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Abstract

The purpose of this study was to examine the relationship between social connectedness outside of work and job satisfaction
in Mexican teleworkers during the COVID-19 pandemic. The research method was correlational, non-experimental, and cross-
sectional. Employing an online, self-administered survey, the data were collected in a non-probabilistic sample of 214 individuals.
Theresults suggest that the relationship between social connectedness outside of work and job satisfaction is positive and mediated
by positive affective well-being. The mediating effect of positive affective well-being is not moderated by optimistic attributional
style. Social connectedness outside of work is important to keep job satisfaction high. Therefore, organizations should facilitate a
frequent interaction of their teleworkers with others outside the work domain.

Keywords: teleworking; social connectedness; job satisfaction; affective well-being; attributional style.

Conectividad social y satisfaccion laboral en teletrabajadores mexicanos durante la pandemia: el papel mediador
del bienestar afectivo

Resumen

El propésito de este estudio fue examinar la relacion entre la conectividad social fuera del trabajo y la satisfaccion laboral en
teletrabajadores mexicanos durante la pandemia por COVID-19. ELl método de investigacion fue correlacional, no experimental y
transversal. Los datos se recolectaron en una muestra no probabilisticade 214 individuos mediante una encuesta autoadministrada
en linea. Los resultados sugieren que la relacién entre la conectividad social fuera del trabajo y la satisfaccion laboral es positiva
y estd mediada por el bienestar afectivo positivo. El efecto mediator del bienestar afectivo positivo no estd moderado por el estilo
atribucional optimista. Dada la importancia de la satisfaccion laboral, las organizaciones deberian facilitar la interaccion frecuente
de sus empleados con personas fuera del trabajo.

Palabras clave: teletrabajo; conectividad social; satisfaccion laboral; bienestar afectivo; estilo atribucional.

Conectividade social e satisfacao no trabalho em teletrabalhadores mexicanos durante a pandemia: o papel
mediador do bem-estar afetivo

Resumo

O objetivo deste estudo foi examinar a relacdao entre conectividade social fora do trabalho e a satisfacao no trabalho em
teletrabalhadores mexicanos durante a pandemia COVID-19. O método de pesquisa foi correlacional, ndo experimental e
transversal. Os dados foram coletados em uma amostra nao probabilistica de 214 individuos por meio de um questionario online
autoaplicavel. Os resultados sugerem que a relacao entre conectividade social fora do trabalho e satisfacdo no trabalho é positiva
e mediada por bem-estar afetivo positivo. O efeito mediador do bem-estar afetivo positivo ndo € moderado pelo estilo de atribuicao
otimista. Dada a importancia da satisfacdo no trabalho, as organizacoes devem facilitar a interacdo frequente de seus funcionarios
com pessoas fora do trabalho.

Palavras-chave: teletrabalho; conectividade social; satisfacao no trabalho; bem-estar afetivo; estilo atribucional.
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1. Introduction

Centuries before Christ, Aristotle asserted that man is
by nature a social animal (Aristotle, ca. 350 B.C.E./2003).
That is, he suggested that being social is a part and
parcel of human existence and that social connectedness
enriches life. More recently, precarious levels of social
connectedness have been linked to poor health, low life
satisfaction, and, unfortunately, suicide and premature
death (Hawthorne, 2006); as terrible as the consequences
of poor social interaction are, modern ways of organizing
may expose individuals to them. A case in point is telework,
the practice of working from non-traditional locations
using information and computer technology. Although
teleworking has many advantages such as increased job
flexibility for individuals, lower accommodation costs
for organizations, and less environmental pollution for
society, it may promote social isolation (Daniels, Lamond
& Standen, 2000; Gallatin, 2018). Interpersonal relations
attheworkplace areimportant, as notonly do they prevent
phenomena such as feelings of invisibility and missing
out on office gossip (Bailey & Kulrland, 2002], but they
also provide a sense of meaning and keep boredom at
bay (Barbalet, 1999). Boredom (Velasco, 2017) and social
isolation (Bailey & Kulrland, 2002) are negatively related
to job satisfaction. Then, as many argue, teleworking may
diminish rather than augment the satisfaction of those
individuals who, for several reasons, telework frequently
for long periods (Golden & Veiga, 2005).

Of course, being isolated from coworkers does not mean
that individuals are necessarily disconnected from others
outside the work realm [i.e., family, friends, community
peers). Thus, while telework may reduce opportunities
for personal interaction, social connectedness outside
of work (SCOW) may somehow make up for it (Anderson,
Kaplan & Vega, 2015). Being the opposite of feeling alone
with no esteemed people to be with, or rely on and resort
to in difficult times, SCOW refers to being and feeling in
touch and emotionally connected with individuals outside
the work sphere (Hawthorne, 2006).

Unfortunately, the one thing that the coronavirus
outbreak curtailed is precisely social connectedness and
interaction. In Mexico, given the relentless advancement
of the pandemic, on March 237, 2020, the COVID-19
prevention program named Jornada Nacional de Sana
Distancia [National Campaign of Healthy Distancing] started
to be implemented. Instructed and enforced by the federal
government, the program was strategically designed to
contain the spread of the virus and prevent the collapse
of the health system (Secretaria de Salud, 2020). As a
consequence of its implementation, millions of Mexicans
were forced to work from home and were strongly
discouraged from leaving their places, getting together
for celebrations, visiting relatives, and hanging out with
friends (Milenio, 2020).

