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Abstract
This study aimed to investigate the relationship between teleworking, cyberslacking, and self-reported task performance, and to explore the potential pitfalls of remote working. According to the research, the relationship between telework and task performance is mediated by increased cyberslacking, leading to lower performance among teleworkers. Additionally, the study introduced goal setting as a moderator, indicating that people who set work goals would engage in less cyberslacking. This topic was investigated with a cross-sectional study design that involved sending an online questionnaire to 235 participants. The results indicated that intensity of telework is not related to self-reported task performance through cyberslacking when people make use of goal setting. However significant relationships have been found between goal setting and task performance, as well as the interaction of goal setting and telework on cyberslacking. This means that people who set goals tend to show a better overall task performance. Moreover, it indicates that people who do not set goals tended to cyberslack more when working remotely. The findings of this thesis are relevant for future research as they indicated that goal setting might be a good strategy for employees to stay focused and increase their performance. However, the results regarding telework and cyberslacking indicate that there might be other factors and distractors placing a role in this relationship. Therefore, future research needs to have a more nuanced approach to these concepts in order to get a clearer picture of the benefits and drawbacks of telework.  
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Introduction
[bookmark: _Hlk126655358]Nowadays, if you ask someone about the benefits of working remotely, they will most likely tell you about how much more productive they can be at home, because they get less distracted. But how many times during their work do people pick up their phone to read a private message they received, or to check the score of a football game? Recent research shows that people spend up to 7 hours a day, which is over 40% of their waking hours on an internet-connected screen (Howarth, 2023), and for sure not all of it is for work-related purposes. Worst of all, most people are not even aware of how much time they spend online, especially during work. So, the question is, are people actually less distracted and therefore more productive in their work? Or do they experience different kinds of distractions when working remotely?
There is a lot of prior research on remote working. One form of remote work that is very commonly researched is telework, which is defined as the practice of working from home and making use of the internet, email, and the telephone (Greer & Payne, 2014). It has been linked to several positive outcomes like increased work-life-balance (Gajendran & Harrison, 2007) or higher job and life satisfaction (Fonner & Roloff, 2010; Tremblay & Thomsin, 2012). Productivity and task performance specifically in this relationship have also been researched extensively in the last two centuries. Several studies have shown positive relationships between the intensity of telework and perceived task performance (Bélanger, 1999; Hunter, 2018; Eaton, 2003). 
Nevertheless, more current research started to focus on the drawbacks of telework. The motivation to reevaluate telework might be a result of the Covid 19-pandemic, as the usage of remote working has increased drastically in the last 3 years (Sahut & Lissillour, 2023). Therefore, possible downsides of telework have stronger impacts than before. More recent studies actually linked telework to multiple negative outcomes, including a decreased perceived productivity and performance (Hernandez, 2020; Beno & Hvorecky, 2021). There is a shift of perspective happening in the research on telework, from benefits to drawbacks (Beno & Hvorecky, 2021).  
Telework per definition entails a constant usage of technological devices. Together with the reduced supervision people have when working from home it could lead to increased cyberslacking (Ferrari et al., 2021). Cyberslacking is defined as the personal use of internet technology at work for non-work-related purposes (Vitak et al., 2011), and it could be a reason why people are less productive and could be an underlying mechanism between working remotely and the employee’s self-reported task performance. Cyberslacking has been researched a lot in the last decade and has been linked to several negative outcomes. Li and Lin (2019) found that increased smartphone use at work can lead to increased smartphone addiction and therefore to decreased performance. Also, other studies have found a significant relationship between cyberslacking and reduced productivity or task performance (Vitak et al., 2011; Alharthi et al., 2019; Nusrat et al., 2021). Furthermore, the research of O’Neill and colleagues (2014) as well as the study of Ferrari and colleagues (2021), looked specifically at cyberslacking as a distraction from work and how working from home increases cyberslacking. This indicates that there is a positive link between telework and cyberslacking. Therefore, it would be relevant to research it as an underlying mechanism in the telework-performance relationship. 
Finally, one reason for the increased distraction when teleworking might be that people have more autonomy and less structure in their work (Pierce & Aguinis, 2013). Especially in this context, people need to self-regulate to avoid getting distracted (Ent et al., 2012). One way of doing that is by setting goals for oneself, which can be a potential way to reduce the negative effects of telework on perceived productivity via cyberslacking. It has also been found that people who work remotely tend to make more use of goal setting in general (Müller & Niessen, 2019). This can lead to increased motivation to finish the work and to show better overall performance (Locke & Latham, 2006). The goal-setting theory looks at the impact of setting specific goals on motivation and several desired outcomes (Locke & Latham, 2006). Prior studies found a positive effect of goal setting on perceived productivity and performance (Latham & Yukl, 1975; Wilk & Redmon, 1998; Raghuram & Wiesenfeld, 2004). Furthermore, the effect of goal setting on distractions like cyberslacking has also been researched. Thompson et al. (2002) found that people with clear goals engage in less cyberslacking because non-work-related smartphone use is not in their focus, but rather achieving their goals.
Previous research shows mostly findings that support the positive relationship between telework and perceived task performance (Gajendran & Harrison, 2007; Fonner & Roloff, 2010; Tremblay & Thomsin, 2012). Building on recent studies suggesting that teleworking may lead to reduced productivity in certain situations, this study aims to investigate and support this assumption by introducing cyberslacking as a potential mediator. Previous research has shown direct relationships between telework and cyberslacking, as well as between cyberslacking and performance, indicating that cyberslacking could be the underlying mechanism. Therefore, the primary purpose of this research is to test whether teleworking is indeed negatively associated with task performance, with the hypothesis that this relationship is mediated by increased cyberslacking experienced by individuals. Furthermore, this research introduces goal setting as a moderator that can buffer the negative relationship, such as people who set specific and challenging goals will engage in less cyberslacking. The contribution of this study is essential for both researchers and practitioners. It aims to extend previous research and try to help close the research gap by introducing cyberslacking as a mediator between telework and productivity. It focuses on showing that telework could also have negative effects on performance, and that there are important factors that need to be taken into account in the relationship. Furthermore, it aims to help practitioners to overcome this challenge by making use of strategies like goal setting. This would indicate that the potential drawbacks of telework, and the shift of perspective should not lead away from making use of telework, but rather make people aware of the challenges and offer strategies to overcome them.
Theoretical Framework
[bookmark: _Hlk126655524]Telework and Self-reported Task Performance 
Gajendran and Harrison (2017, p. 2) define telework as “an alternative work arrangement in which employees perform tasks elsewhere that are normally done in a primary or central workplace, for at least some portion of their work schedule, using electronic media to interact with others inside and outside the organization”. It refers to the practices of working away from the traditional office, for example at home or in a coworking space, while using technologies which are necessary to communicate with each other. Gajendran and Harrison (2017) created a theoretical framework for telework where they discuss relevant perspectives of telework, one of which is the relationship between telework and autonomy. When working remotely employees can choose themselves where they want to work and have often more flexible working schedules. According to the authors, telework has a positive effect on feeling of autonomy (Gajendran & Harrison, 2017). Autonomy is important because it has been found to have positive effects on multiple work-related outcomes like job satisfaction and performance (Morgeson et al., 2005). 
Contrary to the previous research this study focuses on how working remotely and therefore having too much autonomy can even have negative effects on productivity and performance (Pierce & Aguinis, 2013). These are important factors in the telework context, because even though people work from home, they are expected to show the same performance as if they were in the office. The concept of performance can be approached from different perspectives, including objective measures, as well as subjective assessments of self-perceived productivity (Schachter, 2010). This research focuses on self-reported task performance, examining how people rate their own work performance. As mentioned in the beginning, people claim to be more productive when working remotely, so it could be contradictory to use self-reported task performance rather than objective. Nevertheless, people might not be aware of how certain factors actually influence their self-perceived performance negatively. Measuring subjective performance also allows to capture the experiences and perceptions of individuals which is important in the context of remote work (Schachter, 2010).  Furthermore, correlations have been found between objective and subjective task performance (Bommer et al., 1995). This does not indicate that the measures of the two constructs are interchangeable, but that there is some significant relationship between the two. 
The assumption that too much autonomy which people experience when working remotely can lead to decreased self-reported performance is explained through two theoretical concepts. The too-much-of-a-good-thing effect (TMGT effect) of Pierce and Aguinis (2013) and the self-depletion theory of Baumeister et al. (1998). The TMGT effect assumes that factors which are known to have desirable effects can lead to negative effects if there is too much of them (Pierce & Aguinis, 2013). For example, having a moderate amount of autonomy, can lead to favorable outcomes, but if you give people too much autonomy, they face other challenges which have a negative effect on the same outcomes. This can be explained through the self-depletion theory (Pierce & Aguinis, 2013). According to the self-depletion theory, all actions use up resources, and when resources are used excessively, they can run out and this can have negative impacts (Baumeister et al., 1998). When working remotely people tend to have more autonomy and need of self-control, which means they must make work decisions independently, make their own work arrangements and control their work process, which are all resource consuming activities (Zhou, 2020). Therefore, when job autonomy is enhanced excessively, decision-making duties use up a lot of resources, leaving little left over for processing work tasks. At this point, work productivity and performance can decline. 
[bookmark: _Hlk132555581]There is also empirical evidence to the assumption that telework can lead to decreased productivity. Beno and Hvorecky (2021) already found that contrary to prior research, telework decreased the productivity of the employees. Also, the research of Langfred (2004), found that in self-managing teams, very high amount of autonomy combined with low monitoring can lead to a decrease of performance. Finally, Kubicek et al. (2017) suggested that especially in a highly flexible work setting, which is the case when working remotely, too much job autonomy may not always be beneficial. This is supported by studies on worktime and workplace autonomy, which have found that highly flexible work schedules may be less effective compared to less flexible ones (Baltes et al., 1999). Following this line of thought, with a higher intensity of telework people tend to have much more autonomy and together with the decreased monitoring it can be related to a decrease of performance. 
Hypothesis 1: Intensity of telework has a negative relationship with self-reported task performance. 
[bookmark: _Hlk126655543]Cyberslacking and the Relationship with Telework and Self-reported Task Performance
[bookmark: _Hlk134041166][bookmark: _Hlk134041189]Cyberslacking is defined as the personal use of internet technology at work for non-work-related purposes (Vitak et al., 2011). This concept can be linked to telework for two reasons. Firstly, telework entails the usage of technology and internet during work for communication and work-related tasks (Gajendran & Harrison, 2017). When working from home people have an increased accessibility to the internet and therefore there is a higher risk to use it for non-work-related purposes, which can be a significant distraction from work-related tasks (Lavoie & Pychyl, 2001). Also, O’Neil and colleagues (2014) state that people while teleworking need to stay connected through communication technologies, which further increases the risk of getting distracted and cyberslacking. A second argument linking the two concepts is that when people work away from the traditional office there is more autonomy and less monitoring through supervisors which can lead to increased cyberslacking behavior (O’Neill et al., 2014). O’Neill and colleagues (2014) state that telework arrangement can show new forms of counterproductive workplace behavior like cyberslacking and that it is especially relevant because when working outside the office it is easier to avoid being caught while using the computer or smartphone for personal purposes. Furthermore, Garrett and Danziger (2008) found that increased autonomy may also play a role in the relationship with cyberslacking, specifically that employees who have higher levels of autonomy may be more likely to engage in cyberslacking behavior, as they have less external control and monitoring.  
A second relevant relationship is the one between cyberslacking and performance which is examined through two lenses, the cognitive load theory (Sweller, 1994) and the information processing theory (Swanson, 1987). The information processing theory looks at how people process the information given to them, how information is captured, stored and retrieved and how it influences people’s behavior (Swanson, 1987). Cyberslacking entails a lot of information processing (Tandon et al., 2021). While cyberslacking, one is confronted with a lot of input at the same time. On one side there is the input of the work that needs to be done which needs to be processed, on the other side, the personal usage of internet also entails a lot of information processing. This can have strong effects on employee behavior. Furthermore, the cognitive load theory looks at how people deal with resources and demand from their environment (Sweller, 1994). The quantity of resources used for working memory is referred to as cognitive load. The main assumption of the theory is that people’s working memory has only a limited capacity, which means cognitive resources are limited and can run out (Bannert, 2002). Cyberslacking entails a lot of cognitive resources and attention, which can lead to people not having enough resources for their work (Wu et al., 2020). Furthermore, the relationship between cyberslacking and performance can also be related to the self-depletion theory mentioned earlier (Baumeister et al., 1998). The usage, or non-usage of cyberslacking is connected to self-control and resistance of temptations (Koch & Nafziger, 2016). While working, employees might be tempted to make use of the internet for personal purposes, which they must actively refrain from. This can lead to a depletion of their resources and therefore a decreased self-reported task performance. The last argument connecting the two constructs is based on how time is allocated to different task when working (Nicholson et al., 2005). When people cyberslack, they get distracted, and their attention shifts from work-related tasks to personal matters. This shift of attention can have a negative impact on work performance, as simply less time is devoted to completing work-related tasks, and potentially leaving employees with not enough time to finish their work duties (Nicholson et al., 2005). 
Previous research also supports the assumption that cyberslacking can have negative effects on performance, like O’Neill and colleagues (2014) found in their study. Furthermore, also the literature review of Tandon et al. (2021) suggests a negative relationship between cyberslacking and task performance. Specifically, employees who engage in cyberslacking behaviors tend to have lower level of task performance, as well as other outcomes like organizational commitment. Finally, as previously mentioned, cyberslacking is a type of distraction from work (Lavoie & Pychyl, 2001). In general, distractions have been found to be negatively related to performance in several studies (Graydon & Eysenck, 1989; Baumeister et al., 1998; Junco and Cotton, 2012). The second hypothesis of this research will therefore follow this line of thought and explore the effects of cyberslacking at work on productivity by assuming that people who work at home tend to cyberslack more, and people who cyberslack during work will eventually exhaust their resources and will have less capacity to be productive in their tasks.
Hypothesis 2: Cyberslacking will mediate the negative relationship between intensity of telework and self-reported task performance.
[bookmark: _Hlk126655837]The Moderating Role of Goal setting 
[bookmark: _Hlk134041235]As previously discussed, increased flexibility and lack of structure at work are related to both telework as well as to cyberslacking (Perice & Aguinis, 2011). To overcome these work demands people need strategies to self-regulate when working at home, to avoid distractions and to keep their performance high (Ent et al., 2012). Goal setting represents one strategy to structure work better and to overcome these challenges. The role of goal setting in this context is explained through two theoretical concepts. Firstly, the JD-R model by Demerouti et al., (2001) looks at how people have different demands and resources when working. Job demands are all the aspects that influence the person’s task completion, emotion and affect negatively. This can be physical demands, as well as psychological or social demands (Demerouti et al., 2001). Job resources are aspects of work that assist in the achievement of job-related goals, decrease the job demands and the related costs and promote individual growth and development. These resources and demands have influence on outcomes like exhaustion and cynicism as well as performance and work engagement (Demerouti et al., 2001). Later, Xanthopoulou et al., (2007) added personal resources to the model in addition to the job resources. These are all the traits and strategies a person has that helps them in achieving their goals and overcome their challenges. Examples could be self-efficacy, optimism, resilience, and many others. These personal resources can buffer negative effects that job demands have on the outcomes (Xanthopoulou et al., 2007). Goal setting can be seen as a personal resource, as it helps to regulate work and stay motivated during the daily tasks (Grover et al., 2018). Therefore, it can be used as a strategy to cope with the challenges people encounter when working remotely and to prevent increased cyberslacking. 
The second theoretical framework relevant in this relationship is the goal setting theory of Locke and Latham (2006) which describes how goals can influence the intrinsic motivation of people. When setting clear, specific, and challenging goals people are more motivated to achieve their goals. This can lead to higher chances of completing the goals and higher task performance, because people are more focused on achieving the goals (Locke & Latham, 2006). Research shows that goal setting only leads to increased performance and productivity under certain circumstances (Locke & Latham, 2006). Firstly, people need to be willing to set goals for themselves and be committed to them, they cannot be pushed on them by others. This means they must be meaningful for the individual and be linked to their own intrinsic motivation (Locke & Latham, 2006). Second, there needs to be feedback on the progress. Thirdly, the goals must be enough challenging and not too easy to achieve, and finally, the goals need to be specific and not too general. The second step can be very challenging when working remotely, because people receive less feedback in general. Nevertheless, this feedback does not necessarily need to be received from a third person but can be done by regularly checking on how the process is going for oneself. In conclusion, when goals are set under these circumstances, people exert effort toward accomplishing these goals, which can improve the intensity, persistence, and direction of people’s behavior (Thompson et al., 2002). 
[bookmark: _Hlk134041396]Evidence for this assumption can be found in prior research. Firstly, Müller and Niessen (2019) have found that people who work remotely tend to make more use of goal setting. Secondly, Thompson and colleagues (2002) have found that setting goals can help motivate people set their attention on their work rather than on non-work-related events. It keeps their attention on the work at hand and away from alternative options, like non-work-related internet use. Additionally, it has been found to reduce the “noise” of distractions, such as visiting non-task related websites, as they are not in the focus of the people’s attention (Champagne & McAfee, 1989). Thus, it is expected that goal setting will be also relevant in this research. Hypothesis 3a and 3b state that goal setting will have a moderating effect on both the direct effect of telework on performance, as well as the mediation effect through cyberslacking. The entire research model can be seen in Figure 1.
Hypothesis 3a:  The negative relationship between intensity of telework and self-reported task performance is buffered by goal setting, so that task performance will increase when people make use of goal setting. 
Hypothesis 3b: The positive relationship between intensity of telework and cyberslacking is buffered by goal setting, so that cyberslacking will decrease when people make use of goal setting.

