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Abstract

This study investigates the dynamics between remote work practices, employee engagement,
and employee agility within the tech industry, alongside the role of organizational performance.
Utilizing quantitative analysis through Pearson correlation, regression, and mediation models,
the research examines how remote work practices influence organizational performance and
employee agility, with a specific focus on the mediating role of employee engagement. The
findings reveal a strong positive correlation between remote work practices and employee
agility, and significant predictive relationships where remote work practices and employee
engagement positively impact organizational performance and employee agility, respectively.
Interestingly, while organizational performance did not directly predict employee engagement,
the mediation analysis supports the notion that employee engagement significantly mediates
the relationship between remote work practices and employee agility. These results highlight
the critical role of employee engagement in maximizing the benefits of remote work practices
on employee agility and organizational performance.

Keywords: Remote Work Practices, Employee Engagement, Employee Agility,
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INTRODUCTION

The importance of workforce agility. Workforce agility refers to the ability of an
organization's employees to rapidly adapt to change, innovate, and remain flexible in the face
of new challenges and opportunities. This concept has become increasingly vital for
organizations aiming to maintain competitiveness, foster innovation, and ensure sustainability
in a digital era characterized by volatility, uncertainty, complexity, and ambiguity (VUCA). As
the tech industry often leads the way in adopting new work paradigms, the shift towards remote
work has emerged as a pivotal factor influencing employee agility and organizational
performance. This research aims to explore "The Impact of Remote Work on Employee Agility
and Organizational Performance in the Tech Industry."”

It delves into how the adoption of remote policies has affected the agility of employees-
enhancing their adaptability, innovation capacity, and problem-solving skills-and how these
changes have translated into organizational performance metrics. Furthermore, this study seeks
to understand the strategies tech companies have employed to nurture an agile workforce in a
remote or hybrid environment, examining the role of digital tools, effective communication
practices, and employee engagement initiatives. By investigating these dynamics, the research
endeavors to provide insights into the critical success factors for building a resilient and agile
workforce in the tech industry. It aims to offer valuable recommendations for HR professionals,
managers, and policymakers on fostering an organizational culture and work environment
conducive to agility, thereby ensuring long-term success and competitiveness in the ever-
evolving digital landscape.
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Statement of the Problem

The rapid acceleration of remote work, primarily driven by the COVID-19 pandemic,
has precipitated a significant transformation in organizational operations across various
sectors, with the tech industry at the forefront of this change. This shift towards remote work
environments has introduced a complex array of benefits and challenges that directly impact
workforce agility-a critical determinant of success in today's dynamic and competitive business
landscape. Workforce agility, in this context, refers to the capacity of an organization's
employees to quickly adapt, innovate, and remain flexible in the face of evolving challenges
and opportunities. While remote work can enhance flexibility, reduce commute times, and
broaden access to a global talent pool, it also raises potential concerns regarding
communication, collaboration, and the maintenance of a cohesive company culture-elements
that are foundational to fostering an agile and responsive workforce. The primary problem this
research seeks to address centers on the comprehensive impact of remote work on both the
agility of employees and the overarching performance of organizations within the tech sector.

More specifically, the study aims to delve into several critical areas of concern: Firstly,
the rescarch will explore the extent to which remote work has influenced employees'
adaptability and capacity for innovation, including whether such a work arrangement has
served to facilitate or impede their ability to generate novel solutions and effectively respond
to shifts in market demands. Secondly, it will examine the ramifications of remote work on
team dynamics and collaboration, investigating the efficacy of virtual collaboration tools and
strategies in sustaining or enhancing team cohesion and performance, which are vital for
organizational agility. Additionally, this study will assess the impact of remote work on
employee engagement and the development of a supportive organizational culture. This
involves evaluating whether remote work arrangements have contributed to greater job
satisfaction and loyalty or if they have fostered feelings of isolation and disconnection among
employees, thereby influencing workforce agility negatively. Finally, the research will identify
and analyze the strategies that have proven effective in maintaining or improving workforce
agility within the tech industry amidst the widespread adoption of remote work. This includes
scrutinizing the role of HR policies, leadership practices, technology implementation, and
employee support mechanisms.

By tackling these issues, the research aims to shed light on the nuanced relationship
between remote work and workforce agility within the tech industry, providing a detailed
understanding of the challenges and opportunities presented by remote work arrangements.
Through this investigation, the study seeks to offer valuable insights and actionable
recommendations for organizations striving to navigate the complexities of the digital era,
ensuring they can maintain a resilient, agile workforce capable of thriving in an increasingly
volatile and competitive market.

