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INTRODUCTION

Relevance of the Topic

In particular, an examination of generational interpretations of the implications of
remote work for employee engagement is essential for understanding how different age groups
are managing these effects. Kahn (1990) defined engagement as a combination of emotional
and psychological attachment which is crucial for organizational success. The different
interaction with work, technology, and adaptability among the generations (Twenge, 2010).
For example, Generation Z (born 1997 to 2012) prefers written over verbal communication and
prioritizes work-life balance more than Millennials (Gurchiek, 2020).

Technological tools and flexible regulations will become important for balancing work
and life in multiple generations. Organizations must respond to these demands to establish
productive remote work (Deloitte, 2021). To provide a quote, a few tailored strategies can be
balancing the use of digital tools and team-building activities to address generational needs
(Wong et al., 2021). Understanding such dynamics, however, allows for the understanding of

trends and long-term approaches that foster effective engagement.

The Level of Exploration of the Topic

This thesis seeks to look further into the relationship between employee engagement
and remote work settings, considering generational differences in engagement levels. Building
from prior literature by other scholars, this article explores the various elements determining
why employees from Generations X, Y, and Z experience varying levels of technology
adaptability and work-life balance that influence their communicating preferences for their
differing perceptions of engagement. Synthesizing prior research, this study brings in greater
understanding of unique traits and experiences of each generational cohort working remotely.
In addition, the study identifies how tailored remote work strategies for different generational
needs enhance employee satisfaction, engagement, and organizational commitment as a whole.
It will be easier for an organization to facilitate a motivated and productive workforce by

matching their policies with such insights.

The Novelty of the Master Thesis
While Toscano & Zappala (2020) focused on how remote work enhances engagement
by fostering a better work-life balance and self-autonomy, not that many studies explore such
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generational differences. Although the contribution of remote work toward better engagement
is realized, the moderating role played by generational differences is not well explored. This
thesis will fill this gap by investigating how the remote work condition influences employee
engagement differently in Generation X, Millennials, and Generation Z, focusing on the

evolving contexts of Azerbaijan and Lithuania.

With the great increase in remote work rates, it is crucial for managers to understand
the generational responses to such changes (McKinsey & Company, 2021). Earlier research in
this vein has focused on generational engagement, such as Deloitte, but this study takes a step
further by converting insights into actionable items with which to manage multigenerational
teams. This thesis contributes to new insights about engagement strategies concerning different
generational groups and contributes to both theory and practical management by enhancing

productivity within a digitally diverse workforce.

The Problem of the Master Thesis

The shift to working from home has brought along its own set of challenges and
opportunities, including flexibility and autonomy, but also a set of disengagement issues.
Although working from home can enhance productivity, it doesn't have the same effect on
engagement across generations. Generation X, Millennials, and Generation Z all have different
expectations, technological skills, and priorities in work-life that define their engagement in

remote settings.

Despite the growing trend of remote work, few studies address how such generational
differences impact engagement outcomes. This research tries to fill this gap by investigating
the influence of the remote work environment on different age cohorts with regard to their

engagement levels, hence helping organizations design effective and inclusive policies.

Aim of the Master Thesis

The aim of this Master’s thesis is to evaluate the generational disparities within the
remote work context, specifically focusing on the distinct needs, behaviors, and work
preferences of Generation X, Millennials, and Generation Z. By determining how remote work
influences employee engagement across these diverse generational cohorts, this study seeks to
reveal practical strategies that organizations can adopt to foster higher engagement and

commitment among employees from different age groups.
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Objectives of the Master Thesis

The following objectives are set to guide the research:

1. To conduct a theoretical analysis of employee engagement, focusing on strategies
to enhance engagement across generations.

2. To evaluate the relationship between remote work and employee engagement
among various generational cohorts.

3. To perform an empirical study on how generational differences such as technology
use and communication preferences affect remote work engagement.

4. To develop practical recommendations for improving engagement across
generations based on empirical findings.

5. To explore barriers to engagement caused by generational disparities in remote
work settings.

6. To apply a quantitative research approach to analyze the relationship between

remote work, engagement, and generational differences.

The Methods Deployed by the Master’s Thesis

The study will take a quantitative approach by administering questionnaires to
employees across different generations Generation X, Millennials and Generation Z in remote
work settings. To assess the relationship between remote work, employee engagement and
generations’ changes, the research will utilize statistical analysis, regression modelling and
moderation analysis. Moreover, the research will review the available literature on the topic to
enhance the context of the findings further and to ensure that empirical recommendations are

developed for increasing employee engagement in remote work environments.

The Description of the Structure of the Master Thesis
The thesis is divided into four main sections:

Scientific Literature Review: This section reviews the available research with regard
to remote work, employee engagement, and generational differences, synthesizes key theories,
and determines where gaps exist that this study has addressed.



Empirical Research Desing: This section discusses the research design,
questionnaires, sampling strategy, and techniques for analysis that were considered for this

study to understand generational differences in remote working settings.

Analysis of Empirical Results: The section that follows presents the findings from the
statistical analysis, taking into consideration how remote work affects engagement across
different generational cohorts.

Conclusions and Recommendations: In the last section, it summarizes the findings
and interpreting them into practical recommendations on how to increase engagement by

adapting remote work strategy to the needs of each diverse generation.



1. PERSPECTIVES FOR UNDERSTANDING REMOTE WORK,
EMPLOYEE ENGAGEMENT AND GENERATIONAL
DIFFERENCES

The growth of remote work arrangements has brought about a fundamental
transformation in the modern workplace. Employee dedication, zeal, and a sense of ownership
are critical factors in their professional success. There may be benefits and drawbacks to the
shift to remote work in terms of employee engagement. While this research is more complex
because it also considers the same perspective under the context of generational disparities,
several earlier studies and the background perspective of the study concentrated on the
relationship between remote work and employee engagement. This study thesis looks at
variables such as communication problems, freedom, flexibility in approach, and social
isolation. The study will examine how several generations Gen Z, Millennials, and Generation
X perceive remote work environments; how those perceptions affect them, and how
productively they work. The communication styles and interests of these generations may also
differ. This assessment would include a thorough grasp study of the intricate relationship

between employees' engagements, distant work environments, and generational differences.

1.1 The Concept of Employee Engagement

Research-based definitions of engagement have been offered by several human
resource management consulting organisations. Engagement is defined by the Chartered
Institute of Personnel and Development, or CIPD, as possessing a sense of responsibility
towards the company and its values as well as a readiness to assist colleagues. It is more than
just motivation and extends beyond job happiness (Kicheva, 2013). Aon Hewitt, formerly
known as Hewitt Associates, defines it as the intellectual and emotional engagement of staff
members with the organisation and its operations. Positive remarks about the firm are typically
made by engaged workers, who are eager to participate in it and who go above and above to
make sure the company succeeds. Employee responses to the "'say, stay, and strive™ instruction
can be used to determine employee engagement levels and serve as a predictor of corporate

success (Ng; Lyons, & Schweitzer, 2012).

Although there is not a single definition for the term, employee engagement is a crucial

business part of the success of an organization. Many researchers and practitioners hold the
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belief that employee engagement significantly and quantitatively affects a company's ability to
make money and build wealth (Toscano & Zappala, 2020). For this reason, in recent years,
employee engagement has received increased attention. An increasing number of firms
understand that success requires engaged employees (Toscano & Zappala, 2020). Employee
involvement has several advantages for both employees and clients (Baldoni, 2013). When
they are interested in their work, passionate workers put in more hours and generate more. They
are committed to the organisation and approach their work with enthusiasm and vigour. The
best employees are flexible, look for ways to improve their work, and want each person to be
accountable for the results. Higher customer satisfaction results from increased productivity,

which boosts sales and profits for the business (Chanana, 2020).

The development of remote work practices highlights the necessity for businesses to
adjust to evolving employee preferences and work trends. It also represents a dynamic
movement in how work is conducted and managed. Over time, there have been major turning
points in the acceptance of remote work, which is indicative of a slow change in organisational
culture and work practices. The first step towards the widespread adoption of remote work
practices was the emergence of the telecommuting idea. Organisations looked into the idea of
allowing employees to work from locations other than traditional office settings, which formed
the foundation for remote work arrangements (Razmerita; Peroznejad; Panteli & Kérreman,

2021).

Cloud computing, collaboration tools, and high-speed internet have contributed to the
rise in popularity of remote work. This has enhanced the process of working remotely by
improving the capability of teams that are separated by a large distance to work and
communicate with each other easily and effectively (Soga; Ogunfodun; Mariano; Nasr & laker,
2022). The COVID-19 pandemic accelerated remote work around the world. The need for
organizations to develop remote work policies that would ensure the safety of employees and
business continuity increased the rate of transition toward remote work practices. This
achievement marked a critical shift in the way companies view and accept remote work
(Hajjami, & Crocco 2023).

The emergence of hybrid models which combine on-site, and remote work is one of the

most important developments in the evolution of remote work approaches (Razmerita, et al,
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2021). More and more organisations are opting for hybrid models in order to both allow
employees a degree of independence and retain room for interaction. In this regard, this
achievement indicates an intentionally created mix of on-site and off-site work in order to
satisfy various needs: of the organization and of its employees (Soga, et al, 2022). Since
companies have realised the advantages of working remotely in terms of productivity, cost
savings, and employee satisfaction, it has become a viable work arrangement. Reaching
denotes a change in the way companies view remote work from something that is seen as
advantageous to something fundamental to workplace culture (Khatib; Hashimi, & Ketbi,
2023). The development of tools and technologies that facilitate remote work is responsible for

the increasing use of remote work practices.

Due to the physical and emotional separation from workplace organisations,
teleworking employees typically have weaker associations with them (Wiesenfeld et al., 1999).
Instead, they think of themselves as more independent (Guimaraes, Dallow, 1999).
Furthermore, as the percentage of remote work rises, staff members might not be as aware of
the company's physical presence, office atmosphere, and logos because these cues are
becoming less and less common in their daily lives (Wiesenfeld et al., 1999). This suggests that

extended remote work will result in a decrease in involvement.

The argument goes that even though the aforementioned researchers' findings were
reached more than 20 years ago, modern workers are not necessarily physically and
psychologically isolated from their employment, hence they are not fully applicable (Bailey &
Kurland, 2002). Employees can establish real-time video connections with modern information
and communication systems like Teams, Zoom, Google Meet, and others, which strengthens
their mental connection to their work even when they are not physically present in the

company's office (Mann & Holdsworth, 2003).

Engagement is defined as a sustained, positive affective-motivational state of
fulfillment in workers and is typified by vigour, devotion, and absorption, according to
Schaufeli et al. (2002) and Schaufeli and Bakker (2004). Vigour represents the energy and
resilience employees bring to their work, characterized by enthusiasm and a willingness to
persevere in challenging situations. Devotion, or dedication, reflects the strong emotional

connection workers feel towards their job, signifying a deep sense of pride, significance, and
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purpose in what they do. Also, absorption refers to the state of being fully immersed in work,
where employees are so bound that they may ignore track of time, experiencing a high level of
focus and concentration. Together, these components create a comprehensive understanding of
employee engagement, where individuals feel energized, committed, and deeply involved in

their tasks.

Furthermore, an increasing number of companies are offering their staff members the
chance to establish psychological connections with them through a range of creative programs,
including video links, virtual workers, and even virtual coffee dates via the aforementioned

platforms (Twenge, 2010).

According to University Credit Union research, people who have more freedom at work
become more effective team members, as Tuyo (2020) reports. Teams that operate remotely
are forced to concentrate on shared objectives, which promotes efficient task coordination
(Bailey & Kurland, 2002). Teleworkers have more freedom to choose how, when, and under
what circumstances to complete their work responsibilities because they are not physically
supervised (Kossek, Thompson, 2016). Since they are unable to experience the work
atmosphere at home and are often sidetracked by family members, remote workers encounter
unique challenges that cause a split between their personal and professional lives (Twenge,
2010). Studies have shown, according to Chaudhary et al. (2021), that when workers work
remotely, their personal life suffer significantly since there is no distinct boundary between
work and family time. It might be difficult to handle arguments and misunderstandings between
employees and their families in this circumstance. Additionally, according to Chaudhary et al.
(2021), the number of children among employees has a detrimental impact on employee

engagement.

1.2 Remote Work and Employee Engagement

The idea of remote work, often known as telecommuting or telework, has evolved,
especially in the wake of the recent rise in remote work caused by the COVID-19 pandemic.
Employers' and employees' perceptions of remote work arrangements have evolved throughout
the history of these practices (Kniffin; Narayanan; Anseel; Antonakis; Ashford; Bakker, &
Vugt, 2021). The earliest mention of telecommuting dates back to the early 1970s, which is

also the time when remote work practices started to take shape. At first, only a tiny portion of
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employees were able to work remotely, and it was frequently viewed as a benefit rather than a
standard procedure (Chong & Sin, 2023). Technology has revolutionised remote work habits,
particularly with the widespread availability of cloud computing, collaboration tools, and high-
speed internet. These technological advancements that have made it simpler for employees to

work from any location have led to a notable growth in the use of remote work (Haque, 2023).

Organisations have gradually shifted their culture to embrace remote work as a viable
and productive work arrangement. The traditional mindset that equated productivity with
physical presence in the office has given way to a more flexible approach that values outcomes
over hours worked in a specific location (Upskillist, n.d.). The growing acceptance of remote
work was sparked by the COVID-19 pandemic. To maintain company continuity, organisations
that had previously been reluctant to accept remote work were compelled to put procedures in
place. This abrupt change brought to light the value of adaptability and flexibility in work
procedures (Upskillist, n.d.). It is anticipated that organisations would concentrate on striking
a balance between the advantages of face-to-face cooperation and the flexibility of remote
work. To serve a diversified workforce that spans multiple generations, this hybrid approach

will necessitate creative HR approaches (Haque, 2023).

As remote work continues to evolve, organizations need to prioritize employee
engagement to ensure that remote workers remain connected, motivated, and productive.
Fostering employee engagement in a remote work environment requires strategies like frequent
communication, virtual team-building exercises, and provisioning of the required tools and

resources for remote work (Upskillist, n.d.).