Figure 1
Theoretical Model for the Cyberslacking-Mediated Relationship Between Intensity of Telework and Self-reported Task Performance, Moderated by Goal setting
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Methods
Sample, Design and Procedures
[bookmark: _Hlk126656187][bookmark: _Hlk127373473]For the present study a sample of 339 people were recruited. Two inclusion criteria were defined. Firstly, people needed to work at least 3 days per week and people needed to work in average at least 10% of their work time outside the traditional office. The reason for choosing these two inclusion criteria is based on the fact that people need to work a certain number of hours, so that telework can have an impact on other work-related variables. Furthermore, only people who actually work part-time remotely can be considered, considering that this is the focus of the study. Exclusion criteria included students, people below the age of 18 and people who are self-employed, because in self-employment different dynamics come into play, which could influence the results. After considering the inclusion and exclusion criteria and excluding all the people with missing values, a total of 235 participants were included in the data analysis. The recommended number of participants was assessed prior to the study by a G*power analysis Version 3.1.9.7 (Faul et al., 2007), which recommended a minimum of 263 participants. The following parameters were used: F(1) = .05, α = .05, Power = .85, Number of predictors = 5. In previous research, these kinds of studies were expected to have small effect sizes, which is why F was set on .05 as the effect size. The participants in the sample had an average age of 31.50 (SD = 9.75) years, with 46.38% being male, 53.19% being female and 0.43% being non-binary or third gender. The participants had an average tenure in their current organization of 39.15 (SD = 56.81) months. 
[bookmark: _Hlk126656217]The study had a cross-sectional design with an online questionnaire and data was collected through Qualtrics. Participants were obtained through convenience and snowball sampling. These techniques were selected because there was a certain time constraint for the study, and they are simple methods that allow to generate a large sample in a short period of time (Etikan, 2016). Furthermore, the snowball sampling technique allows to reach people that are otherwise difficult to sample and further increases the sample size. To make sure the required sample size was reached, the data collection was done in a group, as this study was part of a larger research combining several studies. Participants were recruited from the personal network and contacted via email, direct messaging platforms, such as WhatsApp, and social media platforms, like LinkedIn, Facebook, and Instagram. All the participants were given a link to the same questionnaire. The questionnaire included, among other things, measures of intensity of telework, self-reported task performance, cyberslacking and goal setting. The other researchers were investigating similar topics; therefore, their constructs were also included in the questionnaire. Additionally, participants provided descriptives such as age, gender, and tenure. The questionnaire first gave the participants the choice to conduct it in English or Dutch. Then it provided them with general information regarding the study and they were asked to give consent to participate in the study. At any point participants could stop the questionnaire. 
[bookmark: _Hlk127373511]Measures 
	To test the hypotheses, four different constructs were operationalized. The different scales were included in one questionnaire. All items can be found in Appendix A. 
[bookmark: _Hlk126656297]Intensity of Telework 
One single item measured the intensity of telework: “How much percent per week do you on average work outside from the traditional office?”. The participants indicated a percentage between 0-100 %, a higher score indicating higher intensity of telework. The percentage was used in order to take into account the relative relationship between remote work and work in the traditional office and allowed the inclusion of part-time workers in the study. This type of measure has been used in prior studies (Wiesenfeld et al., 1999; Golden & Veiga, 2005) and has been found to be an effective measurement for intensity of telework. 

