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Abstract

The present study investigates the role of psychological flexibility in coping with the
challenges of highly dynamic work environments, with a particular focus on the
mediating effect of generational differences. Dynamic work environments—
characterized by unpredictability, high workload, and emotional demands — are
particularly prevalent in hospital emergency departments. Understanding how
healthcare professionals from different generational cohorts manage these stressors
can inform organizational strategies aimed at improving resilience and perfor-
mance.

A total of 90 employees (including doctors, nurses, paramedics, and administrative
staff) working in the emergency department of EPH Ahmed Medeghri Hospital in
Saida Province, Algeria, participated in the study. Data were collected using the
Acceptance and Action Questionnaire-II (AAQ-II) to measure psychological flexi-
bility, the Work Environment Scale (WES) to assess perceived work challenges, and
the Generational Cohort Scale (GCS) to categorize participants by generational
identity. Prior to the main analysis, the psychometric properties of the Arabic ver-
sions of the scales were validated using a standardization sample of 35 healthcare
professionals from Youssef Demerdji Hospital in Tiaret Province.

Data analysis involved confirmatory factor analysis, Pearson correlations, multiple
regression, and mediation testing using Hayes” PROCESS macro. The results re-
vealed a significant negative relationship between psychological flexibility and per-
ceived work challenges. Furthermore, generational differences significantly mediat-
ed this relationship, indicating that employees from different cohorts perceive and
respond to work demands in distinct ways.
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These findings suggest that psychological flexibility serves as a protective factor in
managing occupational stress, and that generational identity influences how this
flexibility is expressed. The study highlights the need for workplace interventions
that both promote psychological flexibility and are sensitive to generational differ-
ences among healthcare staff. Such strategies may be especially effective in enhanc-
ing well-being and performance in high-stress medical environments.

Keywords: psychological flexibility, generational differences, work environment
challenges, healthcare workers, Algeria

Flexibilité psychologique pour faire face aux défis d'environ-
nements de travail trées dynamiques : Les différences généra-
tionnelles comme variable médiatrice

Résumé

La présente étude examine le rdle de la flexibilité psychologique dans I'adaptation
aux défis posés par des environnements de travail trés dynamiques, en mettant
particulierement 'accent sur l'effet médiateur des différences générationnelles. Les
environnements de travail dynamiques - caractérisés par 'imprévisibilité, une
charge de travail élevée et des exigences émotionnelles - sont particulierement ré-
pandus dans les services d'urgence des hépitaux. Comprendre comment les profes-
sionnels de santé des différentes cohortes générationnelles gerent ces facteurs de
stress peut éclairer les stratégies organisationnelles visant a améliorer la résilience
et les performances.

Au total, 90 employés (médecins, infirmiéres, personnel paramédical et administra-
tif) travaillant au service des urgences de I'hopital EPH Ahmed Medeghri dans la
province de Saida, en Algérie, ont participé a I'étude. Les données ont été recueillies
a I'aide du Questionnaire d'acceptation et d'action-1I (AAQ-II) pour mesurer la
flexibilité psychologique, de 1'Echelle de I'environnement de travail (EET) pour
évaluer les défis professionnels percus, et de I'Echelle de cohorte générationnelle
(ECG) pour catégoriser les participants en fonction de leur identité générationnelle.
Avant I'analyse principale, les propriétés psychométriques des versions arabes des
échelles ont été validées a 1'aide d'un échantillon de normalisation composé de 35
professionnels de la santé de I'hopital Youssef Demerdji, dans la province de Tiaret.
L'analyse des données a comporté une analyse factorielle confirmatoire, des corréla-
tions de Pearson, une régression multiple et des tests de médiation a I'aide de la
macro-processus de Hayes. Les résultats ont révélé une relation négative significa-
tive entre la flexibilité psychologique et les défis professionnels percus. En outre, les
différences générationnelles ont contribué de maniére significative a la médiation de
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cette relation, ce qui indique que les employés de différentes cohortes percoivent les
exigences professionnelles et y répondent de maniére distincte.