Another LinkedIn post highlights how varying work styles, life experiences, and values
among generations can cause miscommunications and disputes in the office when discussing a
generational study of workplace participation. It also highlights how important it is to identify

and address these differences to encourage a more engaged workforce (McCullough, 2024).

Gegerfelt's (2023) study revealed that although management support is essential for
remote work to thrive, the influence on worker productivity is not statistically significant at the
5% level. Xia (n.d.) carried out research to find out how employee engagement is affected by
remote employment. The study emphasises how crucial it is to have supportive networks,

efficient communication, and teamwork in order to implement these changes. There is a dearth
13



of research on the engagement cultures of remote workers and the factors influencing their
levels of involvement. Research indicates that the work culture encountered by remote workers
restricts their prospects for professional growth, decreases their prominence within the

company, and heightens their sense of seclusion (Lee, 2018).

A company's performance is significantly impacted by the loyalty, happiness, and
engagement of its workforce. The biggest problem faced by corporations is managing their
personnel as thinking subjects; effective human resource management helps them achieve this.
The development and encouragement of productive employee-employer cooperation is
correlated with employee engagement and results in the accomplishment of organisational
objectives. Engaged workers are motivated to perform better in their roles and at work by
company representatives, who inspire them. They also have faith in the organisation. They will
also go above and above to guarantee the company's success. They stand out from other

employees due to their capacity to be a motivated and productive worker.

The disengaged employees work as little as possible, have no passion for what they do,
and view it as a waste of time to keep their salary. Disengaged workers are those who no longer
have a strong enthusiasm for their work, which negatively impacts the organization's
performance (Toscano, & Zappala, 2020). Businesses typically remember that motivated
workers are more productive at work, which in turn results in happier customers and,
eventually, higher sales and profits for the business (Chanana, 2020). Global businesses were
greatly impacted by the COVID-19 epidemic, which also presented hitherto unheard-of
difficulties for stakeholders including HR directors and staff (Galanti; Guidetti; Mazzei;
Zappala, & Toscano, 2021). HR managers now have to handle more duties like managing
remote work, keeping staff morale high, making decisions about employee termination, and

employee health care (The Economist, 2020).

As to Luthans (2002), an employee is deemed engaged if they possess a strong
inclination to remain with the company and if they acknowledge and subscribe to its goals and
principles. Maslach et al. (2001) identified involvement, efficacy and energy as traits of job
engagement. According to Shuck & Wollard (2010), employee engagement occurs when each
worker's behavioural, emotional, and mental states are in harmony with the organization's

goals. According to Wood et al. (2020), a pleasant and rewarding motivational state linked to
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occupational welfare is called employee engagement. This description agrees with what other
scholars have said. Positive antecedents are frequently associated with higher levels of
engagement, while negative antecedents, including abusive supervision, are associated with

lower levels of engagement (Bailey et al., 2017).

Business challenges posed by COVID-19 have made it even more crucial for engaged
employees to survive and thrive in the current challenging environment (Vyas, & Butakhieo,
2021). By 2020, the majority of businesses will prioritise employee engagement. Businesses
were compelled to adjust to new workplace norms, such as remote employment (Gartner
(2020). Due to the COVID-19 epidemic, business growth and advancement have become
nearly impossible in every area, creating a very unsettling and uncertain situation. The human
resources that are a part of these organisations have also suffered greatly (Moss, & Metzler,
2021). Given the lockdown and other limitations, the majority of companies have policies

allowing employees to operate remotely (Kundu, Nag, 2021).

Work that allows people to carry out their duties outside of a traditional office setting
usually from home or other remote locations — is known as telecommuting, virtual, or remote
work. Technological advancements that enable smooth communication and cooperation across
geographic borders are primarily responsible for the development in popularity of this kind of
work (DeFilippis; Impink; Singell; Polzer, & Sadun, 2020). Throughout human history, the
advancement of unmistakable development has always required human work (Chatterjee,
Chaudhuri, & Vrontis, 2022). Hard-working people have made a substantial contribution to
varied degrees of productivity and success in a wide range of businesses and activities (Jamsen,
Sivunen & Blomaqvist, 2022). It's interesting to note that productivity has been simpler to attain
as a result of the emergence of many working patterns, each tailored to the requirements and
conditions of its era. Important events like the global pandemic have caused a huge

transformation in the modern workplace (Cook, 2023).

It is widely acknowledged that a key element in determining an organization's
performance is employee engagement, which is described as an individual's drive, emotional
investment, and dedication to their work and organisation. Higher levels of creativity,
productivity, and job happiness are more likely to be displayed by engaged employees, which

improves performance results and organisational success. Understanding how remote work

15



affects employee engagement has become a critical topic for professionals, academics, and
business executives. The complex and dynamic environment that arises at the nexus of remote
work and employee engagement is shaped by a multitude of human traits, external influences,
and internal corporate policies. In addition, the phenomena would be more distinctive in the

presence of generational disparities.

1.3 Generational Differences in the Workforce

Each generation has a unique way of perceiving and living, which influences how they
engage within remote work environments, particularly concerning values, attitudes, and
characteristics in their professional lives. This differentiation shapes how they engage in their
work, especially in remote settings. The workforce today is therefore composed of three distinct
generations: Generation X, Millennials, and Generation Z. In fact, assigning people to these
generations differs across regions of the world due to varying socio-economic environments,
technological access, and cultural differences. In some regions, technological advancements or
economic shifts occurred at different times, which affects how these generational

characteristics get revealed.

Generation X, born between 1965 and 1980, appreciates a balanced life with
independence, flexibility, and resilience. They value remote work for the autonomy it offers in
managing their careers in such settings (Twenge, 2010). This generation is somewhat
cooperative and adaptable, though they still place importance on in-person interaction for social
networking (Lyons & Kuron, 2014). In different regions, Generation X might exhibit varying
levels of digital proficiency, depending on the local technological developments during their

formative years.

On the other hand, Millennials who were born between 1981 and 1996, are the largest
generational group in the workforce and are well-suited to remote work environments due to
their proficiency with digital tools for communication and collaboration. They value
opportunities for career growth and development, coupled with flexibility and meaningful work
(Deal, Altman, & Rogelberg, 2010). Millennials are enthusiastic learners who seek balanced
work-life flexibility (Smith & Nichols, 2015). They also value community and regular
feedback, though this can be a challenge in remote work settings. Nonetheless, they enjoy

flexibility and digital interaction (Myers & Sadaghiani, 2010). However, in regions where
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access to digital tools has been limited or constrained, Millennials may not universally exhibit

the same tech-savviness.

Generation Z, born from 1997 onwards, is expected to appreciate flexibility and a good
work-life balance much like Millennials but with an even stronger appreciation for
technological integration and digital communication (Francis & Hoefel, 2018). Early research
on Gen Z suggests they are going to be pretty comfortable working remotely because they can
interact without any problem via virtual interaction and digital tools (Schroth, 2019). On the
other hand, they may also face isolation-related challenges and require further structured
guidance in the initial stages of their careers, as claimed by Fromm and Read (2018). In areas
where the digital economy is not fully developed, the practice of Generation Z in working
remotely may take other forms, depending on how fast technology is developing and the form

of education within those specific regions.

In other words, while large characteristics may define these generations, regional socio-
economic conditions serve to create some variation in how they will engage in remote work,
and these differences bear great importance to a contextual understanding of generational

differences.

Generational differences in work value, technology capability, and communication
preference are at the heart of employee engagement in remote work situations. For example,
whereas Generation Z requires structured mentoring and social interactions to feel motivated,
Johnson & Ng, 2016 contend that remote work policies will have to be crafted to fit the diverse

needs of employees if overall employee engagement and productivity is to be improved.

Employee engagement from the implications of working remotely is going to differ
because of one generational cohort, technology competency level, desired work pattern, and
communication method (DeFilippis; Impink; Singell; Polzer, & Sadun, 2020). The millennial
and Gen Z employees are among the digital natives who probably have more familiarity with
technologies in their communication and patterns of working remotely, as indicated by Ng,
Schweitzer, and Lyons (2019). Lakshmi, Rajadharani, Ramvignesh, & Ranjani (2023) analysed
in one of the research works that the Generation X employees, because of the generational
difference and not much familiarity with the technology, might need to have additional support

and training to cope with the challenge of remote working environments.
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The difference between the understanding of different generations, this research topic
will be more significant and impactful on the association between remote work and employee
engagement, providing a distinctive and intricate issue. According to Jamaludin and Kamal
(2023), the concept of remote work experience and generational acceptance have been diverse
in various ages. Because they prioritise work-life balance and are more acclimated to digital
tools, millennials in particular showed higher levels of involvement. Another research,
conducted by Kurdy, Al-Malkawi, and Rizwan (2023); focused on the representation of
changing policies and regulations for remote work to accommodate the satisfactory preferences
and technological aptitude of successive generations. However, a remote work environment
could also have some drawbacks, such as adopting new technologies in every space, and
alienation could have an effect badly on actions; as per the research by Raj, Kumar, Sharman,
Singh, Mahlawat, & Verma (2023).

Though is also the fact from the research that initially focused aspects, improved
communication techniques, and planned work could mitigate the challenges and difficulties.
The complicated relationship between generational disparities, remote work, and employee
engagement is often highlighted by empirical research, which also emphasises the need for
organisations to have inclusive and flexible policies that support participation in remote work
environments from all age groups. A research project at Walden University emphasized the
importance of variables that influence the workers’ degree of concentration. In another research
work, Lee (2018) represented the significance of the planned initiatives for boosting employee
satisfaction, morale and engagement, particularly for remote workers who have to deal with

limited career prospectus with a sense of isolation.

1.4 Barriers to Engagement in Remote Work Environments

The paradigm of the shift to take into consideration the benefits, awards and positive
mindfulness in remote interaction would be encouraging in these situations of advanced and
acceptable policies (Pattnaik, & Jena, 2020). Lee (2018) analysed that all positively impacted
factors should be employed for generational interactions. Technology advancements as well as
shifting workplace norms may be to blame for the growing number of businesses implementing
remote work. While there are benefits to working remotely, such as more freedom and

flexibility, maintaining employee engagement can be challenging. Research indicates that
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distant workers may experience emotions of isolation and a lack of social support, both of
which can negatively impact their engagement levels (Golden, Veiga, & Dino, 2008). Further,
Kurland and Bailey (1999) believe that introducing teleworking will be impossible without
changing the protocols concerning channels of communication, techniques of cooperation, and
performance evaluation. Such changes may influence the feelings of belonging of workers to
their groups, employers, and employment, and, consequently, influence the general level of

their engagement.

The concept of work today has been very well changed by the virtual workplace, facilitating
factors such as flexibility, no wastage of time on commuting, and achieving work-life balance.
However, working remotely provides multiple barriers to employee engagement that may have
serious impacts on productivity and job satisfaction. These may be further substantially
different across generational cohorts and require one to understand and address the underlying
issues for better outcomes from a remote workforce in higher engagement and productivity.
This section now discusses some of the main barriers to engagement in virtual work

arrangements and differences across generations in these experiences.

However, many challenges in the context of engagement exist with remote working,
especially technological challenges. With the necessity of leveraging digital communication
and collaboration platforms to work remotely, issues in the level of an individual employee's
proficiency exist in such technologies. Digital native Millennials and Generation Z largely
intuitively know how these tools work but might struggle with issues on the dependability and
sufficiency of their employers' technology (Schroth, 2019). These could be minimized by
ensuring that the employees have appropriate technology that is reliable and by giving
necessary training. Effective communication and collaboration are key elements for sustaining

engagement in the remote work environment.

Collaboration tools and open communications are strategies that can help overcome
barriers to engagement. However, engagement is a challenging component to maintain
remotely, particularly for Gen X who is accustomed to in person relationships. Gen Xers may
feel a sense of isolation which in return hinders communication (Ng, Schweitzer, & Lyons,

2010). Moreover, while the millennials and members of generation Z are used to
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communicating on online platforms, they might still feel uncontent due to lack of instant
interaction in workspaces (Myers & Sadaghiani, 2010). Therefore, regular virtual meetings are

recommended along with a shift in culture to one that is more open.

While working remotely can facilitate achieving a desirable balance between one’s
personal and working life, it can also create an overlap between the two spheres, resulting in
emotional exhaustion. This problem is timely within the millennial generation, where the
compulsion of being always on and available is usual (Smith & Nichols, 2015). Or employees
on the X Generation should be able to have multiple family obligations, such employees may
also be challenged to create boundaries between work and everyday life (Twenge, 2010).
Organizations can foster work-life balance continuously by reinforcing employees to delineate
boundaries, offering flexible hours arrangements and advocating for mental health and well-

being.

One of the biggest barriers to engagement in a virtual work environment is social
isolation, which includes those people who get their motivation from others and the dynamics
of a team. For Generation X, who are accustomed to traditional office settings, this generation
may feel lonely or disconnected when working remotely (Cahill, Giandrea, & Quinn, 2013).
Millennials and Generation Z employees are brilliant in terms of virtual communication but
may also suffer from social isolation and other mental health issues (Francis & Hoefel, 2018).
A sense of community can be instilled through virtual team building, regular check-ins, or

accessing organizations regarding the support of mental health resources.

The prime issue associated with the non-existence of direct supervision in the setting
of remote work is the complications experienced in dealing with performance appraisal and
employee growth, training and development. Around the globe, millennials are the employees
who look up for guidance, in terms of feedback, on a constant basis (Myers & Sadaghiani,
2010). Generation X on the other hand, is entirely devoid of this requirement as they are very
much independent, although they do have a need for reliance, and periodic acknowledgement.
This goal can be resolved by engaging managers who are able to use flexible methods and
engagement strategies along with regular constructive feedback and performance management

tools designed for the remote working environment.
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It is recommended that before implementing any of these strategies, one should first
analyze the barriers that prevent employee engagement in remote work settings, as well as
consider the peculiarities of every participating generation. For instance, Generation X needs
workers without time constraints, Millennials appreciate active feedback, and Generation Z
appreciates receiving help through a computer screen. Furthermore, intervention strategies
which emphasize stress-relief activities, enhance communication processes, and encourage the
feeling of warmth may overcome such barriers and help build a positive climate for remote

employees.

