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Abstract
This paper analyses the intention of Spanish companies to continue using telework after the end of the COVID-19 pandemic. With this
aim, we consider the influence that the management of several variables related to one of the key stakeholders, employees, has on this
intention. This line of study is of great interest, given the implications not only for the management of companies, but also for key
aspects such as the goals of the 2030 Agenda for Sustainable Development. To this end, we start with a review of the relevant literature
on this topic, which allows us to raise various research hypotheses. This is followed by an analysis of a sample of 1,879 Spanish SMEs
though a binary logistic regression model, which shows the positive influence of managers’ university education and companies’
orientation towards innovation on the use of telework after the pandemic.
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Resumen
Este trabajo analiza la intención de las empresas españolas de seguir utilizando el teletrabajo tras el fin de la pandemia del COVID-19.
Con este objetivo, consideramos la influencia que tiene en esta intención la gestión de diversas variables relacionadas con uno de los
principales grupos de interés, los empleados. Esta línea de estudio es de gran interés dada la implicaciones no solo para la gestión de las
empresas, sino también para aspectos clave como los objetivos de la Agenda 2030 para el Desarrollo Sostenible. Para ello, partimos de
una revisión de la literatura relevante sobre este tema, lo que nos permite plantear diversas hipótesis de investigación. A continuación,
se analiza una muestra de 1.879 pymes españolas mediante un modelo de regresión logística binaria, que muestra la influencia positiva
de la formación universitaria de los directivos y la orientación a la innovación de las empresas en el uso del teletrabajo tras la pandemia.
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1. Introduction
The current global situation is characterized by great uncertainty at the international level, resulting from,
among other things, the COVID-19 pandemic declared by the World Health Organization (WHO) in March
2020 (Raghavan et al., 2021). The outbreak of the COVID-19 pandemic has had a direct and protracted impact
not only on public health systems, but also on government finances, resulting in serious harm to the global
economy. Among other issues, the impact was of such magnitude that it led to many companies going
bankrupt in various sectors (Tucker, 2020), especially small and medium-sized enterprises (SMEs) due to their
greater vulnerability (Bartik et al., 2020). This situation poses considerable challenges for decision-makers in
companies, as they are subject to extreme pressure, and their final decisions will have far-reaching
consequences for the future of the global economy (Murugan et al., 2020). The scenario described is
completely unprecedented, rendering the forecasts made for the Spanish economy just a couple of years ago
totally useless. Similarly, some of the business strategies used in the past or that worked in previous economic
crises are no longer helpful (e.g., Bauzá & Melgosa, 2020; CincoDías, 2021; Economía Digital, 2020).

In this context, among the different measures adopted by companies around the world in order to face this
situation, the use of telework stands out (Eurofound, 2020; Milasi et al., 2021; Raghavan et al., 2021).
Although the number of people teleworking part-time or full-time had been gradually increasing over the years
prior to the outbreak of the virus, the pandemic has undoubtedly contributed to accelerating the use of
different forms of telework, especially to ensure business continuity (International Labour Organization, 2020).
This is certainly the case in Spain, where many companies have chosen to use telework in order to deal with
this situation (Economía Digital, 2020; Gascueña, 2020). In fact, studies have shown that more than 60% of
Spanish companies that remained active during the first half of 2020 resorted to telework to try to maintain
activity as much as possible, with almost half applying it to over 60% of their workforce (Economía Digital,
2020).

Telework is an element of information and communication technology (ICT) whose adoption can bring
significant benefits to businesses in areas as diverse as the management of key stakeholders (Dickson & Clear,
2006; Vitola et al., 2013). Key stakeholders include those groups without whose continued involvement the
firm cannot survive (Benn et al., 2016; Clarkson, 1995), such as employees and customers, and who have the
power to influence management decisions (Mitchell et al., 1997). The relationship with these stakeholders is
undoubtedly key for any organization, as it is a fundamental interface between the organization and various
external stakeholders (Da Camara, 2006; Davies & Miles, 1998; Schultz et al., 2001).

