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 This study aims to identify the impact of digital capabilities on working from home employee 
productivity in the UAE banking industry. In order to achieve the objective of this study, data were 
collected by questionnaire from employees working in e-businesses such as online shopping agents, 
numbering (268). After verifying the validity and reliability, the effects were examined using simple 
regression to examine the direct effect and path analysis to examine the indirect effect. The results 
of the study indicated that the study community was highly electronic, and the cost variable was the 
highest application of investment, applying digital leadership capabilities followed by digital work 
environment. The results showed a strong relationship between the elements of the independent var-
iable (digital capabilities) and working from home employee productivity. The study recommended 
repeating such studies on the same industry and other industries, and the study recommended exam-
ining its generalization to developing contexts by applying the study and the same variables. 
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1. Introduction 
 

As a result of the growing development in information technology and communication methods, some related concepts have 
emerged in the world of communications and the Internet, such as e-business. The idea of remote work came from the human 
resources terms that means completing the tasks assigned to workers without the need for the work parties to be together or in a 
specific place (De Vasconcellos et al., 2021). However, the technical progress in the world of modern technology and communi-
cations, with its various techniques and tools, has contributed to a clear change in a group of life and social behaviors, of which 
work is one of the most important (Tariq et al., 2024). In addition to keeping pace with developments in management and the 
development of organizations, the developments have been observed in the organization, planning, and monitoring of labor and 
human resources management. As a result of this development, organizations used remote work technology, which helped facili-
tate tasks, distribute roles to individuals, and define their responsibilities, and contributed to bridging communication distances 
between each other (Wulandari et al., 2023). 

Remote work has become a solution to a variety of problems facing individuals and communities for large groups and organiza-
tions, in addition to creating new job opportunities for people with disabilities and other disadvantaged or less fortunate groups 
geographically and economically (Rahmat et al., 2021). It helped reduce labor costs and increase productivity, also provided 
qualitative improvements that affected the lives of workers in the field of remote communication by increasing their job satisfac-
tion and reducing stress while performing their tasks. The issue of productivity is an indication of management’s efficiency in 
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exploiting the resources and capabilities available to it, and obtaining the best possible result through these capabilities. From the 
perspective of the national economy, productivity is considered a reflection of the average performance of the various sectors 
(Afrianty et al., 2022). 

As for society as a whole, productivity affects the well-being of society, the abundance of services and goods that are provided to 
individuals and organizations of society and their quality improves (Firoozan Sarnaghi et al., 2020). The importance of produc-
tivity also appears in its ability to explain the efficiency in the use of human and non-human resources available within the organ-
ization, and it is considered the best evidence of the scientific and technical development that accompanies economic units, which 
increases the importance of studying and measuring productivity in the national economy, because measuring productivity is 
considered a method to judge efficiency and effectiveness (Brynjolfsson et al., 2024). 

In line with the new reality, the worldwide organizations have provided many opportunities for many people, especially residents 
of areas far from cities, to apply for jobs online. According to the concerned authorities, remote work helps solve many logistical 
problems and saves the employee transportation and time (Thuda et al., 2023). As for the country as a whole, remote work is 
considered part of the comprehensive strategy to combat the repercussions of the COVID-19 epidemic, support technology and 
achieve the digital transformation process (Fregnan et al., 2022). All types of companies and sectors responded to the transfor-
mations imposed by the new reality by adopting the necessary competencies and skills in the field of technology and technology. 
Given its current position and the progress it has achieved in digital competitiveness indicators, the organizations are taking distinct 
initiatives in terms of implementing decisions and adopting a new approach that supports the remote work policy (Al-Habaibeh et 
al., 2021). 

The technological progress is reflected positively at all levels, especially with the adoption of the digital economy, the development 
of digital infrastructure, and the implementation of the future vision based on digital transformation. It is impossible for organiza-
tions to adapt to these transformations and adapt to the foundations of digital and smart businesses that are based on technological 
technologies, thus enhancing the level of services and providing a better customer experience (Dolci & Maçada, 2022). In turn, 
the governments activated the remote work policy to ensure that companies integrate into the digital strategy, reduce expenses and 
increase production, as it is expected that 50% of jobs will become virtual, remotely, during the next stage (Ginty, 2021). Moreo-
ver, the government agencies also aim to transform the society that provides citizens with all the elements of development, pro-
gress, innovation, and the ability to control and manage daily life in a modern way that keeps pace with the age of digitization 
(Arkhipova & Bozzoli, 2018). Therefore, the current study aims to address the digital capability of the employees on their produc-
tivity while working from home. 