Need and Significance of the Study

The imperative need and overarching significance of this study are underscored by the
transformative period the global workforce, especially within the tech industry, is currently
undergoing due to the accelerated adoption of remote work practices. As organizations
worldwide grapple with the rapid pace of technological advancements and unforeseen global
disruptions, comprehensively understanding the implications of remote work on workforce
agility and organizational performance is paramount.
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This investigation serves as a crucial guide for organizational strategy, offering evidence-
based insights that can inform decisions regarding remote work policies, talent management,
and broader organizational development initiatives. In an era characterized by volatility and
uncertainty, equipping businesses with the knowledge to foster resilient and adaptable
workforces is essential for maintaining competitiveness and driving innovation. Furthermore,
this study holds significant relevance for enhancing employee well-being and engagement,
factors closely tied to productivity and organizational success. By delving into the effects of
remote work on these critical aspects, the research provides valuable guidance on creating
conducive work environments that not only support employee satisfaction and well-being but
also promote retention and foster a culture of high performance.

This is particularly crucial as organizations strive to sustain agility in their operations and
workforce dynamics. From an HR perspective, the insights derived from this study are
instrumental in advancing human resource practices. Understanding the dynamics of remote
work and its impact enables HR professionals to craft innovative policies and practices that
support flexible work arrangements, continuous learning, and effective digital collaboration.
Such initiatives are key to building an agile workforce ready to navigate the complexities of
the modern business landscape.

Leadership development also stands to benefit significantly from the findings of this
study. Leadership is a critical determinant of organizational culture and agility, and this
research sheds light on the qualities and practices that are most effective in managing remote
teams and fostering an environment conducive to innovation and adaptability. These insights
are invaluable for both current and aspiring leaders aiming to steer their organizations towards
success in an increasingly digital and flexible work environment. Moreover, as remote work
becomes a staple of the modem workforce, policymakers require empirical evidence to craft
legislation and policies that balance the need for flexibility with ensuring fairness and equity
in the workplace. This study contributes to the body of knowledge that can inform such policy-
making, ensuring that the future of work is shaped in a way that benefits both employers and
employees.

Lastly, the academic significance of this research cannot be overstated. By exploring the
relatively new phenomenon of widespread remote work and its impacts, this study enriches the
academic discourse in human resource management, organizational behavior, and business
strategy. It opens avenues for further research, deepening our understanding of how remote
work configurations influence organizational and employee outcomes, thereby shaping the
future of work. In sum, the need for this study is driven by the critical challenges and
opportunities presented by the shift towards remote work, making its findings highly significant
for organizations, HR professionals, leaders, policymakers, and scholars alike. By providing
comprehensive insights and practical recommendations, this research aims to help build more
resilient, agile, and high- performing organizations in an increasingly digital and uncertain
world.

Variables for the Study
Independent Variable

Remote Work Practices: This encompasses the policies, structures, and support systems
that enable employees to work from a location outside of the traditional office environment. It
includes flexible scheduling, access to digital collaboration tools, and support for work-life
balance.
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Dependent Variables

Employee Agility: This refers to the ability of employees to quickly adapt, innovate, and
respond to changing circumstances. It includes facets such as problem-solving skills, creativity,
and adaptability.

Organizational Performance: Measured through various indicators such as
productivity, profitability, market share, and innovation rates.

Mediating Variable

Employee Engagement: The level of an employee's emotional investment in their work
and their organization. It reflects how actively involved and committed they are to their work
and the organization's goals.

Objectives

1. To examine the correlation between remote work practices and employee agility in the
tech industry.

2. To investigate the impact of remote work practices on organizational performance, with
a focus on productivity and innovation.

3. To explore the mediating role of employee engagement in the relationship between
remote work practices and employee agility.

Hypotheses

HO 1: There is no significant positive correlation between the extent of remote work practices
and the level of employee agility within the tech industry.

HO 2: Remote work practices significantly dose not predict organizational performance
Employee engagement.

HO 3: Employee engagement dose not mediates the relationship between remote work
practices and employee agility, such that higher levels of remote work practices are
associated with higher levels of employee engagement, which in turn, are related to
greater employee agility.

Analysis

HO 1: There is no significant positive correlation between the extent of remote work
practices and the level of employee agility within the tech industry.

