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ABSTRACT

This quantitative study investigates the negative factors hindering
self-reported employee performance during telework, with a primary focus on
exhaustion and professional isolation. Data was collected from a sample of
801 full-time Romanian employees who performed telework for at least 20% of their
weekly hours during the year before 2020. To ensure representativeness, a quota
sampling method was applied. The findings reveal that socio-demographic variables
operate intersectionally to shape an employee’s exposure to these remote work
challenges. Consequently, employees experiencing high levels of telework-induced
exhaustion or professional isolation exhibit significantly lower technical and social
performance. Therefore, this article aims to demonstrate that sustaining high
employee performance in a remote environment is fundamentally dependent on
actively protecting the psychological well-being of the workforce.
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1. Introduction
The shift to remote work has

stop, employees can easily feel
overwhelmed and disconnected. These

completely changed how organizations
operate. While working from home offers
clear benefits, like more flexibility and no
daily commute, it also brings hidden
challenges. Two of the biggest problems are
exhaustion and professional isolation.
When the line between work and personal
life disappears and face-to-face interactions

issues threaten both their mental well-being
and their daily productivity.

To better understand these challenges,
this study explores the negative factors that
lower employee performance during
telework, focusing heavily on exhaustion
and isolation.
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Using data collected from remote
workers, this paper has analysed three main
directions. First, it looks at how socio-
demographic factors (like age, gender, and
living situation) combine to make an
employee more likely to feel exhausted or
1solated. Second, it measures how telework
exhaustion directly hurts both technical and
social performance. Third, it examines how
the feeling of professional isolation causes
a similar drop in performance. Ultimately,
this research highlights one core truth:
companies cannot expect high performance
from remote teams in the long run unless
they actively protect their employees’
psychological well-being.

2. Literature Review

The COVID-19 pandemic has
brought major changes to the labor market,
especially in terms of how people do their
jobs. Thus, this pandemic was the moment
when the idea of teleworking or remote
work was increasingly implemented. With
this sudden change, there was an increasing
emphasis on the psychological well-being
of employees, as the boundary between
work and personal life began to disappear,
and this fact contributed to psychological
tension and decreased job satisfaction
(De Sio et al., 2021; Giovanis et al., 2026;
Shipman et al., 2023).

The experiences of employees who
worked remotely during that period were
not limited to how well companies
managed to adapt to the new teleworking
context, but also to the extent to which
employees maintained social interaction
and benefited from supportive
environments from the organization
(Giovanis et al., 2026; Kubiliené et al.,
2021). Jobs characterized by a high level of
social interaction mitigated burnout, while
those with limited opportunities for
interpersonal engagement were associated
with a higher risk of depression and
psychological distress (Giovanis et al.,
2026). However, teleworking experiences
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are not limited to the level of organizational
support offered by the company in which
employees work, but also to the personal
characteristics  of  employees,  thus
emphasizing the socio-demographic factors
that can influence teleworking experiences.
Thus, several studies have argued that age,
gender, and family status (e.g., employees
with small children) lead to significant
differences in emotional responses and
wellbeing. During the pandemic, employees
with small children faced higher irritability,
tension, and exhaustion, though their sense
of accomplishment was unchanged (Catana
et al.,, 2022; Pataki-Bitt6 & Kun, 2022;
Petcu et al., 2023; Dondapati et al., 2023).
In addition, it was shown that women,
especially working mothers, faced many
more challenges when working remotely
during the pandemic compared to men. This
was due to gender inequalities in the
distribution of household tasks. The study
also showed that home isolation with minor
children had a negative impact on women,
but surprisingly, it had positive effects on
men and their well-being (Escudero-
Castillo et al., 2021). It is argued that this
factor leads to a significant increase in
anxiety among employees and to the
fragmentation of attention that should be
dedicated to the workplace (RaiSien¢ et al.,
2023; Tahlyan, 2022).

Other studies have shown that young
workers, as well as those living alone, were
more vulnerable during the pandemic
restrictions. In the case of young people, an
increase in workplace boredom and a
decrease in professional engagement were
observed, a phenomenon explained by the
fact that they depend most on social
relationships at the office. Similarly,
employees living alone also reported
increased levels of boredom and
exhaustion, as they were unable to
compensate for the lack of professional
interactions with social contact in their own
household (Kaltiainen & Hakanen, 2022).



Research also highlights that the
psycho-emotional state of staff is a key
factor that directly influences the
intellectual resources and quality of work in
an organization. The experience of working
from home has demonstrated that an
increased level of occupational stress in the
long term  translates into  severe
consequences, such as mental and physical
exhaustion and social deprivation (RaiSiené
et al., 2023). Thus, to evaluate the impact of
these factors on the quality of remote work,
the focus will be on two main concepts,
namely technical performance (the degree
of fulfillment of tasks specific to the job)
and social performance (the quality of
professional interactions), taken from
specialized literature (Abramis, 1994).
Although the scales developed by Abramis
(1994) were originally designed to assess
performance in the traditional work
environment (office), the research team
opted to use them in the context of
teleworking for several strategic reasons.
First, the dimensions identified by Abramis
- technical performance and social
performance - represent universal pillars of
professional activity, independent of the
physical space of deployment. However,
their application in the current context
required a recontextualization of the “social
performance” dimension, to reflect forms of
communication mediated by technology.