However, social distancing in Mexico was not as
strictly enforced as in Europe or Asia. Also, through
telecommunication devices such as videoconferencing
and phone calls, many individuals stayed in touch with

family and friends during some of the harsher days of the
pandemic (Televisa News, 2020). As implied, while some
Mexican workers could have experienced low levels of
SCOW while working from home, others may not. In turn,
analyzing variation in teleworker SCOW levels is important
because past research suggests that interacting and
keeping in touch with other individuals promotes
satisfaction and positive attitudes (Chan, Kalliath, Brough,
Siu, O'Driscoll & Timms, 2015). Due to its effects on such
constructs as innovative performance (Ayala, Peird-Silla,
Tordera, Lorente & Yeves, 2017), one critical attitude to
examine in organizations is job satisfaction. Locke (1969)
defines job satisfaction as the positive feelings of workers
towards their job that depends on an evaluation of its
characteristics.

Based on the above-stated antecedents, the general
objective of this research was to examine the relationship
between SCOW and job satisfaction in Mexican teleworkers
during the COVID-19 pandemic. To go deeper into this
purpose, we also aimed to investigate whether affective
well-being (i.e., emotional reactions of people to their job;
Van Katwyk, Fox, Spector & Kelloway, 2000) mediates
the relationship between SCOW and job satisfaction, and
whether optimistic attributional style (i.e., the causal
judgments that individuals make to explain the good and
bad events that happen in their lives; Furnham, Sadka
& Brewin, 1992) moderates such a mediation effect. We
analyze mediation and moderation in the relationship
between SCOW and job satisfaction because Affective
Events Theory (AET) (Ghasemy, Erfanian & Gaskin, 2020;
Weiss & Cropanzano, 1996) suggests that affective states
derived from work experiences and events influence job
satisfaction. If SCOW could influence the occurrence of
work-related events that make workers feel, for instance,
happy or anxious, affective well-being should mediate
the relationship between SCOW and job satisfaction.
Furthermore, given optimistic attributional style effects
on how events at work are interpreted and felt (Seligman,
2006), it might moderate the mediation role of affective
well-being in the relationship between SCOW and job
satisfaction in Mexican teleworkers.

This study is a cross-sectional, correlational, and
non-experimental analysis of survey data collected
during the heyday of telework in Mexico due to the
COVID-19 pandemic. The results of our inquiry are
valuable for research and practice. On the research side,
this investigation contributes to understanding more
clearly the relationship between social interactions with
others outside of work and judgments of job satisfaction.
More broadly, this study helps to clarify the contentious
role of affective well-being and attributional style in
the relationships between work-related events and
attitudinal outcomes. Concerning managerial practice,
this research’s findings indicate that perhaps more
than ever, if organizations want to keep a satisfied and
motivated workforce, they should facilitate employee
connectedness with family and friends.

The rest of this document is as follows: In the next
section, we present the theoretical framework and the
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study hypotheses; next, we describe the methodology,
followed by the results section; conclusions are presented
at the end of the article.

2. Theoretical framework

Social connectedness is a strong predictor of motivation
and well-being because it satisfies the human basic need
of interpersonal relatedness (Deci & Ryan, 1985). Certainly,
dysfunctional relationships with individuals such as family
members can have profound negative effects on mental
and physical health (Carr & Springer, 2010). However, being
regularly connected with family and friends (who are not
related to the job) is strongly associated with life satisfaction
and happiness (Ambrey, Ulichny & Fleming, 2017). More
specifically, SCOW makes it less likely that people ruminate’
office issues after work hours and, hence, prevents them
from high levels of stress (Cropley & Purvis, 2003). If work-
related stress and job satisfaction are negatively associated
(Ismail, Ghani, Subhan, Joarder & Ridzuan, 2015), SCOW
should be positively related to job satisfaction. Research on
work-family enrichment supports this argument; it suggests
that positive experiences in the family could improve
affective reactions at work (Greenhaus & Powell, 2006).
Social interaction does not need to be face-to-face; web-
based platforms enable workers to stay connected and such
virtual interactions are associated with positive employee
outcomes [Kiigler, Dittes, Smolnik & Richter, 2015).

Based on the above-stated arguments, we postulate
the following hypothesis that directly links SCOW to job
satisfaction. This hypothesis represents the base-line
model against which the conditional mediating influence of
affective well-being will be explored and tested:

e Hypothesis 1. SCOW and job satisfaction are positively
related.

In the following paragraphs of this section, we use AET
as an explanatory scaffold and focus our efforts on a more
nuanced explanation of the mediating effects of affective
well-being and its conditional influences depending on
optimistic attributional style.

2.1 SCOW, work-related events, and affect

Although SCOW refers to events and experiences
outside the work domain, it could trigger or influence
job-related ones. On the whole, research on the work-life
interface suggests that psychological resources generated
in the family role (e.g., parental self-efficacy) are likely
to influence performance in the work role (Greenhaus &
Powell, 2006). More specifically, being connected with family
members and holding high-quality relationships with them
is positively associated with job performance through their
effects on psychological safety and well-being (Obrenovic,
Jianguo, Khudaykulov & Shafique-Khan, 2020). Taking

"Rumination is a process of the mind characterized by self-reflection and repetitive and passive
focus on moods and information (Treynor, Gonzalez & Nolen-Hoeksema, 2003).
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recourse to expectancy models such as Vroom’s (1964)
and even goal-setting theory (Latham, 2012), it is possible
to say that attaining a difficult goal or being rewarded for
superior performance are positive job-related events that
elicit strong positive feelings such as happiness and pride.
Similarly, being in touch with friends may be a source of
positive job-related events. Friends, after all, are individuals
to talk to, depend on for help and emotional support, or
just have fun with (Rawlins, 2008). Being connected with
friends is a crucial source of psychological well-being
(Miller, 2014), which, in turn, can positively influence job-
related events (e.g., goal attainment]. Notoriously, per the
same logic, strong relationships with family and friends
may prevent individuals from performing poorly, or just
not attaining their work goals successfully. Thus, not only
would SCOW influence positive job-related events, but also
may reduce the likelihood of experiencing negative ones,
along with feelings usually associated with them such as
anger and frustration.

