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ABSTRACT : COVID-19 has had significant effects on workers and workplaces around the world and many 

organizations are rapidly changing their operations and procedure due this pandemic. This study aims to 

explain the factors that influence on workers productivity during working from home arrangement in non-

governmental organization in Palestine based on Scientific Management Theory. The focus is the impact of 

organizational factors that includes management support, digital infrastructure, and IT training on employee’s 

productivity during WFH. The primary data used in this study all staff were working at NAWA for Culture and 

Arts Association by distributing questionnaires through Microsoft Form. The descriptive and statistical analysis 

conducted by SPSS 26 to determine the relations between study variables. Only digital infrastructure was found 

to have a significant impact on employee productivity during implementing WFH in this pandemic at NGOs. The 

research findings suggest that the organizational support processes such as management support and IT 

training were ineffective at NGOs and require further development to improve their support towards employee 

productivity when engaging in WFH. 

KEYWORDS: Employee Productivity, WFH, Management Support, Digital Infrastructure, IT Training. 

 

I. INTRODUCTION 
New business models, agile operating techniques, and regulation all constantly alter how firms run. 

COVID-19 further exacerbated this transformation, which is based on values of human experience, and which 

can ultimately result in lasting changes at the level of behavior, culture, and organizations (Chaudhary et al., 

2022). COVID-19 is a global health emergency and an international economic menace. The lockdown created a 

wide range of issues for both workers and employers globally (Kniffin et al., 2021). COVID-19 has also led to a 

widespread transition into virtual teamwork, often termed remote working in literature. It has also reignited 

interest in how Information and Communication Technology (ICT) can lead to work reconfigurations, enabling 

different ways of working, thus making new research necessary (Waizenegger et al., 2020). 

When the first case of Covid 19 infection confirmed in Palestine, the Palestinian government began 

implementing strick lockdowns and guidelines on social distance. Many employees have lost their jobs and the 

important ones faced new standard operational procedures and constraints for protecting staff and customers’ 

health and well-being. The government, non-government organizations (NGOs) and privet companies have 

switched their entire workforce to temporary remote work. As a result of this global pandemic, all businesses 

have changed their workplace dramatically, and their experience has been completely full of challenges. 

There are things the organization and leaders should do to make sure that the now virtual employee can 

still be productive as an element of team that has and to interact with others in new ways. These items range 

from establishing new organizational technical and employee support systems to leadership training on the way 

to not only effectively communicate with virtual employees but, also, the way to sustain their cultural values, 

beliefs, and norms in an exceedingly trusting relationship with team members and therefore the leader (Newman 

and Ford, 2021). 

The biggest challenge cited by 48% of employers was, not surprisingly, the unsuitability of some jobs 

to be done from home. Otherwise, it absolutely was the management, employee wellbeing and performance-

related issues that dominated the challenges with 36% reduced staff interaction and co-operation, 33% the 

effective administration of home-based workers, and 28% regarding the monitoring of staff performance. More 
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technical challenges included staff proficiency with the new technology, not enough laptops, and computers 

(both at 25%) and outdated technology (23%) (CIPD, 2020). Although many organizations had to build 

employee digital capabilities to support working from home (WFH) rapidly, not most are fully competent with 

all of technologies that may enable hybrid working and further training is also necessary (CIPD, 2022). 

Even though an increasing interest in remote working, most of the work in this field is concentrated in 

developed countries and in profit-oriented business e.g. (Chaudhary et al., 2022; Kniffin et al., 2021; Wang et 

al., 2020; Monteiro et al., 2019). Therefore, more research is needed to study the effect of organizational factors 

on employee productivity in developing or less developed countries, especially in non-governmental 

organizations. So, in a way, this study aims to fill the gap in this field in developing countries, Palestine being 

an example of a developing country and NGOs plays strategic role in Palestine in terms of employment and 

economic development.  

Thus, the results of this study will give a new perspective to the findings of the previous studies on the 

issue of WFH and organization factor which identified from the literature as being potentially relevant to 

impacting on productivity included IT Training, Digital Infrastructure, and Management Support on employee’s 

productivity in a somewhat different culture and business.  

Therefore, the main purpose of this research is to is to examine the factors that impact on the ability of 

workers in completing their tasks and responsibilities through WFH arrangements in response to COVID 19, 

mainly in non-governmental organization. Then the following question was asked as a research question in this 

study: What are the effects of organization factors during WFH on employees’ productivity whose working in 

non-governmental organization? 

 

Problem Statement 

From improving education and environment to supporting the needy people, the objective of NGOs can 

cover any topic related to improving a region or country based on the available fund and the human capital/ 

worker who serve this organization. As a result of Covid 19, NGOs started laying-off employees, remote 

working, and in general increased uncertainty (Ramaswamy et al., 2021). Many organizations including NGOs, 

rethinking in managing the resources it has especially the human resources and how the organization can keep 

them performing well during WFH. Over the course of the pandemic, employees and employers have developed 

their knowledge and skill sets related to virtual work and now look to optimize the benefits of virtual work post-

pandemic (Mitchell, 2021).  

It can be said that the Pandemic scenario was compelling all the organizations to call for more IT and 

behaviour change with an aim to recover employees’ output with efficiencies. Employee performance became 

the topmost priority issue for the IT-HR managers due to Covid-19 pandemic and WFH. Like other 

organizations, due to the continuous changes in IT work environment, and business behaviour in Covid 19 era, 

NGOs are operating in a dynamic environment. Therefore, within NGOs, the need to use IT in business, to 

support and communicate with staff, perform tasks, and measure performance continues to grow (Al-Ammary 

and Hamad, 2012). 