[bookmark: _Hlk126656328]Self-reported Task Performance 
Self-reported task performance was measured through the “Individual Work Performance Questionnaire” (IWPQ), developed by Koopmans et al. (2014). The IWPQ includes 27 items and is divided in three subscales, the first measuring task performance, the second contextual performance and the third counterproductive work behavior. The IWPQ was used, as is has shown good face and structural validity throughout prior research and a strong internal consistency (α = 0.78; Koopmans et al., 2014). A self-reported task performance scale was used, since it is difficult to measure performance objectively, and specifically this study was more interested in the self-perceived performance. For practical reasons, this study used the subscale task performance with only 5 items (e.g., “I was able to perform my work well with minimal time and effort.”). The items were scored on a 5-point rating scale ranging from 1 (seldom) to 5 (always), a higher score indicating a higher self-reported task performance. The Cronbach’s alpha coefficient of the task-performance subscale of Koopmans and colleagues (2014) is 0.82. The final items used to measure self-reported task performance used in this study showed a reliability of 0.73. 
[bookmark: _Hlk126656413]Cyberslacking 
The amount of cyberslacking of the participants was measured through a 6-item scale, where the participants had to report how often they exhibit the behaviors described in the items. The scale was derived from the “Procrastination at Work Scale”, which is divided in three subscales, one of them being a 4-item cyberslacking scale (Metin et al., 2016). An example item was “I do online shopping during working hours”. Additional items were derived from Lim’s (2002) “Cyberloafing scale” to get a more complete measurement of cyberslacking (e.g., “I check and send non-work-related emails during working hours”). The items were scored on a 7-point Likert scale, with a scale anchor 0 (Never) and 6 (Always), a higher score indicating more cyberslacking behavior. The Cronbach’s alpha coefficient of the 4-item cyberslacking scale of Metin and colleagues (2016) is 0.69. The final items used to measure cyberslacking in this study showed a reliability of 0.74.
Goal Setting
Goal setting was measured with the “Goal Setting Formative Questionnaire” from Erickson and Noonan (2018). The scale consists originally of 19 items, divided in three subscales. The first looks at the meaningfulness of the goals, the second focuses on personal improvement and the third focuses on the goals being achievable and adaptable. In this study only the first subscale including the meaningfulness of goals was used. This subscale contains 6 items (e.g., “In my work I set short-term goals for myself”) and was scored on a 5-point Likert scale ranging from 1 (Not like me at all) to 5 (Very much like me), a higher score indicating more goal setting. The subscale of Erickson and Noonan (2018) has a Cronbach’s alpha coefficient of 0.81. The final items used to measure goal setting in this study showed a reliability of 0.82.
Control Variables
Three control variables were considered in this study. Firstly, prior research has shown that age is a relevant factor in the cyberslacking relationship (Vitak et al., 2011). It has been found that being younger positively predicts cyberslacking behavior, such as people who are younger cyberslack in average more than older people. Moreover, other studies have found age to be negatively correlated to telework, indicating that older people tend to telework less (Gajendran & Harrison, 2017). Furthermore, gender has also been found to have a significant relationship with cyberslacking, such as being male predicts higher cyberslacking behavior (Vitak et al., 2011). Finally, organizational tenure was considered as a control variable as it might affect telework outcomes. Prior research found that longer job tenure significantly led to higher telework intensity (Fonner & Roloff, 2010). Therefore, the three control variables age (in years), gender (1 = male, 2 = female) and tenure (in months) were considered in this research. 
Data Analysis
The data in this study was analyzed using SPSS (Version 28.0). Firstly, it was checked if the data meets several required assumptions, by conducting a linear regression including all the variables. After checking the assumptions, the reliabilities of the scales were calculated. Beforehand, it was checked if there were items that needed to be reversed. If the reliability was sufficient the analysis was continued. Further, relevant descriptive statistics was computed, and a correlation analysis was done. To test the different hypothesis several analyses were performed. For hypothesis 1 a simple regression analysis was performed, for hypothesis 2 Model 4 in PROCESS macro was used and for hypotheses 3a and 3b Model 8 from PROCESS macro was used. Since the moderator included in the analysis is continuous, it was centered to -1SD, Mean, +1SD. In this study all p-values that are under 0.05 were considered as significant. 
Results
Assumption Check 
Firstly, six assumptions needed to be checked for this study. This included the absence of multicollinearity, the uncorrelatedness of residuals, a presence of extreme outliers, homoscedasticity, normality, and the assumption of linearity. The results of the assumption check can be found in Appendix B. As all the assumptions were met, the data could be used and further analyses were performed. 
Descriptive Statistics and Correlations
After checking the assumptions, the means, standard deviations, and correlations including all the variables of the study were calculated. The results can be found in Table 1. Firstly, the control variable age was positively related to the employee’s tenure in months (r = .59, p < .001) which indicated that older employees tend to be in their current workplace longer than younger. Age also showed a significant negative relationship with cyberslacking (r = -.17, p = .008), which indicated, as expected, that older employees tend to cyberslack less than the younger employees. Contrary to the expectations, age did not significantly relate to intensity of telework (r = .02, p = .820). The second control variable gender, was also unexpectedly not significantly related to cyberslacking (r = -.12, p = .080). Finally, the last control variable, tenure was not found to be significantly related to intensity of telework (r = -.01, p = .927). Therefore, only age was included as a control variable.
When looking at the main variables and their correlations, only goal setting was significantly positively related to task performance (r = .19, p = .003) which means the more people set goals during work, the higher their self-reported task performance will be, compared to people with lower goal-setting scores. All the other main variables unexpectedly did not correlate. Intensity of telework did not have a significant relationship with neither self-reported task performance (r = .08, p = .208), nor cyberslacking (r = .07, p = .318). Also, Cyberslacking did not relate significantly with self-reported task performance (r = -.10, p = .135) or goal setting (r = -.09, p = .181).   


