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Abstract

Enabled by digital technology, the prevalence of working from home arrantenas been widely
used amidst the COVID 19 pandemic. This study determinedfdut ef e-training, e-leadership, and work-
life balance on work motivation and on employee performance in a fsark home setup. In the same
manner, it testd the effect of work motivation on employee performance. Theareker emplasd
descriptive and causal research designs. The survey was doeedoygsthe Google form link to the chief
executive officer (CEO) of the BPO company in San Pedro Laguna whiaom was emailed by the latter to
the employees. Regression analysis was used to evaluate ldatedotata. The research found out that e-
training positively and significantly affects work motivation and yge performancdn the same manner
e-leadership positively and significantly affects work motivatiod amployee performance. At the same
time, work-life balance positively and significantly affects worktivation and employee performance and
lastly, work motivation positively and significantly affectsoyee performance. With this, a training pack
for the leaders is developed to teach them how to enhaneéniedr and remote leadership of their
subordinates. Further, the training pack contains strategiebasaatt least the leader can contribtibe
developing a subordinate mindset of how to balance his work and liferaence

Keywords: e-training; éeadership; work-life balance; work motivation; and employee perfarman

1.0 Introduction

With the outbreak of the COVID-19 intensely felt in the Philippinethe first quarter of 2020, the
government has embarked on different measures to break the ragédl frthe virus. These included
lockdowns, health protocols, and control of people's mobility. tSqgpart, the DOLE, together with the DTI
issued the Interim Guidelines on Workplace Prevention and Cont@D®ID 19 on May 01, 2020. Among
said guidelines is the provision on Workplace Safety and Heatthminimize contact rates among workers
the interim guidelines provide for alternative working arrangements suetoeking hours shift, working
from home, and employee rotation. Further, it was mentioned thed widnferencing be used for lengthy
discussions among workers and that online systems be u(ii¢2dE, 2020).

To ensure business survival and continuity, working from home is one of thplace strategies
used by companies capable of doing so. Working from home refers to ptatdeaworking strategy
unconstrained by place, type of technical communicatiod time Way back then, working from home was
simply a work arrangement alternative to working on the worksités theorized that even after the
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pandemic, this ongoing worldwide work standard will continue. The tipesaof organizations and likewise
the relationship among workers and employereleen deeply impacted by this transition (Irawanto, 2021).
Even before the COVID 19 pandemic with the booming electronic madiathe web, teleworking or
telecommuting has become progressively famous among enormous orgasieagrywhere. It is assessed
that 10% of firms in Spain and around half of firms in the U.S., Uakd Germany are utilizing
telecommuting as a work course of action. In Japan, 13% of their pagjians have presented telecommuting
or work from home (Ramos and Prasetyo, 2020).

In the Philippines, Republic Act No. 111,6% the Telecommuting Act was passed by the Senate and
the House of Representatives on October 3, 2018, allowing workers tdramrkhe comfort of their homes
The Asian Institute of Management Rizalino S. Navarro Pdiegter for Competitiveness (AIM RSN PCC)
estimate that only 25.7% of Philippine occupations can be classified as “can be worked from home.”
Moreover, only an estimated 12% of the labor force is engegtaleworkable occupations, mostly in the
services sector. Professionals account for the largest shalewbtkable jobs (69%) but account for less
than 5% of total employment. Likewise, 46% of clerical support workers 886l & technicians and
associated professionals are in jobs that can be worked from home riGad24 ).

In maintaining the success of performing job duties while working from hdrhasibeen said that
the use of technology is considered crucial (Protect ;TROR0) This is because work processes and tasks
must be done virtually. What was previously done facice has to be conducted using online platforms,
the internet, and technological gadgets. Among those tasks wigghably must be performed whether
virtual or physical are training and leadership. These twoemiadogether with other key variables- work-
life balance, work motivation and employee performance are discoicksuat

One of the effective inpufer human resource development is E-Training (Hila, et.al., 2017).&efor
the COVID-19 outbreak, most if not all training programs in orgamzativere conducted fateface in a
physical place such as training rooms, workstations, or workshop r@dithsthe COVID 19 pandemic not
yet coming to an end, it is expected that online training metholdsontinue to be an option. The operation
of online training methods is different from fateface methods, in terms of training management,
equipment and systems, motivation among participants, and sanama/and Atia (2016) confirmed that it is
important for the organization to review how online training camimravedto be able to add value to the
knowledge and skills of employees (as cited in Adrtaal £2021).

