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A B S T R A C T   

With the advancement of information and communication technologies (ICTs), employees can work remotely 
without any hindrance. Moreover, remote work provides organizations an option to remain operationally active 
during turbulent situations. Remote work flexibility can be facilitated by the organizational top management 
team support. The objective of this study is to examine if remote work flexibility enhances organization per-
formance, as few studies have explored this connection before. Also, this study investigates the moderating role 
of top management team support and organization policy towards remote work flexibility. With the help of 
existing literature and theory, we have developed a model conceptually and then validated it using the PLS-SEM 
technique on data from 307 respondents. The study finds that remote work flexibility enhances organizational 
performance significantly, and organization policy and top management support play crucial roles in imple-
menting organizations’ remote work policies.   

1. Introduction 

Advancement of digital technology and the rapid development of 
information and communication technology (ICT) have given rise to the 
concept of remote work (Olson & Olson, 2000). This concept has ignited 
organizations to adopt online remote work for its employees (Daniels, 
Lamond, & Standen, 2001; Jonsson, 2007; Carnevale & Hatak, 2020). 
An employee who arranges to work away from the normally allocated 
place of work by using digital technology can be construed as working 
remotely. Not only has the accelerated development of ICT and digital 
technology forced organizations to think about remote work but the 
lockdown measures consequent to the outbreak of the COVID-19 
pandemic have also fueled the idea of remote work with digital tech-
nology (Mariani & Castaldo, 2020). A recent report stated that almost 
70% of organizations are trying to provide their employees options to 
work remotely. In another report, even after COVID-19 pandemic, 77% 
executives expect that the remote work trend will continue (Accenture 
Report, 2021; Report, 2021). In April 2020, the UK Parliament convened 
“Zoom-parliament” for the first time, deviating from a face-to-face ses-
sion, which was the age-old tradition of British democracy (Lau, Yang, & 
Dasgupta, 2020). Many universities worldwide have started using Zoom, 
Microsoft Teams, and so on for online teaching (Azar, Khan, & Van 

Eerde, 2018). Many financial firms have also introduced work from 
home (WFH) culture (Hodgson & Wigglesworth, 2020). Remote work 
flexibility is concerned with the concept of organizations’ flexible work 
policy. Such policy allows the employees of the organizations to perform 
their duties from their homes or from any place outside their office 
settings. They can work at any time if they can get access to the internet 
and official systems to complete their allocated assignments (Carnevale 
& Hatak, 2020; Mariani & Wamba, 2020; Hodgson & Wigglesworth, 
2020). 

Financial and technology organizations have already introduced the 
WFH culture (Hodgson & Wigglesworth, 2020). The remote work system 
provides an organization an option to remain operationally active dur-
ing any turbulent situation when employees cannot easily travel to their 
offices. Implementation of the remote work system, which could be 
regarded as environmentally friendly, is perceived to ensure beneficial 
results for the organizations if top management support is there along 
with flexible organization policy (Pattnaik & Jena, 2020; Carnevale & 
Hatak, 2020). Úbeda-García, Claver-Cortés, Marco-Lajara, Zaragoza- 
Sáez, and García-Lillo (2018), and Matli (2020) have observed that the 
remote work concept is associated with workplace, work time, and 
infrastructural flexibility, which might help or impede the process of 
remote working. 
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However, not many studies have theorized or modeled what drives 
the acceptance and use of remote work. Nevertheless, organizations 
have abruptly embraced remote work to remain operationally active and 
to be more flexible in addressing the COVID-19 situation (Matli, 2020). 
But the way in which organizations have taken recourse to remote work 
has invited many questions and challenges in the context of their 
existing processes, procedures, capabilities, and infrastructures. The 
extant literature has already dealt with remote work flexibility to 
address any unforeseen situation (Hodgson & Wigglesworth, 2020; 
Matli, 2020). However, the abrupt outbreak of COVID-19 pandemic has 
forced organizations to adopt remote work systems. Organizations had 
to embrace remote work to remain operationally active during such a 
critical situation. However, the sudden adoption of remote work systems 
has raised many questions. There are no studies on how the organiza-
tions should ready themselves to address critical situations by flawlessly 
adopting a remote work system. With this background, the aim of this 
study is to address the following research questions (RQs). 

RQ1: How could remote work flexibility improve organization 
performance? 
RQ2: Could organization policy and top management support moderate 
the relationships between remote work flexibility and its predictors? 

We observed in this study that some salient factors impact remote 
work flexibility. To achieve this, we took help from the literature review 
and two theories, flexibility firm theory (Rodgers, 1992) and perceived 
organizational support theory (Eisenberger, Huntington, Hutchison, & 
Sowa, 1986), and developed a conceptual model. This model has been 
validated by the partial least squares (PLS) – structural equation 
modelling (SEM) approach with a survey considering inputs of 307 us-
able respondents. The results helped to validate the model. 

The remaining parts of this study are arranged as follows. Section 2 
presents the literature review followed by the theoretical background 
and development of hypotheses in Section 3. After that, Section 4 pre-
sents the research methodology followed by an analysis of the results in 
Section 5. Next, in Section 6, discussion and implications have been 
presented, followed by limitations. At the end, in Section 7, a conclusion 
has been drawn. 

1.1. Digital technologies and platforms for remote working 

The development of digital technology and the consequent lockdown 
measures during the COVID-19 pandemic have accelerated the organi-
zations to make use of digital platforms to ameliorate remote work 
(Mariani & Castaldo, 2020). As employees now work remotely because 
of lockdowns, many organizations had to scramble to provide them with 
the necessary tools for their full-time work in the virtual environment 
(Hung, Cheng, Hou, & Chen, 2021). To work remotely, employees want 
to use their organization’s software, including the databases they had 
access to, but in the context of virtual office settings (Choudhary & 
Mishra, 2021). Some of the platforms through which employees could 
conduct conference calls and virtual meetings are Teams from Microsoft, 
Google’s Meet, WebEx from Cisco, and Zoom meeting platform. In the 
context of accepting and using such remote work platforms, the roles of 
users’ trust and privacy issues are needed to be acknowledged Arpaci, 
2017; Song, Kim, & Sohn, 2020). The situation is not clear, as few 
studies have been conducted in this respect (Acquisti, Brandimarte, & 
Loewenstein, 2015). In such context, this study has taken an attempt to 
investigate these issues. 

