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Abstract

This study aimed to design and validate a teleworking model tailored to the characteristics of the new generation workforce in universities
of medical sciences. This research employed a mixed-methods exploratory design. In the qualitative phase, data were collected through
literature review and semi-structured interviews with 12 experts (managers, deputies, supervisors, and faculty members) using
homogeneous sampling, and analyzed via grounded theory and coding procedures. In the quantitative phase, a questionnaire was developed
based on extracted components and distributed among 384 participants using Cochran’s formula. Data were analyzed using structural
equation modeling (SEM) with PLS3 software. The results indicated that the teleworking model consists of causal, contextual, intervening,
strategic, and outcome factors, all exhibiting significant relationships. Reliability and validity indices (Cronbach’s alpha, composite
reliability, and convergent validity) were confirmed at acceptable levels. R? and Q? values demonstrated strong predictive power, while
the overall model fit assessed by GOF indicated a satisfactory fit, and all hypothesized paths were supported. Teleworking represents a
multidimensional transformation requiring simultaneous attention to technological, psychological, and legal dimensions, and its success
depends on fostering a trust-based organizational culture, developing modern leadership competencies, and implementing integrated
strategies to enhance productivity and employee well-being.
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Extended Abstract

Introduction

In recent decades, rapid advancements in information and communication technologies, alongside the
expansion of the digital economy, have fundamentally transformed traditional work structures and facilitated
the emergence of teleworking as a dominant organizational paradigm. Teleworking, defined as the execution
of job tasks outside the conventional physical workplace through digital communication tools, has gained
increasing attention due to its potential to enhance flexibility, reduce operational costs, and improve employee
productivity (Andalib Ardakani & Rostami, 2016; Ramin Mehr et al., 2013). The global COVID-19
pandemic further accelerated the adoption of teleworking, compelling organizations to transition from
traditional face-to-face work arrangements to remote and hybrid models. This transition has not only reshaped
organizational processes but has also introduced complex challenges related to employee well-being,
organizational communication, and performance management (Nowrouzi-Kia et al., 2024).

Teleworking is not merely a technological shift but a multidimensional phenomenon influenced by
organizational, psychological, and socio-cultural factors. Research indicates that while teleworking can
improve work-life balance and job satisfaction, it may also lead to increased feelings of isolation, blurred

boundaries between work and personal life, and reduced interpersonal interactions (Ahmad, 2025).



Organizational communication plays a crucial role in mitigating these challenges, as effective communication
systems are essential for maintaining team cohesion and ensuring the continuity of work processes in remote
environments (Zito et al., 2021). Furthermore, managerial approaches significantly influence the sustainability
of teleworking practices, as traditional supervision models are often incompatible with remote work settings
(Gonzélez Gonzalez et al., 2022).

The role of generational differences is particularly significant in shaping teleworking dynamics. The new
generation workforce, especially Generation Z, demonstrates a strong preference for flexible work
arrangements, digital communication, and autonomy in task execution (Septyani et al., 2025). However, this
generation also faces challenges in areas such as knowledge sharing, professional development, and building
meaningful organizational relationships in virtual environments (Albrychiewicz-Slocinska, 2025).
Comparative studies suggest that younger generations perceive fewer technological barriers but may encounter
greater difficulties in social integration and organizational learning processes (Cera et al., 2024).

In addition to individual and organizational factors, legal and structural frameworks play a critical role in
shaping teleworking practices. The absence of clear regulations and policies regarding remote work can create
uncertainty and hinder its effective implementation (Shakeri & Haji Hosseini, 2020). Moreover, managerial
attitudes toward teleworking significantly impact its adoption, as resistance to change and reliance on
traditional work models can limit organizational readiness for remote work (Ghasemi & Kamalifar, 2020).
Prior research has also emphasized that improving teleworking performance requires a comprehensive
approach that integrates technological infrastructure, organizational culture, and human resource strategies
(Sheidaei & Mehrabi, 2018).

Despite the growing body of literature on teleworking, there remains a gap in developing comprehensive
models tailored to specific organizational contexts, particularly in educational and healthcare institutions.
Universities of medical sciences represent complex organizational systems that require high levels of
coordination, knowledge sharing, and service quality. Therefore, designing a teleworking model that aligns
with the characteristics of the new generation workforce and the unique demands of these institutions is of
critical importance. This study addresses this gap by proposing and validating a multidimensional teleworking
model for the new generation workforce in universities of medical sciences.