What has been written about employee performance is mainly from profit-oriented business, paying 

little attention to the employees’ performance in NGOs. Moreover, much recent research about employee 

performance during WFH can be found in academic journals such as (Chaudhary et al., 2022; Kniffin et al., 

2021; Wang et al., 2020; Monteiro et al., 2019) and more empirical research is needed to cover other business 

sector and other geographical area. An understanding of the organizational factors involved regarding 

employees’ performance during WFH in NGOs is important for organisations to manage its limited resources, to 

achieve its objectives, and to sustain it operations as possible. However, no study has been conducted on 

workers performance from NGOs perspective towards the attainment of the NGOs performance goals and 

objectives which are essential to the management and their donors. The researcher felt that if nothing was done 

to discover this area, the NGOs would lose its resources and position as a leading institution for economic 

development in the region. 

 

Research Objectives 

While many literatures identified various key elements that have effects on employee’s productivity 

from organizational and individual side, this study will focus on organizational factors and tried to find out how 

employees’ productivity can be affected during WFH at NGOs. The findings from this study may help 

management make more informed decisions regarding the development of strategies from Management to IT 

perspective to improve performance during remote working. 

The specific objectives of this study were to: 

i. Examine how management support influences employee productivity at NGOs during WFH. 

ii. Establish the relationship between digital infrastructures and employee Productivity at NGOs during 

WFH. 
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iii. Find out how IT Training influences productivity of employees during WFH at NGOs. 

 

Research Questions 

One cannot fully appreciate improvements made in science, knowledge, or technology without some 

understanding of the conditions inside which these growths happened (Salin, 2003). To evaluate how 

organizational factors such as IT Training, Digital Infrastructure, and Management Support can be successfully 

used to stimulate worker’s performance in an NGOs, the study aims to address the following questions which 

specify what the researcher looking to investigate: 

i. How is the management support during WFH effect on the employee’s productivity in NGOs? 

ii. Does digital infrastructure in NGOs influence on the employee’s productivity during WFH? 

iii. What is the effect of IT Training on productivity of employees working in NGOs during WFH?  

 

Significant of the Study 

In response to certain gaps in knowledge regarding virtual work in NGOs, this study adds to existing 

knowledge by exploring several closely related variables form organizational side such as (IT training, digital 

infrastructure, and management support) on employee productivity. It also identifies critical elements and 

relationships associated with employee productivity which provides recommendations for NGOs and other 

sectors to consider it in relation to developing the best policies and practices which could influence employee’s 

productivity in remote working environment.  

The practical significance appears from changes that forced many organizations including NGOs to be 

open to change and adopt new methodologies to running the business and managing workforces. As a result, 

organizations face challenges regarding development, training, and employee performance. Management 

support and ICT practices could play a pivotal role in this situation. 

From the theoretical side, the work force is the most valuable asset for any business regardless of the 

size and type of business. The more employees are productive, the more businesses are successful. This study 

may fill a gap in the literature and contribute to business and organizational practices by equipping management 

and organizations with the knowledge, understanding, and essentials of the virtual workforce to achieve the best 

results from work force in NGOs. 

The application of results study could bring positive social change in management’s functional roles 

and responsibilities in NGOs working in Palestine via effective management support, and IT change 

management. The findings could provide management with information that will help them to develop strategies 

to increase employees’ productivity and to adopt ICT processes and procedures for management success in a 

virtual environment. 

 

Organization Overview: NAWA for Culture and Arts Association 

Nawa for Culture and Arts Association (NAWA) is a non-profit association established in 2014 by a 

group of educated, enthusiastic and dedicated youth to help empower their local community through culture, 

arts, and non-formal education. The Association offers its services to Palestinian society in general with a 

special focus on the local community in Deir Al Balah and the Middle area. NAWA has five cultural and 

educational access points provides its services, without discrimination, for thousands of Palestinian children, 

youth, parents, and educators who have limited access to cultural, artistic, recreational, and psychosocial support 

programs with a focus on people in Deir Al Balah area. Moreover, NAWA has many partnerships with 

international and local institutions. 

 

II. LITERATURE REVIEW 
Theoretical Underpinning  

 In 1909, Frederick Taylor published "The Principles of Scientific Management" within which he 

started with the subsequent statement: ―The principal object of management should be to secure the maximum 

prosperity for the employer, coupled with the maximum prosperity for each employee.‖ In saying this, he meant 

that the organization and employees should work together, strive to induce the foremost out of one another, and 

be compensated for his or her efforts as it’s in everyone’s best interests. 

Frederick Taylor and his associates were the first people whose study the work process scientifically in 

1909. They studied how work was performed, and that they checked out how this affected worker productivity. 

Taylor's philosophy focused on the idea that creating people work as hard as they might was not as efficient as 

optimizing the way the work was done. Regarding their interaction, Taylor said that workers should be taught 

daily and receive the friendliest help from people who are over them, rather than being driven or coerced by 

bosses or left to their own unaided devices. 

In fact, Taylor believed that training and development was the foremost important object of both the 

workmen and the management to provide maximum efficiency which an in depth, intimate, personal 
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cooperation between the management and therefore the worker is of the essence of contemporary scientific or 

task management. Taylor proposed that by optimizing and simplifying jobs, productivity would increase. This 

was very different from the way work was typically implemented in businesses beforehand. There was no 

standardization, and a worker's main motivation was often continued employment, so there was no incentive to 

work as quickly or as efficiently as possible (Taylor, 1911). 