2. Literature review 

Flexibility is a catchword for employers (Sanchez, Perez, de Luis 
Carnicer, & Jimenez, 2007), and it is related to work (Clarke, Koch, & 
Hill, 2004; Chatterjee, Chaudhuri, & Vrontis, 2020), to productivity and 
commitment at work (Golden, Veiga, & Simsek, 2006), and to creativity 

(Galinsky, Bond, & Hill, 2004). When workplace flexibility is consid-
ered, one needs to discuss it from both the organizations and employees’ 
angles (Grzywacz & Bass, 2003; Dimitropoulos, Koronios, Thrassou, & 
Vrontis, 2019; Arfaoui, Hofaidhllaoui, & Chawla, 2019). The term 
“workplace flexibility” has been interpreted as “the ability of workers to 
make choices that influence when, where, and for how long they engage 
in work-related tasks” (Hill et al., 2008, p.152). Workplace and work 
time flexibility concepts are instrumental when an organization opts for 
a remote work system using digital technologies (Campanella, Del 
Giudice, Thrassou, & Vrontis, 2020; Chatterjee, Chaudhuri, Vrontis, 
et al., 2020; Mariani & Matarazzo, 2020). Many organizations in the 
public, private, and non-profit sectors have already switched over to an 
online remote work system. As remote work has become practically 
relevant, researchers of several disciplines are trying to come up with 
different roadmaps for conducting in-depth studies of flexible working 
practices, especially in the context of remote work (Chebbi, Yahiaoui, 
Vrontis, & Thrassou, 2015; Vrontis, Sakka, et al., 2015; Chatterjee, 
Chaudhuri, Thrassou, et al., 2020; Mariani, Ek Styven, & Teulon, 2021). 
These disciplines include, among others, sociology (Wellman et al., 
1996); organizations (Spreitzer, Cameron, & Garrett, 2017; Campanella 
et al., 2020); information systems (Majchrzak, Rice, Malhotra, King, & 
Ba, 2000; Song et al., 2020; Belyaeva, Shams, Santoro, & Grandhi, 
2020); and psychology (Allen, Golden, & Shockley, 2015; Mariani & 
Castaldo, 2020). Several challenges, as well as opportunities, are asso-
ciated with the adoption of remote work using digital platforms. No 
studies have created adoption models or theories to deal with organi-
zations’ adoption of technology for remote work in these circumstances 
(Davis, 1989; Davis, Bagozzi, & Warshaw, 1989; Venkatesh & Davis, 
2000). Although a few studies have focused on the adoption of cloud 
computing, none has investigated the role of users’ privacy concerns and 
trust in using digital platforms, especially in the context of remote work 
(Mariani & Castaldo, 2020). Moreover, to improve workers’ flexibility 
and to address the lockdown situation due to the COVID-19 pandemic, 
some organizations have quickly adopted remote work systems, inviting 
some challenges in sorting out how the existing infrastructure could 
ensure the smooth operation of a technology-oriented remote work 
system (Metiu, 2006; Fenner & Renn, 2010; Vrontis, Weber, et al., 2015; 
Arpaci, 2017; Dimitropoulos et al., 2019). In this context, this study has 
attempted to determine the antecedents of remote work flexibility, 
examine whether work flexibility would enhance performance of the 
organizations, and investigate the moderating role of organization pol-
icy and top management support towards remote work flexibility. The 
above discussion reveals that since remote work has become a necessity 
to address the unforeseen situation, researchers in different fields have 
come forward to provide effective roadmaps to address it. However, how 
such process can be acted upon quickly and smoothly without any flaw is 
needed to be investigated, which is a gap in the extant literature. 

3. Theoretical background and development of hypotheses 

3.1. Theoretical background 

Remote work is considered a special arrangement for employees of 
organizations, in which they are not required to travel or commute to a 
particular location of work, like an office, store, or warehouse. With the 
help of advanced ICT and developed digital technology, employees can 
work from any location at any time. That is why WFH has become so 
popular. This system helps an organization remain operationally active 
during any situation, including in the lockdowns during the COVID-19 
pandemic, when employees were forced to stay home. Thus, flexibility 
in the workplace (Hill et al., 2008) has provided various benefits to the 
employees as well as to the organizations. Remote work flexibility is 
referred to such a flexible work policy of the organizations that allows 
the employees to work from any place at any time. Employees can use 
the organizational infrastructure with internet to perform their work 
(Pattnaik & Jena, 2020; Carnevale & Hatak, 2020). Employees can work 
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from home and can look after their family, while the organizations can 
keep their operations active during the crisis. This is the core idea 
behind the flexibility firm theory (Rodgers, 1992). This theory high-
lights that flexibility at the workplace enhances the efficiency of the 
workers, since they can work from home where they can do their per-
sonal things, and the organizations also get the best potential from 
employees’ work. Employees are also more satisfied (Dickens, 2005). 
Flexibility firm theory has been extended so that the concept of flexi-
bility includes the remote work scenario. It is envisaged that remote 
work flexibility is impacted by workplace flexibility, work time flexi-
bility, and organizational infrastructure flexibility. These also impact 
productivity as well as employee satisfaction, ultimately impacting 
organizational performance (Dickens, 1999, 2005; Whyman & Petrescu, 
2014). Flexibility firm theory suggests that organizational structures 
need enhanced plasticity for addressing any unpredictable situation like 
COVID-19. An organization that includes flexibility in its policy will 
allow its employees to be flexible. The responsibility of the leadership is 
to extend appropriate support to their employees so that they can work 
from home or from any location during such an apocalyptic situation. 

Besides, the best results of remote-work flexibility can be extracted if 
the top management actively supports the system by articulating 
appropriate and adaptable organization policy. This is in conformity 
with perceived organizational support (POS) theory (Eisenberger et al., 
1986). POS theory has argued that leadership support of any organiza-
tion has considerable influence on the employees that motivates them to 
be more engaged in their jobs with commitment for achieving the goal of 
the organization (Eisenberger et al., 1986). This idea has also been 
subscribed by Bond, Galinsky, Kim, and Brownfield (2005). Thus, these 
discussions make it clear that both these theories (flexibility firm theory 
and perceived organizational support theory) supplement the effec-
tiveness of leadership support, which is calculated to motivate em-
ployees to be more flexible in their working style, to work 
uninterruptedly from any convenient location to keep the organization 
operationally active during a crisis and afterwards. 

3.2. Formulation of hypotheses and development of the conceptual model 

From the theories as well as the literature review, some endogenous 
and exogeneous antecedents in the perspective of remote work have 
been identified. We explain these antecedents to formulate the hy-
potheses and to develop a model conceptually. An attempt has been 
taken to explain the effects of the two moderators, TMT support and 
organizational policy, on remote work flexibility. 