The concept of affective well-being, nonetheless, has
two dimensions: Positive affective well-being (PAWB]
and negative affective well-being (NAWB). Positive and
negative affect are two different, mostly independent,
constructs that encompass different emotions, have
different antecedents and consequences (Diener, Suh,
Lucas & Smith, 1999; Van Katwyk et al., 2000), and occur
through different psychological and biological mechanisms
(Watson, 2000). For instance, whereas not being happy
would represent low positive affectivity rather than high
negative affectivity, not feeling frustrated would represent
low negative affectivity rather than high positive affectivity.
Moreover, Diener et al. (1999) suggest that rewarding
stimuli such as daily pleasures may be more strongly
associated with variability in pleasant affect, and daily
hassles would be more strongly related to variability in
unpleasant affect. In fact, research suggests that events
associated with telework have different associations with
PAWB and NAWB (Anderson et al., 2015); hence, while
SCOW would be positively related to PAWB, it would be
negatively related to NAWB.

At this point, it is worth noting that, as an attitude, job
satisfaction is an evaluative judgment encompassing
affective and cognitive components (Brief & Weiss, 2002),
that is related to affective well-being (Van Katwyk et al.,
2000). Elaborating on AET, Weiss and Beal (2005) argue
that the relationship between affective states and job
satisfaction may be down to one’s personal memory for
specific affective events coming into play when making
satisfaction judgments. Although such a recalling is
supplemented by dispositional influences and other
information stored in long-term memory (Cropanzano &
Dasborough, 2015; Weiss & Cropanzano, 1996), if affective
states influence job satisfaction (Weiss & Cropanzano,
1996), PAWB and NAWB will mediate the association
between SCOW and job satisfaction.

However, two different mechanisms are worth explaining
when it comes to the aforementioned mediating effects.
When we suggest that PAWB mediates the association
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between SCOW and job satisfaction, we imply that PAWB
transmits the positive effects of SCOW to job satisfaction.
However, when we indicate that NAWB mediates the
relationship between SCOW and job satisfaction, we mean
that NAWB transmits the positive effect of SCOW to job
satisfaction when it gets reduced. That is, SCOW-related
events may reduce negative emotions (or the exposure
to them), and that reduction would in turn translate into
an increase in job satisfaction. Past studies suggest that
positive and negative affectivity mediate relationships
between psychological factors in opposite directions
(e.g., Nejad, Besharat, Haddadi & Abdolmanafi, 2011). The
following hypotheses summarize these arguments:

e Hypothesis 2. PAWB mediates the positive association
between SCOW and job satisfaction.

e Hypothesis 3. NAWB mediates the positive association
between SCOW and job satisfaction.

2.2 The moderating effect of optimistic attributional style

Against the backdrop of AET, an optimistic attributional
style may moderate the mediating effects of PAWB
and NAWB on the relationship between SCOW and job
satisfaction. In other words, we posit that such mediating
effects would be conditional upon the different levels
of optimistic attributional style observed in Mexican
teleworkers during the COVID-19 pandemic.

Abramson, Seligman and Teasdale (1978) introduced
attributional style as a dispositional factor that influences
vulnerability to depression. For example, if an employee
gets a poor annual report from a supervisor, and s/he
attributes such an outcome to internal, stable, and global
causes (e.g., low intelligence), such an individual is bound
to experience strong negative emotions such as frustration
and hopelessness (Furnham et al., 1992). In social science
research, that pessimistic attributional style is negatively
related to well-being relevant factors such as occupational
self-efficacy (Cernas-Ortiz, 2018). Although attributions
have been traditionally under-analyzed in organizational
studies (Harvey, Madison, Martinko, Crook & Crook, 2014),
they undeniably influence happiness (Seligman, 2006), and
are likely to have important effects on job satisfaction and
subjective well-being (Proudfoot, Corr, Guest & Dunn, 2009).

Attributional style is a habit of thought whereby a
person is mostly an optimist if the negative events s/
he experiences are attributed to external, unstable, and
specific causes, whereas the positives are attributed to
internal, stable, and global reasons (Seligman, 2006).
Weiner (2000) suggests that following a given event, one
could initially feel happy or unhappy depending on whether
it is positive or negative. He indicates that depending
on its importance, foreseeability, and valence, events
would elicit why questions to understand what was their
cause. Therefore, following a positive work-related event
influenced by SCOW (e.g., attaining a goal) there would
be an effective reaction (e.g., happiness) that would be
amplified or could even trigger other emotions [e.g.,

pride), provided that the cause of the event is considered
to be internal, stable, and global (e.g., ability). Similarly, if
the event is not that positive (e.g., being short of attaining
the goal), the initial negative affective reaction (e.g.,
frustration) would lessen as the individual attributes it to
external, unstable, and specific causes [e.g., bad luck on
that specific day). Notably, this sort of attributions may
even prevent frustration from escalating to other, perhaps
more pervasive sensations (e.g., hopelessness]. Finally,
research suggests that attributing a negative event [e.g.,
failing a test) to stable rather than unstable causes elicits
feelings of hopelessness and reduced behavioral efforts to
succeed (Higgins & LaPointe, 2012). Given that attributions
play an important role in organizational phenomena
(Weiner, 2019), and that they could amplify the mediating
influences of PAWB and NAWB on the relationship between
SCOW and job satisfaction, we postulate the following
hypotheses:

e Hypothesis 4. Optimistic attributional style moderates
the mediating effect of PAWB on the positive relationship
between SCOW and job satisfaction in such a way that
mediation will be stronger when optimistic attributional
style is high.

e Hypothesis 5. Optimistic attributional style moderates
the mediating effects of NAWB on the positive relationship
between SCOW and job satisfaction in such a way that
mediation will be stronger when optimistic attributional
style is high.

