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Remote work alters our relationship with the traditional work environment 

regarding time, place, and action, raising questions about the behavioral 

impacts on organizations. How can employee engagement be fostered in 

remote work settings? This empirical study explores the impact of remote 

work on workers adaptability in Morocco. The ultimate goal is to identify the 

factors that promote the adaptability of remote employees. Using a diverse 

sampling approach, semi-structured interviews were conducted with 

employees and managers with various remote work experiences. 

Qualitative investigation indicates that a number of critical aspects, including 

technological proficiency, cognitive flexibility, time management and 

organization, emotional adaptation, social support, and teamwork, all have an 

impact on an individual’s capacity to adjust to working remotely. The findings 

emphasize the value of time management techniques, the need for cognitive 

flexibility in the face of unforeseen obstacles, and the significance of 

technology skills for a seamless transition to remote work. Additionally 

essential to wellbeing and productivity in remote work are social support 

networks and emotional flexibility. 

These findings underscore the importance for organizations to develop 

policies that reinforce these aspects of adaptability, including technological 

training, promoting cognitive flexibility, effective time management, 

emotional support, and facilitating collaboration, in order to support remote 

workers and optimize their well-being. 
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1. INTRODUCTION  

 

 In many companies worldwide, telecommuting, once perceived as a marginal work option, has become 

an unavoidable reality. Technological advancements and global events such as the COVID-19 pandemic have 

played a major role in this transformation [1]. By popularizing telecommuting, professional dynamics have been 
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profoundly altered, and traditional work structures have been reassessed. In this new professional environment, 

individuals; ability to adapt has become a crucial advantage.Adaptability can be defined as the ability to effectively 

and flexibly adjust to constantly changing situations [2] . 

In the context of telecommuting, where employees face challenges such as balancing work and personal life,social 

isolation, and the need to manage their tasks and time autonomously, adaptability becomes a critical factor for 

success in their careers and personal well-being [3]. 

 The objective of this study is to analyze in detail the influence of telecommuting on individuals 

daptability. Specifically, it will focus on the following aspects:  

-Identifying the factors that impact employees daptability in a remote work environment. 

-Studying the particular obstacles faced by remote workers regarding their adaptation. 

-Examining various effective strategies and practices that can be implemented to enhance individuals; daptability 

in a remote work environment. 

 It is crucial for businesses and decision-makers to grasp the challenges and opportunities associated with 

telecommuting and individuals daptability. The findings of this study can offer valuable insights to assist 

companies in developing more effective telecommuting policies and practices, as well as supporting employees in 

their transition to this new professional reality. Furthermore, this research will help fill gaps in existing literature 

by examining in detail the complex relationships between telecommuting and individual adaptability. 

 

2. Literature Review: 

 

2.1. Introduction and Assessment of Adaptability 

 

 In an ever-changing context, adaptability becomes an essential skill to successfully navigate. However, 

it is necessary to explore the fascinating world of concepts and theories of adaptability, examining the complex 

mechanisms that enable individuals and systems to adapt and thrive in the midst of the constant changes of our 

rapidly changing world. 

 

2.1.1. The Concept of Adaptation: 

 

  As a multidimensional concept, adaptability extends beyond mere reactive adjustment to environmental 

changes. Instead, it encompasses a variety of complex mental and behavioral processes that enable individuals to 

successfully navigate diverse and often unexpected situations in their work environment. 

 This ability to adapt effectively requires not only visible external modifications in behaviors and strategies 

but also internal changes at cognitive, emotional, and perceptual levels. Firstly, from a cognitive perspective, 

adaptability requires mental flexibility that enables individuals to challenge their thought patterns, broaden their 

perspective, and adopt new approaches in the face of challenges. 

 This includes the ability to quickly recognize and interpret signals of change in the professional 

environment, evaluate various options, and make informed decisions accordingly [4]. Subsequently, from an 

emotional standpoint, adaptability requires the ability to effectively cope with uncertainty, stress, and emotional 

ambiguity. This necessitates the capacity to maintain emotional stability, accept ambiguity, and demonstrate 

emotional flexibility to adapt to the evolving demands of the work environment [5]. 

 Finally, from a behavioral perspective, adaptability manifests as tangible changes in individuals, actions 

and interactions in their work environment. This includes acquiring new skills, modifying work methods, engaging 

in continuous learning behaviors, and the ability to quickly adjust to new technologies or work methods [6]. 

