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Abstract

This study aimed to investigate the impact of remote work on team
productivity in Saudi Arabia, with a specific focus on comparing the
government and private sectors. The study adopted a quantitative
descriptive research design, collecting data via a structured online
questionnaire from a sample of 28 employees across various sectors.

The analysis revealed a generally positive impact of remote work on
team productivity, with an overall mean score of 4.00 out of 5.00.
However, the findings highlighted a clear disparity between sectors;
private sector employees reported a significantly higher improvement in
productivity (Mean = 4.29) compared to their counterparts in the
government sector (Mean = 3.69). Furthermore, the availability of a
suitable home work environment was identified as a critical enabler of
performance.

Based on these results, the study recommends that organizations,
particularly within the government sector, transition towards results-
based management systems rather than presence-based monitoring.
Additionally, investing in digital infrastructure is essential to sustain
high productivity levels in remote work settings.
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Chapter 1: Introduction

1. Research Background

Remote work has become a core work practice, enabled by digital tools and a push for flexibility. As
adoption expanded post-COVID-19, key questions emerged about its effect on team productivity—
speed, quality, coordination, and rework—beyond individual output. Evidence suggests context matters:
organizational culture, technology use, and employee attitudes can enable or constrain outcomes. This
study centers on Saudi organizations and asks when and how remote work enhances or hinders team
productivity.

2. Research Problem:

The net effect of remote work on team productivity remains unsettled in prior research. Some evidence
shows gains in focus and autonomy; other findings highlight coordination frictions and leaner
communication. This study addresses that gap by measuring how remote work affects team productivity
in Saudi Arabia and by identifying the enabling and hindering factors.

3. Research Significance:

3.1 Theoretical significance:

This study shifts focus from individual outcomes to team-level productivity in distributed settings and
emphasizes the roles of communication, collaboration tools, and psychological safety. It adds team-
centric evidence to organizational behavior literature on virtual collaboration.

3.2 Practical significance;
Findings guide HR and managers in designing remote/hybrid policies and routines that improve
coordination, performance, and employee satisfaction in Saudi organizations.

4. Research Questions:
e Ql. What is the impact of remote work on team productivity in organizations in Saudi Arabia?

Q2. What are the main challenges teams face when working remotely?

Q3. What role do communication and collaboration tools play in distributed team performance?

4
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Q4. Are there productivity differences between hybrid and fully remote teams?

. Research Objectives:

O1. Measure the impact of remote work on team productivity.

02. Identify factors that influence productivity in distributed teams.

03. Examine managerial practices and tools that support effective teamwork.
04. Compare productivity between hybrid and fully remote teams.

. Research Hypotheses:

H1: Effective communication is positively associated with team productivity in remote settings.
H2: Focus (fewer interruptions) is positively associated with team productivity.

H3: Availability of tools and support is positively associated with team productivity.

H4: Team productivity differs between hybrid and fully remote teams.

. Conceptual Model:

Four predictors—Tools/Support, Communication/Meetings, Focus/Interruptions, and
Engagement/Psychological Safety—each influence Team Productivity

Figure 1. Conceptual model

Tools / Support

Communication / Meetings

Team Productivity
Focus / Interruptions

Engagement / Psychological Safety

8. Scope of the Study:
Context: public and private sectors in KSA; unit of analysis: the team. Includes hybrid and fully remote
teams operating in that mode for 2 3 month:s.

9. Suggested Project Structure:

Chapter 1: Introduction

Chapter 2: Literature Review

Chapter 3: Methodology

Chapter 4: Statistical Analysis & Findings
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Chapter 2: Literature Review

1. Overview:

This chapter introduces remote work and team productivity concepts and synthesizes recent findings on
how remote work helps or hinders team outcomes, with an emphasis on contexts similar to Saudi tech
and services sectors.

2. Independent Variable: Remote Work:

Remote work is defined by intensity (days remote), autonomy/flexibility, tooling and IT support, and
coordination discipline (cadence, documentation, meeting practices). These facets shape both job
demands and available resources and therefore influence team-level outcomes.