In general (although more evident in service environments), it is observed that customer decisions are
significantly influenced by the behavior of employees and by their perception of the organization. Not
surprisingly, employees can contribute, among other aspects, to the construction of the brand, helping to unite
the internal culture with the brand identity (de Chernatony, 1999). For this reason, employees' assumptions,
values, attitudes, and beliefs can potentially influence purchasing decisions and customer relationships with
the organization. Indeed, the relationship between positive employee behavior and higher levels of customer
satisfaction, as well as other organizational outcomes, has been observed in certain contexts (e.g., Da Camara,
2006).

Based on these ideas, the aim of this research is to analyze the intention of Spanish companies to continue
using telework once the pandemic is over, while considering the influence that the management of one of the
key stakeholders, that of employees, is likely to have on this intention. This line of study is undoubtedly of
great interest, since the use of telework can have important repercussions not only on the management of
companies, but also on such key aspects as the various goals of the 2030 Agenda for Sustainable Development,
especially goals eight, nine, eleven, and twelve. Therefore, the main contribution of this study is due to its
novelty, since it is the first to show how a correct management of the variables that contribute to employee
engagement may encourage the use of telework in SMEs, even though the COVID-19 pandemic has ended. In
addition, it is verified that if a manager has a university education, then this not only has a positive impact on
the intention to continue using telework, but also a positive and significant impact on the performance of
employees in relation to competitors.

In the following section, the outline of the research will be described. The relevant literature on employee
management and its influence on the intention to use telework post-pandemic will then be presented. This
review will enable the various research hypotheses to be developed. Subsequently, the empirical research will
be presented, which was carried out after collecting data on 1,879 Spanish SMEs and applying binary logistic
regression models. After describing the main results, the article concludes by summarizing the main
conclusions, limitations, and future lines of research.
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2. Literature review
This section will present a review of the relevant literature in order to highlight the influence that the
management of the key employee stakeholder group is likely to exert on the future use of telework as a
consequence of the COVID-19 pandemic.

2.1. The influence of CEO/manager training on the intention to continue using
telework after the pandemic

More and more literature supports the influence of the CEO or manager on employee motivation (e.g.,
Carrasco Hernández, et al., 2014). Managers play a crucial role within a company as they are responsible for
making the most important decisions (Bañón & Sánchez, 2008) and therefore must have the necessary
knowledge and skills that allow them to make the right choices; in fact, a lack of managerial skills constitutes
one of the main causes of failure in companies (Ahire & Golphar, 1996). In this regard, Kowalski and Swanson
(2005) identified three critical success factors in the integration of telework, including the support of top
management. It was noted that appropriate technological support from senior management was critical,
especially in terms of the required levels of training and management (Haines III et al., 2002; Karia & Asaari,
2016).

In this sense, level of education is one of the main indicators of whether a manager has the appropriate
knowledge and skills to make strategic decisions that successfully adapt to the environment. In fact, some
studies (e.g., Martin & Staines, 1994) have observed the existence of a direct relationship between a
manager's level of education and performance levels. Moreover, the higher the level of the manager's
education, the higher the employees' work motivation (Carrasco Hernández, et al., 2014). These ideas allow us
to propose the following hypothesis:

H1: CEO/manager’s university education has a positive influence on the likelihood of continuing to use
telework after the COVID-19 pandemic.

2.2. The influence of employee management in general on the intention to
continue using telework after the COVID-19 pandemic

The full impact of the COVID-19 pandemic on labor markets is yet to be determined. However, the use of
telework is likely to remain significantly higher than before the start of the pandemic (Eurofound, 2020;
International Labour Organization, 2020). Employers will therefore need to consider the perspectives of
workers in relation to the challenges and opportunities that telework presents for them, in terms of role type,
skills, family, living situation, etc. (International Labour Organization, 2020).