However, recognizing that telework

introduces unique challenges that can
mediate  professional  outcomes, our
research team extended this model by
including two additional dimensions,
adapted to the remote work context:
telework exhaustion and professional
isolation.

2.1. Telework-Related Exhaustion

and  Self-Reported  Performance in
Teleworking
Telework exhaustion is

predominantly conceptualized as a result of
negative and prolonged stress. It involves
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emotional exhaustion caused by job
stressors specific to remote work (Van
Slyke et al., 2022; Junca et al., 2024;
Lyndon et al., 2024). This emotional
exhaustion is a central component of
burnout, often triggered by a combination
of heavy workloads, professional isolation,
the inability to mentally detach from work,
and technology-related pressures (Van
Slyke et al., 2022; Lyndon et al., 2024;
Yasiroh & Suhada, 2025).

Furthermore, exhaustion in telework
frequently stems from the constant overlap
of professional and personal demands.
When employees must manage both
environments simultaneously, it often leads
to cognitive overload, social isolation, and
ultimately, a decline in job performance
(Campo et al., 2021; Van Slyke et al,
2022). This stress worsens when employees
are forced to spend more energy on coping
mechanisms rather than focusing on their
actual work tasks, further driving burnout
and reducing work efficiency (Junga et al.,
2024).

Research  also  highlights  that
emotional exhaustion is closely linked to
intense professional isolation and high task
interdependence. This was particularly
evident when telework was mandatory
rather than voluntary (Lyndon et al., 2024),
such as during the COVID-19 pandemic.
Building on this idea, to observe how
employees self-assessed their telework
exhaustion during the pandemic, the current
study utilized a measurement scale
previously tested and validated in the
telework literature (Weinert et al., 2015).

Ultimately, emotional exhaustion is
still a major issue for remote and hybrid
workers. As a core element of burnout, it is
significantly driven by blurred work-life
boundaries, extended working hours, and
profound feelings of isolation (Khalid &
Naz, 2025).



2.2. Professional Isolation and Self-
Reported Performance in Teleworking

Occupational isolation is defined as a
mental state in which the employee feels
disconnected from others at work
(Diekema, 1992). In the context of remote
work, loneliness and the lack of direct
communication remain among the most
common complaints. Consequently,
professional isolation has been directly
associated with decreased job performance.
Research indicates that this negative impact
worsens the more time an employee spends
working remotely; conversely, it can be
mitigated by incorporating face-to-face
interactions and utilizing communication-
enhancing technologies (Golden et al.,
2008; Spilker & Breaugh, 2021).

This sense of isolation deeply affects
the social dimension of work. Certain
demographic groups, particularly people who
live alone, are even more vulnerable to social
isolation and a decline in emotional
well-being (Tahlyan, 2022). Over time, this
isolation makes employees feel as though
they are no longer truly part of the
organization, significantly eroding their
commitment. Furthermore, relying
exclusively on digital communication (such
as emails) removes non-verbal cues like eye
contact. This absence often generates
misunderstandings, unjustified conflicts, and
resentment between colleagues, ultimately
damaging interpersonal relationships from a
distance (RaiSien¢ et al., 2023).

Beyond the social impact, isolation
also creates significant barriers to technical
performance. Physical distancing restricts
quick access to information, requiring
employees to invest extra time and effort to
clarify tasks, which complicates the
technical work process. Highlighting this
issue, a study by RaiSiené¢ et al. (2023)
found that 43% of respondents directly
confirmed that professional isolation
negatively affected the quality of their
work. This dynamic was particularly
evident during the COVID-19 pandemic,
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where professional isolation was shown to
increase employee cynicism, a factor that
further mediated the negative relationship
between isolation and task performance
(Yu & Liu, 2023).

Finally, to accurately measure the
degree of professional isolation experienced
by the remote workers in this study, we
utilized a validated scale adapted from the
specialized literature (Golden et al., 2008).

In conclusion, these four dimensions -
technical performance, social performance
telework exhaustion and professional
isolation — allow for a nuanced analysis,
correlating the quality of work not only
with the employee’s skills, but also with his
or her well-being and the degree of
connection with the organization. The rigor
of this extended structure is confirmed by
the reliability analysis (Table no. 1).
The results indicate that both Abramis’
established scales and the dimensions
introduced by us present high internal
consistency, as reflected by the Cronbach’s
Alpha coefficient. This robust
methodological configuration allows us to
evaluate telework performance from a
holistic perspective, capturing both the
productive output and the psychological or
social price of flexibility.

3. Research Methodology

Drawing  upon the  theoretical
framework and the existing literature
discussed  previously, the  following

hypotheses were formulated to be empirically
investigated using the collected data:

H1. Socio-demographic variables
(gender, age, marital status, environment of
origin, and the presence of minor children
in the household) have a significant
influence on the level of exhaustion and
professional isolation experienced by
employees who telework.