3.2.1. Workplace flexibility (WPF) 
Workplace flexibility (WPF) can be seen from both the employee 

perspective and the organization perspective. Hill et al. (2008) consid-
ered WPF as “the ability of workers to make choices that influence when, 
where, and from how long day engage in work-related tasks” (p. 152). 
They also stated that WPF is a beneficial option for employees and 
employers (Hill et al., 2008). Employees want to avail themselves of 
workplace flexibility, as they are not troubled to go to the workplace 
every day but can work from home or any location that helps them 
attend to their personal obligations. Again, when employees enjoy WPF, 
the organizations can keep their operations active even when the em-
ployees cannot reach their workplace for various reasons (Mariani & 
Castaldo, 2020). This concept conforms with flexibility firm theory 
(Rodgers, 1992). This theory highlights that the employees always de-
mand for more flexibility in workplace though resisted by the supervi-
sors. The employee demands WPF because they do not get enough time 
for discharging their family responsibilities. Accordingly, WPF is 
perceived to be a predictive factor to impact remote work flexibility. 
Accordingly, the following hypothesis is formulated. 

H1a: Workplace flexibility (WPF) positively impacts remote work 
flexibility (RWF). 

3.2.2. Work time flexibility (WTF) 
The development of ICT and the advent of digital technology have 

consolidated the concept of remote work (Golden, 1999). This has 
promoted the practices covering online remote work in many organi-
zations (Mellner, Kecklund, Kompier, Sariaslan, & Aronsson, 2016; 
Lemos Lourenço & Neres Lourenço, 2016). Remote work has been 
facilitated during the COVID-19 pandemic, when different governments 
decreed lockdowns, forcing people to stay home. Organizations had to 
manage the turbulent situation by introducing the practice of employees 
working from home to keep their operations alive. Multinational orga-
nizations had to carry out their operations during the time, and the 
workers had to work at home or in other countries in different time 
zones. As such, this raised the concept of work time flexibility (Jonsson, 
2007). Work time flexibility is when workers can work at any time 
outside of conventional working hours to carry on with remote work 
practices (Matli, 2020). Accordingly, it is hypothesized as follows. 

H1b: Work time flexibility (WTF) positively impacts remote work 
flexibility. 

3.2.3. Infrastructure flexibility (INF) 
Remote work depends on the extent of the development of ICT and 

the rapid advancement of digital technology. It has already been stated 
that remote work practices help employees to be flexible with work and 
time, thus helping organizations to keep their operations active in such 
special circumstances (Sanchez, Vicente-Oliva, & Perez-Perez, 2020). 
But the benefits of working remotely can be enjoyed by the organiza-
tions and the employees if the available technology is in place. Em-
ployees cannot perform online activities if the available infrastructure 
does not support them to work from home (WFH) (Wong, Cheung, & 
Chen, 2020; Sridhar & Bhattacharya, 2020). For example, in the context 
of educational organizations, online teaching cannot be augmented if 
the students do not have laptops at home (Loi, Lin, & Tan, 2019; Wong 
et al., 2020). Thus, infrastructural flexibility is perceived to help em-
ployees’, organizations’, as well as students’ and teachers’ remote work 
flexibility. Accordingly, it is hypothesized as follows. 

H1c: Infrastructure flexibility (INF) positively impacts remote work 
flexibility (RWF). 

3.2.4. Remote work flexibility (RWF) 
The emergence of digital technology and the rapid development of 

information and communication technology (ICT) have helped several 
organizations adopt and use online remote work (Daniels et al., 2001). 
In this context, several authors have attempted to explain remote work. 
However, most scholars agreed that the concept of remote working is 
associated with such a work arrangement where employees of an or-
ganization can work at any convenient location besides their allocated 
workplace, and they can work at any time by using digital technologies 
(Spreitzer et al., 2017). Thus, people can work at home and at any time 
to complete their assignments within the scheduled time. This concept is 
in consonance with flexibility firm theory (Rodgers, 1992), which posits 
that worker always enjoy more flexibility when they work from their 
homes. This helps workers to discharge their family responsibilities 
simultaneously. Such an advantageous situation has a considerable 
impact on the satisfaction level of the workers, and they can work with 
more enthusiasm (Kaur, Malhotra, & Sharma, 2020). Accordingly, it is 
hypothesized as follows. 

H2a: Remote work flexibility (RWF) positively impacts employee 
satisfaction (EMS). 

Again, remote work is conceptualized as a “virtual operation that 
consists of individuals working towards a common goal, but without 
centralized buildings, physical plant, or other characteristics of a 
traditional organization” (Staples, Hulland, & Higgins, 1999, p.758). 
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Remote work flexibility is considered to have posed a challenge on the 
traditional management thinking. Work flexibility motivates people to 
exert their best potential and complete their assigned tasks much earlier 
than scheduled. Therefore, employees can deliver more outputs in a 
specific time (Ashraf, 2020). Thus, remote work flexibility helps the 
employees to work more productively from their homes, which benefits 
the organizations (Pattnaik & Jena, 2020). Worker efficiency is 
perceived to have increased with the adoption of remote work due to its 
flexibility, and therefore it is perceived that remote work flexibility 
would have an impact on organizations’ overall performance. Accord-
ingly, it is hypothesized as follows. 

H2b: Remote work flexibility (RWF) positively impacts employee 
productivity (EMP). 

3.2.5. Employee satisfaction (EMS) and employee productivity (EMP) 
Remote work is associated with the conception of flexible strategies, 

which are perceived to be essential parts of an organization. Research 
shows that remote work flexibility impacts productivity, profitability, 
and satisfaction (Dickens, 2005). Kaur et al.’s (2020) study on the 
business process outsourcing (BPO) employees of Indian organizations 
observed that internal branding, effective commitment, as well as 
employee engagement with the organizations are closely related to 
employees’ job satisfaction. In another study (Ashraf, 2020) conducted 
in private universities in Bangladesh, it has been found that de-
mographic factors and employee compensation are closely related to 
employee job satisfaction and improved employee productivity in terms 
of the organizational commitment. From these studies, it emerged that 
employee satisfaction and employee productivity are perceived to have 
effective impacts on the performance of the organizations. In the context 
of our study, in the remote work environment, employees are not 
restricted to work at a particular time, and they are not compelled to be 
at the workplace. Employees have the flexibility to arrange their own 
workplace and can work when it is convenient, which can meet the 
organization’s goal (Millmore, Simon, & Lewis, 2007). This process of 
work enhances the level of satisfaction that employees feel while 
working. Obviously, this is perceived to improve productivity of the 
organization (Dickens, 2005). Accordingly, it is hypothesized as follows. 

H3a: Employee satisfaction (EMS) positively impacts organization 
performance (ORP). 
H3b: Employee productivity (EMP) positively impacts organization 
performance (ORP). 

