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INTRODUCTION
An increasing number of organizations are shifting from traditional work models to remote work, typically from home (Mergener and Trübner, 2022; Hodder, 2020; Felstead and Henseke, 2017). The COVID-19 pandemic and new digital technologies have particularly accelerated this shift (Mettler, 2023; Cunha et al., 2023), creating significant implications for organizations and employees. While remote working has several benefits to employees around flexibility, it has also been associated with negative outcomes such as exposure to technostress (Taser et al., 2022), higher levels of anxiety (Salanova et al., 2013), and burnout (Barber and Santuzzi, 2015). Furthermore, remote working has fundamentally changed social interaction dynamics and generated significant uncertainty for organizations (Iansiti and Lakhani, 2020). Research suggests that remote workers experience fewer opportunities to interact with colleagues and supervisors, resulting in disengagement and feelings of professional isolation (Cooper and Kurland, 2002; Golden, 2007; Hoff, 2021).  As a result, remote workers may become psychologically detached and mentally begin quitting, commonly called 'silent quitting' (Burris et al., 2008; T. D. Golden et al., 2008). Hence, their turnover intent becomes more likely.
[bookmark: _2et92p0]In recent years, turnover intent, also known as intention to leave, has become a growing concern in the workplace, as losing talented employees inevitably results in a loss of investment due to the costs of hiring and training new employees (DeConinck and Stilwell, 2004). Previous research has revealed that employee turnover intent has stronger associations with organization-related antecedents such as culture and commitment compared to demographic predictors (e.g., gender) (Griffeth et al., 2000). Many researchers have emphasized the role of leaders in employee turnover intent and found that developing high-quality relations with team members is associated with lowering employees' turnover intent (Bauer et al., 2006; Sparr and Sonnentag, 2008). The rise of remote work has brought attention to the importance of supervisor-employee relationships in the workplace. The supervisor has a vital role in the workplace, particularly in managing and evaluating subordinates’ work. As interaction between managers and employees becomes less frequent, the leader-member exchange (LMX) quality in the remote working context requires greater attention. This is because the limited interaction could be associated with developing negative types of relationships (Varma et al., 2022). Remote work creates a physical divide between employees and supervisors, resulting in a work environment that can give rise to uncertainty. In this study, where we aim to investigate the reasons of employee turnover during remote work practices, we contend that this situation poses challenges for both the employee and the supervisor. The employee desires recognition and visibility within the organization, while the supervisor seeks to establish trust in the employee's ability to work effectively remotely. Consequently, the relationship between supervisors and employees becomes even more significant in remote work settings.
In this study, we aim to explore the implications of these relationships for remote workers and their turnover intent. Recent studies have shown that digital technologies may result in trust becoming more institution-based and less personal, substituting the role of interpersonal exchange (Lumineau et al., 2020; Seidel, 2018; Vanhala et al., 2011). In this paper, we challenge this premise by introducing and exploring the mediating effect of on organizational trust. A recent literature review concluded that trust remains one of the most important concepts for comprehending the interactions between leaders and peers in virtual contexts. (Lacity et al. 2024). Given the crucial role of LMX in shaping employee attitudes towards their organization, we argue that organizational trust remains essential for effective remote working, and the role of supervisor-employee relationships will continue to be relevant during remote working and may affect how employees perceive the organization, thus impacting their turnover intentions.
Drawing on LMX theory and the norm of reciprocity principle from social exchange theory (Blau, 1964), we contend that in a remote working context, the role of human relationships will remain significant, and the nature of the interaction may alter how the employee feels about the organization thus impacting their turnover intent. Previous research has shown that organizational trust is essential for effective remote working (Golden and Raghuram, 2010). However, the induced stress caused by the exacerbated use of remote-based ICTs and lack of face-to-face interaction may negatively impact employees' trust in their organization. 
Our research contributions are as follows: Firstly, we extend the organizational trust research by investigating organizational trust as the mediating variable providing explanation for the relationships between LMX and turnover intent. Although LMX and organizational trust are central to understanding employee turnover intent, the operation of these constructs remains unexplored. Therefore, we utilize LMX theory and propose that organizational trust - a key construct that represents the degree to which employees trust their organization- may be impacted by relationships with the manager, thereby constituting a vital mechanism linking LMX to employees' turnover intent. By exploring the relationships among these variables in the context of remote working, this study provides a more comprehensive explanation of how high-quality leader-member relationships influence organizational trust and thus reduce employee turnover intention. 
Second, most studies addressing leader-member congruence investigate the positive psychological characteristics such as proactive personality (Zhang et al., 2012) and supervisor commitment (Landry et al., 2014) as consequences of LMX. Previous research has established the relationships between LMX and distal work outcomes such as job performance and satisfaction (Harris et al., 2011). We introduce the variable as fear of missing out (FoMO) as the moderating variable contending that it adds important boundary conditions, as by doing this, it contributes to the limited number of research that explores the leader-member exchange from the perspective of adverse psychological outcomes (Harris et al., 2014). We propose that FoMO on work-related opportunities (Budnick et al., 2020) influences the association between LMX and turnover intent, a negative employee-related outcome. By doing so, we respond to calls for research to explore the association between LMX and turnover intent (Mumtaz and Rowley, 2020) and the negative mechanisms that drive this effect. 
