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Abstract

This article explores the effects of remote working on employee performance and organizational productivity. After the
COVID-19 pandemic, some organizations integrated remote working into their organizational structures, systems, and
processes, making the practices an integral part of service delivery. Uganda had one of the longest COVID-19 closures, and
this stimulated the adoption of remote working in various organizations across sectors. Despite the adoption of remoting
working in Uganda, there is limited understanding of its impact on employees’ performance and overall organizational
productivity. The purpose of this study was to establish the state of remote working in Uganda, establish policy and regulatory
gaps, and examine the impact of remote working practices on employee performance and overall organizational productivity. A
mixed methods of data collection and analysis was used. Primary data was mainly collected using Survey Questionnaires (SQ)
and Key Informant Interviews (KII), while secondary data was collected through an explorative Desk Review. A total of 314
employees responded to the study, of which 47.1% (148) were Female and 52.9% (166) Male. A significant number of
respondents, 37.9% (119 individuals), were from the Trade and Business sector, followed by 26.4% (83) from Tourism, 24.8%
(78) from ICT, and 12.1% from Education. The results showed that the majority of employees, 82.2% (258), across all sectors
have experienced the shift to remote work due to COVID-19, of which over 60% indicated working remotely at least 1-3 days
a week. The Information Communication Technology (ICT) leads in transition to remote work, with 29 out of 84 respondents
indicating a complete transition to remote work. This is followed by Education and Finance with (12/84) and (5/84) indicating
a complete shift. The main reasons for organizations to shift to remote work arrangements include COVID-19 (47.2%),
Employee desire (42.5%), and cost savings (36.2%). The majority of employees (82.4%) indicated that remote work is
effective in improving their productivity. The main tools used are video conferencing platforms (85.6%), collaboration
technologies (49.4%), and cloud storage (48.7%). The majority of respondents (77.1%) were not aware of remote working
policies in their organization, and over 65% of employees were satisfied with the remote work arrangement, with more females
(41%) highlighting greater satisfaction. Generally, employees struggle with work-life balance due to remote work, given the
blurred boundaries between office and private time. Only a significant number of employees in the private sector reported
having achieved a work-life balance as a result of remote work, where 75/210 of the respondents. The majority of respondents
from the private sector indicated that remote work has improved organizational productivity. Generally, organizations need to
define clear policies and guidelines for remote work to promote work-life balance to minimize employee burnout, and address
mental health challenges.
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1. Objectives of the Study

The main objective of the study was to establish remote
working trends in Uganda and the extent to which this practice
is influencing employee performance, quality of life and
overall organizational productivity. The specific objectives
were to establish;

1) Remote working trends in various sectors of the econ-

omy and the associated technology tools being used.

2) Legal and regulatory gaps as far as management of re-
mote working phenomena is concerned in corporate
Uganda.

3) The effects of remote working on the performance of
employees, organizational productivity, and quality of
life of workers and their families

2. Review of Literature

The advent of Information and Communication Technolo-
gies especially the Internet, Social Media and collaborative
tools such as Voice of IP technologies have revolutionalised
the way we live and work [13]. From enhancing delivering of
extension services in agriculture [14], delivery of financial
services such as mobile money [15], to delivery of online
classes in education [16], these technologies continue to re-
shape the way humans live and work. Working from home
also known as remote work has been practiced for centuries
with both positive and negative outcomes. A study by TINY
Pulse showed that employees who work remotely are much
happier with the arrangement than those work at their office.
However, there should be a good collaboration framework
among employees for remote work to be effective [12]. Ac-
cording to Enrico, et al, positive outcomes of remote work like
higher job satisfaction, performance, autonomy and work-life
wellness and lower work-family conflict, enhance perfor-
mance and productivity [2]. Studies show that employees are
more satisfied with their jobs if they incorporate flexible work
schedules, promote collaboration and knowledge sharing and
motivation [17, 18]. Employees are able to have an improved
work-life balance. However, Christine et al study shows that
this can lead to increased family-to-work conflict due to
blundering of work and family boundaries as employees
solely at home find it increasingly difficult to disengage from
work [1]. They end up working longer hours, thus negatively
impacting their family-oriented roles getting overly indulged
in work and eventually creating “mental fences” for boundary
management. Others create a pattern of behaviors that dis-
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tinguishes “integrators” (i.e., using the same calendar for
work and family activities) from “segmentors” (i.e., using
separate keys rings for work and home). It is from this back-
ground that the study aims at finding out the effect of remote
working on employee performance and organizational
productivity [5].

2.1. Remote Working General Insights

Remote working a practice implemented by organizations
offering employees freedom and flexibility of working away
from their designated duty stations or offices, often time it
simply means working from home [18, 17]. Remote working
has been described as the ability to work flexibly using remote
technology to communicate with the workplace but also col-
laborate with peers and clients. The practice has adopted due
to a number of reasons including; organization adjustments to
the changing market demands and industry practices like in
civil society organization and financial industry, response to
global pandemics, globalization and technological advance-
ment have pushed organizations to consider the introduction
of remote working, desire to incentivize employees among
others [6]. Demands from employees and the need to access a
wider scope market have driven the implementation of remote
work arrangements and created a shift in the balance of the
employee and employer contract. This has forced employers
to implement a remote working process that involves stake-
holders who implement their assignments virtually. The
adoption of remote working has been known to so far reduce
on time spent travelling to and from work and defined remote
targets for responsible persons. Pham, et al highlights that
centralized structures in the organization where information
flows through specific offices or personnel contribute to the
concept of remote working [10]. Results are dependent on
identifying key activities, outcomes and time frames.

