
 

  

International Journal of Humanities Social Science and Management (IJHSSM) 

Volume 4, Issue 1, Jan.-Feb., 2024, pp: 577-591                             www.ijhssm.org                 

                                      

 

 

 

| Impact Factor value 7.52 |                       ISO 9001: 2008 Certified Journal                            Page 577 

Effect Of Remote Work On Employee’s Performance: A 

Study Of Ultima Studio, Lagos Nigeria 
 

Frank Awala 
Department of Human Resource Management, Highstone International University California USA 

----------------------------------------------------------------------------------------------------------------------------- ---------- 

Date of Submission: 24-01-2024                                                                           Date of Acceptance: 06-02-2024 

------------------------------------------------------------------------------------------------------------------------ ---------------   

 

ABSTRACT 
This study examined Remote Work and Employees’ 

Performance with particular reference to Ultima 

Studio, Lagos State. The specific objectives of the 

study were to determine if there is a relationship 

between remote work and employees’ performance 

in Ultima Studios; ascertain the relationship 

between remote work, managerial supervision and 

employees’ performance evaluation in Ultima 

Studios; examine the relationship between remote 

work and organisational commitment of employees 

in Ultima Studios and determine the relationship 

between remote work and employees job 

involvement in Ultima Studios. The population of 

the study consists of employees of Ultima Studios, in 

Lagos State. The research design was survey design. 

The research instrument was a structured 

questionnaire. A sample of 55 employees was 

selected using census and convenience sampling 

techniques. Census sampling techniques was 

adopted to select the Ultima Studies employees in 

Lagos. Data collected were analyzed using both 

descriptive and inferential statistical tools; 

specifically, simple percentage was employed to 

carry out descriptive analysis while Pearson 

moment correlation statistical method was applied 

to test the hypotheses.  The results obtained revealed 

that negative relationship between remote work and 

employee performance; A positive relationship 

between managerial supervision and employees’ 

performance in Ultima Studios. This result implies 

that there is a significant relationship between 

remote work and managerial supervision and 

employees’ performance in Ultima Studios and that 

there is significant relationship between remote 

work and organisational commitment of employees 

in Ultima Studios. The result of the analysis led the 

conclusion that Ultima Studio provide all the work 

tools needed to work y remotely effectively and that 

there is a significant relationship between stable 

information technology and employee performance. 

The study recommends that Management of Ultima 

Studio needs to implement policies that will give 

employees the opportunity to enjoy the same benefits 

while working from the office. Organizations need 

to pay close attention to the benefits of remote work 

and the effect it could have on their employees’ 

problem-solving ability particularly those 

employees that require fewer interruptions and 

distractions to do their job amongst others. 

Keywords: Remote work, managerial supervision, 

job involvement, organisational commitment, 

employees’ performance 

 

I. INTRODUCTION 
Remote work has been rising for years, as 

more occupations use computers and 

telecommunications; more people have reliable 

home Internet connections, and more families have 

both parents working full time. The Covid-19 

pandemic accelerated this process by forcing a large 

fraction of the global workforce to switch to remote 

work at least temporarily. Compared to Working 

from the Office (WFO), Remote work has the 

potential to reduce commute time, provide more 

flexible working hours, work at your own pace 

depending on your job role, increase job 

satisfaction, and improve work-life balance.  

However, little is yet known about some of the more 

fundamental consequences of remote work, 

including its effects on employee performance and 

which factors play a role in making remote work 

more or less productive than WFO (WSJ, 2020; 

Financial Times, 2021). 

Some organisations have emerged stronger 

whereas others have actually succumbed to the 

negative effects of the pandemic. Introduction of 

remote working to organisations at this time of the 

coronavirus pandemic may be an indication that 

employees may continue working from home 

permanently, even after the pandemic. However 

effective implementation of remote working is 

subject to factors such as infrastructure, employee 

collaboration, data security, policy framework 

regarding employees’ terms and conditions of 

service, employee well-being, among other factors. 
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The Coronavirus (COVID19) pandemic 

has changed the working pattern of many 

organisations, if not all of them. The changes that 

have been implemented in various organisations are 

expected to provide permanent solutions to the 

unpredictable working environment caused by the 

Coronavirus pandemic and other unforeseen 

circumstances in the future. Remote working has 

now become the order of the day for employees, 

many of whom are working remotely for the first 

time. According to Guyot and Sawhill (2020), the 

COVID-19 pandemic is among other things, a 

massive experiment in telecommuting. The outbreak 

is accelerating the trend toward telecommuting, 

possibly for the long term 

The surge in remote working coupled with 

the rapid adoption of communications and 

collaborative technology means many companies 

have seen no significant change in employee 

productivity. COVID-19 has had a profound impact 

on how work gets done and the longer term 

implications for employers and employees are far 

reaching. For employers who have found their 

employees can be just as productive away from the 

office, it seems increasingly likely that we will see 

an accelerated shift towards more agile working, 

with reverberating effects across the economy (Neil, 

2020).  

Rapidly changing technology and the 

emergence of the covid-19 pandemic has stifled 

organizational leaders’ ability to manage and lead 

their organizations. Traditionally, organizational 

leaders provided face-to-face oversight and 

management to employees who worked within steps 

of their offices; thus, leaders had an opportunity to 

respond immediately to their employees’ needs and 

concerns (Dukes, 2014). The workplace is now a 

hybrid working environment that incorporates both 

work from office and remote employees, but the 

performance of these employees vary because of 

their different working environments. The general 

management problem was that the number of remote 

workers has steadily increased while the levels of 

workplace performance have been decreasing 

(Adkins, 2015; Allen, Golden, & Shockley, 2015; 

Bibby, 2015).  Owing to insufficient research on 

remote workers performance, this study explores 

remote workers’ performance and creates taxonomy 

of the critical incidents and responses that can 

strengthen and maintain favorable performance 

levels and militate against incidents that could erode 

remote worker performance.  

Individuals are well adapted to cope with 

working from the office and proper supervision to 

perform well enough - in fact this can often be 

positive - but there will be greater difficulty in 

coping with no supervision and still performing up 

to expected standard (Sucheran & Olanrewaju, 

2021). A key point to recognize is that individuals 

will react differently to working from home in 

different situations and at different stages in their 

working lives. Based on the foregoing, it is 

worthwhile to conduct a research of this nature to 

reveal specific facts about employee performance 

even in a remote work situation. 

