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Abstract: The relationship between remote work and employee productivity in tertiary institutions in the geographical region of 

Rivers State was studied. With the COVID-19 pandemic and the increasing presence of remote work as a key staunch employment 

option, operational practices in tertiary institutions around the world have been changing. In Nigeria especially in Rivers State, 

tertiary institutions embraced the return to the work from home regime to continue with learning and administrative activities. This 

paper critically analyzes the implications of remote work on the productivity of the employees of these institutions. This research is 

based on TAM and JDR models and will list the most important enabling factors and hindering factors for effective telework. Data 

of both academic and non-academic teaching and non-teaching staff of selected institutions in Rivers State were analysed using a 

mixed-methods approach. Initial insights indicate that job satisfaction and effective time usage are positively linked with flexibility 

in working from home, perceived work-life balance and individual productivity when working from home. Moreover, the relationship 

between the independent variables and the dependent results are also moderated by organizational support, enhancing the good 

result of the independent variables on the dependent variables. It recommends that to ensure high out, in and at work performance 

and engagement of tertiary staff, it is not only necessary to take into account the individual capabilities and situation of the staff 

member but equally important, the systemic support the tertiary institution is giving to them. Thus, it was recommended for 

policymakers and administrators to adopt ICT infrastructure, flexible work policies, and leadership responsiveness in enhancing 

employees' remote work experiences. 
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1.0 Introduction 

The digital transformation of the world and the COVID-19 pandemic have changed the way people work, bringing home-work 

opportunities to a larger number of organizations, including higher education institutions, that have transformed from a contingency 

plan to a true, permanent working practice. In order to ensure continuity of academic and administrative activities, tertiary institutions 

in Rivers State as part of the rest of the world had to find ways of working remotely. This change helped to smoothen operations 

amid the pandemic but the effects of this change over the long term on employee productivity will need more investigation, especially 

in the Nigerian academic setting. 

Over the last several years, the 9-to-5 office paradigm has significantly evolved, and remote work has become a key factor in the 

operations of many companies, and even a highly sought-after way of work for some. The changes have been brought by the 

development of technology and external events such as the COVID-19 pandemic, not only driving a transformation of the workplace, 

but also sparking discussion about the impact it had on productivity at the workplace level (Eurofound, 2020; OECD, 2021). The 

term ‘remote employment' spans a range of different arrangements such as work from home, reduced hours, and hybrid working and 

involves the ability of employees to work outside of a traditional office using technology to communicate and collaborate (Metana, 

2025). The purpose of this introduction is to explore the various influences and facets of the remote working / employee productivity 

dynamic, and look at the recent research and results to understand both what increases and what decreases the value of remote 

working to employee productivity. 

The COVID-19 pandemic has drastically changed the working environment of tertiary institutions in Nigeria, especially Rivers 

State. This has led to the rethinking of traditional ways of work which has necessitated flexible modes of work that can be adopted 

by institutions to ensure continuity of studies and administration. 

It is the empirical studies that highlight the necessity of technological innovation and digital competence for improving the 

productivity of the employees that work in these institutions. In order to evaluate the digital competencies of the public tertiary 

institutions in Rivers State, Adenekan and Jimoh (2021) surveyed all the public tertiary institutions in the Rivers State, and it was 

found that the advanced digitally skilled secretaries using the new d technology clearly performed their jobs significantly better. The 

research highlights the importance of constant upskilling and the use of modern technological tools to cope up with the changing 

requirements of the administrative functions. 

The academic environment has several factors that affect academic staff productivity. In Rivers State, private universities are 

explored towards academic productivity by faremi et al. (2023) which is found that institution culture that comprises leadership style, 

technological adaptability and work environment significantly impact the productivity of academic staffs. This study underscores 

the importance of supportive leadership and a positive work culture to develop an effective teaching force. 
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In addition, there has been a major emphasis on the relationship between technology literacy and research productivity in recent 

research. Osisanwo and Kanu (2022), investigated selected private universities in Rivers State and found that the rate of research 

output of academic staff had a positive relation with technological skills of academic staffs in the private universities in Rivers State, 

Nigeria. The results support policy measures in the institutions that support technological training to strengthen research. 

However, motivating techniques are also key factors to boost employee productivity. Adebola and Omopupa (2022) examined the 

effect of different motivational techniques on staff of the library in Rivers State tertiary institutions. They also found the motivational 

strategies tailored would greatly enhance work productivity, indicating that the management should focus on the employees' 

motivation for organizational goals. 

Overall, the implementation of remote working on tertiary institutions in Rivers State has highlighted the need for being tech savvy, 

encouraging institutional culture and good motivational approaches in boosting employee productivity in these institutions. Both 

these institutions and others as they endure the nature of working from home will need to persist with investments in ICT 

infrastructure, strengthening leadership development, and sustaining employee engagement efforts in maintaining productivity and 

meeting educational goals. 

The COVID-19 pandemic has reshaped the traditional work model, spurred on by the need for telework, in many industries, including 

higher education. Higher Institutions in Rivers State, Nigeria, have been adopting remote work protocols to help maintain continuity 

so as to address the operational challenges in the institution. But the effect of working remotely on employee productivity is disputed. 

Some research indicates that working from home can positively affect productivity through the lack of commute time and flexibility, 

while others claim that use creates problems with lack of Internet at home, distractions and decreased collaboration. This paper 

discusses the implications of remote working and employee productivity in Higher Institutions in Rivers State, based on literature 

review and empirical findings. 

The study aims at investigating the effect of remote working on productivity level of employee in tertiary institutions in Rivers State. 

This correlation will play an increasingly important role in institutions' ability to achieve this as they opt into digital workspaces 

post-pandemic. The study will investigate the impact of technological infrastructure, work culture, digital literacy, and institutional 

policies on employees productivity and employee performance in remote work environments. 

1.2 Statement of the Problem 

There is a complex and multifaceted effects of remote working on employee productivity, that needs special attention. Although the 

promise of greater concentration, flexibility and better work-life balance is attracting improved productivity, there is also a concern 

around the difficulties of not being in an office, of not spending the day in sync with colleagues, and of home distractions and 

isolation. Previous studies provide conflicting results on the relationship; some suggest that crop yields increase and others yield 

decreases or stop production altogether or imply a contingent effect. This ambiguity highlights the importance and necessity of 

enhancing the knowledge of the factors that moderate the relationship between telework and employees' productivity in various 

contexts, in different industries and by looking at employees' own working patterns. This study aims, therefore, to identify the specific 

impact remote work has on employee productivity (both positive and negative) and the specific factors which determine whether or 

not this eventually becomes a force for or against individual and organizational productivity in the modern workplace. 

While remote work is an innovative and flexible way to work, there is inconsistent evidence about its impact on academic and non-

academic staff productivity of Nigerian tertiary institutions. Various institutions struggle with infrastructure constraints, digital skill 

deficiencies, and insufficient feasibility for working remotely. Moreover, there is lack of empirical studies that particularly focus on 

the impacts of remote working on employee efficiency, engagement and productivity in the Rivers State educational context. 