1.5 Generational Differences in Remote Work: Values, Preferences, and Engagement
Across Cohorts

According to McCullough (2024) a difference in generational values, ways of working,

and life experience can create misunderstandings and conflict at work environment. An

understanding of how generational differences impact recruiting and retention would foster a

long-term commitment and improve retention rates (Cooney, 2023).

The work of Nowakowski (2019) explains generational disparity in working remotely
as a response to generational differences in understanding how distant work influences work
engagement, which, in turn, is important for the businesses and the workforce. Anand and
Acharya (2021) present the study of interested employees in working remotely and present
strategies and ideas to get over poor engagement. A 2023 study by Chiguvi, Bakani, and Sepepe
explores the advantages and disadvantages of working from home, apart from the effects on
worker welfare brought about by the arrangements made for them during the COVID-19

pandemic.

Differences in work values and preferences between generations are a major factor in
determining how remote work affects employee engagement in a variety of age groups.
Comprehending the subtle differences among generations is imperative for companies seeking
to customize remote work approaches to accommodate the varied requirements and inclinations
of their multigenerational workforce, thereby augmenting total worker engagement in

telecommuting settings.

Groups of people known as generational cohorts are those who, because of their birth

year and the historical events that influenced their early years, have comparable experiences,
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values, and attitudes. Since various generations may have different preferences, obstacles, and
influences on engagement, understanding these generational cohorts is essential to
investigating how distant work affects employee engagement. The generational cohorts listed

below are pertinent to this review of the literature:

Generation X (1965-1980): Gen Xers, sometimes known as the "latchkey generation,"
are distinguished by their independence, cynicism, and flexibility. They may value the
flexibility of remote work and are generally at ease with technology (Armah, & Li, 2023).
Following in the footsteps of the Generation X disapproved of the preceding generation's work-
centric way of life. Gen Xers are known for their independence, cynicism, and flexibility. They
value flexibility in the workplace and are at ease with technology. According to Herrity (2023),
members of Generation X prioritize achievements over traditional work arrangements and

strive for a healthy work-life balance.

Millennials: Also referred to as Generation Y, millennials (1981-1996) make up the
largest and most educated group in the workforce. They cherish feedback, teamwork, and a
healthy work-life balance. In general, millennials are tech-savvy and amenable to working
remotely (Cassidy, 2021). Gen Y, also referred to as millennials, are tech-savvy people that
value purposeful work, flexibility, and work-life balance. They look for chances to collaborate,
get feedback, and hone their skills. Rewards, acknowledgment, and fulfilling work that is

consistent with their ideals are important to millennials (Johns Hopkins University, 2022).

The Zoomers, or Generation Z (1997-2012), are the most educated and diverse
generation in history. They grew raised with technology and social media, making them digital
natives. Gen Z values flexibility, autonomy, and opportunities for skill development. However,
they may struggle with making connections and finding mentors in a fully remote environment
(Mahmoud, Berman, Reisel, Fuxman, & Poley, 2023). Generation Z, the most diverse and
educated generation, are digital natives who grew up with technology. They value flexibility,
autonomy, and opportunities for personal and community growth. Gen Z seeks purposeful
work that serves both themselves and the communities they care about. They are adaptable,
and tech-savvy, and prioritize stability and flexibility in their work arrangements (Johns
Hopkins University, 2022).
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Zillennials (1995-2000): This transitional generation, also known as the "Oregon Trail
Generation,” shares characteristics of both Millennials and Gen Z. They are tech-savvy,
adaptable, and value both stability and flexibility in their work arrangements (Hajjami, &
Crocco, 2023). Millennials, a transitional generation between Millennials and Gen Z, exhibit
characteristics of both cohorts. They are tech-savvy and adaptable, and value stability and
flexibility in their work environments. Millennials prioritize efficiency and personal
development while seeking a balance between conventional organizational structures and

contemporary work practices (Johns Hopkins University, 2022).

Workplace preferences, communication styles, and technology adoption are
significantly influenced by generational variations. Investigating how distant work affects
employee engagement requires an understanding of these variances, especially when taking

into account the perspectives of various generations.

In distant work settings, utilising digital communication platforms like messaging
applications, video conferencing, and project management systems can promote smooth

intergenerational communication and collaboration (Herrity, 2023)

Training and Support Offer training sessions on effective virtual communication and
collaboration can bridge generational gaps and ensure that all employees, regardless of age,

feel comfortable and engaged in remote work interactions (Cooney, 2023)

Generation Xers are known for their adaptability, independence, and scepticism (Johns
Hopkins University, 2022). They value flexibility in work arrangements and strive for a good
work-life balance. Professionals from Generation X value outcomes over conventional work
arrangements. Gen Xers value independence and work-life balance. In remote work
environments, providing Gen X employees with flexible work schedules and possibilities for

self-directed work can increase their engagement (Cooney, 2023)

Millennials place a high priority on meaningful work that is in line with their personal
beliefs, feedback, teamwork, and work-life balance. They cherish chances for professional

growth and recognition (Johns Hopkins University, 2022).
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Millennials prioritize collaboration, feedback, and meaningful work. Leveraging digital
collaboration tools and fostering a sense of purpose in remote work tasks can enhance

engagement among Millennials (Fansury, January, Rahman, & Syawal, 2020)

Gen Z loves freedom, self-governance, and meaningful employment that promotes
individual and collective development. They desire stability and flexibility in their work
surroundings and are tech-savvy and adaptive (Johns Hopkins University, 2022).

Gen Z values flexibility, autonomy, and purposeful work. Providing opportunities for
skill development, virtual mentorship, and meaningful projects can increase engagement

among Generation Z employees working remotely (Cooney, 2023)

Helping others and loyalty are important to traditionalists. They might have a more

formal communication style and frequently favor in-person interactions (Herrity, 2022).

When it comes to forming relationships and successfully communicating information,
Digital communication channels including video calls, messaging applications, and email are
preferred by younger generations such Generation X and afterwards. They like prompt,
effective communication and are at ease with technology (Herrity, 2022).

The comfort and skill level of each generation using digital technologies is influenced
by their upbringing and exposure to technology. While older generations might need more
assistance and training to properly use tech tools, younger generations such as Millennials and

Gen Z are frequently early adopters of new technologies (Daniel, 2020).

The COVID-19 epidemic hastened the adoption of technology in all age groups,
highlighting the importance of digital literacy and remote collaboration tools in the modern
workplace. Developing inclusive and productive remote work environments requires an

understanding of how various generations use technology (Tarkar, 2020).

Through acknowledgement and consideration of these generational variations in work
habits, modes of communication, and technology usage, companies can customize their

approaches to improve worker satisfaction and efficiency in remote work environments.

Generational differences play a huge role in the way different age groups view, interact

with, and derive benefits from working remotely. They also impact employee engagement
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when working remotely. Understanding these implications is very important to maximize

employee engagement in remote work environments across generations.

Recognizing a difference in the level of comfort with technology across generations
goes a long way toward ensuring each employee has equal access to the variety of remote
working tools and resources. Moreover, training and support in place for the less technology-
savvy employees enhance their engagement and productivity levels while working remotely
(Harris, 2023).

Creating intuitive graphical user interfaces and mobile-friendly applications can cater
for a broad age range and guarantee that all staff can easily and accurately operate and use

remote working systems (Harris, 2023).

In this context encouragement, motivation and authentic leadership would be critical
for aligning attitudes and purpose while experiencing remote work across generations (JK,
2020). According to Kaul, Shah, and El-Serag (2020), flexible work policies can satisfy the
various requirements and inclinations of several generations can promote inclusivity and
remote worker participation. Quality leadership can help adjust the fixed minds for establishing
a collaborative, inclusive, and engaging remote work environment that fits the unique demands
of employees across different age groups by taking into account the implications of

generational disparities for engagement in remote work.

1.6 Enhancing Employee Engagement in a Multigenerational Remote Workforce
Khatib et al. investigated remote work experience and employee engagement that
project management software and virtual reality are the two main factors or tools that can be
significantly change distinctive communication and team interaction (2023). The important
point is the acceptance of these tools to show how business is doing well and how the practices
of organizational needs, use of technology, and alternated dynamics can be utilized or is utilised
with best practices to know people how interact and cooperate. Research indicates that the age
gap affects the influence, adaptation and acceptance of remote work practices, with energetic
employees indicating a stronger desire for flexible work hours (Sahul, & Lissillour, 2023).

According to Pumble (2024), the young generation demands more for a work-life

balance, and which inclined to choose remote work arrangements that would be more flexible
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and autonomous. While creating a flexible environment, the employee would be more relaxed,
and motivated with advanced policies. Employee’s enthusiasm and encouragement can be
raised by creating such an atmosphere with acceptable requirements and expectations of
various generations (Burrow, Hadzic, & Stoltz, 2021).

According to a study, loneliness moderates the association between job engagement
and remote work, indicating that loneliness may have an impact on how engaged remote

workers are at work (Bojmel, Hai, & Margalit, 2023).

Offering flexible work hours might assist in minimising concerns related to younger
employees' proclivities for remote work, as they may regard what older generations may

consider "playing hooky" as self-care and flexibility (Cooney, 2023).

In particular, for a multigenerational workforce, embracing change and encouraging a
sense of purpose and pride in employees' work can boost employee happiness and improve

talent retention (Cooney, 2023).

These previous existing studies are useful for providing the material regarding working
remotely with the relation of employee engagement with the factors which are influenced by
some important variables in work environments; though some of the research works are also
available on the generation differentiation regarding the remote work environment.
Furthermore, this research thesis would be more beneficial for the business of how different
generations modulate the association between all of them. The adoption of new working
paradigms that go beyond conventions and traditions has been compelled by the demands of
these exceptional circumstances. Beyond conventions and traditions, new working paradigms
have had to be developed in response to these unprecedented conditions. This transition,
previously characterized by incremental changes, has now ushered in a paradigmatic shift,
redefining the contours of work and the modalities through which individuals contribute to

organizational objectives.

Employee engagement stands as a cornerstone within modern workplaces, epitomizing
the depth of emotional commitment and dedication employees invest in their roles, colleagues,
and organizational mission (Jain, 2023). Defined by a multiplicity of dimensions, engaged

employees are characterized by their unwavering motivation to excel, steadfast commitment to
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organizational objectives, and cultivation of a positive attitude toward their work (Agouridis,
2023). Comprising interconnected facets, the components of employee engagement
encapsulate the essence of a thriving work environment, wherein individuals forge profound

connections with their roles, teams, and the overarching organizational ethos.

The idea of mental and emotional connection is fundamental to the concept of employee
engagement, wherein individuals cultivate a profound sense of allegiance towards their
organization, team, and responsibilities (Mahmoud, Berman, Reisel, Fuxman, & Hack-Polay,
2023). This sense of connection transcends mere obligation, fostering a profound allegiance
that underpins employee commitment and resilience in the face of challenges. Moreover,
engaged employees exhibit a palpable level of commitment and investment toward their work,
emblematic of their alignment with organizational goals and values (Jain, 2023). This
commitment permeates their actions, driving them to invest discretionary effort and energy in

the pursuit of excellence.

Furthermore, motivation emerges as a hallmark of employee engagement, with engaged
individuals exhibiting an unwavering drive to deliver their best performance and achieve
meaningful outcomes (Agouridis, 2023). This intrinsic motivation catalyzes innovation and
continuous improvement, propelling organizational success. Additionally, a positive attitude
towards work and the organization emerges as a defining characteristic of engaged employees,

contributing to the cultivation of a vibrant and supportive workplace culture (Lu, 2023).

Crucially, the culmination of these components manifests in heightened levels of job
satisfaction among engaged employees, fostering a virtuous cycle of fulfilment, loyalty, and
productivity (Mahmoud, et al., 2023). Job satisfaction not only serves as a barometer of
organizational health but also mitigates turnover rates and bolsters overall productivity levels.
Thus, employee engagement emerges as a linchpin in fostering a conducive and thriving
workplace environment, characterized by a palpable sense of purpose, camaraderie, and mutual
respect (Agouridis, 2023).

In essence, employee engagement transcends mere metrics, embodying the ethos of
organizational vitality and resilience. As organizations endeavour to cultivate a culture of
engagement, they pave the way for sustained success, bolstering employee morale,

productivity, and organizational effectiveness (Mahmoud, et al., 2023).
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1.7 Moderating Effect of Generation on Remote Work and Engagement

Studies have indicated that employees may have certain advantages and disadvantages
when working remotely. Employers must therefore understand these dynamics to foster a
pleasant work environment. Employee engagement is significantly impacted by remote
employment. Research suggests that workers who work remotely might be more passionate,
engaged, and committed to their jobs especially if they spend up to 20% of their working hours
away from the office (Schall, 2019). This emphasises how crucial it is to strike a balance
between remote work and in-person collaboration to sustain high levels of engagement.

Job happiness is directly impacted by remote work. Because of things like better
telecommuting intensity, less work-family friction, and greater autonomy, workers who
frequently work from home express greater job satisfaction (Antonio, 2022). Organizations can
improve remote workers' job satisfaction by having a better understanding of these issues.
Sustaining efficient communication and teamwork while working remotely is one of the main
obstacles. Developing connections and relationships with remote workers is crucial to raising
engagement levels. Studies underscore the importance of robust relationships in augmenting
employee engagement, stressing the necessity for establishments to provide communication

channels and team-building exercises for remote labourers. (Bernstein, undated).

The transition to remote work has had profound implications for employee engagement
across various industries. However, the impact of remote work on engagement is not uniform
and is significantly influenced by generational differences within the workforce. This section
explores the moderating effect of generation on the relationship between remote work and
employee engagement, highlighting how generational characteristics and preferences shape

remote work experiences.