 

Objectives of the Study 

The central objective of this study is to 

examine the effect of remote work on employee’s 

performance. The specific objectives are to examine 

the impact of remote work, augmented by 

information technology on individual performance; 

to study the impact of remote work on supervision 

and performance evaluation; to investigate the 

impact of remote work on the organizational 

commitment of the employee and to assess the 

impact of remote work on employee job 

involvement.  

Three hypotheses are used to explain the 

relationship between remote working and employee 

performance. The first hypothesis suggests that 

remote work and employees’ performance have a 

negative relationship. Remote work is viewed as 

dysfunctional to both individuals and organizations 

because some employees see it as a free time to do 

anything they want and even engage in other 

businesses because they do not have any one to 

supervise them onsite. 

H01:  There is no significant relationship between 

information technology while working remotely and 

employee performance 

H02:  Managerial supervision while working 

remotely does not affect employee’s performance. 

H03:  Management disposition on remote work 

does not have any relationship with employee’s 

performance in the organization. 

 

The relevance of this study is to explore the 

effect of remote work on employee’s performance in 

the media sector using Ultima Studios as a case 

study. This media sector was chosen because of the 

constant need for the employees who work there to 

be at the office at all times. Employees would find 

this research useful as it would keep them abreast of 

how to enhance their performance working from 

home with little or no supervision and how to 

remain continuously self-motivated. The study 

would also be relevant to other industries as it is an 

aid to enhance employee performance even while 

working remotely. 
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The desire of every employer is optimum 

performance and revenue generation. This can only 

be achieved when the employees work at their best 

with little or no supervision, but one major factor 

that has been identified in the literature to affect the 

performance of employees is working with no 

physical supervision amongst other factors. The 

focus of this study is to understand how remote 

work affects workers’ performance and also to 

identify the factors that are responsible for low 

employee performance while working remotely. 

However, it is hoped that the key ideas can be 

transported to any workplace wishing to increase or 

enhance workers’ performance. 

The growing popularity of remote work is 

not a fad. Its long history is evidence that there's 

certain inevitability to it. This has accelerated with 

the pandemic, and most career paths will now 

contain some degree of remote work in the future. 

Parungao (2020) predicts that the move 

towards work from home will be a more permanent 

change rather than a temporary one. This will result 

in reduction in production costs and increase in 

financial gains by employees. In addition, efficiency 

will be enhanced in organisations due to continuous 

use of technology. Companies will also be implored 

to introduce proper remote working policies to 

ensure a strong workplace culture and efficient 

operations. According to O’Halloran (2020). A 

Gartner survey of 229 human resources (HR) 

managers on 2 April has revealed that while 30% of 

their employees worked remotely at least part of the 

time before the Coronavirus pandemic, 81% or more 

are currently working remotely and 41% are likely 

to do so at least some of the time once a return to 

normal working is permitted. It also found that 15% 

of those surveyed said 61-80% of their employees 

are now working remotely. Although it stressed that 

remote workers are highly productive, Gartner 

warned that turnover risk is much higher with 

remote working. It cited a first-quarter 2020 survey 

of more than 5,000 employees that found 48% of 

fully remote employees’ exhibit high discretionary 

effort, compared with 35% of staff who never work 

remotely.  

 

II. LITERATURE REVIEW 
Given that the Covid19 pandemic has seen 

many employees planning to work in a way that 

they had not previously considered, Gartner has 

developed a guide to help organisations manage 

remote talent in the new working environment. Its 

NEAR model involves four steps: normalize self-

direction, enable new relationships, accentuate the 

positive and revamp team expectations. Gartner 

found that two-fifths of remote employees want 

more self-directed work and it appealed to managers 

to trust their employees and move away from 

directing their work to coaching them to success. It 

advised management to focus on employees’ work 

product and outputs, rather than processes. Remote-

working also referred to as telecommuting or 

working from home, is an initiative that has been 

with us for a while (Narayanamurthy & Tortorella, 

2021). However, many organizations are yet to 

design and implement policies on remote-working. 

Recently, the remote-working initiative has become 

a game changer, after the Coronavirus COVID 19 

pandemic threatened to negatively impact the 

productivity of many organizations. This has 

necessitated all organizations that are focused on 

remaining relevant in the business environment to 

modify their policies in order to accommodate 

remote-working. It has however been very 

challenging for a number of organizations to adjust 

to the work from home arrangement, which is the 

new normal. Most employers do not have clear and 

consistent policies on working from home. As a 

result of the Coronavirus, organizations will move 

away from arbitrary discretion and toward company 

wide, objective policies on which jobs can be done 

remotely, and under what circumstances. He argues 

that working from home mainly suits white collar 

jobs, and even then, not all such jobs. It also can’t 

be done indefinitely, since at some point most 

employees will need resources from their peers or at 

their offices (Capppelli 2020). 

 

2.2 Conceptual Review 

Many organisations have been thrown into 

unfamiliar waters by the negative impacts of the 

Coronavirus (COVID19) pandemic. As a result, 

businesses have derived response mechanisms and 

aligned themselves to the unpredictable current 

situation. Organisations have devised both long term 

and short term strategies to enable them to remain 

relevant in the business environment. The 

Coronavirus (COVID19) pandemic has forced 

organisations to exercise resilience and strategise 

new ways of working, including introduction of 

remote working into their working systems 

(Narayanamurthy & Tortorella, 2021). Effective 

implementation of remote working needs to be 

supported by strong technological systems, which 

may not be available in some organisations. The fact 

of the matter is that all organisations have been 

affected by the Coronavirus (COVID, 19) pandemic 

with varying degrees of severity. Some 

organisations have emerged stronger whereas others 

have actually succumbed to the negative effects of 
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the pandemic. Introduction of remote working to 

organisations at this time of the Coronavirus 

pandemic may be an indication that employees may 

continue working from home permanently, even 

after the pandemic. However, effective 

implementation of remote working is subject to 

factors such as infrastructure, employee 

collaboration, data security, policy framework 

regarding employees’ terms and conditions of 

service, employee well-being, among other factors.  