Table 1 
Descriptive Statistics and Correlations for Study Variables
	[bookmark: _Hlk131335822]Variable
	M
	SD
	1.
	2.
	3.
	4.
	5.
	6.
	7.

	1. Gendera
	1.54
	0.51
	-
	
	
	
	
	
	

	2. Age
	31.50
	9.75
	-.02
	-
	
	
	
	
	

	3. Tenureb
	39.15
	56.81
	.09
	.59***
	- 
	
	
	
	

	4. Teleworkc
	43.54
	23.79
	-.08
	.02
	-.01
	-
	
	
	

	5. Task Performanced
	3.68
	0.64
	-.03
	.07
	.09
	.08
	-
	
	

	6. Cyberslacking
	3.31
	1.91
	-.12
	-.17**
	-.08
	.07
	-.10
	-
	

	7. Goal Setting
	3.81
	0.65
	.09
	-.07
	-.11
	-.01
	.19**
	-.09
	-


Note. N = 234; a 1 = male, 2 = female. b Tenure in months. c Telework refers to the intensity of work outside the traditional office. d Task performance refers to participants’ self-reported performance.  
* p < .05, ** p < .01, *** p < .001

Confirmatory Analysis
Intensity of Telework and Self-reported Task Performance 
Hypothesis 1 states that intensity of telework is negatively related to self-reported task performance, so that more use of telework is related to a lower self-reported task performance. To test this a hierarchical regression analysis was conducted. An overview of the results is provided in Table 2. In a first step, the control variable of age was added to the model. There was no significant relationship found between the control variable and self-reported task performance B = .00, t(232) = 0.98, p = .326, 95%CI [-0.00, 0.01], R2 = .00, F(1, 233) = 1.00, p = .318. In a second step, intensity of telework was added to the model, which did not result in a significant increase in the explained variance of the model. Furthermore, the analysis did not show a significant positive relationship between the intensity of telework and self-reported task performance, B = .00, t(233) = 1.25, p = .214, 95%CI [-0.00, 0.01], R2 = .01, F(1, 232) = 1.56, p = .214. This means that people who telework more do not significantly show a lower self-reported task performance. Therefore, Hypothesis 1 was not supported. 