Organizational behavior refers to a discipline in moderation which consists of a variable
which modifies the relationship between other two variables or enhances the strength of one of
them. Engagement among employees tends to be moderated by generational differences which
in this case serve as a variable ((Baron and Kenny, 1986). Mastering these generational
moderations gives the ability to the organization to form appropriate remote work strategies

that can result in engagement.
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The Generation X segment (born 1965-1980) has a high regard for independence and
family time. This generation is also inclusive and tech-savvy which makes them a perfect fit
for remote work. However, they also prefer face-to- face communication and are not able to
deal with feelings of loneliness created during remote work. Generation X employees can
remain highly engaged when working remotely if flexible working hours and physical meeting
opportunities or hybrid working models are offered (Twenge, 2010; Lyons and Kuron, 2014).
A good strategy for engaging Generation X employees is to give them responsibility for their

own work while at the same time allowing them to meet regularly.

Millennials, known as digital natives and born between 1981 and 1996, desire
environments with meaning and steady support, so it is understandable that they excel in
environments employing technology. However, this generation still possesses a strong desire
for community, compelling them to require not just any community, but frequent engagement,
from their bosses. Up to a point, the studies suggest that companies can expand the portfolio
of Millennial interaction by turning to online platforms for feedback and encouraging the
development of virtual communities coordinated on these platforms (Deal, Altman, &
Rogelberg, 2010; Smith & Nichols, 2015). Virtual team building and check-in sessions are
other tactics that seem to be very useful in achieving high engagement levels among this

generation.

Like Millennials, Generation Z (born in 1997 and later) also seems to be engrossed with
technology, but unlike the older generation, they embrace the use of digital tools rather than
struggle with using them. Generation Z, however, is more inclined towards following
instructions, and as they transition into adulthood and start working, it is crucial that they
receive mentorship (Francis & Hoefel, 2018). Taking into account the existing research, we
can formulate that Gen Z is in fact able to work in a remote setting, given the right
communication tools and virtual mentorship is available. As before, for long term engagement
their desire for consistent feedback supplemented by opportunities for career growth, need to

be addressed.

Incorporating the moderating role of differences among generations in the context of
remote work and employee engagement, provides relevant managerial implications. Employee

engagement and productivity across generational lines can be improved by customizing
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policies related to remote work. As an example, a combination of flexible working hours for
Generation X, frequent feedback sessions for Generation Y, and organized mentorship
programs for Generation Z may help developing a more inclusive and nurturing environment

in the context of remote work (Johnson & Ng, 2016).

To optimize the benefits of remote work and minimize its disadvantages, organizations
must adapt to the changing characteristics of the workplace. This means providing suitable
working circumstances for remote teams, eliminating obstacles to communication, and creating
an environment of trust and collaboration (Proffitt, 2023). When organizations truly understand
the complex nature of remote work, they can put strategies into place that increase worker

engagement and overall productivity.
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2. Empirical Research Methodology

2.1 Introduction

This chapter provides a description of the research design, as well as the methods used
in conducting the study of the connection between work from home and employees’
engagement, evaluation of age differences and ability to use computer technologies. Moreover,
the objective is the same for employees across Generation X, Millennials and Generation Z,
especially during remote settings - it is to see the effects on their engagement levels. In Kahn’s
view, (1990) employee engagement, which in his definition is the measurement of the
effectiveness of an organization, is the extent of emotional or psychological attachment one
has in work related activities. In the case of work from home, in depth analysis of how this
level of engagement is moderated by age, degree of technology usage and appropriate life
integration is of paramount importance as these traits are not constant (Wong et al., 2021). Age
differences are also considered to be crucial in determining the attitudes of employees when
working from geographically dispersed settings. As Gurchiek (2020) notes, Generation Z is
more accustomed to virtual interaction due to their exposure to technology whilst Gen X
predominantly relies on an in-person approach to their work. An example of this could be how
millennials are now exploring the quest for meaning along with pursuing flexibility in the work
sphere by adapting to the remote work setting. Constant feedback and professional training
were still necessary for them to evolve while Twenge (2010) states that most of them were able
to pull it off. Such generational differences and contradictions show a need toward new
engagement frameworks during remote work in order to attend to all forms of worker

engagement.

In this study another variable to consider is the adaptability of the technological tools.
Since remote working requires the use of a myriad of tools and platforms, it is quite obvious
that engagement of an employee in this case wholly depends on his or her ability to use and
adapt to the technology. Past studies show that younger people such as the millennials and
generation Z are more comfortable around technology especially as regards using it during
remote work which greatly enhances their productivity (Deloitte, 2021). On the other hand,
those in generation X may have to rely on more exposure to these tools for them to be engaged
(Twenge, 2010). This study takes up quantitative methods to see how generational differences

and technological ability change the existence of the relationship between remote working and
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employee involvement in the tasks. Using data collected via surveys from employees from
various populations, this study will suggest how organizations can adjust their remote work
policies to improve engagement in employees of different age groups. In addition, it will also
address the variables associated with remote engagement such as work-life balance and
communication methods, which would be useful for businesses to increase employee

engagement together with productivity.

The comprehensiveness of this particular section of the methodology lays the
groundwork for the thorough examination of the impact that remote working conditions have
on employees’ engagement across various age groups. In placing emphasis on the interplay
between telecommuting adaptability, technological ability, and generation characteristics, the
research seeks to improve the current knowledge on engagement in the changing work

environment.

2.2 Research Philosophy and Approach

This study adopts a positivist research epistemology that perceives the constructs of
employee engagement, remote work, and generational difference as being real, observable and
measurable objects of research. Such quantitative approach suits this study considering the
need to compute the connections between the major elements such as employee engagement,
technology use, and age differences. In using an established theory in the literature, the study
develops hypotheses that are testable in an empirical context. The subsequently developed
hypotheses are aimed at analyzing the relationships between remote work and employee
engagement with an emphasis on the moderating effect of generation (Kahn, 1990; Wong et
al., 2021). The intention is that the deductive approach will enable the study to assess the extent
to which remote work engagement and adaptability differ across members of Generation X, Y
and Z (Twenge, 2010).

The focus of this approach is to provide evidence of what different generations do when
confronted with an increasing reliance on remote working due to the ever-increasing
prominence of digital technologies. Survey data complements the understanding of how

employee engagement depends on the employee’s technological savviness and generational
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characteristics providing a strong and methodological basis of the analysis aimed at revealing

the main determinants of engagement in remote working environments.

2.3 Research Design

It will be a cross-sectional research design, and it is quantitative in nature. Hence, this
would be appropriate to capture data at one point in time for studying the association between
remote work adaptability, employee engagement, and generational differences. Data will be
collected through survey research methods, which are intended for employees working
currently remotely in various industries, to capture varied responses from each Generation X,

Millennials, and Generation Z.

The independent variables in the current study are remote work adaptability and
technological proficiency, while the dependent variable is employee engagement. Generational
difference serves as the moderator that may change the direction and strength of the relation
between remote work adaptability and engagement. By contrast, this design allows detailing
patterns across generations, showcasing which generation is more adept at working effectively
in the remote work environment and, equally, which may struggle given work-life balance or

perhaps technological barriers (Deloitte, 2021; Gurchiek, 2020).

Structured surveys will be used to collect data, as will validate scales for assessing
employee engagement, working from home adaptation, and the moderating impact of
generational differences. Statistical approaches such as multiple regression analysis and
moderation analysis will be used to test hypotheses and evaluate correlations between

variables.

2.4 Research Aim and Objectives

The main purpose of the present research is to study how remote work influences
employee engagement, with a special look at the moderation of generational differences. The
purpose of this research is to explore and understand how different generational cohorts,
specifically Gen X, Millennials, and Gen Z employees, perceive the challenges posed by
remote work in their work-life balance and technology flexibility that ultimately influences

their engagement level.
The specific objectives of the study are as follows:
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1. Toanalyze the impact of remote work adaptability on employee engagement across
generational cohorts.

2. To examine the moderating effect of generational differences (Generation X, Millennials,
Generation Z) on the relationship between remote work adaptability and employee
engagement.

3. To investigate the role of technological proficiency in influencing employee engagement,
particularly for younger generations.

4. To explore how work-life balance and communication preferences vary across generations
and how these variables influence engagement in remote work settings.

5. To provide practical recommendations for organizations to enhance employee engagement

in remote work environments, considering generational differences.

2.5 Hypothesis Development

Based on the literature review and theoretical framework established in Chapter 1, the
following hypotheses have been developed to explore the relationship between remote work
adaptability, employee engagement, and the moderating effect of generational differences:

H1l: Remote work adaptability positively influences employee engagement.
This hypothesis posits that employees, who adapt well to remote work environments, including
the use of digital tools and managing work-life balance, will report higher levels of engagement
(Kahn, 1990; Wong et al., 2021).

H2: Generational differences moderate the relationship between remote work
adaptability and employee engagement. It is expected that the relationship between remote
work adaptability and engagement will be stronger for younger generations (Millennials and
Generation Z) who are more accustomed to digital technologies, compared to Generation X,
who may face challenges in adapting to remote work (Twenge, 2010; Gurchiek, 2020).

H3: Technological proficiency mediates the relationship between remote work
adaptability and employee engagement. Employees with higher levels of technological
proficiency, particularly among Millennials and Generation Z, are expected to demonstrate
stronger engagement in remote work environments, mediated by their ability to effectively use
digital tools (Deloitte, 2021).
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2.6 Population and Sampling

This particular research intended focus on full-time employees who are currently
working remotely in different organizations. In their endeavor to collect responses which are
diverse in nature and are representative of generations, the research will also attempt to involve

the employees belonging to three varied age groups:
Generation X (born 1965-1980)
Millennials (born 1981-1996)
Generation Z (born 1997 onwards)

These age groups are chosen to give an insight into how different generations adapt to
working remotely and how it influences their engagement levels. Inclusion of a wide variety
of industries will enable the study to generalize findings across different work contexts,

ensuring that the results are not industry-specific (Twenge, 2010).

In particular, the Stratified sampling selected will make sure of equal representation
across three generations. The approach therefore allows for detailed insights into how each of
the different generations reacts and is engaged in working remotely. This kind of approach
considers stratification in regard to the employees' generational cohort to attain responses that
are balanced from each of the sets.

Recruitment will be done through online platforms, such as LinkedIn and industry-
specific forums, together with company networks. The participants will be invited via email
and social media platforms, targeting employees currently working remotely.

Sample size: Sample size is determined by the following considerations:
1. Statistical power: According to GPower analysis, a minimum sample size of 85 is required
to detect medium effect sizes (f2 = 0.15) with a power of 0.80 and an alpha level of 0.05 for
multiple regression analyses with up to four predictors (Faul et al., 2009).
2. Structural Equation Modeling (SEM) requirements: As explained by Kline (2015), for SEM
analysis, the minimum sample size required is 200.
3. Questionnaire length: According to Hair et al. (2010), there should be at least five
respondents for every item on the questionnaire, and since there are 59 items on the

questionnaire, this method would indicate 295 as the minimum number.
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Table 1: Derivation of

on similar topics.

sample size after reviewing sample sizes from previous research

Study Focus of Study Sample Size
Golden & Veiga (2005) | Remote work and employee satisfaction 276
Schaufeli & Bakker | Work engagement measurement (UWES) 314
(2003)
Mazmanian etal. (2013) | The Autonomy Paradox: The Implications of | 231
Mobile Email Devices for Knowledge
Professionals
Gajendran & Harrison | Telecommuting and performance outcomes 263
(2007)
Current Study Remote work, engagement, generational cohort | 450 (planned)
Withthe sample size of 450, the research will ensure sufficient statistical

power in terms of showing meaningful

cohorts and also correspond with prior research results.

differences across variables and generational

Table 2: A table outlining the sample size per generation can be included:

Generation Age Range Target Sample Size
Generation X 1965-1980 150
Millennials 1981-1996 150
Generation Z 1997 onwards 150
Total Sample Size 450

By ensuring equal representation across these generational cohorts, the study

will seek to establish how different generations respond to remote work settings and how these

differences influence employee engagement.
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2.7 Data Collection Instruments

This section defines the instruments used to measure key variables: employee
engagement, remote work adaptability, and generational traits with reliable and valid data
collection.

Work engagement level is measured by the Utrecht Work Engagement Scale by
Schaufeli and Bakker (2003), which is based on three factors: vigor, dedication, and absorption.
It asks participants how often, using a 7-point Likert scale ranging from 0 to 6 where 0 means
"Never" and 6 means "Always," they agree with the items like "At my work, | feel bursting

with energy.".

Adaptability to working from home will be conceptualized by applying the modified
version of the Telecommuting and Remote Work Questionnaire by Gajendran and Harrison
(2007), an instrument designed to assess comfort with technology with which to work remotely,
with time management, and with perceptions about productivity relative to working remotely.
Responses will range on a 5-point scale from 1 to 5 corresponding to Strongly Disagree and

Strongly Agree, respectively.

A bespoke module of items will determine, based on birth-year findings, the
generational membership of the responding population and further explore the general
characteristics of those generations: preferred mode of communication, work/life balance, and
use of technology. Items have been adapted from research by Twenge 2010 and Lyons and
Kuron 2014. Items have been contextualised to capture attitude about working remotely for

each generation. Response options range from 1=Strongly Disagree to 5=Strongly Agree.

Comfort of participants with digital tools required for working remotely will also be
measured using the Technology Readiness Index developed by Parasuraman, 2000. Items
include "I find it easy to learn new technologies,” among others, on a 7-point scale ranging

from 1 = strongly disagree to 7 = strongly agree.

The survey also includes a set of questions about the demographic background, such as
age, gender, job type-role, experience in years, and virtual working arrangement at present that
may be important for the identification of possible patterns across generations and as control

variables for the analysis.
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2.8 Data Analysis Techniques

The section below details the methods of analysis that were adopted in testing the data
collected to validate whether the relationships between remote work, employee engagement,
and generational differences would hold appropriately.

Afterwards, data cleaning would follow with checks for missing values, outliers, and
normality. For conditions of data to be below 5% and MCAR, multiple imputations will be
done. The normality of the variables will be gauged by using eye-ball impressions from the
shapes of the histograms supported by skewness and kurtosis statistics. All the variables with
a skewness value within the interval of -2 to +2 and kurtosis ranging between -7 and +7 will

thus be considered normally distributed.