3.2.6. Moderating effects of top management team support (TMS) and 
organization policy (OGP) 

To enhance work flexibility, which could improve the organization’s 
productivity, profitability, and performance, especially during the 
COVID-19 pandemic lockdown, organizations should implement a 
remote work system with digital technologies (Nambisan, 2017). In such 
a situation, the organization’s top management team support (TMS) is 
considered vital. TMS has three components: transitional leadership, 
involving hierarchical decision structure; empowerment leadership, 
involving participating digital structure; and laissez-faire leadership, 
which is concerned with specialized design structure (Cohen, March, & 
Olsen, 1972; van Knippenberg, 2013). Since top management takes 
decision in policy matters, it is important for them to decide to give 
employees the flexibility to work from any place during the pandemic 
situation. Accordingly, it is hypothesized as follows. 

H4a: Top management team support (TMS) moderates the rela-
tionship between workplace flexibility (WPF) and remote work 
flexibility (RWF). 

During COVID-19 period, organizations should change their de-
cisions about employees’ work practices, and the part played by the top 

management is critical. Top management support is comprised of three 
components, which are empowerment leadership, including partici-
pating digital structure; transitional leadership, which involves hierar-
chical decision structure; and laissez-faire leadership, which can be 
conceptualized with specialized design structure (Cohen et al., 1972). In 
a crisis, such as the pandemic, the top management is expected to decide 
to give their employees the option to work at any time to complete their 
allocated tasks. Accordingly, it is hypothesized as follows. 

H4b: Top management team support (TMS) moderates the rela-
tionship between work time flexibility (WTF) and remote work 
flexibility (RWF). 

Cohen et al. (1972) developed a model that describes the major steps 
in the decision-making process, which a leadership team can use for 
successful decision-making. van Knippenberg (2013) observed that 
leadership support is important when an organization needs to take a 
concrete decision. Organizations also need to develop flexible infra-
structure to help their employees work anywhere and at any time in a 
pandemic situation. Accordingly, it is hypothesized as follows. 

H4c: Top management team support (TMS) moderates the rela-
tionship between infrastructure flexibility (INF) and remote work 
flexibility (RWF). 

The organization policy (OGP) is perceived to play a crucial role in 
adopting and using digital technology and advanced ICT for remote 
work flexibility. Organizations need to formulate and adopt an appro-
priate policy so as not to impede their employees from having the op-
tions to work from home with flexible time by using online platforms 
(Sridhar & Bhattacharya, 2020). Hofäcker and König (2013) suggested 
that the policy should be conducive to allow employees to enjoy flexi-
bility in the context of workplace and work time by using advanced ICT 
and digital platforms. Workplace flexibility is explained as the ability of 
the workers for making choices as to where, when, and how long the 
workers are to work for completion of the work-related tasks (Hill et al., 
2008). Thus, organizational policy is perceived to influence the corre-
lation between workplace flexibility and remote work flexibility. 
Accordingly, it is hypothesized as follows. 

H5a: Organization policy (OGP) moderates the relationships be-
tween workplace flexibility (WPF) and remote work flexibility 
(RWF). 

It is known that online remote work practices have already been 
promoted in many organizations. These practices have been facilitated 
by the organizations during COVID-19 pandemic period when different 
governments had to promulgate lockdowns (Mariani & Castaldo, 2020). 
In such situation, employees of multinational companies had to work 
from home or from any other secured places in their respective countries 
with varied time zones. This working system had to import the concept 
of worktime flexibility (Jonsson, 2007). Worktime flexibility is 
conceptualized when the employees enjoy the option to work at any 
time beyond the conventional work hours for carrying on with the work 
practices (Malti, 2020). The time flexibility perceived to impact remote 
work as already hypothesized. But the organizational policy (OGP) in 
such context must be flexible and conducive not to cause any impedi-
ment towards the workers to work beyond the traditional conventional 
hours. Accordingly, it is hypothesized as follows. 

H5b: Organization policy (OGP) moderates the relationships be-
tween work time flexibility (WTF) and remote work flexibility 
(RWF). 

From the earlier discussion, it is perceived that workplace flexibility 
and work time flexibility have an impact on remote work flexibility. This 
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impact is perceived to be influenced by the organizational policy 
(Hofäcker & König, 2013). It is also perceived that the organizational 
policy takes a critical role in the relationship between organizational 
infrastructure and remote work flexibility. Employees can hardly 
perform their online activities in the virtual environment provided the 
employees can avail and use the appropriate technology for remote 
working (Sridhar & Bhattacharya, 2020). In the educational establish-
ments, the online teaching cannot be augmented without the students 
having computers, or laptops, or smartphones at home (Wong et al., 
2020). The organizations must help the employees to utilize the orga-
nizational software and databases to continue their remote works (Loi 
et al., 2019). If the organizational norms do not allow to help the em-
ployees by permitting them to use organizational infrastructure, it is 
hardly possible by the employees to working remotely. Thus, organi-
zational policy must be flexible in this context (Sanchez et al., 2020). 
Accordingly, it is hypothesized as follows. 

H5c: Organization policy (OGP) moderates the relationships be-
tween infrastructure flexibility (INF) and remote work flexibility 
(RWF). 

Different studies suggested that some features of organizations can 
impact their performance (Porter & Donthu, 2006; Vrontis, Christofi, 
Battisti, & Graziano, 2020). To strengthen the relationships among the 
constructs and to delineate the model better, three features of organi-
zation performance have been considered that would develop a rigorous 
synthesis of the theoretical linkages (Dimitropoulos et al., 2019). The 
features so considered are organization size, organization age, and or-
ganization type. 

With these inputs, a model is developed conceptually and shown in 
Fig. 1. 

4. Research methodology 

To test the hypotheses and validate the model, the partial least 
squares (PLS) structural equation modeling (SEM) technique has been 
adopted. In this study, the PLS-SEM technique was preferred since it can 
easily analyze any complex model (Hair et al., 2017, 2018). The PLS- 
SEM analysis does not require the data to be normally distributed, 
which is an indispensable prerequisite for applying CB-SEM (Ringle, 
Sarstedt, & Straub, 2012). Besides, this technique can be applied without 
any sample restriction (Willaby, Costa, Burns, MacCann, & Roberts, 

2015). The respondents’ replies to the survey are quantified with a 
standard, five-point Likert scale. The survey was conducted through a 
set of questions in the form of statements and a response sheet, which 
has five options for each question, ranging from Strongly Disagree (SD), 
marked as 1, to Strongly Agree (SA), marked as 5. 