Christine et al asserts that remote working improves
productivity because of the flexible approaches to work [1]. It
also reduces the work-life conflict and increases job satisfac-
tion because a worker does not have to always commute to the
place of work to get work done. The use of technology as
someone works remotely implies changes in working prac-
tices, behaviors, skills and competencies. Leung and Zhang,
further assert a positive change in job effectiveness, work-life
balance and well-being of employees when remote working is
emphasized [8].
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2.2. Legal and Regulatory Gaps as Far as
Management of Remote Working
Phenomena is Concerned in Corporate
Uganda

Remote working has become a policy priority for countries
to develop guiding rules and regulations that ensure work is
done remotely. Working remotely entails an employee to
make decisions on the environment that supports work and
some have been known to relocate. Policies have been put in
place to guide remote work for organizations and their em-
ployees. The remote work policy by OECD provides stand-
ards and expectations for employees to use as guiding prin-
ciples while working online. Employees are allowed flexible
hours and are expected to share remote work dates or days on
condition they have the required software tools to support
work. These include a laptop, internet access and others. One
is expected to be able to handle video or voice conferencing,
hub meetings, have a google calendar and is able to have a
google drive where other employees can share documents and
work on them, [9].

Irrespective of the fact that the remote work policy is in place,
it has to be able to support hybrid remote working while im-
proving people’s quality of life. The policy gaps to be considered
by government are in respect to the following areas.

1) Reduction of the digital divide and facilitation of the
adoption of remote working. This can be done by investing
in digital skills for workers and ICT capacity among small
medium enterprises. Ensuring communication services like
internet are affordable for all and helping to overcome
cultural and legal barriers for remote working.

2) Enhancing accessibility to quality services particularly
in non-metropolitan regions by adapting support ser-
vices to enhance conditions for remote working. This
can also be done by enhancing the provision of quality
education and health, promoting a greater use of digi-
talization to provide services.

3) Ensuring efficient and environmentally sustainable
outcomes for remote working. This is done through
policy development

4) Providing up-to-date, reliable and accessible infor-
mation on remote working by giving minimum re-
quirements that employees, train and clarify on ap-
plicability of tools and gadgets [4].

2.3. To Establish the Effects of Remote Working
on the Performance of Employees,
Organizational Productivity, and Quality of
Life of Workers and their Families

For any employee to carry out their duties, one should have
a work plan to guide on the implementation of activities to
accomplish the organization's objectives. The authoritative
design has the commitments, abilities and obligations of every
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person in the organization. Remote work configuration al-
ludes to the technique management uses to foster the sub-
stance of a task, including every connected errand, and the
interaction by which the occupation is made and reconsidered.
Given the new environment, remote work configuration has
turned into an undeniably significant application procedure
[3].

Remote workplace design approaches can be broadly di-
vided into work simplification, work rotation, work extension,
and work performance. This is one of the most effective ways
to optimize employee performance. The design of an em-
ployee's work often determines the perception that the em-
ployee has towards them [3].

Remote work autonomy is the level of independence and
freedom that a person has. An individual with more elevated
levels of independence feels more answerable for their work.
From one viewpoint, independence might set off delaying
when it is thought of as threatening to the individuals who are
inclined to evasion. Lacking independence may likewise
prompt pressure since individuals may not be given the at-
tentiveness to deal with the requests of a task. Subsequently,
by and large, independence is viewed as a positive and en-
gaging component of remote work, however for the individ-
vals who are avoidant; it might prompt adverse results with
regards to execution and prosperity. They might come up
short on self-control to perform on time, which might prompt
expanded pressure.

When work affects others, it feels more meaningful and
leads to greater satisfaction thus performance. Skill diversity
is the extent to which a wide range of skills are required for a
job. Employees who manage two different departments have a
greater variety of skills and require more abilities than em-
ployees who manage a particular department.

Remote work offers significant advantages to employees.
Employees benefit from improved time management and
flexibility in their schedules. Moreover, telecommuting con-
tributes to addressing environmental and sociological con-
cerns. The reduced need for daily commuting translates into a
cleaner and more sustainable environment by reducing gas
consumption, mitigating pollution, and curbing the destruc-
tion of natural landscapes for urban development. Additional
benefits include reduced wear and tear on vehicles, leading to
longer vehicle lifespans and decreased waste generation, as
well as diminished expenses associated with formal office
attire and dining out [10].

Telecommuting also has the potential to alleviate socio-
logical challenges by allowing employees to spend more
quality time with their families in the comfort of their homes.
The adoption of remote working has been known to so far
reduce on time spent travelling to and from work and defined
remote targets for responsible persons.

3. Research Methodology

The study adopted a cross-sectional research design because
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of its ability to examine the relationship between variables. Both
primary and secondary data collection methods were used to
collect data for the study. Data was collected through the Survey
Questionnaire and Document Review methods.