Lastly, this study contributes significantly to the relevant literature by illustrating how remote work relates to FoMO. Although various popular business media outlets offering suggestions for dealing with work FoMO (Bonchek, 2016; Brubaker and Mobley 2017) surprisingly only a handful of studies have started to investigate FoMO at the workplace (e.g., Budnick et. al, 2020). Relatedly, there is no research exists to date on remote workplace FoMO. We predict that, using digital technologies to maintain a constant connection to the workplace has been a significant factor that both triggers and reinforces workplace FoMO and therefore we argue that this phenomenon deserves further exploration among employees in the remote organizational context. 
Figure 1 below presents the conceptual model of this study. The hypotheses development will be provided in the next section. Figure 1 below presents the conceptual model of this study. The hypotheses development will be provided in the next section.
------------------------
Insert Figure 1 about here
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LITERATURE REVIEW
Organizational Trust
Trust has been regarded as essential in any work connection (De Jong et al., 2016). Organizational trust refers to the willingness of employees to have confidence in the organization's actions and decisions (Zaheer et al. 1998; Tan and Lim, 2009). Perceptions of employees about the fairness of performance appraisals, job security, supervisor support, and autonomy contribute to the factors that influence organizational trust (McCauley and Kuhnert, 1992). The trust-warranting characteristics of several organizational members as line managers and co-workers as well as several organizational components as HR systems, culture, and strategy have an impact on employees’ trust in their organization (Gillespie and Dietz, 2009).
Organizational trust is based on employee perception, mainly from assessing whether the organization can fulfill its responsibilities, consider stakeholders' well-being, and commit to the moral principles of fairness and honesty (Gillespie and Dietz, 2009). Positive intentions and attitudes of goodwill are necessary since they are considered signals of cooperation (Blomqvist and Ståhle, 2000). Employee trust in the organizational system is beneficial to management, as it improves productivity and effectiveness (Culbert and McDonough, 1986), contributes to improved organizational performance (McAllister, 1995) and plays an important role for employee retention (Shakoor et al., 2021).

Fear of Missing Out (FoMO)
FoMO is a stress caused by mainly being excluded and socially distanced (Baumeister and Tice, 1990) and indicates a powerful desire to maintain constant connections with other individuals (Przybylski et al., 2013). It alludes to the unpleasant feelings that arise due to recognizing unattended events (Hayran and Anik, 2021). As stated by Fridchay and Reizer (2022), in spite of the increasing attention, few studies have focused on FoMO within the workplace context. Considering the management literature, studies on FoMO so far have mainly focused on the negative effects of technology at work, such as social media usages of employees (Majeed et al., 2020; Tandon et al., 2021), information security awareness (Hadlington et al., 2020) and exposure to the digital workplace technologies (Marsh et al., 2022). In this study we add a new dimension to this debate, suggesting that remote work practices can create a new room for FoMO in terms of missing work-related opportunities and information, due to being not visible at workplace, by applying Budnick et al. (2020)’s scale. Due to the added challenges and hindrance demands, remote work can indeed bring this fear back to the surface further (Zimianiti, 2023), also because the need for belongingness, which is a strong motivation factor (Baumeister and Leary, 1995) may be triggered due to the resulting social distance. This fear of being distanced then can turn to the worries of missing opportunities. 

[bookmark: _3dy6vkm]Leader-Member Exchange (LMX)
LMX theory is widely used to explore the quality of the relationships between managers and employees. It posits that a leader is prone to creating dyadic relations with their team members depending on whether they are perceived as an in-group or out-group based on the leader's interpersonal liking and attraction. The quality of the relationships between these parties can differ for each employee; therefore, they may have a distinct relationship with the manager.
In high LMX relationships, employees are more likely to be supported by the manager, task allocation is fair and the manager trusts these in-group employees (Le Blanc, 1993). Moreover, managers tend to show more risk-taking behaviors by delegating more tasks to the in-group employees (Schriesheim et al., 1998). In return, employees with high-quality LMX tend to engage in organizational citizenship behaviors and commit themselves more to their tasks and team success (Varma et al., 2005; Graen and Uhl-Bien, 1995). In contrast, the employees in the low LMX relationship are referred to as out-group employees (Graen and Uhl-Bien, 1995). In low LMX relationships, the tie that bonds the manager and the employees is mainly the employment contract. The parties continue to work without getting any extra roles in the workplace.