Taking what he learned from these workplace experiments, Taylor developed four principles of 

scientific management simply called "Taylorism" and these are: (1) Develop a science for each element of work, 

(2) Scientifically Select, Train, Teach, and Develop the worker, (3) Cooperate with the Worker, (4) Divide the 

Work and Responsibility. The relevance of Scientific Management Theory to this study is that it provides the 

simplest way to review workplace efficiency and productivity; and it encourages the concept of systematic 

design for organization (Taylor, 1997). 

 

Homeworking and Employee’s Productivity 

By applying the scientific management theory to our investigation regarding productivity of employee 

and organizational factors during remote working practice, we expect to observe a powerful role for 

organizational factor such as IT training, digital infrastructure, and Management Support during WFH. In the 

following sections, we briefly review some existing knowledge in the literature about employee’s productivity 

during WFH and how it can be affected by IT training, digital infrastructure, and Management Support. 

With Covid 19 pandemic and ICT advances, the remote working has become normal in our working 

life and employees and managers have developed their knowledge and skill sets related to remote working and 

now look to optimize the benefits of virtual work post-pandemic for better performance (Mitchell, 2021). 

According to (Rizwan et al., 2014), Performance of the employee is considered as what an employee does and 

what he doesn’t do. Employee performance entails quality and quantity of output, presence at work, 

accommodative and supportive nature, and timeliness. (Mitchell, 2021) recommended the organizational leaders 

to follow the next five steps for successful hybrid work as the following, (1) accommodate adaptable 

workspaces, (2) support employee engagement, (3) listen to employees (4) prioritize IT strategy, and (5) focus 

on outcomes.  

The biggest challenge cited by 48% of employers was, not surprisingly, the unsuitability of some jobs 

to be done from home. Otherwise, it was the management, employee wellbeing and performance-related issues 

that dominated the challenges rather than technical aspects, with 47% citing reduced mental wellbeing amongst 

employees, 36% reduced staff interaction and co-operation, 33% the effective line management of home-based 

workers, and 28% regarding the monitoring of staff performance. The least common challenge, though still 

present for a significant minority, was staff motivation and engagement at 21%. More technical challenges 

included staff proficiency with the new technology, not enough laptops, and computers (both at 25%) and 

outdated technology (23%) (CIPD, 2020). 
There are things the organization and leaders should do to ensure that virtual employee can continue to 

be productive as a part of team that must interact with others in new ways such as building new technical and 

employee support systems to leadership training on how to sustain their cultural values, beliefs, and norms in a 

trusting relationship with team members and the leader (Newman and Ford, 2021). 

The research findings of (Wulida Afrianty et al., 2022) highlight the importance for employees to have 

a strong digital orientation to be able to cope with disruption in the workplace. In addition to digital and 

technical knowledge, (Prodanova and Kocarev, 2021) stated that to achieve an adequate job performance during 

WFH, both distraction and efficacy elements of the working activity should be addressed. Companies adopt 

remote work during the Covid-19 recognized the importance of creating a working climate that would enable 

the development of all practices in WFH environment and certainly require employees who are high achievers 

(Pawirosumarto et al., 2016). 

Awadaa et al., (2021) designed and administered an online questionnaire to collect data from 988 

respondents. Relative to their prior in-office productivity before the pandemic, workers' perceptions of their 

overall productivity level remained stable. Workers who were female, older, and made a high income were more 

likely to report higher productivity. Productivity was positively influenced by better mental and physical health 

statuses, having a teenager, increased communication with co-workers and having a dedicated room for work. 

From a qualitative standpoint, the findings of (Mustajab et al., 2020) are very surprising because they show that 

the productivity of most employees who work from home declines. This is due to a lack of work-supporting 

facilities like computers, internet networks, and other disturbances like feeling overwhelmed by the same 

environment.  
Moreover, (Rietveld et al., 2021) show that motivational processes can provide an explanation for the 

decrease in productivity of employees during the first lockdown. Since employees experience less relatedness at 

work, their intrinsic motivation decreases and, with it, their productivity at work. 
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In light of (Galanti et al., 2021) study, training interventions may be supplied to WFH employees to develop 

self-observation strategies and to promote the schedule of work-related goal-based deadlines and priorities. 

Furthermore, attention to new work processes supporting the work, leveraging the specific skills of individuals, 

and providing functional tools for job management in the new context of remote work. Consequently, 

organizations should empower workers through training courses aimed at developing self-leadership behaviors.  

From the above analysis we have reached the conclusion that employee productivity and employees 

performance affected by several factors from the individual side to the organizational side, whether these factors 

are behavioral or technical. In the next sections, we will focus on Three of these factors (IT Training, Digital 

Infrastructure, Management support) which are related to the organizational side to answer the research 

questions. 

 

Management Support and Employees Productivity 

Management support can take many different forms, including effective communication between 

workers and managers, involving workers in important decisions, giving workers clear feedback on their 

performance, and helping them with difficult tasks. Based on (Parfvonova, 2009), Management Support 

indicates the extent to which managers and management show care and concern for workers and acknowledge 

their feelings about work-related issues.  

Moving forward, it will be important for leaders to connect with employees to assess goals and 

workplace values and get feedback regarding work experiences and preferences, while addressing challenges or 

roadblocks. Surveys, focus groups, or even one-on-one feedback should be utilized in the planning and design of 

future work arrangements (Mitchell, 2021). Chaudhary et al. (2022) concludes that the companies should 

consider regular contact with employees to guide them on how to improve the virtual work during WFH. 

Management needs to carry out discussion activities to find out the needs of employees in implementing the 

work from home policy. The results of monitoring, evaluation and discussion can be used as input to provide 

organizational support to employee (Aropah et al., 2020). 