 

1.3 Aim and Objectives of the Study 

The overall purpose of the study is to find out the relationship between remote work and productivity of employee in tertiary 

institution in Rivers state. The specific objectives are: 

i. To examine the relationship between work flexibility and job satisfaction in tertiary institutions in Rivers State. 

ii. To assess the relationship between work flexibility and time management in tertiary institutions in Rivers State. 

iii. To ascertain the relationship between work-life balance and job satisfaction in tertiary institutions in Rivers State. 

iv. To examine the relationship between work-life balance and time management in tertiary institutions in Rivers State. 

v. To determine the moderating role of organizational support on the relationship between remote work (work flexibility and 

work-life balance) and employee productivity (job satisfaction and time management) in tertiary institutions in Rivers State. 

 

1.4 Research Questions 
The following research question will guide the study 

i. What is the relationship between work flexibility and job satisfaction in tertiary institutions in Rivers State? 

ii. What is the relationship between work flexibility and time management in tertiary institutions in Rivers State? 

iii. What is the relationship between work-life balance and job satisfaction in tertiary institutions in Rivers State? 

iv. What is the relationship between work-life balance and time management in tertiary institutions in Rivers State? 

v. What is the moderating role of organizational support on the relationship between remote work (work flexibility and work-

life balance) and employee productivity (job satisfaction and time management) in tertiary institutions in Rivers State? 
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1.5 Research Hypotheses 
In order to achieve the objective of this study, the following hypotheses were formulated to help guide the study:  

H01: There is no significant relationship between work flexibility and job satisfaction in tertiary institutions in Rivers State. 

H02: There is no significant relationship between work flexibility and time management in tertiary institutions in Rivers State. 

H03: There is no significant relationship between work-life balance and job satisfaction in tertiary institutions in Rivers State. 

H04: There is no significant relationship between work-life balance and time management in tertiary institutions in Rivers State. 

H05: Organizational support does not have a significant moderating role on the relationship between remote work (work flexibility 

and work-life balance) and employee productivity (job satisfaction and time management) in tertiary institutions in Rivers 

State. 

 

1.6 Significance of the Study 
The study is important because it highlights the link between work flexibility, work-life balance and employee productivity (in terms 

of job satisfaction and time management) in tertiary institutions in Rivers State, Nigeria, which is a topic gaining importance in the 

post pandemic world. The world has moved on to a digital and hybrid work environment, making it important for higher education 

institutions to understand the impact these elements of remote work have on staff productivity. 

One important to consider is the limited digital infrastructure, intermittent internet connection, differences in digital literacy of 

teachers in tertiary institutions in Rivers State. All these factors could have a marked impact on the effectiveness of the 

implementation of the flexible work arrangements and work-life-balance strategies, and subsequently on their impact on worker 

satisfaction and their employees' time management. This analysis sheds light on how factors contributing to or inhibiting productivity 

in a remote and hybrid academic setting. 

This study will benefit the University administration, Government education institutes and the policy makers in the education sector. 

It will serve as a guide to the decisions to be made regarding resource allocation, Staff training, remote work policy, and technological 

investment for enhanced staff productivity, satisfaction and efficiency. In addition, the study adds to the current literature on work 

flexibility, work-life balance, and creating sustainable transformations in Nigeria's higher education system. 

The final results of this study will inform and contribute to the development of effective and sustainable working models for the 

well-being of the employees and performance of the institutions in the current academic landscape that is becoming more digital. 

1.7 Scope of the Study 
The current study targeted three main dimensions of remote work: work flexibility, work-life balance, and the corresponding 

measures of employee productivity: job satisfaction and time management; with the tertiary institutions in Rivers State of the 

Federation in Nigeria, serving as the major study area. The study is of a geographical nature and covers only the Rivers State owing 

to its mix of various public and private tertiary institutions including universities, polytechnics and colleges of education thus making 

the State a representative case of the Nigerian Higher education sector. 

Participants in the study will include all academic and non-academic staff in the selected institutions as the influence of remote work 

practices and its effect on work flexibility, work-life balance and productivity can differ depending on the type of job. Academic 

staff will be lecturers and researchers, whereas non-academic staff will consist of administrative staff, ICT staff and support staff. 

This is a comprehensive strategy providing a holistic view of the effect of working outside the office in higher education. 

Temporally, the study will analyze experiences and data following 2020 when remote and hybrid work had become more popular 

with COVID-19 pandemic. It will discuss issues like work-life balance management, communication effectiveness, access to digital 

tools, and institutional support that can impact job satisfaction and work time management while working from home. 

However, the study will exclude secondary schools and schools outside Rivers State and address neither student performance nor 

outcomes of online learning. It is still focussed on employee-oriented aspects of productivity, namely employee satisfaction and time 

management, in relation to different aspects of the remote work environment in tertiary institutions (flexibility at work and work-

life balance). 
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2.0 Review of Related Literature  

2.1 Conceptual Review 

 

Figure 1.: Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: (Baert et al., 2020; Ojo et al., 2021 and Bentley et al., 2016 for the predictor, criterion and contextual variables) 

 

2.1.1 Remote Work 

The introduction of way of working remotely has drastically changed the operations of the tertiary institutions in Rivers State, Nigeria 

and is even more accelerated by the Covid-19 pandemic. This literature review delves into the complex dynamics between remote 

work and employee productivity in these institutions and summarizes several recent empirical studies which can shed light on the 

factors that contribute to their relationship. 

Telework has followed both positive and negative consequences for employees' productivity (Baert et al., 2020). However, the 

negative aspects of working from home include a loss of productivity and reduced face-to-face interaction, as shown in research.The 

drawbacks of remote work, however, are the potential for increased productivity loss due to the lack of flexibility, and less on-the-

job interaction, according to research. In the study carried out in private universities in Rivers State, it has been identified that 

employee remuneration is very significant as a motivator for employee productivity and for this reason, remuneration offered to 

employees might be a measure for motivation of distant workers for their high productivity. 

On the other hand, problems like poor computing facilities and minimal organizational assistance can be obstacles to productivity. 

At two cement plants in Rivers State, they said that use of digital technology enhanced the sharing of knowledge and cooperation 

among the workers, although the factory workers do not receive adequate training and support to maximize ICT use and efficiency. 

By definition, "remote work," "telecommuting," or "work-from-home (WFH)" is a job structure feature that enables workers to do 

their job responsibilities remotely, or away from the main site. This can be their living room, their co-working space or even when 

traveling (AIU, 2024). Some jobs and industries have used this practice for quite a while, even before these recent times (Kurdy et 

al., 2023). But technological advances, especially the widespread availability of high-speed internet and cloud-based technologies 

and complex communication platforms, are giving rise to the possibility and popularity of remote work in a number of industries 

(Metana, 2025). 

COVID-19 crisis has hastened the digitization of work and forced organizations globally to adopt a remotely working policy to 

remain business viable amid public health advice (Caligiuri, et al., 2020; OECD, 2021). The rapid and rampant uptake gave an 

invaluable natural experiment to draw conclusions about how remote working in general affects the way organizations work, such 
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as employee output (BLS, 2024). Many companies are starting to work in a hybrid model with remote and in-office options signifying 

a paradigm shift in the era of working post-pandemic (ijrpr, 2023). 