Methods and Materials

This study employed a mixed-methods approach using an exploratory design to develop and validate a
teleworking model. The research was conducted in two sequential phases: qualitative and quantitative. In the
qualitative phase, data were collected through an extensive review of the literature and semi-structured
interviews with 12 experts, including managers, deputies, department heads, and academic staff from
universities of medical sciences. A homogeneous sampling strategy was used to select participants with

relevant expertise and experience in teleworking and organizational management. The qualitative data were



analyzed using grounded theory methodology, involving open, axial, and selective coding to identify key
categories and relationships. This process resulted in the development of an initial conceptual model.

In the quantitative phase, a structured questionnaire was developed based on the components identified in the
qualitative phase. The questionnaire items were operationalized to measure the dimensions of the proposed
model. The sample size was determined using Cochran’s formula, resulting in 384 valid responses. Data were
collected through a survey and analyzed using structural equation modeling (SEM) with PLS3 software. The
measurement model was evaluated in terms of reliability and validity, while the structural model was assessed
to examine the relationships among latent variables. Model fit was evaluated using relevant indices, including
R2, Q2, and GOF.

Findings

The findings revealed that the proposed teleworking model consists of multiple interrelated dimensions,
including causal factors, contextual factors, intervening factors, central phenomena, strategies, and outcomes.
The measurement model demonstrated strong reliability, with Cronbach’s alpha and composite reliability
values exceeding acceptable thresholds. Convergent validity was confirmed through adequate communalities,
indicating that the constructs were well represented by their indicators.

The structural model analysis showed that causal factors, such as technological advancements and digital
economic growth, had a significant positive effect on the central phenomenon. The central phenomenon, in
turn, significantly influenced organizational strategies. Intervening factors, particularly psychological and
individual challenges, exhibited a strong effect on strategic responses, highlighting their critical role in shaping
teleworking outcomes. Contextual factors, including organizational culture and communication patterns, also
significantly influenced the development of strategies.

Furthermore, the relationship between strategies and outcomes was found to be statistically significant,
indicating that effective strategic planning leads to improved outcomes such as increased productivity,
enhanced flexibility, and better work-life balance. The R2 values indicated substantial explanatory power for
the endogenous variables, while Q2 values confirmed the predictive relevance of the model. The overall model
fit, as measured by the GOF index, was found to be satisfactory, suggesting that the proposed model provides
a comprehensive representation of teleworking dynamics.

Discussion and Conclusion

The results of this study highlight that teleworking in universities of medical sciences is a complex and
multidimensional phenomenon that cannot be reduced to a single factor or perspective. Instead, it emerges
from the dynamic interaction of technological, organizational, and human elements within a structured system.
The strong influence of causal factors underscores the pivotal role of digital transformation in enabling
teleworking practices. However, the findings also reveal that technology alone is insufficient to ensure success,

as human and organizational factors play equally critical roles.



The significant impact of intervening factors, particularly psychological challenges, emphasizes the
importance of addressing employee well-being in teleworking environments. While remote work offers
flexibility and autonomy, it also introduces risks related to social isolation, work-life imbalance, and reduced
engagement. Therefore, organizations must adopt a holistic approach that integrates psychological support
mechanisms, effective communication strategies, and adaptive management practices.

The role of organizational culture and communication as contextual factors further reinforces the need for a
supportive and trust-based work environment. In the absence of face-to-face interactions, maintaining strong
communication channels and fostering a sense of belonging becomes essential for sustaining performance and
collaboration. Additionally, the findings suggest that traditional management approaches must evolve to
accommodate the unique demands of teleworking, shifting from control-oriented practices to outcome-based
and trust-driven models.

The study also highlights the importance of strategic alignment in achieving successful teleworking outcomes.
Organizations must develop comprehensive strategies that address legal, technological, and managerial aspects
of remote work. Clear policies, robust digital infrastructures, and well-defined roles and responsibilities are
essential for minimizing uncertainties and enhancing organizational efficiency.

In conclusion, teleworking represents a paradigm shift in the way work is organized and performed,
particularly in knowledge-intensive institutions such as universities of medical sciences. The proposed model
provides a comprehensive framework for understanding and managing this transformation. By considering the
interplay of multiple factors and adopting an integrated approach, organizations can leverage the benefits of
teleworking while mitigating its challenges. Ultimately, the success of teleworking depends on the ability of
organizations to balance technological capabilities with human-centered practices, ensuring both

organizational effectiveness and employee well-being.
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