   In this way, adaptability goes far beyond the simple ability to adapt to external circumstances; it 

demonstrates great flexibility and integration at all levels of human experience, thereby providing individuals 

with the opportunity to thrive and succeed in an ever-changing professional environment. 

 

2.1.2. Factors Influencing Employee Adaptability in the Context of Telecommuting 

 

 As telecommuting becomes more widespread, it is crucial to understand the factors that impact workers, 

adaptability in this ever-evolving context. The criteria for evaluating employee adaptability in telecommutin 

environments are varied and can be classified into several main categories, such as: 

 • Employee technological skills play a crucial role in their ability to adapt to telecommuting. This involves 

knowledge of online communication tools, collaboration software, and project management platforms. According 

to [7], research has highlighted the importance of technological skills for success in telecommuting.  

• Cognitive flexibility refers to individuals ability to adapt their thinking based on new requirements  nd 

circumstances. Employees who can quickly adjust their tasks, priorities, or work methods are more likely to 

succeed in telecommuting. Recent studies such as that conducted by [8] have examined the links between cognitive 

flexibility and adaptability during telecommuting. 
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• Time Management and Organization: Effectively managing time and organization is crucial to maintaining 

productivity and efficiency while working remotely. Employees bility to plan tasks, set realistic goals, and manage 

interruptions is essential in remote work settings. Research such as that conducted by [9] has examined the time 

management methods employed by telecommuting employees. 

• The ability of individuals to control their emotions and adapt to the changing emotional demands of their work 

is referred to as emotional adaptability. It is important for employees to be able to manage stress, isolation, and 

emotional disturbances while working remotely. According to studies such as that conducted by D [10], the links 

between emotional adaptability and success in telecommuting have been examined. 

• Social support and collaboration with colleagues and supervisors play a crucial role in promoting adaptability in 

telecommuting. Employees require emotional support, feedback, and opportunities for virtual collaboration to 

maintain their engagement and motivation. Research such as that conducted by [11] has studied the influence of 

social support on employees daptation to telecommuting. 

  In summary, the adaptability of telecommuting workers is assessed based on several factors, including 

technological skills, cognitive flexibility, time management and organization, emotional adaptability, and social 

support. It is crucial to grasp these variables in order to develop effective interventions to strengthen employees, 

adaptability in an ever-changing telecommuting environment. 

 

2.2. Theories of Adaptability 

 

 In the study of adaptability, various theories provide a conceptual framework for understanding the 

underlying mechanisms that enable individuals to adjust to changes and challenges in their professional 

environment. Among these, one can mention the Conservation of Resources Theory, the Selection, Optimization, 

and Compensation (SOC) Theory, and the Organizational Adaptability Theory. 

 

2.2.1. Conservation of Resources Theory 

 

  The robust conceptual framework provided by the Conservation of Resources Theory (COR) enables us 

to understand the relationship between individual resources and adaptation to change. According to this theory, 

individuals are motivated to preserve and build their personal resources, whether they are material, psychological, 

social, or professional [12]. These resources are essential for individuals, providing them with the ability to cope 

with challenges and stress in daily life, including changes in the professional environment. According to COR 

theory, individuals who have a greater number and variety of resources are better prepared to adapt to changes. 

According to [13], a person with a diverse skill set, a strong social network, and highemotional resilience will be 

more likely to cope with unexpected challenges and  adapt their strategies accordingly. 

  Furthermore, the COR theory emphasizes the crucial importance of recognizing resources in the 

adaptation process. Stress and anxiety in the face of change are more common in individuals who perceive their 

resources as limited or threatened, which can hinder their ability to adapt effectively [14]. 

 To recapitulate, the Conservation of Resources theory provides valuable insights into the impact of 

personal resources on individuals daptation to change. By understanding the mechanisms of this relationship, 

businesses and managers can provide more effective support to employees during transitions and promote a work 

environment conducive to adaptation. 

 

2.2.2 Selection, Optimization, and Compensation (SOC) Theory 

 

  According to [15], the Selection, Optimization, and Compensation (SOC) theory offers a conceptua 

framework for understanding how individuals confront changes and challenges throughout their lives. According 

to this theory, individuals adopt adaptive approaches to maintain optimal levels of functioning, even in the face of 

constraints and limitations imposed by aging, illness, or other stressors. 

 Selection is the first component of the SOC theory, which involves individuals setting specific goals and 

choosing activities and commitments most appropriate for achieving them. During times of transition, individuals 

may face a reevaluation of their priorities and focus on the aspects of life that are most essential to them. 