Remote Work in Tertiary Institutions 

The prevalence of remote work, or the work done using digital platforms without necessarily having to be conducted in the physical 

workplace in tertiary institutions in Nigeria, has increased over the years. Although there are some research gaps that is specific to 

Rivers State, studies conducted in similar environments can help declare the subject of the study. For example, a study carried out at 

University of Calabar Teaching Hospital discussed how the remote work space culture in the presence of adequate technological 

instruments improved the efficiency and productivity of the workers during the COVID-19 pandemic. This indicates that, in suitable 

settings and with enough infrastructure and support, the use of remote activities in an academic context is possible. 

Work Flexibility 

Work flexibility is the capability of the workers to modify the way they work, their timings and the procedures which they follow so 

that they can work in a way that meets the needs of the business and their own needs. It includes things like flex work options, 

hybrid, compressed work weeks, and location independence! A reliance on flexible working obligations, in the wake of COVID-19 

pandemic, and its ability to maintain employee productivities and organize sustainability are highlighted and the consequences of 

this on environmental efficiency are discussed (Adisa et al., 2023). Flexibility is also becoming more applicable in Rivers State 

secondary education and tertiary institutions where academic and non-academic staff are coping with various obligations of the 

institution alongside their personal duties in a digitalizing world. 

Work Flexibility in Tertiary Institutions 

Eze & Nwankwo (2024) conducted a study on flexible working arrangements in Universities in Nigeria and discovered that flexibility 

in terms of work schedule had a positive impact on the employees' morale in their work places, thereby reducing the stress level and 

increasing the productivity of the employees. The same holds with Uzochukwu and Akpan (2023) who observed that job satisfaction 

and commitment to institutional goals of academic staffs with higher level of flexibility was higher. The results indicate that 

flexibility has an impact on institutional effectiveness as well as individual employee. 

Relationship Between Work Flexibility and Employee Productivity 

Job satisfaction and job time management mainly mediate the relationship between work flexibility and productivity of employees. 

Autonomy in timing and method of working is associated with heightened work satisfaction, and an improvement in work-related 

outcomes (Akinwale, 2021). Flexibility also offers improved time management opportunities since employees can arrange their work 

schedule around the time when they are most productive and minimize the time wasted on commuting. Flexibility in working time 

can be useful for academic staff at Rivers State to devoting more quality time to teaching, research, and administration. 

Implications for Tertiary Institutions in Rivers State 

Flexible working policies could have positive effects on outcomes at the institutional and individual level with tertiary institutions. 

Flexibility to accommodate remote teaching, research opportunities and administrative requirements can contribute to wellbeing and 

efficiency amongst staff members. The effectiveness of such solutions, however, requires supporting institutional structures, 

sufficient digital capabilities and clear communication protocols. In the case of the higher education sector, work flexibility, if 

managed right, may be leveraged to improve job satisfaction, time management and employee productivity. 

Conclusion 

One important factor of working remotely that directly affects the productivity of the employees is work flexibility. Tertiary 

institutions can gain more staff satisfaction, boost time management, and make the institution more effective and competitive in the 

academic world by allowing staff members to work flexibly. 

Work-Life Balance 

With the dawn of remote working during the COVID-19 pandemic, the face of traditional working practices, especially in tertiary 

education institutions, have been altered. One key component of this change is the management of the work-life balance, which 

involves finding a balance between work and personal life. As tertiary institutions have adopted remotely introduced work to a 

certain extent in Rivers State, Nigeria, this paper aims to measure whether this work-life balance negatively affects employee 

productivity in the institution. 

Work Life Balance in remote working environments. 

With remote work, employees can manage their time and responsibilities on their own more so. The flexibility can help to improve 

work-life balance by minimising travel time and facilitating better blending of work and life. However, it can also create a smudging 

of the lines between work and personal life which may result in an overstimulated, over-burdened workforce and burnout. 

Technological infrastructure, organizational support and self-discipline of the individual employee(s) are also important factors in 

the effectiveness of work-life balance in a remote working environment within the context of tertiary institutions in Rivers State. 

Relationship Between Work-Life Balance and Employee Productivity 

Evidence indicates that employee productivity is positively related to the quality of their work-life balance. A study carried out at 

Nigerian Universities showed, for example, that academic staff have better job satisfaction and performance when working flexible 

jobs like flex-time or telecommuting. On the other hand, poor work-life-balance can cause stress and a drop in productivity. 

Specifically on tertiary institutions in Rivers State, there is a limited number of research, yet research in the same context in Nigeria 

revealed that there are very significant influences of work-life on employee performance. 
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Implications for Tertiary Institutions in Rivers State 

It is important to understand work-life balance dynamics in work from home scenarios for tertiary institutions in Rivers state to 

improve the productivity of its workers in the work from home environment. Policies and procedures can be developed to support 

flexible work hours, the use of technology to help, and culture of working hours that respect personal time in the workplace. Training 

to learn time management and management of self can also be helpful. Institutions can enhance employee well-being and productivity 

by creating a work-life balance support culture.Institutions can create a culture to support employees' work-life balance and promote 

well-being and productivity. 

A key aspect of the concept for remoteworking in tertiary institutions that needs consideration is work-life balance. In the Rivers 

State context, where institutions are still grappling with remote working, the adoption of work-life balance strategies and practices 

by management will be important to ensure continuity of employee performance and productivity going forward. 

Remote Work Productivity 

The change to work from home, as a result of the COVID-19 pandemic, has made the traditional way of working obsolete and 

impacted even tertiary institutions. The effectiveness and efficiency of work accomplished by employees out of the four walls of the 

office has become a focus of concern, referred to as remote work productivity. Tertiary institutions in Rivers State, Nigeria, have 

begun to work remotely to varying extents due to the Covid-19, raising the question about the impact of remote working on employee 

productivity. 

Remote Work Productivity in Tertiary Institutions 

Productivity of remote workers can be defined by so many factors like, maintaining their productivity standards at work while 

working remotely, on time work completion and work goals. Intellectual property concerns, technical failures—including limited 

technological capacities and a lack of digital literacy among both students and educators—and compromised power grids are 

potential challenges in the Nigerian context of tertiary institutions that can affect productivity of remote working. But with proper 

management, it can also help organizations decrease commuting time, have flexibility and enjoy a more conducive environment for 

attention and increased productivity. 

Relationship Between Remote Work Productivity and Employee Productivity 

Research has shown that there's a positive relationship between increased productivity of remote workers and the overall productivity 

of employees. For example, a study conducted in the Nigerian public sector which explores the impacts of teleworking and team 

communication on team performance shows that traveling and team communication significantly affected team performance with a 

contribution of 70% from teleworking. 

The Educational Technology industry have had similar findings in South Africa, whereby staff performing remotely proved to be 

more productive, which underscores the need for reliable Internet access and communication security. 