Ces résultats suggerent que la flexibilité psychologique sert de facteur de protection
dans la gestion du stress professionnel et que 1'identité générationnelle influence la
maniéere dont cette flexibilité est exercée. L'étude souligne la nécessité d'interven-
tions sur le lieu de travail qui favorisent la flexibilité psychologique et tiennent
compte des différences générationnelles au sein du personnel de santé. De telles
stratégies peuvent étre particulierement efficaces pour améliorer le bien-étre et les
performances dans des environnements médicaux trés stressants.

Mots-clés : flexibilité psychologique, différences générationnelles, défis liés a I'en-
vironnement de travail, personnel de santé, Algérie
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Introduction

The contemporary workplace is undergoing a period of un-
precedented transformation, characterized by rapid technologi-
cal innovation, globalization, and shifting organizational struc-
tures (Bailey et al., 2017). These changes have created highly
dynamic work environments where employees must constantly
adapt to evolving demands and uncertainties. Psychological
flexibility —a core process in Acceptance and Commitment
Therapy (ACT)—has emerged as a crucial psychological re-
source that enables individuals to adapt effectively to such vol-
atility (Kashdan & Rottenberg, 2010; Bond et al., 2011).

Psychological flexibility refers to the ability to remain in
contact with the present moment and pursue valued behaviors,
even in the presence of difficult thoughts, feelings, or situation-
al stressors (Hayes et al., 2006). Research has shown that higher
levels of psychological flexibility are associated with better
mental health, lower burnout, and improved work perfor-
mance (Donaldson-Feilder et al.,, 2014; Flaxman et al., 2013).
Within organizations, it contributes to resilience, emotional
regulation, and proactive coping strategies, especially in fast-
changing environments (Bond & Bunce, 2003; Biglan et al.,,
2008).

While psychological flexibility is valuable across contexts, its
role becomes particularly salient in workplaces where ambigui-
ty and change are constant. Employees in dynamic sectors such
as tech, healthcare, and creative industries are regularly ex-
posed to shifting job roles, continuous learning requirements,
and high performance expectations (Shoss, 2017). In these envi-
ronments, the ability to adapt psychologically may serve as a
buffer against stress and a facilitator of effective functioning.

However, coping mechanisms and perceptions of workplace
change are not uniform across all employees. Generational dif-
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ferences —including attitudes toward work, adaptability, and
psychological resources —have been documented extensively in
organizational behavior literature (Costanza et al., 2012; Lyons
& Schweitzer, 2017). For example, Millennials are generally
characterized as valuing flexibility, collaboration, and purpose-
driven work, while Baby Boomers may prioritize structure, sta-
bility, and loyalty (Twenge et al., 2010; Holt et al., 2012). These
generational traits may interact with psychological flexibility in
complex ways, influencing how individuals cope with dynamic
work contexts.

Despite this, relatively few studies have explored genera-
tional differences as a mediating or moderating factor in the
relationship between psychological flexibility and workplace
adaptation. Emerging evidence suggests that the effectiveness
of psychological resources like flexibility may vary depending
on age, generational cohort, and career stage (Wong et al., 2019;
Nilsen et al., 2020). A nuanced understanding of this interaction
is essential for developing targeted interventions and organiza-
tional policies that promote employee well-being and perfor-
mance.

This study aims to fill this gap by investigating the role of
psychological flexibility in coping with dynamic work envi-
ronments, while examining generational differences as a medi-
ating variable. By doing so, it seeks to contribute to a more dif-
ferentiated understanding of psychological resilience across
workforce demographics.

Hypotheses:

H1: A positive relationship between psychological flexibility
(AAQ-II) and the ability to cope with workplace challenges
(WES).
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H2: Generational differences (GCS) moderate the relationship
between psychological flexibility (AAQ-II) and coping strate-
gies (WES).

H3: Generational differences (GCS) significantly influence
employees' perceptions of work environment challenges (WES).

H4: Psychological flexibility (AAQ-II) mediates the relation-
ship between generational differences (GCS) and perceived
stress (WES).