  The second part is optimization, which involves making selective investments in available resources to 

optimize desired outcomes. Individuals have the opportunity to strategically manage their time, energy, and social 

resources to achieve their goals, focusing on areas where they can gain the most benefit. 

  Finally, the third element of the SOC theory is compensation. When individuals face constraints or 

deficiencies in certain resources, they can compensate by developing other skills, seeking social support, or using 

workaround strategies to overcome these obstacles and maintain their optimal functioning. 

  In short, the SOC theory emphasizes the importance of strategic decisions and adjustments to maintain 

optimal functioning in the face of life’s  changes. By understanding the processes of selection,  ptimization, 
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and compensation, individuals can enhance their management of transitions and challenges throughout their 

lives, optimizing their resources and mitigating the negative consequences of change. 

 

2.2.3 Organizational Adaptability Theory 

 

  According to [16], Organizational Adaptability Theory emphasizes the importance for organizations to 

proactively adjust to their ever-changing environment in order to preserve their competitiveness and longterm 

viability. According to this theory, businesses must have the ability to modify their structure, processes, and 

strategies to cope with external pressures and emerging opportunities. 

  Organizations must be able to quickly spot signals of change in their environment and respond flexibly 

and effectively. This may require modifications in the organization’s structure, such as team reorganization, 

redefinition of roles and responsibilities, or even changes in business models. 

         Furthermore, Organizational Adaptability Theory highlights the need to reconcile individual and 

organizational adaptability. In other words, companies must promote a work environment that fosters and 

encourages the individual adaptability of their employees. This entails fostering a corporate culture focused on 

learning and innovation, as well as providing resources and training aimed at enhancing employees, adaptive 

capabilities. 

  By considering both individual and organizational adaptability, companies are better prepared to 

successfully navigate a constantly changing business environment. Organizations can anticipate shifts,  dapt 

quickly, and seize new opportunities to maintain their flexibility and competitiveness in the market. 

 

2.3. Previous Research on the Relationship between Telecommuting and Adaptability 

 

  In recent years, telecommuting has become an increasingly common practice, particularly due to 

technological advancements and shifts in employee and employer expectations. In this context, it is crucial 

to analyze recent research in detail on the link between telecommuting and individual adaptability. 

 

2.3.1. Flexibility and Autonomy: 

 

 Remote work allows individuals to better manage their schedules and tasks [17]. With this increased 

flexibility, employees can better adapt to the evolving demands of their work environment [18]. A remote worker 

has the ability to adjust their work hours to accommodate urgent needs or unforeseen circumstances, thereby 

enhancing their capacity to adapt flexibly to constantly changing professional requirements. 

 

2.3.2. Stress Management and Work-Life Balance: 

 

 Telecommuting can also facilitate a reduction in professional stress by allowing individuals to have better 

control over their work environment [19]. By eliminating the need to commute to a physical workplace and 

enabling flexible task planning, telecommuting enables employees to better reconcile their professional and 

personal responsibilities. According to [20], improved stress management can encourage increased resilience and 

enhanced capacity to cope with professional challenges. 

 

2.3.3. Virtual Communication and Collaboration: 

 

 Despite the numerous benefits of telecommuting, it also presents challenges regarding virtual 

communication and collaboration [21]. According to [22], the lack of physical contact and restricted interactions 

can diminish the effectiveness of communication and hinder collaboration within teams. To maintain strong 

professional relationships and adapt to the demands of remote work, it is essential to make adjustments in 

communication methods and acquire new skills. 

 

2.3.4. Learning and Professional Development: 

 

 In conclusion, telecommuting can influence the acquisition of knowledge and professional development 

of individuals [23]. While remote work can open up new opportunities for acquiring technological skills and self-

directed learning, it can also pose challenges to learning, such as the lack of social interactions and professional 

isolation [24]. Therefore, employees must acquire adaptation skills to adjust to this environment and 

continue their professional development despite the obstacles. 

 In summary, remote work has both benefits and challenges concerning individuals; adaptability. It is 

crucial to grasp these nuances to develop effective telecommuting policies and practices that encourage employee 

adaptation and well-being in an ever-evolving professional environment. 
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2.4. Key Factors Influencing Adaptability in Telecommuting Contexts 

 

 In summary, remote work presents both benefits and challenges regarding individual’s, adaptability. It is 

crucial to understand these nuances to develop effective telecommuting policies and practices that foster employee 

adaptation and well-being in an ever-evolving professional environment. 