Prior to the pandemic, many implications of the use of telework had been noted in relation to various aspects
of employee management. To mention just a few, it is first worth noting how, under normal circumstances, the
benefits of telework include reduced commuting time and a greater opportunity for workers to focus on their
work tasks away from the distractions of the office. There are also potential direct and indirect benefits for
teleworkers, such as reduced travel expenses (e.g., fuel, parking, and public transport), reduced commuting
times, increased productivity, flexible working hours, reduced noise and stress in the office, and increased
mentoring opportunities (International Labour Organization, 2020; Vitola et al., 2013), resulting in more time
for family, friends, and hobbies, as well as improving the employees’ work-life balance (Bailey & Kurland,
2002; Eurofound, 2020; International Labour Organization, 2020; Vitola et al., 2013).

Secondly, by promoting a better match between workers' needs and the ability to satisfy them, telework may
offer more opportunities for worker satisfaction (Bhattacharya et al., 2005; Pérez et al., 2002). Thus, the use of
telework can positively influence firm performance, a result consistent with the relevant literature on human
resource flexibility, especially that which shows how workers are more likely to feel satisfied when they are
allowed to adjust tasks to meet their needs and wants. Indeed, some results (Pérez et al., 2002) indicate that
telework is more positively related to firm performance than other dimensions of work flexibility, supporting
other studies that found a superior differential effect of telework compared to other dimensions of work
flexibility.

The above arguments allow us to propose the following hypothesis about the influence of variables related to
employee management on the intention to use telework after the end of the pandemic:

H2: Employee management positively influences the likelihood of continuing to use telework after the
COVID-19 pandemic.
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2.3. The influence of employee performance indicators relative to competitors on
the intention to continue using telework after the COVID-19 pandemic

In general, it has been observed that employee performance indicators and telework are often related. Indeed,
increased employee productivity is often one of the most important arguments for companies considering the
introduction of telework (Nakrošienė et al., 2019). Not surprisingly, teleworkers may become more productive
as they will have more time to devote to their work and are exposed to fewer distractions from co-workers
(Golden et al., 2008; Martínez‐Sánchez et al., 2006; Tremblay & Genin, 2007). In addition, telework can
constitute a business strategy that contributes to the improvement of employee efficiency and motivation
(Aquije Niño de Guzmán, 2018). In fact, telework may come to be seen by employees as a privilege, resulting
in higher employee motivation and increased job performance (Jackson et al., 2021).

These arguments help to understand why companies have been increasingly considering telework as an asset
that contributes to improving, among other aspects, the global competitiveness of companies in relation to
their competitors (Kanellopoulos, 2011; Karia & Asaari, 2016). Telework can contribute to strengthening the
innovative capacity of an organization to obtain a sustainable advantage over time in its corresponding
competitive environment (Karia & Asaari, 2016). Therefore, those companies with fewer favorable employee
performance indicators in relation to their competitors may show a higher tendency to use telework once the
pandemic is over, an argument that, on the other hand, could lead us to raise the following research
hypothesis, related to the intention to continue using telework after the pandemic when the company starts
with more favorable employee performance indicators compared to its competitors:

H3: The management of employee performance indicators relative to competitors has a negative influence on
the likelihood of continuing to use telework after the COVID-19 pandemic.

2.4. The impact of the level of innovation on the intention to continue using
telework after the COVID-19 pandemic

In general, the innovativeness of firms using telework depends on the resources, both tangible and intangible,
available to them. In order to use telework, companies have to make certain investments in technologies,
which is related to the innovative capacity of companies to achieve sustainable competitive advantages over
time (Karia & Asaari, 2016). In this sense, the outbreak of the COVID-19 pandemic accelerated the trend
towards innovation and digital transformation that had already been observed in previous years. Over the last
few years, innovation has become a fundamental and strategic activity for the performance of organizations, as
well as the driving force behind the transformation and growth of companies, enabling the use of resources for
obtaining greater economic, reputational, and even social benefits. Indeed, innovation has emerged as a factor
that allows improved labor productivity. Innovation is understood to be the development not only of new
products and services, but also new work processes leading to an increase in labor productivity and,
consequently, economic growth (Kazekami, 2020).

