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ABSTRACT 
The Covid-19 pandemic crisis has exposed significant imbalance conditions and led the 

world to great suffering and losses not only in terms of human health and safety, but also 

in economic, financial and social terms, as these exceptional conditions entered the world 

in a turbulent state. Such challenges that were not known or faced previously, put every-

one in an unprecedented state of anxiety in the face of a rapidly spreading and deadly 

epidemic without a vaccine or even proper medical treatment. The focus is only on isola-

tion and social separation to prevent infection with the virus until a remedy or vaccine 

introduced to the world. As a result, these difficult conditions, which required the imposi-

tion of social separation, had a major impact on the practice of normal life, including going 

to work and working in the usual workplace. This study aims to empirically discover the 

effect of working from home on employees’ productivity. In order to achieve this objective, 

the study used a questionnaire survey as a primary tool in data collection. The survey 

was distributed among a random sample of 117 employees from a governmental com-

pany in the Kingdom of Bahrain. The Findings of this study reveal that those who work 

remotely (from home) are productive to reach their work target and goals. The study con-

cluded that during this exceptional time, business organizations should conduct intensive 

training for employees who work remotely (from home) to ensure the quality of their work 

and to update their knowledge of any new methods and modern work style to enable them 

to be more productive . 
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1. INTRODUCTION 

Remote work is relatively a new concept and it may not have been existing a decade ago, 
not only because of the culture of administrative control and following up the workforce, 
but also due to the lack of technology necessary to achieve this leap. The remarkable 
developments in communication technologies have given a strong improvement to work-
ing remotely and made more institutions using it and find that the remote work mechanism 
is much better than the traditional one. Remote work means that employees are free to 
choose workplaces that are often at home, but they may also be private or public places 
or when traveling within or outside the country, and therefore it does not mean that the 
employees are disconnected from the company or department, where it is allowed The 
advanced technology of artificial intelligence (AI) such as high-speed communication ca-
pabilities, digital infrastructure, video conferencing technology and the concept of "virtual 
workplaces" gave the opportunity for employees distributed outside the organization to 
work continuously as a unit and interact as if they were in one workplace completely, just 
as remote work methods do not mean that employees are absent from the eyes and 
control of management, since tracking technology, lenses and virtual office modes all 
allow management to monitor productivity and direct employees accurately and effec-
tively. (Kmchki, 2020). 
The current conditions of the world, without exception, resulting from the Coronavirus 
epidemic crisis have dragged the world not only to human health and safety, but also to 
economic, financial and social suffering and losses, because these difficult conditions 
have entered the world in a turbulent situation. It is full of unknown or previously faced 
challenges, because this puts everyone in an unprecedented state of anxiety in the face 
of a rapidly spreading and deadly epidemic, without vaccination or medical treatment, and 
the usual methods, but the focus is usually on isolating HIV infection and keeping the 
social separation.  
In order to achieve social distancing as a preventive method against this deadly epidemic, 
many countries have taken several measures aimed at achieving social distancing as 
much as possible, especially by encouraging or imposing a method of "working remotely" 
from home, which contributes to achieving social distancing from an entity that helps 
maintain the achievement of the required work, and then continues the activity of compa-
nies and institutions (Administration, 2020) 
Problem Statement  
“Working remotely at home” during the current coronavirus pandemic is a new problem, 
given that remote work at home is being encouraged or largely implemented for the first 
time. In addition, working remotely from home is a new experience for most organizations, 
and this modus operandi will last for some time and must be completed until the end of 
the epidemic period, and it can still be applied. For months after that. Therefore, it is useful 
to study this method of work in the Kingdom of Bahrain and determine its effectiveness, 
especially to increase the efficiency of employees and ensure the continuity of the work 
of institutions. In addition, organizations may want to apply the remote homework method 
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as an option or alternative to support the traditional method of "office work" even after the 
end of the current period of the current epidemic crisis, because it depends on the effec-
tiveness of this new method for the vast majority of organizations (Angel Belzunegui- 
Eraso, 2020). 
Many organizations and managers currently believe that remote work is the future of their 
organizations and that the closure that followed the Coronavirus epidemic has made it 
easier to move to, and made it easier than ever before and closer than planned. They 
found that employees work more efficiently and productively by working from home ver-
sus working from the office. The problem of the study is whether the employee's produc-
tivity was affected by his remote work or not. In this study, we asked the following ques-
tion: “How does remote (home) work affect employees’ productivity?” 
Importance of the Study 
The topic selection stage is considered one of the most important stages of social re-
search as it reflects the researchers’ capabilities and aspirations. The reasons for choos-
ing the topic of remote work (home) and its impact on employee productivity are due to 
several reasons, which are the attempt to know and diagnose telework (home) during the 
Coronavirus crisis and the great impact that it has had on employee productivity (Ab-
deldayem et al 2020),. And the applicability of the study to research and its applicability 
to various institutions and sectors in the country. 
The scientific and practical importance lies in the topic that we will discuss is the extent 
of the impact of remote work (home) on the productivity of employees in the place of 
study, and whether working remotely (home) has a significant impact on their productivity. 
Providing a scientific basis that explains the importance of remote work that affects the 
productivity of employees, and this reflects the performance of the subject of study and 
the achievement of its objectives (Aldulaimi & Abdeldayem, 2019).. The study becomes 
necessary because many institutions in this contemporary world and in light of the Coro-
navirus epidemic strive to obtain a competitive advantage and continuity in the job market. 
Keeping abreast of the latest developments and developments and its ability to face chal-
lenges and difficulties (Angel Belzunegui-Eraso, 2020). The importance of the study 
shows us in the solutions that it will present in the place of study in its knowledge of 
employee productivity through remote work, and this study has a very special importance, 
because it contributes scientifically and methodically to focus on the reality of the role that 
the recruitment service plays in companies, when it adopts the concept of remote work 
(home ), By clarifying and emphasizing the extent to which employees contribute to in-
creasing productivity and introducing new ideas (Duta Mustajab, 2020). 
In addition, with the rapid technological development, the home remote work method may 
be a useful and suitable alternative to the usual “office work” method, and the application 
of this method will be inevitable on a large scale, thus further research on the remote work 
method (Home) is important and necessary to strive to increase employee efficiency and 
productivity, which will benefit and benefit the institutions and the local economy, espe-
cially when enterprises are forced to use this method to ensure the continuity of their 
activities (Revenio C. Jalagat, The remaining of the paper is organized as follows: Litera-
ture review is presented in section (2), section (3) introduces the methodology. Discussion 
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and results of statistical analysis are explained in section (4), while conclusions and rec-
ommendation are in section (5). 
 

