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Abstract Changing work environments and the transformation of 
traditional working models into flexible ones have led to the rise of 
hybrid approaches combining remote and on-site working. This 
evolution, accelerated by technological advances and the COVID-19 
pandemic, has redefined the way employees perform their tasks and 
how this affects their job performance. This study presents the 
results of empirical research on the impact of this transition on the 
job performance of knowledge workers. The study compares on-site 
and remote environments to determine how different work 
arrangements affect the job performance of men and women. The 
results of the study provide valuable insights for organizations 
seeking to optimize job performance in the context of an ever-
changing work environment. 
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1. INTRODUCTION 
 
The COVID-19 pandemic triggered a fundamental shift in the way 
we work, leading to the rapid adoption of flexible work 
arrangements. Remote work became the predominant model, 
particularly for knowledge workers whose roles are not tied to 
physical office presence. This transition, initially a response to 
public health requirements, has evolved into a permanent change in 
the work paradigm. The hybrid work model, which combines 
remote work with traditional office settings, has now become 
common practice. 
 
This article presents the findings of a research project focused on 
analyzing job performance in the context of remote work for men 
and women. The study was conducted among knowledge workers at 
an international manufacturing company based in the Czech 
Republic and addressed current issues in the work environment, 
specifically the performance of knowledge workers operating both 
on-site and remotely. 
 
The research included a representative sample of 400 knowledge 
workers, with 262 providing valid responses, forming a robust basis 
for analysis. Methodologically, the study was based on a 
quantitative survey, enabling systematic data collection from a large 
number of respondents and subsequent analysis using statistical 
methods. This approach was chosen to gain an objective insight into 
the differences in job performance between the two environments 

and to identify key factors influencing the performance of 
knowledge workers. 
 
 

2. TERMINOLOGY AND THEORETICAL 
BACKGROUND OF THE RESEARCH 

 
Job performance represents a long-standing area of research in work 
psychology, focusing on understanding the factors influencing 
efficiency, productivity, and employee satisfaction in various work 
contexts. This chapter aims to clarify the fundamental terminology 
associated with the concept of job performance and studies 
examining job performance in relation to remote work. 
 
 

2.1 Termimology 
 
The scientific exploration of knowledge workers' performance 
required the establishment of a scientifically recognized 
categorization of job performance. In this context, significant 
scientific studies on job performance categorization and research 
supporting its importance in investigation are introduced below. 
 
Research on job performance began in the early 20th century and 
extended to the mid-1980s. In 1976, Hackman and Oldham 
introduced a model designed to define the conditions that foster 
employees' intrinsic motivation to complete tasks. During this 
period, scientific studies focused on the relationships between 
personality traits and job performance. 
 
In the mid-1980s, a major shift occurred in the research approach to 
this field. Barrick et al. (2001) summarized findings from 15 meta-
analyses that examined the relationship between personality 
characteristics defined by the Five-Factor Model (FFM) and job 
performance. 
 
Motowidlo and Kell (2013) proposed a scientifically recognized 
categorization of job performance that distinguishes between task 
performance and contextual performance. This distinction is crucial 
for capturing all significant aspects affecting overall organizational 
efficiency in performance evaluations. According to Motowidlo and 
Van Scotter (1994), task performance includes activities directly 
associated with the transformation of raw materials into products 
and the distribution of necessary materials, while contextual 
performance focuses on behaviors that enhance organizational 

37

Vol. 13, issue 02



GRANT journal 
ISSN 1805-062X, 1805-0638 (online) 

EUROPEAN GRANT PROJECTS | RESULTS | RESEARCH & DEVELOPMENT | SCIENCE  

 

 

effectiveness by influencing the psychological, social, and 
organizational environment. 
 
Further exploring job performance, Motowidlo and Kell (2013) 
noted that contextual performance is closely linked to organizational 
citizenship behavior (OCB), which refers to actions that benefit the 
organization. OCB involves voluntary activities that are not directly 
tied to rewards. In contrast, counterproductive work behavior 
(CWB) decreases organizational value. 
 
