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Purpose: The aim of the study is to present research results regarding the opinions of 5 

Generation Z representatives regarding the working hours of remote work. The characteristics 6 

of the generation predispose its representatives to this form of work, they seem almost perfectly 7 

suited to its requirements and the benefits it brings. 8 

Design/methodology/approach: In the analysis of the material obtained as a result of the 9 

research, cluster analysis was used, and the Kendal tau, R-Spearman and Gamma correlation 10 

indices were used to assess the relationship between the defined working hours of remote work. 11 

Findings: The conducted cluster analysis draws attention to eight areas determining the 12 

opinions of Generation Z employees regarding remote work, including: intra-organizational 13 

communication, employee relations, technical aspects of communication, organizational 14 

learning, availability of knowledge, operational efficiency, well-being/convenience and work 15 

comfort. The analysis of correlation indicators indicates that representatives of the studied age 16 

group attach great importance to the social aspects of work, appreciating the importance of 17 

employee relations. They also note that the social work environment plays a large role in the 18 

processes of organizational learning and, consequently, in improving one's own operational 19 

efficiency. The dominant majority of respondents would prefer to work on a stationary basis or 20 

hybrid form in the future. 21 

Research limitations/implications: In order to dwell upon the underlying causes of this 22 

situation, it should be recommended to proceed with further in-depth qualitative research. 23 

Originality/value: The paper reveals new aspects that play crucial role in shaping  24 

Generation Z attitude to online work. 25 
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Category of the paper: Research paper. 27 

1. Introduction  28 

There is still a discussion in the literature on the subject regarding the validity and 29 

correctness of grouping employees according to age categories and the definition of the term 30 

generation itself (Urick et al., 2017), hence various authors, in relation to the analyzed issues, 31 

cite various classifications of generational divisions (Bencsik et al., 2016; Goh, Lee, 2018; 32 
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Kirchmayer, Fratricova, 2018). The most popular division assumes that Generation Z includes 1 

people born after 1995, although researchers sometimes include among its representatives those 2 

born in 1990, and in other approaches only those who were born in 2000 and later (Dreyer, 3 

Stojanová, 2022). 4 

What is characteristic of Z is a strong attachment to, or even dependence on, modern 5 

information technologies and the tools used to support them. The devices used by Generation 6 

Z are smartphones and iPhones. For representatives of this generation, these are basic 7 

communication tools dominating the form of direct communication (Zeer et al., 2021). Through 8 

them, young employees build relationships, learn, acquire knowledge and share it. It should be 9 

noted that for representatives of Generation Z, knowledge is sometimes identified with the 10 

category of information (Szymkowiak et al., 2021). What distinguishes these generations from 11 

the previous generations is the perception of knowledge and information themselves - they are 12 

not competitive goods for Z (Albrychiewicz Słocińska, 2022). The research results also draw 13 

attention to the fact that there may be problems related to the exchange of knowledge 14 

understood as learning and teaching others (Sekala et al., 2023). There are clear gaps in 15 

competences in naming and expressing knowledge, which is hidden knowledge and often not 16 

realized by the employee himself, i.e. deficiencies in social and communication skills (Hegade, 17 

Shettar, 2022; Steyn et al., 2020). This is somehow contrary to their attitude towards early 18 

acquisition of professional experience, involvement in various types of activities, including 19 

volunteering, and the belief in the need to build social capital, i.e. a network of contacts (Sidor-20 

Rządkowska, 2021, p. 31). 21 

Questions arise: how do representatives of this youngest generation on the labor market 22 

cope with remote work? How do they rate it? What aspects are most important to them? Massive 23 

transitions to the remote work system triggered by the COVID-19 pandemic resulted in the 24 

popularization of this form of work. For many young people, it seems to be a form of work that 25 

is so desirable that they are willing to accept lower salaries (Emanuel, Harrington, 2023b). 26 

The aim of the study is to present research results regarding the opinions of Generation Z 27 

representatives regarding the working hours of remote work based on the conducted cluster 28 

analysis. 29 

2. Theoretical basics 30 

Literature studies on remote work indicate that there is great terminological diversity in 31 

relation to this issue. For the purposes of this study, the author narrows the understanding of 32 

the concept of remote work, identifying it with work performed outside the workplace, usually 33 

at home, using Internet connection to company servers. It should be noted, however, that in 34 