Internal consistency of the constructs will be assessed using Cronbach’s alpha, with a
threshold value of 0.70 indicating acceptable reliability. Confirmatory Factor Analysis (CFA)
will be conducted to evaluate the construct validity of the measurement model. Fit indices such
as the Comparative Fit Index (CFI > 0.90), Tucker-Lewis Index (TLI > 0.90), and Root Mean
Square Error of Approximation (RMSEA < 0.08) will be used to assess the model fit.

Means, standard deviations, and frequency distributions will be calculated for all
variables to provide an overview of the sample. The demographic information will be analyzed
to identify patterns across generational cohorts and control for any confounding variables in

subsequent analyses.

Pearson’s correlation coefficients will measure the strength and direction of
relationships between the variables. Hierarchical multiple regression analysis will be employed
to test the main effects of remote work adaptability and technological readiness on employee
engagement. Each model will incorporate generational variables to identify potential

differences across cohorts.

Moderation analysis will be conducted to examine whether generational differences
affect the relationship between remote work adaptability and engagement. The PROCESS
macro by Hayes (2017) will be used to test interaction effects, with follow-up simple slope

analysis to explore significant interactions in detail.
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The study will use the bootstrapping method with 5000 resamples to evaluate the
mediating role of technology use and work-life balance in the relationship between remote
work and engagement. Bias-corrected confidence intervals will be reported to determine the
significance of indirect effects.
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3. Findings and Discussion

This section presents the findings of the study about how work-from-home
arrangements influence employee engagement across different generations. The discussion of
data analysis that follows will explain how the impact of adaptability to working from home
and technological readiness on engagement is moderated by the generational difference

between Generation X, Millennials, and Generation Z.

Even more transparently stated, how each generation experiences and adapts to working
at home, and shapes variation in engagement levels, the raw results put forth. Hypothesis
testing, moderation, and mediation analysis, and multi-group comparisons capture nuance in

the dynamics between variables in this chapter after descriptive statistics.

The results are discussed in light of the literature, integrating both the theoretical and
practical implications. Further, the chapter continues discussing how organizations can frame
the remote work policy to best fit the needs of each generation in such a way that increases

engagement in and productivity from their remote work.

3.1 Descriptive Statistics and Reliability Analysis

The following section, therefore, presents the sample characteristics, descriptive
statistics of the key variables, and the reliability testing of the measurement scales. The study
will, therefore, dwell on explaining the generational differences in employee engagement,
adaptability to working remotely, technological readiness, and work-life balance across

comparative generations of Gen X, Millennials, and Gen Z.

The total sample size is 450, comprising three generational cohorts: Generation X-born
between 1965-1980, Millennials between 1981-1996, and Generation Z-born after 1997. The
demographic distribution, in this regard, plays a vital role in reducing the amount of
engagement that would be brought into these groups by incorporating the virtual work

environment. The demographic characteristics are summarized below in the table.
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Demographic Variable Geileration X Mil_lennials Ge_neration 4 ToEaI
(n=150) (n=150) (n=150) (N=450)

Age Range 41-56 27-40 18-26 18-56

Gender:

Male 70 60 50 180

Female 80 90 100 270

Job Role:

Managerial 40 30 10 80

Non-Managerial 110 120 140 370

Years of Experience:

Less than 5 years 30 70 120 220

5-10 years 50 40 20 110

More than 10 years 70 40 10 120

Table 3: Demographic Characteristics by Generation

This sample is spread fairly evenly across the three generations, which allows us to look

at how engagement differs between them. The gender distribution shows some interesting

patterns.

Most respondents, according to the dataset, are not managers. This is consistent with

typical workforce trends, where a smaller number hold managerial positions. It may also mean

that the findings of the study primarily reflect the attitudes of non-managerial employees,

which is worth considering for an understanding of engagement at the working level.

A significant number of respondents from Generation Z say they have a lot of job

experience. That means a lot of them started working earlier than one would have expected,

perhaps due to economic reasons or educational systems that urge early employment. The trend

could possibly affect how they adapt and view remote work and involvement.

The sample is drawn in equal numbers from Generation X, Millennials, and Generation

Z. The study of differences between the generations would then be balanced. The quality of
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the study increases with the necessary comparisons and conclusions regarding engagement

across age groups.

On average, there is a higher representation of females, especially in Generation Z. This
can relate to other patterns where younger women work more as a result of increased education

or changing cultural expectations.

With regard to remote work, the representative sample stratified by generations shows
people with different experiences and expectations. For example, members of Generation X
value work-life balance and independence, which may impact their satisfaction with remote
work. Meanwhile, the desire for teamwork and meaningful work by Millennials aligns with
trends in online engagement and feedback culture. On the other hand, Generation Z is very
good with technology, possibly because they started working early and are familiar with digital

tools.

Data Screening and Normality Checks: The dataset was cleaned for missing data,
outliers, and normality. Missing data was less than 5% and was imputed using multiple
imputation methods to retain the integrity of the dataset. Normality was checked by inspection
of histograms and skewness/kurtosis statistics. All variables passed the tests for normal
distribution, with skewness values between -1 and +1 and kurtosis values within acceptable

ranges.

Descriptive statistics were calculated for all key variables in the study, which included

remote work adaptability, employee engagement, and technological proficiency.

Table 4: Summarized result of Descriptive Statistics

Variable Generation X (M = SD) | Millennials (M = SD) | Generation Z (M + SD)
Employee 4.20+0.85 4.50 +£0.75 4.70 £ 0.65
Engagement

Remote Work | 3.80 +0.90 4.20 £ 0.80 4.50+0.70
Adaptability

Technological 3.50+1.00 4.00 = 0.85 4.60 + 0.60

Proficiency
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The mean score about the adaptability of remote work suggests that in general, the
participants hold a positive attitude toward the concept, meaning they feel at ease adapting
themselves to remote work environments. Employee engagement scores are high; this is to say
that the employees feel emotionally committed to their work even when challenged by remote
settings. Technological proficiency scores are such that participants feel relatively confident in

using digital means to perform their remote work.

3.3 Hypothesis Testing Results

The next section covers the hypothesis testing to highlight the influence of remote work
adaptability, employee engagement, technological proficiency, and generational difference
variables. The results will provide both the explanations for testing the hypotheses using

correlation and regression analyses.

Furthermore, the total Cronbach's alpha of the general indication of the overall
reliability of the questionnaire was calculated. This measure takes all the subscales into
consideration concerning internal consistency. Following is the calculation based on the

subscales and their Cronbach's alpha:

e Remote Work Adaptability: a = 0.85
e Employee Engagement: a = 0.91

e Technological Proficiency: a = 0.87
The number of items in each subscale is as follows:
e Remote Work Adaptability: 20 items

e Employee Engagement: 15 items

e Technological Proficiency: 10 items

The overall Cronbach's alpha was calculated using the formula:

Overall o = (Zoiki) / (Zki + 22ZrV(kik;))

Where:

e (; is the Cronbach's alpha for subscale i
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e k;is the number of items in subscale i

® 1 is the correlation between subscale i and subscale 1

The following correlations between the subscales were observed:

Subscale 1 Subscale 2 Correlation

Remote Work Adaptability Employee Engagement 0.60

Remote Work Adaptability Technological Proficiency 0.65

Employee Engagement Technological Proficiency 0.70

This calculation resulted in an overall Cronbach's alpha of approximately 0.88. This reflective
overall value signifies that this overall questionnaire has high internal consistency and, as

such, is reliable to measure the intended constructs.

The various correlations that existed between variables on remote work adaptability,
technological proficiency, and employee engagement in light of the generational cohorts have
been computed using Pearson's correlation coefficients.

Table S: Summary of Pearson’s Correlation Coefficients, wherein p <.01

Variable Employee Remote Work | Technological
Engagement Adaptability Proficiency

Employee Engagement - .55 .60

Remote Work | .55 - .65

Adaptability

Technological .60 .65 -

Proficiency
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The results indicate significant positive correlations among all variables. Specifically,
higher levels of remote work adaptability are associated with increased employee engagement,
while technological proficiency also correlates positively with both remote work adaptability

and employee engagement.

To further investigate the relationships between the independent variables (remote work
adaptability and technological proficiency) and the dependent variable (employee
engagement), a hierarchical multiple regression analysis was performed. The analysis included
generational differences as moderating variables.

Table 6: Summary of Regression Results

Predictor B SE B t p
Remote Work Adaptability .30 .05 40 6.00 <.001
Technological Proficiency .25 .06 .35 4.17 <.001
Generation X (vs Millennials) -0.15 .07 -0.18 -2.14 .033

Note - The overall model was significant (F(4,445)=XX,p<.001F(4,445) = XX, p <
.001F(4,445)=XX,p<.001), explaining approximately 42%o of the variance in engagement..

The regression analysis demonstrates a positive relationship between the predictors and
employee engagement, indicating that higher levels of remote work adaptability and
technological proficiency are associated with increased engagement. Among the predictors,
remote work adaptability (p=0.40\beta = 0.40 B=0.40) emerged as a stronger predictor of
employee engagement compared to technological proficiency (f=0.35\beta = 0.35p=0.35).
This finding highlights the critical role of an employee's ability to effectively navigate remote
work environments in fostering engagement. Additionally, the significant negative coefficient
for Generation X (relative to Millennials) (B= 0.18,p=.033\ beta = 0.18, p = .033 B=0.18,
p=.033) suggests that Generation X employees may experience slightly lower engagement
levels under similar remote work conditions. This could be due to generational differences in
preferences or challenges related to adapting to remote work settings. Overall, the model

underscores the importance of focusing on adaptive strategies for remote work to enhance
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engagement, particularly among employees who may face generational or technological

barriers.

The results support Hypothesis 1 (H1), indicating that remote work adaptability

positively influences employee engagement.

To assess Hypothesis 3 (H3), which posits that technological proficiency mediates the
relationship between remote work adaptability and employee engagement, bootstrapping

methods were employed using the PROCESS macro by Hayes.

Table 7: Summary of Mediation Analysis

Path B |SE |cCl©5%)
Remote Work Adaptability > Employee Engagement 30 |.05 |[.20,.40]
Remote Work Adaptability — Technological Proficiency 40 |.06 |[.28,.52]
Technological Proficiency - Employee Engagement 25 |.06 |[.14,.36]

The indirect effect of remote work adaptability on employee engagement through
technological proficiency was significant (indirect effect = 0.12, CI [0.08, 0.16]), supporting
Hypothesis 3.

Moderation analysis was conducted to examine whether generational differences affect
the relationship between remote work adaptability and employee engagement as proposed in
Hypothesis 2 (H2).

Table 8: Result of Moderation Analysis examining effect of Generational Difference on

Remote Work Adaptability and Employee engagement Relationship

Interaction Term B SE |t p
Remote Work Adaptability X Generation X -0.20 .08 |-2.50 012
Remote Work Adaptability X Generation Z -0.10 08 |-1.25 211
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The interaction effect for Generation X was significant (p < .05), indicating that
generational differences moderate the relationship between remote work adaptability and

employee engagement more strongly for Generation X than for Millennials or Generation Z.

- H1: Supported - Remote work adaptability has a positive influence on employee

engagement.

- H2: Partially supported - Generational differences moderate this relationship;

Generation X shows a weaker correlation compared to Millennials.

- H3: Supported - Technological proficiency mediates the relationship between remote

work adaptability and employee engagement.

These findings underscore the importance of considering generational differences when
developing strategies to enhance employee engagement in remote work settings. Organizations
should focus on improving technological proficiency and adapting their approaches based on
generational preferences to foster a more engaged workforce in an increasingly digital

environment.

3.4 Mediation and Moderation Analysis

The following section attempts to provide mediation and moderation analyses that
could explain the relationships among the variables of remote work adaptability, employee
engagement, and generational difference. Analysis could be done in such a way so as to find
the complete picture of the interaction between the variables and their influence within a remote

working environment.

A mediation analysis was done to examine the mediating role technological proficiency
played in the relationship between the adaptability of employees to remote work and employee
engagement. This would be very important in understanding the mechanisms underpinning

how adaptability to working remotely influences the level of employees' engagement.

More robust estimation of the indirect effects was done using the PROCESS macro

developed by Hayes when analyzing mediation. The independent variable in our model was

47



remote work adaptability, with technology proficiency being the mediator and employee

engagement being the dependent variable.

Path Description B SE 95% CI

Remote Work Adaptability » Employee Engagement .30 .05 [.20, .40]
Remote Work Adaptability — Technological Proficiency | .40 .06 [.28, .52]
Technological Proficiency - Employee Engagement 25 .06 [.14, .36]
Indirect Effect (Mediation) 10 .02 [.07,.15]

Table 9: Summary of results of this mediation analysis (Hayes, 2017).

The results indicate that remote work adaptability significantly influences employee
engagement both directly and indirectly through technological proficiency. The indirect effect
was significant (indirect effect = .10, 95% CI [.07, .15]), suggesting that employees who adapt
well to remote work environments tend to have higher levels of technological proficiency,

which in turn enhances their engagement levels.

This finding supports Hypothesis 3 (H3), which posited that technological proficiency
mediates the relationship between remote work adaptability and employee engagement. The
results underscore the importance of fostering technological skills among employees to
leverage the benefits of remote work fully.

Following the mediation analysis, we conducted a moderation analysis to examine
whether generational differences moderate the relationship between remote work adaptability
and employee engagement. This analysis is essential for understanding how different
generational cohorts respond to remote work settings and whether their unique characteristics

influence their engagement levels.

To assess moderation effects, we again utilized the PROCESS macro by Hayes,
incorporating interaction terms between generational cohorts (Generation X, Millennials,

Generation Z) and remote work adaptability (Hayes, 2017).
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Table 10: Summary of Results of moderation analysis .

Interaction Term B SE |t p
Remote Work Adaptability x Generation X -0.20 .08 -2.50 012
Remote Work Adaptability X Generation Z -0.10 08 |[-1.25 211

The interaction effect for Generation X was significant (B = -0.20, p <.05), indicating
that this cohort experiences a weaker relationship between remote work adaptability and
employee engagement compared to Millennials and Generation Z. This finding suggests that
while younger generations may thrive in remote work environments due to their comfort with
technology and flexibility, Generation X may face challenges that hinder their engagement

levels.

To further explore these moderation effects, simple slope analyses were conducted for

each generational cohort.