4.1. Measurement instruments 

We prepared the questions with inputs from the literature review and 
the constructs. All the instruments were made from the existing vali-
dated scales after we made slight modification in terms of the research 
context. The instruments were written in English. Since the respondents 
were employees of different ranks at MNEs and large Indian organiza-
tion, as well as small and medium enterprises (SMEs), they were 
knowledgeable of the English language. A pre-test was conducted with 
some employees who had been working from home. The inputs from the 
respondents in this pre-test helped to develop the readability of the 
questionnaire. Then, we asked five experts in the domain of this study 
for their opinions regarding the questionnaire’s readability and 
comprehensiveness. Initially we prepared 31 questions. And from the 
inputs of the pre-test and experts’ opinion, the wordings of some of those 
questions have been modified. In this way, after all these corrections, the 
set of 31 questions was finally fine-tuned. The details of the items with 
their sources are provided in the Appendix. 

4.2. Collection of samples 

The issue of the present study was to assess if remote work flexibility 
could improve organization performance under the moderating effects 
of organization policy and top management support. To achieve better 
inputs, the authors targeted respondents who possessed knowledge 
about the subject matter of this study. Hence, purposive sampling, which 
is otherwise subjective and judgmental sampling, was applied (Apos-
tolopoulos & Liargovas, 2016). Moreover, since the majority of the au-
thors of the present study are based in India, the authors collected data 
from respondents there, which is convenience sampling methodology 
(Garg, 2019). Hence, both purposive and convenience sampling were 
used. 

To collect the sample, two different approaches were taken. Through 
the authors’ contacts, we contacted some executives of multinational 
enterprises (MNEs) functioning in India and of large Indian enterprises 
and SMEs who allowed their employees to work from home. In this way, 

Fig. 1. The conceptual model.  
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three MNEs and 14 Indian large enterprises and SMEs were selected. 
From these 17 enterprises, employees having different ranks and 
working from home were chosen. In total, 397 employees were selected 
as prospective respondents. Contacts were made during August and 
September 2020 with these 17 organizations. Three were MNEs and 14 
were Indian organizations, of which two were conglomerates, four were 
large IT organizations, three belonged to telecommunication sector, and 
five were SMEs (three were from the manufacturing sector and two were 
from the service sector). 

We then conducted a web-based survey to obtain responses from 
employees of enterprises functioning in India who had been working 
from home. A survey hyperlink was placed on social networking sites 
like Facebook and LinkedIn for one month (October 2020). To confirm 
that the respondents were working from home, we asked the re-
spondents to provide some screenshots when they used online meeting 
platforms like Teams (Microsoft), Google Meet (Google), WebEx (Cisco), 
Skype (Microsoft), and Zoom. Therefore, we were able to collect 301 
employees’ details. The employees had different ranks. 

Through the two collection methods, we were able to target 698 
prospective respondents. We informed them that the aim of this study 
was purely academic, and their confidentiality and anonymity would be 
strictly preserved. They were provided with the questionnaire and the 
response sheet with the five options for each question. We told each 
respondent to put one tick mark in one option out of the five for each 
instrument. There was also a guideline explaining to the respondents 
how to fill in the response sheet. These 698 potential respondents were 
requested to reply within two months (November to December 2020). 
Within the stipulated time, 321 responses were returned, which is a 
response rate of 45.98%. On scrutiny, it was found that, out of 321 re-
sponses, 14 responses were incomplete. Out of these 14 responses, we 
noticed that some of the respondents left the response sheet completely 
blank and some of the respondents put tick marks in more than one 
option against each question. That is why these 14 responses were 
considered as incomplete and excluded from the analysis. Analysis of 
307 responses against 31 instruments was carried out using the PLS-SEM 
technique. This is within the permissible range (Deb & David, 2014). 
The demographic statistics of 307 respondents is provided in Table 1. 

5. Results with analysis 

5.1. Measurement properties and discriminant validity test 

To estimate the convergent validity of all the items, the loading 
factor (LF) of each item was assessed. It was observed that estimated 
values of all the loading factors were more than 0.70 (Chin, 2010). To 
measure the reliability and validity of the constructs, composite reli-
ability (CR) and average variance extracted (AVE) of all the constructs 
were estimated. All the estimated values of CRs and AVEs were found to 
be greater than 0.80 and 0.50, respectively (Hair, Sarstedt, Ringle, & 
Gudergan, 2017). To measure the multicollinearity defect, variance 
inflation factor (VIF) of all the constructs was estimated, and the 

estimated values were found to be within the allowable range (Kock & 
Lynn, 2012). The results are shown in the Table 2. 

Also, it has been observed that the square root of each AVE is greater 
than the bi-factor correlation coefficients. This satisfies Fornell’s and 
Larcker’s criterion (Fornell & Larcker, 1981) confirming discriminant 
validity. The results are shown in Table 3. 

5.2. Moderator analysis 

If a relationship between two constructs is not fixed, a third variable 
may either strengthen, weaken, or even, sometimes, alter the direction 
of the relationship. This third variable is considered as a moderating 
variable. The study has considered TMS and OGP as two moderators 
acting on the three linkages H1a, H1b, and H1c. The effects of TMS have 
been considered by dividing it into two categories: Strong TMS and 
Weak TMS. Similarly, the other moderator OGP has been divided into 
Strong OGP and Weak OGP. To verify the effects of these two moderators 
in respect of the two categories for each, multigroup analysis (MGA) has 
been performed. It is known that if the p-value difference for the effect of 
the two categories of a moderator on a linkage is less than 0.05 or more 
than 0.95, it is considered to be significant (Hair, Hult, Ringle, & Sar-
stedt, 2016). The MGA has been conducted with the bootstrapping 
procedure considering 5000 resamples. The results are shown in Table 4. 

5.3. Hypotheses testing (SEM) 

Using the PLS-SEM technique, we have tested the hypotheses with 
the blindfolding process of the bootstrapping procedure considering 

Table 1 
Demographic statistics (N = 307).  

Category Item Frequency Percentage (%) 

Gender Male 196  63.84  
Female 111  36.16  

Age 20–40 years 203  66.12  
Above 40 years 104  33.88  

Education Undergraduate 97  31.59  
Graduate 152  49.51  
Postgraduate 58  18.90  

Hierarchical rank Junior manager 91  29.64  
Mid-level manager 162  52.77  
Senior manager 54  17.59  

Table 2 
Measurement properties.  