3. Dependent Variable: Team Productivity:

Team productivity is the collective ability to deliver outcomes on time and to standard, with minimal
rework. It can be reflected in milestone attainment, cycle time, quality/rework, and perceived team

effectiveness. Antecedents include role clarity, adequate tools, psychological safety, and supportive

leadership.

4. Expected Relationships:

Effective communication and proper tools improve coordination and information flow; interruptions and
low engagement reduce performance. Differences may appear between hybrid and fully remote teams
depending on task interdependence and coordination norms.

5. Mini-Conclusion:

The literature supports the proposed hypotheses and the measurement of five two-item dimensions
linked to team productivity (Tools/Support; Communication/Meetings; Focus/Interruptions;
Engagement/Psychological Safety; Productivity/Satisfaction)
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Chapter 3: Methodology

3.1 Research Design

This study employs a quantitative descriptive research design. This approach was chosen to quantify
employee perceptions regarding remote work and its impact on productivity using numerical data,
allowing for statistical analysis and comparison between different sectors (Government vs. Private).

3.2 Population and Sample
The target population consists of employees currently working in Saudi Arabia across various sectors.

Sampling Method: A convenience sampling method was used, distributing the survey via digital
channels (e.g., email, social media) to accessible professionals.

Sample Size: The final sample consists of N = 28 valid responses.

Demographics: The sample is predominantly female (85.7%) with a nearly even split between the
Private Sector (51.9%) and the Government Sector (48.1%).

3.3 Data Collection Instrument
Primary data was collected using a structured online questionnaire (Google Forms). The survey consisted
of three sections:

1. 1.Screening: To ensure respondents work in KSA and have remote work experience.

2. 2. Demographics: (Gender, Age, Sector, Job Level).

3. 3. Core Variables: Likert-scale questions (1 = Strongly Disagree to 5 = Strongly Agree) measuring
'Remote Work Environment,' '"Motivation,' and 'Productivity.'

3.4 Data Analysis Tools

The collected data was exported to CSV format and analyzed using Python (Pandas and Matplotlib
libraries). Descriptive statistics (frequencies, percentages, and means) were calculated to summarize the
data, and comparative analysis was performed to examine differences between the private and
government sectors.

3.5 Validity and Reliability

Validity: To ensure the validity of the research instrument, the questionnaire items were adapted from
established scales used in previous studies (refer to Literature Review). The survey content was
reviewed to ensure it aligns with the research objectives and clearly measures the impact of remote
work on productivity within the Saudi context (Content Validity).

Reliability: To measure the internal consistency of the questionnaire, Cronbach’s Alpha test was
conducted using SPSS. The analysis yielded a coefficient value of 0.80, which exceeds the generally
accepted threshold of 0.70. This indicates that the study instrument is highly reliable and the data
collected is consistent for analysis.
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Chapter 4: Data Analysis & Results

4.1 Demographic Profile
The analysis of the 28 respondents reveals the demographic structure of the sample.

e Gender: The majority of respondents were female (85.7%), while males constituted 14.3%.
e Sector: The sample is well-balanced, providing a solid basis for comparison. 51.9% of respondents
work in the Private Sector, while 48.1% work in the Government Sector.

[Figure 1: Demographic Distribution by Gender]
Figure 1: Demographic Distribution by Gender

Male

Female

4.2 Descriptive Statistics (Remote Work Indicators)
Participants rated their experience on a 5-point Likert scale. The findings indicate a generally positive
attitude toward remote work:

e Work Environment: This factor received the highest rating (Mean = 4.07), suggesting that most
employees have established suitable home offices.

e Productivity Improvement: The overall mean for self-reported productivity was 4.00, indicating a
strong consensus that remote work has positively impacted performance.

e Motivation: The mean score was 3.82, reflecting high engagement levels.