2. Literature review and hypotheses development 

From the point of view of related discussion and literature, the digital transformation of the organizations is one of the growing 
modern topics that emerged at the beginning of the century. The importance of digital transformation stems from the fact that 
digital technology has the ability to improve the capabilities and results of workers within modern-day organizations (Proksch et 
al., 2024). Further, the digital transformation creates the opportunities to provide innovative and creative services away from 
traditional methods of providing services. In the same vein, the digital transformation can help other institutions and companies 
expand and spread on a larger scale and reach a larger segment of customers and the public (Freitas et al., 2017). For institutions, 
it is the process of analyzing customer needs and taking advantage of technology to improve the end-user experience. 

In recent years, the human resources industry has transformed into a field that increasingly requires the use of technology to 
improve efficiency and productivity and reduce costs. Digital transformation in the field of human resources is one of the vital 
areas that benefits from modern technology and digital transformations. It is an effective means of improving procedures related 
to human resources management and helps analyze data, simplify processes, and reduce human errors (Rupeika-Apoga et al., 
2022). On the other hand, digital programs and applications can be used to manage various human resources processes such as 
performance management, recruitment, training and development, and communication between employees (Malchenko et al., 
2020). In addition, modern technology helps improve the employee experience, as employees can access information related to 
their salaries, bonuses and other entitlements through smartphone and personal computer applications (Utomo et al., 2023). The 
employees can also update their personal information and manage their personal files through the Internet and their capabilities 
can also be used to analyze and track employee-related data such as performance, training, development, and recruitment. 

The lack of competencies and capabilities within the organizations capable of leading digital transformation and change programs 
is one of the most important obstacles to the successful implementation of digital transformation programs and achieving their 
desired goals (Porokhovskiy, 2019). To implement digital transformation programs, the organizations plan to develop human 
capabilities within the organization, through employing experienced new competencies and capabilities in transformation pro-
grams by utilizing technological means (Jeske et al., 2019). In parallel with developing the capabilities of the organization, this 
development is not limited to developing the competencies of using technological means, but rather goes beyond it to establish 
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the importance of the program (Mollins & Taskin, 2023). The digital capabilities of the employee, the development of entrepre-
neurship and flexibility, and how to develop the efficiency of daily work in the business and the most important functions after 
benefiting from technology in the daily business (Krutova et al., 2022). The study formulates a hypothesis as follow: 

H1: Employees digital capabilities influence positively working from home employee productivity. 

Initially, the rapid developments in the digital age have prompted companies in both the private and public sectors to radically 
change the way organizations operate. The companies have found themselves forced to innovate new ways of thinking about 
providing their services, which forces them to change the way they design business models, which in turn affects directly on jobs 
and their role in defining new methodologies for managing the resources (Kharlamov & Parry, 2021). The planning of future 
workforce capabilities in the digital economy includes complex challenges and tasks for HR departments, such as the ability to 
integrate the right employees into a dynamic organizational environment and help current employees and leaders acquire new 
digital competencies so they can lead transformation (Song et al., 2022). The study formulates a hypothesis as follow: 

H2: Employees digital orientation influences positively working from home employee productivity. 

During the digitalization era and transformation, the modern human resources management in most organizations is trying to 
benefit from the modern technologies, and so that the digital challenges of human resources management do not affect the business 
plan and digital transformation goals (Ballestar et al., 2020). To make the experience valuable to its employees, the organizations 
through all their strategies considered the need to face related technology challenges. This also occurs during the digital transfor-
mation of all its various departments, and some tips for mitigating these challenges include creating an appropriate environment 
for the digital transformation since the work environments change very quickly and work technologies develop. So the old ones 
disappear and are replaced by everything that is modern (Nwankpa & Roumani, 2024). And in business development it has become 
in the field of communications, robots, and artificial intelligence. 