2. LITRITURE REVIEW 

Telework means working from home or from another place, specifically using communi-
cations technology such as phone, email, video conferencing and private networks to 
maintain contact with colleagues and clients. The staff will work from home several days 
a week or on an occasional basis (Hasnanywati Hassan, 2011). Employee productivity is 
defined as the ability of employed workers to meet or exceed work assignments agreed 
upon with the set of tools, techniques, and procedures presented (Phipps, 2013). 
Duta Mustajab (2020) indicated that working from home has presented both advantages 
and disadvantages to employees and organizations and is responsible for reducing em-
ployee productivity. Angel Belzunegui-Eraso, (2020), found that working from home 
(WFH) has positive and negative impacts on developer productivity in terms of various 
metrics, for example, number of builds / commitments / code reviews. He also noted that 
working from home has different impacts on projects with different characteristics includ-
ing programming language, project type / age / size. For example, working from home 
has a negative impact on developer productivity for large projects. Additionally, find that 
productivity varies by developer. He also conclude work from home, make employees 
feel more confident and are more able to balance work and life responsibilities, which can 
increase employee retention and make them happier and more productive. Jean-Victor 
Alipour, (2020) in his study of Germany's Capacities to Work from Home". He investigated 
groups of employees who are particularly vulnerable to the consequences of COVID-19 
lockdowns, since their jobs cannot be performed remotely. The study indicated that Ger-
many's share of employees who work from home "sometimes" or "usually" is lower than 
the European average. In European countries where remote work is more common, such 
as Sweden or the Netherlands, the percentage of employees who work at least partially 
from home is almost three times higher than in Germany. Revenio C. Jalagat, 2019), 
identified some issues and trends in remote work in Oman, and possible suggestions to 
address the issues and challenges that it faces. The results of the study generally re-
vealed conflicting views on the perception of the concept of remote work as confirmed by 
it.  
Some studies indicate their advantages while others have identified their shortcomings. 
Literature results showed that remote work enhanced productivity, flexibility, access to 
global talent, cost savings, improved work environment and environmental impact. On the 
other hand, remote work raises issues and challenges that include social isolation, lazi-
ness, difficulties in prioritizing tasks, and more. Studies provided insights on the im-
portance of studying the advantages and disadvantages of working remotely as this has 
become the issue of more unpleasant discussions and debate in the contemporary busi-
ness world. Conflicting opinions are evident based on the experiences of the individuals 
and companies mentioned in this study. Finally, some suggestions were drawn as they 
were enumerated: More assessments and studies should be conducted, especially in 
Oman, to specifically assess the validity of the concept and a comparative study with 
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other countries that have applied remote work for a large number of years to measure 
good practices such as well as assist individuals and companies in formulating More en-
hanced policies and procedures. 
Ellen Baker (2007) examines the effect of four factors on the WFH outcomes of experi-
enced WFH staff from 20 Australian organizations. The questionnaires assessed organi-
zational, functional, individual, and familial factors as well as satisfaction and perceived 
productivity. The study results indicated that organizational and employment-related fac-
tors are likely to influence GFH employee satisfaction and perceived productivity with 
work patterns and family characteristics. The wide variation in the last two variables leads 
to personalized help suggestions. The implications for human resource management are 
discussed. It may be helpful to envision WFH as a form of virtual business when providing 
support to WFH employees. Most of the respondents in this study were long-term em-
ployees and it can be assumed that they have absorbed specific experience related to 
their work and use of technology as well as many aspects of their organization's culture. 
Some organizations require a minimum of years working with the company before allow-
ing an employee to enter Global Finance House. Tenure seems to replace some of the 
more readily available tech, peer support, and administration in the office. This substitu-
tion effect, which is to overcome the usual negative consequences of "disconnection" by 
factors of a different level in a complex situation, has been identified in other hypothetical 
business environments. The study made several recommendations. The most important 
of these recommendations is that the limited amount of training reported by the respond-
ents, the current WFH training programs do not appear to be effective in affecting the 
satisfaction and perceived productivity of the professional employees who have WFH. 
And it was rare for training to be provided to anyone other than a WFH employee, and 
then not directly around the WFH itself. However, practitioners' reports indicate that com-
panies with successful global health programs train potential WFH employees and their 
managers to deal with the changes WFH brings to working conditions and relationships. 
Current results indicate that providing training to others associated with GFH employees 
can enhance employee satisfaction. 
The importance of remote work appeared in each of the institutions in the private or public 
sector and working to improve performance and increase the productivity of workers, 
which reflects this in achieving return, profitability and achieving competitive advantage 
in the labor market for the institution, as these studies show the effect of remote work on 
the productivity and improvement of workers, and it seems that there is a gap in the im-
portance of the published studies on the impact of working from home on the productivity 
of workers in the government of Bahrain in particular. These previous studies helped re-
searchers to access information and data in addition to various research sources and 
references to support this study. 
Technology in the late twentieth century revolutionized the work environment, and the 
work environment in the twenty-first century expanded even further. It has worked through 
computers, communications, audiovisual communications, electronic business models, 
paperless processes and procedures, and other innovations in a more information-rich 
work environment (Humanity, 2019). Such innovations help all organizations, government 
agencies, private sector establishments, and non-profit institutions to meet the needs of 
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the labor market more efficiently and effectively through multiple functional and opera-
tional solutions, including using remote work. 
In order to overcome the various economic impacts, it becomes clear how much work the 
economy can provide, as well as the level of productivity and work balance. At the level 
of employment, improvements have been achieved in employment levels in countries that 
work with this system, and in the crisis that occurred this year, and the World Health 
Organization announced the Coronavirus epidemic and the commitment to health care, 
including social differences in the workplace, it is necessary to enable work Telework in 
many sectors of government and private jobs, as well as remote work, is a solution to the 
problem of lack of competence in various industries and markets, especially in the infor-
mation and communication technology industry, allowing jobs that lack competencies 
available to them in a particular geographical environment. In recent years, the telecom-
munications business has expanded and been formulated, with the introduction of new 
legislation, programmatic and political structures to support remote work programs (Madi, 
2015). 
According to the International Labor Organization, it was mentioned in Article 1 of the 