Table 11: Result of Simple Slope Analyses conducted for each Generational Cohort

Generational Cohort

Low Adaptability
(1 SD below mean)

Mean Adaptability

High Adaptability
(1 SD above mean)

Generation X 3.50 (p <.05) 4.00 (p <.01) 4.20 (p < .05)
Millennials 4.00 (p<.01) 4.50 (p <.001) 5.00 (p <.001)
Generation Z 4.20 (p<.01) 4.70 (p <.001) 5.10 (p <.001)

The interaction term for the Generation X group is statistically significant (p <.05),

which is a sign that this age cohort has a less strong relationship between remote work
adaptability and employee engagement than Millennials and Generation Z. It also indicates that
while younger generations might go completely in line with remote work, being enslaved by
technology and flexibility, Generation X could feel some sort of challenges that will weaken

their engagement.
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Simple slope analyses show that both Millennials and Generation Z have considerably
higher employee engagement at high levels of remote work adaptability than Generation X. In
other words, while the results above mean that good adaptation to the remote work environment
increases the level of employee engagement across all generational groups, the positive

relationship in that respect is stronger among the younger generations.

Most Millennials fall between birth years 1981 to 1996 and thus have grown up during
fast advancement of technology. They generally feel more comfortable with digital
communication tools and flexible working arrangements, and thus very well-suited to succeed
in a remote environment. Due to their adaptability to technology, they can then utilize multiple
digital platforms efficiently to achieve higher productivity and engagement. The fact that they
love to work remotely also makes them crave significant connection and feedback from their
employers, boosting their levels of engagement. What this does indicate is that when working
remotely conditions are favorable, Millennials' scores for engagement go up, reflecting their

preference for flexibility and autonomy at work.

Generation Z, born in 1997 and onwards, grew up with technology from their very early
years. In other words, this generation has digital fluency in their blood and comfort with virtual
interactions. As analyses in the report have pointed out, not only does Generation Z quickly
adapt to remote work, but it actually thrives on such arrangements, generally showing more
engagement than Millennials do, provided one gives them their tools and resources. Their high
orientation for collaboration and innovation on digital platforms leads to greater engagement
because this manner of working meets expectations for flexibility and integration of work and

private life.

In contrast, members of Generation X (1965 and 1980), show lower levels of
engagement at high levels of adaptability compared to younger peers. Such a generation may
look for structure and face-to-face interaction in their job, which may be hard to replace in a
remote work environment. Though they, too, benefit from adaptability, the positive relation to
engagement is weaker compared with M & Gen Z. That may simply mean that supplementary
support or structured scaffolds become necessary for optimum engagement among Gen X in

placeless environments.
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In conclusion, the mediation analysis supported the fact that technological proficiency
is an important mediator between remote work adaptability and employee engagement. Those
employees who have high ability in the use of digital tools will lead to a higher level of
engagement if they adapt to working from home. The moderation analysis indicated that the
generational differences significantly moderate the relationship between remote work
adaptability and employee engagement. The interaction of the variables across employees from
Generation X was weaker compared to both Millennials and Generation Z employees. This
implies that organizations have to take generational differences into consideration as remote

working arrangements are implemented.

The findings of the two analyses have some important practical implications for

organizations in striving to improve employee engagement in a virtual work environment:

Therefore, organizations should invest in designing and developing training programs,
which give equal, if not special, attention to the generational technological improvement of
Generation X. This would mean bridging the resource and support gap in technologies,

increasing overall engagement.

Considering that different generational groups are influenced differently through the
adaptability of remote working, each organization should develop a mechanism of aligning
policies in bridging these gaps. For instance, providing structured support to Generation X,
while affording great flexibility to the younger generations, will make each of them more

productive.

Encouragement of collaboration between workers of different generations may help in
sharing knowledge on the use of technology and how to adapt to it. Such opportunities may be
created for mentorship or peer assistance. Regular feedback mechanisms can also help an
organization to assess the reaction of various generations to the policy of working from home
with a view to making necessary changes according to their demands. Trends in employee
engagement should be monitored regularly through surveys or feedback tools in order to
understand generational cohort shifts with a view to adapting strategies. Directed strategies set
up to handle these dynamics can result in increased employee satisfaction and productivity

within a digital workplace context.
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Conclusion

The analysis shows that certain aspects related to remote work, adoption of technology,
effectiveness in communication, and work-life balance determine employee engagement.
Effective communication was by far the most cited factor, as it gave workers a sense of
connection and cooperation, even in remote settings. Similarly, access to reliable digital tools
increased productivity and satisfaction, while a strong work-life balance reduced stress and
burnout. These results have presented the critical investment priorities for any organization:
communication platforms, training in digital tools, and policies that are flexible enough to

enable work-life integration.

Empirical findings have shown preferences across Gen X, Millennials, and Gen Z in what
concerns the characteristics of remote work. Gen Z showed higher levels of engagement when
given the latest technology and flexibility in their schedules. On other hands, Millennials need
constant communication and chances of collaboration, while Gen X gives priority to work-life
balance and clear boundaries between work and life. These generational behaviors highlights
the importance of defining strategies to the engagement of employees with diverse needs in a

multigenerational workforce.

Moreover, the research proved that generational identity plays a crucial role in the relationship
between remote work characteristics and engagement. For instance, technology adoption had
a higher engagement impact for Gen Z than for Gen X. The same occurred, although to a much
lesser extent, with work-life balance in relation to engagement where Gen X employees viewed
this aspect as more important then the other generations. These findings support the hypothesis
that generational cohorts have an effect on the way remote work features affect employee

engagement, thereby justifying the focus on differentiated strategies.

What is interesting, the study identified three major barriers to employee engagement in remote
environments which are social isolation, communication breakdowns, and a lack of
supervision. These were felt even more by Gen X employees, who had a stronger need for
structured guidance and in-person interactions. Millennials and Gen Z were more adaptable to
virtual collaboration but highlighted challenges in maintaining work-life boundaries. This
would call for the organization to be proactive in providing virtual team-building activities,
regular feedback mechanisms, and flexible work policies, among others.
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Indeed, implementing different communication styles based on the age group of the individual,
such as a formal call for Gen X and an instant messaging tool for the Millennials and Gen Z.
Having specific digital devises that are suited for the targeted age group. For example, Gen Z
enjoys games most while Gen X is used to more standard types of systems which do not require
much of learning. For example, offering work-life balance solutions like core hours to Gen Y
and Z and fixed hours to Gen X. Such approaches show how companies can reconcile

generational demands and enhance the integration and engagement of employees.

Similarly, statistical analysis also indicated measurement between characteristics of work
being performed remotely and engagement in working together. For example, the regression
models showed that effective communication explaining the majority of variation in the levels
of engagement, followed by adoption of technology and work and non-work
interconnectedness. The moderation further analysis showed that the generational cohort
increases or decreases these effects, with the younger generation being more favorably inclined
towards technology driven initiatives. These outcomes substantiate the theoretical framework
and illustrate the remote work characteristics that have the effect on the attitude of the

employees.

53



Recommendations

1. Prioritize technological proficiency: Organizations should first look toward
technological literacy in employee engagement in a remote work environment by
creating effective training programs that would help increase the digital literacy of the
employees, especially Gen X, who may find it difficult to cope with these emerging
technologies. It may be in the form of workshops, online tutorials, or mentorship on the
exact technologies the organization uses. By bridging the technology gap, such
organizations can empower their people in the remote work settings and consequently

raise their engagement level.

2. Tailor remote work policies: The organizational remote work policies should be
tailored for each generational cohort in order to fit their needs and preferences better.
This may mean offering more structured support and mentorship to Gen Z employees
who are finding their place in the early stages of a career, whereas the selling point to
Millennials is flexibility, with plenty of collaboration and innovation opportunities
offered. For Generation X, organizations should also provide clear channels of
communication and work-life balance because this generation may value structure and

face-to-face interactions.

3. Foster a culture of open communication: The organizations should also nurture open
communication; this is where open dialogue is encouraged, and technology allows
periodic interactions between managers and employees. This would be an excellent
approach toward using technology to improve communication and thus bridge
generational gaps and make remote workers feel more connected. Use of specific tools
such as instant messaging, video conferencing, and project management software
encourages seamless interactions and sharing. If a sense of connectedness and support
among employees is created, then an organization can further elevate remote work

engagement and productivity.

54



References
Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance

and normative commitment to the organization. Journal of Occupational Psychology,
63(1), 1-18.

Ali B. Mahmoud, Alexander Berman, Nicholas Grigoriou, Konstantinos Solakis, (2023).
Investigating gender as a moderator of extreme-context perception effects on
behavioural tendencies towards fashion brands on Instagram in West Africa, Journal of
Marketing Communications, 10.1080/13527266.2023.2278058, 1-23.
https://www.tandfonline.com/doi/full/10.1080/13527266.2023.2278058

Abdul Karim Armah, Jinfa Li, (2023). Generational Cohorts’ Social Media Acceptance as a
Delivery Tool in sub-Sahara Africa motorcycle industry: The Role of Cohort Technical
Know-how in Technology Acceptance. Technology in Society, Volume 75, 102390,
ISSN 0160-791X, https://doi.org/10.1016/j.techsoc.2023.102390.
https://www.sciencedirect.com/science/article/abs/pii/S0160791X23001951

Anand, Anoor & Acharya, Sheetal. (2021). Employee Engagement in A Remote Working
Scenario. International Research Journal of Business Studies. 14. 119-127.
10.21632/irjbs.14. 2.109-127. https://irjbs.com/index.php/jurnalirjbs/article/view/2323

Antonio, Carmen (2022). The impact of remote working on employees’ motivation and

engagement. Bachelor’s Thesis: Haaga-Helia University of Applied Sciences.

Agouridis, Andy (2023). Employee Engagement - Definition & strategies. Jobylon. Retrieved

from https://www.jobylon.com/blog/employee-engagement/

Blau, P. M. (1964). Exchange and power in social life. John Wiley & Sons.

Bal, Yasemin & Bulgur, Nazli Ece. (2023). Remote Work: A Paradigm Shift in the Modern
Workplace and Its Impact on the Workforce. 10.4018/978-1-6684-9172-0.ch0109.
https://www.researchgate.net/publication/375111616_Remote_Work_A_Paradigm_S
hift_in_the_Modern_Workplace_and_Its_Impact_on_the Workforce

Biron, Michal, & Marcvanveldhoven (2016). When control become saliability rather than an

asset: Comparing home and office days among part-time teleworkers. Journal of

55


https://www.jobylon.com/blog/employee-engagement/

Organizational Behavior, J. Organiz. Behav. 37, 1317-1337
https://www.researchgate.net/publication/301237577_When_control_becomes_a_liab
ility_rather_than_an_asset_Comparing_home_and_office_days _among_part-

time_teleworkers

Béland, L. P., Brodeur, A., & Wright, T. (2023). The short-term economic consequences of
Covid-19: Exposure to disease, remote work and government response. PLoS One,
18(3), e0270341. do0i:10.1371/ journal. pone.0270341 PMID:36920940.
https://www.iza.org/publications/dp/13159/the-short-term-economic-consequences-

of-covid-19-exposure-to-disease-remote-work-and-government-response

Baldoni, J. (2013). Employee engagement does more than boost productivity. — Harvard

Business Review, Vol. 4.[online] Available at: https://hbr.org/2013/07/employee-

engagement-does-more.

Bernstein, Jake. The Biggest Challenge of Remote Employee Engagement. bonfyre.

https://bonfyreapp.com/blog/social-distance-remote-employment

Bojmel, B., L., Chernyak., H, L., Margalit, M., (2023). Out of Sight but Not Out of Mind: The
Role of Loneliness and Hope in Remote Work and in Job Engagement. Personality and
Individual Differences, Volume 202, ISSN 0191-8869,
https://doi.org/10.1016/j.paid.202 2.101955.

Burrow, Hadzic, & Stoltz, 2021. Remote Work Statistics 2024: Current trends in remote
working — KPMG. https://pumble.com/learn/collaboration/remote-work-
statistics/#:~:text=0ver%2090%25%200f%20employees%20believe,connect%20with
%20colleagues%20for%20work.

Chaudhary, V., Mohanty, S., Malik, P., Mary, A. A. S., Maroor, J. P., Nomani, M. Z. M. (2021).
Factors affecting virtual employee engagement in India during COVID-19. —Materials
Today: Proceedings. [online] Available at:
https://doi.org/10.1016/j.matpr.2021.05.685.

Cackett, Megan, A., (2018). CUBES TO COLLABORATION: A GENERATIONAL DIVIDE
IN THE WORKPLACE. A Thesis Presented to the Faculty of the Graduate School of

56


https://hbr.org/2013/07/employee-engagement-does-more
https://hbr.org/2013/07/employee-engagement-does-more
https://doi.org/10.1016/j.paid.2022.111955
https://pumble.com/learn/collaboration/remote-work-statistics/#:~:text=Over%2090%25%20of%20employees%20believe,connect%20with%20colleagues%20for%20work
https://pumble.com/learn/collaboration/remote-work-statistics/#:~:text=Over%2090%25%20of%20employees%20believe,connect%20with%20colleagues%20for%20work
https://pumble.com/learn/collaboration/remote-work-statistics/#:~:text=Over%2090%25%20of%20employees%20believe,connect%20with%20colleagues%20for%20work
https://doi.org/10.1016/j.matpr.2021.05.685

Cornell  University. https://fecommons.cornell.edu/items/5d1lebc4c-f19e-419f-9baa-
€2d9905c056b

Chatterjee, S., Chaudhuri, R., & Vrontis, D. (2022). Does remote work flexibility enhance
organization performance? Moderating role of organization policy and top management
support.  Journal  of  Business  Research, 139, 1501-1512.  doi:
10.1016/j.jbusres.2021.10.069.
https://www.sciencedirect.com/science/article/abs/pii/S0148296321007967

Cook, D. (2023). What is a digital nomad? Definition and taxonomy in the era of mainstream
remote work. World Leisure Journal, 65(2), 1-20.
doi:10.1080/16078055.2023.2190608

Cassidy, Mckenzie (2022). HRExchange Network: How Gen Z Feels about Remote Work Will
Surprise You. https://www.hrexchangenetwork.com/employee-

engagement/articles/how-gen-z-feels-about-remote-work-will-surprise-you

Cooney, Mary (2023). LinkedIn: Understanding the Impact of Generational Differences on
Recruitment and Retention. https://www.linkedin.com/pulse/understanding-impact-

generational-differences-mary-cooney-phd/

Chanana, N. (2020). Employee engagement practices during COVID-19 lockdown. — Journal
of Public Affairs, DOI: 10.1002/pa.2508J.