 

Definition of Remote work 
Remote work is a working style that allows 

professionals to work outside of a   traditional office 

environment. It is based on the concept that work 

does not need to be done in a specific place to be 

executed successfully. Think of it this way: instead 

of commuting to an office each day to work from a 

designated desk, remote employees can execute 

their projects and surpass their goals wherever they 

please (Thorstensson, 2020). People have the 

flexibility to design their days so that their 

professional and personal lives can be experienced 

to their fullest potential and coexist peacefully. For 

employees who can complete work offsite, this 

arrangement can help ensure work-life balance, 

access to career opportunities or reduced 

commutation costs. Benefits for the company 

include increased employee satisfaction and 

retention, increased productivity and cost savings on 

physical resources. Remote work arrangements can 

be temporary or permanent, part-time or full-time, 

occasional or frequent. Remote work requires 

policies governing equipment use, network security 

and performance expectations. 

COVID-19 struck fast and hard when the 

whole world was unprepared for it. From social 

distancing, working from home (WFH) and panic 

buying, life took a sudden turn for the worse. New 

studies are popping up to show the benefits and 

concerns of social distancing and remote working 

(Robinson 2020). 

Facebook, Google, Twitter and Amazon 

have since implemented remote working policies for 

many or all of their employees around the globe. 

These companies have began encouraging 

employees in Seattle to work from home as the 

Coronavirus outbreak, also called COVID-19, 

spread in Washington State. The Coronavirus 

pandemic has forced many schools and universities 

to transition to online classes. Important events like 

the Olympic games, International conferences, 

political rallies, graduation ceremonies, concerts and 

many other events have either been cancelled or 

postponed (Pasantino et al. 2020). 

The implementation of remote work in any 

organization is dependent on the organization itself 

and the job description of the staff as some roles 

cannot be done from home. There are different kinds 

of remote working; According to the workers who 

use it, the place, type of work, the environment, and 

the purpose of use. According to the reviews there 

are positive and negative impacts on workers 

performance by using the remote working which 

may include; Information and communication 

(LCT) had useful effects on more results, such as 

job happiness, performance, revenue intent, and role 

stress,: minimum physical necessities, individual 

monitor over work pace, defined deliverables, a 

need for concentration, and a comparatively low 

need for communication.  

The persons who worked at home 

effectively were found to be extremely self-

motivated and self-disciplined and to have abilities 

which provided them with bartering influence 

(Anakpo, Nqwayibana, Mishi, 2023). They also 

made the plan either because of family desires or 

because they preferred few social fraud facts beyond 

family. The negative impacts include; pressures of 

time management, financial pressures or 

uncertainty, Loneliness from lack of colleague 

contact, Separation in the workplace - feeling `left 

out', Absence of regular routine, marketing yourself, 

Lack of sympathy from others who choose more 

conformist paths. 

Different experts have analyzed the benefits and 

drawbacks of remote work, and they are discussed 

below: 

 

Benefits of Work from Home for Employees and 

Organizations 

One of the most influential reasons for 

preferring working from home is the flexible 

scheduling options. Lupu (2017) states that flexible 

scheduling enables employees to have a certain 

autonomy in planning their daily lives, including 

both employee and family activities according to 

their needs, such as taking their children to school or 

go to the doctor. Ford and Butts (1991) mention the 

possibility of the employees modifying their 

working schedule daily or even hourly. Wienclaw 

(2019) lists the benefits of flexible scheduling 

option as follows: being free to sleep in and work 

late, starting and ending early, working forty hours 

in four days instead of five or six days a week, 

scheduling personal appointments (e.g. physician, 

dentist, hairdresser) during office work-hours and 

completing the work later in the evening without 

using vacation days.  
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Another benefit of working from home for 

the employees is saving time in commuting to the 

office, avoiding rush-hour traffic. Ford and Butts 

(1991) claim that eliminating the stresses of driving 

in rush hour traffic may represent the most 

important advantage for many employees. 

Wienclaw (2019) indicates that by not commuting, 

employees will have more free-time to spend with 

their families.   

There is also a financial benefit from many 

aspects for the employees working from home. They 

can save money “by dispensing with the commute to 

the office” (Wienclaw 2019), such as “savings in 

gasoline also known as fuel” (Ford and Butts 1991), 

“costs for parking or other transportation” 

(Wienclaw 2019). Employees can also save money 

by eliminating costs of appropriate office clothing 

and lunches (Ford and Butts 1991). Another 

financial benefit they have is decreased cost with 

“babysitting/kindergartens/nurses” (Lupu 2017) and 

“not having to pay for afterschool programs” 

(Wienclaw 2019). 

The motivations of the organisations 

preferring working from home are as follows: Lupu 

(2017) mentions the reduced expenses of 

organisations, such as “rent, maintenance, 

computers, telephones, offices, utilities, equipment, 

etc”. Ford and Butts (1991) also make further 

explanations about office space costs and indicate 

that companies can avoid leasing additional offices 

through a telecommuting program. Beňo (2018) also 

mentions the reduced costs of parking space for the 

employees’ cars. Another factor organisations have 

as a motivation is increased workforce productivity. 

Both Lupu (2017) and Ford & Butts (1991) mention 

productivity factor and suggest that the reason 

behind it, is long periods of uninterrupted time for 

concentration on their tasks and “lack of 

interruptions, increased concentration, increased 

motivation, employee satisfaction, a better employee 

dedication, increased work energy by reducing time 

and disruptive elements” (Lupu 2017).  

The third factor is related to the possibility 

of employing people who may otherwise not be able 

to travel to the office, such as mothers, the 

handicapped, employees who live far away from the 

office and do not want to be relocated (Ford and 

Butts 1991). The fourth factor is concerned with 

reducing absenteeism. Lupu (2017) claims that these 

factors reduce absenteeism: “diseases, family 

events, adverse weather conditions, nervous 

breakdown”. Wienclaw (2019) adds the factor of 

caring for sick children or elders easily without 

having to take time off from work into the list of 

factors reducing absenteeism. 

 

Drawbacks of Work from Home on Employees 

and Organisation 

There are also several drawbacks of 

working from home for employees. Lupu (2017) 

mentions these drawbacks: “the technical problems 

that cannot be solved remotely, the unequal salaries 

between employees working in the office and 

teleworkers; employee isolation, limitation of 

normal interaction with the colleagues and 

difficulties in organizing union activities”. 

Another important drawback for the 

employees is the hindrance of career advancement. 