Home Work Convention 177 of 1996, the term "homework" means work performed by a 
person referred to in the name of the home worker, and it is in a position or in another 
place chosen by the owner other than the place of work of the homeowner in return for a 
wage. Francis Kinsman is defined as working remotely in a job that requires him to do 
something away from the office, whether the nature of the work is full-time, part-time or 
on certain days, and communication is usually electronic rather than personal (Moses, 
2014) 
Telework is divided into the following types (Government, 2020): 
1. Working remotely partially (i.e. working partially from a distance): The employee may, 
upon the request of the employer, divide his time between the main workplace and the 
place of work isolated in the same place or in another place and this may take many hours 
per day, days of the week or month. In part-time work, workers complete part-time work 
on a regular basis. The work can last a day or more, such as a week, or several days a 
month, or at different times, such as several days every few weeks. This type of work 
definitely results in many workspaces, where work places can be exchanged or shared. 
2. Fully remote work: This is a job that can be performed entirely outside the official work 
center. When a full-time job is devoted to remote work, the employee must complete all 
the tasks assigned to him in his work outside the office environment or the traditional 
workplace; this may include working from home, a remote call center, or a client's office. 
Jobs like this lead to a potential reduction in costs, depending on the costs of joining the 
office or renting a place to work. 
3. Telework on demand or according to circumstances: It works irregularly. These condi-
tions include alternative jobs for a person due to medical conditions or work on a special 
project. These types of jobs are useful and play an important role in emergency situations, 
such as working in emergencies during the events of September 11th or during the World 
Health Organization announcing Coronavirus (COVID 19). 
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There are also many types of remote work at home. Aside from home, so is working 
remotely, where individuals prefer or prefer to work from home, as well as creative em-
ployees who start projects for the first time and work from home to reduce rental costs. 
The factors driving work from afar may be complex and multiple, but there are four im-
portant factors that must be taken into consideration, which are (Pavel, 2020): 
1. The organizational structure of the knowledge society. 
2. Technology. 
3. General policies. 
4. The tendencies of individuals and employers. 
However, these job and job models gradually began to decline, as it became common for 
workers to switch jobs multiple times during their career in a professional life. This could 
be for a better job, a higher salary, or a desire to take on more responsibility. Productivity 
has been the most important source of economic growth in the world during the past three 
eras. Low productivity rates are also one of the main reasons for the decline in Arab 
growth rates during the 1990s. Productivity is the measurement or calculation between 
input and output, that is, the amount of time and effort expended on work, while outputs 
are results. If outputs are equal to inputs, the employee is considered a producer. Produc-
tivity directly affects a company's profits. When a company's employees are productive, 
they achieve more units of production, using less time and fewer resources than non-
productive employees (Babacar, 2007. 
The term productivity is defined as a measure of a firm's ability to produce from inputs. 
The importance of production. There are many reasons why production is important at all 
levels, including what improves the standard of living in the country and increases welfare. 
It creates new job opportunities. What provides more products or goods, in addition to 
services, so that they become available? The importance of employee productivity is due 
to the fact that it increases the export capacity of states and increases the wealth of citi-
zens of the producing country. People are encouraged to learn special skills. It leads to 
excellence in people and improves their attitudes in the fields of business specialization 
(Babiker, 2007).  
Further, productivity can be taken to mean making the product more competitive with 
those in the market by producing more units with less effort and fewer resources. When 
productivity leads to lower sales prices of products, lower prices increase demand and 
increase in sales, thus increasing domestic cash flows and increasing profits. Increase 
and attract more unemployed people. In addition, productivity ensures the optimal use of 
scarce resources with multiple uses, improving the standard of living, ensuring the eco-
nomic and social well-being of the population, and productivity is the only source of in-
creasing national wealth. Effective use of resources reduces production losses, thus pro-
tecting scarce resources from losses (Shawish, 2020).  
Any component that affects production or work, or both, undoubtedly affects the produc-
tivity of workers, and there may not be a role for workers in it or factors related to work 
and workers, and the most important of these factors (Al-Arabiya, 2011).   The Finance 
Factor: Finance is the basis of any business; there should be better control over both 
fixed capital and labor, as productivity will increase when workplace finance is used 
wisely.  The technical factor: Technology has a big role in the productivity of the workplace, 
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as the workplace tends to be more productive when it is characterized by the appropriate 
layout, the appropriate size of the plant, machinery, the ideal location, and the correct 
design of machines, equipment, automation, and computing.   The organizational factor: 
This includes how to delegate powers, responsibilities, and how to resolve conflicts in the 
workplace.   Production factor: It is assumed that the production of each department in the 
workplace is well planned, coordinated, and monitored, as well as using the correct se-
lection of raw materials.   The employee factor: as human capital resources are the main 
assets of the workplace, productivity is enhanced by selecting the right individuals to fill 
the right jobs, and motivation is also important as when motivating workers, they will be 
more productive and thus increase the overall productivity of the workplace .   Organization 
and rationalization of work: work productivity can be increased by organizing the worker's 
effort and organizing the relationship between the worker and the machine he works on 
through the so-called scientific organization of work as well as arranging machines, equip-
ment and raw materials in the workplace to allow easy and rapid exploitation, and deter-
mining the time required to complete each part Of work, and finally by adopting a specific 
wage system on the basis of incentives paid to workers who relate the wages paid to 
them and the amount of output they produce and these wages are proportional to the 
amount of these outputs. Other factors: Other factors that affect workplace productivity 
are administration, government, and location, and most organizations often face low 
productivity challenges in their workplace . 
Productivity should be measured in ways that reveal the extent to which the employee's 
productivity contributes to achieving the company's goals. If the company's goal is to in-
crease employee retention by 25% during the next year, then it is important to determine 
the type of training and incentives needed to ensure that employees are qualified to 
achieve this goal, while retaining customers will require Provide high quality services. To 
ensure that employee productivity is accurately measured, notes about their performance 
should be taken regularly, in addition to documenting customer retention rates, and em-
ployees should meet with supervisors at regular intervals to discuss what has been 
achieved and solve problems when they occur. Measuring productivity throughout the 
year helps keep employees focused. On their goals, it is best to define 