 

2.2 Theoretical aspects of examining job performance and 
remote working among knowledge workers  

 
The initial attempts to study flexible work arrangements date back to 
the 1980s. A study by Pierce and Newstrom (1983) sought to 
empirically examine the relationship between various attitudinal 
variables and employee behaviors with elements of flexible work 
schedules. The study confirmed a positive correlation between 
schedule flexibility and performance and found a connection to 
reduced employee absenteeism. In the 1990s, Kogi (1991) explored 
flexible work schedules, highlighting new models such as 
compressed workweeks that extend working hours beyond standard 
days with flexibility for workers. However, he acknowledged 
potential safety and health risks, including fatigue, disrupted sleep, 
impaired social life, and health issues from excessive or irregular 
schedules. 
 
A study by Masuda et al. (2012) investigated flexible work 
arrangements and performance through managers' evaluations of 
their employees across Anglo-American, Latin American, and Asian 
regions. It revealed that cultural context plays a critical role in 
utilizing flexible work forms. Maintaining contact between workers 
also influences performance in remote work settings. Coenen and 
Kok (2014) examined the impact of remote work and flexible 
schedules on team performance in new product development 
projects. Their research indicated that while remote work generally 
enhances performance, some level of direct interaction is necessary 
to mitigate potential downsides and maintain quality knowledge 
exchange. They emphasized the importance of providing adequate 
support resources and sustaining personal contact within flexible 
work arrangements. 
 
The negative impact of remote work on social interaction was 
highlighted by Orhan et al. (2016), who studied remote work 
dynamics. While they found correlations between remote work and 
employee performance, they also noted reduced turnover tendencies 
within organizations. 
 
In the post-pandemic era, several studies have explored job 
performance under remote work conditions. Toscano and Zappalà 
(2021) investigated the relationship between job performance, 
remote work, and personality traits, emphasizing the variability of 
outcomes based on individual circumstances. Key findings showed 
that remote job performance is influenced by personality traits, 
living conditions, and engagement levels, particularly 
communication with management. Their research underlined the 
complexity of remote work’s impact, with individual circumstances 
significantly affecting effectiveness and satisfaction. 
 
Rebolledo et al. (2021) found that remote work boosts performance 
and productivity by allowing employees to manage their time more 
effectively and reducing commuting-related stress. This aligns with 
other studies across different sectors, such as a 2023 article by 
Mazur and Chukhraye titled "The Impact of Remote Work on 
Employee Productivity in the Modern World." They recognized 
both benefits and challenges of remote work. Benefits include 

enhanced performance due to fewer distractions, elimination of 
commuting fatigue, and better work-life balance. They also 
discussed the transition to a flexible and technologically advanced 
work style, noting that flexible schedules and improved work-life 
balance enhance productivity. However, they highlighted challenges 
such as isolation and unsuitable work environments that can 
negatively affect performance. 
 
Similarly, Abdulrahim and Yousif (2023) studied remote work's 
impact on performance in Saudi Arabia's financial sector, finding 
positive effects through increased job satisfaction and better work-
life balance. Despite challenges like physical isolation and reduced 
direct colleague interaction, the study suggested that remote work 
fosters accountability, self-regulation, and overall employee well-
being. 
 
Research on remote work and its impact on performance 
demonstrates its potential to significantly improve efficiency for 
employees and organizations. Zackery et al. (2022) called for 
revisiting existing business practices, such as managerial support, 
inclusive culture building, and informal flexibility integration. 
Overall, studies suggest that with proper setup and attention to 
individual needs, remote work can greatly enhance productivity, 
employee satisfaction, and work-life balance. 
 
The findings from existing research were used to formulate the 
research question and hypotheses. 
 
 

3. RESEARCH QUESTION AND HYPOTHESES  
 
In relation to the purpose of the research, the research question is as 
follows: Is there a difference in the job performance of men and 
women when working on-site versus remotely? 
 
Given the nature of the data, which involves comparing two sets of 
values obtained from the same subjects under different conditions, a 
paired t-test was selected for evaluation. To use the paired t-test, it is 
necessary to establish the null hypothesis H₀  and the alternative H₁. 
H₀: There is no difference in the job performance of men and 
women in on-site and remote work. 
 
H₁: There is a difference in the job performance of men and women 
in on-site and remote work. 
 
 

3.1 Methods  
 
Job performance was examined using the Individual Work 
Performance Questionnaire (IWPQ) in a version translated into 
Czech by Horčičková (2019). This method includes three main 
dimensions: 
 
 Task Performance – this dimension focuses on the efficiency 

and quality of performance in performing the tasks that are part 
of the job role. 