Anakpo, Nqwayibana and Mishi (2023) claim that 

the saying “out of sight, out of mind” is valid for 

employees working from home when it is time for 

promotions of the personnel. They claim that co-

workers remaining in the office have a higher 

chance to be known and get promoted quicker, as 

the management does not know about the 

interpersonal communication skills and relationships 

of the employee working from home. This situation 

affects his or her future employment as well, as the 

present employer or the supervisors do not have a 

clear picture about the employee working from 

home and therefore have doubts about making 

recommendations. The final drawback of working 

from home for the employees is the lack of 

opportunity to have an informal communication 

network with the colleagues. When the employees 

do not have such interactions, they may feel 

alienated from the colleagues and company goals 

and values (Anakpo, Nqwayibana & Mishi, 2023). 

Although working from home practice has 

become more common in many countries due to the 

benefits mentioned above, organizations still have 

reluctance to adopt this form of working because of 

the drawbacks. Organizations fear that employees 

may give priority to personal errands over work or 

may “farm out the work to somebody else” , 

decreasing the control of the organisation even 

further. This may lead to data security problems, 

which Peters et al. (2004) claim to be the major 

drawback, ranking first among many other 

drawbacks according to their study. They indicate 

that there is a risk of unauthorized access to the 

system and privileged company data which can be 

used by their competitors.  

Peters et al. (2004) state that productivity 

and work quality problems are ranked second 

among the drawbacks of working from home for 

organisations according to their study. Greer et al. 

(2014) mention distractions in the home 

environment of the employees, which was reported 

as a drawback by supervisors. They also reported 
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“lack of adequate work-related resources including 

technological equipment and files stored at the main 

worksite that are required to perform work-related 

tasks while teleworking” (Silungwe, 2020). Another 

reported drawback by supervisors was “managing 

and monitoring teleworker performance” (Silungwe, 

2020). One of the reasons creating this problem is 

the “limited accessibility of employees” by the 

organisation (Lupu 2017). Even when the 

employees are accessed by their colleagues and 

supervisors, “lack of face-to-face communication 

and the benefits associated with face-to-face 

communication” creates a drawback for the 

employees (Greer et al. 2014).  

 

2.3 Theoretical Framework of the Study 

Asika (2005) defined theory or model as an 

abstract pattern whose structure in relevant respects 

is congruent with the structure of the physical (and 

social) world, as demonstrated by agreement 

between observations and predictions made from the 

theory or model. Three prominent theories are 

presented here to explain the theoretical framework 

of our study: 

 

Self - Efficacy Theory: 

According to self-efficacy theory, if 

organizations can learn how to increase their 

employees' self-efficacy judgments about their 

abilities to complete relevant remote work tasks, this 

should lead to improved performance. Self-efficacy 

theory is an important component of Bandura's 

(1986) more general social cognitive theory, which 

suggests that an individual's behavior, environment, 

and cognitive factors (i.e., outcome expectations and 

self-efficacy) are all highly inter-related.  

Wood and Bandura (1989) expanded upon 

this definition by suggesting that self-efficacy 

beliefs form a central role in the regulatory process 

through which an individual's motivation and 

performance attainments are governed. Self-efficacy 

judgments also determine how much effort people 

will spend on a task and how long they will persist 

with it. In order of strength, the first is performance 

accomplishments, which refers to personal 

assessment information that is based on an 

individual's personal mastery accomplishments (i.e., 

past experiences with the specific task being 

investigated). Previous successes raise mastery 

expectations, while repeated failures lower them 

(Saks, 1995; Silver, Mitchell & Gist, 1995).  

 

Herzberg's Hygiene Factor Theory 

Herzberg's Hygiene Factor plays an 

important part in the success of remote project 

teams. Remote employees do not report into the 

office each day and may start to feel disconnected. 

Understanding what is important in a position to the 

employees and being able to work with them to 

provide a good balance of working conditions, 

salary, personal life, working relationships, security 

and status will engage the team members. Remote 

project teams will generally work from home, which 

for most team members will contribute to great 

working conditions. Team members will work from 

the comfort of their home, which will eliminate a 

daily commute to the office, which is a huge benefit 

to the team members. Working from home will also 

contribute to a good work and personal life balance.  

 

2.4 Empirical Review  

Monteiro et al. (2019) explore whether 

remote work increases employee productivity or not. 

They use rich sample data from firms over the 

period 2011-2016 to determine the effect of remote 

work on employee performance empirically. They 

claim that although it is empirically proven by many 

previous studies, the hypothesis of “working 

remotely contributes to job satisfaction and 

motivation of the employees” needs to be reviewed 

again. Therefore, they used “a longitudinal panel 

dataset of firms in a sample that is representative of 

the whole economy, including manufacturing and 

services industries” to broaden the analysis scope 

(Monteiro et al. 2019). They claim that their 

findings change when they include time-invariant 

factors and non-observable constant characteristics 

of the firm. According to the findings, remote work 

affects the average productivity negatively, which 

may depend on the “substantial degree of 

heterogeneity across different categories of firms”. 

They claim that non-exporting small firms with 

below-average skill level employees are more 

inclined to be affected by remote work negatively 

(Monteiro et al. 2019).Previously, the world has 

suffered a number of epidemics including SARS, 

MERS Swine flu, Anthrax, HIV Aids, Ebola etc. 

Employers implemented various strategies to protect 

their employees against these epidemics. As for the 

Coronavirus (COVID 19) pandemic, the focus has 

been on preventing infection by ensuring employees 

do not go to work in order to maintain social 

distance. Remote working has become the option for 

many employers who want to remain in business. 

However, most companies are still holding onto a 

rigid work culture whereby all employees are 

required to work within the company premises. 

They are yet to invest in the necessary technology 

and remote working policies. Research to 

empirically illustrate the impact of remote working 

https://onlinelibrary.wiley.com/doi/full/10.1111/j.1083-6101.1998.tb00085.x#b5
https://onlinelibrary.wiley.com/doi/full/10.1111/j.1083-6101.1998.tb00085.x#b5
https://onlinelibrary.wiley.com/doi/full/10.1111/j.1083-6101.1998.tb00085.x#b66
https://onlinelibrary.wiley.com/doi/full/10.1111/j.1083-6101.1998.tb00085.x#b55
https://onlinelibrary.wiley.com/doi/full/10.1111/j.1083-6101.1998.tb00085.x#b57
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on employee performance during the Coronavirus 

pandemic (COVID19) is still on-going. Hence there 

is very little literature to establish the effect of 

remote working on employee performance during 

the Coronavirus pandemic (COVID19). This study 

has therefore made an effort to establish the impact 

of remote working on employee performance during 

the Coronavirus and even after as remote working 

has become the norm. 