3. METHODOLOGY 

The study relied on the analytical descriptive approach to answer the problem and prove 
the validity or denial of the hypothesis set forth. The descriptive approach is defined as 
one of the methods of analysis that depends on sufficient and accurate information on a 
particular phenomenon or topic over a known period, in order to obtain scientific results 
and interpret them objectively based on Actual data (Atwi, 2007). The descriptive ap-
proach relies on basic steps, the most important of which is feeling the research problem 
and working to collect data and information that help the study to define the problem and 
develop study questions related to the research problem, develop the study hypotheses, 
develop rules for classifying data appropriate to the research hypotheses and questions, 
and then analyze and interpret the results (Al-Hassan, 2005). 
This study relied on the descriptive and analytical approach that attempts to describe the 
effect of remote work (from home) on the productivity of workers in the governmental 
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sector. By using appropriate methods for this study, two types of resources are used to 
help us achieve the purpose of the research and define the research problem: (Najm, 
2018). By using the descriptive approach, the study can use several tools to achieve its 
objectives, including the interview, direct observation, and investigation. When analyzing 
various data, the study focused on a review tool to collect primary data and information 
to address the analytical aspects of the subject of the study and was specially designed 
for this purpose (Christine Anne Grant, 2018) (W, 2015). 
Population and Sample Study 
The study aims to discover the effect of remote work (home) and how it affects the produc-
tivity of employees. The research is conducted on some employees from governmental 
company in the Kingdom of Bahrain. It targets some employees working in several de-
partments of the company, and the population reached (3500) employees. One of the 
methods for determining the sample size is to determine the percentage of the sample 
from the original community and by referring to the table (Morgan & Krejic) which shows 
the required sample size with the level of significance (0.95) and the error rate (0.05). The 
study was used in the table below to estimate the sample size and based on the size of 
the study population consisting of (3500) employees according to the table (Morgan and 
Krejcie), the appropriate sample size exceeds 500 employees as shown in the table (Mor-
gan & Krejcie) shown in Figure 1 (Al-Wheel, 2007). But due to the difficult current condi-
tions, namely the Coronavirus epidemic, it was difficult to reach the full sample size. (117) 
questionnaires were obtained. 
 