The emerging technologies can be used to teach and develop individuals by including them in actual communities to increase 
belonging and appreciation. When the employees feel their ability to develop appropriately, the transformation will take place in 
a flexible and automatic manner, thus placing the talent development as a priority for digital transformation (Nucci et al., 2023). 
The organizations then can maintain continued digital maturity and reach advanced stages of transformation by developing the 
skills and talents of their employees, which can raise competition to meet the digital challenges of human resources management 
(Cetindamar et al., 2021). Consequently, making decision-making one of the basics of company performance, the digital transfor-
mation is taking place in many organizations by enabling people to have independence in managing projects and implementing 
various goals and priorities, which strengthens employees’ capabilities, participates in decision-making, and solves all digital 
challenges for employee productivity (Suryanto et al., 2023). The study formulates a hypothesis as follow: 

H3: Employees digital knowledge influences positively working from home employee productivity. 

Digital capacity development of the employees refers to the process of creating and building capabilities and then using, managing 
and maintaining them. This process emanates from within and stems from the potential of existing national capabilities. Capacity 
building also indicates a process that supports only the initial stages of building and creating capabilities and is based on the 
assumption that there are no capabilities from which to build. So, it is less of a capacity development process (Raia, 2017). There-
fore, it refers to a process that begins with a pre-determined design with a blank surface and involves the step-by-step construction 
of a new building, based on experience that has shown that it is difficult to succeed in improving capabilities in this way (Ervinta 
et al., 2021). Where capability building is connected to crises or periods immediately following conflicts, most of it may be due 
to the destruction of capacities or the displacement of capacities. Creating an enabling environment facilitates the process of 
building digital competencies and contributes to achieving the benefit of these competencies, the enabling environment can be 
enhanced through investment in infrastructure, institutional development and entrepreneurship, among others (Syahchari et al., 
2021). Digital infrastructure is also an essential element of countries' digital capacity, and only countries with digital connectivity 
and the required competencies will be able to benefit from the development opportunities offered by current changes in technology. 
The study formulates a hypothesis as follow: 

H4: Employees digital experience influences positively working from home employee productivity. 

Digital strategy indicates the process of converting traditional operations and activities in the companies into digital processes 
using modern technology. This includes the development and improvement of software and systems, the use of graphic analyzes, 
artificial intelligence and cloud computing to improve efficiency and increase productivity (Firoozan Sarnaghi et al., 2020). Digital 
strategy also aims to achieve significant improvements in customer experience and increase competitiveness. The transformation 
strategy is the plan that the companies develop to implement the process of digital transformation effectively (Gobble, 2018). This 
strategy includes setting the desired goals and outputs of the transformation and setting the steps and resources required to achieve 
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these goals. The presence of a clear strategy for digital transformation can help the companies achieve greater success in this 
process which in turn increasing efficiency and achieving a balance between human resources and organizational goals (Lipsmeier 
et al., 2020). The digital strategy enables the companies to simplify administrative processes, improve human resources employ-
ment and reduce costs. In addition, it enhances employee satisfaction and contributes to keeping them by providing a better work 
experience and easy access to information and job benefits (Yeow et al., 2018). The systems and digital technology provide 
effective means of communication that make the interaction between the company's sections easier and faster that can achieve 
better coordination in the exchange of financial and administrative information, which enhances transparency and efficiency in 
operations. The study formulates a hypothesis as follow: 

H5: Digital strategy influences positively working from home employee productivity. 

Capacity building includes investing in digital infrastructure, investing in data resources, and in facilities and capabilities for 
collecting, analyzing, and using big data. The efforts in this area include establishing national big data centers, achieving full 
broadband coverage, and investing in regional high-speed computing and processing facilities for big data analysis (Ndubuisi et 
al., 2021). Investing in infrastructure can also help build digital competencies, for example, the digital platforms and applications 
can help countries educate and train the workforce. However, for data to be relevant to societies, it is also necessary to build 
analytical capabilities in policy-making and decision-making processes (Tang & Zhao, 2023). The study formulates a hypothesis 
as follow: 

H6: Digital infrastructure influences positively working from home employee productivity. 