Table 2
Regression Analyses Testing the Effects of Intensity of Telework on Self-reported Task Performance
	[bookmark: _Hlk133169323]Variables
	B
	R2
	ΔR2

	Step 1
	
	
	

	Age 
	0.00
	0.00
	0.00

	Step 2
	
	
	

	Age
	0.00
	
	

	Intensity of Telework
	0.00
	0.01
	.01


Note. N = 234. Standardized regression coefficients are reported for the respective regression steps
* p < .05, ** p < .01, *** p < .001

Intensity of Telework and Self-reported Task Performance Through Cyberslacking 
Hypothesis 2 states that cyberslacking mediates the negative relationship between intensity of telework and self-reported task performance. For this analysis, Model 4 in the PROCESS macro for SPSS (Hayes, 2013) with 2000 bootstrapped samples was used, where the control variable age was included. First of all, the total effect between intensity of telework and self-reported task performance was found to be not significant, B = 0.00, SE = 0.00, t(232) = 1.25, p = .214, 95%CI [-0.00, 0.01]. Furthermore, there was no relationship found between intensity of telework and cyberslacking, B = 0.01, SE = 0.01, t(232) = 1.05, p = .293, 95%CI [-0.00, 0.02]. When cyberslacking was entered into the model which included intensity of telework, the relationship between telework and self-reported task performance remained non-significant, B = 0.00, SE = 0.00, t(231) = 1.35, p = .180, 95%CI [-0.00, 0.01]. Furthermore, the relationship between cyberslacking and self-reported task performance was also not significant, B = -0.03, SE = 0.02, t(231) = -1.44, p = .152, 95%CI [-0.08, 0.01]. The indirect effect of intensity of telework on self-reported task performance via cyberslacking was found to be not significant as the 95% confidence interval did include zero, Bindirect = -0.00, 95%CI [-0.00, 0.00]. As such, the mediation model was not supported (see Figure 2).

Figure 2
Relationship between Intensity of Telework and Self-reported Task Performance as Mediated by Cyberslacking
[image: ]
Note. Unstandardized regression coefficients are presented for all the paths. The regression coefficient between intensity of telework and self-reported task performance, while controlling for cyberslacking, is in parentheses. 
* p < 0.05, ** p < .01.



Intensity of Telework and Self-reported Task Performance Through Cyberslacking Moderated by Goal Setting
Hypothesis 3a states that the negative relationship between intensity of telework and self-reported task performance is buffered by goal setting, such that the negative effect on task performance will decrease when people make use of goal setting. Hypothesis 3b states that the positive relationship between intensity of telework and cyberslacking is buffered by goal setting, so that cyberslacking will decrease when people make use of goal setting. For the analysis of both hypotheses, the control variable age was included. Model 1 and Model 8 in the PROCESS macro for SPSS (Hayes, 2013) with 2000 bootstrapped samples were used to test both hypotheses in form of a stage one moderation. 
Firstly, the total effect of the interaction between intensity of telework and goal setting on self-reported task performance was not significant, B = -0.00, SE = 0.00, t(230) = -0.17, p = .869, 95%CI [-0.01, 0.00], R2 = .05, F(4, 230) = 2.98, p = .020. Nevertheless, what has been found is that the direct effect of goal setting on task performance was significant, B = -0.19, SE = 0.06, t(230) = 3.01, p = .003, 95%CI [0.07, 0.32], R2 = .05, F(4, 230) = 2.98, p = .020. Therefore, hypothesis 3a was partially supported. 
When cyberslacking was entered into the model which also included the interaction term, the interaction effect was not significant, B = -0.00, SE = 0.00, t(229) = -0.44, p = .661, 95%CI [-0.01, 0.00]. Furthermore, the relationship between cyberslacking and self-reported task performance was also not significant, B = -0.03, SE = 0.02, t(229) = -1.23, p = .221, 95%CI [-0.07, 0.02]. Nevertheless, the effect of the interaction between intensity of telework and goal setting on cyberslacking was significant, B = -0.03, SE = 0.01, t(230) = -3.51, p < .001, 95%CI [-0.04, -0.01], Simple slopes analysis showed that when participants had a higher degree of goal setting (+1SD), the relationship between telework and cyberslacking was not significant, B = - 0.01, SE = 0.01, t(230) = -1.85, p = .066, 95%CI [-0.03, 0.00]. However, when goal setting was lower (-1SD) the relationship between telework and cyberslacking was significantly positive, B = 0.02, SE = 0.01, t(230) = 3.23, p = .001, 95%CI [0.01, 0.04]. This means, when people do not set goals, they tend to cyberslack more when working remotely (see also Figure 3). Therefore, hypothesis 3b was also partially supported. 

Figure 3 
The Moderating Effect of Goal Setting on the Relationship Between Intensity of Telework and Cyberslacking

Finally, the whole stage one moderation, including both hypothesis 3a and 3b, examining the effect of the interaction between telework and goal setting on self-rated task performance via cyberslacking was found to be not significant as the 95% confidence interval did include zero, Bindirect = 0.00, 95%CI [-0.00, 0.00]. The stage one moderation, including both hypotheses can be found in Figure 4.




Figure 4
Moderating Effect of Goal setting on the Relationship Between Intensity of Telework and Self-reported Task Performance Through Cyberslacking
[image: ]
Note. Standardized regression coefficients for the interaction between intensity of telework and goal setting on self-reported task performance as mediated by cyberslacking. The regression coefficient for the interaction between intensity of telework and goal setting on self-reported task performance, while controlling for cyberslacking, is in parentheses.
* p < 0.05, ** p < .01, ***p < .001

Exploratory Analysis
	The first hypothesis expected a linear relationship between intensity of telework and self-reported task performance. The result of the analysis did however not show such a relationship. Based on the too-much-of-a-good-thing effect one could also expect a possible curvilinear relationship between these two variables (Pierce & Aguinis, 2013). This means, when people work a moderate amount of time remotely, they can benefit from it. However, if it is too much or too little then these positive outcomes might change and they could experience several disadvantages (Pierce & Aguinis, 2013). Therefore, an exploratory analysis was conducted, with the aim to investigate whether the relationship between intensity of telework and self-reported task performance could be a curvilinear one. To test this, a curvilinear hierarchical regression analysis was conducted. 
Before the analysis, the independent variable of intensity of telework was squared with itself. In a first step of the analysis, the control variable age was added to the model. In a second and third step, intensity of telework and intensity of telework squared were added to the model. The results of the analysis did not show a significant relationship between telework and self-reported task performance, B = 0.01, t(321) = 0.75, p = .457, 95%CI [-0.01, 0.02]. The same analysis did also not show a significant relationship between telework squared and the dependent variable B = 0.00, t(321) = 0.43 p = .664, 95%CI [-0.00, 0.00]. Therefore, no support was found for a curvilinear relationship between intensity of telework and self-reported task performance. An overview of the results is provided in Table 3.