An online survey was conducted on employees for col-
lecting primary data using questionnaires with both closed
and open-ended questions. Kothari defines the survey as the
most appropriate method because it can be used to collect
large amounts of information in a relatively short amount of
time. This was more specific and is more likely to convey
similar meanings and questions to respondents [7]. Re-
spondents were chosen to take part in the study through the
purposive sampling technique. This technique was used be-
cause of its ability to choose the relevant respondents to fit the
aim of the study.

Researchers also reviewed existing documents related to
research issues and variables in the form of reports, published
and unpublished research papers, journals, electronic journals,
websites, and databases to obtain detailed information about
the research issue. Sekaran, classifies these documents as
secondary data sources and states that this method saves time
and reduces the cost of information gathering [11].

Empirical data was analyzed using descriptive statistics
using spreadsheet software, while the qualitative data was
analyzed using thematic analysis.

4. Results and Discussion

4.1. Background Statistics

A total of 314 employees responded to the survey as
shown in Table 1 of with 47.1% (148) were female and 52.9%
(166) were male. The majority of the respondents 63.7%
(200), were between the age range of 26-35 years and a
smaller proportion, 20.1% (63), were between 36-45 years,
while 12.4% (39) were between 20 and 25 years and 3.8%
(12) of the respondent were in the age bracket of 46 to 55
years. The respondents were from strategically targeted sec-
tors of Uganda corporate class i.e. Private, Public and Civil
Society. The private sector contributed the highest number of
respondents, comprising 70.1% (220) of the total respond-
ents, followed by public sector with 19.1% (60) and civil
society with 10.8% (34) respondents respectively. Table 1
below presents a summary of respondent demographics
providing valuable insights of the characteristic of the study
respondents to help contextualize the findings.

Table 1. A summary of respondent demographics.

Gender Male Female
Total 52.9%(166) 47.1%(148)
Age

50

Gender Male Female
20-25 6.1%(19) 6.4%(20)
26-35 32.2%(101) 31.5%(99)
36-45 12.7%(40) 7.3%(23)
46-55 1.9%(6) 1.9%(6)
Education

A-level 1%(3) 1.3%(4)
Bachelors 33.1%(104) 28.3%(89)
Diploma 3%(9) 2.2%(7)
Masters 13.7%(43) 14%(44)
PhD 2.2% (7) 1.3%(4)
Sectors

Civil society 5.1%(16) 5.7%(18)
Private sector 35.7%(112) 34.4%(108)
Public sector 12.1%(38) 7%(22)
Position

Graduate trainee 5.1%(16) 3.2%(10)
Management 14.3%(45) 13.7%(43)
Senior management  4.8%(15) 2.5%(8)
Professional staff 26.4%(83) 26.1%(82)
Support staff 2.2%(7) 1.6%(5)
Professional back-

ground

Non ICT 25.8%(81) 30.9%(97)
ICT 27.1%(85) 16.2%(51)

Source: Primary Data 2025

The respondent demographics shows in Table 1 indicate
that majority of the respondents (64.4%) had a bachelor’s
degree which means that these are young professionals in
early stages of the career and a technology survey demo-
graphic ideal for remote work. Respondents with graduate
qualification made up 31.6% at both master and PhD level,
implying that these are like to be in middle to senior leader-
ship positions in the organization. Therefore, the respondent
demographic are fairly representative of staffing structures in
a typical Ugandan corporation organization which have more
bachelors holders in technical positions and graduate holders
in managerial and senior leadership positions as confirmed in
Table 1. Respondents from Non-ICT industries made up 56.7%
(178) of the total respondents while ICT professionals rep-
resent 43.3% (136) of the total respondents, indicating the
results are be interpret to fair represent a typical corporate
organization in Uganda in the three sectors i.e. public, pri-
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vate and civil society. Note surprising, the survey had more
females’ respondents from non-ICT professional background
with over 30.9% of the total respondents while males domi-
nated the ICT professional background with over 27.1% of
the total respondents. It is well known that male’s domain
the science and technology professions in Uganda [19].

Table 2. A summary of respondent by industry.

Employment industry

Agriculture

Civil society
Education
Engineering
Finance

Health

ICT

Local government
Media and communications
Public service
Tourism

Trade and business

Source: Primary Data 2025

Number of respondents

3.8%(12)
10.8%(34)
12.1%(38)
4.1%(13)
11.1%(35)
6.1%(19)
24.8%(78)
3.2%(10)
1.3%(4)
7.6%(24)
26.4%(83)
37.9%(119)

Have you experienced any change in your
work arrangement due to the COVID-19

pandemic?

258,82.2%

No
56,17.80 %

In addition to survey questions respondents, a total of 21
key informant interviews were conducted cover the three
sectors of the economy; public (7), private (10) and civil
society (4). Of the 21 key informants, 7 were at senior level
of management, 6 middle level managers and 8 were at pro-
fessional level.

4.2. Remote Working Trends in Uganda

This study thought to establish extent to which remote
working practices are being embraced by corporate organiza-
tion in Uganda in various sectors of the Ugandan economy.
The study aimed at exploring the motivations behind organi-
zations' decisions to implement remote working arrange-
ments and determine the practical aspects of how remote
work is being implemented in terms of technological tools
and platforms deployed to facilitate remote working. Fur-
thermore, the study sought to establish the impact of remote
work on the effectiveness of remote work.