Constructs/ 
Item 

LF AVE CR α VIF t- 
Value 

No. of Items 

WPF   0.78  0.82  0.86  4.7  5 
WPF1  0.89      22.17  
WPF2  0.90      24.07  
WPF3  0.96      26.98  
WPF4  0.86      31.76  
WPF5  0.88      19.81  
WTF   0.83  0.86  0.89  3.9  5 
WTF1  0.85      32.68  
WTF2  0.87      37.11  
WTF3  0.96      34.06  
WTF4  0.92      22.17  
WTF5  0.85      29.99  
INF   0.86  0.89  0.93  3.6  5 
INF1  0.90      30.04  
INF2  0.93      36.14  
INF3  0.95      25.52  
INF4  0.91      26.11  
INF5  0.94      24.17  
RWF   0.85  0.88  0.94  4.2  5 
RWF1  0.90      26.08  
RWF2  0.85      29.11  
RWF3  0.96      24.47  
RWF4  0.92      30.48  
RWF5  0.88      24.92  
EMS   0.88  0.92  0.95  4.1  4 
EMS1  0.95      22.77  
EMS2  0.90      28.11  
EMS3  0.90      32.02  
EMS4  0.95      34.11  
EMP   0.82  0.86  0.89  3.9  4 
EMP1  0.88      28.17  
EMP2  0.91      29.25  
EMP3  0.98      26.27  
EMP4  0.84      38.83  
ORP   0.84  0.88  0.91  4.4  3 
ORP1  0.88      31.77  
ORP2  0.96      36.49  
ORP3  0.91      31.22   
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5000 resamples. The process is useful because it helps to avoid para-
metric test (Chin, 2010). With this process, we were able to find the path 
coefficients of different linkages, the p-values, and R2 values. The vali-
dated model is shown in Fig. 2. 

The results are also shown in Table 5. 

5.4. Results 

This study has formulated 13 hypotheses, out of which six belong to 
the effects of two moderators, TMS and OGP, on the linkages H1a, H1b, 
and H1c. The results show that out of three impacts of WPF, WTF, and 
INF on RWF (H1a, H1b, and H1c), the impact of INF on RWF (H1c) is the 
maximum, as the concerned path coefficient is 0.42, with a level of 
significance of p < 0.001(***). The effect of RWF on EMS and EMP (H2a 
and H2b) is significant, as the path coefficients are 0.29 and 0.40, with 
levels of significance p < 0.05(*) and p < 0.001(***), respectively. EMP 
has a greater impact on ORP (H3b) than EMS has on it (H3a), as the path 
coefficient of the former is 0.26, with a level of significance of p < 0.001 
(***). The results also highlight that the moderating effects of TMS and 
OGP on the linkages H1a, H1b, and H1c are all significant. 

In terms of the values of R2 (coefficients of determinants), it appears 

Table 3 
Discriminant validity test (Fornell and Larcker criterion).  

Construct WPF WTF INF RWF EMS EMP ORP AVE 

WPF  0.88        0.78 
WTF  0.31  0.91       0.83 
INF  0.37  0.24  0.93      0.86 
RWF  0.36*  0.32  0.23*  0.92     0.85 
EMS  0.30**  0.28***  0.32  0.27  0.94    0.88 
EMP  0.19  0.37  0.28**  0.25  0.22  0.90   0.82 
ORP  0.21  0.31  0.24  0.21*  0.24**  0.28***  0.92  0.84 

Note: p < 0.05(*); p < 0.001(**); p < 0.001(***). 

Table 4 
Moderation Analysis (MGA).  

Linkage Hypothesis p-Value difference Remarks 

(WPF → RWF) × TMS H4a  0.02 Significant 
(WTF → RWF) × TMS H4b  0.04 Significant 
(INF → RWF) × TMS H4c  0.01 Significant 
(WPF → RWF) × OGP H5a  0.03 Significant 
(WTF → RWF) × OGP H5b  0.03 Significant 
(INF → RWF) × OGP H5c  0.02 Significant  

Fig. 2. Model after validation (SEM).  

Table 5 
Path coefficients, p-values, R2 values with remarks.  

Linkages Hypotheses R2 values/Path 
coefficients 

p-Values Remarks 

Effects on RWF  R2 = 0.37   
By WPF H1a 0.21 P < 0.01 

(**) 
Supported 

By WTF H1b 0.32 P < 0.05 
(*) 

Supported 

By INF H1c 0.42 P < 0.001 
(***) 

Supported 

Effects on EMS  R2 = 0.41   
By RWF H2a 0.29 P < 0.05 

(*) 
Supported 

Effects on EMP  R2 = 0.26   
By RWF H2b 0.40 P < 0.001 

(***) 
Supported 

Effects on ORP  R2 = 0.71   
By EMS H3a 0.19 P < 0.001 

(***) 
Supported 

By EMP H3b 0.28 P < 0.001 
(***) 

Supported 

(WPF → RWF) 
× TMS 

H4a 0.16 P < 0.05 
(*) 

Supported 

(WTF → RWF) 
× TMS 

H4b 0.18 P < 0.05 
(*) 

Supported 

(INF → RWF) ×
TMS 

H4c 0.28 P < 0.01 
(**) 

Supported 

(WPF → RWF) 
× OGP 

H5a 0.31 P < 0.001 
(***) 

Supported 

(WTF → RWF) 
× OGP 

H5b 0.26 P < 0.05 
(*) 

Supported 

(INF → RWF) ×
OGP 

H5c 0.17 P < 0.05 
(*) 

Supported  
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that WPF, WTF, and INF can explain RWF to the extent of 37%. EMS and 
EMP could be explained by RWF to the tune of 41% and 26%, respec-
tively. Again, EMS and EMP could explain ORP to the tune of 71%, 
which is the predictive power of the model. As such, PLS-SEM analysis 
indicates that all the hypotheses are supported. 

6. Discussion 

This study has aimed to investigate remote work, which entails a 
better understanding of the opportunities, challenges, processes, and 
consequences of the phenomenon. This study has highlighted that, to 
achieve better remote work flexibility, an organization’s employees 
should have options for workplace flexibility and work time flexibility, 
and they must have support from organizations for infrastructural 
flexibilities. These results correspond to hypotheses H1a, H1b, and H1c, 
which have been supported through the PLS-SEM analysis and align 
with other studies (Hill et al., 2008; Jonsson, 2007; Whyman & Petrescu, 
2014). This study has shown that, if organizations adopt and use a 
remote work system, employees’ satisfaction and productivity will be 
impacted. This is in consonance with validated hypotheses H2a and H2b 
and has already been supported by an earlier study (Dickens, 2005). 
Also, the studies of Kaur et al. (2020) and Ashraf (2020), which dealt 
with employee satisfaction and productivity, also supported the hy-
potheses H2a and H2b of this study. All these hypotheses also conform 
with flexibility firm theory (Rodgers, 1992). The study has also high-
lighted that top management team support and organization policy have 
effective moderating impacts on remote work flexibility. These hy-
potheses are in conformity with Eisenberger et al. (1986) POS theory, 
which argues that leadership support has a considerable impact on the 
employees of organizations, motivating them to be more engaged in 
their jobs to achieve the goal. This argument has also been supple-
mented by Bond et al. (2005). However, the effects of the two moder-
ators, TMS and OGP, on the relationships H1a, H1b, and H1c have been 
found significant in terms of MGA. Now these moderating effects on the 
concerned linkages are illustrated with graphs in Fig. 3, which describe 
the effects of Strong and Weak TMS on the linkages H1a, H1b, and H1c. 

