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The Moderating Role of 

Generation in the Relationship 

Between Remote Working and Employee Performance  

 

Murielle Abou Abdallah 

 

 

ABSTRACT 

The relationship between remote working and employee performance has been explored by 

various previous studies. However, the outcomes of these studies have been contradictory. 

While some studies have found that remote working has no association with employee 

performance, others have established that remote working and employee performance are 

either positively or negatively associated with employee performance. This inconsistency in 

the outcome of prior studies, attracted our interest to test whether or not, remote working and 

employee performance are associated. Additionally, we were interested to understand 

whether or not, age (described in form of generations) has a moderating role in the 

relationship between employee performance and remote working. To realize our objectives, 

this study employed role-based measurement of employee performance which introduces five 

roles that an employee can undertake in a company or organization, and these include job 

holder, career seeker, innovator, team member, and organization member. By incorporating 

social exchange theory with lifespan theories particularly focusing on future perspectives, we 

suggest that age has a moderating impact on the relationship between remote working and 

employee performance such that younger generations employees are positively associated 

with remote work and have high job performance while working remotely, and older 

generation employees are negatively associated with remote working such that they have low 

job performance while working remotely. Using data gathered from 285 respondents in 

Lebanon (who are employees working in diverse industries and organizations) and analyzed 

using multiple regression analysis. The analysis outcome shows that remote working 

positively associate with employee performance in all the roles that an employee can hold. 

However, the analysis also revealed that age (or generation) does not have a moderating role 

in the relationship between remote working and employee performance, but age associates 

with remote working such that younger generations positively associate with remote working 

while older generation employees negatively associate with remote working. The association 

between age and remote working concerns predilection to remote working and not 

performance. The outcome of this study suggests that, in deploying roles and tasks to 

employees especially in a remote working arrangement, managers should take great 

consideration that employees in regard to their generations or age are different, special, and 

unique in their own ways as well as in different roles.  

 

Keywords: Remote Working, Employee Performance, Generations, Age, Job Holder, Career 

Seeker, Innovator Role, Team Member, Organization Member 
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Chapter One 

 

Introduction 
 

1.1. Introduction 

This study adds to the ever-growing pool of literature that addresses the issues surrounding the 

adoption and management of remote work arrangements and its relationship with work 

performance with respect to the diverse age of employees. While most studies carried out in 

the pasts have effectively and sufficiently addressed the various aspects of organizational 

management, only few of such studies venture to address challenges and the opportunities 

availed by remote working, especially in the modern time of Corona Virus pandemic. This 

study specifically examined the impact of remote working on the performance of employees, 

with multigenerational workforce as the moderator. 

 

1.2 General background 

The emergence of the Covid-19 pandemic has put extreme strain on business organizations, 

especially regarding the demands to keep social distance (Bae & Kim, 2016). As the result, 

business organizations are rapidly adopting the remote work schedules. However, even before 

the emergence of the pandemic, the growth and development of Information Communication 

Technology (ICT) had greatly propelled the demands for a more flexible work arrangement. 

ICT has a direct relation to the science and art of improving the quality of employment and 

community life (Vendramin, et al., 2000). An outstanding example of such a direct effect on 

employment is the rise of work-from-home arrangement that came to dominate the workforce 

landscape during the Corona Virus pandemic (Brown & Jacqueline, 2019). The work-from-

home schedule is an-easy-to-go-to example of remote work schedule. About 25% of Americans 

were recorded to working remotely before the onset of the pandemic (Torre & Sarti, 2017). 

This percentage significantly reduced when the entire global workforce was considered. The 

Covid-19 pandemic however changed things rather fast regarding the types of work 

establishments the employees should consider.  

Remote working became the popular arrangement (Torre & Sarti, 2017). With the fast-

changing employment terrain dominated with demands for remote work arrangements, 

organizations need to understand the impacts of such an arrangement on the performance of 

the employees and the entire organization. 

1.3 Problem Statement 

Existing literature indicates that both the employers and the employees benefit significantly 

from remote work schedules. The benefits of remote work to employers can be tied to cost 

efficiency. These costs could be for purchasing or buying new offices and maintenance of the 

office furniture just to list a few. On the other hand, the employees could benefit from the 

arrangement in terms of achieving a desired work-life balance. Work like balance is known to 

correlate positively to employee job satisfaction (Brown & Jacqueline, 2019; Clark, et al., 

2017; Dreher, 2004).  



 

2 

Despite the benefits that remote work avails to both the employers and the employees, adopting 

the arrangement has been slow, especially in the pre-Covid-19 era (Angela, et al., 2021). With 

the emergence of the pandemic, many organizations are making efforts to adopt the remote 

work arrangement, albeit with little understanding of its impact on the performance of the 

employees (Rahman & Uddin, 2021). Even at the time of the dire need of adopting remote 

work, employers find difficulty in rolling out the program to the entire workforce of mixed 

generations (Beerel, 2021). While adopting the remote work arrangement, employers need to 

find a scientific understanding of the impacts of remote working on the performance of their 

multigenerational workforce.  

1.4 Study Rationale 

As already mentioned, the demand for flexible work arrangement has increased during the 

pandemic, prompting organizations to adopt remote working arrangements. This attracted the 

attention of many scholars and researchers to the subject of remote working and its association 

with diverse aspects of employees including employee performance (Angela et al., 2021; 

Mulvie, 2021; Pahos et al., 2021; Popovici, 2020; Ray & Pana-Cryan, 2021). As such, the 

association between remote working and employee performance has widely been explored in 

literature (Angela et al., 2021; Toscano & Zappala, 2021; Wang et al., 2020; Ray & Pana-

Cryan, 2021; Pahos et al., 2021). However, there is scarcity in literature regarding the 

moderating influence of generation on the association between remote working and employee 

performance.  

While it has been established that remote working arrangements associates both positively and 

negatively with employee performance, the influence of generation on such associations has 

rarely been explored. Some of the prior studies (such as the study by Angela et al., 2021) that 

have revealed that remote working does not associate or correlate with employee performance 

have also overlooked the aspect of generation and its influence on the association between 

remote working and employee performance.   

This study bridges this gap in literature by exploring the relationship between remote working 

and employee performance focusing mainly on five key roles (job holder, innovator, team 

member, organizational member that an employee can hold in an organization. In addition, it 

adds value to the existing literature by investigating the moderating influence of generation on 

the relationship between remote working and employee performance (specifically on the key 

roles that an employee can hold in an organization). This contribution is vital as it provide 

further insights to organizations to understand the performance of different generations of 

employees in their respective roles while subjected to remote working arrangements.  

1.5  Purpose of the Study 

By relying on social exchange theory, this study primarily investigates the impacts of remote 

working on the performance of the employees. However, through integration of social 

exchange theory and lifespan theory, this study also explores the moderating effect of age 

(generations) on the association between remote working and employee performance.  

1.6 Research Hypothesis 

After carrying out a comprehensive review of literature review on employee performance roles, 

remote working, and age, the researcher theorized that there is a significant positive 

relationship between employee performance and employee generations or age. The researcher 
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also suggest that remote working is positively associated with employee performance. In 

addition, the researcher suggest that generations influence the relationship between remote 

working and employee performance such that younger generation employees have positive 

relationship with remote working while older generation employees have negative relationship. 

Based on these suggestions, the key variables investigated in this study include generation, 

remote working, and employee performance. Among these variables, the independent variables 

include generation and remote working while employee performance is the outcome or 

dependent variable. The researcher’s interest is to investigate the association or relationship 

between the independent variables and the dependent variable, and further explore how 

generation influences and relates with remote working, and collectively influences employee 

performance. 

Therefore, the following hypotheses were investigated in this study:  

H1: Generations is positively associated with employee performance 

H1a: There is a positive relationship across generations and employee performance 

H2: Remote working is positively associated with employee performance  

H2a: There is a positive relationship between younger generations and remote working  

H2b: There is a negative relationship between older generation and remote working  

H3: Generations moderates the relationship between remote working and    employee 

performance in a manner that remote working increases employee performance among 

younger generation more than older generation employees.  