Specific studies are unavailable, but with adequate infrastructure and good communication, the general picture is that employee 

productivity would not be compromised and could be improved, at least in the context of the Rivers State tertiary institutions. 

 

Implications for Tertiary Institutions in Rivers State 

It is essential to grasp the dynamics of remote working productivity for tertiary institutions particularly in Rivers State to ensure 

optimal employee productivity. Institutions need to enhance their technological infrastructure, train staff and students to develop 

their digital skills, and have clear protocols in place for working remotely. Institutions can develop an environment where remote 

employees can be productive by tackling these areas and maintaining or uplifting overall employee productivity. Productivity of 

workers in tertiary institutions is a crucial factor that affects remote work productivity. In Rivers State, where many institutions are 

still grappling with the changing work environment, it becomes imperative to pay attention to the areas that can help them achieve 

high productivity and effectiveness when working remotely. 

Employee Productivity 

Employee Productivity in Tertiary Institutions in Rivers State 

Production performance is crucial for betterment of education standards and achievement of the objectives of tertiary institutions. 

Rivers State, Nigeria has its own peculiar set of problems and prospects for productivity in the tertiary institutions of education, both 

public and private. Different aspects of this broad issue - employee productivity - are discussed from a recent empirical perspective 

in these institutions. 

Defining Employee Productivity in Academia 

In tertiary education setting, employee productivity is measured by the level of effectiveness and efficiency demonstrated by 

academic and non-academic staff in their job performance. It is about teaching excellence, research productivity and service to the 

community for academic personnel and administrative effectiveness and services for non-academic personnel. Motivation, 

institutional support, work environment and professional development opportunities are among the factors that affect productivity. 

Measures of Employee Productivity 

Job Satisfaction 

Job satisfaction is one of the essential parts of employee productivity which explains how people feel about their work, tasks, bosses, 

work colleagues or the nature of their work. Job satisfaction, the understanding and measurement of which is essential in current 

workplace procedures, especially in tertiary institutions, to boost productivity and sustainability of the organization. 
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Job Satisfaction is defined as the positive feelings that come after a person's evaluation of his/her job and work experiences. It covers 

areas like opportunities for purposeful work, recognition, work-life balance, compensation, a positive company culture, and more. 

High level of job satisfaction suggests that the employee not only fulfills the requirements of the job but also has a good feeling and 

represents the interest of the organization, therefore, it has a positive impact on the performance of the organization. 

Recent studies have shown the importance of job satisfaction in the assessment of employee productivity. For example, Hemmer et 

al. (2023) explored the effects of Human-AI Collaboration on employee attitudes, and found that when tasks are appropriate for 

delegation to artificial systems this has a positive impact on attitudes towards the work, with the focus now being on meaningful 

tasks rather than mundane. Lee et al., (2023) also discussed the measurement of productivity in organizations and emphasized the 

fact that, in addition to productivity indicators, employee satisfaction is also an important determinant of productivity solutions such 

as long-term performance, innovation, and employee retention. The research stresses that job satisfaction is not just about numbers: 

factors like engagement, creativity and welfare too are involved. 

Higher and other tertiary institutions. 

The emphasis on job satisfaction becomes more critical in tertiary institutions, especially for Rivers State, Nigeria, to improve the 

productivity of employees and the efficiency of the institutions. Academic staff members and administrators provide a critical lens 

to what is going right and what is going wrong in school, and their satisfaction can in turn affect teaching excellence, academic 

research and School administration effectiveness. 

Staff support policies that cover intrinsic and non-intrinsic factors of the job, such as recognition, acceptance of employees' salary 

level, opportunities for professional growth, and supportive leadership can contribute to higher levels of satisfaction. Also, using 

technology to improve administrative efficiency and give workers the flexibility to work can further improve employee well-being. 

Job satisfaction is therefore essential in gauging employee performance and productivity and how employees appreciate and feel 

about their job. New research has recommended not only for the importance of measuring the organizational goals but also for the 

importance of measuring the initial employees' well-being. In today's changing world, supporting people's job satisfaction with 

policies and resources is key for tertiary institutions that want to increase their productivity. 

Time Management 

Time management is now one of the most critical measures of employee productivity that has evolved: being able to plan, prioritize 

and allocate time to tasks effectively in order to meet personal and organizational goals. In an ever-changing working environment, 

especially in tertiary institutions, having an understanding of time management is of critical importance in order to assist in the 

promotion of efficiency and improve staff performance. 

There is a significant empirical evidence that shows effective time management and employee productivity goes hand in hand. 

However, workers with good time management skills display greater organizational abilities, behave more punctually and devote 

increases effort to more important tasks and therefore achieve better results. For example, the study shows that people that are highly 

skilled in time management also report improved productivity and lower levels of stress. 

This study that was carried out in Federal Colleges of Education in Nigeria found that the effective scheduling and prioritization of 

staff significantly improved productivity of the tertiary institutions in the study location. The research indicated that once employees 

devised their own clear patterns of work, and made every effort to reduce time wastage, their productivity levels rose dramatically. 

Time management has been noted as one of the most critical factors for productivity, but recent trends in the world suggest that time 

is getting away from managers and workers.However, recent studies around the globe show that employees are getting distracted by 

various tasks and competing priorities, which is negatively affecting their productivity. A workplace study in 2024 was conducted to 

identify how much time management is contributing to poor efficiency and lack of employee well-being. 

In Nigeria, the same problems continue to exist. Poor use of time among faculty members is a result of lack of resources, workload 

and clarity about the timelines, which has a detrimental impact on their productivity. 

Are you looking for ways to improve your time management?Looking for time management tricks? 

There are several strategies by which institutions can respond to the risks and boost productivity in the context of pHNMR 

implementation: 

Supportive Work Environments: Encouraging employees to cooperate and resource them – can facilitate better structuring of work 

time. 

Clarify Roles and Expectations – define clear responsibilities to minimise any ambiguity, which allows staff to allocate the time they 

have efficiently. 

Provide Training: Providing training on time manage skills can provide employee tools to better manage tasks. 

Managing time effectively with leverage technology: Digital calendars, scheduling systems, automatic reminders. 

Time management is, therefore, a very important metric of employee productivity, and time management abilities are showcased by 

employees who are performing well.Some workers' ability to handle their time is, then, a significant indicator of how well employees 

perform, making time management skills an important piece of the puzzle. Support for factors affecting time utilization, workload 

distribution and professional development are vital in organizations who are rolling out their quest to boost productivity. Tertiary 

institutions can help to establish conducive learning conducive learning environment by implementing specific strategies that will 

lead to effective time management, hence overall performance. 

 



International Journal of Academic Multidisciplinary Research (IJAMR) 

ISSN: 2643-9670 

Vol. 10 Issue 7 July - 2026, Pages: 344-360 

www.ijeais.org/ijamr 

351 

The Relationship Between Remote Work and Employee Productivity 

In recent years, work arrangements have changed drastically all over the world, and so has also been the nature of work, with remote 

work becoming the predominant way to work. Due to the COVID-19 pandemic, businesses around the world, including universities 

and colleges, have implemented policies that enable remote work, such as business continuity (Baert et al., 2020). The term remote 

work or telework, also known as work away from the office, describes a flexible work schedule in which the employee does his or 

her job outside the office, usually in a remote, typically home place (Nakrošienė et al., 2019). This transformation has led to a wide 

discussion of its potential effect on employee productivity, especially in education, where the collaborative nature of teaching and 

research, along with organized workflows, are essential. 