Figure 1 presents our research model and summarizes
the above-stated hypothetical relationships. The dotted
line in the figure stands for a possible moderating effect
of optimistic attributional style on the direct relationship
between SCOW and job satisfaction. Such an association will
be explored empirically in a later section of this document.

3. Methodology
3.1 Participants and procedure

Between May 15" and Jun 30", 214 Mexican employees
working from home answered an online survey; all
employees were at home due to the coronavirus pandemic.
Since the survey began almost two months after the
Mexican government declared the national state of
emergency, the respondents already had sufficient
exposuretosocialrestrictionsandarguablyhadexperienced
several work-related events influenced by SCOW. All 214
responses were valid because the online survey preempted
participants from submitting without answering all
questions. The rate of response was approximately 85% of
the total number of people invited to participate in the study.

We employed a snowball sampling technique to collect
the data. We began by kindly asking colleagues and
acquaintances to answer the survey, and requested them
to pass it on to some other colleagues/acquaintances so
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that they could answer it too. We asked our colleagues/
acquaintances to inform us of how many other individuals
they invited to participate in the research. All respondents
were aware that they would be answering an anonymous
survey about their experiences with telework during the
COVID-19 pandemic. The link to the survey website was
sent by email. Their responses were recorded in the survey
website repository. Once the data collection was over, the
responses were downloaded to a spreadsheet to perform
aggregate analysis.

Optimistic
attributional
style

PAWB

SCOW £ Job satisfaction
\ - /V

Figure 1. Research model
Source: own elaboration.

The majority of respondents were women (65.4%), full-
time employees (79%), and married (52.8%). For more
than half of the participants (56.1%), the coronavirus-
related episode was their first teleworking experience.
Concerning occupation, 47.2% of the respondents were
education-sector employees, 41.1% were administrative
staff associates in various sectors of economic activity,
and the rest (11.7%) were specialized technicians working
for private-sector organizations. The average working
experience was 15.57 years (standard deviation = 9.8, and
the average age was 41.28 years (standard deviation = 11).

The sample of this study reasonably represents the
population of teleworkers in Mexico during the COVID-19
pandemic. Recent statistics indicate that for the majority of
Mexican teleworkers during the pandemic, this episode is
(was) their first occasion working from home (Ramos-Pérez,
2020). Besides, women and full-time education-sector
employees represent a considerable proportion of all
Mexican teleworkers during the pandemic (Navarrete-
Cazales, Manzanilla-Granados & Ocana-Pérez, 2020).

3.2 Operationalization of variables
3.2.1 Social connectedness outside of work (SCOW]

This variable was measured using the five-item scale
adapted by Anderson et al. (2015), from Hawthorne (2006),
to the context of telework. The scale had a stem question
followed by the items in a Likert-type format anchored by
1 (I absolutely disagree) and 5 (/ absolutely agree). The stem
question was adjusted to fit this research’s context. The
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stem question was “Please answer the following questions
about yourself outside of your work environment. During the
weeks that | have been working from home...” A sample item
is “I found it easy to get in touch with others when | needed to”.
The reliability estimate of the scale (a) was 0.70 in this study.

3.2.2 Job satisfaction

We measured this variable using the five-item job
satisfaction index adapted from Brayfield and Rothe (1951).
The stem question for these items was “Please answer the
following questions considering your job in general, and NOT
just the time you have been working from home”. A sample item
was "/ feel very satisfied with my current job”. The items were
formatted in a Likert-type scale anchored by 1 (/ absolutely
disagree) and 5 [/ absolutely agree). The reliability estimate of
the scale (a) was 0.83 in this study.

3.2.3 Positive and negative affective well-being (PAWB and
NAWB]

Respondents were asked to answer ten work-related
items adapted by Anderson et al. (2015), from the original
30-item Job-Related Affective Well-Being Scale (JAWS)
designed by Van Katwyk et al. (2000); five items measured
PAWB and five other measured NAWB. For validity
purposes, all items were intermixed in the survey. The stem
question for these items was “Next, you will see ten items
which describe different emotions that a person can experience
during a workday. Please indicate the amount to which you think
your job has made you feel each emotion today (ONLY today]”.
A sample item for PAWB was “My job made me feel happy”
and a sample item for NAWB was “My job made me feel
frustrated”. All the items were presented in a Likert-type
format anchored by 1 (Nothing) and 5 (A lot). The participants
were instructed to answer the survey after 2:00 p.m., so as
to facilitate the experience of several emotions during the
workday. We asked respondents to focus on a specific day
to tap freshly experienced emotions and avoid complex
evaluations made on memories that, as time goes by, are
progressively subject to memory and cognitive biases.
Although studies that focus on short-lived emotional states
usually make observations over several days, we relied
on a one-time measurement episode due to practical
constraints, and because research suggests that, albeit
emotions change constantly, they show consistency over
time (Cropanzano & Dasborough, 2015). In this study, the
reliability estimate (a) for PAWB was 0.90, and for NAWB it
was 0.79.

The average value of the relevant items was obtained
to construct our SCOW, job satisfaction, PAWB, and NAWB
variables.