Moreover, during the lockdown the employees were confused, fearsome and curious to know about 

their job security and survival and ultimately eager to know the company’s status. HRmanagers should work on 

the deficiency and build strong communication network (Ramaswamy et al., 2021). Kniffin et al. (2021) offer 

the following advice for management to improve communication during WFH: (1) pay attention to structure and 

nature of communication flows; (2) provide opportunity for non-task interactions among employees to allow 

emotional connections among them; and (3) Remote workers must navigate the conflicts that can lead to 

performance losses. As WFH is different from regular office-based work, management and communication must 

be adjusted.  

Based on the analysis of (Aropah et al., 2020) which study the effect of organizational support on 

employee performance, organizational support does not affect or have an inverse effect on the implementation 

of WFH policies. Management should pay attention about what employee’s needs from organizational support 

and monitor and evaluate current organizational support to used it as input to provide the support for employees. 

From other side, the democratic leadership style had a positive effect on organizational culture, and 

organizational culture significantly affected employee performance. Organizational culture mediates the 

relationship between democratic leadership style and employee performance (Diana et al., 2021). Moreover, the 

recognition of accomplishments of employees by common actions such as thanksgiving has shown increased 

commitment, enthusiasm, and work success (Chaudhary et al., 2022).  

According to (Diamantidis and Chatzoglou, 2018), management should help employees when a 

mistake is made, discussing with employees job-related issues, and letting employees make decisions regarding 

their everyday job execution. These practices will trigger a healthy organizational climate where managers, 

employees and co-workers will collaborate efficiently, be more motivated and increase their performance. 

(Neves & Eisenberger, 2012) suggest that open communication between management and employees is an 

effective way to increase employee’s performance—both their standard job and extra-role activities—mainly 

because it confirms on importance of the well-being and values the contributions of its employees. According to 

the last discussion, we developed the following hypotheses: 

H1: The relationship between the Management Support and Employee’s Productivity is positively during WFH. 

 

Digital Infrastructure and Employees Productivity 

Digital infrastructure incorporates hardware and software systems that supports organizational 

functioning and employee performance (ITU, 2019). The presence of technology-based systems owned by an 

organisation that can enable the implementation of the organization's core business online is what is indicated by 

digital infrastructure in this study. 

Many organisations weren't expressly prepared for the effects of a worldwide pandemic, even if some 

had built contingency plans for office closures due to natural catastrophes or building and facility damage. 
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COVID-19 clearly highlighted the importance of technology investments. For successful implementation of 

telework the organization must provide and upgrade the digital infrastructure including high-speed internet and 

provide the necessary training for both managers and employees (Aropah et al., 2020). 

Investing in expensive technology does not guarantee that workers will always deliver their work on 

time. In fact, there might be failures that could only affect some employees due to technical issues that are 

beyond their hands. Additionally, other issues such as power outage and bad weather that may also affect their 

working schedules. Moreover, extreme weather conditions such as sandstorms can destroy the infrastructure 

used to enhance communication and work between remote workers and their supervisors/offices (Alghaithi and 

Sartawi, 2020). Organizations of all sizes want to make sure they offer IT resources (such as hardware, software, 

networking, and data) and IT support for their employees, regardless of where they work. This goes along with 

physical workspace changes (Mitchell, 2021). 

However, leaders who had already prioritized investment in collaboration technologies (e.g., 

videoconferencing), networking (e.g., virtual desktop infrastructure and remote support), and security (e.g., 

cloud-based security and cyber insurance) were certainly more prepared (Mitchell, 2021). Moreover, the virtual 

tools are found to be a significant factor as (Chaudhary et al., 2022) show that the speed of internet connection, 

the speed of computers, and the well-functioning of the virtual software has positive impact on employee 

engagement. 

According to (OECD, 2020), policies should support the provision of access to a fast, reliable, and 

secure ICT infrastructure for firms and workers. Whereas the readiness of the ICT infrastructure is a key pre-

requisite for enabling telework, its quality matters greatly for the efficiency of teleworking. Therefore, the 

following hypothesis has developed: 

H2: The digital infrastructure has a positive effect on employee productivity during WFH 

 

IT Training and Employees Productivity 
Training is one of the primary activities that a company may use to enhance the skills and capabilities 

of its personnel in the context of human resources management. IT training was shown to be one of the most 

often employed strategies for adjusting to evolving IT systems and software (Benamati & Lederer, 2001). IT-

related expertise is recognised as a source of long-term competitive advantage for a company. Intangible IT 

resources, such as IT skills, are significant factors which in turn influences employee and organisational 

performance according to (Lertwongsatien et al., 2005). Investing in personal development comes with many 

benefits for the organizations such as equipping them with tools to be even more effective in their role 

(Chaudhary et al., 2022). 

In order to maximise returns on human investment as firms transition to a hybrid work environment, 

executives must make deliberate choices about how and where to invest in the employee lifecycle related to the 

development of organizational culture (Mitchell, 2021). Firms that opt for remote work employ a relatively 

larger proportion of workers that use personal computer with fast speed internet. (Natália et al., 2019). Further, 

managers should consider improving a firm’s training culture, to help employees to acquire new job-related 

knowledge, skills and abilities which help them to be more proactive and adaptive when faced with various job 

execution-related challenges (Diamantidis and Chatzoglou, 2019).   

The virtual training, according to (Chaudhary et al., 2022) results, has positive effect on employee 

engagement score.  However, managers should keep in mind that investing in a well-organized training culture, 

well improve level of employee adaptability for job requirements and challenges, thus affecting their job 

performance (Diamantidis and Chatzoglou, 2019). Technology plays a vital role in mitigating the potential 

disadvantages of WFH, namely social isolation and difficulties with communication and collaboration. Support 

and training for workers using technology while WFH is also important for enabling workers to maintain their 

performance at work (Green et al., 2020). Based on this discussion, we propose the following hypothesis: 

H3: There is a positive relationship between the IT Training and Employee Productivity during WFH 

 

III. METHODOLOGY 
Research Paradigm 

 Leaders in the field Guba and Lincoln (1994) defined a paradigm as a fundamental set of assumptions 

or worldview that directs research activities or an inquiry. Research Paradigm has significant implications for 

every decision made in the research process, including choice of methodology and methods (Kivunja & Kuyini, 

2017).  