4. ANALYSID AND EMPIRICAL FINDINGS 

In order to achieve the objectives of the study, answer its questions, and test its hypoth-
eses, statistical software packages for the social sciences (SPSS) will be used. This study 
depends on the survey to measure the variables, and it consists of two aspects, namely 
the independent variable, which is remote work (home) and the dependent variable, which 
is the productivity of workers. Grant, 2018): 1) Strongly Agree. 2) Agree 3) Neutral. 4) 
Disagree 5) Strongly Disagree. This study allows obtaining data and information and 
achieving the purpose of the study by developing a questionnaire and distributing it to 
several departments of a Bahraini governmental company.  The first part was about de-
mographic variables and presented 6 questions, including gender - age group - marital 
status - academic level - job category - years of experience). The second part included 
freelance work (remote work) (home) and seventeen measurement questions. The third 
section deals with the dependent variables, which are workers' productivity, and the sur-
vey contains eleven questions, and the study used the five-year Likert scale (agree - 
strongly agree - disagree - disagree - strongly disagree). 
 

Results 

As shown below in table (1) and table (2), a total of 117 subjects responded to the inquiry in this study. 
The majority of respondents (70.09%) of the study were females, indicating that the vast majority of 
workers in the company are females. To ensure the degree of stability of the study instrument that was 
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used, we will use the Cronbach alpha coefficient according to a more α value of 0.6 in order to consider 
it a reliable measure .  

 

 

 

 

Table 1: Reliability Test Statistics 

 
 
 
 
 
The data obtained from the survey, as shown in the Table 2, indicate that 48.72% are the 
majority of the body, ranging between (30 and less than 40). The results showed that the 
company depends mainly on the youth category. Table (2) below shows the social status 
of the members of the company, who responded to the survey, that they are mostly 
married and responsible to their families, as their percentage is about 77.78%. It is clear 
that the respondents to the survey from the company have a set of educational 
qualifications and a large number of university and higher qualifications, representing 
76.52% of the total sample. This indicates that there are many high skills among workers 
in the company. Results shows the different jobs that were occupied by the members of 
the company participating in this research effort. 
 
Table 2: Descriptive Statistics 

  Gender                    Frequency Percent Valid Percent 
Cumulative 
Percent 

 Female 82 70.1 70.1 70.1 

Male 35 29.9 29.9 100.0 

Total 117 100.0 100.0  

Age                       Frequency Percent Valid Percent 
Cumulative 
Percent 

 + 50 10 8.5 8.5 8.5 

20-30 22 18.8 18.8 27.4 

31-40 57 48.7 48.7 76.1 

41-50 28 23.9 23.9 100.0 

Total 117 100.0 100.0  

Marital  Status               Frequency Percent Valid Percent 
Cumulative 
Percent 

 Single 26 22.2 22.2 22.2 

Married 91 77.8 77.8 100.0 

Total 117 100.0 100.0  

 
 

Education          Frequency Percent Valid Percent 
Cumulative Per-
cent 

 

Cronbach's Alpha N of Items 

.936 28 
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 High school 8 6.8 6.8 6.8 

Bachelor 79 67.5 67.5 74.4 

Post gradu-
ate 

25 21.4 21.4 95.7 

High School 5 4.3 4.3 100.0 

Total 117 100.0 100.0  

Job Class                Frequency Percent Valid Percent 
Cumulative Per-
cent 

 Head of Depart-
ment 

21 17.9 17.9 17.9 

Secretary 3 2.6 2.6 20.5 

Others 61 52.1 52.1 72.6 

Mangers 7 6.0 6.0 78.6 

Technical sup-
port 

13 11.1 11.1 89.7 

Coordinators 10 8.5 8.5 98.3 

Vice Managers 2 1.7 1.7 100.0 

Total 117 100.0 100.0  

Experience                Frequency Percent Valid Percent 
Cumulative Per-
cent 

 
 
 

 

Less than 5 
years 

16 13.7 13.7 13.7 

More than 16 
years 

30 25.6 25.6 39.3 

From 11 to 16  29 24.8 24.8 64.1 

From 5 to 10 
years 

42 35.9 35.9 100.0 

Total 117 100.0 100.0  
 

 
The data obtained from the survey, as shown in the following figure, indicate that 48.72% 
are the majority of the body, ranging between (30 and less than 40). The results showed 
that the company depends mainly on the youth category. Table (3) below shows the social 
status of the members of the Bahraini company, who responded to the survey, that they 
are mostly married and responsible to their families, as their percentage is about 77.78%. 
 