3.2.4 Optimistic attributional style

We used a reduced version of Furnham et al. (1992)
Occupational Attributional Style Questionnaire (0ASQ)
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for measuring this variable. The OASQ consists of five
positive events and five negative events, for which the
respondent is asked at first to vividly imagine him/herself
in the situation and then write down the single most likely
cause of the event. After that, the respondent has to answer
nine questions concerning the cause s/he wrote for each
event; as each question represents a different attributional
dimension, the OASQ measures 18 attributional dimensions
(nine positive and nine negative). In the survey applied in this
study, we were able to include only four positive events and
four negative events: A sample positive event was “Imagine
that you apply for a promotion and get it”; a sample negative
event was “Imagine that you give an important talk in front of
your colleagues and they react negatively”. Being congruent
with Seligman’s (2006) conceptualization of attributional
style, we only included three questions for each event: One
question concerning internality, one question concerning
stability, and one question about globality. As a result, we
measured six attributional dimensions: Positive internality,
negative internality, positive stability, negative stability,
positive globality, and negative globality.

For all events, the question measuring internality was
“To what extent was the cause due to something about you?”
This item had to be answered on a scale anchored by 1
(Not at all due to me) and 4 (Totally due to me). The question
measuring stability was “In the future, at work, will this cause
again influence what happens?” which had to be answered on
a scale anchored by 1 (Will always influence what happens)
and 4 (Will never again influence what happens). The question
measuring globality was “Is this cause something that affects
only this particular situation or does it influence other areas
of your life?” This question had to be answered on a scale
anchored by 1 (Influences all areas of my life) and 4 (Influences
just this situation).

Our operationalization of attributional style is in tune with
that of Cernas-0Ortiz (2018), who also used a reduced version
of the OASQ, and with Seligman’s (2006) recommendations
to measure it. For all the positive events, and to keep
congruence with the scores of internality (where 1 equals
a less internal cause and 4 a more internal one), the
respondent scores on stability and globality were reverse-
coded so that 1 denoted less stability and globality, and
4 more stability and globality. The opposite was done
for negative events; stability and globality scores were
left unaltered (1 denoting more of each dimension), but
internality was reverse-coded so that 1 equaled more
internality and 4 less internality. This way, we were able to
gauge optimistic attributional style, which, as hinted above,
implied attributing highly internal, stable, and global causes
for positive events, and low internality, stability, and globality
for negative ones. We averaged the respondent scores on
each attributional dimension separately for the positive and
the negative events. Average scores on internality, stability,
and globality for positive events were, in turn, averaged
to obtain what we called “net positive attributions score”.
Average scores on internality, stability, and globality for

negative events were also averaged to obtain “net negative
attributions score”. Finally, optimistic attributional style
was obtained by calculating the average of net positive
attributions score and net negative attributions score.
Reliability coefficients (a) in this study were as follows:
Positive internality = 0.72, negative internality = 0.70, positive
stability = 0.78, negative stability = 0.77, positive globality =
0.86 and negative globality = 0.86.

It is worth noting that the use of different stem questions
and verbal anchors in different measures helped us to
prevent common method biases. Also, in the online survey,
different scales were presented in various response formats
(e.g., dropdown and multiple choice). Podsakoff, MacKenzie,
Lee and Podsakoff (2003) suggest this kind of methodological
separations as a procedural remedy for controlling common
method biases.

Consistent with Brislin (1970) suggestions, all scales
were translated into Spanish (Mexican) from their original
in English following a back-translation procedure. That is,
all items were first translated into Spanish by a bilingual
person; then, another bilingual person translated the items
back to English. The original and back-translated English
versions were compared to detect and correct discrepancies
in meaning. The items were deemed adequate for use when
no further discrepancies were detected (only two iterations).

3.3 Data analysis

Validity was assessed through confirmatory factor
analysis (CFA] in LISREL® (8.8]. Descriptive statistics
were calculated for each construct along with bivariate
correlations to have a general overview of the data. We used
the PROCESS macro (Hayes, 2013) in SPSS® (20) to test the
above-presented hypotheses. PROCESS runs a regression-
based algorithm that allows the parallel analysis of different
mediators and helps to analyze moderated mediation.
PROCESS yields an output that is easy to interpret and very
thorough concerning the analysis of mediation, moderation,
and conditional processes.

4. Results
4.1 Validity assessment

Validity was assessed for SCOW, PAWB, NAWB, and
job satisfaction together in a two-step fashion. First, all
items were forced to load onto one unique factor. Next,
all items were instructed to load onto the one construct
they were supposed to according to the above-described
measurement scales. Table 1 suggests that whereas the
one-factor solution had a poor fit to the data (CF/ < 0.95,
RMSEA > 0.08, y/df > 3), the four-factor solution fitted the
data much better (CF/ > 0.95, RMSEA < 0.08, /df < 3). Also,
the test of changes in Chi-squared (Ay?) between the one-
factor and the four-factor solutions indicates that there were
significant differences between them. These results, on the
whole, indicated that the data converged in four constructs
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that discriminate adequately among them. No changes to
the four-factor solution were made based on modification
indexes suggested by LISREL.

Table 1. Validity Assessment of SCOW, PAWB, NAWB, and job satisfaction

Model/Indicator XZ df CFI RMSEA

22/df Ay
4.83

One-factor 821.73*** 170 0.87 0.13

solution

Four-factor 337.52*** 164 0.96 0.07 2.06  484.21***

solution

*=p<0.05 **=p<0.01; ***=p < 0.001.
Source: own elaboration.

In addition, average variance extracted indexes (AVE)
were calculated to back up our convergent validity claims.
AVE indexes were calculated following the process
described in Hair, Black, Babin, Anderson and Tatham
(2006). The AVE indexes of SCOW, PAWB, NAWB, and job
satisfaction were all above the 0.50 threshold indicated by
these authors, suggesting adequate convergent validity.