 Positivism, constructionism, critical realism, and pragmatism are dominant research paradigms which 

are mostly influenced by academic researchers (Sekaran & Bougie, 2020). Positivists are concerned with the 

rigor and replicability of their research, the reliability of observations and the generalizability of findings 

(Sekaran & Bougie, 2020). On the other hand, a positivism research paradigm is frequently correlated with 
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quantitative research methodologies that presume the presence of a true reality that can be uncovered through 

rigorous empirical study (Creswell, 2009).  

 In general, the positivist paradigm fits the intended objective of the study to employ the quantitative 

method. Following the deductive approach, this study focuses on identifying problems, developing theory-

driven hypotheses, gathering data, analysing empirical data, and drawing conclusions (Sekaran & Bougie, 

2020). The research process involves identifying the population, examining the sample of the population, and 

conducting statistical analysis of the variables. This research paradigm has been widely used in renowned 

scholars in social sciences as it allows researchers to test theory and hypotheses based on objective (data) 

measures to support the results. 

 

Research Design  

 A research design is a blueprint for fulfilling research objectives and answering research empirical 

questions (Schindler, 2022). According to (Bell et al., 2019) research design provides a framework for the 

collection and analysis of data. Obviously, no single design can be said to be superior in every situation. Instead, 

you'll need to make decisions and come up with a design that works for the task at hand. Therefore, research 

design includes research methodologies (such as performing experiments, surveys, case studies, or a 

combination of these strategies), as well as defining the research's scope, the depth of its data analysis, and its 

timeframe. 

 Based on research objectives, this study adopted the cross-sectional survey research methodology to 

provide standardized information that could be used to examine the associations between the variable under 

study at NAWA for Culture and Arts Association as a case study. These techniques frequently result in 

inexpensive costs, rapid responses, and greater control over the respondents. The survey was self-administered 

and created in Microsoft Forms and will be distributed entirely online to the target respondents whose working 

at NAWA for Culture and Arts Association in Palestine. 

 

Research Process 
 The business research process provides a roadmap with directions for conducting a business research 

project (Hair et al., 2020). The research process defined by (Schindler, 2022) as a sequential process involving 

several clearly defined stages: clarify the research question, design the research, collect, and prepare data, 

analyse, and interpret data, and report insights and recommendations. The idea of a sequence is useful for 

developing a project and for keeping the project orderly as it unfolds. 

 The research process started with the literature review in which the problem and research questions 

were developed by identifying gaps in the literature about organizational factors and employee productivity/ 

performance during WFH. Review of literature further led to the identification of the relevant theories about 

employee productivity which acted as a platform in developing the theoretical framework and hypotheses for 

this research. 

 The next phase was to determine the most suitable research design to be employed in this research and 

developing the survey questionnaire based on study variables. Once the survey questionnaire was finalised, the 

finalised instrument will use to collect data from the sample. The final stage will involve the interpretation of the 

findings and the discussion on the implication of the findings. In giving a clear explanation and detail discussion 

of the findings, the researcher needs to confer with relevant theories and literature. 

 

Sampling, Data Collection and Questionnaire 

 Dawson (2009) in quantitative research indicated that if sample was chosen carefully using the correct 

procedure, it is then possible to generalise the results to the whole of the research population. According to the 

research objectives and research population and to the best of the researcher’s knowledge, the study sample will 

cover all employee at NAWA for Culture and Arts Association by the survey. By using Microsoft Form, an 

online survey created and shared with the target participants targeted sample (60 worker at 2022) throughout 

official email to collect the data for this study.  

At the beginning of the questionnaire, a cover letter explaining the objective of the study and ethical 

deliberations were included on the front page. The questionnaire was divided into three sections as the 

following: Section A questions are related to respondents’ demographic information; Section B is designed to 

measure the dependent variable which is Employee Productivity and consist of 12 Q; and Section C is about the 

independent variables (Organizational Factors) which are Management Support (7Q), Digital Infrastructure 

(7Q), and IT Training (5Q). A five-Likert scale measurement (1= strongly disagree, 5= strongly agree) was 

employed to all items. 

The researchers carefully considered the wording of the survey instructions to avoid any unnecessary 

words and any misunderstanding, and all the measurements were adapted from previous research and scales 

available in the literature, and as such they were all previously pretested. The measurement of management 
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support adapted from (Henderson & Argyle, 1985; Eisenberger et al., 1986). IT training measurement was 

adapted from (Bradford & Florin, 2003; Bhat & Bashir, 2018). The digital infrastructure measurement was 

adapted from (Aboelmaged & Subbaugh, 2012; Byrd and Turner, 2000; and ITU, 2019). The measurement of 

employee productivity in this study was adapted from (Koopmans et al., 2012; Villagrasa et al., 2019; and 

Griffin, 2007). 

IV. DATA ANALYSIS AND HYPOTHESIS TESTING 
 

Preliminary Data Analysis 

After data has been collected with response rate of 80% as we received 48 responses from 60 

participant targeted, the researcher examined it to ensure its completeness and validity before it is analyzed. 

According to (Hair et al., 2020), the typical tasks for preliminary analysis are editing, dealing with missing data, 

coding, transformation, and entering data. After handling all issues related to data cleaning, the final sample is 

45. 