Table 3
Regression Analyses Testing the Effects of Intensity of Telework on Self-reported Task Performance
	Variables
	B
	R2
	ΔR2

	Step 1
	
	
	

	Age 
	0.00
	0.00
	0.00

	Step 2
	
	
	

	Age
	0.00
	
	

	Intensity of Telework
(Intensity of Telework)2
	0.01
-0.00
	0.01
0.01
	0.01
0.00


Note. N = 234. 2 = squared intensity of telework variable. Standardized regression coefficients are reported for the respective regression steps
* p < .05, ** p < .01, *** p < .001


Discussion
The study aimed to explore the relationship between telework, cyberslacking and task performance, building on recent research suggesting potential pitfalls of remote working. The introductory section highlighted the common belief that working remotely increases productivity by reducing distractions. However, the extensive use of technology and internet, also for non-work purposes raises questions about the actual level of distraction experienced by individuals while teleworking. Therefore, this study hypothesized that increased cyberslacking would represent the underlying mechanism between telework and task performance, and the reason why people who work from home might show lower performance. In addition, the study introduced goal setting as a moderator, suggesting that individuals who set specific and challenging goals would engage in less cyberslacking, thus buffering the negative relationship. The results of the study, however, did only partially support these hypotheses.
[bookmark: _Hlk132752172][bookmark: _Hlk133949637]The Impact of Goal Setting on Cyberslacking and Performance when Teleworking 
The main finding of this study is the significant relationship between the interaction of goal setting and task performance on cyberslacking, specifically how goal setting can buffer the positive relationship between the two variables. The study found that when people do not set goals, they tend to cyberslack more when working remotely. The contrary that people who set goals tend to cyberslack less when working remotely has not found to be significance, nevertheless when looking at high level of goal setting the relationship was almost significantly positive at a p = .066, which is marginal. Therefore, it could be a power issue and that it did not pick up the effect. These results indicate that if a person does not set specific, clear and meaningful goals they get distracted quicker and start using the technologies and internet they have available during work for non-work related purposes. 
The second main finding of this study is the significant relationship between goal setting and self-reported task performance. The study found a direct effect between these two variables, meaning that people when they set goals for themselves during work, they generally show a higher self-reported task performance. This finding was not surprising, as there is a lot of empirical and theoretical evidence supporting this assumption (Champagne & McAfee, 1989; Locke et al., 1981; Mento et al., 1987). It has been found to be a strong motivator that does not only lead to people focus more on their goals, but also to achieve them and therefore show a higher overall performance (Mento et al., 1987). They have also found when setting goals, people tend to work harder and are better able to organize their work, and therefore show increased productivity. 
However, besides the direct effect this study has not found a significant relationship of the interaction of goal setting and telework on performance and neither of the full first stage moderation model. There could be several reasons why these relationships have not been found. Firstly, the other analyses have already not found a significant direct relationship between the variables. For example, hypothesis 1 looked at the relationship between telework and task performance which was not significant. This could be the reason why also the interaction with goal setting was not significant. Furthermore, there could be external factors that were not considered in the study that could have influences the relationship. Factors such as organizational culture, job characteristics or leadership could play a role in shaping the relationship between goal setting, telework and task performance (Golden et al., 2006; Gajendran & Harrison, 2007). Studies have also found that individual factors like personality traits or work experience can influence on how goal setting effects on performance in the interaction with telework (Latham & Locke, 2007; Klein & Lee, 2006; Bronkhorst et al., 2015). Future research should therefore investigate this relationship and include these factors to get a clearer picture of the relationship. 
Theoretical Implications
The study’s findings have important theoretical implications for the understanding of the relationship between telework, goal setting and cyberslacking, and are partially in line with the suggested theoretical frameworks. The first one is the JD-R framework of Demerouti et al (2001). This model looks at how people have different demands ad resources when working and how one can use personal resources to overcome these. In this study telework as well as cyberslacking were consider job demands (Lavoie & Pychyl, 2001; Koch & Nafziger, 2016). Telework increases flexibility and autonomy but is also linked to a lack of structure and more decision-making processes which can lead to a higher change of getting distracted (Lavoie & Pychyl, 2001). Cyberslacking as it is a type of distraction from work and a temptation one needs to resist (O’Neill et al., 2014; Koch & Nafziger, 2016). Furthermore, Goal setting can be seen as a personal resource for several reasons (Xanthopoulou et al., 2007; Grover et al., 2018). Firstly, it helps regulate the work and stay focused on the task at hand. Secondly it represents a way to self-regulate and self-control to resist the temptations. Therefore, it can be used as a strategy to cope with the challenges people encounter when working remotely and prevent cyberslacking (Demerouti et al., 2001). 
The results also align with the goal setting theory of Locke and Latham (2006), which explains how goals can influence the intrinsic motivation of employees. They state that people are more motivated to focus on their work when they set specific, clear, challenging, and meaningful goals. This eventually leads to people getting less distracted and staying more focused on the work at hand. Thus, goal setting plays a critical role in maintaining motivation and overcoming challenges, especially in the context of telework and cyberslacking. If the motivation to work on the tasks is higher, people eventually get less distracted and engage in less cyberslacking (Locke & Latham, 2006). 