Poland, in the light of the applicable legal bases, until recently there was a distinction between 35 
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the terms telework and remote work (Krzyżanowska, 2020). This distinction disappeared in 1 

2023. The main element characterizing remote work in the light of legal provisions (Journal of 2 

Laws of 2023, item 240), the introduction of which was forced by the pandemic,  3 

is the "workplace". It may be any place indicated by the employee (including the employee's 4 

place of residence), provided that it is always agreed with the employer. The basic advantages 5 

of this form of work include an increase in the flexibility of the organization, a reduction in the 6 

costs associated with maintaining the company and a decrease in employee absenteeism, 7 

meeting the work needs of older workers, disabled workers, living in agricultural areas or away 8 

from industrial centers, as well as employees caring for children or other dependent persons. 9 

Charalampous (2020) also points to the importance of remote work in shaping employee well-10 

being. In turn, the main disadvantages of remote work are the fact that remote work makes it 11 

difficult for managers to supervise the team's work (Wąsik, 2020), complicates the issues of 12 

occupational health and safety regulation in the company, makes it difficult to properly secure 13 

data and worsens internal communication in the company (Wąsik, 2020). It is also noted that 14 

remote work causes a decrease in commitment and trust among employees (Tomaszuk, 15 

Wasiluk, 2023), deterioration of work quality and a sense of isolation (Bartel et al., 2012).  16 

It is similar with the difficult assessment of employee effectiveness and productivity when 17 

working remotely (Tsang et al., 2023b). Remote work also makes it difficult to assess employee 18 

effectiveness and productivity (Morikawa, 2023). It seems that the discrepancies in the 19 

assessment of remote work are conditioned by the specific operation of the industry and the 20 

company itself, although 2020 and 2021 have proven that even work traditionally based on 21 

direct contact with the recipient of the service (e.g. education, medical advice) could in this 22 

crisis time go into the virtual world. Also, the fact that remote work was for a long time treated 23 

as a premium benefit, available only to a few, the best, most effective employees, did not allow 24 

revealing the disadvantages of mass provision of work in this form (Bamieh, Ziegler, 2022). 25 

3. Methodology 26 

The research results presented in the study are part of a quantitative survey on "Managerial 27 

aspects of remote work management", carried out among young people working remotely, 28 

representing Generation Z. The research was carried out in December 2022. The study was 29 

conducted using quantitative research methods using the survey technique. The study covered 30 

young people from Generation Z whose experience of remote work spanned at least 2022.  31 

Due to the fact that there is no statistical data on the number of people from Generation Z 32 

working remotely in Poland, at the moment of the study, it was assumed that the respondents 33 

would be young professionally active people in accordance with the age categories adopted by 34 

the Statistical Yearbook of Labor 2021. The size of the population was determined. working in 35 
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Poland in the age group of 15-34 years of interest to researchers, out of 4,802 thousand. people. 1 

For the population estimated in this way, with the following statistical assumptions: fraction 2 

size: 0.5; confidence level: 95%; maximum error: 5%, the size of the research sample was set 3 

at 384 people. Ultimately, 387 correctly completed questionnaires were obtained (excessive 4 

questionnaires do not disturb the planned structure of the research group. 5 

The study was carried out using quantitative research methods, using the CATI (Computer 6 

Assisted Telephone Interview - 50% of respondents) and the CAWI (Computer-Assisted Web 7 

Interview - 50% of respondents). 8 

The assumption regarding the selection of respondents from the group with experience of 9 

remote work at least in 2022 was related to the elimination of the group of employees whose 10 

work was organized remotely only due to the COVID-19 epidemic. These employees most 11 

often undertook their duties and tasks in a manner significantly different from the remote 12 

working conditions defined in the literature (Tsang et al., 2023a), the first, basic of which 13 

assumes the voluntary choice of this form of work (Astorquiza -Bustos, Quintero-Peña, 2023; 14 

Bamieh, Ziegler, 2022). 15 

The STATISTICA program was used in the process of developing research results.  16 