Digital leadership can integrate new digital technology into workplaces that will enhance the drafting of employees, specifically, 
to keep pace with the development of digital technology, employees will improve work in new methods to achieve automation 
and intelligence in their work (Sudiana & Saputra, 2021). The digital leadership of employees is freedom of behavior and enhances 
the motivation of individuals and a feeling of the ability to perform tasks. Although the concept of digital leadership is so modern 
that it has not been studied, deep merging digitization into the management of the organization enhances the effectiveness of 
communication between the administrative levels (Saputra & Sutanto, 2023). Therefore, productivity increases, and digital lead-
ership improves the role of outputs, which leads to customer satisfaction and a greater share in the market, as it is decisive in 
building the organization's vision and implementing initiatives that enable this vision. During the dependence on employee enthu-
siasm and increasing the effectiveness of operations, digital leadership confirms that digital driving is an effective source of 
achieving a sustainable competitive advantage, as this leadership pattern leads to optimal use of the organization's resources and 
improving its efficiency (Okechuku & Nebo, 2020). Besides the dependency of digital driving on technological development and 
interaction with the business environment can reduce a period of time working due to the low percentage of defects and accurate 
information. The study formulates a hypothesis as follow: 

H7: Digital leadership influences positively working from home employee productivity. 

One way to face work challenges is a distance to have a security strategy to counter various digital threats. Moreover, organizations 
can implement other safety features, such as examining harmful programs, to protect employees and institution data. Thus, they 
should provide employees from a distance to work remotely (Baptista et al., 2020). The internet connections for employees can 
determine their contribution to the company's productivity. Providing effective communication tools at work, so the managers can 
use official and unofficial communication channels (Chatterjee et al., 2023). Unofficial communication channels are essential to 
work remotely because they are effectively building employee relationships. And the communication strategies should allow 
bilateral contact as employees can seek help in the event of additional challenges or support. In addition, the current solutions to 
assist the organizations in remote work productivity management will lead the correct management to work remotely to improve 
productivity (Oberländer et al., 2020). Therefore, improving the recruitment process ensures that the company is in a good position 
to achieve its productive goals. This requires making decisive decisions regarding the appointment of contractors and employees, 
in preparation and management of salary statements and other tasks related to human resources. The complexity of these decisions 
can impede the company's productivity, especially when making wrong decisions at critical points (Bellis et al., 2022). The study 
formulates a hypothesis as follow: 

H8: Digital work environment influences positively working from home employee productivity. 

3. Method 

The study used a quantitative research approach to achieve the state research objectives by using the instrument of survey ques-
tionnaire that included the respective model variables as well measures which have been screened and edited among the relevant 
literature. Moreover, the measures were considered great validity and reliability through the process of selection of these measures 
through the related literature (e.g., Chatterjee et al., 2023; De Vasconcellos et al., 2021; Nwankpa & Roumani, 2024). All measures 
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were ranked by using five-Likert scale strongly disagree (1) to strongly agree (5). The research sample frame was all those em-
ployees who are working in the banking and financial sector and operate within the UAE setting. The numbers of the employees 
working in these businesses weren’t available due to privacy considerations. Thus, the study conducted a convenience sampling 
approach to select the target sample like CEOs, marketing managers and professionals. The study to calculate the minimum sample 
size applied G*Power program to achieve and run the power analysis using the effect size at significance level of 0.05, the mini-
mum sample size required to test the research model was 244. 

Moreover, the research increased the sample size as recommended to mitigate the potential errors in the sample size and consider 
the nonresponses by some individuals. A total of 290 questionnaires were distributed to the sample. The study collected 277 
questionnaires before reviewing the gained data, the final valid responses used in the further analysis was 268 after excluding the 
missing copies that weren't retrieved after several communications with the banks. The description of respondents’ demographics 
is shown in the table below. 