The six dimensions used to gauge optimistic attributional
style were factor-analyzed together following the same
two-step process described above. The results of this
analysis are shown in Table 2. In this case, again, the
one-factor solution fitted the data poorly (CF/ < 0.95,
RMSEA > 0.08, 2df > 3); however, although the six-
factor solution had a better fit (CF/ = 0.91, RMSEA = 0.09,
w/df = 2.64), its fit indexes were just borderline good. Five
changes were made to the six-factor solution based on the
top-five largest modification indexes suggested by LISREL;
however, fitindexes did notimprove considerably (CF/=0.92,
RMSEA = 0.08, /df = 2.36). On account of these results,
AVE indexes were calculated to determine convergent
validity; they were as follows: Positive internality = 0.41,
negative internality = 0.42, positive stability = 0.51, negative
stability = 0.52, positive globality = 0.61 and negative
globality = 0.60. Thus, while the attributional dimensions
of stability and globality were deemed valid, internality had
a more dubious status. That said, we considered that our
measure of optimistic attributional style was reasonably
good; however, results should be interpreted with caution.

Table 2. Validity assessment of attributional dimensions

Model /Indicator x? df CFI RMSEA )gf/ Ax?
One-factor solution 2304.87*** 252 0.68 0.20 915
Six-factor solution 624.85*** 237 091 0.09 2.64  1680***
Adjusted six-factor 547343**% 232 092 0.08 2.36 7751

solution (based

on modification

indexes)
*=p<0.05 **=p<0.01;***=p <0.001.
Source: own elaboration.

As described in Lindell and Whitney (2001), we
examined the presence of common method biases in our
data. We did not find significant common method variance
issues at the 0.05 level.
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4.2 Descriptive statistics

Table 3 shows means and standard deviations for SCOW,
PAWB, NAWB, job satisfaction, and our composite measure
of optimistic attributional style. As observed in the table, the
mean values of job satisfaction were higher than those of
the other variables. Also, indicating that positive emotions
were more prevalent among the respondents than negative
ones, PAWB mean values were higher than NAWB's. SCOW
mean values seem to be reasonably high indicating that
respondents kept a good level of social connectedness
outside of work during the period indicated in the stem
question of that variable. Concerning optimistic attributional
style, because its meanvalue is higher than 2 (the theoretical
mean of the variable], it can be said that respondents tended
to keep an optimistic outlook on work and life.

Table 3. Descriptive statistics and bivariate correlations

Variables Mean Stdv. 1 2 3 4

1 Social 3.72 0.66
connectedness

outside of
work (SCOW)

2 Job satisfaction 4.01 0.69

3 Positive 383 074
affective
well-being
(PAWB)

4 Negative 205 0.80
affective
well-being
(NAWB)

5 Optimistic 2.81 0.32 0.2
attributional
style

0.27%**

0.28**  0.59***

_0_31*** _0_37*** _0_58***

0.14* 0.07 -0.01

*=p<0.05**=p<0.01;***=p<0.001.
Source: own elaboration.

Table 3 suggests that SCOW had medium-sized
correlations with job satisfaction, PAWB, and NAWB
(negative in this case). Also, and consistent with our theory,
job satisfaction had a strong positive association with PAWB,
and a medium-sized negative one with NAWB. PAWB and
NAWB were negatively correlated, as they should be. The
only significant correlation of optimistic attributional style
was with job satisfaction. Prima facie, attributions seem
to have significant relationships with broad attitudinal
factors (i.e., job satisfaction), but weak ones with short-lived
emotional states.

4.3 Hypotheses testing

Hypothesis 1 suggests a positive relationship between
SCOW and job satisfaction. Table 4 shows a summary of
the PROCESS output. In the table, the total effect of SCOW
on job satisfaction is positive and significant. This evidence
supports Hypothesis 1.

Hypotheses 2 and 3 suggest that PAWB and NAWB
mediate the relationship between SCOW and job satisfaction.
Table 4 shows that while the direct effect of SCOW on job
satisfaction is non-significant, the indirect effect (total) is
significant and accounts for 59% of the total relationship
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between SCOW and job satisfaction. Hitherto, the evidence
suggests that PAWB and NAWB together transmit the
positive effect of SCOW on job satisfaction significantly and
to a great extent. However, looking closely at the results in
Table 4, the mediating effect of PAWB is significant but the
mediating effect of NAWB is not; indeed, while the mediating
effect of PAWB accounts for 57% of the total effect of
SCOW on job satisfaction (almost the entire total mediating
effect), NAWB accounts for only 2%. Based on this evidence,
Hypothesis 2 is supported and Hypothesis 3 is rejected. An
analysis not shown in the table confirms that the mediating
effects of PAWB and NAWB are significantly different
between them (p < 0.001).

Table 4. Total, direct, and indirect effects of SCOW on job satisfaction
Effects

Coefficients and

percentages
Total effect of SCOW on job satisfaction 0.28***
(0.06)
Direct effect of SCOW on job satisfaction 0.12
(0.06)
Proportion of direct effect to total effect 41%
Total indirect effect of SCOW on job 0.17**x
satisfaction through PAWB and NAWB
(0.05)
Proportion of the total effect that is 59%
mediated by both PAWB and NAWB
Indirect effect through PAWB 0.16***
(0.04)
Proportion of the total effect that is 57%
mediated by PAWB
Indirect effect through NAWB 0.00
(0.02)
Proportion of the total effect that is 2%

mediated by NAWB

Note: Numbers within parenthesis are standard errors.
*=p<0.05**=p<0.01;***=p<0.001.
Source: own elaboration.

Before describing the testing of hypotheses 4 and 5, it is
worth noting that, to compute moderated mediation (which
is what the hypotheses in mention entail], PROCESS runs
a series of regression models. Each model has different
main terms and interactions. The obtained regression
coefficients are then utilized by PROCESS to calculate
conditional direct and indirect effects [through the
mediator) of the independent variable on the dependent
variable at different values of the moderator. The
procedure is called Conditional Process Analysis (or
Conditional Process Modeling) and is described in Hayes
(2013). PROCESS (in SPSS) produces an output with all
such models and calculations. Table 5 shows a summary
of such an output.