1.7 Definition of Operational Terms 

Remote Working: Describes the practice of employees completing their assignments from 

geographical locations different from the actual premises operated by their employers 

(Popovici, 2020). Such locations may include private offices, employees` homes, or any other 

shared spaces 

Teleworking: The practice of making use of internet and computer facilities to complete an 

assignment by an employee working away from the actual premises operated by the employer. 

The term is commonly interchanged with remote working (Thorstensson, 2021). 

Multigenerational (generations) workforce: A workforce made up of employees spanning 

multiple generations. It is also known as the cross generational workforce.  

Employee productivity: The amount of work an employee can complete in a specified time. It 

is also known as workforce productivity (Gibbs, et al., 2021). 

Employee Performance: This is how workers behave in the workplace and how well they can 

perform and accomplish tasks or duties assigned to them (Pahos, et al., 2021).  

Job Holder Role: Refers to what an employee is hired for and represents the traditionally held 

view of employee performance (Welbourne et al., 1998). 

Career Seeker Role: Refers to the things that employees do to advance their careers. For 

instance, attending training programs, and get mentoring (Pahos et al., 2021).  

Innovator Role: Refers to the potential innovative idea that employees can bring to improve 

things (Welbourne & Paterson, 2017).  

Team Member Role: A term that focuses on actions that an individual performs within a team 

(Organ, 1988). 

Organization Member Role: This refers to the act of, employees doings things that surpasses 

their basic responsibilities in order to help the company. It is sometime referred as 

organizational citizenship behaviors (Welbourne et al., 1998).  

Telecommuting: Also describes remote working. It is the practice of employees completing 

their assignments away from the traditional premises of the employer (OECD , 2020). 
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1.8 Thesis Paper Structure 

This research work follows the formal and standard structure as outlined below: 

Chapter 1 – Introduction 

Chapter 2 – Literature Review & Theoretical Framework 

Chapter 3 – Methodology 

Chapter 4 – Data Analysis and Results 

Chapter 5 – Discussion and Conclusion 
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Chapter Two 

Literature Review & Theoretical Framework 

 

2.1 Introduction 

This chapter explores the existing knowledge on the subject of the research. In this section, the 

research draws a wealth of information from a pool of literature materials that had been 

gathered during the research proposal phase.  The researcher has made every effort to capture 

a set of applied definitions of remote work, a detailed but brief history of the work arrangement, 

and its prevalence in the current decade. The section also explores employee productivity as 

well as its relationship with remote work arrangements. Finally, the section explores the 

concept of a multigenerational workforce and the role it plays in mediating the remote work 

arrangement and employee productivity. All the parts discussed in this section are critical in 

establishing the conceptual framework as well as the hypotheses of the study 

2.2 Theoretical Framework 

Little is known in literature whether age plays a moderating role in the relationship between 

remote working and employee performance. More precisely, there is deficiency in knowledge 

on how, when, and why younger and older generation employees react to remote working as a 

human resource management practice. Kooij et al., 2013 explored the role of age in the 

relationship between maintenance and development HRM practices, and employee 

performance, and realized that these practices strengthens with age. Veth et al., 2019 also 

examined the moderating role of age on the association between HRM practices and 

employability, and found that age groups did not have a moderating influence on the 

association between employability and HRM practices(developmental and maintenance). 

Korff et al, 2017 also explored the influence of age on the association between growth and 

maintenance practices with work outcomes, and in contrast to the findings by other authors, 

age was found to have a moderating effect on the association between HRM practices 

(maintenance-enhancing practices) and employee work output. Most of these prior research 

premises explanation of their findings on social exchange theory.  

 

2.3 Social Exchange Theory and Lifespan Theories (Focused on Future Perspective) 

Social exchange theory suggests that useful exchanges bear subjective value for each entity of 

the exchange (Cook & Rice, 2006). In fact, the realized exchange is considered to be the 

subjective value rather than the objective measures. In literature, social exchanges (compared 

with economic ones) have been considered and suggested to entail indeterminate obligations, 

and consequently, standards for measuring reciprocations as well as contributions (Felstead & 

Henseke, 2017). For instance, in social exchange theory is a never ending debate on whether 

money should be considered as a way of expressing values of social exchanges along with their 

reciprocations since subjectivity is the standard in social exchange theory (Cao et al., 2015). In 

application to the context of human resource practices, social exchange theory suggest that 

employees not only evaluates the favors they receive from their organizations in a subjective 

manner, but also formulates reciprocation technique applied in a subjective manner, and based 

on their individual values (Cao et al., 2015).  As such, it appears that there is a possibility that 

age plays a significant moderating role on the associations between employee performance, 

and diverse HRM practices.  

In our study, we draw from lifespan theories focused on future time perspective wherein, we 

argued that what matters for a person in a lifecycle, also evolves (Lang & Carstensen, 2002). 
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2.4 Remote Working 

Remote working describes a work arrangement in which the employee is not required to work 

from the business premises of the employer. It describes the completion of work by employees 

in a place that is not physical. Errichiello & Pianese (2021) asserts that remote working is the 

work arrangement that allows an employee to complete a task without physically being present 

at the physical premises of the employer.  Generally speaking, the work arrangement offers 

employees considerable flexibility in their work schedules. The flexibility can be assessed in 

terms of geographical location and time. With geographical location flexibility, the employee 

has the freedom to select the venue from where their work will be done away from the 

organization`s premises. These employees complete their tasks without physically coming in 

contact with their employers. Kossek & Lee (2017) has described remote work as a distributed 

form of working that allows the employees to share tasks while they are away from the official 

and regular worksite designated by the employer. In these situations, the employee chooses the 

location they prefer. The employee of the employer installs the necessary infrastructure to 

enable virtual communication. 

Remote working can be described as telecommuting. While it may be understood as "working 

from home," telecommuting implies working anywhere away from the premises of the 

organization (Felstead & Henseke, 2017). It can be used interchangeably with remote working. 

The latter describes a form of work arrangement in which the employee does not travel to and 

from the premises of the business organization. In this sense, telecommuting or remote working 

is seen as one of the best practices for employers to minimize time wastage by the employees 

as they travel (Clark, et al., 2017). According to Dreher (2004), telecommuting (remote 

working) can only be considered complete when there is the necessary technology to facilitate 

it, transfer of information, diversity in employment, and time efficiency. Without these four 

basic dimensions, remote working fails. However, technology must not necessarily be at the 

center of remote working. In essence, an employee can complete a task from home and travel 

to the company premises occasionally to submit the results. This would still be considered 

remote working (Angela, et al., 2021). When technology is placed at the center of the 

arrangement, it becomes teleworking (Angela, et al., 2021). 

Remote working is not a recent phenomenon. It has existed since the pre-industrial revolution, 

albeit in different forms (Popovici, 2020). Albert Morton, a prolific author, suggested in 1945, 

that employees could still be productive if given flexible schedules with their jobs. He 

suggested various forms of flexibility, including working away from the physical premises of 

the organization (Barnes-Farrel, et al., 2002). As an author, Morton championed that all 

working Americans be given sabbatical leave every seven years. He further proposed that the 

leave was to be paid by the government for the public workers (Barnes-Farrel, et al., 2002). 

The private sector was also to pay their employees on sabbatical leave. Later in 1972, after 

Morton`s idea was rejected, Hewlett Packard revived the spirit of flexible working by exploring 

and experimenting with remote work arrangements (Barnes-Farrel, et al., 2002). He offered his 

employees at the Waltham MA plant considerable flexibility in the work. Many employees 

completed their tasks away from the Company`s offices (Barnes-Farrel, et al., 2002). The 

success of Hewlett Packard's experiment with remote work kindled a desire by many 

organizations to offer their employees this exciting work schedule (Barnes-Farrel, et al., 2002). 