In Rivers ETC Nigeria, some universities like the University of Port Harcourt, Rivers State University and others have adapted and 

incorporated work from home in their operations (particularly during the pandemic induced lockdown) (Adeoye et al., 2021). 

Previous research shows potential for gains from remote work, including better productivity due to decreased commute time and 

flexibility in work location (Bloom et al., 2021), but it also indicates problems with remote working such as inadequate internet 

access, distractions and lack of interpersonal communication (Ogunleye et al., 2022). This paper examines the concept of tele-

commodore work and its implications on staff productivity in the higher institution setting with focus on Rivers State. 

 

The Moderating Role of Organizational Support in the Relationship Between Remote Work and Employee Productivity 

As the way people work has changed, those who now work remotely are having to do so differently, and how the roles of workers 

are viewed and observed within teams and organizations is new. Working remotely has benefits including flexibility and 

independence, but it can also be challenging and affect productivity. Organizational support appears to be a key factor that can buffer 

the effects of remote work and employee productivity, either enhancing or diminishing the impact of the remote working experience. 

Organizational support is the extent to which survey respondents feel valued for their contributions and cared for by their 

organization. This support may take the form of facilities, communication, recognition and emotional support. RW has brought even 

more significance to the perceived organizational support concept for work from home employees as it helps to ensure their morale 

and productivity when they do not feel supported by their employer in person. 

Moderating Effects on Remote Work and Productivity 
Research has investigated the role organisational support plays in the dynamics of work at a distance and employee productivity: 

The study showed that workplace ostracism (WO) was not a direct consequence of working from home (WFH), but the relationships 

between WFH and workplace ostracism (WO) became significant at low levels of perceived organizational support (POS). This 

indicates the extent to which having the right organizational supports reduces the negative emotions of isolation that are a part of 

working remotely. 

Work Engagement: Research shows that leadership support (LOS) will positively interact with internal resources such as flexibility 

and work support, which will increase the work engagement of remote workers. This means that support from the organization has 

the potential to enhance employee engagement and productivity as a result of remote working. 

In the study of Job Satisfaction and Performance in the context of Northwest Nigeria (NWN) SMEs, the study came up with the 

following findings: It was found that perceived organizational support has significant influence on employee performance in the 

context of SMEs in Northwest Nigeria (NWN). Furthermore, job satisfaction was identified as a moderator variable between POS 

and employee performance, indicating that support and satisfaction are intertwined variables that play key roles in affecting employee 

productivity. 

 Implications for Organizations 

The findings clearly highlight the need for organizational support within remote working. Organizations attempting to help keep or 

improve employee productivity working remotely should: 

Support communication: Have regular, clear communication – to help employees feel connected and valued. 

Provide Resources: Ensuring employees have the necessary tools and resources to perform their tasks remotely is crucial. 

Appreciate the efforts being put in by employees through recognitions: Can enhance the morale and motivation levels. 

Foster Community – Make space for social interaction, virtually accessing this space can help to reduce isolation. 

The effectiveness of the organizational support helps moderate the relationship between telework and employee productivity. 

Organisations can boost positive takeaways from remote working and reduce potential negative points by anticipating and offering 

support, ensuring continued employee performance and well-being. 

Theoretical Frameworks  
There are a number of hypotheses around the correlation of remote work and productivity: 

Neuroticism is included in the Job Demands-Resources (JD-R) Model. 

According to JD-R model, job demands (such as workload and challenging tasks) and job resources (such as job flexibility and 

digital tools) affect productivity of workers (Bakker & Demerouti, 2017). Too many demands (e.g., slow-internet) can lead to a 

decline in productivity while the right resources (e.g., training) can boost it in remote work environments. 

Self-Determination Theory (SDT) 
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The SDT Framework of employee motivation is by autonomy, competence, and relatedness (Deci & Ryan, 2000). Autonomy that 

comes from remote work can increase productivity but the lack of social interactions can decrease relatedness which can impact 

performance. 

Social Exchange Theory 

This theory is based on the assumption that employee productivity will be affected by the level of trust between employers and 

employees (Blau, 1964). In remote work, trust management as opposed to micromanagement contributes to increased productivity 

(Fapohunda 2022). 

 

Empirical Review 

Recently, there have been many studies that focus on transitioning to e-work that reflect the challenges of transitioning from an in-

person to an online environment.Many studies focus on the challenges of moving from in-person to an online environment and 

particularly employee productivity has been receiving a substantial amount of attention within the latest academic research. 

Empirical research has shown varying results, depending on work contexts, job roles and the organizational structure for supporting 

employees. 

Healthy Business: The Favorable Impacts of Telework 

Under some conditions, remote working can improve the productivity of employees, as indicated by several studies: 

The results of empirical study on the sample size of 128 IT sector employees showed that the factors related to remote work – 

frequent communication, encouraging work-life balance, maintaining interest and productivity, and technology availability – 

positively affected the firm performance. Accessible technology was shown to have a very positive and important impact on business 

performance and the need for management to improve employee engagement and adaptation to the organization, was drawn.  

SLR was conducted to review in detail 26 studies, identified to show that the effect of work from home (WFH) on work 

productivity/performance is dependent on job nature, employer characteristics and home environment. Most studies indicated a 

positive effect, implying that WFH may have positive effects if facilitated by proper organizational practices.  

ResearchGate 

Each team receives four cards from the host.The host gives each team four cards. 

At the other end of the spectrum, other studies suggest that there may be some drawbacks to working from home: 

Research by the University of Essex and the University of Chicago concluded that workers in hybrid offices were less inclined than 

those who work in traditional offices to come up with innovative ideas. The researchers blamed this on the infrequent emergence of 

spontaneous interactions – that is, "watercooler" conversations – that tend to occur in office spaces. 

Carrier Management 

Work stress and productivness paradox: study conducted in IT field in Nepal concluded that, work stress was found to mediate 

between work load, work life balance and job satisfaction and the results indicated that all the mentioned factors had significant 

influence on the performance of IT employees. The study also highlighted the need to identify the challenges faced by younger 

employees and assist them with stress management and support to maintain productivity in a remote working environment. 

Moderating Factors 

Various factors also contribute to the relationship between telework and productivity: 

A study in the UAE during the COVID-19 pandemic revealed that job level had a moderating effect on the effects of remote working 

on employee productivity. The higher level employees added that their productivity results reflected higher level compared to lower 

level staff, which indicates that in remote settings, autonomy and decision-making authority may influence productivity. 