Table 3: Descriptive statistics for the two variables, telework and productivity: N=117,  
 

Items Mean Standard 
Deviation 

1. I have experience working remotely beforehand. 2.61 1.181 

2. The employee must have good knowledge and high skills in comput-
ers and the Internet to work remotely. 

1.62 .889 

3. Ease of holding meetings with work team and departments. 2.01 .836 

4. I receive useful and timely feedback from my managers while working 
remotely. 

2.08 .930 

5. My organization provides training on remote work skills and behav-
iors. 

2.48 1.039 

6. I have confidence in the ability of the institution to overcome the chal-
lenges it faces in the light of remote work. 

2.01 .886 
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7. The institution provides clear and effective communications in remote 
work. 

2.03 .874 

8. Working remotely takes time that I want to spend with my family / 
friends or in other activities outside of work. 

2.56 1.132 

9. I am happy with the balance of my work life when working remotely. 2.07 1.081 

10. When working remotely, I can focus better on my work tasks. 2.32 1.131 

11. My supervisor gives me complete control over when and how I ac-
complish my work when I work yet. 

2.27 .963 

12. Working remotely makes me more effective in achieving my goals 
and the main goals of the organization. 

2.24 .997 

13. My kids / family / friends realize that when I work remotely from 
home, I usually don't have to be interrupted. 

2.22 1.018 

14. Having flexible hours when working remotely allows me to integrate 
my work and non-work life. 

1.97 .937 

15. I can access the information I need to succeed in working remotely 
(at home). 

2.12 .997 

16. Understand the institution’s policies and procedures that have been 
updated to suit remote work. 

2.08 .825 

17. I prefer and support the continuity of remote work in the future. 2.12 1.097 

1. I am able to be equally productive while working remotely (at home) 
compared to my usual work location. 

2.02 1.008 

2. I am satisfied with my job performance in remote work. 1.80 .883 

3. I have the necessary materials and equipment that I need to do my 
job effectively from home. 

2.04 1.062 

4. I have the technology I need to help me stay in touch with my team 
when working remotely (at home). 

1.90 1.020 

5. Do you feel fair in distributing tasks to workers through remote work 
(home)? 

2.72 1.291 

6. Has the quality of work improved through remote work (home)? 2.55 1.098 

7. Our organization welcomes new methods and communication to im-
prove team productivity. 

2.06 .878 

8. Employees are eager to learn new and modern ways to make them-
selves more productive. 

2.01 .909 

9. Employees provide new suggestions to improve customer service de-
livery. 

2.13 .900 

10. Employees are able to finish their work on the specified date while 
working remotely (home). 

2.27 1.090 

11. The remote workplace (home) affects employee productivity. 2.12 .952 
 

 
It is clear that the respondents to the survey from a Bahraini governmental company have 
a set of educational qualifications and a large number of university and higher 
qualifications, representing 76.52% of the total sample. This indicates that there are many 
high skills among workers in the company. Table (4) shows the different jobs that were 
occupied by the members of the company participating in this survey.  
 
Table 4: Descriptive statistics for the two variables, telework and productivity: N117, 
P=0.05 
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Items Strongly 
Disagree 

Disagree Nutral Agree Strongly 
Agree 

1. I have experience working remotely be-
forehand. 

5% 22% 21 32 20 

2. The employee must have good 
knowledge and high skills in computers 
and the Internet to work remotely. 

5% 3% 10% 25% 56% 

3. Ease of holding meetings with work 
team and departments. 

8% 12% 10% 50% 20% 

4. I receive useful and timely feedback 
from my managers while working re-
motely. 

5% 15% 20% 46% 14% 

5. My organization provides training on 
remote work skills and behaviors. 

5% 15% 28% 31% %21 

6. I have confidence in the ability of the 
institution to overcome the challenges it 
faces in the light of remote work. 