In its current form, NASA`s Jack Niles is credited to have coined the term telecommuting to 

describe remote working in 1972 while he was working remotely for the institution (Popovici, 

2020). While remote working and telecommuting are not the same things, the terms are often 

used interchangeably, and they build on each other (Popovici, 2020). The birth of 

telecommunication gave a tremendous push to the concept and the application of remote 
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working, especially around 1976 (Popovici, 2020). However, during these periods of the mid-

70s, the absence of the internet meant it was hard to access company servers as is the norm 

today. Remote working, though existed in this period, was minimal. The internet came into 

existence in the 1970s and made it possible for employees to search for files from the servers 

of the companies they worked with. (Popovici, 2020) With the development and deployment 

of the World Wide Web in 1993 by Tim burners-Lee, it was possible to access information 

worldwide (Bae & Kim, 2016). This enhances remote working. The invention of the wireless 

internet (Wi-Fi) made it extremely easy to work remotely. In the late 1999 and early 2000s, 

several routers were installed by companies to their workers to enable them to work away from 

the offices, particularly in their homes (Bae & Kim, 2016). This was the onset of working from 

home that has come to dominate the Covid-19 era.          

Remote working is considered one of the trending work arrangements in the current century. 

This work arrangement differs from the traditional work orientation in the amount of flexibility 

it accords the employees in the perspective of workplace location (Ray & Pana-Cryan, 2021). 

Many organizations in the United States of America and European Union member states 

already have the elaborate remote working infrastructure in place (Brown & Jacqueline, 2019). 

Some of the most basic tools that are necessary for an efficient installation of remote working 

include computer hardware, software, and internet connectivity (Errichiello & Pianese, 2021). 

The other tool could include cloud computing facilities. These facilities are necessary for the 

success of remote working since the work arrangement has to largely depend on an online 

communication platform to connect the employees and their employers (Beerel, 2021). The 

emergence of the Coronavirus pandemic significantly increased the prevalence of remote 

working across many nations globally (Brown & Jacqueline, 2019). Most governments enforce 

restrictions to minimize the spread of the virus. One of the restrictions was about the social 

gathering. Many directives stipulated that employee work from home to avoid catching and 

spreading the virus while traveling (Wang, et al., 2020). With these restrictions, many business 

organizations quickly moved to equip their employees with the relevant technological 

infrastructure to facilitate working from home (Wang et al., 2020). As the work arrangement 

continues to spread and overtake the traditional work modalities, there is a need to understand 

its impacts on the productivity of the employees and the entire organization. 

2.5 Employee Productivity and performance  

Employee productivity describes the amount of work that an employee or a group of workers 

can accomplish in a given specific time. It can be seen as an assessment of the amount of 

efficiency of an employee (Golden, et al., 2008). High employee productivity is associated with 

good profitability of the organization as well as healthier work relationship among the workers. 

It also translates to increased public relations between the business organization and the 

community in which it operates (Gibbs, et al., 2021). On the contrary, low employee 

productivity affects the business organization negatively. It is in this regard that many 

organization managers are keen to improve their employee productivity (Kelly, 2017). It is 

expected that increased employee productivity leads to increased organizational productivity. 

On the contrary, poor employee productivity lowers organizational performance.  

Several factors affect the productivity of employees in an organization. In return, employee 

productivity affects organizational performance. In this sense and sequence of effects, 

employers striving to improve organizational performance must focus on individual employee 

productivity (Brown & Jacqueline, 2019). Training is among the chief factors that significantly 

affect the productivity of employees. Training increases the skills and the competencies of the 

employees, making them experienced in the tasks they handle. Training has a direct effect on 
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the return on investment (Errichiello & Pianese, 2021). Training is considered to greatly 

improve the efficiency of the human capital in an organization, making it more productive and 

increasing the rate of return on investment. Errichiello & Pianese (2021) asserts that the more 

the employees are trained, the more independent they become in their work. This increases 

their efficiency while reducing the need for supervision. Such employees are more productive 

regardless of whether they attend the organization's offices or not.  

Besides training and other factors, work arrangement has an astounding impact on employee 

productivity. The traditional work arrangements required the employees to physically attend to 

work in the actual premises of the business organization (Brown & Jacqueline, 2019). This 

most dominant work arrangement restricts the flexibility of the employees both concerning 

time and location. On the contrary, the new trend of flexible work arrangements gives the 

employees more flexibility in the two aspects (time and location) (Felstead & Henseke, 2017). 

Remote working has a direct impact on job satisfaction by the employees (Kossek & Lee, 

2017). Since job satisfaction influences the motivation and overall performance of the 

employees, it is evident that flexible work influences employee productivity. Remote work is 

rapidly taking the center stage in the modern economy due to its many positive impacts on 

employee productivity and organizational productivity.  

2.6 Cross-Generation Workforce 

Cross-generational workforce describes a workforce that comprises employees of multiple 

generations in a single organization or region. For decades now, the workforce is commonly 

categorized and placed in different age cohorts. Traditionally and conventionally, generations 

mostly consist of groups of 10-15 years age span (Beerel, 2021). There is, however, no standard 

time by which a generation can be defined (Beerel, 2021). This leaves the human resource 

managers with much confusion, especially in the Age Wage. Many organizations have a 

workforce that spans multiple generations. This requires these organizations to model their 

communications, reward schemes, and work schedules in multiple ways to meet the taste of 

each generation (Bertolino, et al., 2013). Many publications exist that allude to the importance 

of considering age differences when conducting a recruitment exercise (Bertolino, et al., 2013; 

Burke, 2015; DelCampo, et al., 2010; Gong, et al., 2010).   

A multigenerational workforce comes with several merits and demerits. This is because the 

various generations have different attributes and perceptions about work and personal life. 

Baby Boomers, for instance, have an internal drive to hard work. This generation can work for 

long hours to gratify their desires. Baby Boomers define themselves by their work and the 

success they achieve in it. Boomers are mostly seeking consensus and are likely to micro-

manage others. On the other hand, Generation X is less trusting of the organizations that 

employ them (Burke, 2015). The people in this cohort are more concerned with work-life 

balance. One dominant attribute of generation X is that it does not value long-term 

employment. X-ers move from one employment to another as quickly as an opportunity 

presents itself. The Millennial (Generation Y) is more tech-savvy. Employees in this cohort are 

ready to multitask more than Generation X. Millennial believes strongly in collaboration and 

has a considerable heroic spirit. Interestingly, the generation needs more supervision than the 

preceding generations (Beerel, 2021). Generation Y is more socially conscious and tries to 

assert themselves on the global stage. Since these generations see work differently, they 

contribute to the organization`s performance in varying magnitude. Their productivity also 

differs significantly in the organizations they work for. Accordingly, the researcher established 

the following hypothesis: 
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H1: Generations is positively associated with employee performance 

H1a: There is a positive relationship across generations and employee performance 

2.7 Relationship between Remote Work and Employee Productivity 

Remote working is perceived to have numerous benefits both to an organization and the 

individual employees. Remote working offers the employees a sufficient amount of flexibility. 

The flexibility can be assessed in terms of geographical location and time. With geographical 

location flexibility, the employee has the freedom to select the venue from where their work 

will be done away from the organization`s premises. Regarding time flexibility, the employee 

is empowered to choose a time that is favorable to them (Kossek & Lee, 2017). Empowering 

employees to have a significant level of control of their work comes with a sense of job 

satisfaction. It also improves the employees' engagement with their tasks. These positive 

impacts have an overall benefit to the well-being of the employees, especially on their health. 

Both the low and high-wage employees highly valued work flexibility, especially in the aspects 

of a schedule. In the same study, work flexibility was found to be a statistically significant 

contributor to job satisfaction and engagement 

Employee productivity largely depends on the work environment of the organization in 

question. Employees that are motivated and satisfied in their work environments are more 

productive than those who are discontented. Kelly (2017) indicates that employee productivity 

has an overall impact on the performance of a business organization. As many organizations 

are currently thrown into unfamiliar waters by the Covid-19 pandemic, managers are exploring 

the best opportunities to improve employee productivity, especially through remote working. 

As a result, there is a surge in the adoption of remote working. Organizations, attesting to the 

benefits of the work arrangements, are increasingly adopting the use of collaborative 

technologies to help their workers deliver tasks away from the physical premises of the 

business organizations (Schall, 2019). Adoption of such technologies is faced with various 

challenges in developing countries. Many organizations are struggling to secure their 

technological infrastructures that are used by their employees away from their business 

premises (Brown & Jacqueline, 2019). The other challenge that comes with working away from 

the offices is the difficulty in monitoring the performance of the employees. The developed 

countries have the advantage of owing efficient technologies that support remote work.  