H5: Higher psychological flexibility (AAQ-II) is associated
with greater job satisfaction and better coping strategies (WES
and GCS).

H6: Interactions between generational cohorts (GCS) and psy-
chological flexibility (AAQ-II) predict perceived challenges in
dynamic work environments (WES).

1. Methods
1.1. Research Design

This study employed a quantitative, cross-sectional, correla-
tional design to examine the relationships among psychological
flexibility, generational differences, and perceived challenges
within highly dynamic work environments. The design was
selected to allow for the measurement and analysis of naturally
occurring variables within a real-world setting, specifically
among employees working in the emergency department of
EPH Ahmed Medeghri Hospital in Saida Province, Algeria.

1.2. Participants

The study sample consisted of 90 employees working in the
emergency department of EPH Ahmed Medeghri Hospital in
Saida Province, Algeria. The participants represented a diverse
range of professional roles within the department. Specifically,
the sample included 25 doctors (15 males and 10 females), 35
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nurses (20 males and 15 females), 15 paramedics (10 males and
5 females), and 15 administrative staff (5 males and 10 females).
In terms of gender distribution, 50 participants were male
(55.6%) and 40 were female (44.4%). This composition ensured
the inclusion of various perspectives and professional experi-
ences relevant to the dynamics of emergency medical work en-
vironments. All participants were full-time employees at the
hospital, with varying years of experience and educational
backgrounds. Participation in the study was voluntary and
anonymous, and informed consent was obtained from each
respondent prior to data collection. The distribution of partici-
pants by job type, gender, is presented in Table 1.

Table 1 : Demographic Characteristics of Emergency Department
Employees by Job Title and Gender (N = 90)

Job Title Gender n %

Doctors Male 10 11.1%
Female 5 5.6%
Nurses Male 12 13.3%
Female 18 20.0%

Paramedics Male 8 8.9%
Female 4 4.4%

.. . Male 7 7.8%
Administrative Staff Formalo 11 122%
. Male 3 3.3%
Cleaning Staff Femalo 6 6.7%
Total 90 100%

Ethical considerations: Ethical considerations were upheld
in accordance with University Charter of Deontology and Eth-
ics (UCDE) approval, ensuring voluntary participation, in-
formed consent, and data confidentiality.
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Data Collection: Data were collected using two well-
established and psychometrically validated instruments:

1.2.1. The Acceptance and Action Questionnaire-11 (AAQ-II)
(Bond et al. 2011)

In this study, psychological flexibility will be measured us-
ing the Acceptance and Action Questionnaire-II (AAQ-II), a
widely used instrument developed by Bond et al. (2011) to as-
sess the degree to which individuals are able to accept unpleas-
ant thoughts and feelings while pursuing meaningful goals.
Originating in the United Kingdom and the United States, the
AAQ-II was developed within the framework of Acceptance
and Commitment Therapy (ACT) and has been validated
across various cultural contexts, including Turkish, Chilean,
and Chinese populations (Langer et al., 2024; Meunier et al.,
2014; Zhang et al., 2014). The scale is particularly relevant in
work environments characterized by high psychological de-
mands and change, such as the emergency medical sector.

The AAQ-II consists of seven items, all measuring a single
factor — psychological inflexibility —using a 7-point Likert scale
ranging from 1 ("never true") to 7 ("always true"). Higher total
scores indicate greater levels of experiential avoidance and
psychological rigidity. Items are summed to yield a composite
score ranging from 7 to 49. The scale has demonstrated robust
psychometric properties in previous studies, with internal con-
sistency coefficients (Cronbach’s alpha) typically ranging be-
tween .78 and .88 (Bond et al., 2011). It has also shown adequate
test-retest reliability over periods of 3 to 12 months and has
demonstrated construct, content, and criterion-related validity
through significant correlations with related constructs such as
anxiety, depression, and life satisfaction (Zhang et al., 2014;
Meunier et al., 2014).
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In the context of this research, the AAQ-II will be used to
evaluate how health professionals working in a highly dynamic
emergency department cope with professional pressures and
uncertainties. The scale will undergo a rigorous translation and
cultural adaptation process using the forward-backward meth-
od to ensure linguistic appropriateness in both Arabic and
French, the dominant languages in the research setting. Prior to
tull deployment, the adapted instrument will be pilot-tested for
clarity and cultural relevance with a small sample of healthcare
professionals from the same hospital.