H2. Employees who experience high
levels of telework exhaustion exhibit
significantly lower technical and social
performance.



H3. Employees who experience high
levels of professional isolation in telework
exhibit significantly lower technical and
social performance.

This  study  targeted  full-time
Romanian employees who performed
telework for at least 20% of their weekly
hours (a minimum of 8 hours per 40-hour
week) during the year before 2020. To
ensure a representative sample, the
researchers utilized a quota sampling
method. The sampling quotas, such as age,
gender, region, locality size, and industry,
were established in accordance with the
2020 SNA Focus study, a national survey
administered by the Romanian Joint
Industry Committee for Print and Internet
(BRAT) between June and December 2020.

Data were collected through a
structured survey via a Romanian online
access panel, more precisely on Daedalus
Online, the most well-known and used in
the country. To maintain balance,
invitations were sent incrementally across
all demographic groups, with real-time
validation checks wused to filter out
inconsistent responses. While most quotas
were strictly maintained, some were
slightly relaxed toward the end of the
fieldwork to meet the target sample size.

Therefore, the final sample consisted
of 801 participants. The analyzed
demographic sample presents a relatively
balanced gender distribution, with a slight
female majority (52% women compared to
48% men). In terms of age profile, the
population predominantly consists of active
working-age adults: the core group is
represented by the 30-39 years old age
bracket (41%), followed by the 40-49 years
old (24%) and 21-29 years old (23%)
segments, while individuals between 50 and
60 years old make up only 12% of the total.
Geographically, there 1is a massive
concentration of respondents in the capital,
with Bucharest accounting for 41% of
them. The remaining participants are
distributed almost evenly across urban areas
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(approximately 20% in large cities with
over 200,000 inhabitants, 20% in medium-
sized cities, and 19% in small urban
localities with less than 50,000 inhabitants).

Regarding the activity domain, the
labor market for this sample is dominated
by three main sectors: Computers/IT/
Telecommunications (18.7%), Education/
Research (18%), and the Financial/
Banking/Insurance sector (12.8%).
The remaining professions are much more
fragmented, covering areas such
as Architecture/Consultancy/Public
Administration (7.6%), Trade and Sales
(7.3%), or Construction and Transportation
(6.4%). Last but not least, the household
structure analysis shows that over half of
the respondents (51.8%) have no children in
the household or did not mention this
aspect. Among those with parental
responsibilities, a significant share of
40.6% live with minor children (17 years
old or younger), and only 7.6% share their
home with adult children (18 years old or
older).

4. Measures
To develop the questionnaire, scales
were adopted from the existing literature,

having been previously employed to
measure four dimensions: technical and
social performance (Abramis, 1994),

professional isolation (Golden et al., 2008)
and telework-exhaustion (Weinert et al.,
2015). While the number of items varied
for each scale based on its original design,
all constructs in the current study were
measured using a 7-point Likert scale,
ranging from 1 - “Totally disagree” to 7 -
“Totally agree”.

Technical performance dimension
directly analyzes professional output and
self-organization capacity. To
operationalize this construct, we used the
scale developed by Abramis (1994),
consisting of 7 items, which provides a
clear picture of technical and decision-
making tasks: “Handling the



responsibilities and daily demands of your
work” - measures the employee’s ability to
manage daily tasks and job requirements;
“Making the right decisions at work” -
reflects the discernment and competence to
make correct decisions in the current
activity; “Performing your work-related
duties without mistakes” - evaluates the
precision and accuracy with which tasks are
performed; “Getting things done on time” -
measures time efficiency and compliance
with deadlines; “Achieving your work
objectives” - indicates the extent to which
the established professional objectives are
achieved; “Taking initiatives at your job” -
reflects the employee’s proactivity and
involvement in  solving  problems;
“Fulfilling  the performance criteria
demanded at your job” - evaluates the
compliance of the results with the
performance standards of the organization.
This dimension helps us demonstrate that
employees maintain  their  technical
efficiency in the remote work environment,
providing a solid basis for combating
managerial skepticism.

To measure social performance
dimension, we used the scale developed by
Abramis (1994), adapted to reflect the
dynamics of interactions in teams that use
technology-mediated communication. To
operationalize this construct, we included a
scale consisting of 3 items, which analyzes
cooperation and conflict management skills
at work: “Getting along with others at
work” - measures the ability to maintain
harmonious relationships and a positive
atmosphere with colleagues; “Avoiding
arguing with others” - reflects the ability to
prevent conflicts and maintain a stable
professional climate; “Handling
disagreements by compromising and
meeting other people half-way” - assesses
emotional intelligence and negotiation
skills in resolving disagreements. The use
of this dimension confirms that while
technical tasks are easier to standardize,
social performance is more diverse and
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reconfigures differently with the transition
to telework.