In Table 5, one can observe the direct effect of SCOW
(the non-mediated part) on job satisfaction at 16™, 50, and
84" percentile values of optimistic attributional style. These
percentile values are PROCESS default option. In Table 5, the
indirect effects of SCOW on job satisfaction through PAWB
and NAWB are also shown at the indicated percentile values.

According to Hayes (2013), there is evidence of moderated
mediation if the indirect effects change significance levels
at the different percentile values of the moderator. That is,
moderated mediation is said to exist if, for example, any given
indirect effect is significant at the 16" percentile, but is not
so at the 50™ and 84" percentiles. Hayes (2013) argues that
there is no evidence of moderated mediation if the indirect
effects remain significant (or non-significant) at all the
percentile values of the moderator?. In addition, Hayes (2013)
recommends taking a look at the index of moderated mediation
and its bootstrapped confidence interval. There is evidence
of moderated mediation if the confidence interval is entirely
above zero for a positive index, or entirely below zero for a
negative one.

Hypotheses 4 and 5 suggest that optimistic attributional
style moderates the mediating effects of PAWB and NAWB on
the relationship between SCOW and job satisfaction. Table 5
shows the indirect effect of SCOW on job satisfaction through
PAWB and NAWB, respectively, at indicated percentile values
of optimistic attributional style. As observed in the table,
whereas the mediating effects of PAWB were significant at
all percentile values of the moderating variable, the effects
of NAWB remained non-significant at all percentile values.
In sum, the evidence in Table 5 suggests that optimistic
attributional style does not moderate the mediating effects of
PAWB and NAWB on the relationship between SCOW and job
satisfaction. The index of moderated mediation for PAWB was
-0.11 and its confidence interval ranged from -0.27 to 0.11.
The index of moderated mediation for NAWB was 0.09, and its
confidence interval was -0.05 to 0.27. Hypotheses 4 and 5 are,
thus, rejected.

As an additional note, Table 5 suggests that while the
direct effect of SCOW on job satisfaction is non-significant at
the 16" and 50 percentile values of optimistic attributional
style, it is significant at the 84" percentile. Therefore, optimis-
tic attributional style moderates the direct relationship (i.e.,
the non-mediated part) between SCOW and job satisfaction.

The above-presented results did not vary significantly
when the respondent sex, age, occupation, and average
working experience were controlled for in the analyses
carried out by PROCESS.

5. Conclusions

In Mexico, as in other parts of the world, the COVID-19
pandemic has prompted many organizations to implement
telework widely. While not being a novelty that working
remotely might cause social isolation feelings (Gallatin,
2018), interacting and keeping in touch with individuals
outside of work could make up for a precarious
interaction with work colleagues. After all, interacting
with family members reduces rumination and negativity
(Cropley & Purvis, 2003; Chow & Lo, 2017), which may
help to keep job satisfaction high. The coronavirus
pandemic, however, has disrupted social connectedness
to various degrees; albeit feelings of solitude have
loomed large on the lives of millions of Mexicans during

2 For the mathematical details of moderated mediation, please refer to chapters 10 and 11

of Hayes (2013). Also, more details on the results presented in Table 5 are available from the
authors upon request.
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the crisis, some individuals have managed to remain
connected with their families and friends making it
possible to maintain positive attitudes towards their jobs.

Table 5. Direct and indirect effects of SCOW on job satisfaction at the 16”‘,
50", and 84 percentile values of optimistic attributional style

Effects Percentile  Coefficients
Direct effect of SCOW on job satisfaction 16 0.05
(0.08)
50t 0.1
(0.06)
84 0.17*
(0.08)
Indirect effect of SCOW on job 16 0.19%**
satisfaction through PAWB (0.05)
50t 0.16***
(0.04)
84 0.13***
(0.05)
Indirect effect of SCOW on job 16t -0.02
satisfaction through NAWB (0.04)
50t 0.00
(0.03)
84t 0.03
(0.03)

Note: numbers within parenthesis are standard errors. Percentile values:
16" =2.50; 50" = 2.80; 84" = 3.08.

*=p<0.05**=p<0.01; ***=p <0.001.

Source: own elaboration.

The general purpose of this study was to test the
relationship between SCOW and job satisfaction in a
sample of Mexican teleworkers during the coronavirus
outbreak. The results of the empirical investigation
suggestthatsucharelationshipis positive and statistically
significant. This finding contributes to current knowledge.
First, research on job attitudes has traditionally been
concerned about the effects of interaction with others
in the workplace (Gillespie et al., 2016), but much less
on the influence that interactions with others outside of
work has on job attitudes. As our results suggest, albeit
possibly due to different mechanisms, both in-work and
out-of-work interactions are relevant to the satisfaction
of teleworkers. Secondly, we contribute to the research
literature on the work-family interface; Greenhaus
and Powell (2006) contented that family interactions
influence job performance and, in turn, positive affect
in the workplace. Given that telework blurs the line
between work and family. Powell, Greenhaus, Allen
and Johnson (2019) highlighted the need to investigate
work-family dynamics in teleworkers. Shedding some
light on such a research gap, we argued that SCOW
(which encompasses family and friends connections
and interactions] is likely to influence job-related events
(e.g., high performance), and we found that SCOW
is associated with job satisfaction (an affect-related
construct) in the context of telework during the pandemic.
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In addition, we tested the mediating effect of emotional
states on the link between SCOW and job satisfaction.
By taking recourse to AET, we argued that SCOW could
influence positive work-related events that elicit short-
lived emotional states. Given that such states are
usually associated with job satisfaction (Ghasemy et
al., 2020) they could transmit the positive influence of
SCOW on that attitude. We argued, nevertheless, that
such a transmission would have two mechanisms:
PAWB would transmit the positive effects of SCOW on
job satisfaction by an increase in positive emotions (due
to SCOW positively affecting work-related events), and
NAWB would do so by a decrease in negative ones. The
results of this investigation suggest that the positive
effects of SCOW on job satisfaction are transmitted by
an increase in PAWB but not by a decrease in NAWB.
While this finding is in tune with past research suggesting
that positive and negative affect are mostly independent
constructs with different antecedents and consequences
(Diener et al., 1999); it suggests that if SCOW is to affect
job satisfaction, it will most likely be only by eliciting
positive emotions. Interestingly, our findings indicate
that although SCOW is negatively related to NAWB, and
thus an increase in SCOW may reduce negative emotions
while teleworking, such a reduction is likely not to be
translated into an increase in job satisfaction. However
revealing, this finding is at odds with research suggesting
that negative events and emotions have more potency to
affect a broad range of psychological phenomena than
their positive counterparts (Soroka, Fournier & Nir, 2019).