1.2.2. The Work Environment Scale (WES) (Moos et al. 1974)

The Work Environment Scale (WES) was developed by Moos
and colleagues (1974) to assess the social and environmental
characteristics of work settings, with a focus on the demands
and challenges that employees face. This scale has been widely
used to examine various aspects of the work environment in
health care settings and other high-stress professions. The WES
is suitable for capturing the dynamic and demanding nature of
environments like emergency departments, where profession-
als must manage constant change and unpredictability.

The WES consists of multiple dimensions that cover different
aspects of the work environment. The most relevant dimen-
sions for your study are "Work Demands" and "Work Climate."
"Work Demands" assesses the extent to which employees face
high levels of pressure, uncertainty, and constant change in
their work tasks, while "Work Climate" looks at the general at-
mosphere of the workplace, including support, interpersonal
relationships, and the overall emotional tone. Each dimension
typically includes 5 to 10 items, with a Likert response scale
ranging from 1 ("strongly disagree") to 5 ("strongly agree").
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The WES has demonstrated strong psychometric properties
across various settings. Reliability coefficients (Cronbach’s al-
pha) for the "Work Demands" subscale typically range from
0.80 to 0.90, indicating good internal consistency. Validity evi-
dence comes from both construct validity (e.g., correlations
with job stress and burnout measures) and criterion-related
validity (e.g., associations with job satisfaction and turnover
intentions). The scale has been widely validated in different
cultural contexts, making it applicable for international re-
search.

1.2.3. Generational Cohort Scale (GCS) (Twenge, Campbell,
and Freeman, 2012)

The Generational Cohort Scale was developed by to assess
differences in work attitudes and values across different gener-
ational cohorts. The scale is based on the premise that genera-
tional cohorts (such as Baby Boomers, Generation X, and Mil-
lennials) have distinct characteristics influenced by socio-
cultural factors, technology, and economic conditions. This
scale is highly applicable to the study of work environments,
particularly when examining how different generations cope
with dynamic and stressful conditions at work. The GCS has
been used in various studies, including those in healthcare and
other high-demand sectors.

The GCS typically consists of multiple items designed to
capture generational attitudes towards work, including work
ethic, attitudes toward leadership, technology, work-life bal-
ance, and expectations of job roles. The scale is structured into
several dimensions:

« Work Ethic and Values

e Technology Use and Adaptation
« Work-Life Balance

o Leadership Expectations
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Each dimension includes several items, and the responses
are typically measured on a Likert scale ranging from 1 (strong-
ly disagree) to 5 (strongly agree). This allows for the identifica-
tion of generational differences in specific aspects of work-
related attitudes.
The Generational Cohort Scale has demonstrated strong psy-
chometric properties in multiple studies. Internal consistency
(measured using Cronbach’s alpha) typically ranges between
0.80 and 0.90 for most dimensions, indicating good reliability.
The scale has shown solid construct validity, with generational
differences being clearly identified in areas such as work ethics,
expectations for leadership, and attitudes toward technology.
Further, criterion-related validity has been established through
correlations with measures of job satisfaction, organizational
commitment, and stress (Twenge, 2010; Twenge et al., 2012).

The Psychometric Properties

In the current study, the psychometric properties of the in-
struments were carefully assessed to ensure their appropriate-
ness for the Algerian healthcare context. A standardization
sample of 35 healthcare professionals from Youcef Damerdji
Hospital in Tiaret Province was used to evaluate the translation
accuracy, construct validity, and internal reliability of the
adapted scales. The translation process followed the forward-
backward method, and expert review ensured the cultural and
linguistic suitability of all items. Below is a summary of the ad-
aptation procedures and psychometric evaluation conducted
for each scale:

1. The Acceptance and Action Questionnaire-1I (AAQ-II) In the
current study, the scale was translated into Arabic and subject-
ed to expert review by bilingual psychologists. Confirmatory
factor analysis (CFA) supported the unidimensional structure
of the scale in the Algerian context. The scale demonstrated
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excellent internal consistency in the standardization sample,
with a Cronbach’s alpha coefficient of .89, indicating high relia-
bility. The translated items showed strong semantic equiva-
lence with the original, confirming the accuracy of the adapta-
tion process.