 

 

III. RESEARCH METHODS 
Research Design 

The study was designed to determine effect 

of remote work on employee performance in Ultima 

Studios. A cross sectional research design with 

survey strategy was adopted in this study is the 

survey research method. It specified the information 

to be gathered, the sources, administration, 

collection and the analysis of data. This approach is 

suitable for the subject matter of the study because it 

will give a cross section of the study population an 

opportunity to express their views.  

 

The Study Population 

This is one of the major aspects of the 

research work. It comprises the totality of 

prospective respondents in a study. For the purpose 

of this study, the population comprises the entire 

staff of Ultima Studios. There are a total of six (7) 

major Departments in the study population which 

are: Production, Sales and Marketing, Content, HR 

and Admin, Finance, Legal and Information 

Technology. The study population comprises men 

and women from different socioeconomic 

background. 

 

Sample Size Determination 

Sampling frame is necessary for the 

purpose of selection of a suitable sample size for 

data collection in the study. The sampling frame of 

the study comprised of all staff in Ultima Studios as 

presented in table 2. 

 

Table 2: Sample Frame Showing Staff in Ultima Studios 

S/N Departments Population 

1 Production and content  40 

2 Sales and Marketing 5 

3 HR and Admin 3 

4 Finance 2 

5 Legal 2 

6 Information Technology 3 

 Total 55 

Source: Ultima Studios website (culled) 

 

The sample size for the study will be 55, because 

this is the total population available to carry out this 

study. 

 

Sampling Procedures 

The sampling technique adopted in this 

study is “Census” since all Ultima Studio staff are 

accessible and do not consist of large number. A 

complete list of the population is obtained and staff 

members of Ultima Studios were made to fill the 

questionnaire.  

 

Research Instrument 

Research instrument is a means of eliciting 

information from the respondents. The major 

instrument employed in the collection of data is the 

questionnaire. This instrument was chosen on the 

ground of its economic value not only on the view 

of the researcher but also what is convenient and 

easy for the respondents. The questionnaire is a 

device for obtaining relevant answers to questions 

by using a form which the respondents fill by 

themselves. The questionnaire is also pilot-tested 

and validated to ensure their validity and reliability. 

The questionnaire is divided into two (2) parts. The 

first part is designed to obtain the socio-

demographic from the respondents. The second part 

consists of 20 questions which have been designed 

to cover a wide range of information about the 

research questions. The questionnaire is close ended 

with fixed alternatives. The five (5) point’s Likert 

scale is used to design the part ‘B’ of the 

questionnaire in this order: Strongly Agree: (5), 

Agree; (4), Indifference: (3), Disagree: (2), Strongly 

Disagree: (1) The questionnaire was thus designed 

to facilitate response by the respondents and make 

for easy interpretation / analysis of data generated 

 

Method of Data Analysis 
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The outcome of the field work was 

tabulated and data collected from the respondents 

were subjected to scoring using self-prepared key 

with the aid of Statistical Package for Social Science 

(SPSS) which is a common method that uses 

statistical evidence from a sample to draw a 

conclusion about a population. Also, the simple 

percentage was adopted in presenting the data 

collected and Pearson Correlation will be used in 

testing the hypotheses. This statistical test method 

was adopted to determine if there is any relationship 

between two sets of variable that occur at are 

intervals. 

 

IV. DATA ANALYSIS AND RESULTS 
Analysis of Socio-Demographics 

The tables below show the socio-demographic characteristics of the respondents. 

 

Table 4.1: Gender Distribution of Respondents 

Gender Frequency Percent Valid Percent Cumulative Percent 

Valid Male 38 69.1 69.1 69.1 

Female 17 30.9 30.9 100.0 

Total 55 100.0 100.0  

Age Distribution Frequency Percent Valid Percent Cumulative Percent 

Valid < 20 Years 14 25.5 25.5 25.5 

20 - 29 years 12 21.8 21.8 47.3 

30 - 39 years 9 16.4 16.4 63.6 

40 - 49 years 11 20.0 20.0 83.6 

50 years and above 9 16.4 16.4 100.0 

Total 55 100.0 100.0  

Marital Status Frequency Percent Valid Percent Cumulative Percent 

Valid Single 21 38.2 38.2 38.2 

Married 27 49.1 49.1 87.3 

Separated/Divorced/Wido

w 
7 12.7 12.7 100.0 

Total 55 100.0 100.0  

Highest Level of Education Frequency Percent Valid Percent Cumulative Percent 

Valid Diploma/NCE/ A' Level 13 23.6 23.6 23.6 

HND/Bachelor's Degree 20 36.4 36.4 60.0 

Master's Degree/CIPM 17 30.9 30.9 90.9 

Others 5 9.1 9.1 100.0 

Total 55 100.0 100.0  

  Designation/Level Frequency Percent Valid Percent Cumulative Percent 

Valid Junior Staff 25 45.5 45.5 45.5 

Senior Staff 21 38.2 38.2 83.6 

Others 9 16.4 16.4 100.0 

Total 55 100.0 100.0  

   Years of Experience Frequency Percent Valid Percent Cumulative Percent 

Valid < 5 years 18 32.7 32.7 32.7 

5 - 9 years 25 45.5 45.5 78.2 

10 years and above 12 21.8 21.8 100.0 

Total 55 100.0 100.0  

Human Capital Development 

Programme Frequency Percent Valid Percent Cumulative Percent 

Valid Formal 20 36.4 36.4 36.4 
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Periodic 16 29.1 29.1 65.5 

Informal 15 27.3 27.3 92.7 

Others 4 7.3 7.3 100.0 

Total 55 100.0 100.0  

Source: Field Survey, 2023 

 

The male respondents (69.1%) were more than 

female respondents (30.9%). This implies that the 

sample selection was gender friendly as both 

genders were fairly represented in the study. 

Table 4.1 shows that 25.5% of the respondents were 

below 20 years, 21.8% of them were in the age 

bracket of 20 – 29 years, 16.4% of them were in the 

age range of 30 – 39 years, 20.o% of the 

respondents were between 40 - 49 years, while 

16.4% of them were 50 years and above. This 

implies that the bucks of our respondents are within 

the age range of between 20 – 50 years.  