 Contextual Performance – includes behaviours that support the 
organisational environment, such as teamwork, willingness to 
help colleagues and contributing to the organisational climate. 

 Counterproductive Work Behavior CWB – Evaluates negative 
behaviors that interfere with the work environment or 
organizational goals, such as avoidance of duties, conflicts 
with colleagues, or rule breaking. 

 
The questionnaire contains 18 items, which are divided into the 
three subscales mentioned above. 
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Picture 1: Items IWPQ 

 
Source: own based on questionnaire IWPQ, Horčičková (2019) 
 
To minimize the risk of response bias when repeatedly completing 
the IWPQ questionnaire, which uses a Likert scale, data were 
collected in two phases. The first phase involved evaluating job 
performance in the context of on-site work, while the second phase 
focused on remote work, with a one-day interval between the two 
phases. 
 
Data collection took place in May 2024 within a corporate 
manufacturing company based in the Czech Republic. The research 
sample consisted of 400 employees invited to participate through an 
online questionnaire, with a response rate of 262 (65.5%). Only 
respondents with at least six months of remote work experience 
were included in the research. The questionnaire included items 
addressing basic demographic and professional information about 
the respondents, as well as questions assessing their experiences 
with both on-site and remote work arrangements. 
 
Out of the 262 respondents, 165 were men, 94 were women, and 3 
identified as another gender. Since respondents identifying as a non-
binary gender constituted less than 1% of the total sample, they were 
not included in the analysis comparing the job performance of men 
and women for methodological reasons. This decision was made to 
ensure adequate group sizes and the statistical significance of 
results. 
 
As part of the data collection on the job performance of knowledge 
workers, respondents were also required to provide information 
about their gender. This information was included in the analysis to 
account for potential differences in how men and women organize 
their work and family responsibilities. Previous research suggests 
that women often bear a greater burden of family and childcare 
responsibilities. As noted in the study by Mussida and Patimo 
(2020), this could influence their job performance in a remote work 
setting. It is hypothesized that the ability to flexibly combine work 
and family activities could contribute to more effective use of 
working time. 
 
Table 1: distribution of respondents by gender 

Men 63% 
Women 36% 
Other <1% 

Source: own processing 
 
 
 
 
 

4. DATA ANALYSIS AND RESULTS 
 
The research question and hypotheses are answered using paired t-
test. 
 
A paired t-test was used to evaluate the data, as it consisted of two 
sets of measurements conducted on the same subjects under two 
different conditions: on-site work and remote work. 
 
Key terms for the paired t-test include the null hypothesis (H₀ ), 
alternative hypothesis (H₁ ), T-statistic (or T-value), and P-value. 
The null hypothesis (H₀) assumes that there is no difference between 
the two groups, while the alternative hypothesis (H₁ ) suggests the 
opposite. The T-statistic is calculated as the ratio of the mean 
differences between pairs to the standard error of the differences, 
providing a measure of deviation from the expected null difference. 
The P-value represents the probability that the observed difference 
occurred by chance if the null hypothesis is true. This value serves 
as the criterion for deciding whether to reject the null hypothesis. 
 
Task Performance  
 
The results of the analysis indicate significant differences in 
performance between on-site and remote work, depending on the 
nature of the Task Performance (TP) items and gender. Among men, 
statistically significant differences were found for TP1, TP2, TP3, 
and TP5, while TP4 showed no significant difference. For women, 
significant differences were observed in TP2, TP3, and TP5, while 
no significant differences were found for TP1 and TP4. 
 
Positive T-values for certain items suggest better performance 
during on-site work, whereas negative T-values indicate higher 
performance during remote work. These findings confirm that 
differences in performance are influenced not only by the work 
environment but also by the specific requirements of individual 
tasks. 
 
Figure 1: Comparison of task performance T-values  

 
Source: own processing 
 
Contextual performance 
 
The analysis of contextual performance revealed significant 
differences between on-site and remote work modes for men, while 
no statistically significant differences were found for women. 
Among men, significant differences were particularly observed in 
items CP6 and CP7, whereas items CP8 through CP13 showed no 
significant differences. For women, none of the items from CP6 to 
CP13 were associated with significant differences. 
 