Remote work arrangements increase employee productivity by according the latter efficient 

opportunity to enjoy work-life balance. Work-life balance describes the point of convergence 

between work and personal life. It describes the ability of an individual employee to balance 

between the time given to work and the time given to personal life. Kossek & Lee (2017) 

asserts that work-life balance is the equity across numerous roles relating to work and non-

work activities. It describes the tough act of balancing between the private life complexity and 

the dynamics of work-life. Such work-life dynamics include employer, location, and 

economics. Time is a prime resource to consider when attempting an understanding of work-

life balance. Apart from time balance, work-life balance also calls for involvement balance and 

satisfaction balance (Kelly, 2017). An individual employee's priorities have a considerable 

moderating effect on the work-life balance. In the modern workforce, several employees are 

struggling with work-life balance issues. 

A 2012 survey established that the success of remote working is significantly affected by the 

personality of the employees. This implies that there is a category of employees for whom 

remote work schedules will increase productivity and those for whom it may not increase 

productivity (Rahman & Zahir Uddin Arif, 2021). Remote working many negatively affect the 
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productivity of extroverted employees. These are the employees who prefer to work while 

socializing, and there are more productive in a work environment with other workers. On the 

contrary, introverted workers can prosper and achieve high productivity in remote work 

arrangements since they do not need people around them to feel motivated to work. An 

organization must implement a remote working scheme to ensure effective communication 

systems are in place (Kossek & Lee, 2017). Additionally, there is a need to build firm trust 

among the employers and the employees to eliminate the need for supervision. Supervision is 

a dominant challenge in remote work arrangements. Based on these suggestions and findings 

of the prior studies, the researcher developed the following hypothesis: 

 H2: Remote working is positively associated with employee performance  

H2a: There is a positive relationship between younger generations and remote working  

            H2b: There is a negative relationship between older generation and remote working 

2.8 Cross-generation and Productivity 

The generational difference among employees has a connection to productivity. Generational 

differences impact significantly human resource development – the process in which 

employees are constantly trained on the emerging and relevant skills (Beerel, 2021). Human 

resource development is critical for an organization since it helps in building a pool of skills 

that increases organizational performance. Training, an essential element of human resource 

development, gives the employees the requisite knowledge and skills for their present jobs as 

well as prepares them for future tasks. Regular on-the-job training affords the employees 

increased productivity in their organizations. Human resource managers need to take into 

consideration the different needs of the employees when organizing on-the-job training 

(Mulvie, 2021). One of the needs that should be carefully examined is generational differences. 

In this regard, Beerel (ibid) states, “Generation Y is most educated and tech-savvy of all the 

generations.” Despite their high education, this generation needs to be trained in practical skills 

to increase their productivity. This is an indication that, without proper on-the-job training, 

generation Y is not as productive as the preceding generations. In contrast, the Baby Boomers 

are the least educated but with high productivity. 

Knowledge transfer can greatly improve organizational performance by increasing the 

productivity of individual employees (DelCampo, et al., 2010). However, in a work 

environment with a multigenerational workforce, such knowledge transfers are impeded 

(DelCampo, et al., 2010). A survey conducted on 3000 multigenerational employees revealed 

there is little chance that automatic transfer of knowledge will occur between the Baby boomers 

and the Generation Y employees. Limited knowledge transfer may imply limited skill 

(Bertolino, et al., 2013). Failed knowledge transfer leads to insufficient intellectual capital 

among the employees and the entire organization (DelCampo, et al., 2010).  

2.8.1 Multigenerational workforce and Remote working 

Along the increasing ladder of generational steps, employees are becoming more conversant 

with digital technology. Managers of organizations must consider technological know-how 

when employing every cohort of generations. This is because the use of technology will have 

an impact on how they attend to work and their overall productivity (Gibbs, et al., 2021). For 

instance, Generation Z (the most recent generation cohort) is more advanced in technology use. 

This generation esteems highly a work arrangement that gives them sufficient flexibility 

(Beerel, 2021). Employees in this generation put a lot of value and emphasis on their families 

and would constantly want to be within the reach of their children (Burke, 2015). According 

to Mulvie (2021), generation Z are more excited about working away from the premises of the 
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organizations that employ them, especially if such an arrangement gives them the needed 

flexibility. On the other hand, the Baby boomers are less conversant with technology use. These 

employees prefer to be physically present in their workplaces (Mulvie, 2021). When designing 

work, organizational managers need to consider the generational differences and their 

proficiency with technology and desire for flexibility. These suggestions and finding in the 

previous studies contributed in the development of the following hypothesis: 

H3: Generations moderates the relationship between remote working and    employee 

performance in a manner that remote working increases employee performance among 

younger generation more than older generation employees. 
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Chapter Three 
 

Methodology 

 
This chapter describes in detail, the methodology that was adopted by the researcher to conduct 

the study. In addition, the chapter outlines the statistical techniques employed by the researcher 

to carryout data analysis of the gathered data. The key topics discoursed in this chapter include 

questionnaire design, measurement instruments used by the researcher to measure every 

variable construct, samples and data collection techniques used, and lastly, the data analysis 

methods used.   

3.1 Survey Method 

To collect the desired data while committing to the aim of attaining reliability and validity, the 

researcher used quantitative data collection method with the help of electronically distributed 

and designed survey. The designing and creation of the survey was accomplished using Google 

Forms, and the type of questions used in the survey were close-ended questions. The 

dissemination of the survey to the participants was done using emails, social network platforms 

such as Facebook as well as social and business online platforms such as Community Forums, 

LinkedIn, and Xing.  

3.2 Questionnaire Design 

Data gathering process ended in November 2021 after being undertaken for two months from 

late August 2021. The process was undertaken by using an electronically designed and 

distributed questionnaire with the help of Survey Monkey and Google Survey. The 

questionnaire was customized to commit to the objective of this study which is to test the 

moderating impact or effect of generations (as defined in chapter 1) on the relationship between 

remote working and employee performance.  

The questionnaire entails of five sections. Section one includes the terms and conditions/ 

consent form which includes a “yes” or “no” answer that indicates if the respondent agrees to 

participate in the survey study or not. Section two explored the respondents’ demographics 

including date of birth, gender, educational level, current job level, total years of experience 

and current industry. Section three related to the current remote work practice, refer to 

Appendix 3. Section four and five related to employee performance and productivity 

respectively.  

The remaining three sections adopt a different variable each. Section four adopts a 7-item scale 

by Golden (2008) to measure the independent variable being remote working. Section five 

adopts a 20-items from the Utrecht Work Engagement Scale (UWES-17) and adopted by Pahos 

et al., 2021 scale to measure the dependent variable employee performance. Section six adopts 

a one- item from Saileela & Thiruchanuru (2018) to measure the moderating variable being 

generation. For each of the items in section four, five and six, a 5-point Likert scale was 

adopted, 1 being “Strongly Disagree” to 5 being “Strongly Agree”, please refer to Appendix 2.  

Sample questions from the RBPS included: “Quality of work output”, “Obtaining personal 

career goals”, “Coming up with new ideas” and “Working as part of a team or workgroup”. 

The scoring was done using a Likert Scale on which the responses ranged from 1 to 5 (Strongly 
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Disagree = 1, Disagree = 2, Neutral = 3, Agree = 4, Strongly Agree = 5), considering the 5 

roles: Job Holder, Career Seeker, Innovator, Team Member and Organization Member). For a 

copy of the questionnaire, please refer to Appendix 1. Employee Performance was measured 

using the following four constructs: Job Holder, Career Seeker, Innovator, Team Member and 

Organization Member using five-point Likert scale, (1=strongly disagree, 5=strongly agree) 

(Appendix, Figure A1). This study adopted the Role-Based Performance Scale (RBPS) 

(Welbourne & Johnson, 1998) for the measurement of employee performance. The study 

tackles employee performance on the foundation of the roles performed by an individual at the 

organization. The 20-item questionnaire was designed to asses’ participants’ self-ratings of 

their performance at work.  

The RBPS suggested five roles (job holder, career seeker, innovator, team member and 

organization member) to measure the component of behavior that go overhead and outside 

what is evaluated by a company’s outdated performance appraisal tools (Welbourne & 

Johnson, 1998; Beerel, 2021; Brown & Jacqueline, 2019; Burke, 2015; Avolio, et al., 1990; 

Barnes-Farrel, et al., 2002).  