1) Remote working arrangements in organizations

The majority of the respondents of the study 82% had ex-
perienced change in their work arrangements due to the
COVID-19 resulting into placements on remote working
schedules. A total of 27% (111) indicated to work for 1-3
days remotely, 32.9% (92) indicated to work remotely every
day of the week and 27.1% (76) one day a week as shown in
Figure 1. These results finding confirm that remote working
is slowly becoming an integral part of Ugandan corporate
culture.

If yes, how often do you work remotely?

92,32.9% \ - 1,04%

Every day of the Daily
week

111, 39.6%
1- 3 days a week

76,27.1%
one day a week

Partially embraced (organization developed guidelines for hybrid work

To what extent has your organization embraced remote work?

Fully implemented | 1

basis)

arrangement for selected employees)

Not embraced (Organisation allows remote work on case by case _ 81

147

Fully embraced (organization has integrated remotes work in human _ 84

resource policies and developed guidelines

0 20 40 60 80 100 120 140 160

Source: Primary data 2025

Figure 1. Existence of work arrangements in organizations.
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The findings were well summarized by one key informant
who stated that;

“COVID 19 transformed how educational institutions op-

erated, from having physical classed to zoom classes. To-

day we have an elLearning policy and promote hybrid

learning and I delivery 80% of my lectures on zoom from

my home”. - Lecturer from University”

In terms of embracing remote work by industry, the results
of the study as show in Figure 2 indicated that ICT, Educa-
tion, Trade and Business, Finance and Civil Society in that
order are leading in embracing remote working practices.
This is not surprising as these are predominately service in-
dustries and the nature of services can easily be delivered
remotely.

Extent of embracing remote work with in industries

Media and communications B
I

Engineering —

Local government EESSS——

Trade and business —

Public service RE—
—

Tourism EE—

Finance | ————
Civil society /NGO —

teatcts |

ICT

Agriculture F

Education —

0 5 10

15

20 25 30 35 40

Not embraced M Partially embraced M Fully embraced

Source: Primary data 2025

Figure 1. Extent of embracing remote working by industry.

Based on the analysis, it is observed that Information
Communication Technology (ICT) stands out as the industry
that has most fully embraced remote work, with 29 out of 84
respondents indicating a complete transition to remote work.
Education and Finance also show significant levels of full
embrace, with 5 and 12 out of 84 respondents, respectively.
On the other hand, Tourism and Local Government appear to
be the least inclined towards remote work, with no full em-
brace at all, and only 4 and 3 respondents, respectively, indi-
cating partial embrace. The results also highlight a broad
spectrum of responses in the "Partially embraced" category,
suggesting that many industries are still in the process of
adapting to remote work to varying degrees. These findings
are backup up observations from a key informant from a
Bank who observed;

“It is easily for service industries to shift to remote work-

ing for example, some of us who work on risk assessment
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of Loans in the Bank we can do the work from anywhere,

actually some of our clients are in other countries yet the

contribute to deliver services to Ugandan clients”. - Sen-

ior Risk Officer from a Financial Institution”

2) Motivation for adopting remote working practice

It was important to understand the main factors motivating
organizations to adopt remote working practices. The analy-
sis of the respondent’s feedback indicates that COVID19
pandemic was the main factor highlight by 47.2%) (142) of
the respondents, followed by employee desire for remote
work at 42.5% (128), cost saving at 36%, and business con-
tinuity at 27% as the main reasons as show in Figure 3. It is
clear from the study findings that COVID19 accelerated or-
ganizations appreciation of remote working and has stimu-
lated the integration of the practice into the corporate culture
of Ugandan organizations.
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Cost Saving

New cooperate business

109, 36.2% @ N strategy B @ E;slltrll;lsusw
\ 67.223% 7 84,27.9%
Response to COVID _ | In response to
19 Pandemic employee desire
142, 47.2% @ for remoe work
Existing 128, 42.5%

Geographical

_ "organisation policy

Technological

distanci 2,0.7% Advances
2,0.7% 1,0.3%

Source: Primary data 2025

Figure 3. Motivation for adopting remote working.

The role of COVID19 in shaping the working culture of
Ugandan corporation was well stated by key informant from
public sector, who observed that.

“COVID 19 wake us up to reimagine the world order. In
Kampala we have challenge of traffic jam especially for
us with offices in the middle of the city. Our employees
lose approximately 4 hours of productivity daily in traffic
Jjam in Kampala, yet they can deliver their services from
anywhere. So as an organization we have realized the
need to integrate remote work as it saves costs for em-
ployees but also improves employee’s productivity due too
saved productive time among others”. - Senior human re-
sources manager, ICT firm”

4.3. Effectiveness of Remote Work in
Maintaining or Improving Productivity

It is important to establish opinions of respondents con-
cerning the effectiveness of remote work in maintaining or
improving productivity compared to traditional practices.
The results of the study show that majority 82.4% (258) of
the respondent indicated that remote work is effective in en-
hancing their productivity as shown in Figure 4.

82.4%

Efefective

11.5%

) 4.5%
Neither
effective

1.6%

Very
inefective

nor
ineffective

Source: Primary data 2025

Figure 2. Employees opinions on impact of remote working on their
productivity.
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In terms of sectors, majority of respondents in all sectors
indicated that remote working is effective in enhancing their
productivity as who in Table 3.