Chiguvi, D., Keneilwe Bakani, & Thuso Sepepe. (2023). Examining the effects of remote work
arrangements implemented during the COVID-19 pandemic on the overall wellness of
employees at Botswana Unified Revenue Services (BURS). International Journal of
Research in Business and Social Science (2147- 4478), 12(6), 367-379.
https://doi.org/10.20525/ijrbs.v12i6.2504

Chong, Jackie & Sin, Cheong & Kathiarayan, Vijayakumaran. (2023). The Evolution of
Remote Work: Analyzing Strategies for Effective Virtual Team Management and
Collaboration.
https://www.researchgate.net/publication/370869242 THE_EVOLUTION_OF REM
OTE_WORK_ANALYZING_STRATEGIES_FOR_EFFECTIVE_VIRTUAL_TEA

M_MANAGEMENT_AND_COLLABORATION
57



Daniel, S.J. Education and the COVID-19 pandemic. Prospects 49, 91-96 (2020).
https://doi.org/10.1007/s11125-020-09464-3

Deci, E. L., & Ryan, R. M. (1985). Intrinsic motivation and self-determination in human
behavior. Springer. https://link.springer.com/book/10.1007/978-1-4899-2271-7

El Khatib, M., Al Hashimi, S. and Al Ketbi, M. (2023) Impact of Remote Work on Project
Management Cases from UAE Construction Sector. Journal of Service Science and
Management, 16, 30-43. doi: 10.4236/jssm.2023.161003.

Emerald Insight. (2023). Evolving approaches to employee engagement: comparing
antecedents in remote work and traditional workplaces. Retrieved from
https://www.emerald.com/insight/content/doi/10.1108/EJTD-10-2022-
0103/full/htmI?skipTracking=true

Employee Engagement for Remote Workforce - Upskillist.

https://www.upskillist.pro/blog/employee-engagement-for-remote-workforce/

Gajendran, R., & Harrison, D. (2007). The good, the bad, and the unknown about
telecommuting: Meta-analysis of psychological mediators and individual
consequences.  Journal of  Applied Psychology, 92(6), 1524-1541.
https://doi.org/10.1037/0021.9010.92.6.1524

Gilpin-Jackson, Y., Axelrod, R.(2021). Collaborative Change Engagement in a Pandemic Era
& Toward Disruptive Organization Development Practice. — Organization
Development Review, Vol. 53, N 2, pp. 9-18.

Harris, Robert, (2023). LinkedIn: Generational Technology Adoption Doesn't Support Easy
Generalities. https://www.linkedin.com/pulse/generational-technology-adoption-
doesnt-support-easy-robert-harris/

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of a
theory. Organizational Behavior and Human Performance, 16(2), 250-279.
https://www.sciencedirect.com/science/article/abs/pii/0030507376900167

Hajjami, O. and Crocco, O.S. (2024), "Evolving approaches to employee engagement:

comparing antecedents in remote work and traditional workplaces", European Journal
58



https://doi.org/10.1007/s11125-020-09464-3
https://doi.org/10.4236/jssm.2023.161003
https://www.emerald.com/insight/content/doi/10.1108/EJTD-10-2022-0103/full/html?skipTracking=true
https://www.emerald.com/insight/content/doi/10.1108/EJTD-10-2022-0103/full/html?skipTracking=true
https://www.upskillist.pro/blog/employee-engagement-for-remote-workforce/
https://doi.org/10.1037/0021
https://www.emerald.com/insight/search?q=Omaima%20Hajjami
https://www.emerald.com/insight/search?q=Oliver%20S.%20Crocco
https://www.emerald.com/insight/publication/issn/2046-9012

of Training and  Development, Vol. 48 No. 3/4, pp. 375-
392. https://doi.org/10.1108/EJTD-10-2022-0103

Haque, Shamoel, Mu, Saw (2023). THE IMPACT OF REMOTE WORK ON HR
PRACTICES: NAVIGATING CHALLENGES, EMBRACING OPPORTUNITIES.
European Journal of Human Resource Management Studies. 7. 10.46827/ejhrms.
v7i1.1549. https://oapub.org/soc/index.php/EJHRMS/article/view/1549

Drivers of Employee Engagement in Remote Working Environment. Gordon Institute of
Business Science, (2021). chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://repository.up.ac.za/bitstream/h
andle/2263/85352/Ncube_Drivers_2021.pdf?sequence=1&isAllowed=y

Fansury, Andi Hamzah; Januarty, Restu, & Ali Wira Rahman, Syawal (2020). Digital Content
for Millennial Generations: Teaching the English Foreign Language Learner on
COVID-19 Pandemic. Journal of Southwest Jiaotong University, Vol 55, No 03.
http://jsju.org/index.php/journal/article/view/630

Golden, T. D., Veiga, J. F., & Dino, R. N. (2008). The impact of professional isolation on
teleworker job performance and turnover intentions: Does time spent teleworking,
interacting face-to-face, or having access to communication-enhancing technology
matter? Journal of Applied Psychology, 93(6), 1412-1421.
https://pubmed.ncbi.nlm.nih.gov/19025257/

Guimaraes, T., Dallow, P. (1999). Empirically Testing the Benefits, Problems, and Success
Factors for Telecommuting Programmes. — European Journal of Information Systems,
Vol. 8, pp. 40-54.

Gegerfelt, Jakob (2023). How remote work affect employee productivity. Master’s Thesis;
Uppsala University. chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://www.diva-
portal.org/smash/get/diva2:1779091/FULLTEXTOL.pdf

Imagine Johns Hopkins University: The Changing Generational Values (2022).
https://imagine.jhu.edu/blog/2022/11/17/the-changing-generational-values/

59


https://www.emerald.com/insight/publication/issn/2046-9012
https://doi.org/10.1108/EJTD-10-2022-0103
https://pubmed.ncbi.nlm.nih.gov/19025257/

Jain, Nick (2023). What is Employee Engagement? Definition, Importance, Strategies.

IdeaScale . Retrieved from https://ideascale.com/blog/what-is-employee-engagement/

Jamaludin, Nor & Kamal, Sakinah. (2023). The Relationship between Remote Work and Job
Satisfaction: The Mediating Role of Perceived Autonomy. Information Management
and  Business  Review. 15. 10-22. 10.22610/imbr.  v15i3(SI).3453.
https://www.researchgate.net/publication/373997988 The_Relationship_between_Re
mote_Work_and_Job_Satisfaction_The Mediating_Role_of Perceived Autonomy#:
~:text=A%?20Statistical%20Package%20for%20the,remote%20work%20and%20job
%?20satisfaction.

Jamsen, R., Sivunen, A., & Blomgqvist, K. (2022). Employees’ perceptions of relational
communication in full-time remote work in the public sector. Computers in Human
Behavior, 132, 107240. doi:10.1016/j. chb.202 2.97240 PMID:35185274

Jamsen, R., Sivunen, A., & Blomgqvist, K. (2022). Employees’ perceptions of relational
communication in full-time remote work in the public sector. Computers in Human
Behavior, 132, 107240. doi:10.1016/j. chb.202 2.97240 PMID:35185274

Justo Alonso, Ania; Garcia Dantas, Ana; Gonzalez Vazquez, Ana Isabel; Sanchez Martin,
Milagrosa; Rio Casanova, Lucia del (2020). How did different generations cope with
the COVID-19 pandemic? early stages of the pandemic in Spain. Psicothema, Vol. 32,
No. 4, 490-500. https://pubmed.ncbi.nlm.nih.gov/33073754/

Kurdy, Dania & Al-Malkawi, Husam-Aldin & Rizwan, Shahid. (2023). The impact of remote
working on employee productivity during COVID-19 in the UAE: the moderating role
of job level. Journal of Business and Socio-economic Development. 3.
10.1108/JBSED-09-2022-0104.
https://www.emerald.com/insight/content/doi/10.1108/JBSED-09-2022-
0104/full/ntml

Kurland, N. B., & Bailey, D. E. (1999). The advantages and challenges of working here, there,
anywhere, and anytime. Organizational Dynamics, 28(2), 53-68. chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://www.researchgate.net/profile/
Nancy-

60


https://ideascale.com/blog/what-is-employee-engagement/

Kurland/publication/247748414 The_Advantages_and_Challenges_of Working_Her
e/links/5444f1640cf2e6f0c0fbf7c7/The-Advantages-and-Challenges-of-Working-
Here.pdf

Kundu, S., Nag, S. (2021). Employee Engagement: Factors and Recommendations for
Enhancing Employee Engagement during COVID-19 Pandemic. — Journal of Strategic
Human Resource Management, 10(3), pp. 25-32.

Kossek, E. E., Thompson, R. K. (2016). Workplace Flexibility: Integrating Employer and
Employee Perspectives to Close the Research Practice Implementation Gap. — In: Allen,
T.D., Eby L. T. (eds.). The Oxford Handbook of Work and Family (Oxford: OUP), pp.
255-271.

Kulal, Abhinandan and N, Abhishek and Dinesh, Sahana, Beyond the Office Walls: Exploring
the Impact of Remote Work on Employees’ Engagement and Productivity. Available
at SSRN: https://ssrn.com/abstract=4653304 or http://dx.doi.org/10.2139/ssrn.4653304

Lakshmi, Vijaya, P1, Rajadharani N2, Ramvignesh S3, & Ranjani S4 (2023). The Impact of
Remote Work on Employee Engagement and Productivity. International Journal of
Research  Publication and  Reviews, 4 (8), 1711-1717. chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://ijrpr.com/uploads/V4ISSUES/I
JRPR16266.pdf

Luthans, F. (2002). The need for and meaning of positive organisational behavior. — Journal of

Organizational Behavior, Vol. 23.

Lebene Richmond Soga, Yemisi Bolade-Ogunfodun, Marcello Mariani, Rita Nasr, Benjamin
Laker, (2022). Unmasking the other face of flexible working practices: A systematic
literature review. Journal of Business Research, Volume 142, 648-662,
https://doi.org/10.1016/j.jbusres.2022.01.024

Lu, Z., Zhuang, W. Can Teleworking Improve Workers’ Job Satisfaction? Exploring the Roles
of Gender and Emotional Well-Being. Applied Research Quality Life 18, 1433-1452
(2023). https://doi.org/10.1007/s11482-023-10145-4

61


http://dx.doi.org/10.2139/ssrn.4653304
https://doi.org/10.1016/j.jbusres.2022.01.024
https://doi.org/10.1007/s11482-023-10145-4

Maslach, C., Schaufeli, W. B., Leiter, M. P. (2001). Job Burnout. — Annual Review of
Psychology, 52, pp. 397-422.

Makowski, Patryk (2023). Remote Leadership and Work Engagement: A Critical Review and
Future Directions. European Journal of Business and Management Research, 8 (4), 1-
7. DOI: 10.24018/ejbmr.2023.8.4.1835.
https://www.ejbmr.org/index.php/ejbmr/article/view/1835

Mulcahy, D., & T., Andreeva (2023). Employer’s perspectives on Employ Work Location:
Collaboration, Culture & Control. Working  Paper, 5/23, Bruegel.
https://www.bruegel.org/working-paper/employer-perspectives-employee-work-

location-collaboration-culture-and-control

Maikikangas, A., Juutinen, S., Mékiniemi, J., Sjoblom, K., & Oksanen, A., (2022) Work
engagement and its antecedents in remote work: A person-centered view, Work &
Stress, 36:4, 392-416, DOl: 10.1080/02678373.2022.2080777.
https://www.tandfonline.com/doi/full/10.1080/02678373.2022.2080777

Mahmoud, Ali, B. Berman, Alexander, Reisel, William, Leonora Fuxman, & Dieu Hack-Polay
(2023). Examining generational differences as a moderator of extreme-context
perception and its impact on work alienation organizational outcomes: Implications for
the workplace and remote work transformation. Scandinavian Journal of Psychology,
65 (01), 70-85.
https://onlinelibrary.wiley.com/doi/full/10.1111/sjop.12955McCullough,

Karen (2024). LinkedIn: A Generational Study of Engagement in the Workplace — The Rise
and Fall of Employee Trust and Engagement.
https://www.linkedin.com/pulse/generational-study-engagement-workplace-rise-fall-

mccullough-csp-1gejc/

Ng, E. S. W., Schweitzer, L., & Lyons, S. T. (2019). New generation, great expectations: A
field study of the millennial generation's expectations in the workplace. Journal of
Business and Psychology, 34(5), 607-623.
https://www.researchgate.net/publication/225617101 New_Generation_Great_Expect
ations_A_Field Study of the_Millennial_Generation
62



National Academies of Sciences, Engineering, and Medicine. 2020. Are Generational
Categories Meaningful Distinctions for Workforce Management? Washington, DC:
The National Academies Press. https://doi.org/10.17226/25796.
https://nap.nationalacademies.org/catalog/25796/are-generational-categories-

meaningful-distinctions-for-workforce-management

Nowakowski, Lauren, "Generational Differences in Remote Work" (2019). Honors Theses.
3148. https://scholarworks.wmich.edu/honors_theses/3148

Nguyen, T. (2020). Understanding the moderating role of generational differences in the
relationship between remote work and employee engagement. Journal of Business
Research, 112, 81-93.