 

2.4.1. Technologies and Infrastructure: 

 

 According to [25], the availability and effectiveness of technological tools and communication 

infrastructures play a crucial role in the adaptability of telecommuting workers. It is essential to have fast and 

reliable internet connection, efficient online collaboration software, and suitable ergonomic devices to facilitate 

remote professional exchanges and enhance individual’s, adaptability. 

 

2.4.2. Organizational Support: 

 

 Providing organizational support is crucial to enhancing the adaptability of telecommuting employees 

[17]. Company policies and practices regarding telecommuting, such as flexible scheduling, technical support, and 

recognition of remote results, can significantly influence employees erception of their ability to adapt to the 

evolving demands of their work environment. 

 

2.4.3. Skills and Autonomy: 

 

 Personal skills and employees’ independence play a crucial role in their ability to adapt to telecommuting 

[26]. It is essential to have technical skills, self-management abilities, and problem-solving skills autonomously to 

adapt to the variable requirements and challenges of telecommuting. 

 

2.4.4. Social Support and Interactions: 

 

  Adaptability in telecommuting is fostered by social interactions and support from colleagues and 

supervisors [21]. Regular maintenance of contacts, online collaboration, and sharing professional experiences with 

other remote workers help reduce feelings of isolation and strengthen the sense of belonging to the team, thereby 

promoting individual’s, adaptability. 

 

2.4.5. Organizational Flexibility: 

 

  According to [27], organizational flexibility in managing work schedules and professional expectations 

also plays a crucial role in promoting adaptability in telecommuting. Companies that offer flexible choices in 

telecommuting and swiftly adapt their policies based on evolving employee needs are more inclined to promote 

adaptability and resilience in an online work environment. 

  In summary, a range of technological, organizational, individual, social, and structural variables impact 

employees adaptation in remote work environments. By understanding these elements and implementing 

appropriate strategies, companies can foster a remote work framework conducive to individuals adaptation and 

professional success. 

 

3. Method: 

 

 This empirical section bridges the gap between theory and practice. We have dedicated the literature 

review to analyzing scientific literature on the two main themes of our research: telecommuting and employees; 

adaptability. To facilitate our field analysis, we have organized the data systematically and developed a 

comprehensive interview guide covering all aspects of remote work and employee adaptability. 

 In order to answer this problematic and from the epistemological point of view, we opt for the 

interpretativist paradigm through which we have the possibility to study the interpretations given by actors who 

work remotely. Methodologically, we chose to follow the qualitative approach by conducting semi-structured 

interviews with 324 remote workers. 

 We found that these workers expressed great interest in the subject and stated their determination to 

support us in our investigation. Similarly, throughout these interviews, we tried to consult more people who work 

remotely. 
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Table 1 : Synthesis and objectives of the method employed  

 
 Qualitative approche : 

Semi-directive interviews 

General  

objective 

Respond to the main question: the impact of telework on staff adaptability 

Description of method Question in depth a number of people who work remotely about the factors that allow them to adapt in 
their work            

Means of work Documents, observations and semi-structured interviews with 324 remote workers in companies in 

Morocco.            

Steps             

 

3.1. Sampling: 

 

 Our research question explores how despatialization influences worker adaptability. We have investigated 

concrete measures that managers in companies can take to integrate management practices that promote worker 

adaptability in the context of telecommuting. 

 To respond comprehensively to our research question, our sample needs to be diverse. The target 

population for this interview would consist of workers with telecommuting experience, whether occasional, 

regular, or permanent. These workers may come from various sectors and have varying levels of experience with 

telecommuting. It would also be beneficial to include workers from different hierarchical levels (employees, 

managers, executives) to obtain a diverse perspective on the factors influencing adaptability in telecommuting 

contexts. 

 It is also important to ensure that participants have adequate access to the necessary technology to conduct 

the remote interview since the theme addressed concerns telecommuting. Participant selection can be based on 

criteria such as telecommuting frequency, duration of telecommuting experience, industry sector, level of 

autonomy in remote work, etc. 

 The following table shows the distribution of interview participants according to their role within 

companies. This distribution allows a balanced representation of the different perspectives and experiences within 

the surveyed sample. The analysis of these data will highlight trends and differences of opinion according to the 

positions held by the participants. 

 

Table 2. The distribution of employees interviewed by function 
Function Number of participants Percentage (%) 

employee            180       55,55 

Muddle manager              90       27,78 

Senior executive              54       16,67 

Total            324       100 

 

 In summary, the target population would include workers from various industries and hierarchical levels, 

with diverse telecommuting experience, and possessing the means necessary to participate in a remote interview. 