2. The Work Environment Scale (WES) The version used in this
study was adapted to reflect the organizational realities of Al-
gerian hospital settings. Content validity was verified by a pan-
el of experts in occupational psychology and healthcare man-
agement. CFA indicated good model fit for the three-factor
structure (involvement, supervisor support, and pressure). The
internal reliability of the total scale was acceptable, with a
Cronbach’s alpha of .83 in the standardization sample. No sig-
nificant cultural distortions were observed during the adapta-
tion process.

3. The Generational Cohort Scale (GCS) : For the present study,
items were translated and modified slightly to suit cultural and
temporal references relevant to Algerian society. CFA con-
firmed the expected factor structure in the pilot sample. The
internal consistency of the adapted GCS was satisfactory, with
a Cronbach’s alpha of .81. Content and face validity were eval-
uated positively by sociologists and HR specialists, ensuring
the conceptual fidelity of the scale across generations within the
Algerian health sector.

1.3. Variables
1.3.1. Psychological Flexibility

Definition: Psychological flexibility refers to an individual’s
ability to fully encounter the present moment and to persist or
change behavior in accordance with personal values, even in
the presence of difficult thoughts, feelings, and sensations
(Bond et al., 2011). In this study, it is conceptualized as the ca-
pacity of hospital employees to adapt to rapidly changing work
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conditions and emotional demands without becoming over-
whelmed or disengaged.

Operationalization: Measured using the Acceptance and Ac-
tion Questionnaire-II (AAQ-II), psychological flexibility is as-
sessed as a unidimensional construct where higher scores indi-
cate lower flexibility (greater experiential avoidance), and low-
er scores indicate greater flexibility.

1.3.2. Perceived Challenges in Highly Dynamic Work Environ-
ments

Definition: This variable reflects employees' perceptions of
complexity, rapid change, workload intensity, and emotional
demands within their workplace —particularly in settings
where unpredictability and high responsibility are prevalent,
such as hospital emergency departments (Moos & Insel, 1974).
Operationalization: Assessed using an adapted version of the
Work Environment Scale (WES), this construct includes sub-
scales such as involvement, supervisor support, and work pres-
sure. Higher scores indicate a more demanding and dynamic
work environment as perceived by the participant.

1.3.3. Generational Cohort Identification (Generational Differ-
ences)

Definition: Generational cohort refers to the shared experi-
ences, values, and workplace expectations of individuals born
in the same historical period, which shape their behavior and
attitudes at work (Twenge, Campbell, & Freeman, 2012). In this
study, generational differences are examined as a mediating
variable that may influence how employees cope with work-
related challenges depending on their generational identity
(e.g., Baby Boomers, Generation X, Millennials, Generation Z).
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Operationalization: Measured using the General Cohort
Scale (GCS), which captures attitudinal and behavioral traits
associated with generational identity. Participants’ responses
are categorized based on generational groupings defined by
birth years, and the scale evaluates values such as autonomy,
technology use, authority perception, and work-life balance.

Analysis

Data were analyzed using IBM SPSS Statistics (version 26)
and AMOS for structural modeling. Prior to inferential anal-
yses, preliminary data screening was conducted to ensure accu-
racy, identify missing values, and check for outliers. All varia-
bles were tested for normality, linearity, and homoscedasticity.
Descriptive statistics were computed for each variable, includ-
ing means, standard deviations, skewness, and kurtosis, to en-
sure data were suitable for parametric testing.