In this sense, the relevant literature allows us to observe how telework is suitable for the realization of various
innovative activities for the organization, from the development of various software programs (e.g., Edwards &
Edwards, 1995) to the development of new services (e.g., Martínez‐Sánchez et al., 2006). Furthermore,
telework can also be considered one of the most innovative options available to organizations, as the most
agile companies are those that tend to adapt better to the pressures that may occur in the reference
environment, and will therefore be more willing to use telework (Pyöriä, 2011; Sanchious, 2022). Therefore, it
is observed that the more innovative companies are, the more likely they are to use telework (Jones et al.,
2013), and so we may propose the following research hypothesis:

H4: Innovation propensity has a positive and significant influence on the likelihood of continuing to use
telework after the COVID-19 pandemic.

The following Figure 1 summarizes the different hypotheses proposed in this work:
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Figure 1. Proposed model with indication of variables and
relationships between variables

Source: Authors

3. Methodology

3.1. Population, sample, and data collection

The population selected to test the hypotheses is made up of companies located in Spain and with between 6
and 249 employees, i.e., SMEs. The decision to choose SMEs for this work is based on the fact that 95% of the
Spanish business fabric is composed of SMEs (National Institute of Statistics, 2021), and so these economic
units are the main source of wealth and employment generation. This research did not wish to ignore the
importance of SMEs in the Spanish business fabric since, apart from representing 95% of the total number of
companies, they are also responsible for 67% of employment generation, with a contribution to the gross
domestic product of 57% (National Institute of Statistics, 2021).

The data for testing the hypotheses was collected through telephone interviews with managers of SMEs in
Spain during the first half of 2021, within the framework of the research project "Economic impact of
COVID-19 on SMEs in Spain", promoted by the "Ibero-American Observatory of MSMEs". In this research
project, the design of the questionnaire tried to guarantee at all times an adequate collection of statistical
information to test the hypotheses. As in similar studies, different strata (sector, size, and region) were
determined and then simple random sampling techniques were applied (Cuevas-Vargas et al., 2022; Feng et
al., 2022; Li & Li, 2021; Sarfraz et al., 2021). The sample, once cleaned, totaled 1,879 SMEs, with a sampling
error of 3.2% and a confidence level of 95%.

Common-method bias was tested using Harman's one-factor test (Podsakoff et al., 2003; Podsakoff & Organ,
1986). A principal component analysis of all variables in the model shows that there is no dominant factor,
confirming that there is no evidence of threat of common-method bias in the results. In addition, early and late
respondents were compared to test for possible non-response bias (Armstrong & Overton, 1977). There was
also no evidence of significant differences in firm size and age (Chen et al., 2016).

3.2. Variables
3.2.1. Dependent Variable

Intention to continue using telework after the end of the COVID-19 pandemic (TELEWORKING) : The
dependent variable is a dichotomous variable, which takes a value of 1 if the company intends to continue
using telework after the end of the COVID-19 pandemic, and 0 otherwise.

3.2.2. Independents and moderating variables

University studies of the general director or manager of the company (MANAGER'S UNIVERSITY
STUDIES): This variable is a dummy variable that takes a value of 1 if the general manager has university
studies, and 0 otherwise.