LMX during remote work
The need for high-quality exchange relationships with the manager still emerges in virtual work settings; however, working remotely has certain disadvantages that negatively affect the quality of those relationships, such as not being able to share office spaces with other employees and managers, and losing the opportunity to communicate frequently in face-to-face work settings (Varma et al., 2022). While the performance of the employees is a major determinant of in-group membership, frequent interactions and social face-to-face exchanges that lead to mutual trust and respect are still critical for high-quality LMX (Liao et al., 2016). As a result, remote work and communication via virtual platforms could have a negative impact on the quality of the exchange relationships between the manager and employees. 
[bookmark: _1t3h5sf]While most of the studies on LMX focus on the exchange relationships in face-to-face work settings, few researchers have investigated the effects of remote work and virtual communication on these relationships. Existing studies have shown that the frequency and quality of online interactions become more critical for virtual work settings to achieve high-quality LMX (Gajendran and Joshi, 2012). By investigating leader-member exchange relationships in virtual work settings, we contribute to the emerging research stream that explores leaders' role in effectively managing remote work practices (Carlson et. al 2023).
A shift to remote work is a form of computer-mediated control that can impose additional labor of monitoring (Cunha et. al, 2023; Hodder 2020). Therefore, previous research has emphasized the leader's role and the importance of providing employees with autonomy (Dong et al. 2009). Social exchange theory provides a comprehensive explanation of the positive relationship between the leader-member exchange and employees' work engagement; employees repay the managers through citizenship behaviors and work commitment for including them as in-group members (Gouldner, 1960; Bhal, 2006). In a similar vein, having a high-LMX relationship with the manager will have a positive impact on their trust in their organization. Thus, in this study, we aim to explore how the quality of this relationship and their trust in their organization affects the turnover intent of employees.

HYPOTHESES DEVELOPMENT
[bookmark: _4d34og8]The Relationship between LMX and Turnover Intent
High quality interpersonal relationships have been found to be critical and can even impact the decision to work remotely (Mergener and Trübner, 2022). Leader-Member-Exchange focuses on the quality of the dyadic relationship between the leader-employee relationship and suggests that this relationship may lead to several positive and negative employee outcomes over time (Liden et al., 2006). Members who experience high-quality relationships with the leader will often engage in job-crafting behaviors (Sethi et al., 2023), and receive more development opportunities (Scandura and Graen, 1984) and higher levels of support (Kraimer et al., 2001). Furthermore, research shows that high LMX quality is associated with higher employee performance (Boer et al., 2016) and positive behavioral outcomes such as citizenship behavior (Wayne and Green, 1993). Reducing employee turnover is important for organizations as it directly impacts recruiting and training costs (DeConinck and Stilwell, 2004). While destructive leadership behavior was found to increase employees' turnover intentions (Ruiz-Palomino et al., 2021), according to previous studies, developing high-quality leader-member exchange is positively associated with lowering employees' turnover intent (Niu et al., 2022; Clarke and Mahadi, 2017; Agarwal et al., 2012; Kim et al., 2010).  Previous studies have shown that the frequency and quality of interaction with the leader become even more critical to achieving high-quality LMX in a virtual setting (Gajendran and Joshi, 2012). However, the relationship between LMX and employee turnover intent within the context of remote working has received limited attention Thus, we hypothesize that in the context of remote working:
Hypothesis 1. LMX is negatively associated with turnover intent

[bookmark: _2s8eyo1]The Relationship between Leader-Member Exchange and Organizational Trust
While organizational trust mainly revolves around the positive expectations of employees about the organization's actions, vertical elements still contribute to organizational trust, such as the dyadic trust relationship between the manager and the employees (McCauley and Kuhnert, 1992). Trust has been studied as an antecedent and a consequence of LMX (Liden et al., 1997). It has been a critical component of LMX theory, as mutual trust could lead to high-quality leader-member exchange relationships (Schriesheim et al., 1998). As a source of attachment and collaboration, trust positively impacts exchange relationships (Mishra and Morrissey, 1990). Trust enables employees to feel attached to the organization, and have positive dyadic relationships (Ertürk, 2014). Consequently, the dyadic trust relationship, as a component of high-quality leader-member exchange, contributes to organizational trust.
In this study, we will focus on the effect of LMX on organizational trust in remote work settings. We contend that the lack of face-to-face interactions in the dyadic relationships and the distance between the employees and the manager will have a certain impact on the employees' levels of organizational trust. Remote work has may harm the quality of the relationship between the manager and employees, as reduced control and monitoring can result in decreasing levels of trust within the relationship. As organizations prefer to use surveillance systems to control their remote employees closely, the level of organizational trust many decrease when the management fails to inform the employees properly about using these control mechanisms. Due to the absence of face-to-face interaction and the increased reliance on surveillance systems, it is essential to restore the dyadic trust relationship between managers and employees to regulate organizational trust among remote employees. As a result, we hypothesize that:
Hypothesis 2. LMX is positively associated with organizational trust under remote work settings.