Cluster analysis was used for variable segmentation. This method, also called feature and object 17 

segmentation, is an example of an analysis that involves searching for and extracting clusters 18 

from data, i.e. groups of similar objects. The study used the nonoverlapping method,  19 

using a hierarchical data grouping algorithm (agglomerative method). It involves assigning 20 

each object to one group/cluster. 21 

4. Research results 22 

As a result of the cluster analysis procedure, using the Ward Method as an agglomeration 23 

method and percentage discrepancy as a distance measure (Combining distance = 0.84253),  24 

the eight division of variables into clusters was obtained based on the dendrogram (Figure 1). 25 
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Figure 1. Dendrogram grouping variables. 2 

Source: results of own research. 3 

By conducting a substantive analysis of the variables grouped within individual clusters, 4 

the following areas of remote work were defined: 5 

1. work comfort - similarities between the variables were observed in relation to 6 

respondents' answers confirming that remote work gives greater freedom/independence 7 

at work, promotes stress-free work and makes the employee feel comfortable; 8 

2. availability of knowledge - this cluster combines the issues of the possibility of assessing 9 

the truthfulness of information, efficient learning of new things, collecting and 10 

documenting employee knowledge, locating people with the necessary knowledge and 11 

transferring knowledge by the superior; 12 

3. efficiency of operation - this group of variables showed a moderately positive 13 

relationship between the impact of remote work on the issues of fair evaluation of 14 

employees, recognition of employees' efforts to understand the meaning of the tasks 15 

performed, faster implementation of tasks, work without direct supervision, efficient 16 

settlement of the performance of assigned tasks, independent allocation of tasks by team 17 

members, understanding the instructions/tasks given, organizing tasks, reconciling work 18 

with private life and setting boundaries between these areas and flexible time 19 

management; 20 

4. intra-organizational communication - in this area, respondents emphasized the 21 

importance of written communication, emphasis on communicating in connection with 22 

the implementation of tasks, communicating with colleagues mainly via company 23 

platforms and applications, but also via social media, the role of the manager as a central 24 

communication point (most information goes through the manager) and promoting the 25 

use of feedback communication; 26 
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5. organizational learning - this cluster combines variables to which respondents,  1 

on average, responded moderately negatively, regarding learning from colleagues,  2 

the ability to better explain new knowledge to other employees, learning from older 3 

colleagues, encouraging the search for information/knowledge among employees, 4 

effective motivation employees by the manager, mutual motivation of employees, faster 5 

introduction to a new job and support of employees by the superior; 6 

6. employee relations - this group of variables referred to a negative or moderately 7 

negative assessment of the impact on work efficiency, conducting training, team 8 

integration and finding one's place in it, communication efficiency between employees, 9 

building emotional bonds between them, establishing relationships with the superior and 10 

co-workers, building trust in relationships and shaping the feeling of being part of the 11 

organization; 12 

7. technical aspects of communication - this cluster includes variables that raise the 13 

problem of the need to learn new technical solutions, solve problems independently, 14 

quickly exchange information, understand the information provided, maintain constant 15 

readiness for work and self-motivation, good organization of one's own work and the 16 

effectiveness of performed tasks. on the efficiency of hardware and software; 17 

8. employee's well-being/comfort - this area included respondents' opinions on the 18 

occurrence of conflict situations, information overload, the occurrence of various types 19 

of distractions, disruption of the daily and nightly rhythm and the feeling of isolation. 20 

5. Discussion 21 

The multidimensional analysis carried out using the cluster method led to the identification 22 

of areas that illuminate the dimensions of remote work, within which employees adopt certain 23 

characteristic attitudes. In the process of creating a survey tool for research purposes,  24 

the authors initially divided the questions into certain groups that were to facilitate the analysis 25 

of research material in the future, including: employee relations, knowledge/information/ 26 

learning, motivation, work organization and work-life balance. Cluster analysis revealed 27 

different connections between individual variables than the researchers initially assumed, 28 

creating new conglomerates representing different contents. It is interesting that the respondents 29 

view the issues of work-life balance in such a diverse way that they are included in four different 30 

clusters, thus providing an additional perspective for the interpretation of individual clusters. 31 