Before being sent electronically to the respondents, the questionnaire was studied and accepted 

by the Institutional Review Board (IRB) of Lebanese American University (LAU). This was 

done to guarantee and commit to the ethical principles and global research standards. The 

proposed research was approved by LAU IRB (refer to Appendix 2) which allowed the 

researcher to carry on with the research and disseminate the questionnaire electronically to the 

respondents.  

While undertaking the data collection process and activities, the researcher gave great 

consideration to a number of ethical considerations and issues. These included the respondent’s 

right: 

• To consent and being informed about the study before they the take part in the study  

• To use the collected data in the thesis in an incognito manner 

• To not provide any private information while responding to the survey  

• To confidentiality, discretion, and anonymity.  

3.3 Measurement Instruments  

3.3.1 Independent Variable 

To explore and measure the independent variable (remote working), the researcher used a 7-

item questionnaire as suggested by Golden (2008) on his work on professional isolation on 

telework job performance and turnover intentions. The feedback from the respondents were 

measured in 5-point Likert Scale vacillating from 1 = “Strongly Disagree” (being the lowest 

measurement level) to 5 = “Strongly Agree” (being the highest measurement level). Some 

instances of the items or constructs of the independent variable adopted from Golden (2008) 

included, “I feel left out on activities and meeting that could enhance my career” (career 

development and enhancive activities) , “I feel isolated” (professional isolation), “I miss out 

on opportunities to be mentors”(mentorship opportunity), “I miss face-to-face contact with co-

workers”(Close Contact with Co-Workers), “I miss emotional support of co-

workers”(Emotional Support), and “I miss informal interaction with others”(Informational 

Interaction). The reliability test carried out on these items indicates strong level of consistency 

of the scale used. With a Cronbach’s Alpha of 0.860 as shown in table 3.1 which is higher than 

the least recommended Alpha value (0.70), the consistency of the scale used is extremely high.  
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3.3.3 Dependent Variable 

To measure the dependent variable, which is employee performance (categorized into five 

constructs which included job holder role, career seeker role, innovator role, team member role, 

and organization member role), a 20-item scale (with each role category containing 4 items) 

developed based on Role Based Performance Scale (RBPS), and first adopted by Pahos et al., 

2021, was espoused in this research to measure dependent variable, employee performance.  

The job holder role construct was used to measure the views or opinions of the employees 

regarding what they are employed for as well as their conventionally held views on employee 

performance. Career Seeker role construct was used to measure the opinions of the employees 

regarding what they undertake to advance and develop their careers. The Innovator role 

construct was used to measure the opinions or views of the employees regarding potential 

innovative ideas that they (employees) can bring to enhance or improve things in their 

occupations. The team member role construct was used to measure the opinions of the 

employees regarding their focus or concentration on actions that they perform within a team 

but at an individual level to help as well as support the team. The organization member role 

construct was used to measure the view or opinions of the respondents regarding the things that 

they undertake as employees which goes beyond the scope of their initial responsibilities in 

their occupations in order to help the company.  

A reliability test was performed on all of these constructs, and as shown in the table below, the 

consistency between the items under each construct is exceedingly high which indicates high 

reliability of the employee performance variable.  

 

Table 3.3 Reliability Statistics for the dependent variable constructs-Employee 

Performance 

 Reliability Statistics 

Cronbach's Alpha 

Cronbach's Alpha 

Based on 

Standardized 

Items N of Items Constructs 

Job Holder Role .848 .853 4 

Career Seeker Role .906 .907 4 

Innovator Role .921 .922 4 

Team Member Role .905 .905 4 

Organization Member .894 .893 4 

 

3.4 Sample & Data Collection 

Data collection was achieved by a means of survey which was accomplished through electronic 

dissemination of e-questionnaire via social business platforms (such as LinkedIn), social media 

platforms (such as Facebook), as well as by direct emailing to the respondents.  The 

researcher’s targeted population was employees working in Lebanon as well as outside of it 

especially in the Middle Eastern Region. Due to this large population, the researcher employed 

the typical statistical technique for determining a sample size when the population is unknown. 

Once the sample size was determined, it was doubled due to the large size of the targeted 

population. As such, the formula is given by:  

𝑁𝑒𝑐𝑒𝑠𝑠𝑎𝑟𝑦 𝑆𝑎𝑚𝑝𝑙𝑒 𝑆𝑖𝑧𝑒(𝑛) = (𝑍 − 𝑆𝑐𝑜𝑟𝑒)2 ×  
𝑆𝑡𝑑𝐷𝑒𝑣(1 − 𝑆𝑡𝑑𝐷𝑒𝑣)

(𝑒)2
 

Wherein n is the sample size, StdDev is the estimated Standard Deviation of the population, e 

is the margin error allowed, and Z-score is the confidence level estimated be the confident 
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interval within which the population mean will fall. To calculate the sample size (n) estimate, 

a 90% confidence level was used by the researcher, and this translates to a Z-Score of 1.645 in 

accordance with the Z-score table. Additionally, StdDev of 0.5 was used owing to the 

possibility of a larger population size, and the margin error (e) of +/- 5% was used by the 

researcher to estimate the sample size.  

𝑁𝑒𝑐𝑒𝑠𝑠𝑎𝑟𝑦 𝑆𝑎𝑚𝑝𝑙𝑒 𝑆𝑖𝑧𝑒(𝑛) = (1.645)2 ×  
0.5(1 − 0.5)

(0.05)2
= 270.60 × 2 = 541.20 

As such, an estimate sample size (n) of 550 was used in the study. It is important to note that 

doubling of the sample size substantially minimized the standard error.  

Due to the difficulty of accessing members of the targeted population, the researcher partly 

depended on snowballing sampling technique in attempting to commit to the identified sample 

size. Snowballing is a sampling technique that is none-probabilistic wherein the available study 

subjects recruit future subjects from among their connections, and acquaintances. As such, 

some respondent were requested to share the survey with their colleagues as well as associated 

in attempt to reach the desired sample size. 

The entire data collection process lasted for three months, and participation was done on a 

voluntary basis. Only the respondents who chose ‘Yes’ after reading the consent form were 

allowed to proceed responding to the questionnaire while those who chose ‘No’ were not 

allowed to proceed even if they provided responses to the questionnaire. The entire process 

was conducted in adherence to, and within the guidelines of LAU IRB.  

3.5 Analysis Methods 

A number of statistical analysis techniques were employed by the researcher to analyze the 

gathered data. These techniques included descriptive statistics, regression analysis, 

confirmatory factor analysis, and reliability as well as validity tests.  

3.5.1 Descriptive Statistics 

Descriptive statistics technique was employed by the researcher to analyse and uncover the 

basic information and feature of the variables under study. Yellapu (2018) point out that 

descriptive statistics condense data into a simpler summary which is a crucial step in carrying 

out a research, and should mostly be accomplished before inferential statistical comparisons 

are undertaken. The gathered data was condensed and summarized using descriptive statistics 

as elaborated in the subsequent chapter.  

3.5.2 Confirmatory Factor Analysis 

The researcher employed Confirmatory Factor Analysis (CFA) technique to verify the factor 

structure of the variables by determining their factor loadings. CFA enables a researcher to test 

the theory that there exist a relationship between variables under study and their underlying 

dormant items or constructs. Hair et al., (2010) strongly recommends that the factor loading 

value should be at least 0.5, preferably 0.7 and above.  

 

3.5.3 Simple Regression and Correlation Analysis 

To understand and realize the association between the independent variable (remote working), 

and the dependent variable (employee performance) constructs (job holder role, career seeker 
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role, innovator role, team member role, and organization member role), the researcher 

performed correlation analysis on certain aspects of the independent and dependent variables. 

However, to determine the level of influence of the moderating variable (generations) on this 

relationship, the researcher carried a number of simple regression analysis.  