Professional  isolation  dimension
measures the degree to which the remote
work environment affects social cohesion
and  professional  development. To
operationalize this construct, we used the
scale developed by Golden et. al (2008)
consisting of 6 items, which capture both
the loss of emotional and informal support
and the impact on career opportunities: ““/
feel left out on activities and meetings that
could enhance my career” - measures the
perception of exclusion from decision-
making dynamics and  professional
visibility; “I miss out on opportunities to be
mentored’ - reflects the lack of access to
knowledge transfer and guidance from
superiors or senior colleagues; “I miss face-
to-face contact with co-workers” - assesses
the need for physical presence and direct
communication; “/ feel isolated” - measures
the general state of isolation and
disconnection felt by the employee; “I miss
the emotional support of co-workers” -
highlights the absence of moral support and
team  solidarity; “/  miss  informal
interactions with others” — refers to the loss
of  spontaneous,  water-cooler  type
discussions (for example, those during
coffee breaks), which reinforce
organizational culture. This dimension
allows us to explain why, despite the
increase in technical productivity, some
employees experience a decrease in long-
term job satisfaction.

To measure this psychological cost,
we introduced the telework exhaustion
dimension, which assesses the level of
fatigue and physical or mental strain felt by
employees. To operationalize this construct,
we used we used the scale developed by
Weinert et. al (2015) consisting of 4 items,

which analyzes different facets of
professional  burnout in the home
environment: “/ feel exhausted from

working from home” - measures the general
state of exhaustion resulting from



professional activity carried out at home; “/
feel tired from working from home”
captures the physical and mental fatigue
accumulated during the work schedule;
“Working all day at home is a strain for
me” - reflects the tension and pressure
exerted by the home space when it becomes
the only workplace; “I feel drained from
working from home” - evaluates the feeling
of “drainage” of energy and lack of
resources that the employee feels at the end
of the day. This indicator allows us to
correlate high technical performance with
real employee attrition.

To process the data and conduct the
statistical analyses, IBM SPSS Statistics
(Version 26) was used. Furthermore, the
graphical  representations and  data
visualizations were generated utilizing both
IBM SPSS and Microsoft Excel.

5. Results

In accordance with the
recommendations in the specialized literature
on empirical research in the social sciences,
the assessment of the reliability of the
instruments was based on the calculation of
the Cronbach’s alpha coefficient. We used
this indicator because it is the established
standard, considered the most appropriate for
the volume and type of data collected, but
also because the main scales are already
validated in the international literature, and
their internal consistency was successfully
confirmed in this study. Although advanced
literature suggests the additional use of
composite reliability and average variance
extracted indicators, for the objectives of the
present research, the Cronbach’s alpha
coefficient provides an adequate and
sufficient measure of the internal consistency
of the scales.

The results are presented in the table
below.

Table no. 1
Reliability analysis of measurement scales
Concept Cronbach’s Alpha Corrected Itefn-Total
Correlation
Technical Performance 921 .693 - 786
Social Performance 710 475 - 564
Telework Exhaustion .955 .849 - 909
Professional Isolation .883 .614 - 761

All four scales demonstrate very good
and adequate reliability (internal
consistency). The Cronbach’s alpha
coefficients for all constructs exceed the
0.70 threshold, considered an adequate
level for scales utilized in confirmatory
research (Garson, 2013). As for the
corrected item-total correlation, the results
confirm the solidity of every question in the
questionnaire. Specialized literature
recommends that these values should not
drop below the critical threshold of 0.30,
because lower values indicate that a specific
item does not correlate well with the overall
scale score, prompting its potential removal
(Field, 2024). Every item contributes in a
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relevant and positive way to the evaluation
of its construct (making it unnecessary to
eliminate any question to increase
reliability), and internal consistency is
demonstrated for the entire model (see
Table no. 1).

Afterwards, upon confirming the
reliability of the measurement tool, the
items of each scale were transformed into a
continuous variable by computing the mean
score for each respondent.  This
transformation will aid in the further
analysis of the data. This step allowed us to
move forward with the data analysis and
test the following hypotheses:



H1. Socio-demographic variables
(gender, age, marital status, environment
of origin, and the presence of minor
children in the household) have a
significant influence on the level of
exhaustion and professional isolation
experienced by employees who telework

In this analysis, telework exhaustion
and professional isolation were treated as
continuous variables. The  results
demonstrate that telework exhaustion is a
multidimensional ~ phenomenon.  Initial
statistical tests (Independent Samples T-
Test) showed that individual socio-
demographic variables did not produce
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V.0

Age

(A)

Estimated Marginal Means

significant direct differences in exhaustion
levels. Therefore, an Analysis of Variance
(ANOVA) was conducted to explore
potential interaction effects between these
variables when combined in a multiple-
variable model.

The model initially included gender,
age, relationship status, environment of
residence, and the presence of minor
children at home. The ANOVA revealed
significant interactions between gender and
several other variables like age (p = .025),
environment of residence (p = .035) and the
presence of children under 17 y.o. in the
household (p =.016).