[bookmark: _17dp8vu]The Relationship between Organizational Trust and Turnover Intent
Employees observe and evaluate their workplace environment to make judgments regarding their trust in the management, which may be reciprocal, meaning that employees may only develop trust towards the management when management shows a high level of trust in them. This reciprocity of trust argument recalls the premises of the social exchange theory. Social exchange theory maintains that parties involved must endure explicit rules of exchange and that relationships evolve into mutual and trustful commitments over time (Cropanzano and Mitchell, 2005). Accordingly, we suggest that trust in the organization may develop due to the nature of the social exchange, and it is this quality that may encourage employees to stay within the organization. Various studies have grasped the importance of interpersonal relationships among colleagues on employees' intention to leave their organizations (e.g., Cho and Song, 2017). Previous research found that organizational trust was related to higher levels of job satisfaction (Lee and Teo, 2005), organizational citizenship (Robinson, 1996; Van Dyne et al., 2000), lower levels of counterproductive behavior (Dirks and Ferrin, 2001), co-worker trust (Nienaber et al., 2023) and trickles down from managers to their subordinates (Rofcanin et al., 2023).
Drawing on the principles of the social exchange theory, we advance prior research by contending that employees working remotely with high levels of trust in their organizations would have less intention to leave these organizations. Due to the nature of remote working and less interaction with colleagues, employees might have a higher intention to leave. Similarly, in their recent study on trust in the organization, Reichheld and Dunlop (2023) found that employees with a high level of trust in the organization are fifty percent less likely to seek alternative job opportunities actively. Furthermore, studies also show that organizational trust positively affects employees' decision to remain within that company (Robinson, 1996; Costigan et al., 2012). Thus, we hypothesize that:
Hypothesis 3. Organizational trust is negatively associated with the turnover intent.

[bookmark: _3rdcrjn]The Relationship between LMX, Organizational Trust and Turnover Intent
The quality of the leader-member exchange relationship reduces employees' turnover intention due to the positive relationship between the work engagement and LMX of employees (Bhal, 2006; Galletta et al., 2013). Previous studies have found that organizational trust positively affects employees' organizational commitment and organizational citizenship behavior (McCauley and Kuhnert, 1992; Mowday, 1981; Wong et al., 20212). In addition, when employees trust the organization and its actions, their desire to remain a member of the organization also continues (Ng and Feldman, 2012). While LMX and organizational trust are negatively associated with turnover intent (Driscoll, 1978; McCauley and Kuhnert, 1992; Mowday, 1981; Galletta et al., 2013; Robson and Robson, 2015), these associations have been overwhelmingly studied in face-to-face work settings. It is significant to explore how these associations have changed when teams work remotely, as workplace relationships have changed during this shift. Moreover, in line with LMX theory, maintaining the relationship quality between the supervisor and team members has also become more complex, as team members perceive reduced trust and support when interacting with the team leader through online platforms (Turesky et al., 2020). 
The relationship between LMX and turnover intent is explored via our mediation model. It is important to investigate mediation because such an explanation would add to a detailed understanding of turnover intent and its underlying mechanisms. We hypothesize that organizational trust mediates the relationship between the leader-member exchange relationship and the intention to leave under remote work conditions.
Hypothesis 4. Organizational trust mediates the relationship between LMX and the intention to leave.
The Moderating Effect of FoMO
This study aims to explore the potential impact of FoMO on remote employees, as the feeling of FoMO can be closely linked to the use ICT's (Hu et al., 2021). In addition, an emerging stream of research has demonstrated that FoMO negatively affects behavioral outcomes (Tandon et al., 2021; Budnick et al., 2020). High levels of FoMO, specifically in the workplace, lead to feelings of burnout (Budnick et al., 2020). The feeling of FoMO can be so powerful that individuals may contemplate what they are missing out at work, even while on holiday.
We further contend that when employees are concerned about potentially missing out on information in the workplace, the influence of LMX on their intention to leave becomes more significant. The circumstances of working remotely may have contributed to this phenomenon, as being physically unavailable due to remote work can amplify the emotions and beliefs of being excluded from critical news and information that are accessible to others. This may further exacerbate the existing effect of LMX on the intention to leave, as research suggests FoMO is one of the dark side effects of the digital workplace (Marsh et al., 2022).
Other studies have considered the effects of FoMO on employee-related outcome variables. For example, Fridchay and Reizer (2022) revealed that FoMO negatively affects job performance. In line with the LMX theory, we propose that employees who perceive themselves to be part of the "out-group" due to their relationship with their leaders may utilize their FoMO perceptions to validate, to some degree, their intention to quit. We contend that FoMO would make a difference in the suggested relationship between LMX and intention to leave.
Taken together, we hypothesize that FoMO influences the significance of the LMX: LMX has a higher impact on employees' intention to leave when there is a FoMO effect.
Hypothesis 5. FoMO has a moderating effect on the relationship between LMX and intention to leave.