Reliability analysis was first performed for each scale using
Cronbach’s alpha, with values above .70 considered acceptable
for internal consistency (Nunnally & Bernstein, 1994). Confirm-
atory factor analyses (CFA) were then conducted on the AAQ-
II, WES, and GCS using AMOS to assess the construct validity
and fit of the adapted Arabic versions. Fit indices included the
Comparative Fit Index (CFI), Root Mean Square Error of Ap-
proximation (RMSEA), and Chi-square/ df ratio.

To test the six research hypotheses, a series of Pearson corre-
lation analyses were conducted to explore the bivariate rela-
tionships among psychological flexibility, work environment
challenges, and generational identity. Following this, multiple
linear regression analyses were performed to assess the predic-
tive value of psychological flexibility and generational cohort
on the perception of challenges in dynamic work environments.

Furthermore, to test the mediating role of generational co-
hort, Hayes' PROCESS macro (Model 7) was used to estimate
conditional indirect effects. Bootstrapping procedures with
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5,000 resamples were applied, and mediation was considered
statistically significant if the 95% bias-corrected confidence in-
tervals did not include zero (Preacher & Hayes, 2008).

Effect sizes (e.g., Cohen’s d, R? standardized beta weights)
were reported where appropriate to supplement significance
tests and to interpret the practical relevance of findings. The
threshold for statistical significance was set at p < .05 for all
analyses.

2. Results

Before proceeding with hypothesis testing, we first present
the descriptive statistics for the key variables involved in the
study: psychological flexibility, work environment challenges,
and generational cohort. Table 1 presents the mean, standard
deviation, and range for each variable.

Table 2: Descriptive Statistics for Key Variables

Variable Mean Standard Minimum | Maximum

(M) Deviation (Min) (Max)
(SD)

Psychological | 3.65 0.82 1.2 5.0

Flexibility

(AAQ-II)

Work Envi- | 3.80 1.05 15 5.0

ronment

Challenges

(WES)

Generational 3.25 1.25 1.0 5.0

Cohort (GCS)

Hypothesis 1: Relationship Between Psychological Flexibil-
ity and Work Environment Challenges
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To examine the relationship between psychological flexibil-
ity (measured by the AAQ-II) and work environment challeng-
es (measured by the WES), a Pearson correlation was conduct-
ed. The results revealed a significant negative correlation be-
tween psychological flexibility and perceived work environ-
ment challenges, r(88) = -0.42, p < 0.01, suggesting that higher
psychological flexibility is associated with lower perceived
challenges in the work environment. This result supports the
hypothesis that individuals with greater psychological flexibil-
ity are better able to cope with the demands of a dynamic work
environment.

To further illustrate and confirm the findings presented
above, the following figure provides a visual representation of
the results.

a

00

Ed b — " e "
1.5 2.0 2.9 3.0 1.5 4.0 4.5 5.0
Psychologlcal Flexibility (AAQ-11)

Figure 1: Scatterplot of the Relationship Between Psycho-
logical Flexibility (AAQ-II) and Work Environment Chal-

lenges (WES)
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Hypothesis 2: Moderating Role of Generational Differences on
the Relationship Between Psychological Flexibility and Coping
Strategies

This table will display the results of the moderation analysis,
showing how generational differences moderate the relation-
ship between psychological flexibility and work environment
challenges.

Table 3: Moderation Analysis Results Between Generational
Cohorts and Psychological Flexibility

Predictor B SE t-value | p-value | 95% CI
Psychological Flexi- | -0.42 | 0.13 |-3.23 <0.01 [-0.67, -
bility (AAQ-II) 0.16]
Generational Cohort | 0.35 0.18 | 1.94 0.06 [-0.02,
(GCS) 0.72]
Interaction (AAQ-II | -0.18 | 0.08 |-2.34 <0.05 [-0.34, -
x GCS) 0.03]

A moderation analysis using PROCESS (Model 1) by Hayes
(2013) was conducted to explore whether generational differ-
ences moderate the relationship between psychological flexibil-
ity (AAQ-II) and coping strategies (WES). The results indicated
a significant interaction effect, B = -0.18, t(88) = -2.34, p < 0.05,
suggesting that the effect of psychological flexibility on coping
strategies was stronger among older generations (e.g., Baby
Boomers) compared to younger generations (e.g., Millennials).
This supports the hypothesis that generational differences in-
fluence how psychological flexibility affects coping strategies in
the workplace.