 

Demographic Characteristics 
Table (4.1) presents the personal characteristics of respondents on the questionnaire. The females form 

75.6 % of participants and the males form 24.4%.  NAWA encourages the Female recruitment due to the nature 

of its work and its target beneficiaries. 60% of these participants are married, 37.8% are single, and 2.2% are 

divorced according to marital status. 

According to age range, (from 18 to 25 years = 6.7%, from 26 to 35 = 64.4%, from 36 to 45 = 26.7%, 

and from 46-55= 2.2%). The highest age range is from 26 to 35 by 64.45 given that the most respondents are 

youth. These statistics are consistent with the reality of NAWA Association where it depends basically on youth 

who have the energy to work, create, innovate, adapt with changes inside and outside the association. 

 
Table 4.1 

Personal Characteristics of the Research Population (n=45) 
Construct F % Construct F % Construct F % 

Gender   Age   Years of experience   

Male 11 24.4 18-25 3 6.7 Less than 2 2 4.4 

Female 34 75.6 26-35 29 64.4 2-5 12 26.7 

Position   36-45 12 26.7 5-10 21 46.7 

Project Coordinator 12 26.7 46-55 1 2.2 < than 10 10 22.2 

Senior Animator 12 26.7 Marital status    Education   

Specialist  9 20 Single 17 37.8 Diploma 1 2.2 

Educator  4 8.9 Married 27 60 Bachelor  41 91.1 

Officer 3 6.7 Divorced 1 2.2 Master 2 4.4 

Other 5 11    PhD 1 2.2 

 

With respect to educational level, (Diploma = 2.2%, Bachelor = 91.1%, Postgraduates = 6.6%). The 

highest percentage is the bachelor’s degree with 91.1% of participants considering that age range (26 to 35) is 

the highest as the bachelor’s degree is granted at 22 years, so those with age from 22 and above have a 

bachelor’s degree. According to job position, (Project Coordinator= 26.7%, Senior Animator= 26.7%, Specialist 

= 20%, Educator = 8.9%, Officer = 6.3%, others = 11%). Project coordinator and Senior Animator are the 

highest. This returns to the fact that NAWA implemented many projects, and this position is popular among 

NGOs. Regarding experience years, (less than two years = 2.2%, 2-5 years = 26.7%, 5-10 years = 46.7%, more 

than 10 years= 22.2%). This is consistent with the age distribution of participants as 64.4% aged between 26-35 

years old. 

 

Reliability 

Reliability of an instrument is the degree of consistency of questionnaire. For this purpose, Cronbach Alpha 

(Coefficient alpha) test was performed to determine the reliability of the questionnaire. Its values could range 

from 0.0 to 1.0 with a value closer to 1.0 indicating a higher level of reliability.  
Table 4.2  

Reliability of Measures 

Construct No of Items Cronbach's Alpha 

Productivity 12 .788 

Management Support 7 .926 

Infrastructure 7 .885 

IT Training  5 .90 
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Findings of the study reported the following reliability coefficients using Cronbach's Alpha for each 

category in the scale (Table 4.2). Results showed a Cronbach's Alpha coefficient were in the range from 0.788 

and 0.926. This range is considered high and ensures the reliability of each field of the questionnaire according 

to many scholars such as Nunnally (1978) ≥ 0.7 – 0.9; Nunnally & Bernstein (1994) ≥ 0.6; and Sekaran (2003) ≥ 

0.5 

 

Descriptive Statistics of Variables of the Study 

Once the construct validity and reliability were completed, mean scores were calculated from the 

scale’s items to generate the composite scores for the constructs which will be used in the regression analysis 

(Ellinger et al.,2008; Hair et al., 2019). As the table (4.3) exemplifies, the mean and standard deviation of all 

variables calculated as the following: (Productivity: Mean= 3.8481, SD: 0.4239; Management Support: Mean= 

3.7238, SD: 0.72101; Infrastructure: Mean= 3.9587, SD: 0.74145; IT Training: Mean= 4.1289, SD: 0.6932). 
Table 4.3 

Descriptive Analysis of Variables 

Construct Mean Std. Deviation Skewness Kurtosis 

Productivity 3.8481 .42391 .012 .128 

Management Support 3.7238 .72101 -.664 .128 

Infrastructure 3.9587 .74145 -.480 -.424 

IT Training 4.1289 .69302 -.488 -.636 

 

Furthermore, the normality of the composite scores was checked and the result indicated no violation 

with skewness and kurtosis. Skewness assesses the extent to which a variable’s distribution is symmetrical. If 

the distribution of responses for a variable stretches toward the right or left tail of the distribution, then the 

distribution is referred to as skewed. Kurtosis is a measure of whether the distribution is too peaked (a very 

narrow distribution with most of the responses in the center) (Hair et al., 2019). Based on Table 4.3 the result 

indicated no violation with skewness and kurtosis values within the accepted range (≤ ± 1 and ≤ ± 7, 

respectively) recommended by Curran et al., (1996). 

 

Correlation  

In order to establish the relations between employee productivity and organizational factors affecting 

them, a correlation analysis was performed. As the skewness and kurtosis results showed that distribution was 

normal, Pearson correlation coefficient was calculated. The following table (4.4) shows the results of Pearson 

correlation coefficients between variables of the study. The researcher calculates coefficients between all main 

constructs. Where the researcher sees through the results a positive weak correlation between the independent 

variables (Infrastructure) and the dependent variable (Productivity). This positive relation is significant at .05 

level at NAWA for Culture and Arts Association. 