Table 4.1 revealed that 38.2% of the respondents 

were single (38.2%) while 49.1% were married, 

while 12.7% of the respondents were either 

Separated, widowed or divorced. 

Table 4.1 shows the educational levels of the 

respondents, indicating that 23.6% of  the 

respondents  have Diploma/NCE/A’ Level, 36.4% 

of them hold HND/Bachelor’s degree, 30.9% of the 

respondents hold Master’s Degree/CIPM, while 

9.1% the respondents hold other relevant 

qualifications. This implies that our respondents are 

literate enough to provide useful information 

concerning the subject matter of the study.  

In terms of respondents’ designation, Table 4.1 

show that 45.5% of the respondents are junior staff, 

38.2% of them are senior staff, while 16.4% of the 

respondent belongs to other levels of staff. 

In Table 4.1 it was observed that 32.7% of the 

respondents have below 5 years of experience as 

with the company, 45.5% of them have between 5 – 

9 years of experience in the organisation, 21.8% of 

the respondents have experience of 10 years and 

above. 

Table 4.1 indicates that 36.4% of the respondents 

undergo formal human capital development 

programme, 29.1% of them attain periodic human 

capital development programme, 27.3% of the 

respondents have informal human capital 

development programme, while others attain other 

forms of human capital development programme. 

This implies that majority of the respondents attain 

formal human capital development programme. 

 

4.2 Analysis of Research Question 

Information technology while working remotely 

and employee performance 

To generate a valid response to the research 

question 1, analysis was carried out by using the 

responses from the questionnaire. The opinion of 

respondents on the relationship between information 

technology while working remotely and employee 

performance is presented as follows: 

 

Table 4.2.  Relationship between information technology while working remotely and employee 

performance 

S/N Comment SA A U D SD 

5(%) 4(%) 3(%) 2(%) 1(%) 

1 You are able to separate your work life from your 

personal life at home 

10 

(18.2) 

20 

(36.4) 

4 

(7.3) 

12 

(21.8) 

9 

(16.4) 

2 How would you be able to rate your relationship with 

your manager now that you are working remotely 

17 

(30.9) 

18 

(32.7) 

5 

(9.1) 

4 

(7.3) 

11 

(20.0) 

3 Remote working meeting is as productive as face to 

face meeting 

24 

(43.6) 

20 

(36.4) 

4 

(7.3) 

6 

(10.9) 

1 

(1.8) 

4 I have all the work tools I need to work effectively 

remotely 

16 

(29.1) 

16 

(29.1) 

6 

(10.9) 

12 

(21.8) 

5 

(9.1) 

5 I am as productive at home as I am at the office 18 

(32.7) 

25 

(45.5) 

4 

(7.3) 

6 

(10.9) 

2 

(3.6) 

Source:  Survey Research 2023 

 

Table 4.2 indicates that 18.2% of the 

respondents strongly agreed that they are able to 

separate their work life from your personal life at 

home, 36.3% of them agreed, while 7.3% of the 

respondents were indifference to the statement, 

16.3% of them disagreed and 14.6% of the 
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respondents strongly agreed. This implies that 

majority of respondents are able to separate their 

work life from their personal life at home. 

Table 4.2 reveals that 30.9% of the 

respondents strongly agree, 32.7% of them agree 

that they would be able to rate relationship with 

their manager now that they are working remotely, 

while 9.1% of the respondents were indifference, 

7.3% of them disagreed and 20.0% of the 

respondents strongly disagreed to the statement. 

This suggests that majority of the employees would 

be able to rate their relationship with their manager 

now while working remotely. 

It is observed in Table 4.8 that 43.6% of the 

respondents strongly agree, 36.4% of them agreed 

that remote working meeting is as productive as face 

to face meeting. Further, 7.3% of the respondents 

were indifference, 10.9% of the respondents 

disagreed and 1.8% of them strongly disagreed to 

the view. This result implies that remote working 

meeting is as productive as face to face meeting. 

Table 4.2 shows that 29.1% of the 

respondents strongly agreed, 29.1% of them agreed 

that they have all the work tools needed to work 

effectively remotely while 10.9% of the respondents 

were indifference. Moreover, 21.8% of the 

respondents disagreed and 9.1% of them strongly 

disagreed to the statement. This concludes that 

majority of the respondents were of the opinion that 

have all the work tools need to work effectively 

remotely. 

Table 4.2 also revealed that 32.7% of the 

respondents strongly agreed, 45.5% of them agreed 

that they are as productive at home as they are at the 

office. Further, 7.3% of the respondents were 

indifference, 10.9% of them disagreed and 3.6% of 

the respondents strongly disagreed the statement.  

This show that majority of the respondents agreed 

that they are as productive at home as they are at the 

office. 

 

Managerial supervision effect while working 

remotely on employee’s performance 

To generate a valid response to the research 

question 2, analysis was carried out by using the 

responses from the questionnaire. The opinion of 

respondents on effect of managerial supervision 

while working remotely on employee’s performance 

is presented below:  

 

Table 4.3: Effect of Managerial supervision while working remotely on employee’s performance 

S/N Comment SA A U D SD 

5(%) 4(%) 3(%) 2(%) 1(%) 

6 Remote work, augmented by information 

technology, can affect employees performance 

43 

(78.2) 

3 

(5.5) 

5 

(9.1) 

2 

(3.6) 

2 

(3.6) 

7 Those who have stable internet and other 

information technology work tools while working 

remotely are expected to perform better 

40 

(72.7) 

12 

(21.8) 

2 

(3.6) 

1 

(1.8) 

0 

(0.0) 

8 There is a significant relationship between stable 

information technology and employee performance 

38 

(69.1) 

14 

(25.5) 

2 

(3.6) 

1 

(1.8) 

0 

(0.0) 

9 Working remotely with the right tools helps 

increase my chances o commitment to the 

organization as if I were working on site 

21 

(38.2) 

13 

(23.6) 

5 

(9.1) 

11 

(20.0) 

5 

(9.1) 

Source:  Survey Research 2023 

 

Table 4.3 indicates that 78.2% of the 

respondents strongly agreed, 5.5% of them agreed 

that remote work, augmented by information 

technology, can affect employees performance, 

9.1% of the respondents were indifference while 

3.6% of them disagreed and 3.6% of them strongly 

disagreed to the statement. This result confirms that 

remote work, augmented by information technology, 

can affect employees’ performance. 