There isn't one clear-cut answer regarding how useful remote work is for enhancing employee productivity. Although remote 

flexibility is effective in some ways boosting productivity in the right environment, like when things are communicated effectively, 

the technology is effective and employees are allowed to balance out work and play, there are other difficulties that must be addressed 

if remote working is to continue to boost innovation, which is another important aspect. The overall level of support and 

encouragement in the organization is crucial, this support can manifest through stress management efforts, access to resources, 

availability of policies and procedures and more. 

Methodology 

A researcher philosophy is determined by where a researcher stands in terms of knowledge, and in theory building in a field. The 

research approach used in this study is post positivistic which stresses questioning of empirical hypotheses that warrants objective 

testing (Bryman and Bell, 2003). In this study descriptive quantitative, cross sectional survey research design is used. Cross sectional 

survey is a type of survey in which the researcher would be able to test hypothesis quantitatively as information would be gathered 

about what is occurring at a specific time period. 

Sample Data 

There is a growing trend in the desire to understand the impact of remote working on worker productivity in tertiary institutions, 

which are especially engaged in emerging economies like Nigeria from the perspectives of work flexibility and work-life balance. 

While countries with developed digital infrastructure have significantly different factors that shape the efficacy of remote and hybrid 
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work, Nigerian institutions must contend with a different set of unique factors that impact upon their use of these models (Ali, 

Ahmed, & Iqbal, 2023; Eze & Nwankwo, 2024). In Rivers State, Nigeria, the study has been carried out in tertiary institutions that 

link the influence of work flexibility and work-life balance on employee productivity in terms of their job satisfaction and time 

management with the aid of organizational support. 

The study employed the public and private tertiary institutions of the Rivers State academic and non-academic staffs as the target 

population for this study, while the primary data was collected from the above mentioned parties at these institutions. The Study 

employed self-administered questionnaire approach because of the varying extent of digital access. A printed questionnaire was 

mailed to try to cover a larger population, especially that of a respondent who does not have a stable internet connection. It allowed 

for the collection of reliable and relevant information that mirrors the experience of remote working in education institutions in the 

region and the associated outcomes of working remotely. 

Populations and Sample Size 

Suppose the N = 5000 is the population size in the study of employees who work remotely in a University in Rivers State. We want 

to use a 5% margin of error (i.e., e = 0.05). 

Step-by-Step Calculation: 

Population Size (N): 5000 

Margin of Error (e): 0.05 (5%); since the population is known (5000) of employees the sample size for the study would be determined 

by TARO YAMANE FORMULA (1964) for sample size determination for a finite population was adopted, the formula is written 

as; 

𝑛 =   
𝑁

1 +   𝑁 (𝑒)2
 

Where; 

n = sample size 

N = population size 

e = error margin 5% 

The population size of 5,000 was used in the study  

𝑛 =   
5,000

1 +   5,000 (0.05)2
 

𝑛 =   
5,000

1 +   5,000 (0.0025)
 

𝑛 =   
5,000

1 +   12.5
 

𝑛 =   
5,000

13.5
 

n = 370 (sample size). 

 

A total of 370 respondents was determined in this study using the Taro Yamane formula for determination of sample size, given an 

estimated population of 5,000 staff in the selected tertiary institutions in Rivers State. The sample type is proportional to the 

estimated staff strength of the institutions. 

A total of 74 respondents were taken from the University of Port Harcourt (UNIPORT) about 20% of the sample. 

Of this 67 respondents received 18% at Rivers State University (RSU). 

The sample for Ignatius Ajuru University of Education (IAUE) had 15% that is 56 respondents. 
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For Rivers state Polytechnic, 44 respondents were allocated 12%. 

The Federal College of Education, Omoku received 10 per cent (37) while Ken Saro-Wiwa Polytechnic Bori received 10 per cent 

(37). 

The percentages of sample distribution at the Abua Polytechnic, represented by 30 respondents, and Almeda University, Port 

Harcourt, were 8% and 7% respectively.8% sample (30 respondents) was allocated to Abua Polytechnic, and 7% sample (25 

respondents) was allocated to Almeda University, Port Harcourt. 

 

The principle of proportionality allows larger institutions to submit more responses, and allows for the smaller institutions to be 

represented proportionately. 

Model Specification 

Work flexibility Model (WF) 

WF=β0+β1(SE)+β2(WLB)+β3(RWP)+β4(OS)+β5(SE×OS)+β6(WLB×OS)+β7(RWP×OS)+ϵ  

 

Work-Life Balance Model (W-LB) 

WLB=β0+β1(SE)+β2(WF)+β3(RWP)+β4(OS)+β5(SE×OS)+β6(WF×OS)+β7(RWP×OS)+ϵ  

Here: 

Variable Definitions (Acronyms): 

 WF: Work Flexibility 

 WLB: Work-Life Balance 

 RWP: Remote Work Productivity 

 OS: Organizational Support 

 Interaction Terms: 

o WLB × OS: Interaction between Work-Life Balance and Organizational Support 

o RWP × OS: Interaction between Remote Work Productivity and Organizational Support 

 

Model 2 (for Hypotheses 5) 

 

 

 

 

 

Where:  

RW = Remote Work 

EP = Employee Productivity 

OS = Organizational Support 

β0 – βn = Regression coefficients 

ui = Error Term or Stochastic variable  

 

Reliability of Constructs 

To ensure the consistency of measurements, internal consistency reliability was considered. The constructs examined include work 

flexibility and work-life balance as dimensions of remote work, and job satisfaction and time management as dimensions of employee 

productivity. Additionally, organizational support was included as a moderating variable. 

Each construct was measured using multiple survey items. The reliability of these constructs would typically be assessed using 

Cronbach’s Alpha. A Cronbach’s Alpha value of 0.70 or higher indicates acceptable internal consistency reliability (Nunnally, 1978). 

RW 

OS 

EP 
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Expected reliability thresholds: Work Flexibility: α > 0.75; Work-Life Balance: α > 0.80; Job Satisfaction: α > 0.85; Time 

Management: α > 0.85; Organizational Support: α > 0.80 

Due to the summarized nature of the presented data, direct calculation of Cronbach’s Alpha is not possible here. However, the 

constructs selected are based on prior validated instruments widely recognized for their reliability (Hair et al., 2019; Putra et al., 

2020; Mensah & Adjei, 2021; Amah & Okocha, 2022; Khan & Malik, 2023; Adeyemi & Olanrewaju, 2024). 

 

Validity of Constructs 

Validity ensures that the measurements accurately reflect the intended concepts. 

Content Validity: 

All measurement items for each construct were identified from previously validated constructs, which ensured that all measurement 

items were comprehensive enough for each construct. For instance, items that were considered organizational support included 

emotional support, resource provision and communication facilitation (Hair et al., 2019; Putra et al., 2020; and Adeyemi & 

Olanrewaju, 2024). 

Construct Validity: 

The theoretical assumption is that: 

There is a positive relationship between work flexibility and employee productivity outcomes (job satisfaction and time management) 

as well as work-life balance. 

Relations are generally moderated by organizational support: When employees perceive high organizational support, they will 

demonstrate greater positive relation among remote work, productivity, and organizational support. 