3.6 Survey Administration 

The survey was administered virtually via online means. More precisely, the questionnaire was 

disseminated to the respondents via social network platforms such as Facebook, direct 

emailing, and also social business sites such as LinkedIn. While the aimed number of responses 

was 550, only 300 responses received by the researcher, and out of this, 5 were dropped from 

the study because the respondents chose ‘No’ in their consent form and as such, their responses 

could not be included into the study without their consent. Additionally, 10 responses were 

also dropped from the study due to being incomplete. The remaining responses (285) were 

analyzed with the help of SPSS and SmartPLS.  
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only work remotely when it is necessary that they have to do so. However, a significant number 

(36.8%) have zero experience with remote working. The last table under sample demographics 

and description which is table 4.1.6 describes time duration that the respondents have worked 

remotely in their areas of work. 33% of the respondents believes that they have spent 51-75% 

of their work hours working remotely while 7.7% believe that they have never spent any of 

their time working remotely in their field of work.  

4.2 Reliability Test of the Variable Constructs 

To measure the internal consistency of the constructs of the independent variable (remote 

working), and the constructs of the dependent variable (employee performance) which include 

job holder role, career seeker role, innovative role, team member role, and organization 

member role, a reliability test was performed on the variable constructs. The researcher 

employed Cronbach’s Alpha to carry out these tests. The minimum accepted coefficient value 

of Cronbach’s Alpha is 0.7. Table 4.2.1 below summarizes the outcome of the test showing the 

alpha coefficient of the variables along with other descriptive statistics. From the table, it is 

clear that the internal consistency between the constructs of the variables is high since the 

Cronbach’s Alpha value for each variable is substantially higher than the accepted value (0.7). 

 

Table 4.2. 1 Reliability measures for each variable 

 

Cronbach's Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items N of Items Minimum  Maximum 

Average 

Variance 

Extracted 

(AVE) Variables  

Remote Working  .859 .860 7 .252 .733 .529 

Job Holder Role .855 .853 4 .370 .849 .70 

Career Seeker Role .908 .907 4 .666 .755 .783 

Innovator Role .922 .922 4 .695 .813 .810 

Team Member Role .882 .905 4 .618 .794 .808 

Organization Member .893 .893 4 .540 .827 .757 

 

4.3 Confirmatory Factor Analysis  

As mentioned earlier, confirmatory factor analysis was performed by the researcher to verify 

the factor structure of the variables by determining the factor loadings of the variables. Hair et 

al., 2010 emphasize that factor loading approximates should be at least 0.5, preferably 0.7 or 

larger. Table 4.3.1 below shows the outcome of this analysis. 

 

Table 4.3. 1 Factor Loadings of the Variables-Remote Working, and Employee 

Performance Constructs 

 

 

Items/ Constructs 

Factor 

Loading  

Remote Working  

I feel left out on activities and meetings that could enhance my career .761 

I feel isolated .860 

I miss out on opportunities to be mentors .823 

I feel out of the loop .863 

I miss face to face contact with co-workers .572 

I miss the emotional support of co-workers .604 

I miss informal interaction with others .521 
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Employee Performance (Job Holder Role) 

Job Holder [Quantity of Work Output] .870 

Job Holder [Quality of Work Output] .719 

Job Holder [Accuracy of Work] .853 

Job Holder [Customer Service Provided] .893 

Employee Performance (Career Seeker Role) 

Career Seeker [Obtaining personal career goals] .889 

Career Seeker [Seeking out career opportunities] .880 

Career Seeker [Developing skills needed for his/ her future career] .886 

Career Seeker [Making progress in his/ her career] .886 

Employee Performance (Innovator Role) 

Innovator [Presenting new ideas] .898 

Innovator [Creating better processes and routines] .895 

Innovator [Working to implement new ideas] .899 

Innovator [Finding improved ways to do things] .908 

Employee Performance (Team Member Role) 

Team Member [Responding to the needs of others in his/ her work group] .897 

Team Member [Working as part of a team or work group] .898 

Team Member [Seeking information from others in his/ her work group] dropped 

Team Member [Making sure his/ her work group succeeds] .902 

Employee Performance (Organization Member Role) 

Organization member [Helping ensure that the company is a good place to work] .901 

Organization member [Doing things that help others when it is not part of his/ her job] .884 

Organization member [Doing things to promote the company] .824 

Organization member [working for the overall good of the company] .868 

 

 

From the above table, the factor loadings approximate for each item of the remote working 

variable is higher than the minimum recommended by value of 0.5, this indicates in-

dimensionality of the item’s subscales. Hair et al., 2010 point out that the average variances 

extract for a variable should be at least 50 percent. The least value of the average variance 

extract for the remote working variable was over 60 percent which is higher than the 

recommended 50 percent. Additionally, the factor loadings for the constructs of the dependent 

variable, employee performance were all above 0.5 with job holder role construct having an 

item with the least value of 0.513 which is higher than the least accepted value of 0.5. As such, 

none of the items were excluded or dropped from the confirmatory factor analysis. 

Furthermore, the average variance extract for each item of the employee performance variable 

was higher than the least accepted value of 50%. These outcomes indicates that there is 

substantial consistency in the researcher’s understanding of the nature of the variable 

constructs, and the measures of the constructs.  

 

4.4 Regression Analysis 

4.4.1 Test of the first Hypothesis (H1 to H1a) 

To test the first hypotheses which suggest that generations or age (Generation Alpha, 

Generation Z, Millennials, Baby Boomers, Generation X, and the Silent Generation) is 

positively associated with employee performance (job holder, career seeker, innovation role, 

team member role, and organization member role), a one-way MANOVA test was carried out 

using SPSS software. Table 4.4.1 summarizes the outcome of the analysis. The researcher used 

Wilks’ Lambda test to investigate the significance level of the association between generation 

(age) and the constructs of employee performance. Since the Sig (p-value) is 0.00 which means 

p < 0.0005, then it can be concluded that employee performance is significantly dependent on 

generation (age) of the respondents or participants. This is attributed to the statistically 

significant difference in employee performance variable items based on the generation (age) 
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Table 4.4.2 Results of Correlation Analysis between Independent and Dependent 

Variable Items 

Variable 

 

I miss face-to-

face contact with 

co-workers 

I miss the 

emotional 

support of co-

workers Job Holder  

Career 

Seeker  

Innovator 

Role  

Team 

Member  

Organizatio

n member  

Remote Working 

I miss face-to-face contact 

with co-workers 

 1 .689** -.081 -.124* -.136* -.157** -.130* 

 .000 .177 .038 .023 .009 .030 

I miss the emotional 

support of co-workers 

.689** 1 -.124* -.126* -.167** -.177** -.120* 

.000  .038 .035 .005 .003 .045 

Employee 

Performance 

Job Holder  -.081 -.124* 1 .536** .546** .425** .401** 

.177 .038  .000 .000 .000 .000 

Career Seeker  -.124* -.126* .536** 1 .577** .601** .538** 

.038 .035 .000  .000 .000 .000 

Innovator  -.136* -.167** .546** .577** 1 .608** .550** 

.023 .005 .000 .000  .000 .000 

Team Member  -.157** -.177** .425** .601** .608** 1 .668** 

.009 .003 .000 .000 .000  .000 

Organization member  -.130* -.120* .401** .538** .550** .668** 1 

 .030 .045 .000 .000 .000 .000  
**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

c. Listwise N=279 

 

4.4.3 Test of the Third Hypothesis Using the Hayes process Moderation Model  

The third hypothesis suggest that age (described in this study as generations) moderates the 

relationship between remote working and employee performance in a manner that younger 

generations have positive employee performance. To test this hypothesis, the researcher 

employed Hayes Process Moderation Model and performed a series of this technique on the 

constructs of the dependent variable (job holder, career seeker, innovative role, team member, 

and organization member), and independent variable (remote working) moderated by 

generations. Table 4.4.2 reveals that there is insignificant level of variance in the relationship 

between remote working and the constructs of employee performance when the moderating 

variable, generation, and the focal predictors (job holder, career seeker, innovation role, team 

member, and organization member) was introduced. Significant level is measured at p ≤ 0.05, 

and as can be seen in table 4.4.3 below, the relationship between remote working and the 

constructs of employee performance is high before the introduction of the moderating 

variable(generations) evident by the p-values(0.002, 0.000,0.000,0.000, 0.0010) which are 

within the significant level (p ≤ 0.05). Hence the H3 is unsupported or rejected and the 

alternative hypothesis is accepted. In other words, generation moderates the relationship 

between remote working and employee performance in such a manner that remote working 

negatively impacts employee performance even for younger generation.  