E-Leadership or electronic leadership is a concept that comieaelership with technological
development. Leading remote employees is said to be challeagihd@ requires different skillset to lead
successfully. In whatever work arrangement, the role of a leadenjisignificant in attaining the company's
mission and vision, guiding, and motivating his team, and emjpogvemployees to achieve organizational
goals. Leadership in organizations requires skills, especiallydompetitive work settindgt has been said
that leaders are effective when they have a high spirit excediranthusiasm of their employees. Effective
leaders can easily build trust and can set clear goals mowveyd the future. However, in e-leadership
where physical distance exists between the leader and his folltheelsader must be flexible and quick to
understand provocations. Quintana (2021) highlighted five challengesadiging a remote team. This
includes- developing trust towards remote work, implementing goadsolid communicatigrmonitoring,
and tracking productivity, promoting the organizat®aoulture, and keeping security in place.
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Work is meant to include a balance between work and penrgeniabth of which bring fulfilment to
the individual (Bataingh2019). Work-life balance is a critical problem for every employee=duction in
employee productivity and performance will be the result if th@leyee work balance is not carefully
thought of and managed by the organization (Abeairal., 2018). Work-life balance comes from the idea of
having work life and personal life complement each offiee balance program employment has been around
since 1930 when company rules and regulations allow employees to ffion#y and effectively and
provide flexible time for taking care of tingpersonal problems.

Working from home is expected to resuit family harmony as more time is spent on children,
siblings, and other family members in the home environment. However time, the negative effect was
also revealed. According to the study by Irawanto (2021), working from hasia significant and negative
effect on work-life balance. Employees are having a hard timdindyivork and personal lifévlaking limits
among work and personal life to make a balance between worlfears certainly not something simple,
particularly in a pandemic circumstance that has numerous riestpcticies.

Motivation can be characterized as a main driving force framimvand within a subject to play out
specific exercises to accomplish a specific objectivey(Ge2017). Motivation comes from the Latin word
movere which suggests encouragement or move. Motivation in maeagés geared toward human
resources. One of the main factors in a company's success igtitiation or encouragemetn work. As
explained in the study of Hopper (2020), to better understand what mothuatesn beings, Maslow
proposed that human needs can be organized into a hierarchy staringhfysiological, security, social,
self-esteem, andeH-actualization.Alderfer (1969) correspondingly classifies man’s motivation into three:
existence, relatedness, and growth (as cited in Elujeletalg 2021).

Employee performance is defined as the effectiveness, quality,efficiency of an employ&
output or contributiorio how they fulfilled their job duties and completed their required te&ksilo (2020)
confirmed that multiple factors motivate workers to appreciatedaimuting and stay proficient in handling
job tasks while being away from the workplace. According to Earat al., (2021) work from home
positively affects employee performance, which means that emplegeedeal with the household and work
at the same time. It has been said that employees enjoyingioitom home due to flexible work
arrangements. It permits them to perform multiple tasks coimgleheir jobs while dealing with their
families, regardless of the place and time (Tavares ,e2G21). In parallel, the study of Bhattacharya and
Mittal (2020) stated that WFH permits employees to work flgxivithout being restricted by space and time.

However, the foregoing was opposed by Lippe and Lippényi's (2019) study wddiett Stat work
from home is negatively related to employee performance. This issmashigher number of working hours
from home harms employee performance. Several problems have beemnbtavorking process such as
employees' low work ethics and lack of discipline. (Suprapml.eR020). In addition, the problem that often
hinders employees from focusing on work includes communication diffianltlydivided attention between
household chores and job concerns. Although work from home employegsyemie flexibility in choosing
work hours and patterns, in tur,leads to abuse resultirig losing control of meeting work deadlines.
Another disadvantage is the absence of physical separation betwdeand personal time, thereby leading
to boredom. This shortcoming additionally makes vulnerability, whigh in general fundamentally
influence work fulfillment, accordingly, prompting lower performan&usilo, 2020).
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The problems of work-from-home schemes expressed by the execiidebs c¢he article in The
Wall Street Journal (Kritz, 2020) are more than the usual issue médfic distractions and internet
connectivity The article summarized the key complaints regarding working froneHdhovjects take longer.
Training is tougher. Theeoruitment and selection process are more complicated. Someyargpkay their
workers appear less connected and bosseshfgawotinger professionals aren’t developing at the same rate as
they would in offices, sitting next to colleagues and absorbowg they do their job¥s Anecdotal evidence
from Philippine companies and workers highlights the same is3imesresults of several staff surveys
conducted by large employers reveal similar complaints: difficultidtime management and maintaining
boundarés between “work™ and “personal” hours; slower and less clear communications with bosses and
coworkers; difficulties in handling human resources matters; andlloperaeptions of lower productivity,
both as a selissessment and as a judgment of one’s peers (Kritz, 2020).

The study of Kazi and Hastwell (2021), measured employee produdtieity March to August
2020-the first six months of stat-home orders and compared it to the same six-month period in 2019.
Results showed productivity has improved while working from home. Impreweim productivity in the first
month increased from 1% up to 13% congolo employee productivity in 2019 while working on site. With
everyday drives and elimination of extended face to faceimgsetworkers probably found they had the
option to accomplish more. Notwithstanding, the greatesttefieademote work efficiency came from the
very considerations that impact individual efficiency: organizatidture and authority.

