Ho Chi Minh City, Vietnam. This study comprehensively analyzes the
effects of POS, FO, and TL on ER in remote or hybrid organizations. However, it would be intriguing
to conduct future studies to determine if other circumstances provide similar findings, such as certain
types of organizations or different nations. Lastly, this research was conducted using a quantitative
method, so it is inevitable to deny the bias in doing and collecting the survey period. In addition, the
research findings of the quantitative study could be deeply explored by a qualitative study. Therefore,
researchers should apply a mixed-method to gain a deeper understanding of the topic in the future. The
reason behind using the mixed-method is a list of deep questions for respondents that could not be
covered and broadened by using the quantitative method only.

5 CONCLUSIONS

Based on the research findings, this study indicated that POS greatly influenced employee retention,
particularly in remote work environments. Employees’ organizational support perception also
considerably influenced employee retention through their felt obligation. Additionally, transformational
leadership does moderate the direct influence of POS on employee retention. However, transformational
leadership has no moderated-mediation influence on the indirect relationship between POS and
employee retention through their felt obligation. The study’s findings have made theoretical advances,
emphasizing the need for more focus on POS, FO, and TL in the current remote or hybrid working
environment. Furthermore, recommendations have been offered to assist managers, especially HR
managers, in modifying their management techniques (e.g., training and development, performance
management programs) and helping employees effectively adapt to the technology-based changes in
work to bring out the workforce competitive advantage in the uncertain situation after the pandemic.
This adjustment has proven to significantly influence employee retention within the organization.
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