METHODOLOGY
Sample and Data Collection
This study relies on a unique dataset collected via a self-administered online questionnaire as the instrument. The questionnaire prepared to collect data was administered to professionals from the financial service industry in Turkey who were working remotely. We selected financial companies because they have established programs to keep up with the latest IT advancements and frequently update their technologies to ensure minimal risks while working remotely.  We restricted the sample to employees working remotely to provide a thorough understanding of remote workers' experiences of turnover intention. Participants were specifically service industry professionals because research revealed that service industries doing knowledge work have more remote working practices (Charalampous et al., 2019). Participants were informed that their participation was anonymous and voluntary. 
The questionnaire was iteratively piloted to establish content validity and to enhance the language. In these iterations, the structure and sequencing were modified. A panel of three academics then reviewed the survey to finalize its design. Using the frequently used scales in the literature, the questionnaire with LMX, organizational trust, FOMO, and turnover intent constructs was constructed using a seven-point Likert scale (1: strongly disagree and 7: strongly agree). We randomly selected 1,000 employees, and the questionnaires were sent via email with a detailed explanation of the main objective and by asking the respondents' consent. Professional online networks were used to contact the employees working remotely. A total of 255 complete questionnaires were returned with no missing values. After excluding incomplete and duplicate responses, 253 questionnaires were retained and utilized in the statistical analysis. Survey data was collected via email using an online questionnaire during December 2022 and May 2023. Several variables did not reveal a normal distribution. To achieve appropriate levels of normalcy, these variables were transformed to follow a normal distribution by using a two-step transformation approach, as suggested by Templeton (2011). 
To gain a better insight into the participants, demographic information, including gender, age, and education, was requested in the questionnaire. The distribution for respondent demographics is as follows. Accordingly, of the 253 respondents, 53 % were between ages 25 and 35, and 59.7 % were female. 63.2 % had a college degree and 50.6 % were single. 
Measurement
Based on the frequently applied scales within the literature, the questionnaire was developed to measure the variables in our research model. As recommended by Brislin (1980), experts translated the original scales first from English to Turkish and then back to English.
To measure LMX, we used the scale developed by Liden and Maslyn (1998). The scale has primarily been used within the context of turnover intent (e.g., Waldman et al., 2015), remote working (e.g., Shockley et al., 2021) and the extant literature. Respondents were asked to choose their responses on a seven-point Likert scale (1 = strongly disagree, 7 = strongly agree). The scale contains 11 items. Sample items include "I do work for my supervisor that goes beyond what is specified in my job description".
The organizational trust scale was developed by Grant et al. (2019). This scale was specifically used, as it had been developed specifically within the context of remote working. Respondents were asked to choose their responses on a five-point Likert scale (1 = strongly disagree, 5 = strongly agree). The scale consists of 3 items. Sample items include “I trust my organization to provide good e-working facilities to allow me to e-work effectively.”
The turnover intention scale was derived from the measure developed by Mobley et al. (1978). The scale is well-established within the relevant literature on telecommuting (e.g., Igbaria and Guimaraes, 1999). Respondents were asked to choose their responses on a five-point Likert scale (1 = strongly disagree, 5 = strongly agree). The scale contains three items. Sample items include “As soon as possible, I will leave the organization.”
The FoMO scale was derived from Budnick et al.'s (2020) measure. Respondents were asked to choose their degree of agreement or disagreement with the items on a five-point Likert scale (1 = strongly disagree, 5 = strongly agree). The scale consists of 10 items. Sample items include “I worry that I will miss out on networking opportunities that my co-workers will have.”

FINDINGS
To evaluate our suggested research model (Figure 1), we utilized the lavaan package in R to analyze our data and model. To begin, we employed confirmatory factor analysis (CFA) to validate the reflective constructs. The constructs were then subjected to reliability testing, including convergent and discriminant validity. To evaluate the model's validity, we utilized structural equation modeling (SEM) (Byrne, 2013), which assessed the fit of the model with our data while also considering the moderators. Table 1 shows the correlations among our variables. We also analyzed the variance inflation factors (VIF) values to estimate the extent of collinearity (Table 2). VIF thresholds are typically 5 (Hair et al., 2010) and 10. (Chatterjee and Hadi, 2012). Thus, we conclude that multicollinearity is absent. 
------------------------
Insert Table 1 about here
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Insert Table 2 about here
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To illustrate, nine items constituting the SCV dimension were subjected to CFA by using the R lavaan package (Rosseel, 2012). When calculating the model parameters, we utilized maximum likelihood estimations. The statistic was 431.47 (degrees of freedom=238, p<0.05), with the /df ratio having a value of 1.9 that is lower than 3.0 (between 0 and 3 with lower values indicating a better fit). The other indices GFI=0.86, AGFI=0.82. These scores are very close to 1.0 (a value of 1.0 indicates perfect fit). CFI=0.96, TLI=0.95, and RMSA=0.06. Based on all indices, the measurement model met the necessary threshold values. A similar analysis was conducted for the remaining three dimensions. The results indicate that the measurement models for all four dimensions exhibited construct validity. 
Construct Validity
In order to assess unidimensionality and construct validity, instead of exploratory factor analysis (EFA), confirmatory factor analysis (CFA) was utilized. The preference for conducting CFA over pure EFA is due to the challenges associated with interpreting factors through pure EFA.