 

3.2. Data Collection Method: 

 

 To conduct our research in depth, we chose a qualitative approach. This method provides an in-depth 

exploration of participants' experiences and perceptions of the impact of telework on their adaptability. Qualitative 

analysis will help us to understand the complexity of the subject and highlight the nuances and key factors that 

influence the adaptability of employees in a remote work context. 

 Starting from December, I began the search for companies adopting telecommuting in the Moroccan 

territory through the internet, social networks, networks of accounting firms and consulting firms, and direct 

contacts with certain officials through our relational network. I sent requests to around ten companies and hundreds 

of individuals; I received a good number of no responses, and I had few people who agreed to answer my questions. 

This was one of the difficulties encountered during this research. For scientific research, we will first establish an 

interview guide, which will help us conduct our individual semi-structured interviews effectively. However, the 

semi-structured interview constitutes the main source of data for our practical investigation. To illustrate the 

importance of this data source [28] specify that the semi-structured or semi-directed interview is certainly the most 

used in social research. It is semi-directed in the sense that it is neither entirely open nor channeled by a large 

number of specific questions. 

 Generally, the researcher has a series of open-ended guide questions about which it is imperative that 

they receive information from the interviewee. However, the researcher does not necessarily ask all the questions 
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in the order they were noted and in the planned formulation. As much as possible, they will “let it come” to the 

interviewee so that they can speak openly, in their own words, and in the order that suits them. The researcher will 

simply strive to refocus the interview on the objectives each time it deviates and to ask the questions that the 

interviewee does not address for themselves, at the most appropriate time and in as natural a manner as possible . 

A series of meetings with managers and employees of Moroccan companies that have adopted telecommuting 

formed the core of our empirical base. In this initial exploratory phase, we conducted semi-structured interviews 

with managers, executives, and employees of companies operating in Morocco and adopting telecommuting. 

However, semi-structured interviews are a qualitative research method used to study social relationships and 

organizational processes. They involve the use of a set of predefined open-ended questions that are posed to 

participants but also allow for a more free exploration of participants ideas and experiences. 

 When it comes to understanding the link between telecommuting and worker adaptability, semi- 

structured interviews can be particularly useful because they allow researchers to gather detailed information on 

participants perceptions and experiences regarding leadership and organizational culture. Semi-structured 

questions can be adapted to explore various facets of telecommuting companies, such as employee autonomy, 

adaptability and agility, worker engagement, work-life balance, and meeting employee needs. 

 By using this research method, researchers can obtain rich and contextualized qualitative data that can be 

analyzed to identify emerging themes and patterns, as well as to understand the nuances and complexities of social 

relationships and organizational practices. 

 

4. Resultat and discussion 

 

4.1.  Interview Results: 

 

 The results of the interviews have been grouped into a table. We have listed the categories of questions 

we addressed with our interviewees. The objective is to compare their responses and highlight similarities.  As ur 

research question was to understand the impact of telecommuting on worker adaptability, it seemed obvious that 

my questions revolved around three domains: telecommuting experience, organizational support, skills and 

autonomy, social support and interactions, and organizational flexibility. 

 We initiated the interview with an introduction of the interviewee. Then, we explored various topics, 

starting with understanding the adaptability experienced by some workers. We then addressed technological skills, 

cognitive flexibility, time and organization management, emotional adaptability, and social support and 

collaboration with colleagues and supervisors. 

 

4.2. Interview Analysis 

 

 The analysis of the collected data will allow us to identify the commonalities between participants' 

responses on different themes related to adaptability in telework. This first step in categorizing similarities will 

highlight trends and experiences shared by employees, regardless of their role or company. By grouping together 

similar responses, we will be able to identify patterns and recurring themes that will serve as a basis for a more in-

depth analysis of the factors influencing the adaptability of employees in telework. 

 

4.2.1. Technological Skills: 

 

 The results emphasized the importance of technological proficiency for success in a remote work setting. 

Many participants highlighted the importance of having knowledge of the tools and technological platforms used 

during their telecommuting work. The transition is generally easier for those who already have acquired 

technological skills before starting remote work, while others had to develop new skills or strengthen their existing 

ones to adapt to the requirements of telecommuting. 

 Technical issues and the need to quickly resolve problems related to the use of remote software and 

applications were among the most frequently mentioned challenges. Some participants also expressed difficulties 

in adjusting to new communication and collaboration platforms, highlighting the importance of additional training 

to effectively use these tools. 