It is shown in table 4.3 that 72.7% of the 

respondents strongly agreed, 21.8% of them agreed 

that those who have stable internet and other 

information technology work tools while working 

remotely are expected to perform better while 1.8% 

of the respondents disagreed to the statement. This 

implies that majority of the respondents agreed that 

those who have stable internet and other information 

technology work tools while working remotely are 

expected to perform better. 

Table 4.3 indicates that 69.1% of the 

respondents strongly agreed, 25.5% of them agreed 

that There is a significant relationship between 

stable information technology and employee 

performance, 3.6% of the respondents were 

indifference to the statement. On the contrary 1.8% 

of the respondents disagreed to the statement. This 
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implies that there is a significant relationship 

between stable information technology and 

employee performance. 

It is observed in Table 4.3 that 38.2% of 

the respondents strongly agreed, 23.6% of them 

agreed that working remotely with the right tools 

helps increase their chances of commitment to the 

organization as if I were working on site; 9.1% of 

the respondents were indifference while 20.0% of 

them disagreed and 9.1% of the respondents 

strongly disagreed. This result shows that majority 

of the respondents agreed that working remotely 

with the right tools helps increase employees’ 

chances of commitment to the organization as if I 

were working on site. 

 

Management disposition on remote work and 

employee’s performance in the organization 

To generate a valid response to the construct, 

analysis was carried out by using the responses from 

the questionnaire. The opinion of respondents on 

relationship between management disposition on 

remote work and employee’s performance in the 

organization is presented below: 

 

 

Table 4.4: Relationship between Management disposition on remote work and employee’s performance in 

the organization 

S/N Comment SA A U D SD 

5 4 3 2 1 

11 Employee productivity while working remotely is 

affected by little or no supervision by their managers 

13 

(23.6) 

21 

(38.2) 

12 

(21.8) 

4 

(7.3) 

5 

(9.1) 

12 Low level of physical bonding activities and 

motivation result into low productivity while 

working remotely 

13 

(23.6) 

22 

(40.0) 

9 

(16.4) 

5 

(9.1) 

6 

(10.9) 

13 Employees that work remotely do not get enough 

support from their managers 

19 

(34.5) 

24 

(43.6) 

5 

(9.1) 

6 

(10.9) 

1 

(1.8) 

14 Management needs to implement policies that will 

give employees the opportunity to enjoy the same 

benefits while working from the office 

8 

(15.2) 

20 

(36.0) 

10 

(18.0) 

14 

(24.7) 

11 

(6.2) 

15 It is difficult to get an employee committed in an 

organization without meeting physically at work. 

38 

(69.1) 

14 

(25.5) 

2 

(3.6) 

1 

(1.8) 

0 

(0.0) 

Source:  Survey Research, 2023 

 

Table 4.4 shows that 23.6% of the 

respondents strongly agreed and 38.2% of them 

agreed that Employee productivity while working 

remotely is affected by little or no supervision by 

their managers; 21.8% of the respondents were 

indifference, while 7.3% disagreed and 9.1% 

strongly disagreed to the statement. The result 

implies that Employee productivity while working 

remotely is affected by little or no supervision by 

their managers. 

It is seen from Table 4. 4 that 23.6% of the 

respondents strongly agreed, 40.0% of them agreed 

that low level of physical bonding activities and 

motivation result into low productivity while 

working remotely; 16.4% of them were indifference 

while 9.1% of the respondents disagreed and 10.9% 

strongly disagreed to the comment. This indicates 

that low level of physical bonding activities and 

motivation result into low productivity while 

working remotely. 

Table 4.4 revealed that 34.5% of the 

respondents strongly agreed, 43.6% of them agreed 

that employees that work remotely do not get 

enough support from their managers; 9.1% of the 

respondents were indifference to the view, 10.9% of 

them disagreed and 1.8% of the respondents 

strongly disagreed. This implies that employees that 

work remotely do not get enough support from their 

managers. 

Table 4.4 shows that 12.7% of the 

respondents strongly agreed, 52.7%agreed that 

Management needs to implement policies that will 

give employees the opportunity to enjoy the same 

benefits while working from the office, 20.0% of the 

respondents were indifference, 12.7% of the 

respondents disagreed and 1.8% of them strongly 

disagreed to the statement. This shows that over 

50% of the respondents agreed that management 

needs to implement policies that will give 

employees the opportunity to enjoy the same 

benefits while working from the office. 

Table 4.4 also indicates that 69.1% of the 

respondents strongly agreed and 25.5% of them 

agreed that it is difficult to get an employee 
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committed in an organization without meeting 

physically at work; 3.6% of the respondents were 

indifference while 1.8% of them disagreed to the 

view. This implies that it is difficult to get an 

employee committed in an organization without 

meeting physically at work. 

 

Test of Hypotheses 

In effort to arrive at the accurate and 

reliable findings from the data analyzed above, the 

data must be subjected to a statistical test or 

mathematical analysis. Pearson Correlation 

statistical tool as a method for testing hypotheses 

was used. Therefore, correlation analysis was used 

to evaluate whether or not the values that have been 

empirically obtained significantly correlate under a 

certain set of theoretical assumptions. Statistical 

Package for Social Sciences (SPSS) was used to test 

the relationship between the variables in the three 

stated hypotheses.  

 The following hypotheses were tested 

using Pearson correlation coefficient analysis: 

H01:  There is no significant relationship between 

information technology while working remotely and 

employee performance. 

H02:  Managerial supervision while working 

remotely does not affect employee’s performance. 

H03: Management disposition on remote work 

does not have any relationship with employee’s 

performance in the organization. 

 

Analysis of Hypotheses I 

In the null form the hypothesis I, stated that there is 

no significant relationship between information 

technology while working remotely and employee 

performance. The hypothesis was tested with the use 

of Pearson Correlation statistical tool. The result of 

the analysis is presented in table 4.12 below. 

 

Table 4.5: The summary of Correlation Coefficient on the relationship between information technology 

while working remotely and employee performance 

                                                                                                                                                                                                                                                       

Information technology 

while working remotely 

Employee 

performance 

Information technology while 

working remotely 

Pearson Correlation 1 -.273
*
 

Sig. (2-tailed)  .022 

N 55 55 

Employee performance Pearson Correlation -.273
*
 1 

Sig. (2-tailed) .022  

N 55 55 

*. Correlation is significant at the 0.05 level (2-tailed). 