Estimated Marginal Means of Exhaustion_average

Urban; less than  Urban; 50.000-
50.000inh 200.000 inh

Hidden_Size: Hidden_Size:

(B)

R2:
Gender
Man
— Woman

Urban; over Bucharest
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Figure no. 1: Interaction effect of age, environment of residence and gender on telework
exhaustion
(Source: Own processing based on collected data)

In Figure no. 1, Panel A shows that
the analysis reveals a specific vulnerability
for women aged 40 to 49. While men’s
telework, exhaustion decreases linearly as
they get older, mid-career women face an
increase in exhaustion. This points to a
potential overlap of professional tasks with
the personal or family pressures typical of
this life stage.

In Panel B of the same figure, the
environment of residence acts as a
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moderator. Women experience significantly
higher telework exhaustion in medium and
small cities, while men are much more
vulnerable at exhaustion in small urban
settings. This discrepancy may be driven by
fewer economic opportunities or poorer
technical infrastructure in these areas.
When analysing the Bucharest area, data
indicates that women are more susceptible
to telework exhaustion than men.
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Figure no. 2: Interaction effect of age, gender and the presence of children under 17 y.o. in
the household on telework exhaustion
(Source: Own processing based on collected data)

Figure no. 2 is divided into two
panels. Panel A illustrates the situation
where respondents do not have children
under 17 living with them at the time of the
study. In this scenario, young men
(aged 21-29) report high levels of
exhaustion, which gradually decrease as
they age. Conversely, women without
children in the 40-49 age bracket exhibit a
significant peak in exhaustion. This may

indicate a fear of falling behind
professionally, other family-related
responsibilities, or taking on heavy

workloads while teleworking.

Panel B presents the situation where
there are children under 17 in the
household. The graph shows that,
regardless of their age, women experience
significantly higher exhaustion levels
compared to men in this context. This
three-way interaction demonstrates the
unequal impact of parenting
responsibilities. For women, the presence of
children under 17 y.o. acts as a chronic
exhaustion or throughout their active
working years, maintaining high average
exhaustion levels across all age groups. In
contrast, young fathers report very low
levels of telework exhaustion, suggesting a
profound inequality in the distribution of
domestic and caregiving tasks during
remote working hours.
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Ultimately, these findings demonstrate
that socio-demographic variables do not act as
independent factors in determining telework
exhaustion levels rather, they operate
intersectionally. Although gender alone does
not produce statistically significant differences
overall, it becomes a critical predictor of
exhaustion vulnerability when we analysed it
in conjunction with variables such as age,
environment of residence, and parental
responsibilities.

Regarding professional isolation, it
does not have an impact on employees
depending on their gender. In the case of
professional  isolation, the  constant
distancing from work colleagues generates
the same level of professional loneliness.

In the case of professional isolation,
the data look different compared to
exhaustion. Analysis of variance (ANOVA)
demonstrates that professional isolation in
teleworking is an experience that is not
significantly influenced by the gender of the
respondents or by family responsibilities
(all interaction effects involving gender
have p > 0.05, that means they are not
statistically significant interactions).
Furthermore, in the case of the ANOVA
analysis for professional isolation, it was
demonstrated that it is influenced by several
factors related to the social network and the
physical work environment of the



employee. Thus, the only significant
interaction effect identified is that between
age, size of the locality of residence and
marital status (p = 0.013). This suggests
that the feeling of professional isolation is
influenced by the quality of social
infrastructure (provided by the social
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environment in which the employee lives),
direct socio-emotional support (marital
status) and the age of the respondent.

Regarding the graphs below, we can
also observe how these interactions
influence each other.
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Figure no. 3: Interaction effect of relationship status, age and environment of residence on
professional isolation
(Source: Own processing based on collected data)

From the 4 graphs above (see Figure
no. 3), an important and interesting element
to note is the green line, which refers to the
category of people in the sample who are
married or live with a partner. It can be seen
that regardless of age and regardless of
whether they live in a small town or in
Bucharest, people who share a house with a
partner have a moderate and stable level of
professional isolation (an almost straight line,
generally located around 3.5-4). This fact
may show that the physical presence of the
partner in the house acts as a psycho-social
aid. Teleworking does not isolate them very
much, because the basic need for human
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interaction is covered in the home
environment. Another important aspect that
can also be noted within the 4 graphs is the
orange line, specific to divorced/separated or
widowed people. In several graphs
(especially in small and medium-sized cities),
these people report a massive peak of
isolation in the 30-39 age range. This is the
period in which separation usually occurs,
and teleworking accentuates the feeling of
sudden  loneliness  (without  physical
colleagues to provide moral support).

In graph 3, it can be observed that
people who live in cities with over 200,000
inhabitants and are single and also have



advanced ages (between 50 and 60 years old)
experience the highest degree of professional
isolation, their average score being 6. Thus, it
can be argued that in a large city, being alone,
at a pre-retirement age and working
exclusively from home is a sure recipe for
extreme professional isolation. The lack of an
office limits these people probably their only
major social network.