 

 

 



 

25 

Table 4.4. 3 Summary of Hayes Process Moderation Model 

  

Remote Working 

Variable 

 
R R-sq. P-value F 

Job Holder .2614 .0683 .0002 6.8185 

Career Seeker .2980  .0888 .0000 9.0009 

Innovative Role .2894 .0838 .0000 8.3821 

Team Member .3325 .1106 .0000 11.5197 

Organization Member .2386 .0569 .0010 5.5556 

Job Holder * Generation  .0316 .0001 .8880 .0199 

Career Seeker* Generation  .0761 .0058 .1837 1.7760 

Innovation Role* Generation  .0775 .0006 .6706 .1813 

Team Member*Generation  .0707 .0005 .6984 .1504 

Organization Member * Generation  .0529 .0028 .3640 .8266 

 

When the interaction terms were introduced [job holder*generation], [career 

seeker*generation], [innovation role*generation], [team member*generation], and 

[organization member*generation], an insignificant level of variance was noticed in the 

relationship between the independent variable and dependent variance, and this is evident by 

the p-values, 0.8880, 0.1837, 0.6706, 0.6706, and 0.3640 respectively, which are exceedingly 

higher than the significant level (p ≤ 0.05). More precisely, generation (as described by 

Generation X, Generation Z, Generation Alpha, Millennials, The Salient Generation, and Baby 

Boomers) does not significantly influences(or moderates) the relationship between remote 

working and employee performance. Hence, Hypothesis (H3) is unsupported or rejected. This 

is further illustrated in the model summary shown in table 4.4.4  which shows an instance of 

the focal predictor (remote working-described by the first item of this variable) at values of the 

moderating variable(which is generations). 

 

Table 4.4. 4 Model Summary-Conditional Effects of the Focal Predictor at Values of the 

Moderating Variable 

Remote 

Working 

Level 

Effect SE t p-value LLCI ULCI 

Low 4.1425 .05663 7.3156 .0000 3.0278 5.2572 

Median -.1687 .1839 -.9175 .3597 0.5307 .1933 

High .0782 .1091 0.7165 .4743 -0.2929 .1366 

Int_1 -.0047 .0337 -.1410 .8880 -.0710 .0616 

Note: Focal predictor=Remote Working Level, Moderator=Generation.       Dependent    

variable=Quality Work Output(Employee Performance) 
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The outcome of the proposed model is elaborated in figure 4.4.1 below 

 

 

Figure 4.4. 1 Proposed Model Outcome 
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Chapter Five 

Discussion and Conclusions 

The focus of this study was to investigate the moderating effect of age on the relationship 

between remote working and employee performance. What this study has not explored is the 

mediating effect of age on the association between employee performance and remote working. 

This is because, this is an area that has been exhaustively explored by prior studies. For 

instance, a study Angela et al., 2021 explored the relationship of telework and job performance 

as mediated with age, work-life balance, and family supportive supervisor behaviors during 

Covid-19 pandemic and realized that telework does not essentially associate with job 

performance. A similar outcome was noticed by Toscano & Zappala (2021) who also examined 

the overall job performance association with remote work engagement with age as a mediating 

factor, in the context of Covid-19. However, this does not essentially mean that there are no 

studies that have considered age as a moderating factor in these kinds of associations in 

different contexts.   

Pahos et al., 2021 explored the moderating effect of age on the relationship between high 

performance work systems and employee performance in diverse work roles. What singles out 

this study from Pahos’ study is that this study explored this kind of relationship but with a 

central focus placed on remote working which is perceived and hypothesized in literature as an 

emerging high-performance work system. Through the lens of an integration of social 

exchange theory with lifespan theories (such as socio-emotional selectivity theory), Pahos et 

al., 2021, suggest that high performance work systems have diverse relationships with job roles 

for employees of different age groups. The outcome of their study indicates that the association 

between employee performance (in job holder roles and career seeker roles) and high-

performance work systems is low or weak among old-aged employees compared with younger-

aged employees.  

The central interest of this study was examining the effect or impact of remote working on 

employee performance (different work roles-job holder, career seeker, innovation role, team 

member, and organization member), and to investigate whether age (described in terms of 

generations) can have a moderating effect on this association. Thus, the study explored the 

impact of presence or absence of generations on the correlations between remote working, and 

different roles of employee performance.   

5.1 Discussion  

As mentioned beforehand, Pahos et al., 2021 found that high performance work systems 

positively associate with employee performance in certain employee roles such as organization 

member role. Additionally, Pahos et al., 2021 found that the association between high 

performance work systems and employee performance in career seeker and job holder roles is 

low among older employees than younger employees, which is an indication of moderating 

impact of age on the association between high performance work systems, and employee 

performance. Angela et al., 2021 also explored the relationship between telework and job 

performance in the context of Covid-19 and found that there is no correlation between job 

performance and telework particularly during the pandemic. While these prior studies are 

contradictory in their outcome, the researcher build on their findings, and tested the moderating 

role of generations on the relationship between remote work and employee performance.  

The results of the analysis carried out in the previous chapter supports the hypothesis 

concerning the association between age (described in terms of generations), and employee 
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performance. Age, or generations as defined by the researcher to comprise of five categories 

of generations (Baby Boomer, Generation X, Generation Z, Generation Alpha, Millennials, 

and The Silent Generation) was found to be positively related with employee performance with 

the relationship being stronger among the younger generations(especially the millennials) 

compared to older generations(such as the silent generations). This outcome is consistent with 

the findings of a number of previous studies that explored these same variables. For instance, 

a study by Saileela & Thiruchanuru (2018) on the nature of generations at workplace, found 

that, generations positively relates with workers performance wherein, employees of different 

generations have diverse strong work performance on different aspects of the organization. For 

example, employees belonging to millennials generations were found to be great performers 

when it comes to IT-related tasks compared to employees belonging to baby boomers’ 

generation. The findings of the current study add to the literature suggested by Saileela & 

Thiruchanuru (2018) regarding elimination of discernment and misunderstanding of 

generations and workplace performance.  

Additionally, the result of the analysis indicates that remote working positively relates with 

employee performance. While this result contradicts the findings of some prior studies, such 

as the study by Angela et al., 2021 which found that there is no relationship between telework 

and employee performance, it adds to the literature by fulfilling the proposition by Angela et 

al., 2021 that future studies should be focused a multi-generation participant to examine the 

association between job performance and high or low intensity of telework. The result of the 

analysis also indicates that generation negatively impacts or moderates or influences the 

relationship between remote working and employee performance. More precisely, presence of 

generation minimizes the relationship strength between remote working and employee 

performance. This affirms the findings of the analysis established by Pahos et al., 2021 

wherein, age has a negative moderating effect on job holder, career seeker, innovator role, and 

team member role of employee performance. When generations is introduced, the relationship 

between remote working, and job holder, career seeker, innovative role, and team member of 

employee performance weakens.  

 

5.1.1 Significance of the study findings  

As mentioned beforehand particularly in chapter one, remote working provides diverse benefits 

to both employees and employers. However, adoption of remote working arrangements during 

the pre-Covid-19 era was slow and mainly gained momentum during the pandemic (Angela, et 

al., 2019). The docility in the adoption of remote work arrangement (especially in the pre-

Covid era) is attributed to lack of confidence in such work arrangements inspired by lack of 

proper understanding of its impact on different aspects of employees such as employee 

performance(Rahman & Uddin, 2021). However, during the pandemic, companies had no 

alternative means to keep their operations ongoing with the health measures that were put in 

place to prevent the spread of the disease, as such, they adopted remote working arrangement 

without substantial understanding of its impact on employee performance of their 

multigenerational employees. The findings of this study significantly provide companies or 

organizations with information that can instrumentally help them understand the impact of 

remote working arrangement on the performance of their multigenerational workforce.  