4.3 Comparative Analysis (Private vs. Government Sector)
A key objective of this study was to compare productivity outcomes between sectors.

e Private Sector: Employees reported a higher improvement in productivity with a mean score of 4.29
e Government Sector: Employees reported a moderate improvement with a mean score of 3.69
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[Figure 2: Productivity Improvement by Sector]

Productivity Improvement by Sector

4.5

4.0

354

3.0

25

2.0

Mean Score (1-5)

0.5

0.0 -
Private Sector

Sector

Public Sector

Interpretation: The data suggests that private sector employees perceive a greater benefit from remote
work in terms of productivity compared to their government counterparts. This could be attributed to
differences in digital infrastructure, organizational culture, or the nature of tasks in the private sector

4.4 Statistical Summary

Table 4.2: Reliability Statistics (Cronbach’s Alpha)

N of tems | Cronbach’s Alpha

Construct

0.80

Overall Scale

Table 4.3: Hypothesis Testing Results (Spearman Correlation)

Result Correlation (p) Relationship Hypothesis
Supported **0.88 Motivation - Productivity H1
Supported *0.65 Environment - Productivity H2

Weak Support 0.28 Tools - Productivity H3
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Chapter 5: Conclusion / Discussion

The study concludes that remote work has a positive impact on team productivity in Saudi Arabia, with
an overall rating of 4.00/5.00. The availability of a suitable home work environment appears to be a
strong enabler of this productivity (Mean = 4.07). However, the impact is not uniform; private sector
entities seem to be leveraging remote work more effectively (Mean = 4.29) than government entities
(Mean = 3.69).

Recommendations

Organizations, particularly in the government sector, should focus on:

Enhancing digital tools and technical support for remote employees.

Adopting performance-based management styles rather than presence-based management to close
the productivity perception gap.

5.4 Limitations of the Study This study has some limitations that should be acknowledged. First,

the sample size was relatively small (N=28), which may limit the generalizability of the results to the

entire Saudi workforce. Second, the use of a convenience sampling method via social media may

have introduced some selection bias. Finally, the study relied on self-reported data, which can be

subject to personal bias.

5.5 Suggestions for Future Research Based on the findings and limitations, future research

could focus on:

e Conducting similar studies with a larger and more representative sample size across different
regions of Saudi Arabia.

e Using qualitative methods (such as interviews) to gain deeper insights into the specific
challenges faced by government sector employees.

e Investigating the long-term impact of hybrid work models on employee mental health and job
satisfaction.
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Appendix A — Survey (Google Forms)

Title: The Impact of Remote Work on Team Productivity in Saudi Arabia

For questions, contact: Mohammed.Ab@gmail.com

Screeners

Are you currently employed (full-time/part-time) in Saudi Arabia? (Yes/No)

Do you work remotely at least 1 day per week (currently or in the last 12 months)? (Yes/No)

Demographics

Age group; Gender (include Prefer not to say); Sector (public/private/other); Role level

(IC/Lead/Manager/Director+);

Tenure (years); City; Typical remote days per week (0-5); Team size.

Likert Items (1-5)

| have the tools and support | need to work remotely.

My remote/home environment is suitable for focused work.
Our team communicates effectively while working remotely.
Meetings are efficient and purposeful.

| can choose when to focus on deep work.

| experience fewer interruptions when working remotely.

| feel motivated and engaged when working remotely.

| feel safe to voice ideas or concerns in my team.

My overall productivity has improved with remote work.

| am satisfied with my current work arrangement.

Open-ended (optional)

What most helps you be productive when working remotely?
What are your top challenges when working remotely?
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Appendix B — Operational Definitions:

Construct Operational definition ltems Response scale
Tools/Support Mean of items (1-2) 2 Likert 1-5
Communication/Meetings Mean of items (3-4) 2 Likert 1-5
Focus/Interruptions Mean of items (5-6) 2 Likert 1-5
Engagement/Psychological Safety Mean of items (7-8) 2 Likert 1-5
Productivity/Satisfaction Mean of items (9-10) 2 Likert 1-5

Appendix C — Instrument Table:

Construct Item text Coding
Tools/Support | have the tools and support | need to work remotely 1-5
Tools/Support My remote/home environment is suitable for focused work 1-5
Communication Our team communicates effectively while working remotely 1-5
Meetings Meetings are efficient and purposeful 1-5
Focus | can choose when to focus on deep work 1-5
Interruptions | experience fewer interruptions when working remotely 1-5
Engagement | feel motivated and engaged when working remotely 1-5
Psychological Safety | feel safe to voice ideas or concerns in my team 1-5
Productivity My overall productivity has improved with remote work 1-5
Satisfaction | am satisfied with my current work arrangement 1-5
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