Employee management in general (EMPLOYEE IMPACT) : This variable is a construct resulting from five-
point Likert scale questions (where 1 means strongly disagree and 5 means strongly agree) regarding the
impact of the pandemic on factors related to employee management, such as operational changes in the
company, increased outsourcing, cancellation of investments, arrangement of risk management plans, and
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adaptation of liquidity management measures (Charbotel et al., 2009; Jiménez-León & Mariño-Lua, 2018).
Through a factor analysis of the aforementioned Likert-type questions, the construct was created. The
Cronbach's alpha obtained indicates that the model is sufficiently reliable (0.563). Although alpha is
considered for values above 0.70, the interpretation of alpha in specific situations - as in the case of the social
sciences - is generally more complicated to analyze and interpret, and better levels are accepted (Martínez-
Ruiz et al., 2010). The results of the factor analysis satisfy the criteria of construct validity (the Kaiser-Meyer-
Olkin measure is 0.673; the significance of Bartlett's test is 0.000; the analysis of the total variance explained
shows a first and only factor that explains 37.20% of the variance).

Employee performance in relation to competitors (EMPLOYEE COMPETITIVE POSITIONING) . This
variable is a construct resulting from five-point scale questions (where 1 means much worse and 5 means
much better) regarding the situation of the company's employee performance indicators in comparison with its
direct competitors. Previous studies such as Degago (2014) using this measured. The specific indicators
analyzed were the following: efficiency of the production process, profitability, employee satisfaction, and
absenteeism. The construct is created in the same way as above. Cronbach's alpha indicates that the model is
sufficiently reliable (0.630). The results of the factor analysis satisfy the criteria for construct validity (the
Kaiser-Meyer-Olkin measure is 0.672; the significance of Bartlett's test is 0.000; the analysis of the total
variance explained represents a first and only factor that explains 47.69% of the variance).

Company's innovation orientation (COMPANY'S INNOVATION ORIENTATION) : This variable is a
construct resulting from five-point scale questions (where 1 means not important and 5 means very important),
following the same methodology as in the previous constructs, and includes innovations directed at employees,
such as changes or improvements in the production process, acquisition of capital goods, and changes or
improvements in the organization. In this regard, it is worth noting the study of Siegel and Kaemmerer (1978).
Cronbach's alpha indicates that the model is sufficiently reliable (0.750). The results of the factor analysis
satisfy the construct validity criteria (the Kaiser-Meyer-Olkin measure is 0.663; the significance of Bartlett's
test is 0.000; the analysis of the total variance explained shows a first and only factor that explains 66.78% of
the variance).

3.2.3. Control Variables

To avoid distorting the analysis of the data as well as any possible problems with the interpretation of the
results, the following control variables were included in the model: company size (SIZE), measured by the
number of employees; and company age (AGE): measured as number of years the company has been
operating; company expectations in terms of number of employees (EMPLOYEE EXPECTATIONS) ,
measured by a three-point scale, where 1 means decrease, 2 means stable, and 3 means increase; and
company's expectations in terms of turnover (TURNOVER EXPECTATIONS) , measured by a three-point
scale, where 1 means decrease, 2 means stable, and 3 means increase.

3.2.4. Descriptive statistics

The descriptive statistics and correlations are shown in Table 1.

Table 1. Descriptive statistics, correlations and VIF
Variables Obs. Mean S.D. 1 2 3 4 5 6 7 8 9

1 TELEWORKING 1,859 0.115 0.319 1.000
2 MANAGER’S UNIVERSITY

STUDIES
1,847 0.514 0.499 0.160

(0.000)
1.000

3 EMPLOYEE IMPACT 1,838 0.000 1.000 0.106
(0.000)

0.095
(0.000)

1.000

4 EMPLOYEE COMPETITIVE
POSITIONING

1,849 0.000 1.000 -0.008
(0.715)

0.051
(0.029)

-0.045
(0.052)

1.000

5 COMPANY’S INNOVATION
ORIENTATION

1,848 0.000 1.000 0.162
(0.000)

0.108
(0.000)

0.270
(0.000)

0.177
(0.000)

1.000

6 EMPLOYEE EXPECTATIONS 1,855 1.974 0.508 -0.054
(0.019)

-0.061
(0.008)

0.057
(0.014)