Employing CFA enables “the specification of measurement errors within a broader context of assessing measurement properties and describes a causal indicator model where the operational indicators are reflective of the unobserved theoretical construct” (Venkatraman, 1989). In this study, LMX FOMO, TI, and OT factors were established.

Reliability
Cronbach's alpha values were calculated for each construct. The Cronbach’s alpha values of reliability for LMX FOMO, CPWB, TI, OT constructs were computed as 0.94, .96, .82, .94, and .80 respectively, indicating satisfactory construct reliability levels (Bagozzi and Yi, 1988). Table 3 shows the assessment of the measurement model. 
------------------------
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We used maximum likelihood to estimate model parameters as shown in Table 3. All variables exhibited standardized regression weights that were higher than .60 and statistically significant at the p<.01 level (p<.01 level) (Hair et al. 2010).
Convergent Validity
The average variance extracted (AVE) values are used to test for convergent validity. All values were found to be greater than .50 indicating that the constructs have convergent validity (Fornell and Larcker, 1981). Convergent validity is further supported by statistically significant standardized regression weights (SRW) for the variables (Table 3).
Discriminant Validity
As recommended by Fornell and Larcker (1981), we tested the discriminant validity using the square root of AVE. Table 4 shows a good degree of discriminant validity, where the square root of the AVE for each construct is greater than the inter-construct correlation values.
Non-response Bias
Non-response bias, also known as participation bias, occurs when certain characteristics of individuals have an uneven impact on the results. To assess potential non-response bias, Armstrong and Overton (1977) suggest comparing the outcomes of early and late responders. In our study, individuals who responded beyond the second reminder were labeled as "late" respondents, while those who responded earlier were categorized as "early" respondents (85 early respondents and 168 late respondents). We considered early respondents to be representative of the typical responder and late respondents as representative of the average non-responder. We conducted independent t-tests on all our variables to examine any differences between the two respondent groups. The results of the t-tests indicated that only one variable, OT4, might be affected by non-response at a significance level of p=0.05 (p=0.04). However, no significant differences were observed between the two respondent groups for the remaining variables at the p=0.05 level. Consequently, we concluded that non-response bias is not a significant worry in our study. 



Common Method Bias (CMB)
In our study, we used three approaches to assess Common Method Bias (CMB). One approach, suggested by Malhotra et al. (2006), involves using confirmatory factor analysis (CFA) to integrate Harmon's single-factor test. All observed variables are associated with a single factor reflecting method effects, according to the CFA approach. CMB is considered significant if the hypothesized model fits the data. W applied Harman's single factor test to examine whether a single factor could account for the majority of the variance (Malhotra et al. 2006). This involved including all items from the study in the CFA approach, (Podsakoff and Organ,1986). First, the number of factors in CFA is restricted to one to assess the significance of common variance.  If a single factor accounts for the majority of the total covariance, it indicates that CMB exists. Our findings indicated that of the 19 items the sum of eigenvalues was 4.30 yielding a proportion of variance as much as 23% accounted for by the common method variance. Thus, the CMB is not considered statistically significant since it is lower than 0.50 (Podsakoff and Organ, 1986; Malhotra et al., 2006). 
Endogeneity
Reverse causality could create endogeneity which should be examined before testing the hypotheses. Among our variables, OT and LMX are subject to reverse causality, in particular, as employees’ increased trust in their organization may also relate to better LMX quality (Alwiyanti et al., 2020). There are different methods for checking endogeneity with and without the use of instrumental variables. In our study, we included a particular construct that we hypothesized to be correlated with LMX. However, after data collection the correlation between LMX and CPWB was found to be statistically insignificant, deeming the use of instrumental variables for endogeneity analysis not possible. We, therefore, resorted to using copula approach as suggested by Park and Gupta (2012). The Gaussian copula approach can be used to test against endogeneity risk in the absence of instrumental variables. To this end, we extracted latent scores of the model variables as input. After checking for non-normality (Sarstedt et al., 2020), we then incorporated these variables using Kolmogorov-Smirnov test with Lilliefors correction method.  The gaussian copulas for the variables LMX and OT were created using bootstrapping with 10,000 rounds. The estimated coefficient corresponding to the copula for LMX (LMXC) 0.32 was statistically insignificant (with p=0.42). Our test confirmed the validity of our instruments and that the results are not likely to be hampered by endogeneity. 
Hypotheses Testing
SEM analysis was conducted to examine the study’s hypotheses. The results of the structural model are depicted in Figure 2. Model fit indices show are within the accepted ranges, indicating a good fit with the data [χ2 statistic=202.72, p<0.01; d.f.=51, GFI=.88, AGFI=.86, RMSEA=.08] (Schumacker and Lomax, 2016). 
------------------------
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Figure 2: Results of the model without (above) and with (below) mediation. 
All estimates are significant at p=0.01.