 However, despite these challenges, technological skills were considered an important advantage for 

facilitating collaboration and communication remotely. Participants emphasized the importance of being able to 

use technological tools such as video conferencing, instant messaging, and document sharing platforms to maintain 

effective communication with their colleagues and superiors. 

 

4.3.2. Cognitive Flexibility: 
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 Participants shared various experiences regarding cognitive flexibility during telecommuting. Some 

highlighted the importance of revising their usual methods in response to new problems or unexpected changes in 

their remote work environment. For example, one participant reported being forced to adopt a different approach 

to resolve communication difficulties due to the physical distance from colleagues. It appears that this cognitive 

flexibility is an essential element for effectively adapting to the challenges of telecommuting. 

 

4.2.3. Time and Organization Management: 

 

 For many participants, time and organization management have become major challenges. Many people 

highlighted the challenge of maintaining organization and discipline during their workday at home, especially in 

the absence of the usual structure provided by a professional work environment. Effective ways to overcome these 

difficulties were mentioned, such as setting up detailed schedules, defining precise working and resting hours, as 

well as managing interruptions and distractions. 

 

4.2.4. Emotional Adaptability: 

 

 Emotional adaptability was recognized as a key element of adaptability to remote work. Participants 

shared their experiences regarding managing stress, anxiety, and emotional pressures associated with 

telecommuting. Resilience in the face of emotional challenges and the ability to maintain a positive mindset are 

essential skills to ensure well-being and productivity in a remote work environment. 

 

4.2.5. Social Support and Collaboration: 

 

 Social support and collaboration with colleagues and supervisors were emphasized as essential elements 

for fostering adaptation to telecommuting. Participants highlighted the importance of frequent interactions with 

their peers to maintain a sense of connection and mutual support. Furthermore, it was recognized that effective 

communication and remote collaboration are indispensable skills for adjusting to the new work conditions. 

In summary, these results underscore the importance of various elements in fostering employee adaptation in the 

context of telecommuting. It is essential for individuals to have cognitive flexibility, time and organization 

management skills, emotional adaptability, as well as effective social support and collaboration to address the 

challenges of remote work. These findings also highlight the importance for companies to implement policies and 

practices that encourage these various aspects of adaptability to support the well-being and performance of 

employees in an ever-changing work environment. 

 Furthermore, the results underscore the critical importance of technological skills in employees 

adaptation to telecommuting. Individuals with strong technological skills are better equipped to face the challenges 

of telecommuting and capitalize on its potential benefits. It is therefore paramount for companies to provide their 

employees with the training and support needed to develop and strengthen their technological skills, facilitating a 

successful transition to telecommuting and optimizing their performance in this context. 

 In summary, analyzing remote work is complex due to the variety of personal experiences involved. To 

deepen understanding, it is essential to examine various aspects of telecommuting, such as prior experience, 

requency, and duration of telework. These elements contribute to a better understanding of the effects of 

telecommuting on employee adaptability. 

 

5. Conclusion: 

 

 Remote work has become an essential element of contemporary discourse, amplified by the current public 

health situation. However, its complexity and diversity hinder a comprehensive understanding of its consequences. 

The development of tailored tools and theories is crucial to better comprehend this new reality of work. Traditional 

concepts of place, time, and ways of working are disrupted by telecommuting, which impacts behaviors and 

professional relationships. It is essential to grasp its impact on employee adaptability and performance. This study 

offers new perspectives and tools that could guide management decisions and human resources policies in remote 

work management, which poses a major challenge for businesses. 

Therefore, the conclusions of this study highlight the necessity for Moroccan organizations to develop policies and 

training programs that strengthen these dimensions of adaptability. Specifically, emphasis should be placed on 

enhancing technological skills, promoting cognitive flexibility, and establishing support mechanisms to facilitate 

emotional and social adjustment to telecommuting. These initiatives can help maximize the benefits of remote 

work while minimizing its challenges, thereby enabling a smoother and more productive transition to flexible work 

modes. 