3% 17% 19% 30% 31% 

7. The institution provides clear and effec-
tive communications in remote work. 

6% 12% 22% 47% 23% 

8. Working remotely takes time that I 
want to spend with my family / friends or 
in other activities outside of work. 

17% 18% 15% 25% 25% 

9. I am happy with the balance of my 
work life when working remotely. 

15% 11% 14% 24 36% 

10. When working remotely, I can focus 
better on my work tasks. 

7%  16 %  18 %  35 %  24 %  

11. My supervisor gives me complete 
control over when and how I accomplish 
my work when I work yet. 

13 %  11 %  12 %  42% 22 %  

12. Working remotely makes me more ef-
fective in achieving my goals and the 
main goals of the organization. 

8%  7%  15 %  38% 32 %  

13. My kids / family / friends realize that 
when I work remotely from home, I usu-
ally don't have to be interrupted. 

10 %  12 %  18 %  38% 22 %  

14. Having flexible hours when working 
remotely allows me to integrate my work 
and non-work life. 

2% 5% 25% 36% 32% 

15. I can access the information I need to 
succeed in working remotely (at home). 

8% 7%% 12% 41% 33% 

16. Understand the institution’s policies 
and procedures that have been updated 
to suit remote work. 

6% 1% 5% 53% 35% 

17. I prefer and support the continuity of 
remote work in the future. 

4% 5% 22% 35% 34% 

1. I am able to be equally productive 
while working remotely (at home) com-
pared to my usual work location. 

3% 12% 15% 40% 35% 

2. I am satisfied with my job performance 
in remote work. 

3% 7% 18% 40% 42% 
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3. I have the necessary materials and 
equipment that I need to do my job effec-
tively from home. 

8% 10% 8% 35% 39% 

4. I have the technology I need to help 
me stay in touch with my team when 
working remotely (at home). 

9% 2% 20% 40% 39% 

5. Do you feel fair in distributing tasks to 
workers through remote work (home)? 

13% 18% 22% 20% 27% 

6. Has the quality of work improved 
through remote work (home)? 

10% 11% 20% 29% 30% 

7. Our organization welcomes new meth-
ods and communication to improve team 
productivity. 

6% 4% 14% 44% 32% 

8. Employees are eager to learn new and 
modern ways to make themselves more 
productive. 

0% 13% 12% 40% 35% 

9. Employees provide new suggestions to 
improve customer service delivery. 

8% 2% 23% 42% 25% 

10. Employees are able to finish their 
work on the specified date while working 
remotely (home). 

5% 5% 21% 42% 32% 

11. The remote workplace (home) affects 
employee productivity. 

8% 12% 11% 47% 22% 

 
 
Table (4) reveals that 32% of the respondents agree that they have previous experience 
working remotely (at home). Further, 56 % of respondents are strongly agree that the 
worker has skills and high knowledge of computers and the internet in order to be able to 
work remotely (from home). Half of the respondents (50%) agree that there is ease in 
holding meetings with the work team while working remotely. 46 % agree that they receive 
useful and appropriate notes for their work from their line managers and that they are in 
a timely manner while working remotely. 31% agree that the organization provides train-
ing courses and programs on the skills and behaviors of working remotely (from home). 
In addition, 31% strongly agree that the company is able to overcome the challenges that 
the company faces in light of the Coronavirus pandemic, through working remotely. 47% 
agree that the company is able to provide clear and effective communications in light of 
the Coronavirus pandemic to work remotely (from home). 
 
Moreover, the percentages are close between agreeing and neutral that the employees 
take their time to work on the interest of their family and friends and their activities while 
working remotely, where the percentages ranged between (20-25%). There is a good 
percentage of what they are happy and able to balance in their working life when working 
remotely (at home), at 36%. Also, we note from the data analysis that there is a strong 
approval and approval that they are able to give the same amount of production even 
while working remotely (at home), and their percentages range between (35-40%). Table 
(4) indicates also that there is a strong agreement and approval that they are satisfied 
with their job performance while working remotely (at home), and their percentages range 
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between 40-42% . There is a strong approval and approval that they own the materials and 
equipment necessary to do their work when working remotely (at home), and their percentages 
ranged between 35-39%.  
 

 
It can also be seen from the results presented in table (4) that there is a strong agreement 
and approval that the employees have the desire to know and improve their productivity 
through modern means and methods of working remotely (from home), and the percent-
age ranges between 35-40% . There is agreement that the employees of the company 
present new proposals to their management on how to improve customer service in work-
ing remotely and the percentage ranges between 30-42%. There is also agreement that 
employees are able to finish their work on time while working remotely (home) and the 
rate ranges between 35- 42% In addition, there is an impact on the productivity of workers 
while working remotely (home) and there was a good approval by employees (47%).  
 
Table 5: Regression analysis of the independent and dependent variables  

Coefficients 
 R2 Adj- 

R2 
F- 
Stats. 

t- 
Stats 

P-value 

Model of work 
from home and  

Productivity 

 
0.6
2 

 
0.077 

 
 

 
0.824 

 

 
2.057 

 
0.046 

*. Correlation is significant at the 0.05 level 

 
 
Table 5 shows that the value of (R) indicates the determination factor to the ability of the 
variable the function an explanation of the differences in the variable expository T 
(Greene, 2009.) it seems that that it can explain that the model 62 ta pharmaceutical 
facilities, and this percentage of differences in productivity. The Statistic-F value of the 
regression model is high (0.824) and P value for the F-test is high statistical significance. 
From the above table, and we obtained a positive effect and we conclude the validity of 
the hypothesis that there is a positive and strong impact of telework (home) and the 
productivity of employees the company has statistical significance between the independ-
ent variable (remote work (home) and the dependent variable (workers productivity) be-
cause it is close to the statistical significance (0.05) and that tests the main hypothesis of 
the study. 
 