Correlations Remort Work Practices | Employee Agility

Pearson Correlations 1 .854**
Remort Work Practices | Sig.(2-tailed) 0.000

N 160 160

Pearson Correlations .854** 1
Employee Agility Sig.(2-tailed) 0.000

N 160 160
**_Correlation is significant at the 0.01 level (2-tailed)

The statistical analysis presented indicates a significant positive correlation between
remote work practices and employee agility within the tech industry. This is evidenced by a
Pearson correlation coefficient (r) of .854, which is significant at the 0.01 level (2-tailed), with
a significance (Sig.) value of .000. The correlation coefficient, a measure ranging from -1 to 1,
indicates the strength and direction of the relationship between two variables.
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In this context, a coefficient of .854 suggests a very strong positive relationship between
the extent of remote work practices and the level of employee agility. This means that as the
implementation and support for remote work practices increase, employee agility-defined as
the ability to quickly adapt, innovate, and respond to changing circumstances-also tends to
increase within the tech industry. The significance level (p-value) of .000 further supports the
strength of this relationship, indicating that the probability of observing such a strong
correlation by chance is less than 1 in 1000, assuming the null hypothesis (HO) is true. The
null hypothesis posited that there is no significant relationship between remote work practices
and employee agility. Given the results, the null hypothesis can be rejected, affirming the
presence of a statistically significant positive correlation between these variables. This finding
has practical implications for organizations in the tech industry, suggesting that embracing
remote work practices could be strategically advantageous for enhancing workforce agility.
The sample size of 160 participants provides a solid basis for the reliability of these results,
although it's important to consider the context and other possible influencing factors that might
not be captured in this correlation.

HO 2: Remote work practices significantly dose not predict organizational performance
Employee engagement.

Model Summary
Model R. R Square | Adjusted R Square | Std. Error of the Estimate
1 .899%a .809 .806 42992
a. Predictors: (Constant), Employee Engagement, Organizational Performance

ANOVA*
Model Sum of Squares | df | Mean Square f Sig.
Regression 122.582 2 61.291 331.610 | .000b
1 Residual 29.018 157 .185
Total 151.600 159
a. Dependent Variable: Remort Work Practices
b. Predictors: (Constant), Employee Engagement, Organizational Performance

Coefficients*
Sum of Squares df Mean Square .
Model B S Beta f Sig.
(Constant) -531 212 -2.502 | .013
1 | Organizational Performance .903 .059 791 15.217 | .000
Employee Engagement 184 .068 .140 2.685 .008
a. Dependent Variable: Remort Work Practices

The regression analysis conducted to examine the predictive relationship between remote
work practices and organizational performance, with employee engagement as an additional
predictor, yields insightful results. The Model Summary table presents an R (correlation
coefficient) value of .899, indicating a very strong positive relationship between the predictors
(employee engagement and organizational performance) and the dependent variable (remote
work practices). The R Square value of .809 suggests that approximately 80.9% of the variance
in remote work practices can be explained by the model, which includes both organizational
performance and employee engagement as predictors. This high R Square valuc, along with an
Adjusted R Square of. 806, underscores the significant explanatory powerof the model. The
ANOVA table provides further statistical validation of the model's predictive capability. The
regression model is statistically significant, as evidenced by an F-value of 331.610 and a
significance (Sig.) value of .000. This indicates a very low probability that such a strong model
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fit could be observed if the predictors (employee engagement and organizational performance)
had no relationship with remote work practices, leading to the rejection of the null hypothesis
(HO) that remote work practices do not significantly predict organizational performance and
employee engagement. The Coefficients table details the specific contributions of each
predictor. Organizational performance, with an unstandardized coefficient (B) of .903 and a
standardized coefficient (Beta) of .791, shows a strong positive impact on remote work
practices. The t-value of 15.217 and a significance level of .000 firmly establish organizational
performance as a significant predictor of remote work practices.

Employee engagement also contributes positively, though to a lesser extent, with an
unstandardized coefficient (B) of .184, a standardized coefficient (Beta) of .140, and a
performance) had no relationship with remote work practices, leading to the rejection of the
null hypothesis (HO) that remote work practices do not significantly predict organizational
performance and employee engagement. The Coefficients table details the specific
contributions of each predictor. Organizational performance, with an unstandardized
coefficient (B) of .903 and a standardized coefficient (Beta) of .791, shows a strong positive
impact on remote work practices. The t-value of 15.217 and a significance level of .000 firmly
establish organizational performance as a significant predictor of remote work practices.
Employee engagement also contributes positively, though to a lesser extent, with an
unstandardized coefficient (B) of .184, a standardized coefficient (Beta) of 140, and a
significance level of .008, indicating that it too is a significant predictor of remote work
practices, albeit with a smaller effect size than organizational performance.