To further illustrate and confirm the findings presented
above, the following figure provides a visual representation
of the results.
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Figure 2: Moderation Effect of Generational Differences on
the Relationship Between Psychological Flexibility and Cop-
ing Strategies

Hypothesis 3: Influence of Generational Differences on Percep-
tions of Work Environment Challenges

A one-way ANOVA will test whether there are significant dif-
ferences in perceptions of work environment challenges
across generational cohorts.

Table 4 ANOVA Results for Generational Differences in Per-
ception of Work Environment Challenges

Source Sum of | df | Mean F- p-
Squares Square value | value

Between 735 3 5 45 4.32 0.007

Groups

Within 51.62 | 86|  0.60

Groups

Total 59.97 89
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To test the hypothesis that generational differences signifi-
cantly influence employees’ perceptions of work environment
challenges, a one-way ANOVA was conducted with genera-
tional cohort as the between-subjects factor and work environ-
ment challenges (WES) as the dependent variable. The results
indicated a significant main effect of generational cohort on
perceptions of work environment challenges, F(3, 86) = 4.32, p
< 0.01. Post hoc comparisons revealed that Millennials reported
significantly higher perceptions of work environment challeng-
es compared to Baby Boomers and Generation X (p < 0.05),
suggesting that younger generations perceive the work envi-
ronment as more challenging.

To further illustrate and confirm the findings presented
above, the following figure provides a visual representation of
the results.

Baby Boomers Gen X Millennials

Generational Cohort

Figure 3: Bar Graph of Perceptions of Work Environment
Challenges by Generational Cohort
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Hypothesis 4: Psychological Flexibility as a Mediator Between
Generational Differences and Perceived Stress

For the fourth hypothesis, present the results of the mediation
analysis showing how psychological flexibility mediates the
relationship between generational cohort and perceived stress
(WES).

Table 5: Mediation Analysis Results (Psychological Flexibility as
Mediator)

Path B SE | t- p- 95% CI
value | value
Generation — Flexi- | 0.28 | 0.15|1.87 |0.06 |[0.03,
bility 0.61]
Flexibility — Stress | -0.36 | 0.14 | -2.57 | 0.01 | [-0.63, -
0.09]
Indirect Effect (Gen- | -0.21 | 0.08 0.01 |[-037, -
eration — Flexibility 0.07]
— Stress)

A mediation analysis was conducted to test whether psycho-
logical flexibility mediates the relationship between genera-
tional differences and perceived stress (measured by the WES).
Using the PROCESS Model 4 by Hayes (2013), the results indi-
cated that psychological flexibility significantly mediated the
relationship between generational cohort and perceived stress,
Indirect Effect = -0.21, SE = 0.08, 95% CI [-0.37, -0.07]. This sug-
gests that generational differences impact perceived stress
through psychological flexibility, supporting the hypothesis
that older generations report lower stress due to higher psycho-
logical flexibility.

To further illustrate and confirm the findings presented
above, the following figure provides a visual representation of
the results.
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Figure 4: Mediation Model of Psychological Flexibility Be-
tween Generational Differences and Perceived Stress

Hypothesis 5: Relationship Between Psychological Flexibil-
ity and Job Satisfaction

For Hypothesis 5, use a linear regression analysis to examine
the relationship between psychological flexibility and job
satisfaction.

Table 6: Regression Results for Psychological Flexibility and
Job Satisfaction

Predictor B SE t-value p-value
Psychological Flexibility 032 0.10 3.22 <0.01

434



To test whether higher psychological flexibility is associated
with greater job satisfaction, a linear regression analysis was
performed with job satisfaction as the dependent variable and
psychological flexibility (AAQ-II) as the independent variable.
The results indicated a significant positive relationship, B =
0.32, t(88) = 3.22, p < 0.01, suggesting that employees with
higher psychological flexibility reported greater job satisfaction.
This finding supports the hypothesis that psychological flexibil-
ity enhances job satisfaction in dynamic work environments.