As for the graph specific to the
Bucharest area, we note that it is totally
different from the rest of the graphs. Here
the feeling of professional isolation tends to
decrease with age. Young singles (21-29
years old) have the highest degree of
isolation (score above 4), and as they get
older, their isolation decreases (reaching 2.5
at 50-60 years old). This result is due to the
fact that Bucharest attracts many young
people at the beginning of their careers who
have moved alone, live in rented
accommodation and work remotely. For
them, teleworking is very isolating because
they have not yet formed networks of
friends in the new city. As they get older,
they build an active social life, and the
sentimental isolation decreases.

Unlike teleworking exhaustion, which
is moderated by gender and parental
responsibilities, professional isolation is
dictated by the complex interaction between
the social infrastructure of the wurban
environment, age and marital status.

The data show that respondents who
are married or living with a partner report
constant and moderate levels of professional
isolation, regardless of age or city. In contrast,
the maximum vulnerability is observed
among single respondents, but with opposite
manifestations depending on the
environment: in Bucharest, young singles
(21-29 years old) are the most exposed to
isolation (probably due to relocation and lack
of social networks), while in the rest of the
large urban areas (over 200,000 inhabitants),
teleworking  generates a feeling of
professional isolation for single respondents
in the 50-60 age group.
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In conclusion, hypothesis 1 is
empirically supported, since the socio-
demographic profile has a demonstrable
influence on the levels of telework
exhaustion and professional isolation.

H2. Employees who experience
high levels of telework exhaustion exhibit
significantly lower technical and social
performance.

Telework exhaustion was measured
using the battery also used by Weinert et al.
(2015). Ttems were measured on 7-point
scale going from 1 — Totally disagree with
the statement to 7 — Totally agree with the
statement. Higher scores indicate a higher
level of  self-reported  work-related
exhaustion when working from home.

In Figure no. 4. Panel A, we can
observe that employees who work from
home report an average of 3,19 across the
four items that nmeasure telework
exhaustion. Generally, close to a third of
the employees fully disagree with each of
the four statements, while less than one in
ten fully agree with them. Although a third
of employees do not experience exhaustion
at all, the overall average of 3.19 indicates
that the attitude tends towards a slight lack
of exhaustion when working from home,
falling quite close to a neutral zone.

Furthermore, regarding the
respondents’ technical performance, they
reported positive self-evaluations across all
measured dimensions. Technical
performance was assessed using seven
distinct items on a 7-point scale, ranging
from 1 (“Very poorly”) to 7 (“Very well”).
Overall, the descriptive statistics indicate a
highly confident workforce, with average
scores near the top of the scale (ranging
from a mean of 5.82 to 6.24).

A closer examination of the
frequency distributions demonstrate that the
vast majority of employees rate their
technical execution very favourably, with
responses concentrated in the positive
spectrum (scores of 5, 6, and 7). The
highest self-ratings were observed in



“Fulfilling the performance criteria
demanded at your job” (Mean = 6.24) and
“Handling the responsibilities and daily
demands of your work” (Mean = 6.23). For
both of these foundational items, more than
half of the sample (51.6% and 52.6%,
respectively) selected the maximum
possible score (“Very well”).

Respondents also felt highly capable
of executing their tasks reliably and
efficiently. Approximately 90% of the
sample scored 5 or above on “Getting
things done on time” (Mean = 6.11) and
“Performing work-related duties without
mistakes” (Mean = 6.02).

The lowest average score among the
technical performance items, but still
positive was recorded for “Taking
initiatives at your job” (Mean = 5.82).
While 39.6% of respondents still felt they
did “Very well” in this area, there was a
slightly higher concentration of neutral
responses compared to the other items, with
12.5% selecting “Neither poorly, nor well”.
Despite this minor variation in proactive
behavior, negative evaluations (scores of 1
to 3) remained extremely low across the
board, rarely exceeding 5% for any single
technical performance item.

Also, in terms of social performance,
respondents similarly displayed positive
self-evaluations, although with slightly
more variation compared to their technical

Ifeel Exhausle:;rr:?workmgimm “ o 7‘6 e an
1 feel fired from working from home “ 1 97 “ 107 a2t
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performance. The data indicates that
employees generally perceive themselves as
highly capable of maintaining harmonious
workplace relationships. For instance, the
items “Getting along with others at work”
and “Avoiding arguing with others” have
high mean scores of 6.09 and 6.04,
respectively. For both of these indicators,
approximately half of the surveyed
employees (49.9% and 50.3%) gave
themselves the highest possible rating (“Very
well”), demonstrating strong confidence in
their baseline interpersonal interactions.
However, the frequency distributions
reveal a nuanced perspective regarding
active conflict resolution. The item
“Handling disagreements by compromising
and meeting other people half-way”
recorded a notably lower mean score (Mean
= 5.44) compared to the rest of the social
and technical performance metrics. While
the overall attitude remains positive, with
over 70% of the sample scoring 5 or above,
there is a visible shift towards the center of
the scale. Specifically, one in five
employees (20.1%) selected the neutral
option (“Neither poorly, nor well”), and
only 28.3% evaluated their compromising
skills as “Very well”. This suggests that
while teleworking employees find it
relatively easy to avoid interpersonal
conflict, but find it more difficult to
negotiate and reach a compromise.