The Relationship between Telework and Task Performance
Besides the significance that has been found between the interaction of goal setting and telework on cyberslacking and the direct relationship between goal setting and task performance, all other hypotheses have not been supported. The first hypothesis of this study examined the direct relationship between the intensity of telework and self-reported task performance. Despite several studies indicating a negative relationship between telework and self-reported task performance (Beno & Hvorecky, 2021; Kubicek et al., 2017; Langfred, 2004), the present study found no support for this. The hypothesis was based on the assumption that when working remotely people tend to have very high level of autonomy which can lead to a depletion of resources and therefore lower level of performance (Pierce & Aguinis, 2013). This assumption was derived from the too-much-of-a-good-thing theory from Pierce and Aguinis (2013) and the self-depletion theory of Baumeister and colleagues (1998).
One factor that could explain why no relationship has been found, is that autonomy has not been included as a variable in the analysis. Autonomy is a key concept in the theoretical framework and was used to support the assumption that too much telework would decrease performance (Pierce & Aguinis, 2013). In this study only intensity of telework was measured, as it was connected to increased autonomy in the literature (Gajendran & Harrison, 2017). In order to get a clearer picture, future research should include autonomy in the analysis and add it as a control variable or an interaction variable with telework. 
Furthermore, another reason why it might not have been significant is, that the relationship between telework and task performance is not linear. The TMGT effect suggests a curvilinear relationship between these two variables (Pierce & Aguinis, 2013). This means when people work remotely, moderate amount of autonomy is in fact beneficial, only after it has reached a certain threshold it can become counterproductive and negatively influence performance. Thus, an exploratory analysis was conducted where the curvilinear relationship between intensity of telework and self-reported task performance was tested. The analysis did also not find a significant relationship. Reasons for that could be that even though autonomy has been linked with intensity of telework, they are not interchangeable and maybe other factors play a role in this relationship. 
An argument for the lack of significant findings could be that there are several other factors influencing performance which have not been examined in this study. This research focused on the direct effect of telework on task performance, while there might be other variables playing a role. The literature suggests that job characteristics, employee’s personal characteristics and situational factors can have an influence on the job performance (O’Neill et al., 2009; Kubicek et al., 2017). Kubicek and colleagues (2017) found that certain type of jobs, such as those with high time pressure can lower the performance, while those with lower time pressure can increase it. Other research states that the amount of work influences the effect on performance, such as having less to do will decrease your performance, while a high amount of work will influence the performance positively, as there is less room for distractions (Beno & Hvorecky, 2021). The same researchers also looked into personal characteristics such as feeling comfortable with the usage of technology at work. They found that people tend to show better performance when having the possibility to work remotely, but only, if they feel comfortable with it. This could be relevant especially for older people that are not as used to the technologies needed when working remotely, compared to younger people (Turner et al., 2007). Another relevant personal factor is the presence of a work-from-home routine, meaning that people who create for themselves a strong routine show higher performance than people who lack a good routine (Beno & Hvorecky, 2021). This is also related with goal setting, which helps to structure the work (Ent et al., 2012). Finally, situational factors like having children at home during working hours, can also decrease performance (Beno & Hvorecky, 2021). In conclusion, there are a lot of variables that influence performance besides teleworking and the feeling of autonomy, which have not been looked at in this study. Future research should therefore include other variables in the relationship to get a more complete picture. 
Theoretical Implications 
A theoretical implication for the literature on telework is the relevance of autonomy. The too-much-of-a-good-thing effect from Pierce and Aguinis (2013) highlights the importance of measuring autonomy as a key concept in understanding the relationship between telework and task performance. While this study only focused on the intensity of telework, future research should include the direct measure of autonomy and include it as a control variable. Furthermore, the same theory suggested a curvilinear relationship between autonomy and task performance. Nevertheless, the exploratory analysis that explored a curvilinear relationship between telework and performance has not been found, suggesting the need for further investigation in this area. Finally, the findings and empirical evidence highlight that telework and the impact on task performance cannot be solely attributed to one factor. It is a much more complex phenomenon that can be influenced by a combination of factors. A holistic approach should be taken in future research to understand the nature of telework better. 
The Relationship of Cyberslacking and Self-reported Task Performance 
Finally, the last relevant construct in this study is cyberslacking. It has been introduced as a possible distractor, that can influence the positive effects that telework might have on performance (Lavoie & Pychyl, 2001). Contrary to previous research and theory indicating the negative effect of cyberslacking on task performance, the results of this study found no significant relationships. Nevertheless, even though the correlation between cyberslacking and task performance was insignificant the direction of the relationship between cyberslacking and task performance was found to be negative.
The lack of evidence supporting the hypothesis could be explained through other factors. Firstly, besides cyberslacking, people might face other distractions at home. For example, people might have children or roommates working from home, which might be even more distracting than cyberslacking and decrease the performance (Beno & Hvorecky, 2021). This could be an indication that cyberslacking might not be the only distracting factor when working remotely, and therefore the relationship was not found because there were factors missing in the analysis. Furthermore, a possible explanation could also be that cyberslacking does not influence a person’s performance but rather the other way around. O’Neill et al. suggest that perceived performance together with unsatisfaction with the job is what leads to a higher cyberslacking behavior in people, and not the other way around. It would be interesting in future research to conduct an experiment to see the direction of the relationship and maybe also include satisfaction in the analysis. In such a case, self-reported performance could be manipulated, by for example altering the complexity of a task of the participants (Kruger & Dunning, 1999). In an experiment like this, ethical guidelines would need to be considered and ensured that the manipulation aligns with the overall objectives of the study and the well-being of participants.  
Theoretical Implications 
In this study cyberslacking is looked at through the lens of the cognitive load and the self-depletion theory (Sweller, 1994; Baumeister et al., 1998). The research looked at cyberslacking as a cognitive overload and connected it to lower performance, as there are no more resources left when cyberslacking for work related tasks. However, literature suggests that it could also be seen as a recovery. Some theorists have suggested that using the internet for non-work-related activities during office hours could actually be helpful for employees (Lim & Chen, 2012; Stanton, 2002). This is because it can provide a short break from work, give employees the chance to do other tasks that they need to do and therefore reduce stress, allow for socializing with colleagues, and help employees cope with their emotions (Lim & Chen, 2012). These findings do not imply that cyberslacking is positive and should be encouraged, but rather that some non-work-related online activities can allow people to get some rest from work and motivate them to perform better and could be indeed useful in a balanced way (Lim & Chen, 2012). 
[bookmark: _Hlk132751852]Finally, another theoretical implication is that the relationship between cyberslacking and task performance is not linear but rather curvilinear (She & Li, 2022). The study of She and Li (2022) found evidence for the curvilinear relationship and based it on the effort-recovery model. Thus, they found that when people cyberslack in a moderate amount it could actually have positive effects on task performance, while too little and too much were negatively related. This is again explained through the assumption that cyberslacking is seen as a recovery and a break from work (She & Li, 2022). Future research could further investigate this relationship by checking for curvilinearity in the relationship between cyberslacking and task performance.
Strengths and Limitations 
This study has several strengths and limitations. Firstly, the study involved the gathering of data from a diverse range of participants, which includes participants from different companies, sectors, backgrounds as well as age groups. This comprehensive approach enhances the generalizability of the findings. Moreover, the study used participants from at least two separate countries, which includes a cross-cultural perspective. This increases the external validity of the study and allows for a broader understanding (Findley et al., 2021). Furthermore, the study examined the mediating role of cyberslacking and the moderating effect of goal setting, indicating a more comprehensive and nuanced research (Hayes, 2013). Finally, the study discusses several theoretical as well as practical implications of its findings. This connection between research and practice shows the relevance of this study.
There are also several limitations that need to be addressed in this study. The fact that this study is cross-sectional in nature represents one limitation. This means that data was collected only once, without any interventions or manipulations, preventing the drawing of definitive causal conclusions from the findings. A possible solution to address this limitation would be to conduct a longitudinal survey to infer causal relationships, as suggested by previous research (Rindfleisch et al., 2008). Another way how causality could be established is through experimental designs, where the variables are manipulated (Behi & Nolan, 1996). In this study cyberslacking was measure with a self-reported questionnaire, while in an experimental design this variable could have been manipulated and the effects observed on other variables. Another variable that could be manipulated is goal setting. By randomly assigning participants to different groups, researchers can control for extraneous variables and determine whether changes in the predictors cause changes in the dependent variables (Behi & Nolan, 1996).
A final limitation is that the measuring methods might have influenced the results. Firstly, for practical reasons, many scales had to be shortened, which may have caused that the items of the scales did not always fully capture the concepts. Moreover, all the variables were measured with self-reported scales. This can be problematic because there are biases that influence how someone answers the questions (Rosenman et al., 2011). Firstly, the response bias describes a systematic error or distortion in how people answer survey questions (Paulhus, 1991). It happens when participants give responses that are not a real reflection of their true beliefs or actions, which can happen because of social desirability. In this study the response bias might have influenced some people to give answers that are not really accurate, but rather socially desirable. Future research could try to minimize this bias by designing neutral survey questions or analyse the data for potential biases, which has not been done in this study (Paulhus, 1991). Furthermore, a second bias that might have influenced the responses in the self-reported questionnaire is the recall bias (Basso et al., 1997). This bias can occur when participants in a study do not accurately remember past events or experiences. As mentioned in the beginning of this study, most people are not even aware how much time they spend on the internet. Therefore, it is possible that people do not accurately remember the amount of cyberslacking when answering the questionnaire. To prevent these limitations, future research could measure cyberslacking and task performance in different ways. Instead of subjective self-reported task performance, the objective performance could be measured by including peers or supervisors in the study (Bommer et al., 1995). Moreover, cyberslacking could be measured with actual screentime and activity (Vizcaino et al., 2019). This would lead to a more objective view on their performance and therefore minimize some of the biases.
Practical Implication 
What does this mean in the everyday life on teleworkers? Some important practical implications of this research can be suggested to organizations, especially when considering the finings regarding goal setting. The results suggest that people who telework tend to cyberslack more when they do not set specific goals. Therefore, organizations may want to encourage remote workers to set specific, clear, challenging and meaningful goals, which would help them stay focused and reduce the probability of cyberslacking (Locke & Latham, 2006). It also helps them to organize their work and improve their overall performance (Mento et al., 1987). Furthermore, organizations could offer trainings and resources on effective goal-setting techniques, to help employees set meaningful goals and give advice on how to deal with distractions that can influence their behavior and possibly their performance (Latham & Kinne, 1974). Similarly, employers could encourage the usage of working routines when working remotely, by providing guidance on time management or work-life balance (Beno & Hvorecky, 2021). This would help employee to structure their work and minimize distractions. 
Secondly, even though the analysis of this study has not found a significant relationship between cyberslacking and performance, theory and prior research suggests that it can be related to potential issues when working remotely. Organizations can educate employees about the risks of excessive non-work related internet use and offer strategies to minimize distractions (Lavoie & Pychyl, 2001). This may include establishing guidelines or policies on internet use during working hours, encouraging self-regulation, and providing tools or software to track online activities (Flanigan & Kiewra, 2018).
Furthermore, organizations need to consider how job characteristics and individual differences might influence people’s work, especially when teleworking. Factors like time pressure and workload, as well as personality traits and characteristics can influence task performance (O’Neill et al., 2009; Kubicek et al., 2017). Therefore, employers could consider providing flexibility and support to their employees to optimize performance. All in all, organizations need to be aware that telework can present unique challenges compared to office-based work. 
Conclusion
The aim of this study was to find support of the shift from benefits to drawbacks of telework. This is especially relevant due to the recent increase in remote work due to the Covid-19 pandemic. Building on existing literature, this research investigated the negative correlation between telework and task performance by proposing cyberslacking as an underlying mechanism. Nevertheless, this main assumption was not significant and therefore the hypothesis was not supported. However, based on literature it is still important to consider the dangers of cyberslacking and also other potential distractors that may influence performance. Furthermore, there is some empirical evidence that supports the assumption that cyberslacking might actually be beneficial in certain context. Evidently, the concept of telework and cyberslacking are complex and multifaceted and further research is needed to get a clear picture of the benefits and drawbacks. 
Finally, goal setting was introduced in this research as a buffer for this negative relationship, such as when people set specific, clear, challenging, and meaningful goals they engage in less cyberslacking and show a better performance. The results of this study showed that not only did goal setting have a direct positive relationship with task performance, but also as a moderator on cyberslacking. This highlights the importance of promoting such strategies among teleworkers to minimize negative outcomes. Providing support and guidance for employees in setting goals can boost their motivation, keep them focused, and overall increase their productivity while working remotely. 
Understanding the complex relationships between telework, cyberslacking, goal setting, and performance is crucial in an era where remote work prevails. By recognizing the potential drawbacks of teleworking and implementing strategies to handle distractions, the full potential of remote working can be unlocked and productivity can be ensured. 
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Appendix A - Questionnaire
	Below an overview of the items used in the questionnaire including the descriptions can be found. This appendix only includes the constructs which are relevant for this study. 
Self-reported Task Performance 
[bookmark: _Hlk127454199]The questions below measure your task performance (the ability to complete a specific task to the required standard) of work based on the past 3 months.
In the past 3 months…
1. I managed to plan my work so that it was done on time.
2. My planning was optimal. 
3. I kept in mind the results that I had to achieve in my work. 
4. I was able to separate main issues from side issues at work. 
5. I was able to perform my work well with minimal time and effort. 
[bookmark: _Hlk127454271]1 (seldom), 2 (sometimes), 3 (frequently), 4 (often), 5 (always)
Cyberslacking 
[bookmark: _Hlk127454323]The following statements concern various sorts of personal use of internet technology during working time.
1. I use Instant Messaging (WhatsApp, Skype, Slack etc.) at work for non-work-related purposes.
2. I spend more than half an hour on social network sites (Facebook, Instagram, Twitter etc.) on work per day.
3. I read news online at work. 
4. I do online shopping during working hours.
5. I check and send non-work-related emails during working hours. 
6. I participate in online games during work 
[bookmark: _Hlk127454346]1 (never), 2 (rarely), 3 (occasionally), 4 (sometimes), 5 (frequently), 6 (usually), 7 (always) 
Goal Setting 
[bookmark: _Hlk127454397]The next few questions aim to measure your goal setting behavior at work.
In my work…
1. I set short-term goals for myself.
2. I set long-term goals for myself.
3. I set goals to achieve what I think is important.
4. I imagine what life will be like when I reach my goal.
5. My goals are meaningful to me.
6. My goals are based on my own interests and plans for the future
1 (not like me at all), 2 (not much like me), 3 (somewhat like me), 4 (mostly like me), 5 (very much like me) 