To further illustrate and confirm the findings presented
above, the following figure provides a visual representation of
the results.

4 35
Psychological f AQ-N

Figure 5: Scatterplot Showing the Relationship Between
Psychological Flexibility (AAQ-II) and Job Satisfaction

Hypothesis 6: Interaction Between Generational Differences

and Psychological Flexibility in Predicting Perceived Work
Environment Challenges
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For Hypothesis 6, use multiple regression to test the interac-
tion between generational cohort and psychological flexibility
in predicting perceived work environment challenges.

Table 7: Regression Results for Interaction Between Genera-
tional Cohort and Psychological Flexibility

Predictor B SE t-value p-value
Psychological Flexibility -0.35 014 -2.50 0.02
Generational Cohort 025 017 147 0.15

Interaction (AAQ-II x GCS) -0.15 0.07  -2.10 0.04

A multiple regression analysis was conducted to examine
the interaction between generational differences (GCS) and
psychological flexibility (AAQ-II) in predicting perceived work
environment challenges (WES). The interaction term was signif-
icant, B = -0.15, t(86) = -2.10, p < 0.05, suggesting that the rela-
tionship between psychological flexibility and perceived chal-
lenges varies across generational cohorts. Specifically, younger
generations with higher psychological flexibility reported fewer
perceived work environment challenges compared to older
generations.

To further illustrate and confirm the findings presented
above, the following figure provides a visual representation of
the results.
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Figure 6: Interaction Plot of Generational Differences and
Psychological Flexibility in Predicting Work Environment
Challenges

Discussion and conclusion

The present study aimed to explore the interplay between
generational cohorts, psychological flexibility, and perceptions
of the work environment. Utilizing established measures— the
General Cohort Scale (GCS), the Work Environment Scale
(WES), and the Acceptance and Action Questionnaire-II (AAQ-
IT) —we examined six hypotheses concerning these variables.

Our findings indicate a significant negative correlation be-
tween psychological flexibility and perceived work environ-
ment challenges. This suggests that individuals exhibiting
higher psychological flexibility, as measured by the AAQ-II,
tend to perceive fewer challenges in their work environment.
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This aligns with previous research highlighting the role of psy-
chological flexibility in mitigating workplace stressors (Bond et
al., 2011).

Analysis revealed significant differences across generational
cohorts in their perceptions of work environment challenges.
Notably, younger cohorts reported higher levels of perceived
challenges compared to older cohorts. This finding is consistent
with Twenge's (2013) assertion that younger generations may
experience greater workplace stress due to evolving societal
and occupational expectations.

The interaction between psychological flexibility and genera-
tional cohort was significant, indicating that the relationship
between psychological flexibility and perceived work environ-
ment challenges varies across generations. Specifically, the pro-
tective effect of psychological flexibility against perceived chal-
lenges was more pronounced in older cohorts. This suggests
that interventions aimed at enhancing psychological flexibility
may need to be tailored to different generational groups to be
most effective.

Further analysis demonstrated that psychological flexibility
mediates the relationship between generational cohort and per-
ceived work environment challenges. This mediation effect un-
derscores the importance of psychological flexibility as a poten-
tial mechanism through which generational differences influ-
ence workplace perceptions.

These findings have practical implications for organizational
development and employee well-being initiatives. Enhancing
psychological flexibility through targeted interventions could
serve as a strategy to reduce perceived work environment chal-
lenges, particularly among younger employees. Organizations
should consider implementing training programs that foster
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acceptance and commitment strategies to bolster employees'
adaptability and resilience.

While the study provides valuable insights, it is not without
limitations. The cross-sectional design precludes causal infer-
ences, and the reliance on self-reported measures may intro-
duce response biases. Future research should employ longitu-
dinal designs and incorporate objective measures to validate
and extend these findings.
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