As shown in Table 4, the direct relationships in the model as suggested in H1, H2, and H3 are statistically significant. The links between LMX and TI (H1), LMX and OT (H2), OT and TI (H3), have standardized regression weights of .783, .209, .648, and .825, respectively.
To examine the mediation hypothesis (H4), the traditional Sobel test approach (Baron and Kenny, 1986) was utilized to check the mediation effect of OT on the relationship between LMX and TI. The results of the tests revealed that OT fully mediates the link between LMX and TI (Sobel test statistics=.59; p<.05). Furthermore, OT was found to have a complete mediating effect on the link between LMX and TI (Sobel test statistics=1.29; p<.05). These findings confirm the full mediation effects of OT, indicating that the effect of LMX and TI is entirely mediated by OT, confirming H3 (LMX → OT → TI).
To conduct the bias-corrected bootstrapping method, 5,000 resamples were generated to assess whether the indirect effects deviate significantly from zero. The bias corrected bootstrapping analysis reveals that the standardized estimates for indirect effects of LMX on TI, through OT, are computed as 0.164, 95% bias-corrected CI [0.80, 0.484] indicating significance at the 0.05 level. In contrast, the standardized estimates for indirect effects of LMX on TI, through OT, were found as 0.534, 99% bias-corrected CI [0.386, 0.793] indicating significance at .01 level. The findings provided support for both hypotheses, H4 (LMX → OT → TI) regarding the mediating effect of OT.
------------------------
      Insert Table 4 about here
-----------------------
We checked the indirect effect using the Sobel test. Sobel test statistic was calculated to be -2.85, indicating a statistically significant mediating relationship between the independent variable LMX and the dependent variable TI through the mediator variable OT. The presence of mediation effects was tested by using the bias-corrected bootstrapping technique. To use this technique has been recommended over the traditional Sobel test, or the causal steps approach, as the bootstrapping method has greater power in controlling type I error [137]. To conduct the bias-corrected bootstrapping technique, a total of 5000 resamples were generated to examine whether the indirect effect deviated significantly from zero. In order to establish mediation, the confidence interval (CI) should be completely above or below zero. The results of the bias corrected bootstrapping analysis indicated that the standardized CI limits for the indirect effects of external knowledge sourcing from scientific partners (lower CI=-.217, upper CI=-.060).


Moderating Effect
Results revealed a significant direct effect of LMX on TI (β = -.270, p < .05), indicating that LMX is associated with TI. Importantly, the analysis showed a significant moderation effect of FOMO on the LMX-OT mediation (β = -.124, p < .05), indicating that the strength of the mediation effect varies depending on levels of FOMO. Specifically, for individuals with lower FOMO, the indirect effect of LMX on IL through OT is not statistically significant at p=0.05 level (Table 5). However, in the case of the individuals with higher FOMO, the indirect effect in the original sample is both statistically significant and more negative (Table 6). 
-----------------------
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DISCUSSION
The present study has contributed new knowledge about LMX and its effects on employee turnover intentions when working remotely. The study aimed to expand the research on turnover intent during remote working by introducing two key antecedents, LMX and organizational trust.  We integrated the Leader-Member Exchange (LMX) theory and the norm of reciprocity principle from social exchange theory to develop our understanding of how LMX affects employees' turnover intent. We contended that while organizational trust mediates the relationship between LMX and turnover intent, FoMO has a moderating role in this relationship.
Our results provided supporting evidence for our hypotheses. Firstly, our results revealed that LMX is negatively associated with turnover intent (H1). This finding expands research on the antecedents of turnover intent, revealing that leader-related factors may count for the turnover intent (e.g., Sun and Wang, 2017). Our study extends this line of research by identifying LMX as an important yet overlooked source negatively associated with turnover intent. 
Second, our results revealed that LMX positively correlates with organizational trust (H2). Employees who were satisfied with their relations with their leaders and felt that they were part of their groups were associated with higher perceptions of organizational trust. Our finding is important in demonstrating to organizational decision-makers that a positive relationship with managers influences the levels of organizational trust. Our findings suggest that the attitudes and behavior of leaders are significant factors for employees when assessing whether their organization is trustworthy. We extend research by showing how positive LMX experience may be linked with increased organizational trust.
Third, the results indicated that organizational trust is negatively associated with turnover intent (H3). This finding underscores the notion that employees who perceive high organizational trust are less inclined to consider leaving their organization. By doing do, our finding contributes to research that identifies the outcomes of organizational trust (e.g., Zhao et al., 2022).
Fourth, the present study makes an important contribution by revealing that organizational trust is a key factor that explains the relationship between LMX and turnover intent (H4). Research suggests that leadership has a significant effect on organizational trust (Pučėtaitė, 2014). Our findings contribute to these conversations by exploring the consequences of LMX in remote work and investigating how it may result in lower turnover intent.