 
Table 4.4 

Correlation Matrix 

Construct Productivity Management 

Support 

Infrastructure IT Training 

Productivity 1    

Management Support .270 1   

Digital Infrastructure .353* .684** 1  

IT Training  .155 .680** .742** 1 

*p< 0.05, **p<0.01 
 

On the other hand, the results show no significant relationship between Employee Productivity and 

Management support and between Employee productivity and IT Training at any level of significant at NAWA 

for Culture and Arts Association. 

 

Multiple Regression 

A multiple regression was run to predict how employee productivity was explained by Management 

Support, Infrastructure, and IT Training. Based on table (4.5) and table (4.6), these variables significantly 

predicted Intention, F (3, 44) = 2.62, p >.05, R2 = .161, which shows that 16.1% of the variance in employees’ 

productivity can be explained by the 3 predictors. Two variables (Management Support and IT Training) were 

not significant predictors of employees’ productivity whereas Infrastructure was a significant predictor. 
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Table 4.5 

Regression Model Summary 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 .401a .161 .099 .40227 

a. Predictors: (Constant), Management Support, Infrastructure, IT Training 

b. Dependent Variable: Productivity 

 
Table 4.6 

ANOVA Test 

ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 Regression 1.272 3 .424 2.620 .064b 

Residual 6.635 41 .162   

Total 7.907 44    

a. Dependent Variable: Productivity 

b. Predictors: (Constant), Management Support, Digital Infrastructures, IT Training, 

 

According to Table 4.7, All VIF values are lower than 5 indicating no issue of multicollinearity. The t-

value is greater than 1.96 (2- tail) and the p-values are smaller than 0.05 for H2. On the other side, the t-values 

are less than 1.96 (2- tail) and the p-values are larger than 0.05 for H1 & H3. 

 
Table 4.7 

Hypotheses Testing 

Hypothesis  Construct  Unstd. B  Std. Error  Std. B t-value  Sig. VIF 

H1 Management 

Support 

.087 .123 .149 .710 .482 2.143 

H2 Digital 

Infrastructure 

.270 .131 .472 2.058 .046 2.568 

H3 IT Training 

 

-.182 .140 -.297 -1.301 .200 2.543 

 

Management Support (b = .087, t = .710, p> .05), IT Training (b = -.182, t=-1.301, p > .05) and 

Infrastructure (b = .270, t = 2.058, p < .05). Thus, H1 and H3 of this study were not supported while H2 was 

supported. Based on correlation and regression model, the digital infrastructure had the greatest impact on 

employee productivity at NGOs. 

 

V. DISCUSSION AND CONCLUSION 
This study seeks to determine the impact of Management Support, Digital Infrastructure, and IT 

Training on Employee Productivity during WFH at Palestinian NGOs. The strongest indicator of employee 

productivity was determined to be Digital infrastructure. Management Support and IT Training, however, were 

found not to be significant predictors of employee productivity. 

The result from first hypothesis of this study, H1, is that Management Support has a positive not 

significant relationship with employee productivity during WFH in NGOs. This result supported by the findings 

of (Diamantidis and Chatzoglou, 2019) who discovered that helping employees when a mistake is made, 

discussing with employees job-related issues, and letting employees make decisions regarding their everyday 

job execution will trigger a healthy organizational climate where managers, employees and co-workers will 

collaborate efficiently, be more motivated and increase their performance and productivity. Based on 

(Diamantidis and Chatzoglou, 2019), lack of management support to employees’ actions has a direct negative 

impact on employee performance.  

In addition, (Neves & Eisenberger, 2012) found that Perceived Organizational Support fully mediates 

the relationship between management communication and both in-role and extra-role performance. Specifically, 

it reveals that management communication affects performance mainly because it signals that the organization 

cares about the well-being and values the contributions of its employees. On the other side, (Aropah et al., 2020) 

found that organizational support has a negative relationship with employee performance. (Wang et al, 2020) 

functioned the Workload and monitoring as demands which increasing remote workers’ work-home 

interference, and thereby undermining employee well-being and productivity. The results of (Afrianty et al., 

2022) found that organizational support through management support were found to have no impact on 
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productivity in WFH. This suggests that the organizational support processes were ineffective and require 

further development to improve their support towards employee productivity when engaging in WFH. 

Policy allowing employees to work from home has a significantly negative effect on firm labour 

productivity as (Monteiro et al., 2019) stated. In short, the negative productivity effect of remote working seems 

to be mainly driven by small firms that do not export, that do not undertake any Research & Development 

activities, and that employ a relatively high share of low-skilled workers (Monteiro et al., 2019). For successful 

hybrid work, (Mitchell, 2021) recommended the organizational leaders to support employee engagement, listen 

to employees and focus on outcomes.  

(Awadaa et al., 2021) designed and administered an online questionnaire to collect data from 988 

respondents. Relative to their prior in-office productivity before the pandemic, workers' perceptions of their 

overall productivity level remained stable. Workers who were female, older, and made a high income were more 

likely to report higher productivity. Productivity was positively influenced by better mental and physical health 

statuses, having a teenager, increased communication with co-workers and having a dedicated room for work.  

More specifically, out-of-office work can lead to a decline in productivity for routine, manual and 

repetitive tasks, whereas the opposite is true for cognitive and creative tasks. Such effects might be captured by 

considering the skill-level of the firm, if there is a positive relationship between the share of high-skilled 

workers and the share of creative tasks, which seems a plausible assumption (Monteiro et al., 2019). These 

findings of research are interesting, and leaders should pay attention about what employee’s needs from 

management support. Management should monitor and evaluate current support. Management also needs to 

carry out discussion activities to find out the needs of employees in implementing the work from home policy. 

The results of monitoring, evaluation and discussion can be used as input to provide organizational support to 

employees. 