 

Table 4.5 a Pearson correlation was run to 

determine the relationship between information 

technology while working remotely and employee 

performance. It is observed that the Pearson 

correlation coefficient, r, is -.273
*
, and that this is 

statistically significant at (p .022< 0.05). There is a 

negative relationship between information 

technology while working remotely and employee 

performance which was statistically significant (r = 

-.273, n = 55, p< 0.05). This result confirms that 

there is significant relationship between information 

technology while working remotely and employee 

performance. 

 

Analysis of Hypothesis II. 

In the null form, the hypothesis II stated 

that Managerial supervision while working remotely 

does not affect employee’s performance. The 

hypothesis was tested with the use of Pearson 

Correlation statistical tool. The result of the analysis 

is presented below. 

 

Table 4.5: The summary of Pearson Correlation Coefficient of the relationship between Managerial 

supervision while working remotely and Employee’s performance 

 

Managerial supervision 

while working remotely 

Employee’s 

performance. 

Managerial supervision while 

working remotely 

Pearson Correlation 1 .316
**

 

Sig. (2-tailed)  .009 

N 55 55 

Employee’s performance Pearson Correlation .316
**

 1 
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Sig. (2-tailed) .009  

N 55 55 

**. Correlation is significant at the 0.05 level (2-tailed). 

 

In Table 4.13 a Pearson correlation was run 

to determine the effect of Managerial supervision 

while working remotely on employee’s performance 

in Ultima Studios. It can be observed that the 

Pearson correlation coefficient, r, is 0.316
**

, which 

is statistically significant (p .009 < 0.05). There is a 

positive relationship between Managerial 

supervision while working remotely and employee’s 

performance in Ultima Studios, that is statistically 

significant (r = 0.316, n = 55, p< 0.05). This 

confirms that Managerial supervision while working 

remotely has a significant effect on employee’s 

performance. 

 

Analysis of Hypothesis III. 

In the null form, the hypothesis III stated 

that management disposition on remote work does 

not have any relationship with employee’s 

performance in the organization. The hypothesis 

was tested with the use of Pearson Correlation 

statistical tool. The result of the analysis is presented 

below. 

 

Table 4.14: The summary of Product Moment Correlation Coefficient of Relationship management 

disposition on remote work and employee’s performance in the organization. 

 

Management 

disposition on remote 

work 

Employee’s performance 

in the organization. 

Management disposition on 

remote work 

Pearson Correlation 1 .391
**

 

Sig. (2-tailed)  .002 

N 55 55 

Employee’s performance in 

the organization 

Pearson Correlation .391
**

 1 

Sig. (2-tailed) .002  

N 55 55 

**. Correlation is significant at the 0.05 level (2-tailed). 

 

In Table 4.14 a Pearson correlation 

coefficient was run to determine the relationship 

management disposition on remote work and 

employee’s performance in the organization. We 

can see that the Pearson correlation coefficient, r, is 

.391, and that this is statistically significant (p .001 

< 0.05). There was indication that management 

disposition on remote work has notable effect on 

employee’s performance, which was statistically 

significant (r = .391, n = 55, p< 0.05). Therefore, 

there is significant relationship between 

management disposition on remote work and 

employee’s performance. This result concludes that 

management disposition on remote work has 

significant relationship with employee’s 

performance in the organization. 

 

V. CONCLUSION 
Analysis of relationship between 

information technology while working remotely and 

employee performance show that employees of 

Ultima Studios are able to separate work life from 

personal life at home; the employees would be able 

to rate their relationship with manager while 

working remotely. The study further show that 

remote working meeting is as productive as face to 

face meeting in Ultima Studios;  employees are as 

productive at home as they are at the office. 

Examination of the effect of managerial 

supervision while working remotely on employee’s 

performance revealed that remote work, augmented 

by information technology, can affect employees’ 

performance; those who have stable internet and 

other information technology work tools while 

working remotely are expected to perform better; 

working remotely with the right tools helps increase 

employees’ chances of commitment to the 

organization. 

An investigation of the relationship 

between management disposition on remote work 

and employee’s performance in the organization 

indicates that employee productivity while working 

remotely is affected by little or no supervision by 

their managers; low level of physical bonding 

activities and motivation result into low productivity 

while working remotely. It was also found that 

employees that work remotely do not get enough 

support from their managers; and that it is difficult 
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to get an employee committed in an organization 

without meeting physically at work. 

A study of the impact of remote work on 

employee job involvement show that there is a well-

designed and widely accepted remote work policy in 

the organisation; the management is willing to 

invest resources to ensure employee productivity 

even while working remotely; management 

disposition on remote work have a relationship with 

career development and employee performance; and 

government should make policies that will promote 

the need for remote work. 

The result of data analysis led the 

conclusion that Ultima Studio provide all the work 

tools needed to work effectively remotely and that 

there is a significant relationship between stable 

information technology and employee performance. 

Based on the result of hypotheses tested, the follow 

specific conclusions are reached, thus; there is a 

negative relationship between information 

technology while working remotely and employee 

performance. This result confirms that there is 

significant relationship between information 

technology while working remotely and employee 

performance. 

There is a positive relationship between 

Managerial supervision while working remotely and 

employee’s performance in Ultima Studios. This 

leads to the conclusion that managerial supervision 

while working remotely has a significant effect on 

employee’s performance. The study also concludes 

that management disposition on remote work has 

notable effect on employee’s performance, which 

was statistically significant. Therefore, there is 

significant relationship between management 

disposition on remote work and employee’s 

performance. This result concludes that 

management disposition on remote work has 

significant relationship with employee’s 

performance in the organization. 

Organizations need to pay close attention 

to the benefits of remote work and the effect it could 

have on their employees’ problem-solving ability 

particularly those employees that require fewer 

interruptions and distractions to do their job. 

Management and organizational leaders should find 

out how to develop the post-Covid-19 era workplace 

to accommodate different work designs, methods, 

and strategies if this allows employees to improve 

their job outcomes. Firms’ workplace should 

develop a workforce who is allowed to do their jobs 

with fewer managerial interventions or 

micromanagement except where it is direly needed 

and where its absence could cost the organization 

many losses.  
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