-0.142
(0.000)

-0.120
(0.000)

1.000

7 TURNOVER EXPECTATIONS 1,858 1.828 0.673 -0.062
(0.007)

-0.061
(0.008)

-0.053
(0.021)

-0.121
(0.000)

-0.141
(0.000)

0.371
(0.000)

1.000

8 AGE 1,869 30.160 20.632 -0.052
(0.023)

0.031
(0.179)

0.018
(0.432)

0.041
(0.075)

-0.002
(0.927)

0.023
(0.312)

0.029
(0.211)

1.000

9 SIZE 1,877 24.121 36.113 0.124
(0.000)

0.093
(0.000)

0.048
(0.038)

0.044
(0.054)

0.128
(0.000)

-0.109
(0.000)

-0.065
(0.004)

0.142
(0.000)

1.000

As can be seen from the analysis of Table 1, the correlation coefficients are low, ranging between 0.002 and
0.371, and so correlation is not a problem in our sample. The average age of the companies analyzed is around
30 years, and so we have a sample of mature small and medium-sized companies. The average size of the
sample is 24 employees, which is considered to be rather high for small and medium-sized companies. The
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expectations of the companies in our sample in relation to the evolution of the average number of employees
and sales for 2021 are stable for both concepts.

4. Empirical method and results
With the data collected, four different binary logistic regression models were performed to test the hypotheses
using Stata software. In Model I, the independent variables were regressed on the dependent variable; in
Model II, bidirectional moderations were added. The control variables were incorporated into Models III and
IV.

The goodness of fit of the model was then analyzed using the following indicators. First, the standard pseudo-
R2 in the logistic regressions is shown, which indicates the overall fit of the model. However, these R2 should
not be analyzed and compared with the Ordinary Least Squares (OLS) R2, since in logistic regression these
values are usually much lower (Camisón-Haba et al., 2019; Tödtling et al., 2009). Second, the Hosmer-
Lemeshow test was performed, where a p-value below 0.05 implies that the model does not fit at a significance
level of 5%. Third, the correct classification, measured as a percentage, indicates what proportion of the
predicted outcome has been correctly classified. Therefore, the higher the percentage, the higher the model
fit.

Table 2 shows the estimated logistic regression coefficients of the proposed models. In both tables, the
sequential addition of variables increases the explanatory power of the models. Both goodness-of-fit measures
-Hosmer-Lemeshow and Correct Classification- show the high adequacy of the different models.

Table 2. Logistic regression coefficients
Explanatory Variables Model I Model II Model III Model IV

MANAGER’S UNIVERSITY STUDIES 0.974***
(0.166)

1.050***
(0.182)

0.890***
(0.170)

0.962***
(0.186)

EMPLOYEE IMPACT 0.190**
(0.075)

0.377***
(0.139)

0.181**
(0.078)

0.399***
(0.141)

EMPLOYEE COMPETITIVE POSITIONING -0.140*
(0.076)

-0.360**
(0.148)

-0.148*
(0.081)

-0.375**
(0.149)

COMPANY’S INNOVATION ORIENTATION 0.421***
(0.075)

0.338***
(0.128)

0.372***
(0.078)

0.267**
(0.131)

MANAGER’S UNIVERSITY STUDIES x EMPLOYEE IMPACT -0.274*
(0.165)

-0.330**
(0.168)

MANAGER’S UNIVERSITY STUDIES x EMPLOYEE COMPETITIVE POSITIONING 0.302*
(0.173)

0.322*
(0.176)

MANAGER’S UNIVERSITY STUDIES x COMPANY’S INNOVATION ORIENTATION 0.121
(0.159)

0.157
(0.161)

EMPLOYEE EXPECTATIONS -0.067
(0.169)

-0.051
(0.168)

TURNOVER EXPECTATIONS -0.192
(0.124)

-0.188
(0.123)

AGE -0.012**
(0.005)