Table 1  
Demographics of the Sample 

Demographic Options Frequency 
Gender Male 

Female 
188 
80 

Age 25-35 years 
36-45 years 
46-55 years 
Above 55 years 

62 
84 
79 
43 

Education Diploma and less 
Bachelor 
Graduates 

46 
167 
55 

Experience 1-5 years 
6-10 years 
11-15 years 
Above 15 years 

39 
97 
70 
62 

 

The statistical technique used in this research was structural equation modeling (SEM) as a second-generation statistical method 
that proxy measures can involve to quantify the unobservable construct. The approach of SEM is superior to first-generation 
analysis models like regression and correlation because of its ability to evaluate the estimation and measure errors. SEM further 
can epitomize the priori data analysis methods that evaluate the research suggested framework and hypotheses within a causal 
model (Memon et al., 2021). Hair et al. (2021) indicated the SEM approach has key streams including covariance-based SEM as 
a technique used to test and confirm a theory, and PLS-SEM as an approach applied to explore the associations with a theoretical 
basis and outcomes prediction. The study used PLS-SEM which stresses the predicting as well explaining the variances of the 
outcome constructs and it works with small sample size with no normality assumption (Rasoolimanesh, 2022). However, this 
technique concerns causal-prediction and assesses the predictive quality of the outcomes, so that the current research opts for PLS-
SEM for the reasons associated with the research small sample size and research aim to quantify the prediction of the predictors 
of the outcome constructs. 
 
4. Analysis 
 
The research adopted and adapted its key constructs from the previous relevant literature works and studies, measured the same 
construct with measuring validated items. Eight different independent variables were evaluated using three items for each. Em-
ployee productivity (dependent variable) was also measured by six items. The results presented in the respective table include 
item loadings, Cronbach’s alpha, composite reliability (CR), and average variance extracted (AVE). In the analytical procedures 
as stated by Hair et al. (2017), the SEM using PLS through the software of SmartPLS requires an approach with two-steps, first 
assessing the measurement model then the structural model. Table 2 presents the results of the measurement model for each single 
item through the factor loading that mostly achieved good results ≥0.6 which were acceptable. The reliability results also through 
the alpha found a reliable scale of the measures which this test used to evaluate the measures’ reliability, and the results exceed 
the minimum values of ≥0.7 which is also acceptable (Hair et al., 2017). On other hand, the reliability issues examined in this 
study through the composite reliability CR that is widely checked to evaluate the variables’ internal consistency (≥0.7). Moreover, 
another indicator used for this purpose is the AVE that is used to assess the convergent validity (≥0.5). The present research 
applied the criteria of Fornell and Larcker to conduct this type of validity and examine whether the AVE’s square root for a 
particular construct exceeds its shared correlation with another construct in the model. Table 3 presents the results of this analysis 
through presenting the correlation with the obtained diagonal values that found more than the inter-correlation variables, thus 
concluding acceptable discriminant validity. In addition, the current research applied another approach namely bootstrapping and 
blindfolding through PLS-SEM method in order to evaluate the ability of structural models in prediction (Streukens & Leroi-
Werelds, 2016). Importantly, examining the structural model of the present study required presenting the path-coefficients, 
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significance level, coefficient of determination (R2), and predicative relevance (Q2). The values of coefficient of determination 
according to Cohen (1992) that range 0.60, 0.33, and 0.19 are considered substantial, moderate and weak respectively. 
 
Table 2  
Measurements Model Results 

Construct Items Loadings Alpha CR AVE 
Digital capabilities Q1 

Q2 
Q3 

0.890 
0.835 
0.839 

0.88 0.90 0.65 

Digital orientation Q4 
Q5 
Q6 

0.867 
0.828 
0.850 

0.82 0.85 0.63 

Digital knowledge Q7 
Q8 
Q9 

0.859 
0.818 
0.846 

0.86 0.91 0.72 

Digital experience Q10 
Q11 
Q12 

0.851 
0.876 
0.856 

0.87 0.84 0.65 

Digital strategy Q13 
Q14 
Q15 

0.880 
0.854 
0.863 

0.89 0.90 0.71 

Digital infrastructure Q16 
Q17 
Q18 

0.863 
0.844 
0.875 

0.80 0.85 0.69 

Digital leadership Q19 
Q20 
Q21 

0.867 
0.870 
0.890 

0.82 0.88 0.70 

Digital work environment Q22 
Q23 
Q24 

0.853 
0.864 
0.899 

0.81 0.84 0.66 

Employee productivity Q25 
Q26 
Q27 
Q28 
Q29 
Q30 

0.853 
0.784 
0.893 
0.820 
0.852 
0.848 

   

 