2.0 2.5 3.0 EXS 4,0 a5

| feel exhausted from working
from nome

1 feel tired from working from
home

Working all day at home is a

(B)

Figure no. 4: Telework enabled exhaustion % and averages of items measuring

telework-enabled exhaustion by self-reported job performance when teleworking
(Source: Own processing based on collected data)



Having described the levels of
exhaustion associated with teleworking, as
well as respondents’ evaluations of their
technical and social performance, the next
step is to wunderstand the practical
implications for employee outcomes.
Specifically, to test H2, an independent-
samples t-test was conducted to determine
whether differing levels of exhaustion
significantly impact these two dimensions
of performance.

This is why, before performing these
statistical analyses, each of the two types of

performance  were transformed into
continuous variables. From the newly
created variables, two other discrete

variables were created, with two categories
(below average responses and above
average responses for both types of
performance). In the case of technical
performance, the average of answers was
6.06 and for social performance, average
was 5.85.

First, an independent samples T-test
was performed to compare the level of
exhaustion reported by participants with
below-average social performance to those
with above-average social performance.
Since Levene’s test indicated that the
homogeneity of variances assumption was
not satisfied for all items, the t-test statistics
for unequal variances were reported. The
findings showed highly statistically
significant differences between the two
groups on all four indicators intended to
measure exhaustion (p <.001). Specifically,
respondents with below-average social
performance (see Figure no. 4, Panel B)
reported a higher level of exhaustion,
feeling significantly more exhausted (M =
3.60, SD = 1.81), more tired (M = 3.83, SD
= 1.86), more under pressure at home (M =
3.71, SD = 1.83), and more drained (M =
3.73, SD = 1.85) compared to participants
with higher social performance, whose
scores were significantly lower on all four
dimensions (p values < 0.001).

186

Secondly, the same independent
samples T-test was performed, but this time
for technical performance, also with the aim
of comparing the level of exhaustion felt by
participants with below-average technical
performance, compared to those with
above-average technical performance. Since
the Levene test indicated a violation of the
assumption of homogeneity of variances for
all analysed items (p values < 0.05), the

t-test values without assuming equal
variances were reported.
The results demonstrated the

existence of highly statistically significant
differences between the two groups for all
four state indicators (p < 0.001).
Specifically, participants who recorded a
below-average  technical  performance
reported much higher levels of exhaustion
and pressure, thus they felt significantly
more exhausted (M = 3.74, SD = 1.75),
more tired (M = 3.99, SD = 1.77),
perceived working from home as
representing a pressure (M = 3.83,
SD = 1.79) and felt more drained of energy
M = 390, SD = 1.78). In contrast,
employees with above-average technical
performance obtained significantly lower
scores on all these indicators related to
professional exhaustion (M = 2.62,
M =271, M = 269, and M = 2.66,
respectively; for all comparisons p < 0.001).

In conclusion, the hypothesis is
confirmed, since employees in the
low-performance groups (below average,
both technical and social) recorded the
highest burnout scores (mean values
between 3.60 and 3.99), while employees in
the high-performance groups (above
average) reported the lowest burnout scores
(mean values between 2.62 and 2.89).

H3. Employees who experience
high levels of professional isolation in
telework exhibit significantly lower
technical and social performance.

Professional isolation among
teleworkers was assessed using the
measurement scale developed by Golden



et al. (2008). Items were measured on
7-point scale going from 1 — Totally
disagree with the statement to 7 — Totally
agree with the statement. Higher scores
indicate a higher level of self-reported
professional isolation when teleworking.
Figure no. 5, Panel A demonstrates
that the highest averages and those that
exceed the neutral threshold of 4 are those
related to the need for human contact.
The biggest problem felt by people in the
sample is the lack of informal interactions
with the rest of the employees. More than a
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| miss face-to-face contact with
co-workers

(A)

To test the hypothesis regarding how
professional isolation manifests itself in
relation to the technical and social
performance of teleworking employees,
Independent  Samples  T-Tests  were
conducted. Similar to the methodological
approach applied for telework exhaustion,
performance was seen as a discrete variable
with 2 categories for the social and
technical ones.