 

REFERENCES 



         

Journal homepage: http:// scird.org/ijemd  

36 

 

[1] S. Frimousse and J. M. Peretti, "Quel style de management dans l’organisation post-Covid?," Question (s) de 

management, vol. 34, no. 4, pp. 97-171, 2021. https://doi.org/10.3917/qdm.214.0097 

[2] M. N. Sinapin, "Le télétravail: plus qu’une approche agile. Enjeux et risques pour organisation," in ORIANE 

2022: 20ème colloque francophone sur le risque, September 2022. ⟨hal-03807227⟩  
[3] S. Pourang, "Les défis et les avantages du télétravail," Doctoral dissertation, Université du Québec à Rimouski, 

2023.  URL: https://semaphore.uqar.ca/id/eprint/2836 

[4] J. Kaiser and C. Puschmann, "Alliance of antagonism: Counter publics and polarization in online climate 

change communication," Communication and the Public, vol. 2, no. 4, pp. 371-387, 2017.  

https://doi.org/10.1177/2057047317732350 

[5] A. J. Martin and H. W. Marsh, "Academic buoyancy: Towards an understanding of student’s everyday 

academic resilience," Journal of School Psychology, vol. 46, no. 1, pp. 53-83, 2008. 

https://doi.org/10.1016/j.jsp.2007.01.002 

 [6] C. W. Rudolph, K. N. Lavigne, I. M. Katz, and H. Zacher, "Linking dimensions of career adaptability to 

adaptation results: A meta-analysis," Journal of Vocational Behavior, vol. 102, pp. 151-173, 2017. 

https://doi.org/10.1016/j.jvb.2017.06.003 

[7] M. E. Beier, M. H. Kim, A. Saterbak, V. Leautaud, S. Bishnoi, and J. M. Gilberto, "The effect of authentic 

project‐based learning on attitudes and career aspirations in STEM," Journal of Research in Science 

Teaching, vol. 56, no. 1, pp. 3-23, 2019.  https://doi.org/10.1002/tea.21465 

[8] A. König, L. Nicoletti, D. Schröder, S. Wolff, A. Waclaw, and M. Lienkamp, "An overview of parameter and 

cost for battery electric vehicles," World Electric Vehicle Journal, vol. 12, no. 1, p. 21, 

2021.  https://doi.org/10.3390/wevj12010021 

[9] C. A. Grant, L. M. Wallace, and P. C. Spurgeon, "An exploration of the psychological factors affecting remote 

e-workers job effectiveness, well-being and work-life balance," Employee Relations, vol. 35, no. 5, pp. 527-

546, 2013. https://doi.org/10.1108/ER-08-2012-0059 

[10] J. Dettmers and F. Bredehöft, "The ambivalence of job autonomy and the role of job design demands," 

Scandinavian Journal of Work and Organizational Psychology, vol. 5, no. 1, pp. 1-13, 2020. DOI: 

https://doi.org/10.16993/sjwop.81 

[11] M. Martínez-Córcoles and T. J. Vogus, "Mindful organizing for safety," Safety Science, vol. 124, no. 1, pp. 

1-5, 2020. https://doi.org/10.1016/j.ssci.2020.104614 

[12] S. E. Hobfoll, "Social and psychological resources and adaptation," Review of General Psychology, vol. 6, 

no. 4, pp. 307-324, 2002. https://doi.org/10.1037/1089-2680.6.4.307 

[13] J. R. Halbesleben, M. V. Whitman, and W. S. Crawford, "A dialectical theory of the decision to go to work: 

Bringing together absenteeism and presenteeism," Human Resource Management Review, vol. 24, no. 2, pp. 

177-192, 2014. https://doi.org/10.1016/j.hrmr.2013.09.001 

[14] S. E. Hobfoll, "Conservation of resources: a new attempt at conceptualizing stress,"American Psychologist, 

vol. 44, no. 3, pp. 513-524, 1989. https://Doi.org /10.1037/0003-066x.44.3.513 

[15] P. B. Baltes and M. M. Baltes, "Psychological perspectives on successful aging: The model of selective 

optimization with compensation," Successful Aging: Perspectives from the Behavioral Sciences, vol. 1, no. 

1, pp. 1-34, 1990. DOI 10.1017/cbo9780511665684.003 

 

 [16] K. M. Eisenhardt and J. A. Martin, "Dynamic capabilities: What are they? " Strategic Management Journal, 

vol. 21, no. 10-11, pp. 1105-1121, 2000. https://doi.org/10.1002/1097-

0266(200010/11)21:10/11<1105::AID-SMJ133>3.0.CO;2-E 

[17] T. D. Allen, T. D. Golden, and K. M. Shockley, "How effective is telecommuting? Assessing the status of our 

scientific findings," Psychological Science in the Public Interest, vol. 16, no. 2, pp. 40-68, 2015.  

https://doi.org/10.1177/1529100615593273 

[18] T. D. Golden, J. F. Veiga, and R. N. Dino, "The impact of professional isolation on teleworker job 

performance and turnover intentions: Does time spent teleworking, interacting face-to-face, or having access 

to communication-enhancing technology matter? " Journal of Applied Psychology, vol. 93, no. 6, pp. 1412-

1421, 2008.  https://doi.org/10.1037/a0012722 

[19] R. S. Gajendran and D. A. Harrison, "The good, the bad, and the unknown about telecommuting: Meta-

analysis of psychological mediators and individual consequences," Journal of Applied Psychology, vol. 92, 

no. 6, pp. 1524-1541, 2007. Doi: 10.1037/0021-9010.92.6.1524. 