Table 3  
Discriminant Validity 

 Digital  
capabilities 

Digital  
orientation 

Digital 
knowledge 

Digital  
experience 

Digital  
strategy 

Digital  
infrastructure 

Digital  
leadership 

Work  
environment 

Digital capabilities 0.855        
Digital orientation 0.634 0.800       
Digital knowledge 0.799 0.643 0.574      
Digital experience 0.645 0.743 0.658 0.833     
Digital strategy 0.653 0.584 0.110 0.651 0.765    
Digital infrastructure 0.587 0.522 0.287 0.451 0.665 0.677   
Digital leadership 0.538 0.590 0.384 0.560 0.415 0.466 0.625  
Work environment 0.574 0.652 0.483 0.341 0.505 0.345 0.372 0.678 

 

 
Fig. 2. Measurement Model 
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The goodness of the measures in SmartPLS-SEM is not agreed, but Hair et al. (2019) indicated some arguments about using PLS-
SEM by SmartPLS for testing or confirming the theory. Some methods endorsed the goodness of the measure of PLS-SEM 
(Henseler, 2017). For example, the measure of standardized root mean square residual SRMR is used to evaluate the fit of good-
ness. The present research results of SRMR had a value 0.055, which is with the acceptable value (<0.08) (Hair et al. 2017). The 
respective results of this test are illustrated in Table 4 which revealed acceptance of all research hypotheses according to the 
criteria of (t-value > 1.96, p-value < 0.05). Therefore, H1 is accepted as employee digital capabilities had a significant effect on 
employee productivity (β = 0.300, p = 0.041). Further, a significant effect was also evidenced between employee digital orientation 
and employee productivity (β = 0.120, p = 0.002), hence support for H2. In addition, the study also found a significant effect 
between employee digital knowledge and employee productivity (β = 0.223, p = 0.000), thus supporting H3. Additionally, H4, 
H5, H6, H7 and H8 is accepted as employee digital experience, strategy, infrastructure, leadership, and digital work environment 
were found positive and significant effect on employee productivity (β = 0.308, p = 0.004), (β = 0.253, p = 0.000), (β = 0.198, p 
= 0.000), (β = 0.265, p = 0.000) and (β = 0.202, p = 0.002). 
 
Table 4  
Hypotheses Testing 

Hypothesis Coefficient Mean  SD t-value Result 
H1 0.300 0.300 0.045 3.698 Accepted 
H2 0.120 0.655 0.043 3.552 Accepted 
H3 0.223 0.751 0.021 2.245 Accepted 
H4 0.308 0.509 0.043 3.009 Accepted 
H5 0.253 0.472 0.063 3.113 Accepted 
H6 0.198 0.350 0.050 3.421 Accepted 
H7 0.310 0.288 0.097 2.387 Accepted 
H8 0.302 0.309 0.044 2.345 Accepted 

 

In terms of the research hypotheses (H1–H8), the most robust relation was found between digital leadership and employee produc-
tivity (β = 0.310), which means change with one unit in digital leadership will result in a 31% change in employee productivity. 
This result is in line with Okechuku and Nebo (2020) which explored the effect of digital leadership on team productivity. 

5. Discussion 

This study investigated the impact of digital capability on working from home employee productivity as an administrative phe-
nomenon representing the attempt of e-business businesses to enhance their digital capabilities by activating the e-business capa-
bilities. Especially in light of the uncertain circumstances that the enterprises are experiencing and the unwillingness of many 
employees to use the e-business technology tools that the group provides to their employees. The findings confirmed the notion 
that if e-business is used effectively, it can develop competitive capabilities that are difficult for competitors to imitate, especially 
if it enhances the productivity of human resources. The Arab studies such as this conducted in the UAE environment are still 
superficial and have not yet addressed how to build e-business digital capabilities that enhance productivity. This constitutes an 
obstacle for the research to verify the accuracy of the results reached by the study and compare them with the results of the previous 
study. 