Table 1. A summary of respondent by industry.

Public Private  Civil
Effective 49 178 31
Neither effective nor ineffective 6 28 2
Somewhat ineffective 4 10 1
Very ineffective 1 3 0

Source: Primary data 2025

1) Platforms used for remote work

While various technology tools and platforms are availa-
ble to facilitate remote working, the participants of the study
indicated that video conferencing tools are mainly used with
85.6% (267 individuals) reporting their usage. Additionally,
nearly half of the participants (49.4% or, 154) mentioned
employing collaboration tools, while 48.7% (152 individuals)
indicated to use cloud storage services. Project management
software, on the other hand, was utilized by a smaller portion,
with only 37.2% (116 individuals) indicating its usage. Fig-
ure 5 shows the results of analysis.
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Collaboration tools

drolec - - x »
Project management
software

Cloud Storage
services

49.4%

t management
are
Video Conferencing
ge services

tools

37.2% 48.7%

Source: Primary data 2025

Figure 5. Technology tools or platforms used for remote work.

Respondents were requested to indicate the technology
tools they utilize. Upon analysis, Zoom emerged as the pre-
dominantly mentioned tool, followed by Microsoft Teams

and Google Meet. A more comprehensive breakdown of this
information is presented in the accompanying Table 4.

Table 4. Technology tools for remote work.

Video Conferencing Tools:

Zoom: (133, 53.2%)

Google Meet: (57, 22.8%)
Skype: (24, 9.6%)

WebEx: (1, 0.4%)

Free Conference Call: (2, 0.8%)
Brella: (1, 0.4%)

Teams: (54, 21.6%)

Cloud Storage Services:

Google Drive: (32, 12.8%)
Dropbox: (8, 3.2%)
iCloud Storage: (1, 0.4%)
AWS: (2, 0.8%)

Azure: (3, 1.2%)

Google Docs: (24, 9.6%)
Google Sheets: (6, 2.4%)
Google Cloud: (2, 0.8%)
Dropbox: (1, 0.4%)

Source: Primary data 2025

One of the key informants noted that;

“Today we're a ZOOM organization we hold more zoom
meetings that physical meetings. The tools allow us to
memorize the discussions in real time for our future refer-
ence but also these tools have optimized our operational
costs since most of our key stakeholder engagements are
now online. One can say we thank God for the miracle of

Project Management Software:

Slack: (38, 15.2%)
Trello: (23, 9.2%)
ClickUp: (4, 1.6%)

Jira: (5, 2.0%)

Notion: (20, 8.0%)
Asana: (12, 4.8%)
Monday. com: (5, 2.0%)

Collaboration Tools:

Microsoft Teams: (41, 16.4%)
Google Workspace: (10, 4.0%)
Skype: (7, 2.8%)

Google Chat: (3, 1.2%)

Slack: (35, 14.0%)

ClickUp: (3, 1.2%)
SharePoint: (8, 3.2%)
Jamboard: (2, 0.8%)

Bufter: (2, 0.8%)
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technology”. - Senior Executive from a Civil Society Or-

ganization”

2) Level of Employee satisfaction with technology tools
for remote work

In regards to level of employee satisfaction with the tech-

nology tools, respondents indicated to be very satisfied with
the technology tools with (121, 38.8%), (112, 35.9%) were
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satisfied, (56, 17.9%) indicating to be neutral, (14, 4.5%) fied. In general, respondents were satisfied with the technol-
mentioned to be dissatisfied and only (9, 2.9%) very dissatis- ogy tools as shown in Figure 6.

150

121 (38.8%)

100

50

9 (2.9%)
14 (4.5%)

Source: Primary data 2025

Figure 6. Level of Employee Satisfaction with the technology tools for remote work.

satisfied with the jobs because of remote working arrange-
4.4. Employee Satisfaction and Quality of Life ments. Although women are highly satisfied by remote work
representing 41% of the respondents who indicated to be
highly satisfied. This could be attributed to remote work
giving women an ability to balance family and child bearing
while also remaining productive in the corporate world.

In order to establish the effects of remote working on the
overall satisfaction of employees and their quality of life,
respondents were asked to evaluate this in relation to their
satisfaction working on site in comparison to working re-
motely. Figure 7 shows that majority of respondents were

Percentages of Job Satisfaction by Gender

41%
39%
31%
28%
25%
19%

6% 6%
3% 3%
ST |
Highly unsatisfied Neutral Satisfied Highly satisfied

unsatisfied

B Male MFemale

Source: Primary data 2025
Figure 7. Job satisfaction by gender.

In terms of age group, the middle-aged corporates (26-35 ment of individuals in this age group as they can ably use
years) indicated to have increased job satisfaction and overall ~ technology with minimal difficulty. This age group also co-
improved quality of life stemming from the onset of remote ~ vers the highest percentage of respondents with an ICT
work. This could be attributed to the technological advance-  background.
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Figure 8. Job satisfaction by age group.