[20] S. R. Sardeshmukh, D. Sharma, and T. D. Golden, "Impact of telework on exhaustion and job engagement: 

A job demands and job resources model," New Technology, Work and Employment, vol. 27, no. 3, pp. 193-

207, 2012.  https://doi.org/10.1111/j.1468-005X.2012.00284 

[21] K. N. Grant, M. L. Macrae, and G. A. Ali, "Differences in preferential flow with antecedent moisture 

conditions and soil texture: Implications for subsurface P transport," Hydrological Processes, vol. 33, no. 15, 

https://doi.org/10.3917/qdm.214.0097
https://hal.science/hal-03807227
https://semaphore.uqar.ca/id/eprint/2836
https://doi.org/10.1016/j.jsp.2007.01.002
https://doi.org/10.1016/j.jvb.2017.06.003
https://doi.org/10.1002/tea.21465
https://doi.org/10.3390/wevj12010021
https://doi.org/10.1108/ER-08-2012-0059
https://doi.org/10.1037/1089-2680.6.4.307
https://doi.org/10.1016/j.hrmr.2013.09.001
https://doi.org/10.1017/cbo9780511665684.003
https://doi.org/10.1002/1097-0266(200010/11)21:10/11%3C1105::AID-SMJ133%3E3.0.CO;2-E
https://doi.org/10.1002/1097-0266(200010/11)21:10/11%3C1105::AID-SMJ133%3E3.0.CO;2-E
https://doi.org/10.1177/1529100615593273
https://psycnet.apa.org/doi/10.1037/a0012722
https://doi.org/10.1111/j.1468-005X.2012.00284.x


   
 

Journal homepage: http:// scird.org/ijemd  

37 

pp. 2068-2079, 2019. https://doi.org/10.1002/hyp.13454 

[22] F. J. Martínez-López and E. Martínez-Caro, "Influence of teleworking on the organizational performance of 

Spanish companies," Economic Research-Ekonomska Istraživanja, vol. 29, no. 1, pp. 54-74, 2016. Doi: 

10.1080/1331677X.2016.1163946 

[23] Y. Baruch and N. Nicholson, "Home, sweet work: Requirements for effective home working," Journal of 

General Management, vol. 23, no. 2, pp. 15-30, 1997.  https://doi.org/10.1177/030630709702300202 

[24] R. S. Gajendran and D. A. Harrison, "The good, the bad, and the unknown about telecommuting: Meta-

analysis of psychological mediators and individual consequences," Journal of Applied Psychology, vol. 92, 

no. 6, pp. 1524-1541, 2007. Doi; 10.1037/0021-9010.92.6.1524   

[25] A. C. Nagel, J. M. Robinson, L. M. Sabina, and R. Weech-Maldonado, "Technology acceptance and 

satisfaction with telehealth during the COVID-19 pandemic: Comparing older and younger adults," Journal 

of the American Medical Informatics Association, vol. 28, no. 1, pp. 169-175, 2020. DOI: 

10.1093/jamia/ocaa229  

[26] D. Ding, Y. Li, X. Yao, Y. Cao, and F. Ye, "The effect of telework on employee productivity: A meta-analysis 

of empirical evidence," Computers in Human Behavior, vol. 120, p. 106744, 2021. DOI: 

10.1016/j.chb.2021.106744 

[27] E. E. Kossek, B. A. Lautsch, and S. C. Eaton, "Telecommuting, control, and boundary management: 

Correlates of policy use and practice, job control, and work–family effectiveness," Journal of Vocational 

Behavior, vol. 100, pp. 142-155, 2017. https://doi.org/10.1016/j.jvb.2005.07.002 

[28] R. Quivy and L. Van Campenhoudt, « Manuel de recherche en sciences sociales », 1995. 

 

https://doi.org/10.1002/hyp.13454
https://doi.org/10.1037/0021-9010.92.6.1524
https://doi.org/10.1016/j.jvb.2005.07.002