Discussion 
The results of this study indicates that remote work (home) has an impact on the produc-
tivity of workers of a governmental company in the Kingdom of Bahrain. This result is 
generally consistent with the literature of the previous studies on working from home and 
its effects on the productivity.  The results revealed a good percentage of the employees 
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have previous knowledge of working remotely.   The employees working in that govern-
ment company realize that they must possess high skills and knowledge of computers 
and the internet in order to be able to work remotely. The advantages of working remotely 
is the simplicity in holding meetings with the work team while working remotely (home), 
and the ease of receiving useful and appropriate feedback from his/her direct manager 
and be in a timely manner during remote work.   The company provides courses and train-
ing programs on the skills and behaviors of remote work (home) for its employees to 
optimizing their ability to overcome the challenges they might face during the time of Co-
rona pandemic. Also, the company is able to provide clear and effective communications 
in light of the Corona pandemic, to work.  
 
 Furthermore, the results indicate that employees feeling happy and able to balance their 
work and other life commitments when working remotely.   .Remote work enables the em-
ployee to focus better on their duties and responsibilities to work during remote work 
(home). This is due to the flexibility in work that the company granted to its employees.   
Working remotely makes the employee more effective in achieving his/her goals and the 
company goals as well The employees have the ability to understand the developed and 
new policies and procedures for working from (home), and they support working remotely 
(at home) even after the end of the Corona pandemic. The employees are able to give 
the same amount of production even while working remotely (home) and that they are 
satisfied with their job performance while working remotely. The possession of the nec-
essary materials and equipment to do their work when working remotely (home) and have 
their own the technology they need to help them work remotely increase their level of 
productivity.   They feel fair in assigning tasks to remote work  .Improving the quality of 
work through remote work (home) through good communication with clients and improv-
ing productivity through modern methods of working remotely. And provide new sugges-
tions to their management for how to improve customer service at work remotely. The 
employees are able to finish their work on time while working remotely and that there is 
an effect on the productivity of workers while working remotely (Aldulaimi & Abdeldayem, 
2018a) 
 

5. CONCLUDING COMMENTS 

The study here aimed to investigate the impact of remote working on employees’ produc-
tivity. The survey was distributed to the sample members (117) employees of a Bahraini 
governmental company working from outside the company’s offices. After reviewing the 
results, he was able to present a series of recommendations to the company, which is 
hoped that the authorities and policy makers will consider them. Among the most im-
portant of these recommendations are the need to define more suitable jobs for remote 
(home) work. With the technical development, it has become easy to perform a lot of work 
from anywhere without the need to move to a specific office and incur the trouble of trans-
portation or driving, and this saves costs and time and improves work productivity. It is 
not required that working remotely be a freelance or independent work (freelance), you 
may work full-time or part-time, but remotely, and remote work does not necessarily mean 
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that you work from home, but it possible to sit in cafes or work spaces Shared near home. 
For instance, all the jobs are related to the computer only, such as design, digital market-
ing, programming, some kind of teaching probably and even data entry. Every organiza-
tion advised to introduce some jobs as it is possible to be done from home. This is bringing 
benefits to the employees and employer. 
Moreover, the study suggest that organizations must work on define the KPIs of perfor-
mance measurement for the jobs that possible to be made from home. This procedure 
promote the remote work and reduce the control pressure.   The companies of the public 
sector should expand remote work (home) initiatives and learn benefit from global expe-
riences.Encourage employees to take advantage of the benefits of working remotely. 
Concentrate in-depth on the training for employees work remotely (at home) to ensure 
the quality of their work and their knowledge of new and modern ways to make them-
selves more productive.Training program qualifies the participants to professionally man-
age the remote work system in institutions in a professional manner, as it aims to train 
participants adequately on the tools and applications necessary for the success of the 
home business model in a fast and integrated fashion. Providing the necessary tools, 
developing and updating the systems for employees to add success to the remote work 
(home) initiative. Also, the company should be fair and equitable in distributing tasks to 
workers through remote work. The idea of establishing and managing a team consisting 
of a group of people, distributed geographically, on different continents, may seem a 
frightening idea. Managers undoubtedly encounter great challenges in managing these 
teams because assuming leadership of a geographically dispersed team is different from 
managing a team in traditional work desks, but the benefits that business owners derive 
from hiring distributed teams far outweigh the potential difficulties (Aldulaimi & Ab-
deldayem, 2018b). 
Implications of the study is draw the researcher’s attention to conducting more studies 
and research that focus on developing and improving global productivity through remote 
work (home) in the Kingdom of Bahrain. Provide more studies and research dealing with 
the factors that affect the increase in the productivity. Conducting more research and 
studies that spread social awareness in the mechanism of working remotely (at home) 
and its effects on the satisfaction and loyalty of workers and employees in the public and 
private sectors in the Kingdom of Bahrain. Also, the practical implication of this study is 
the call for adopt a participation leadership style due to the impact probably expected from 
this leadership to enhance the employees’ psychology and well-being.  
Establish and enhance the culture of "Remote work” to make a positive and impressive 
impact on the remote work performance. Reports demonstrated that companies in various 
business sectors will convert to a culture of "remote work" due to its economic and pro-
ductive advantages and make things more comfortable for business owners and employ-
ees. 
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