Finally, this study reveals that FoMO moderates the relationship between LMX and turnover intent (H5). Accordingly, the negative effect of LMX on turnover intent increases when the employee experiences FoMO. Considering the impact of workplace FoMO on critical employee behavior such as burnout (Budnick et al., 2020) and psychological well-being (Przybylski et al., 2013), this research finding is in line with expectations on the relevance of FoMO for remote employees. Previous research has also found that, while working remotely, employees may experience a fear that colleagues do not recognize or value their contributions at work (Jordan, 2009). We extend these studies by showing that the stress of making themselves visible in the remote workplace can also relate to employees' experience of FoMO, thereby emphasizing the need for more autonomy at the remote workplace. 
Theoretical Implications
In this study, we offer insights into how FoMO, organizational trust, and the turnover intention operate in virtual environments, particularly concerning the quality of the virtual interactions between leaders and followers via the use of digital technologies. This study makes a significant contribution to the existing literature by examining its linking role between LMX and turnover intent within the context of remote work. Our findings have contributed to the organizational literature by enriching our understanding of employees' turnover intentions and adding a lens of remote working employees (Cho and Song, 2017; Yadav et al., 2020; Zhao et al., 2022). We found that if the relationship between the employee and supervisor was jeopardized, it could undermine organizational trust. Our study contributes to the existing research by incorporating organization-level variables to the LMX theory and showing how strong interpersonal relationships with supervisors may impact the employees' perceptions about their organization ultimately affecting their decisions to remain or to leave. Our approach also aligns with the findings of Pianese et al. (2023), who calls for the need to emphasize a positive relationship between supervisors and remote employees. 
Our findings regarding FoMO on the relationships between LMX and intention to leave are novel and significantly contribute to the existing research on LMX and turnover intent (Mumtaz and Rowley, 2020). The adverse impact of poor LMX in virtual environments has been found to be related FoMO, possible due to the emergence of isolation feelings (Harris, 2003). Thus, this study asserts FoMO as a boundary condition on the observed relationship between LMX and turnover intent, revealing its moderating effect. In doing so, we contribute to the emergent research stream on the impact of remote work practices on employee outcomes (Wöhrmann & Ebner, 2021). 
Practical Implications
Recent research has found that organizational support for remote work is critical (Klarsfeld et al., 2024). Given the increasing trend of quiet quitting within the work life at the global level (Scheyett, 2023), the exploration of why employees develop intentions to leave their companies will remain an important item on the agenda of organizations. Our study highlights the significant impact of leaders on employees' motivation and decision-making processes (Jensen, 2018). Therefore, organizations should invest in developing managers' leadership skills, particularly in building positive employee relationships.
Our findings also provide insights into how inadequate manager-supervisor relationships in virtual settings can relate to the emergence of employee FoMO. Hence, managers should enhance communication and foster strong LMX relationships. Consequently, organizations should implement measures, such as facilitating enhanced corporate communication to minimize the experience of FoMO among employees. This approach not only cultivates a positive perception of the organization but also helps reduce FoMO. 
Moreover, considering that more organizations plan to adopt remote work arrangements (Prester et al., 2023), this study reveals that it still matters for employees to have positive relations with their managers in a remote setting. 
Limitations and Future Research
The present study has a few limitations, which may provide ideas for further studies in this area. The cross-sectional nature and limited sample prevent us from generalizing our results. In addition, our sample focusing on the service industry should be considered a limitation when evaluating the results. We recommend using the same research design with other samples from different industries for comparison purposes to improve the model's explanatory power.
Future studies can broaden this research further by addressing some other limitations. First, future research may extend the current scope by suggesting other mediating variables related to employee well-being, such as burnout and work-related stress, and can adopt a broader perspective on turnover intent and its antecedents. Second, further longitudinal research can be conducted to explore the changing patterns on employees' turnover intents and to increase the generalizability of the results. A longitudinal study on the impact of the suggested variables on employees' turnover intents would contribute to a further understanding of an improved LMX quality. Third, as the sample of this study consists of only remote working employees, a following study can be conducted on a sample of on-site working employees to compare. Lastly, we believe that future studies can further explore the specific impact of remote working on the interpersonal trust in organizations as a new avenue.

CONCLUSION
This study investigated the relationships between LMX and employee turnover intent within remote work settings. We designed and then empirically tested the suggested moderated mediation model, which revealed the significant role of organizational trust as a mediator and FoMO as a moderator in the relationship between LMX and turnover intent. Remote work practices have become widespread, and the leader's role in employees' perceptions of the remote working experience remains a significant issue. As a growing number of employees report concerns about their relationships with their supervisors due to physical distancing, we hope this research will inspire others to further explore the implications of remote working and how FoMO might operate in this context. 
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Table 2. Cronbach’s alpha (CRA), Average variance extracted (AVE), and reliability values
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Table 3. Assessment of the measurement model
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Table 4. Hypotheses testing results
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Table 5: Coefficient estimations for the model
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Table 6: Coefficient estimations for the indirect effects
[image: ]FIGURES
Figure 1. Conceptual Model
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Figure 2. Results of the model without (above) and with (below) mediation
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