In these three graphs, the continuous and dotted lines show the ef-
fects of Strong and Weak TMS, respectively. In each case, as WPF (for 
H1a), WTF (for H1b), and INF (for H1c) increase, the rate of increase of 
RWF is more for the effects of Strong TMS compared to the effects of 
Weak TMS, as, in all the graphs, the gradients of the continuous lines are 
greater than the gradients of the dotted lines. 

Fig. 4 shows three graphs that describe the effects of Strong OGP 
(continuous lines) and Weak OGP (dotted lines) on the three linkages 
H1a, H1b, and H1c. 

In each case, as WPF (for H1a), WTF (for H1b), and INF (for H1c) 
increase, the rate of increase of RWF is more for the effects of Strong 
OGP than for Weak OGP, as the gradients of all three continuous lines 
are greater than the gradients of the three dotted lines. 

6.1. Theoretical contributions 

The study has provided several theoretical contributions to the 
extant literature. This study has investigated how the confluence of two 
factors, rapid development of digital technology and abrupt introduc-
tion of lockdown measures during the COVID-19 pandemic, could 
dramatically force the organizations to use ICT and digital technology 
for remote work (Mariani & Castaldo, 2020). No other studies appear to 
have investigated different predictors of remote work in such a context. 
We claim this to be a theoretical contribution of this study to the extant 
literature. This study has highlighted how workplace and work time 
flexibility, supported by organizations’ flexible infrastructure, could 
help organizations to adopt and use remote work flexibility to improve 
employee satisfaction and productivity, thus improving organization 
performance (Hodgson & Wigglesworth, 2020; Mariani & Castaldo, 
2020). The study has also shown how effective and implementable or-
ganization policy and top management support could act as positive 
catalysts for adopting remote work flexibilities in the organizations, 
especially in unforeseen situations, thereby keeping the organizations’ 
operations active. This is construed to be a unique theoretical contri-
bution of this study. 

Our study has effectively used the concept of flexibility firm theory 
(Rodgers, 1992) which highlights that the employees have the tendency 
to avail more flexibility in the workplace. This concept of this theory has 
been extended to interpret remote work flexibility as a situation where 
workers can work from any location at any time to accomplish the or-
ganization’s goal. This is also claimed to be another theoretical contri-
bution of this study. 

The flexible firm theory is associated with a flexible staffing strategy, 
which utilizes employees depending on volume of business, ensuring 
sustainable competitive edge and improved customer service. However, 
in the present context of the COVID-19 pandemic and thereafter, the 
applicability of this theory has been extended to understand how to keep 
organizations operationally active during any crisis. First, firms should 
articulate policy that allows employees to enjoy workplace, work time, 
and infrastructural flexibility, so that there is no hindrance of the firms’ 
workforce during a crisis. Second, it is necessary for leadership to sup-
port the staff in taking all appropriate measures to keep the organiza-
tions operationally active during and after any crisis by adopting flexible 
procedures. 

By amplifying POS theory (Eisenberger et al., 1986), this study has 
interpreted how top management team support (TMS) and organization 
policy (OGP) could help in the adoption of a remote work system by 
using advanced ICT and digital technology. This is also another theo-
retical contribution of this study. The perceived operational support 
theory envisages that if employees perceive that they have supervisory 
support in all affairs, the organizations will perform better (Dawley, 
Houghton, & Bucklew, 2010). This idea of perceived organizational 
support theory has been extended in the present study to emphasize that 
the support of top management is essential so employees can freely work 
from any location at any time with the help of their organizations’ 

Fig. 3. Effects of TMS on H1a, H1b, and H1c.  
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appropriate infrastructures to keep the workflow uninterrupted during 
and after any crisis. 

Millmore et al. (2007) observed that, by adopting workplace flexi-
bility, IBM was able to ensure profitability, productivity, job satisfaction 
and other benefits. We extended this concept (Millmore et al., 2007) in 
this study by considering that work time and infrastructure flexibility, 
along with workplace flexibility, help organizations to adopt remote 
work flexibility. We have therefore shown that, when an organization 
adopts a remote work system, it enhances employees’ satisfaction and 
productivity thus improving organizational performance. Several 
studies show that employee satisfaction is closely related with employee 
productivity (Kaur et al., 2020; Ashraf, 2020). Also, other studies 
highlight that employee satisfaction and productivity are closely asso-
ciated with performance of the organizations (Arfaoui et al., 2019; 
Dimitropoulos et al., 2019; Campanella et al., 2020). Our study has 
extended the concepts of employee satisfaction, employee productivity, 
as well as organization performance, in terms of remote work flexibility, 
organizational remote work policy, and proactive support of the top 
management. In this respect, this study is deemed to have contributed 
substantial inputs to the extant literature. This may also be considered as 
a special contribution of this study. 

6.2. Practical implications 

This study has provided several practical implications that organi-
zations’ practitioners and managers could apply. This study implies that 
organizations need to develop flexible work policies to facilitate em-
ployees to work from remote locations. In this context, organizations 
should enable their employees to use digital remote work platforms, 
such as Microsoft Teams, Zoom, Cisco WebEx, and other digital plat-
forms for virtual meetings, conferences, and so on. This study’s findings 
imply that an organization’s employees must have the option of work 
time flexibility, but they need to ensure that the organization’s goal is 
accomplished and that they complete their work on schedule. The re-
sults of the present study suggest that organizations must ensure that 
their employees can use laptops, PCs, tablets, smartphones, and so on, 
which belong to the organizations. Managers should allow employees to 
choose any device and work from any location at any time on the or-
ganization’s projects. Information technology (IT) administrators and 
the chief information officer (CIO) must ensure that the employees can 
use different devices easily. In this context, it is important for the project 
team managers to offer employees 24 × 7 IT service support when they 
work from remote locations. The study findings suggest that managers 
should fully support employees to work to their best potential. 