In this study, it was also examined whether optimistic
attributional style moderates the mediating effects of
PAWB and NAWB on the relationship between SCOW
and job satisfaction. The results did not support such a
proposition. Instead, they suggest that no matter the
level of optimistic attributions an individual could make
following an emotion caused by a work-related event
influenced by SCOW, the mediating effects of PAWB and
NAWB remain very similar. From a research point of
view, this finding is unexpected given that attributions
have demonstrated effect sizes comparable to other
individual difference variables (e.g., BIG five personality
dimensions), which are more commonly used as predictors
of workplace outcomes (Harvey et al.,, 2014). From a
practice-wise point of view, such a finding is disappointing
because assessing individual differences helps to
identify the ones who are more apt to telework effectively
(Anderson et al., 2015). Importantly, in our case,
attributional style is an individual difference variable
that, although rather stable, is amenable to change
through therapeutic intervention and/or self-help
strategies (Seligman, 2006). However, one reason for
our results may be that, as Weiner (2000) suggests, to
trigger cognitions (e.g., attributions) an event should
be unexpected and important. Maybe the participants
of this study based their responses on events that were
neither that unexpected nor very important to them.
Nonetheless, what we did find is the direct effect of
SCOW on job satisfaction being stronger and significant
at high levels of optimistic attributional style. It seems
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that following some work-related events influenced by
SCOW, individuals think of their possible causes, being
the internal, stable, and global qualities of those causes
that influence job satisfaction judgments. After all,
while PAWB and NAWB are purely emotional states, job
satisfaction has an important cognitive component that is
more directly attuned with other cognitive factors such as
attributional style.

This study has some practical ramifications. Even if
convenient for some people, telework is not for everyone;
as said before, telework may cause social isolation and
low job satisfaction; that is when SCOW comes in. As
the COVID-19 pandemic goes on, companies should
facilitate employee connectedness with others outside
of their job. For example, by taking actions to reduce
work-family conflict, organizations would be investing in
employee affective well-being by making possible more
frequent socialization with family and friends. Anecdotic
experiences, heard from some Mexicans pushed to
telework during the pandemic, indicate that certain bad
practices prevalent in the traditional workplace (e.g.,
ineffective use of time reflected in long frequent meetings),
have been transferred to the home [(e.g. long frequent
videoconferences over ZOOM)]. By actively addressing
such issues, organizational actions would first be
reflected in more positive and less negative work-related
emotions, and, eventually, in higher job satisfaction during
the COVID-19 pandemic, and possibly other crises. There
are several practices that organizations can implement to
facilitate work-life balance (and SCOW, indirectly), such as
scheduling meetings at reasonable hours, having flexible
working hours, and cutting back on meetings. Moreover,
budget permitting, organizations might provide some
employees [e.g., the ones with low levels of optimism),
cognitive-behavioral training to change their attributional
style. This would be especially important during the
current harsh times.

This study has some limitations that need to be
addressed in future research. First of all, since different
occupations may be better suited to teleworking
during the COVID-19 and other crises, occupation is
a factor that needs to be better controlled for in future
research. Also, we employed a sampling technique that
might induce self-selection biases in the data. Another
limitation is that we did not implement a within-person
research design; instead we relied on a between-person
approach. This reduced our chances to tap the ebb and
flow of affect and examine in more depth the influences
of PAWB and NAWB on the relationship between SCOW
and job satisfaction. Future works need to implement
other sampling techniques and a within-person research
design to examine variations in daily emotional states,
and whether such variations play a significant role in the
relationship between SCOW and job satisfaction. Future
research studies could implement experimental and/or
quasi-experimental designs to analyze our three rejected
hypothesesin more depth. The dubious convergentvalidity
of some attributional dimensions is also a limitation that
needs to be addressed in future research. The internality
dimension is a candidate for revision in Mexican culture.

Finally, telework has been an effective way to carry
on organizational activities amid the human mobility
restrictions brought about by the COVID-19 pandemic.
The coronavirus outbreak has disrupted many Mexicans’
usual social relationships and interactions. However,
those individuals who have kept high levels of social
connectedness outside of work have been prone to
experience positive emotional states and, hence, mostly
irrespective of their optimism levels, high job satisfaction.
Mainly during the COVID-19 pandemic, and surely other
crisis and non-crisis times, organizations should
understand how important social connectedness outside
of work is for individual affective well-being and work-
related attitudes. Consequently, organizations should
help employees strike a work-life balance and facilitate
their connectedness with people outside the job domain.
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