Overall, individuals in the private sector indicated that  voted the next rating of a 4. Important to note that majority
they had achieved work-life balance as a result of remote of the respondents were also from the private sector of the
work where 75 of the respondents in the private sector rated study about 67% were from the private sector.
their level of achievement with the highest ranking and 71

Extent of achievement of work-life balance by sector
Public Sector 19" NG

NGO

International Organization

Private Sector il 44 71
|
1
1

consulting

Civil Society {S/HEN

Charity Organizations. 1
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B Not achieved W Somewhat achieved Neutral M Achieved W Highlyachieved

Figure 9. Achievement of work life balance by sector.

In terms of position level, Professional staff indicated to This is elaborated in the figure below.

derive job satisfaction as a result of remote working. Also, In particular; 70% of senior management employees are
job satisfaction as a result if incorporating remote work de- highly satisfied with their jobs, compared to only 40% of
creases as position level decreases. This suggests that em- support staff employees. 60% of professional staff employ-
ployees in higher-level positions are generally more satisfied ees are satisfied with their jobs, compared to 50% of man-
with their jobs than those in lower-level positions. Employ- agement employees and 40% of graduate trainee employees.

ees in lower positions could be engaged in more manual 30% of support staff employees are highly unsatisfied with
work that has low chances of being done offsite which is not their jobs, compared to only 10% of senior management em-
the case for employees with professional or senior positions. ployees.
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Figure 10. Job satisfaction by position level.

Employee satisfaction and quality of life by Industry

40
35
30
25
20
15
10

W Highly Unsatisfied ™ Unsatisfied

I T I
& P& & &
P R -9 &0 &
& o v 3
N & RS >
& & Q¥ &
& o 2
¥ ; fz»n& -?3'\
& <
‘é\@b N
Neutral Satisfied W Highly Satisfied

Figure 11. Employee satisfaction and quality of life by industry.

Employee satisfaction and quality of life vary significantly
by industry, Overall employees in the ICT (industry are the
most satisfied with their jobs and have the highest quality of
life as a result of working remotely, while employees in the
agriculture industry are the least satisfied with their jobs and
have the lowest quality of life. This could be attributed to the
fact that employees in the agricultural sector largely need to
be on site to achieve productivity which is not the case for
employees in the ICT sector. Employees in trade and busi-
ness, finance and education also indicated a high level of
quality of life as a result of remote work incorporation.
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4.5. Support Mechanisms to Mitigate Employee
Stress and Mental Health Challenge

The study sought to explore existing mechanism employed
by organizing to support employee with effects of mental
health and work-related fatigue. The results from the re-
spondents indicate that organizations have developed a
number of approaches key among other include;

1) Establishment of regular and structured communication
from management. The existence of clear reporting
lines that help in reducing uncertainty and task ambigu-
ity which are common sources of stress in remote
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working setups. These address the issue of work load
analysis by supervisors to ensure employees are not
overwhelm with tasks from multiple sources. One of
the best practices emerged from an ICT firm is the use
of daily morning and evening check-in meetings.

2) Provision of remote working tools and allowances:
Some private sector respondents highlighted that their
employers offered data/internet which made their re-
mote working experience smoother.

3) Wellbeing initiatives and flexible work schedules which
were mentioned as another way to mitigate stress. A
number of respondents indicated that organization have
introduced mandatory office working days and team
building activities to ensure cohesion and stress man-
agement.

4) Establishment of online anonymized professional
counselling services to support employees with mental
health challenges.

Notably employees in senior and professional positions
reported receiving more tailored organizational support
compared to support staff thus the need to make more equi-
table mechanisms across roles. These initiatives were well
summarized by one senior executive of an ICT firm.

“As firm we have prioritized the health of our employees
and integrated team building and wellness activities in our
core working routine. We have e joint gym and aerobic clas-
ses once a week, a monthly team building event and an
online professional counselling service for our staff”. - Sen-
ior Executive from a ICT firm”

4.6. Legal and Regulatory Gaps as far as
Management of Remote Working

In response to the COVID-19 pandemic, many countries
worldwide came up with and adopted policies and frame-
works that could enable working remotely. These policies
and frameworks mainly focused on arrangements that foster
not only remote work arrangements but also employee re-
sponsibilities and data privacy. The following policies and
frameworks have been enacted in the existing Ugandan la-
bour laws to accommodate remote work.

The Employment Governance Framework (EGF):. Em-
ployment Governance Framework (EGF) for the national
employment strategy by the Ministry of Gender, Labour and
Social Development (MGLSD) 2021 was drafted to provide
strategic and policy-level guidance as well as effective over-
sight of the design and delivery of the National Employment
Council (NEC) reform priorities and interventions. The EGF
also defines the structures and associated processes for oper-
ationalizing and strengthening integrated
whole-of-government coordination framework. In practice,
the EGF outlines the concerned institutions, articulating their
respective roles and responsibilities while, equally, defining
new ways of coordinating decisions related to employment
creation. Accordingly, the employment governance frame-
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work provides a new way for driving concerted efforts to-
wards designing and implementing strategies for job growth
in the country. The Employment Governance Framework
was drafted as part of the implementation of “Fiscal Decen-
tralization and Service Delivery Programme Agreement”
which strives to establish pre-conditions for national and
sub-national employment governance. The formulation pro-
cess engaged and benefited significantly from the contribu-
tion of all relevant stakeholders including members of the
National Employment Council (NEC). Some of the gaps
identified include;

1) Unclear roles and responsibilities.