The result from the second hypothesis of this study, H2, is that Digital Infrastructure has positive 

significant effect on employee productivity during WFH in NGOs. Because many interpersonal processes are 

mediated by ICTs in the current digital workplace and communication quality is an important experience to 

consider for remote workers (Wang et al, 2020). Poor communication will not only hinder performance, as 

suggested in (Wang et al, 2020) research, but can also impair professional relationship and increase work stress 

which will hinder the productivity of employee during remote working. This is supported by (Mitchell, 2021) 

results which stated that the Organizations of all sizes want to make sure they offer IT resources (such as 

hardware, software, networking, and data) and IT support for their employees, regardless of where they work. 

This goes along with physical workspace changes. 

The results inconsistent with (Afrianty et al., 2022) who found that organizational support through 

digital infrastructure have no impact on productivity in WFH. Transformational changes in work at short notice 

are difficult to manage where there are variable staff IT capabilities in managing a different work medium.  

Technology plays a vital role in mitigating the potential disadvantages of WFH, namely social isolation and 

difficulties with communication and collaboration. Support for workers using technology while WFH is also 

important for enabling workers to maintain their performance at work (Green et al., 2020).  

However, according to (Mitchell, 2021), the leaders who had already prioritized investment in 

collaboration technologies (e.g., videoconferencing), networking (e.g., virtual desktop infrastructure and remote 

support), and security (e.g., cloud-based security and cyber insurance) were certainly more prepared for WFH 

and received better results. The last result consists of (Koekemoer et al., 2021) research who find the 

Technological flexibility had a positive structural path to the adaptivity performance component for employee. 

The level of remote working implemented has a significant impact on how employees adapt to and cope with 

the changes necessary to successfully work from home. 

The result from the third hypothesis of this study, H3, is that IT training has no positive no significant 

effect on employee productivity during WFH in NGOs, which is consistent with the findings of (Afrianty et al., 

2022), who discovered that IT training was found to have no impact on productivity in WFH. This requires 

further development to improve their support towards employee productivity when engaging in WFH where 

there are variable staff IT capabilities in managing a different work medium. Although our findings did not 

reveal a positive relationship between IT training and employee productivity, we believe that IT training can 

assist employees in improving their productivity by improving their knowledge and skills. 

Technology plays a vital role in mitigating the potential disadvantages of WFH, namely social isolation 

and difficulties with communication and collaboration. Training for workers using technology while WFH is 

also important for enabling workers to maintain their performance at work. (Green et al., 2020). The virtual 

training, according to (Chaudhary et al., 2022) results, has a positive effect on employee engagement score. 

Further, managers should consider improving a firm’s training culture, to help employees to acquire new job-

related knowledge, skills and abilities which help them to be more proactive and adaptive when faced with 

various job execution-related challenges. However, managers should have in mind that investing in a well-

organized training culture, which is focused on employee needs, increased employee adaptability level to 
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emerging job requirements and challenges, thus affecting their job performance (Diamantidis and Chatzoglou, 

2019). (Mitchell, 2021) recommended the organizational leaders to prioritize IT strategy for successful hybrid 

work.  

In light of the results discussed in this study, NGOs should consider the most effective means of 

improving employee productivity during WFH. Our findings show that factors such as management Support and 

IT Training have not any significant effect on employee productivity, while Digital Infrastructure is key to 

improve employee productivity in NGOs during WFH. The COVID pandemic has demonstrated that many 

organizations, including NGOs, were not prepared to meet the unexpected challenges associated with IT based 

forms of working and service delivery. In the future and with health and environmental crisis, organizations 

need to seriously plan and organize staffing and service more successfully. 

An organization’s employees are the fuel of your organization and are considered a valuable asset. 

Organizations require a minor adjustment to efforts that have already been made, for example, to training, 

development, rewards, recognition, management support, physical work environment, leadership style, two-way 

communications, employee engagement, wellbeing, and work life balance. 

 

Limitations and Further Studies 

While the findings of this research improved the insights of organizational factors which may affect 

employees’ productivity in NGOs during WFH, the discussion disclosed limitations, which offer avenues for 

future research.  

Thus, firstly, the restricted generalization of the results could be improved with an extended study 

collecting a more extensive data sample representative more NGOs. On the other hand, different data can be 

collected from other sectors such as government and profit-oriented business as the last study focuses on NGOs. 

The current study has been performed in cross-section design while future studies can consider longitudinal 

studies and a mix of qualitative and quantitative methods can also be used. 

Therefore, future research should focus on other factors which affect employee productivity other than 

organizational factors. For example, job factors, working environment factors, personal factors, Job satisfaction, 

and Employee engagement among others. Furthermore, bearing in mind the Covid-19 provoked stress, it can 

investigate more thoroughly these challenging psychological states, so other sources could be found, and they 

could be addressed from the basis, as the factors directly or indirectly affecting on persons and their outcomes. 

 

VI. CONCLUSION 
This research is one of the first studies that examined organizational factors (Management Support, 

Digital Infrastructure, IT Training) affecting employee productivity in implementing WFH during the covid-19 

at NGOs in developing country. Our results show that factors such as management support and IT training do 

not have a significant impact on employee productivity of NGOs while WFH. On the other side, digital 

infrastructure is critical to and has significant impact on employee productivity at NGOs. Based on these results, 

the management of NGOs should consider the most effective means of improving employee productivity during 

WFH as these employees are the fuel of any organization and are considered a valuable asset. Finally, other 

factors such as rewards, recognition, physical work environment, leadership style, communication, employee 

engagement, happiness and work-life balance need to be considered carefully in these organizations because of 

their potential impact on employee productivity. 
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