-0.0126**
(0.005)

SIZE 0.006***
(0.001)

0.006***
(0.001)

Constant -2.718***
(0.141)

-2.792***
(0.154)

-2.017***
(0.373)

-2.139***
(0.381)

Observations 1,760 1,760 1,721 1,721
R2 Nagelkerke 0.098 0.105 0.121 0.130
R2 McKelvey and Zavoina 0.143 0.168 0.166 0.191
Hosmer-Lemeshow Goodness-of-fit p-value 0.124 0.605 0.495 0.331
Correct classification (%) 88.18% 88.18% 88.32% 88.38%

The analysis in Table 2 shows that having university studies (MANAGER'S UNIVERSITY STUDIES) has a
positive and significant effect (with a coefficient of 0.974 and p<0.01 in Model I, and a coefficient of 0.890 and
p<0.01 in Model III) on the intention to continue using teleworking (TELEWORKING). On the other hand,
COMPANY'S INNOVATION ORIENTATION has a positive and significant influence, with a coefficient of 0.421
and p<0.01 in Model I, and a coefficient of 0.372 and p<0.01 in Model III. Next, overall employee
management (EMPLOYEE IMPACT) also has a positive and significant effect (with a coefficient of 0.190), but
with a lower significance (in this case, p<0.10 in Model I, and a coefficient of 0.181 and p<0.05 in Model III).
Finally, employee performance versus competitors (EMPLOYEE COMPETITIVE POSITIONING) also has a
significant, but in this case negative, effect with a coefficient of -0.140 and p<0.10 in Model I, and a coefficient
of -0.148 and p<0.10 in Model III.
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As for the bidirectional moderation, we observe how the moderation coefficients of the variable MANAGER'S
UNIVERSITY STUDIES show the following relationships:

i) a significant and negative (i.e., inverse) influence of EMPLOYEE IMPACT on the intention to use telework
after the end of the pandemic (TELEWORKING) (with a coefficient of -0.274 and p<0.10 in Model II, and a
coefficient of -0.330 and p<0.05 in Model IV).

ii) a significant and positive (i.e., direct) influence of employee performance indicators versus direct
competitors (EMPLOYEE COMPETITIVE POSITIONING) on the intention to use telework after the end of the
pandemic (TELEWORKING) (with a coefficient of 0.302 and p<0.10 in Model II, and a coefficient of 0.322 and
p<0.10 in Model IV).

To gain a more in-depth understanding of the bidirectional moderations carried out, the two significant
moderations are plotted. Figure 2 shows how the significant negative effect of the moderation of the variable
manager’s university studies on the relationship between employee management and the intention to use
telework after the pandemic, indicates that the intention to continue using telework is much higher in the case
of companies led by managers with university studies.

Figure 2. MANAGER'S UNIVERSITY STUDIES X EMPLOYEE
IMPACT

Next, Figure 3 shows how the positive and significant effect of moderating the variable manager's university
education on the relationship between the employee performance and competitor variables on the intention to
continue using telework after the end of the pandemic indicates that the intention to use telework decreases to
a lesser extent in companies run by managers with a university education.

Figure 3. MANAGER'S UNIVERSITY STUDIES X EMPLOYEE
COMPETITIVE POSITIONING
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These results allow us to accept all the proposed research hypotheses (H1, H2, H3, and H4). The moderating
effects of the variable manager's university studies on hypotheses H2 and H3 were also corroborated. This
shows the high importance of this variable on the intention to continue using telework once the pandemic is
over, both directly and through moderation in the other hypotheses.

5. Conclusions
The main purpose of this paper is to investigate the intention of Spanish companies to continue using telework
once the pandemic is over. To this end, we consider the impact that the management of one of the key
stakeholders, that of employees, is likely to have on this intention. There is no doubt that this line of research
is of great interest in the post-pandemic context, not only because of the repercussions that arise in the
management of the companies themselves, but also in aspects of such relevance as the achievement of various
goals of the 2030 Agenda for Sustainable Development, especially goals eight, nine, eleven, and twelve.