The first T-Test aimed to present the
differences in the perception of professional
isolation between participants with below-
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quarter of the respondents completely
agree, while 60% of the respondents tend to
agree based on this statement. At the same
time, the item measuring face-to-face
contact with colleagues recorded an average
of 4.61. This aspect demonstrates that
employees miss spontaneous conversations
and in-person peer interaction. Thus, it can
be argued based on the graph below that
teleworking restricts informal social
connections but has not removed the
activities that are important for their
careers.

| feel left out on activities and
meetings that could enhance my
career

| miss out on opportunities to be
mentored

| miss face-to-face contact with co-
workers

1 feel isolated

| miss the emotional support of co-
workers

| miss informal interactions with
others

(B)
Figure no. 5: Professional isolation in telework % and averages of items measuring
professional isolation by self-reported job performance when teleworking
(Source: Own processing based on collected data)

average social performance and those with
above-average social performance.
Levene’s test indicated a violation of the
assumption of homogeneity of variances for
all six analysed indicators (all p-values
< 0.05), which is why the t-test results
adjusted for unequal variances (equal
variances not assumed) were interpreted.
The analysis revealed a mixed situation.
On the one hand, highly statistically
significant differences (p < 0.001) were
identified for four of the six isolation
indicators. More precisely, employees with



below-average social performance
experience professional isolation much
more acutely (see Figure no. 5, Panel B).
In other words, they feel significantly more
excluded from activities and meetings that
could improve their careers (M = 3.46,
SD = 1.66, compared with M = 28I,
SD = 1.80), believe to a greater extent that
they miss out on mentoring opportunities
(M = 418, SD = 1.64 compared with
M = 3.71, SD = 1.98), feel more isolated
overall (M = 3.59, SD = 1.79 compared
with M =3.04, SD = 1.94), and feel the lack
of emotional support from colleagues more
strongly (M = 3.94, SD = 1.72 compared
with M =3.45, SD =1.93).

On the other hand, the results did not
indicate statistically significant differences
between the two groups regarding the lack
of face-to-face contact with colleagues
( = 0.161) and the lack of informal
interactions (p = 0.905). Thus, it can be
stated that although working from home cut
off physical interactions equally for
everyone, those with poor social
performance turned this lack into an acute
feeling of exclusion, while high performers
managed to adapt better.

The second T-Test aimed to examine
the teleworking employees’ perception of
professional isolation and what impact this
aspect had on their own technical
performance. Because Levene’s test
indicated the violation of the homogeneity
of variances assumption for absolutely all
six analysed indicators (all p-values
< 0.05), the t-test results adjusted for
unequal variances (equal variances not
assumed) were reported and interpreted.

The data analysis demonstrated that
the two groups differed significantly across
five of the six professional isolation
indicators. Employees with below-average
technical  performance  reported a
significantly more pronounced feeling of
isolation and professional disconnection
compared to high performers (see Figure
no. 5, Panel B). More precisely, employees
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in the low technical performance group feel
much more excluded from activities that
could improve their careers (M = 3.52,
SD = 1.65 compared with M = 2.73,
SD = 179, p < 0.001), miss out on
mentoring opportunities to a greater extent
(M = 435, SD = 1.61 compared with
M=13.54, 8D =1.97, p <0.001), experience
stronger overall isolation (M = 3.70,

SD = 1.73 compared with M = 2.92,
SD = 195, p < 0.001), and miss the
emotional support of colleagues more

(M = 396, SD = 1.67 compared with
M = 341, SD = 196, p < 0.001).
Interestingly, unlike the results obtained for
social performance, a significant difference
was also identified regarding the lack of
face-to-face  contact with  colleagues
( = 0.018), with lower technical
performance employees experiencing this
shortcoming more acutely (M = 4.79) than
the high performers (M = 4.47).

The only indicator that did not show
statistically significant differences was the
lack of informal interactions (p = 0.069).
For both groups, the means were very high
(M = 497 and M = 4.73, respectively),
suggesting that the loss of informal
interactions is a major drawback of working
from home, felt equally intensely by all
employees, regardless of their technical
skills level.

In conclusion, hypothesis 3 s
empirically supported, demonstrating that
higher levels of perceived professional
isolation are significantly associated with
lower technical and social performance
among teleworkers.

6. Conclusions

The present research aimed to analyze
the negative factors hindering employee
performance in the context of remote work,
focusing on the role of exhaustion and
professional isolation. Based on the
conducted statistical analyses, the study
generated a series of important, empirically
validated conclusions that respond to the
formulated working hypotheses.



First, regarding Hypothesis 1, the
research highlighted the fact that in this
case, socio-demographic variables do not
act as independent factors but operate in an
intersectional manner in determining the
levels of exhaustion and professional
isolation. Exhaustion is determined by the
conjunction of gender, age, environment,
and the presence of children under 17 in the
household, while professional isolation is
affected by the intersectionality of the
environment of residence, age, and
relationship status.

Second, the results confirmed
Hypothesis 2, highlighting the direct impact
of fatigue on workplace efficiency.
Although, at the level of the entire sample,
the average level of exhaustion was below
the neutral threshold (indicating a moderate
state of well-being), testing the hypothesis
clearly demonstrated that those employees
who experience high levels of telework-
associated exhaustion exhibit significantly
lower technical and social performance
compared to their peers who are less
affected by stress.

Third, the study provided solid
evidence in support of Hypothesis 3,
demonstrating that professional isolation is

a critical risk factor for performance.
The data showed that employees who report
high levels of professional isolation also
exhibit a significant decrease in technical
and social performance.

These conclusions highlight an
essential idea related to the fact that
telework performance cannot be sustained
in the long term without protecting the
psychological well-being of the employees.
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