However, the findings did not show how to create the value that e-business digital capabilities can create in the performance of 
the human element, which leads to improving working from home employee productivity. To answer the study questions, a set of 
hypotheses were formulated that reflect a hypothetical answer to each of the questions raised in the positive form (alternative 
hypothesis) to demonstrate the impact of e-business digital capabilities on working from home employee productivity. The study 
reached a set of results that contributed to solving the study problem, answering its questions, and testing the validity of its hy-
potheses. The results also showed that the employees’ digital orientation in e-business came at a high level from the point of view 
of the study sample members. It also agreed with the study of Thuda et al. (2023) that digital orientation represents the basic 
dimension of the success of the companies through the speed of response to the needs of customers. The results further found that 
the employees' digital experience ability of e-business came at a high level from the point of view of the study sample, which is 
also in line with Syahchari et al. (2021) that the employees' digital experience. 

Through it, the results recommended that of digital strategy and infrastructure be an important goal in business organizations so 
that they do not end up collapsing and deteriorating. Thus, this supported that productivity issues among the organizations and 
employees in terms of market share, profitability and customer satisfaction came at significant levels from the point of view of 
the study sample. This result is consistent with the study of Rahmat et al. (2021) that organizations are currently moving towards 
supporting administrations with technological means to achieve sufficient profit valuesto distribute them to investors and obtain 
a high market share by expanding and spreading at the lowest costs and obtaining customer satisfaction by fulfilling their desires 
and following up with them through electronic business systems. 
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In employee productivity, the study results revealed that the digital leadership and digital work environment are the most influen-
tial among the digital capabilities of e-business at a significance level of α≤0.05. It agreed with the study of Okechuku and 
Nebo (2020) where the results of the study indicated that there is a positive impact of digital leadership on working from home 
employee productivity which is positively reflected in the performance of companies with high quality at the organizational 
productivity levels. Furthermore, this supports the arguments that maturity in business processes and business classifications can 
help in the possibility of developing and setting a model for implementing the e-business capabilities plan and implementing e-
business processes. In addition, confirmed that the quality of services is of great importance to customers as well as to businesses 
that provide the service that directly affects the cost of the customer service process, and showed that the quality of electronic 
competencies of the human resources has effect on employee’s productivity and the quality of the infrastructure of digital systems 
is what has a clear positive effect on employee’s productivity. 

6. Conclusion 

This research provides some contributions as well as draws a focus toward the significance of the role of digital capability and 
employees productivity for those working from home in the UAE e-business. There are many research papers that addressed the 
effects of these constructs on vital aspects of the employee; however, the recent literature of the context of banking is little scant, 
thus the current empirical study was conducted for further grasp about how the significant organizational practices can carry out 
and develop a positive employee capability. On other hand, this research contributes to advance the direct conceptual association 
between many several constructs about the digitalization aspects of the employee to enhance their overall productivity in a dy-
namic setting. The research’s findings showed that both digital capability and employees’ productivity had a significant relation-
ship in the developing context. Furthermore, the findings provide evidence that digital leadership, strategy, infrastructure and other 
factors had a direct positive influence in enhancing employee’s productivity. 

 This present study also adds to the relevant body of the literature on employee’s productivity, as most businesses have a state of 
lower attention regarding the factors influencing the employee’s productivity. Moreover, it offers a further understanding of some 
influential factors to identify the direct role of digital capabilities in this issue which is a significant contribution to the literature. 
The study’s findings support the theory of planned behavior contribution to employee positive behavior (e.g., productivity). More-
over, the study was carried out to contribute to the scant knowledge and literature devoted to the effect of digital capabilities. 
Generally, employee’s productivity has become the most common and interesting topic for human resources management and 
strategic planners. This research highlighted that businesses management should be more aware of their employee’s productivity 
and pursue to increase it. Some consequences related to employee’s productivity in relation to the organizational digital capabili-
ties should be also considered mainly within the rapid technological changes and development for quick effective resistance with 
lower cost and higher employees productivity. 

The research limitations suggest some future research direction for gaps fulfillment. The study was conducted in a developing 
economy setting, with a focus particularly on e-business that are operating in the UAE. Hence, the process of analysis in the 
different context and culture with regard to the digital capability factors in this study (i.e. digital experience, digital leadership) 
would be interesting future research. Further, the present study applied collective dimensional constructs, therefore, a future study 
can employ new different dimensional constructs for better understanding this topic among different sectors and population as 
well as test the current obtained results. In addition, the present research conducted simple regression, this would encourage the 
future workers to consider this limitation to provide further insights and distinctive facets that can concentrate on the best em-
ployee’s productivity related influential factors. 
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