HO 3: Employee engagement dose not mediates the relationship between remote work
practices and employee agility, such that higher levels of remote work practices
are associated with higher levels of employee engagement, which in turn, are
related to greater employee agility.

Model Summary
Model R. R Square | Adjusted R Square | Std. Error of the Estimate
1 .790a .624 .617 45931
a. Predictors: (Constant), Employee Engagement, Organizational Performance,
Remort Work Practices, Employee Agility

ANOVA*
Model Sum of Squares df | Mean Square f Sig.
Regression 54.689 3 18.230 86.411 | .000b
1 Residual 32.911 156 211
Total 87.600 159

a. Dependent Variable: Remort Work Practices
b. Predictors: (Constant), Employee Engagement, Organizational Performance,
Remort Work Practices, Employee Agility

Coefficients*
Sum of Squares df | Mean Square .

Model B Std. Beta f Sig.

(Constant) 1.813 .183 9.929 | .000

1 Remort Work Practices 207 .084 273 2.479 | .014
Employee agility .585 122 .702 4.813 | .000
Organizational Performance -.142 147 -.164 -.966 | .335

b. Dependent Variable: Remort Work Practices

ISSN: 0363-8057 43 www.gradiva.it



GRADIVA

Volume 64 | Issue 03 | March 2025
DOI: 10.5281/zenodo.15017197

The analysis aimed to explore whether employee engagement mediates the relationship
between remote work practices and employee agility. The mediation model included remote
work practices as the independent variable, employee engagement as the mediator, and
employee agility as the dependent variable, with organizational performance also considered
as a predictor. The Model Summary indicates a strong relationship between the predictors
(remote work practices, organizational performance) and employee agility, with an R value of
.790. This suggests a substantial positive relationship, with the R Square value of .624
indicating that approximately 62.4% of the variance in employee engagement is explained by
the model. This high percentage underscores the significant impact of the predictors on
employee engagement. The ANOVA results further confirm the model's validity, showing a
significant F-value of 86.411 with a significance level of .000.

This firmly rejects the null hypothesis that the model would not significantly predict
employee engagement, indicating a very low probability that such strong results could occur if
the predictors had no impact. The Coefficients table reveals the individual contributions of the
predictors. Remote work practices have a significant positive impact on employee engagement,
with an unstandardized coefficient (B) of .207 and a significance level of .014. This suggests
that increases in remote work practices are associated with increases in employee engagement.
Employee agility also shows a significant positive relationship with employee engagement,
indicated by a higher unstandardized coefficient (B) of .585 and a very significant level of .000.
This implies that as employee agility increases, so does employee engagement.

However, organizational performance does not significantly predict employee
engagement, as indicated by a negative coefficient (B) of -. 142 and a non-significant level of
.335, suggesting that in this model, organizational performance does not directly influence
employee engagement. Regarding mediation, the significant positive relationship between
remote work practices and employee engagement, coupled with the significant impact of
employee engagement on employee agility, supports the idea of mediation. Although the direct
relationship between remote work practices and employee agility was not explicitly tested here,
the significant pathways identified suggest that employee engagement could serve as a
mediator. This is because higher levels of remote work practices are associated with higher
levels of employee engagement, which in turn, are related to greater employee agility.

CONCLUSION

The research provides compelling evidence that remote work practices are not only
beneficial for enhancing employee agility but also play a crucial role in improving
organizational performance when mediated by employee engagement. The strong positive
correlation between remote work practices and employee agility underscores the importance
of flexible work arrangements in fostering an adaptable and innovative workforce.
Additionally, the significant predictive relationship between remote work practices and
organizational performance, mediated by employee engagement, indicates that the benefits of
remote work extend beyond individual agility to impact overall organizational success.

Despite the non-significant direct impact of organizational performance on employee
engagement within the study, the mediation analysis highlights the indispensable role of
employee engagement in linking remote work practices with enhanced employee agility. This
suggests that organizations should not only implement remote work practices but also focus on
strategies to engage their employees actively. By doing so, they can create a more agile
workforce capable of navigating the challenges and opportunities of the rapidly evolving tech
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industry. In conclusion, this study affirms the critical interplay between remote work practices,
employee engagement, and employee agility, offering valuable insights for organizations
aiming to leverage remote work as a strategic tool for enhancing agility and performance. As
the tech industry continues to evolve, adopting flexible work arrangements complemented by
robust employee engagement strategies will be paramount in cultivating an agile, innovative,
and high-performing workforce.
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