The group that comes closest to the assumptions of variable groups made by researchers is the 32 

group concerning employee relations.  33 

  34 



Multidimensionality of Remote Work… 27 

An element that brings additional interpretive value to the results of the conducted analyzes 1 

is Kendall's tau correlation coefficient (an indicator recommended for examining the 2 

relationships between variables expressed on a Likert scale, the value is between -1 and 1 3 

(Błażejczyk-Majka, 2018)), which shows numerous connections between clusters, even with  4 

a raised p (for p < .001) provides insight into strong relationships only between selected clusters. 5 

Thus, the area of organizational learning is strongly related to employee relations (index value 6 

0.6796); knowledge availability strongly correlates with employee relations (0.5427), technical 7 

aspects of communication (0.5393) and organizational learning (0.5701); operational efficiency 8 

correlates with technical aspects of communication (0.6128) and knowledge availability 9 

(0.5943); and work comfort correlates with operational efficiency (0.5106). An exception is the 10 

area of employee well-being/comfort, which does not correlate with any of the observed 11 

clusters. 12 

The areas of employee relations, organizational learning and operational efficiency have the 13 

strongest influence on the preferred form of work in the future (as confirmed by the applied 14 

correlation indices of Kendal's tau, Spearman's R and Gamma).  15 

These regularities are confirmed in the literature on the subject. As indicated by 16 

Kucharczyk's (2023) online publication presenting a text translated from "The Economist" 17 

(2023), many publications, especially those created during the pandemic and earlier, raised the 18 

advantages of remote work. To justify these results, the publication by Emanuel and Harrington 19 

(2020) was cited, emphasizing increased productivity and efficiency among employees working 20 

remotely. Despite the fact that the same authors in their subsequent publications, based on more 21 

accurate and detailed data (Emanuel, Harrington, 2023b, 2023a), revised their views, pointing 22 

to opposite conclusions, which was also confirmed by other studies (Atkin et al., 2023; Gibbs 23 

et al., 2022), the myth about the superiority of remote work over stationary work continued. 24 

The cited studies emphasize, among other things, that remote communication is not conducive 25 

to solving everyday matters at work, and teleconferences are only an imitation of office 26 

meetings. In remote work, the coordination of many processes takes longer, becomes more 27 

complicated, formalized and therefore less effective. Remote work is also associated with 28 

stagnation in development, both professional and social (Yarbrough, Ramos Salazar, 2023).  29 

As Emanuel et al. (2023) points out, people working in offices acquire the skills needed in  30 

a new job faster, which confirms the relationship between organizational learning and employee 31 

relations detected in the study as presented in the study. 32 

  33 
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6. Summary 1 

The presented research results and their analysis lead to several conclusions. Firstly, despite 2 

the numerous advantages of remote work, with particular emphasis on the employee's ability to 3 

build work-home relationships, as many as 43% of respondents prefer stationary work.  4 

Taking into account the characteristics of Generation Z, supporters of modern technologies for 5 

whom electronic media are everyday life, this is a surprising conclusion. Preferences in the field 6 

of stationary work are primarily the result of Z's appreciation of the role of employee relations 7 

in the workplace, their impact on professional development opportunities through 8 

organizational learning and, consequently, improving the employee's efficiency.  9 

Clearly, the social work environment plays a significant role in shaping employee performance, 10 

and employees are taking notice. Aspects of work-life balance in relation to remote work are 11 

analyzed rather from the perspective of convenience, easier time organization, in other words, 12 

work comfort. However, this is an individual element and there are no connections with other 13 

dimensions of remote work. Perhaps the answer to this question is the fact that the respondents 14 

were Generation Z employees who were not yet fully burdened with family responsibilities. 15 

The study conducted is obviously characterized by certain limitations. Narrowing it down to  16 

a specific generation (age group) does not provide insight into whether employees from higher 17 

age groups evaluate the dimensions of remote work in the same way. Similarly, the lack of 18 

representativeness in the study in relation to industries that traditionally offer employees more 19 

opportunities to work remotely may distort the results. It would undoubtedly also be interesting 20 

to conduct similar research focusing on large or medium-sized organizations that approach the 21 

organization of remote work in a professional manner - then perhaps additional regularities 22 

would be detected. 23 
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