In order to achieve this aim, an exhaustive review of the relevant literature on these variables was carried out,
allowing a series of hypotheses to be put forward, which included the direct influence of the variables of
manager’s university studies, employee management in general, employee performance in relation to
competitors, and the company's orientation towards innovation on the intention to continue using telework
after the end of the pandemic. In addition, the variable manager's university education was proposed as a
moderator of the relationships between: (i) overall employee management and the intention to continue using
telework after the pandemic; and (ii) employee performance relative to competitors and the intention to
continue using telework after the pandemic. A number of control variables were also considered, namely firm
size measured by number of employees, firm age measured in years, firm expectations in terms of number of
employees, measured on a three-point scale, and firm expectations in terms of turnover, also measured on a
three-point scale.

In order to test the proposed hypotheses, a sample of companies located in Spain was collected through a
telephone survey of managers during the first half of 2021. In order to participate in the study, companies had
to have between 6 and 249 employees. SMEs were chosen for this study due to the relevance that this type of
company represents in the total Spanish business fabric. The fieldwork was conducted within the context of
the research project "Economic impact of COVID-19 on SMEs in Spain", promoted by the "Ibero-American
Observatory of MSMEs". The design of the questionnaire ensured an adequate collection of statistical
information at all times. The sample totaled 1,879 SMEs. The analysis of the results obtained through various
binary logistic regression models led to several interesting findings, which allowed us to accept all the
proposed research hypotheses, and which also corroborated the proposed moderating effects.

Among the results obtained, it is first worth highlighting the importance of the variable manager’s university
studies on the intention to continue using telework after the pandemic. This finding is in line with Martin and
Staines (1994) and Gordon et al. (2012) demonstrating the positive benefits of managerial education in SMEs
and their organizational model. This is followed in importance by the (much weaker) influence of the variables
company innovation orientation and employee performance versus competitors on the intention to continue to
use telework after the pandemic. The influence of employee performance versus competitor performance on
the intention to continue to use telework after the pandemic is not only minor, but also inverse: i.e., higher
employee performance versus competitor performance contributes to a lower intention to use telework after
the pandemic. Among the reasons that may contribute to understanding this phenomenon, according to
Barbosa (2013), is that managers often claim that they feel a loss of control when running the business
remotely. In line with this, Bentley et al. (2016) point out that social isolation and negative organizational
results by the teleworker are negatively associated with telework. Furthermore, the moderating effect of the
variable manager's university education on the hypotheses posed with the independent variables of employee
management in general and employee performance versus competitors is corroborated, reinforcing once again
the importance of the manager having a university education, reinforcing that teleworking contributes to
improving the competitiveness of companies versus competitors (Kanellopoulos, 2011). In sum, this is a novel
study that shows how both the correct management of variables linked to employee motivation and the
manager’s university education have a positive impact on the intention to continue using telework in SMEs
after the COVID-19 pandemic.

Among the findings of this study, we can highlight the importance of the manager’s university education,
especially in the type of companies analyzed, i.e., SMEs, not only for its direct impact on the intention to use
telework once the pandemic is over, but also for its moderating effects on other relationships. In addition, the
competitive orientation is of essential relevance for the SMEs analyzed, which is not surprising considering
that telework constitutes an element of information and communication technologies that contributes to
innovation in business processes. Finally, one should not overlook the importance of considering variables
related to employee performance in relation to competitors, as well as employee management in general,
which also has an impact on the intention to continue teleworking after the pandemic.
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Among the limitations of this work is the sample of companies analyzed, which only included SMEs, as well as
the time horizon considered, which was at the peak of the pandemic. Finally, as future lines of research, we
propose the study of other types of companies apart from SMEs and the consideration of variables related to
other stakeholders, such as customers and suppliers, as well as other time periods.
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