2) Low levels of institutional by-ins where some stake-
holders may not appreciate their contribution.

3) Inadequate technical capacity to implement, monitor
and evaluate interventions.

The National Employment Policy for Uganda: The 2011
National Employment Policy for Uganda by the Ministry of
Gender Labour and Social Development proposes an inte-
grated framework for a macroeconomic environment that
provides linkages of employment creation to labour absorb-
ing economic sectors. The policy is based on: sound basic
education followed by skills training for more productive
employment, promoting agriculture and enhancing its link-
age with other sectors; pursuing more innovative strategies
for employment creation and job intensive investments, par-
ticularly, within the National Core Projects of the National
Development Plan. Increasing productivity in both the larg-
est and the very smallest enterprises in Uganda whether re-
motely or not; mainstreaming vulnerable groups; strength-
ening labor administration, social dialogue, improving
working conditions and the workplace environment as well
as establishing a more appropriate institutional framework
for coordination and sustainable employment are also key
action areas. The National Employment Policy for Uganda
provides a framework for the goal of decent and remunera-
tive employment for all women and men seeking such work,
in conditions of freedom, equity, security and human dignity.
Gaps include;

1) Inability of actors and stakeholders to mainstream the
policy and place appropriate mechanisms to increase
flexible and decent employment opportunities at the
workplaces.

2) Weak and inappropriate infrastructure for the imple-
mentation of the policy increases the risk of respect for
r international labor standards, recruitment and retool-
ing relevant staff.

3) Lack of a priority budget to fund proposed strategies
and interventions that contribute to the promotion of
social dialogue for productivity.

A recent 2023 analysis was done by International Labor
Organization (ILO) on the key role Uganda’s policies pro-
mote decent work for improved employability and equipping
the local markets with skills to access development opportu-
nities. The analysis aimed at providing an understanding of
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the current policies, legislative and regulatory frameworks
and practice in relation to the access of work, employment,
livelihood and training opportunities on remote work, in-
cluding self-employment, business development and rights at
work. The policies reviewed included but not limited to the
National Development Plan (NDP) 2020/21-2024/25, Na-
tional Physical Development Plan (NPDP), Jobs and Liveli-
hoods Integrated Response Plan Refugees and Host Commu-
nities in Uganda 2020/21- 2024/25 (JLIRP), NSSF
(Amendment) Act 2021, the Employment Act 2006 which is
also known as the Labor Unions Act 2006. Gaps identified
include;

1) Although a progressive legal and policy environment is
key to ensure the protection of employees in the labor
market, implementation challenges across a range of
areas remain wanting.

2) In respect to refugees, some policy areas have not yet
fully main streamed their existence in work. The Min-
istry of Education and Sports has however dedicated
national TVET policy but still does not explicitly con-
sider the case of refugees.

3) The sector Development Plan although recognizes
many persons for work, the needs of refugees remain
largely un-addressed by the sector.

4) Effectiveness of remote working on the performance of
employees, organizational productivity, and quality of
life of workers and their families.

National Information and Communications Technology
Policy for Uganda: The 2014 National ICT policy is a revi-
sion based on the 2003 guidelines structured in the National
ICT policy Framework. It incorporated new policy directions
in line with the ever changing technological advancements. It
also includes planned action items in conformity with exist-
ing policies and strategies for underlying sub-sectors. The
National Information and Communications Technology pol-
icy puts into consideration the emerging policy areas brought
about by technological changes and convergence of technol-
ogies. It enlists a number of interventions and elaborates on
the required actions in the traditional areas of Telecommuni-
cations, Broadcasting Infrastructure and Postal Services, but
also goes into new areas of Information Technology and In-
formation Management Services. Other areas considered are
the Internet and Information Security among others. The
guiding principles for the National ICT Policy include en-
hancing private public partnership in delivery of ICT infra-
structure and services; ensuring universal access to basic ICT
infrastructure; technology neutrality of ICT services; con-
vergence of technologies, globalization, human rights princi-
ples, democracy and good governance; among others. Gaps
identified include;

1) Inability to mobilize adequate resources which include

financial, human and physical.

2) Inability of all stakeholders to play their respective
roles in enhancing the policy.

3) Irregular adjustments to respond to the rapid techno-

logical changes that characterize the ICT sector.

4) Inability of individual sub sectors to draw their priori-
ties from this policy.

5) Inability of each household to have broadband internet,
computers, television etc.

National Information Security framework: The 2014 Na-
tional Information security policy was developed for and
mandatory to all public and private sector organizations that
use, own or operate computers, handle official communica-
tions for the sole purpose of reducing vulnerability to cyber
threats. The use of the security measures mandated by the
policy would increase the capacity of the organizations to
endure and recover from cyber-attacks. The policy works in
accordance with other policies that include; the Computer
Misuse Act 2011, the term “protected computers” refers to
computers used directly in connection with or necessary for
Uganda’s security, defense, diplomacy; law enforcement;
communications infrastructure, banking and financial ser-
vices, public utilities; public key infrastructure and public
safety. In this policy, “official communications” encompass
information that Ministries, Departments, Agencies and Lo-
cal Governments (MDALs) create and process during their
day-to-day business activities. Official communications have
lower security sensitivity than data handled by protected
computers. However, the loss, theft and unauthorized dis-
closure of “official communications” could have negative
consequences on the MDALs. Lastly, “personal data” covers
data that relates to an individual. Gaps identified include;

6) The application and use of the security measures man-
dated by the policy may be slow because of ignorance
and vulnerability of the law on cyber threats.