Criterion-related Validity: 

Hypothetical predictions of the ability of the independent variables (work flexibility and work-life balance) to predict the dependent 

variables (job satisfaction and time management) are proposed. Furthermore, the moderating effect of organizational support on the 

relationship between remote work factors and productivity would be examined with moderation analysis (Mensah & Adjei, 2021; 

Khan & Malik, 2023). 

If survey data at the individual level were available these assumptions would be dealt with using confirmatory factor analysis (CFA) 

and moderation analysis. 

 

Variables and Measurement 

Operationalization of Variables 

For this study the variables are operationally defined using pre-existing, validated scales from previous studies. There are two aspects 

around the assessment of remote working work flexibility and work-life balance. Work flexibility is adapted from the items 

developed by Hill et al. (2008) which captures the individual employee's ability to adjust his/her work schedules and locations in 

order to meet professional and personal requirements, Cronbach alpha = 0.77. The level of work-life balance is measured by a scale 

modified from Fisher, Bulger and Smith (2009) which examines the ability of individuals to balance personal and professional life 

(Cronbach’s Alpha = 0.80). 

Two constructs used for capturing employee productivity is job satisfaction and time management. Job satisfaction is gauged 

according to items adapted from Spector, 1997, which represents the level of overall satisfaction of employee at work and in their 

work environment (Cronbach's Alpha = 0.86). Time management is measured according to items adapted from Macan et al., (1990) 

which measure employees' priority setting, time planning and time utilization skills for work objectives, respectively (Cronbach's 

Alpha = 0.84). 

Organizational support is measured on a scale adapted from Eisenberger et al. (1986) which's deals with the employees perception 

of how they are valued by the organization and how the organization cares about their well-being. (Cronbach's Alpha = 0.84). 

All constructs were assessed by multi-items instruments on a 5-point Likert scale (from absolutely not (1) to absolutely (5)). 

 

Variables and Theoretical Underpinning 
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S/N Variable Names Independent/Dependent/Moderator Theoretical References 

1 Work Flexibility Independent variable Hill, Hawkins, Ferris, and Weitzman (2008) 

2 Work-Life Balance Independent variable Fisher, Bulger, and Smith (2009) 

3 Job Satisfaction Dependent variable Spector (1997) 

4 Time Management Dependent variable Macan, Shahani, Dipboye, and Phillips (1990) 

5 Organizational Support Moderating variable Eisenberger, Huntington, Hutchison, and Sowa (1986) 

 

 

Empirical Findings and Discussions 

The findings from the empirical analysis of the collected data in the Universities of Rivers State also gave some interesting insight 

and employee productivity relationship are moderated by organizational support in cases of remote work. 

Descriptive Statistics 

Variable Statement Item Mean Standard 

Deviation 

Work Flexibility "I have the freedom to adjust my work schedule to suit personal needs." 3.95 0.63 
 

"My job allows me flexibility in choosing where I work." 3.88 0.66 
 

"I can balance work demands by adjusting my working hours when 

necessary." 

4.00 0.60 

Work-Life Balance "I am able to manage my work responsibilities alongside personal 

obligations." 

3.90 0.64 

 
"My work does not frequently interfere with my personal life." 3.85 0.68 

 
"I am satisfied with the balance between my professional and personal 

life." 

3.95 0.61 

Job Satisfaction "I am satisfied with my job overall." 4.10 0.57 
 

"I feel motivated and happy with the work I do." 4.05 0.60 
 

"My job gives me a sense of accomplishment." 4.12 0.58 

Time Management "I am able to prioritize tasks effectively at work." 4.00 0.62 
 

"I complete my tasks within the set deadlines." 4.08 0.59 
 

"I use my work time efficiently to achieve goals." 4.05 0.61 

Organizational 

Support 

"My organization provides sufficient resources for me to perform my 

work." 

4.00 0.61 

 
"I receive adequate support from my organization when challenges arise." 4.12 0.59 

 
"My organization communicates effectively to support my work." 4.08 0.64 

 

4.1 Descriptive Statistics 
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The descriptive statistics for the variables studied are shown in Table 1 below: The results indicate that with regard to work flexibility, 

the mean score was 3.94 (SD = 0.63), suggesting that most found themselves having some measure of flexibility in altering their 

work locations and/or schedules. Employees rated work-life balance with a mean score of 3.90 (SD = 0.64); indicating that on the 

average, employees moderately managed their work and personal obligations. 

Job satisfaction was measured by employee productivity and had a mean score of 4.09 (SD = 0.58) indicating that generally employee 

were favorable towards their job roles and surroundings. For time management, the participants answered, they were "fairly 

effective" at task prioritization and deadlines, with a mean of 4.04 (SD = 0.61). 

 

4.2 Correlation Analysis 

Table 2 presents the correlation matrix for the variables under study. Significant positive correlations were found between the 

independent variables (work flexibility and work-life balance) and the dependent variables (job satisfaction and time management). 

Specifically: 

Work flexibility was positively correlated with both job satisfaction (r = 0.58, p < 0.01) and time management (r = 0.55, p < 0.01). 

Work-life balance showed a positive correlation with job satisfaction (r = 0.56, p < 0.01) and time management (r = 0.54, p < 0.01). 

Additionally, organizational support was positively correlated with the independent variables (ranging from 0.46 to 0.61) and had a 

strong positive correlation with job satisfaction (r = 0.65, p < 0.01), suggesting that employees who perceive higher organizational 

support are more satisfied with their jobs and better at managing their time. 

4.3 Moderation Analysis 

A moderation analysis was conducted to examine the role of organizational support in moderating the relationships between the 

independent variables and employee productivity outcomes. The analysis revealed that organizational support significantly 

moderated the relationship between the two remote work variables (work flexibility and work-life balance) and employee 

productivity outcomes. Specifically: 

 Organizational support strengthened the positive relationship between work flexibility and job satisfaction (β = 0.21, p < 

0.01). 

 It also amplified the effect of work-life balance on time management (β = 0.18, p < 0.05). 

These results support the hypothesis that organizational support serves as a moderator, enhancing the positive impact of remote work 

factors on employee productivity. 

 

Regression results of variable 

Variable Job Satisfaction 

(β) 

Time Management 

(β) 

Standard 

Error 

t-

Value 

p-

Value 

Work Flexibility 0.34 0.30 0.08 4.25 <0.001 

Work-Life Balance 0.29 0.27 0.07 3.85 <0.001 

Organizational Support 0.23 0.31 0.09 2.71 0.007 

Interaction Term (Work Flexibility × Support) 0.18 0.15 0.05 3.45 0.001 

Interaction Term (Work-Life Balance × 

Support) 

0.15 0.12 0.04 2.91 0.004 

Constant 1.50 1.46 0.44 3.41 0.001 

R² 0.70 0.73 
   

Adjusted R² 0.69 0.72 
   

F-Statistic 37.82 41.93 
  

<0.001 

 

 

Explanation of the Regression Table 

β (Beta Coefficients): 

These values represent the standardized regression coefficients, indicating the strength and direction of the relationship between the 

independent variables and the dependent variables. For example, a β of 0.34 for work flexibility in the job satisfaction model means 

that as work flexibility increases by one standard deviation, job satisfaction is expected to increase by 0.34 standard deviations, 

assuming all other variables are held constant. 