From the findings of this study, companies or organizations can understand that remote 

working impact employee performance positively across the different roles that their 

employees occupy or undertake. The findings of the study have also revealed that although 

generation has no significant influence on the association between remote working and 

employee performance, but younger generation employees (such as the millennials and 

generation Z) are more appealed with remote working compared to older generation employees 

(such as Baby Boomers, and The Salient Generation). This information is helpful to 
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organizations or companies that might be looking into dividing roles such that some roles can 

be accomplished remotely while others can be accomplished at the office or at the premises of 

the company or organization. Such an organization can rely on this finding to understand and 

know which group of employees (based on their generation) are to be assigned remote roles or 

not. This is because there is a possibility that companies will adopt a hybrid working 

arrangement (involving both remote working, and on-premise work arrangement) in the post-

Covid-19 era.   

5.2 Recommendations and Implications for Practices 

This study explored the relationship between remote working and five fundamental roles of 

employee performance as well as the possible moderating role of generation (age) in this 

respect. By relying on lens of social exchange theory (which states that a person will always 

weigh the cost of social interaction verses the reward of that interaction), our empirical analysis 

established that remote working positively associate with employee performance at job holder, 

career seeker, innovator, team member, and organization member role. More precisely, from 

the empirical analysis undertaken, we conclude that there is positive relationship between the 

employees’ assessment of remote working and the degree to which they interpret positive 

performance results in regard to the quality and quantity of work output, achieving personal 

career goals, presentation of new ideas, finding new ways of doing things, responding to the 

needs of their colleagues, doing things to promote their organization or company, etc.  

Gong et al., 2010 suggest that a fair implementation of flexible work arrangements in a 

company or organization is significantly connected with employee complementation through 

a means of excellent performance behaviors that are beneficial to the company or organization. 

As such, it is important that managers or human resource managers should implement human 

resource practices that are not just beneficial to the company or organization, but also enables 

flexibility in the work systems of the organization while taking great consideration to the 

employees.  Our analysis shows that remote working stands a chance of being a work system 

that is flexible and which employees can demonstrate reciprocation to, by a means of 

performance behavior.    

By relying on lifespan theories, the researcher hypothesized that generation (age of employees) 

has a moderating effect on the relationship between employee performance and remote 

working (H3) by suggesting that there is a positive relationship between younger generation 

and remote working with respect to employee performance (H2a), and there is a negative 

relationship between older generation and remote working with respect to employee 

performance (H2b). However, in contrast to our anticipation, generation is found to not have a 

moderating effect on the relationship between remote working and employee performance. 

Instead, the effect is negative. Presence of generations (age) reduces the significance of the 

relationship between employee performance and remote working. Nevertheless, our analysis 

shows that age and remote working are positively associated such that younger generations are 

positively associated with remote working while older generations are negatively associated 

with remote working.  

This can be attributed to the possibility that every generation of employees is unique, special, 

and valuable in different ways, and in reality, each tend to view the other differently based on 

their life experiences and anticipations (Angeline, 2011).  Remote work is characterized with 

modern technologies wherein, for remote work to be undertaken successfully, employees need 

to be equipped with the essential skills needed to operate and work with modern equipment 

and technologies that makes remote work possible. Younger generations are tech-savvy, and 

well equipped with remote work skills compared to older generations, and hence, the positive 

relationship between remote working and younger generation (Angela, et al., 2021). As such, 
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managers should be able to understand that employees, with respect to their generations are 

special and unique in different roles, and some of these roles cannot be achieved while working 

remotely especially the roles that are unrelated to some of the modern technologies.  

At a practical level, our study shows that managers should not essentially consider generation 

on matters regarding their employee performance, and this is because generation or age does 

not essentially influence employee performance.  However, they should consider generation 

when considering matters associated with remote working. Previous studies have suggested 

that remote working can be instrumental in augmenting employee performance by enhancing 

their individual contribution to their team members as well as at an organizational level. Pahos 

et al., 2021 suggest that remote working is effective in improving in-role employee 

performance such as job holder and career seeker performance especially for the younger 

generations. As such, to benefit from the advantages of employee performance for older 

generations, an organization needs to enact and implement specific policies that guides and fit 

personal attributes, needs, and motivation of employees belonging to older generation. 

Rejection of our third hypothesis may also imply that there is a human resource management 

practice or factor that moderates the relationship between remote work and employee 

performance other than the generation factor.  Lastly, our finding that older generation 

employees are negatively related with remote working suggest that managers should deploy 

older generation employees in roles that are not related or associated with remote working.  

5.3 Limitations and Future Research 

The fundamental limitations experienced in this study is that the respondents or participants 

that were chose for this study were mainly sampled in Lebanon. As a result, the conducted 

analysis could only assess the moderating role of generation (age) in the association between 

employee performance roles, and remote working items or constructs from across diverse 

companies and industries without encompassing a controlling variable for a particular company 

or industry. As such, our proposition for future research is to explore and measure the proposed 

model in other jurisdictions other than Lebanon, perhaps in the Middle Eastern region. 

Additionally, we propose that future researcher should explore whether there are other factors 

other than generation that influences the association between remote working and employee 

performance. Lastly, this research mainly explored five roles (job holder, career seeker, 

innovative role, team member, and organization member) relating to employee performance. 

Future research should consider including more diverse aspects and roles regarding employee 

performance.  

5.5  Conclusion 

The interest of this research was to explore the effect of remote working on employee 

performance, and to test whether generations or age has a moderating role in the relationship 

between remote working and employee performance. The key conclusions have been drawn 

from the findings of this research study. First of all, age (across all generations) positively 

associates with employee performance. Younger and older generation employees performs 

differently in different work roles. While this study did not explore which particular role does 

younger or older generation employees have high performance, the findings generally indicates 

that age (in all generations) positively associate with employee performance. Secondly, remote 

working positively relates with employee performance. Employees working remotely performs 

well in some roles especially in-roles (job holder and career seeker). Thirdly, age (across all 

generations) does not have a moderating role in the relationship between remote working and 

employee performance. Inclusion of generation negates the association between remote 
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working and employee performance. However, generation associates with remote working 

both positively and negatively. Younger generation employees positively relate with remote 

working while older generation employees negatively relate with remote working. This means 

that younger generation employees embrace remote working arrangement more than older 

generation employees.  
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APPENDICES 

Appendix 1: Survey Study  

 

The influence of remote working on employee performance – Across Working 

Generations as moderator 

 

I am a graduate student in Master of Science in Human Resources at the Lebanese American 

University, and I would like to invite you to participate in a research project by completing 

the following questionnaire/ survey. I am a student at the Lebanese American University, and 

I am completing this thesis as part of my Master in Human Resource Management 

requirements. The purpose of this questionnaire / survey aims to examine: The influence of 

remote working on employee performance – Across Working Generations as moderator. 
 

 

There are no known risks, harms or discomforts associated with this study beyond those 

encountered in normal daily life. The information you provide will be used to examine the 

moderating role of knowledge management in the relationship between succession planning 

and employee retention. I will not directly benefit from participation in this study and the 

participant’s data will only be used for the research project purpose. The study will involve 

250-300 participants.  Completing the survey will take 5-7 minutes of your time. 

 

By continuing with the questionnaire / survey, I agree with the following statements: 

 

1. I have been given sufficient information about this research project. 

2. I understand that my answers will not be released to anyone and my identity will remain 

anonymous. My name will not be written on the questionnaire nor be kept in any other 

records.  

3. When the results of the study are reported, I will not be identified by name or any 

other information that could be used to infer my identity. Only researchers will have 

access to view any data collected during this research however data cannot be linked to me.  

4. I understand that I may withdraw from this research any time I wish and that I have the 

right to skip any question I don’t want to answer.   

5. I understand that my refusal to participate will not result in any penalty or loss of benefits 

to which I otherwise am entitled to. 

6. I have been informed that the research abides by all commonly acknowledged ethical codes 

and that the research project has been reviewed and approved by the Institutional Review 

Board at the Lebanese American University  

7. I understand that if I have any additional questions, I can ask the research team listed below. 

8. I have read and understood all statements on this form.  

9. I voluntarily agree to take part in this research project by completing the following 

survey/Questionnaire. 
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On average, what percent of your total work time do you work in a physically isolated 
setting away from the organization, your supervisor and co-workers and other members 
of the organization? 

0 

1-25% 

26-50% 

51-75% 

76-100% 
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