7) The inability to regulate the use of electronic signatures
to ensure security (confidentiality, integrity and availa-
bility) of communication and non-repudiation and if
electronic signatures are used, there is lack of mecha-
nisms of control, competent skills and tools to investi-
gate such crimes.

8) The lack of developed procedures for digital evidence
and encryption technology.

5. Conclusions and Recommendations

5.1. Remote Work Trends in Uganda

1) Existing work arrangements: The frequency of remote
work varied, with 27.1% working remotely 1-3 days a
week, 32.9% working remotely every day, and 27.1%
working one day a week. Notably, respondents from the
Information Communication Technology (ICT) indi-
cated to work more remotely, while Tourism and Local
Government displayed the least inclination.

2) Adopting Remote work: The adoption of remote work
was primarily triggered by the COVID-19 pandemic, as
indicated by 47.2% of respondents. Additionally, 42.5%
cited employee desire for remote work, 36.2% men-
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tioned cost savings, and 27.9% emphasized business
continuity.

3) Effectiveness of remote work: A significant majority
(82.4%) of respondents found remote work effective in
maintaining or improving productivity, while 11.5%
considered it neither effective nor ineffective. Sec-
tor-specific analysis revealed that the private sector
predominantly endorsed the effectiveness of remote
work, with 56.9% of respondents expressing satisfac-
tion.

4) Technology tools or platforms for remote work: Video
conferencing tools, collaboration tools, and cloud stor-
age services were widely used, with 85.6%, 49.4%, and
48.7% of respondents employing them, respectively.
Zoom emerged as the most utilized tool, followed by
Microsoft Teams and Google Meet. Overall satisfaction
with technology tools was high, with 74.7% expressing
satisfaction, emphasizing their contribution to improved
communication, enhanced collaboration, efficient task
management, and easy access to files and documents.

5) Remote work experience in Organizations: A positive
remote work experience was reported by a significant
majority of employees (68.4%), affirming a favorable
work-life balance. Awareness of remote work policies
was low (22.9% aware), mainly found in HR and
work-related policies. Notably, 68.4% expressed a
preference to continue working remotely in their careers.

5.2. Employee Satisfaction and Quality of Life

1) Both male and female respondents express high job
satisfaction due to the introduction of remote work.
Notably, women show a higher satisfaction rate (41%),
possibly attributed to remote work providing them with
the flexibility to balance family and professional re-
sponsibilities. Middle-aged individuals (26-35 years)
report increased job satisfaction and improved quality of
life with the advent of remote work.

2) Employees in the private sector indicate a high level of
work-life balance achieved through remote work, with
75% of respondents giving the highest rating. The pri-
vate sector dominates the respondents, constituting 67%
of the total, further emphasizing its impact on employee
satisfaction. Professional staff members derive higher
job satisfaction from remote work compared to low-
er-position employees. As position level decreases, job
satisfaction tends to decrease, indicating that employees
in higher positions generally find greater satisfaction in
their roles.

3) Level of Education: Bachelor's degree holders predom-
inantly rate job performance positively (ratings 3 to 5),
suggesting adaptability to remote work conditions.
Master's and Ph.D. holders exhibit a more diverse range
of ratings, reflecting varied experiences in remote work.

4) Age Group: The 26-35 age group, representing the
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largest segment, displays balanced job performance
ratings, highlighting their successful adaptation to re-
mote work. Contrary to stereotypes, older age groups
(36-45 and 46-55) also exhibit positive performance
ratings, challenging assumptions about age-related
adaptability to remote work.

5) Remote work has both positive and negative outcomes,
with studies indicating higher job satisfaction, autonomy,
and work-life wellness, as well as lower work-family
conflict. Factors such as a good working relationship
among employees and with supervisors contribute to
positive remote work outcomes. While remote work
enhances flexibility and job satisfaction, it can lead to
challenges like difficulty disengaging from work, longer
working hours, and increased family-to-work conflict.

5.3. Organizational Productivity as a Result of
Remote Work

The impact of remote work on organizational productivity
varies across sectors, with the private sector generally expe-
riencing more positive outcomes. While the private sector has
successfully adapted to managing remote teams, the public
sector and civil society display mixed perceptions.

5.4. Legal and Regulatory Framework

In Uganda, although their no specific policies to accom-
modate remote work, although there exist a few Key policies,
such as the Employment Governance Framework (EGF), the
National Information and Communications Technology pol-
icy, the National Information Security framework, and the
National Employment Policy, which have been enacted to
provide strategic guidance, enhance ICT infrastructure, en-
sure information security, and promote employment creation.

5.5. Recommendations

1) Organizations need to develop clear policies and asso-
ciated guidelines for the implementation of remote
workings

2) Organizations need to design and implement robust
systems for providing mental health support to remote
working employees

3) Organizations need to defined appropriate technology
ecosystem to use to support remote working

Abbreviations

EGF Employment Governance Framework

ILO International Labor Organization

MDAL  Ministries, Departments, Agencies and Local
Governments

NEC National Employment Council
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