Appendix B – Assumption Check
Approach Assumption Check
Six assumptions needed to be checked to test the model of the study: The absence of multicollinearity, the uncorrelatedness of residuals, a presence of extreme outliers, homoscedasticity, normality, and the assumption of linearity. To do so, a linear regression including all the relevant variables was performed. In the statistics sub dialogs of the linear regression multicollinearity was checked with the collinearity diagnostics, which revealed that the assumption was met. The Durbin-Watson test was performed to see whether there are correlated residuals and it was found not to be violated as all values for the test were between 1 and 3. To check for the presence of extreme outliers a case wise diagnostic was performed, which can identify outliers outside 3 standard deviations. It showed the assumption to be met as well. Further, in the plot sub dialog of SPSS the assumption of homoscedasticity was checked by creating a plot from the standardized residuals of the variables. The residuals were reasonably similarly clustered around each value of the predictor variable, which indicated that the assumption was met. Further, a histogram and normal probability plot was used to check normality. The residuals were found to be about normally distributed. Finally, partial plots were used to check the linearity assumption, which revealed that the last relevant assumption was also met.


Outcomes Assumption Check 
Absence of strong multicollinearity
[image: ]

Uncorrelatedness of residuals 
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Outliers
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Homoscedasticity 
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Normality 
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Linearity 
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