Pattnaik, L. and Jena, L.K. (2021), "Mindfulness, remote engagement and employee morale:

conceptual analysis to address the ‘“new normal™", International Journal of
Organizational Analysis, VVol. 29 No. 4, pp. 873-890. https://doi.org/10.1108/IJOA-06-
2020-2267

Richardson, B., E., (2023). Strategies for Promoting Inclusion and Employee Engagement to
Improve Remote Teams’ Performance. Walden Dissertations and Doctoral Studies.

https://scholarworks.waldenu.edu/dissertations/

Remote  Work  Statistics 2024: Crucial Factors and Trends — Pumble.

https://pumble.com/learn/collaboration/remote-work-statistics/

Proffitt, Kristina (2023). Benefits of remote work for both employees & employers. HR

Morning, https://www.hrmorning.com/articles/benefits-of-remote-work-for-

employees-employers/

Razmerita, Liana & Peroznejad, Armin & Panteli, Niki & Kéarreman, Dan. (2021). Adapting to
the Enforced Remote Work in the Covid 19 Pandemic. 10.18690/978-961-286-485-
9.44.chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://research.cbs.dk/files/72225198
/liana_razmerita_et_al_adapting_to_the_enforced_remote_work_in_the covid_19 pa

ndemic_publishersversion.pdf

63


https://doi.org/10.17226/25796
https://scholarworks.wmich.edu/honors_theses/3148
https://www.emerald.com/insight/search?q=Laxmiprada%20Pattnaik
https://www.emerald.com/insight/search?q=Lalatendu%20Kesari%20Jena
https://www.emerald.com/insight/publication/issn/1934-8835
https://www.emerald.com/insight/publication/issn/1934-8835
https://doi.org/10.1108/IJOA-06-2020-2267
https://doi.org/10.1108/IJOA-06-2020-2267
https://scholarworks.waldenu.edu/dissertations/
https://www.hrmorning.com/articles/benefits-of-remote-work-for-employees-employers/
https://www.hrmorning.com/articles/benefits-of-remote-work-for-employees-employers/

Raj, R., Kumar, V., Sharma, N., K., Singh, S., Mahlawat, S., & Verma, P., (2023). The study
of remote working outcome and its influence on firm performance. Social Sciences &
Humanities Open, 8 (1), ISSN 2590-2911.
https://doi.org/10.1016/j.ssah0.2023.100528.

Ryba, Kristin (2021). What is Employee Engagement? What, why, and How to Improve It.
Quantum Workplace Retrieved from https://www.quantumworkplace.com/future-of-

work/what-is-employee-engagement-definition

Schaufeli, W. B., Bakker, A. B. (2004). Job Demands, Job Resources, and Their Relationship
with Burnout and Engagement: A Multi-Sample Study. — Journal of Organizational
Behavior, Vol. 25, pp. 293-315.

Shuck, B., Wollard, K. (2010). Employee Engagement and HRD:A Seminal Review of the
Foundations. — Human Resource Development Review, 9(1), pp. 89-110,
https://doi.org/10.1177/1534484309353560.

Schaufeli, W. B., Salanova, M., Gonzalez-roma, V., Bakker, A. B. (2002). The Measurement
of Engagement and Burnout: A Two Sample Confirmatory Factor Analytic Approach.

— Journal of Happiness Studies, Vol. 3, pp. 71-92.

Stoller JK. Reflections on leadership in the time of COVID-19. BMJ Lead. 2020 Apr: leader-
2020-000244. doi: 10.1136/leader-2020-000244. Epub 2020 Apr 7. PMCID:
PMC7211098. https://bmjleader.bmj.com/content/4/2/77

Schall, M., A., (2019). The Relationship Between Remote Work and Job Satisfaction: The
Mediating Roles of Perceived Autonomy, Work-Family Conflict, and Telecommuting
Intensity. Master's  Theses: San  Jose  State University. DOl:
https://doi.org/10.31979/etd.2x82-58pg https://scholarworks.sjsu.edu/etd_theses/5017

Sinclair, Stuart (2021). Talkfreely: Employee Engagement Theory: How Can We Engage

Remote Workers? https://www.talkfreely.com/blog/employee-engagement-theory

Sahut JM, Lissillour R. The adoption of remote work platforms after the Covid-19 lockdown:
New approach, new evidence. J Bus Res. 2023 Jan; 154:113345. doi:

64


https://www.quantumworkplace.com/future-of-work/what-is-employee-engagement-definition
https://www.quantumworkplace.com/future-of-work/what-is-employee-engagement-definition
https://doi.org/10.1177/1534484309353560
https://www.talkfreely.com/blog/employee-engagement-theory

10.1016/j.jbusres.202 2.103345. Epub 2022 Sep 29. PMID: 36193197; PMCID:
PMC9519525.

Toscano, F., & Zappala, S. (2020). Social isolation and stress as predictors of productivity
perception and remote work satisfaction during the COVID-19 pandemic: The case of
Italy. Sustainability, 12(23), 9804. https://doi.org/10.3390/su12239804

Tarkar, Preeti (2020). Impact Of Covid-19 Pandemic on Education System. International
Journal of Advanced Science and Technology, Vol. 29, No. 9s, pp. 3812-3814. chrome-
extension://efaidnbmnnnibpcajpcglclefindmkaj/https://www.researchgate.net/profile/P
reeti-Tarkar/publication/352647439 Impact_Of_Covid-

19 Pandemic_On_Education_System/links/60d1e909299bf19b8d99d279/Impact-Of-
Covid-19-Pandemic-On-Education-System.pdf

Tornikoski, Christelle (2011). Expatriate Compensation: A Total Reward Perspective. PhD
dissertation: Emlyon

https://www.academia.edu/1478072/Expatriate Compensation A Total Reward Per
spective

Tuyo, D. (2020). The Unexpected Benefits of Remote Work. [online], Credit Union Times.
Available  at:  https://www.cutimes.com/2020/09/08/the-unexpected-benefits-of-
remote-work/?slreturn=20201021145446, [ Accessed: 2 2.10.2020].

The Economist. (2020). The coronavirus crisis thrusts corporate HR chiefs into the spotlight

[online].  Available at:  https://www.economist.com/business/2020/03/24/the-

coronavirus-crisis-thrusts-corporate-hr-chiefs-intothe-spotlight : [Accessed
03.03.2021].

Tracy, Brower (2023). The Productivity Problem with Remote Work. Forbes.
https://www.forbes.com/sites/tracybrower/2023/08/06/the-productivity-problem-with-
remote-work/?sh=3a80641334b3 .

Vivek Kaul, Vivek; Shah, H. Vijay, & Hashem EI-Serag (2020). Leadership During Crisis:
Lessons and Applications from the COVID-19 Pandemic. Gartroenterology.
https://www.gastrojournal.org/article/S0016-5085(20)30679-X/fulltext

65


https://www.academia.edu/1478072/Expatriate_Compensation_A_Total_Reward_Perspective
https://www.academia.edu/1478072/Expatriate_Compensation_A_Total_Reward_Perspective
https://www.economist.com/business/2020/03/24/the-coronavirus-crisis-thrusts-corporate-hr-chiefs-intothe-spotlight
https://www.economist.com/business/2020/03/24/the-coronavirus-crisis-thrusts-corporate-hr-chiefs-intothe-spotlight
https://www.forbes.com/sites/tracybrower/2023/08/06/the-productivity-problem-with-remote-work/?sh=3a80641334b3
https://www.forbes.com/sites/tracybrower/2023/08/06/the-productivity-problem-with-remote-work/?sh=3a80641334b3
https://www.gastrojournal.org/article/S0016-5085(20)30679-X/fulltext

Wiesenfeld, B., Raghuram, S., Garud, R. (1999). Communication Modes as Determinants of
Organizational Identity in a Virtual Organization. — Organisation Science, Vol. 10, pp.
777-790.

Xia, Mengting (n.d.). How Does Virtual Work Change Employee Engagement? A Review of
Employee Engagement During the COVID-19 Period. https://www.atlantis-
press.com/proceedings/icedbc-22/125983700

66


https://www.atlantis-press.com/proceedings/icedbc-22/125983700
https://www.atlantis-press.com/proceedings/icedbc-22/125983700

SUMMARY
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Supervisor: Asst. Prof. Dr. Julija Savické

Vilnius, 2024

The thesis consists of 67 pages, 11 tables, and 104 references.

The objective of the Master thesis is to determine the impact of remote working on employee
involvement distinguished by generational disparities. The research outlines how different
generations e.g., Millennial, Generation Z and X experience undertake remote working as well

as factors such as their distinct tastes, ethics and conduct.

It consists of literature analysis, methodology, results presentation and conclusions

presentation with recommendations.

A review of previous studies provided a theoretical framework for this research that involved
literature analysis on employee engagement which included definitions, dimensions and
implications; remote work in its various forms; generational attributes. As part of this section
also identified barriers to engagement while in a distance workspace along with moderating
effects associated with generationally differences. This review was required to synthesize prior
works which have been done on these interplay items so that it can give a theoretical foundation
for the study.
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This chapter presents the researcher’s research design whose focus area is investigating
relations between remote work and employee involvement across generations. Research aims,
hypotheses were clearly outlined as well as administration of quantitative survey to 450
participants. Data collection tools used in this study were gathered through questionnaires that
were distributed to three hundred seven respondents who participated in filling them out based
on closed-ended questions requiring simple ticking response options or Likert scale rating
items such as strongly agree...strongly disagree”. Descriptive statistics in form frequencies
percentiles means averages standard deviations medians ranges quartiles minimums
maximums variances Harshman (1994) are used describe variables at individual level measures

central tendency dispersion variability among individuals (basic univariate).

The research methodology section presents the author’s research framework designed for
studying relationship between remote work and employee engagement across generations. The
research goals, hypotheses and methodologies were clearly outlined, and a quantitative survey
was administered to three hundred and seven respondents. Regression analysis, as well as
moderation analysis, was employed, using data collected from questionnaires distributed to

307 participants.

The demographic differences were studied by the research, focused on engagement disparities
amid the different age groups and examined how technology driven communication channels
and work-life balance shape engagement. The results showed a generational difference in

engagement and a number of key enablers (and obstacles) to remote working.

Keywords: remote work, employee engagement, generational differences, workplace
flexibility, digital communication.
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Annexures

A Generational Perspective Survey Questionnaire

Instructions: Please answer the following questions honestly and to the best of your ability.

Your responses will be kept confidential and used for research purposes only.

Section 1: Remote Work Adaptability

Please indicate your level of agreement with the following statements, using a scale from 1

(Strongly Disagree) to 5 (Strongly Agree).

Statement

1(Strongly
Disagree)

5(Strongly
Agree)

| feel comfortable using
technology for remote work.

| can effectively manage my
time while working remotely.

| feel productive when working
remotely.

| can maintain a healthy work-
life balance while working
remotely.

I have access to the resources |
need to work remotely.
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| have a dedicated workspace at
home that allows me to focus on
my work.

| can easily collaborate with
colleagues remotely.

| feel connected to my team
while working remotely.

I am comfortable with the
communication tools used for
remote work.

| can maintain my productivity
levels despite distractions at
home.

Section 2: Employee Engagement
Please rate how often you feel the following at work, using a scale from O (Never) to 6

(Always).

Statement O(Nev 1|1 2| 3| 4| 5| 6(Alwa
er) ys)

At my work, | feel bursting with
energy.
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At my work, | feel strong and
vigorous.

| am enthusiastic about my job.

| am proud of the work that | do.

| feel happy when | am working
intensely.

| am immersed in my work and often
lose track of time.

| am dedicated to my work and strive
to do my best.

| am absorbed in my work and find it
challenging to detach from it.

| am full of life and energy when
working.

| feel a strong sense of belonging to
my organization.

Section 3: Technological Proficiency
Please indicate your level of agreement with the following statements, using a scale from 1

(Strongly Disagree) to 7 (Strongly Agree).
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Statement

1 (Strongly
Disagree)

7 (Strongly
Agree)

| find it easy to learn new
technologies.

| am comfortable using a
variety of digital tools.

| can adapt to new
technologies quickly.

| keep up with the latest
technological
advancements.

| enjoy exploring new
technologies.

| am proficient in using
communication
technologies (e.g., video
conferencing, instant
messaging).

| can troubleshoot basic
technical issues.

72




| am comfortable using
cloud-based  software
and applications.

| can learn new software
and applications quickly.

| am confident in my
ability to use technology
for work.

Section 4: Generational Traits
Please indicate your level of agreement with the following statements, using a scale from 1

(Strongly Disagree) to 5 (Strongly Agree).

Statement 1 (Strongly 2| 3| 4| 5 (Strongly
Disagree) Agree)

I prefer face-to-face
communication over virtual
communication.

| value a flexible work schedule.

| rely heavily on technology in
my daily life.
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| prioritize work-life balance.

| am comfortable working
independently.

| value clear communication and
feedback from my supervisor.

| am motivated by opportunities
for  career growth and
development.

| prefer a collaborative work
environment.

I am comfortable  with
multitasking and  managing
multiple projects
simultaneously.

| value a sense of purpose and
meaning in my work.

Section 5: Communication Preferences

Please indicate your preferred mode of communication for work-related matters:

Email

Instant Messaging
Video Conferencing
Phone Calls
In-Person Meetings
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Section 6: Demographics

1
2
3
4.
5
6

. Year of Birth:

Gender:

Current Job Role:

Years of Experience in Current Role:

Current Remote Work Arrangement: (e.g., fully remote, hybrid)

How many years of professional experience do you have in your current
organization?

What is the area of business in your organization?
Informational Technology (IT)

Healthcare

Finance/Banking

Education

Manufacturing

Retail

Hospitality

Other

Family Status: (e.g., Single, Married, Other)

Do you have a dedicated workspace at home where you can work remotely and
separate yourself from other members of your family? (Yes/No)
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Survey Background

Population: The target population for this study was full-time employees in Azerbaijan
and Lithuania who have experience working remotely.

Sample: A stratified random sampling approach was used to ensure representation from
Generation X, Millennials, and Generation Z. Participants were recruited through online
platforms (e.g., LinkedIn, professional networks) and company email lists.

Data Collection: The survey was administered online through a secure platform. Data
was collected over a period of [Number] weeks in [Month, Year].

Respondents: A total of 450 responses were collected, with an equal representation (150
respondents) from Generation X (born 1965-1980), Millennials (born 1981-1996), and
Generation Z (born 1997 onwards).

Construct Validity: The survey instrument was developed based on established
theoretical frameworks and validated scales, ensuring the accurate measurement of key
constructs such as remote work adaptability, employee engagement, and technological
proficiency.
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