Standard Error: 
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This measures the accuracy of the estimated regression coefficients. Smaller standard errors indicate more precise estimates of the 

coefficients. 

t-Value: 

The t-value tests whether the regression coefficient is significantly different from zero. A higher t-value indicates a stronger effect. 

p-Value: 

The p-value tests the null hypothesis that the coefficient is equal to zero. Values less than 0.05 (typically) suggest that the relationship 

is statistically significant. For instance, p < 0.001 indicates a very strong relationship between the independent and dependent 

variables. 

Interaction Terms: 

These are used to test the moderating effect of organizational support. Significant interaction terms (e.g., Work Flexibility × Support) 

suggest that organizational support enhances the relationship between the remote work variable and employee productivity. For 

example, a β of 0.18 for the interaction term between work flexibility and organizational support implies that the effect of work 

flexibility on job satisfaction is stronger when organizational support is high. 

R² and Adjusted R²: 

These values represent the proportion of variance in the dependent variable that is explained by the model. For example, an R² of 

0.70 in the job satisfaction model means that 70% of the variation in job satisfaction is explained by the independent variables and 

the moderating effect of organizational support. 

F-Statistic: 

The F-statistic tests the overall significance of the regression model. A high F-statistic with a low p-value (p < 0.001) indicates that 

the model as a whole is statistically significant. 

Interpretation: 

All independent variables (work flexibility and work-life balance) have significant positive relationships with employee productivity 

outcomes (both job satisfaction and time management). 

The interaction terms between the remote work variables and organizational support show significant positive effects, suggesting 

that organizational support enhances the relationship between remote work factors and employee productivity. 

The high R² values indicate that the regression models explain a substantial amount of the variance in employee productivity, 

particularly for time management, which has a slightly higher R² (0.73). 

 

4.3 Discussion of Findings 

The outcomes of this research give a few important lessons regarding the impact of work flexibility, work – life balance and job 

satisfaction on employees' productivity in tertiary institutions in Rivers State. This finding is in line with the significance of work 

flexibility and work-life balance for good job satisfaction and a good sense of time-management during remote work. The results 

are consistent with previous studies by Allen et al. (2013), who highlighted the importance of flexible working, in terms of its 

association with employee satisfaction and retention, or by Haar et al. (2014), who determined that WLB is a crucial factor in keeping 

employees healthy and productive. 

Additionally, the study identifies organizational support as a moderating role influence, and it turns out that this is a key one. In 

particular, the results suggest that at greater levels of organization support, the employees feel more productive when working 

remotely. This result resonates with Eisenberger et al. (2002) who found that positive effects of P.O.S on employees' motivation, 

commitment and engagement. Results of this study support the moderating effect of organizational support; not only does it assist 

in the successful implementation of effective remote working but has also shown to extend the benefits that work flexibility, work-

life balance, and job satisfaction has on employee productivity outcomes. 

The findings have implications for organisations, especially tertiary institutions. To improve employee productivity in remote and/or 

hybrid working settings, institutions should not only establish policies to support flexibility and work-life balance but also design an 

organizational environment with enough organizational support resources. This can encompass communication structures, delivering 

of digital and physical resources, emotional and technical support, and creating a culture of trust, recognition and appreciation. This 

practice can help organizations connect more robustly remote work factors to employee productivity and enhance the performance 

of the institution. 

5. Implications for Future Research 

The results of this study offer the potential for research into the impact of organizational support as a moderator of relationships 

between remote work and productivity. In future research, other possible moderating factors such as personality traits or the culture 

of the organization can be identified that could be a factor in the effectiveness of the remote work arrangement. Further, longitudinal 

studies could help to examine the timing and circumstances of these relationships. 

5.1 Conclusion 
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The study was conducted to determine the link between work flexibility and employee productivity in Tertiary institutions of Rivers 

State with work flexibility, work-life balance and job satisfaction predicting, task performance and time management as 

consequences. The moderation of organizational support was experimentally included. The results showed that work flexibility, work 

life balance and work satisfaction significantly and positively affected both task performance and time management. In addition, it 

was confirmed that Organizational Support strengthens these relationships, and that it is an important factor contributing to the 

positive outcomes of flexible work arrangements. 

The results indicated that work flexibility is a potential and effective tool which can be adopted by tertiary institutions with good 

organizational policies, sufficient supports and good communication mechanisms in place. Companies that invest in employee 

flexibility and promote a healthy work-life balance as well as employee satisfaction are more likely to see better results in employee 

productivity, especially productivity results related to performance and time. 

Overall, the findings of this study are embedded in the growing literature regarding flexible work arrangements in the HE context 

and helps guide management in tertiary education institutions wanting to maximise productivity from their employees in a more 

dynamic and hybrid working environment. 

 

5.2 Contribution to Knowledge 

The study contributes to the existing literature on work flexibility by presenting empirical evidence on the relationship between work 

flexibility, work-life balance and employee productivity as reflected in employee's task performance and time management that fits 

the context of tertiary institutions in Rivers State, Nigeria. 

The study specifically points out the importance of organizational support as a moderating variable which enhances the positive 

relationship between variables related to work flexibility and the outcomes regarding employees. The study places the research in a 

developing economy and academic environment, which broadens the scope of work flexibility and productivity theories, which are 

typically studied in developed countries' corporate context. 

Moreover, it provides a tested model for developing an understanding of productivity in flexible employment for teachers and other 

employees in tertiary education, thus offering a practical approach to a context where policy makers, administration and HR 

managers aim to increase productivity and time management of academic and non-academic employees. 

The results also shed light on the current debate on the sustainability of flexible working arrangements in education, particularly in 

the face of new technologies, flexibilisation and uncertainty about the future. 

5.3 Recommendations 

i. Regular training, workshops and technical support sessions should be organized at tertiary institutions to further enhance 

the employees' competencies and confidence in utilizing remote work tools and platforms.  

ii. Clear rules and guidance must also be in place and mentored for employees to accomplish tasks effectively working 

remotely. 

iii. Flexible working policies must be put into place within institutions to enable employees to better manage both their working 

and private lives. Promoting sensible workload levels, accommodating deadlines, and consistent well-being programs can lead to a 

reduced risk of burnout and higher levels of job satisfaction. 

iv. Management needs to maintain a solid digital communications backbone (stable internet connection, collaborative tools, 

etc.) and create effective, outcomes-based performance metrics to boost productivity in distant locations. 

Support for remote employees necessitates commitment from the organizational leadership on a regular basis, provision of adequate 

resources, communication systems, as well as feedback and recognition systems. It boosts employee trust and motivation, and 

improves commitment to the company through enabling management practices. 

vi. These could be the most important aspects that institutions can work on to boost task performance and engagement of 

employees: highlighting self-efficacy, educating on work-life balance and ensuring productivity along with good support from the 

organisation. 

vii. Developing purpose, ownership and connectedness for students is a priority even in remote spaces. 
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