These findings suggest potential gender differences in how the work 
environment affects contextual performance, with men exhibiting 
greater sensitivity to changes in the work environment for certain 
items. 
 
 

Task performance
In the past 3 months…
TP1…I was able to plan my work so that I finished it on time
TP2…I kept in mind the work result I needed to achieve.
TP3…I was able to set priorities.
TP4…I was able to carry out my work efficiently.
TP5…I managed my time well.
Contextual performance
In the past 3 months…
CP6…On my own initiative, I started new tasks when my old tasks were completed
CP7…I took on challenging tasks when they were available.
CP8… I worked on keeping my job-related knowledge up-to-date.
CP9… I worked on keeping my work skills up-to-date.
CP10…  I came up with creative solutions for new problems
CP11…I took on extra responsibilities
CP12…I continually sought new challenges in my work.
CP13… I actively participated in meetings and/or consultations.
Counterproductive work behaviour 
In the past 3 months…
CWB14…I complained about minor work-related issues at work.
CWB15…I made problems at work bigger than they were.
CWB16… I focused on the negative aspects of a situation at work instead of the positive aspects.
CWB17…I talked to colleagues about the negative aspects of my work.
CWB18…  I talked to people outside of the organization about the negative aspects of my work.
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Figure 2: Comparison of contextual performance T-values 

 
Source: own processing 
 
Counterproductive behavior 
 
The analysis of counterproductive behavior between on-site work 
and remote work revealed that all significant differences were 
associated with higher levels of counterproductive behavior during 
on-site work. Among men, statistically significant differences were 
identified in all five evaluated areas of counterproductive behavior, 
with the highest T-values observed for items CWB14 and CWB17. 
For women, significant differences were found in three items: 
CWB14, CWB16, and CWB17, while no statistically significant 
differences were observed for items CWB15 and CWB18. 
 
The absence of negative T-values indicates that counterproductive 
behavior was more frequent in all cases during on-site work than 
remote work. These findings suggest that working on-site at the 
employer’s premises may pose a higher risk of counterproductive 
behavior, likely due to factors such as direct social interaction, 
workplace pressure, or supervision, which are less prevalent in 
remote work settings. 
 
Figure 3: Comparison of T-values of counterproductive work 
behaviour 

 
Source: own processing 
 
The result of the data analysis using the paired t-test is as follows: 
 
 The null hypothesis (H₀) was rejected. 
 The alternative hypothesis (H₁) was supported. 
 
The research findings demonstrated that the work mode, whether 
on-site at the employer's premises or remote work, affects various 
dimensions of job performance, including task performance, 
contextual performance, and counterproductive behavior. While task 
performance exhibited variable differences between genders, with a 
greater impact of work mode on specific tasks, contextual 
performance was influenced primarily among men, though to a 
limited extent. In contrast, women showed no statistically significant 
differences in this area. 

The most pronounced results were observed in counterproductive 
behavior, which was consistently higher during on-site work 
compared to remote work, especially among men, who displayed 
significant differences across all evaluated categories. 
 
 

5. CONCLUSION 
The aim of this article was to present the subject and findings of a 
research project focused on work performance under on-site and 
remote work conditions, addressing the research question of whether 
there is a difference in work performance with respect to gender and 
providing evidence to support the hypothesis. The research 
identified a difference in work performance between on-site and 
remote work, supported by a paired t-test, which showed that the 
work performance of men and women differs in both work 
environments. 
 
The answer to the research question is as follows: There is a 
difference in the job performance of men and women when working 
on-site versus remotely. The alternative hypothesis (H₁ ) was 
supported, indicating that gender differences exist in work 
performance across these work settings. 
 
These findings highlight the importance of tailoring work conditions 
and environments to individual and team needs. Remote work may 
offer certain advantages, such as reducing counterproductive 
behavior and increasing efficiency for specific tasks, while on-site 
work may be more suitable for fostering social interactions and 
meeting some contextual requirements. Gender differences in 
responses to work environments suggest the need for a gender-
sensitive approach when designing work strategies. 
 
Overall, the research underscores the need for further exploration of 
how work environments impact various aspects of performance to 
optimize work processes and enhance employee satisfaction and 
productivity. 
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