Further, this study highlights that top management team support and 
organization policy significantly impact and moderate remote work 
flexibility. Therefore, policy needs to be framed in such a way so that it 
can easily be implemented with good governance, allowing employees 
to work from any location at any time using the organization’s virtual 
infrastructure. This will help employees enjoy 24 × 7 support to ensure 
unhindered workflow to accomplish the goals of the organizations 

within a tight schedule. 
This study also highlights that it is easier for large organizations, 

especially for the service sector or knowledge-intensive organizations, to 
provide remote work options to their employees, as they have adequate 
resources in terms of funds, manpower, and technology. But the same is 
not applicable to small and medium enterprises (SMEs), especially in the 
manufacturing sector. Manufacturing SMEs have different work condi-
tions for their employees, and they also suffer from a lack of trained 
manpower, funds, technology, and other resources, which pose chal-
lenges to their ability to provide remote work flexibility to their 
employees. 

6.3. Limitations and future scope for research 

This study is based on cross-sectional data. Future researchers should 
conduct this study longitudinally to eliminate the defects. The results are 
based on the analysis of responses from organizations functioning in 
India. Thus, the results obtained in this study may not be generalizable 
to other countries. Future researchers may conduct the study in other 
geographic locations to improve its generalizability. This study was 
conducted with the replies of 307 usable respondents. It may not project 
the entire society, and, as such, it lacks again in generalizability. Future 
researchers may address this point. This study highlights that the pre-
dictive power of the model is 71%. Future researchers may consider 
other boundary conditions to examine if including them may improve 
the predictive power of the model. For example, the model did not 
consider trust and privacy factors as predictors of a remote work system, 
which could make the model more attractive and pragmatic (Castaldo, 
Premazzi, & Zerbini, 2010; Acquisti et al., 2015). 

7. Conclusion 

In the context of the rapid advancement of ICT and digital technol-
ogy, many organizations worldwide have adopted the remote work 
system to enhance flexibility as well as to keep the organizations’ op-
erations active during the lockdowns because of the COVID-19 
pandemic. In this situation, this study has investigated the opportu-
nities and challenges concerned with remote work with the assistance of 
digital platforms. This study has nurtured the processes, drivers, and 
consequences of adopting a remote work system. It has shown that 
workplace, work time, and infrastructural flexibility could impact the 
remote work system to maintain the organization’s operations even in a 
turbulent situation. The remote work system is perceived to have 
impacted employees’ satisfaction and productivity, triggering 
improvement in organizational performance. This study has provided a 
successful model showing how different factors could impact the flexi-
bility of organizations in the context of using remote work systems. This 
theoretical model is expected to yield effective results if it is applied to 
other emerging economies after modifying the model according to the 
prevailing situation. As such, this model is perceived to be accepted as a 
baseline for future researchers to further extend to fit their specific 

Fig. 4. Effects of OGP on H1a, H1b, and H1c.  
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Appendix. Summary of questionnaire  

Items Source Statements Response 
[SD][D][N][A] 
[SA] 

WPF1 Hill et al., 2008; Rodgers, 1992; Mariani & Castaldo, 2020 Workplace flexibility helps me to improve my productivity. [1][2][3][4][5] 
WPF2 I like to work as per my choice of location [1][2][3][4][5] 
WPF3 Workplace flexibility helps me optimize my work-life balance. [1][2][3][4][5] 
WPF4 I believe that workplace flexibility is an essential component for remote 

working. 
[1][2][3][4][5] 

WPF5 Given a choice, I would like to work from my preferred locations. [1][2][3][4][5] 
WTF1 GOLDEN, 1999; Jonsson, 2007; Mellner et al., 2016; Lemos Lourenço & 

Neres Lourenço, 2016; Matli, 2020 
I like to work as per my preferred time zone. [1][2][3][4][5] 

WTF2 I believe that work time flexibility improves my working efficiency. [1][2][3][4][5] 
WTF3 Work time flexibility helps me to work-life balance. [1][2][3][4][5] 
WTF4 I think work time flexibility is an essential component for remote working. [1][2][3][4][5] 
WTF5 I believe that work time flexibility helps in improving individual 

productivity. 
[1][2][3][4][5] 

INF1 Loi et al., 2019; Sanchez et al., 2020; Wong et al., 2020; Sridhar & 
Bhattacharya, 2020 

Infrastructure is an essential ingredient for remote working. [1][2][3][4][5] 
INF2 I believe all the organizations should appropriately invest to improve their 

infrastructure. 
[1][2][3][4][5] 

INF3 I have a good infrastructure for remote working. [1][2][3][4][5] 
INF4 I think that organizations should have a flexible infrastructure usage policy 

to support remote working. 
[1][2][3][4][5] 

INF5 My organization provides me adequate infrastructural support for remote 
working. 

[1][2][3][4][5] 

RWF1 Rodgers, 1992; Daniels et al., 2001; Spreitzer et al., 2017; Kaur et al., 
2020 

I like remote working [1][2][3][4][5] 
RWF2 I feel more satisfaction in working remotely [1][2][3][4][5] 
RWF3 I think remote working improves productivity [1][2][3][4][5] 
RWF4 I enjoy remote working [1][2][3][4][5] 
RWF5 I think remote working option provides better flexibility to employees. [1][2][3][4][5] 
EMS1 Dickens, 2005; Millmore et al., 2007; Kaur et al., 2020; Ashraf, 2020 Remote work is a fun. [1][2][3][4][5] 
EMS2 Satisfied employees can work efficiently. [1][2][3][4][5] 
EMS3 I believe that improving employee satisfaction is an important objective for 

providing remote working option. 
[1][2][3][4][5] 

EMS4 I believe most of my friends and colleagues are satisfied while working 
remotely. 

[1][2][3][4][5] 

EMP1 Millmore et al., 2007; Kaur et al., 2020; Ashraf, 2020 I believe employees become more productive while working remotely. [1][2][3][4][5] 
EMP2 Improvement of employee productivity enhances the performance of the 

organization. 
[1][2][3][4][5] 

EMP3 One of the main objectives of remote work flexibility is to enhance 
employee productivity. 

[1][2][3][4][5] 

EMP4 I believe organizations having better employee productivity will perform 
better. 

[1][2][3][4][5] 

ORP1 Loi et al., 2019; Sanchez et al., 2020; Wong et al., 2020; Sridhar & 
Bhattacharya, 2020 

I believe remote working option can improve the performance of the 
organization. 

[1][2][3][4][5] 

ORP2 Improvement of organization performance led to better competitive 
advantage. 

[1][2][3][4][5] 

ORP3 Flexible working condition improves organization productivity. [1][2][3][4][5]  
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