Between 2010 and 2015, a survey was conducted by McGregor and Doshi (2020) fahanore
20,000 workers around the world, analyzed more than 50 major compamiesoaducted scores of
experiments to figure out what motivates people, including howhrmnarking from home plays into the
equation. When the total motivation of people who worked from homsuyédhe office was measured, the
study found out that working from home was less motivating. Exese, with a comparison of motivation
between working in the office and working from home, the differemas enormous- total motivation
dropped by 17 pointsThree negative motivators were identified that frequently keadecreasing work
performance. These have likely spiked considering the COVID 19 panderdidneludes emotional
pressures, economic pressures, and inertia for work. Three positivatmi@inave also been identified that
frequently lead to improved work motivation which unfortunatslyn danger of disappearing during the
pandemic. Play, the motive that most boosts performance, coulasedr# continues to become harder for
people to get things done as they work from home. For example, peaplmiss the joy of problem-solving
with a colleague, or the ease of deciding when everyone éménroom. Another is theam’s declining
visibility of impactto clients or colleaguesastly, employe€espotential for development could decline if they
camot gain access to colleagues who coach and develop Ifieiminess leaders don’t move to change this,
shifts in people’s motivation will ultimately lead to a decline in adaptability, qualitpdecreativity just at the
time.

COVID-19 became a full-blown crisis and causaa enormous impact on the world. Several
industries were closed due to the spread of the disease. Theiexef flexible work arrangements is one
way for the business process outsourcing (BPQall center industry to respond to the economic impact of
the pandemic while still being able to follow the government gopas. The implementation of
telecommuting and virtual collaboration as a new normal intdredard work arrangement is likely to haze
the line that split up online and offline work, as companies #itbr operations to alleviate losses brought
about by economic recessions and as workers calibrate theirepeferand evaluate their attitudes towards
risk (Bayudan-Dacuycugtal., 2020).
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With the above discussion, the choice of a BPO company wimpleinented fully the work-from-
home arrangement during the pandemic justifies the conduct olthe 81 such direction, this research was
guided by research frameworks discussed in the next section.

Coneeptual Framework

This researe was anchored on the study of Wolor @t, (2020) entitled“Effectiveness of E-
Training, E-Leadership, and Work-Life Balance on Employee Perforenduring COVID19”. In said study,
data were collectefiom millennial generation employees in a Honda motorcycle deallkarta, Indonesia.
Furthermore, the study was conducted to measure the effedraifing, e-leadership, work-life balance on
work motivation and on employee performance, and the effect of workation on employee performance.
E-training, e-leadership, and work-life balance were corsidexrs the independent variables of work
motivation and employee performance and in turn, work motivatioheisndependent variable affecting
employee performance. Figure 1 shows the research framework putdamveaid study.

Work Life Balance

(X3)

Figure 1: Research Model

Figure 1: Conceptual Framework
Source: Effectiveness of E-Training, E-Leadership, and WorkBafance on Employee Performance during
COVID-19 (Wolor et al., 2020)

It was found out, first, that e-training, e-leadership, and iterksalance have a positive effect on
work motivation. Second, e-training, e-leadership, work-life ba&laaad work motivation have a positive
effect on employee performance. The results indicated that firms foao the factors of e-training, e-
leadership, and work-life balance to retain employees inspimddo preserve finest employee performance,
especially in this time of COVID-19 pandemic through working online. Irceffae study brought practical
implications for companies during this time of pandemic to implemeaiegic steps related to technology
and life balance and work in supporting the improvement of employteatimn and performance.
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Operational Framework

While the study of Wolor et al(202) was conducted in Jakarta, Indonesia, this research was
conducted in the Philippine§Volor et al.,(2020) researched Honda motorcycle dealers while the current
study focuedon a BPO company situated in San Pedro, Laguna with 800 full tipleyses who have been
in a work from home scheme since the pandestacting in March 2020This study was guided by the Input-
Process-Output (IPO) model illustrated in Figure 2. The inputs Wwerpdrception of the respondents who
are in a work from home arrangement regarding their electronic traigliectronic leadership, work-life
balance, their work motivation, and employee performance.

INPUT PROCESS OUTPUT
Respondents’ perception Administration of an online A training pack for the
on: survey using the questionnai variable that tured out
e E-Training adopted from the stud_y 0 significantly and positively,
e E-Leadership Wolor et al. (2020). Linear affecting work motivation

regression analysis was used

and employee performance.
test the effect of the ployee p

e Work-Life Balance

*  Work Motivation independent variable on th
e Employee dependent variable.
Performance

Figure 2: Operational Framewo

E-Training refers to the process of distance learning conducliee tar employees who ara work
from home. E-leadership is defined away of leadership wheby the leader conducts all their leadership
tasks and activities remotely through electronic channels. ®©aothier hand, work-life balance is the dedoee
which the employee perceives that he can have enough time for persdteas amidst being in the work
from home arrangement. In addition, work motivation is defined as théogee's drive to work at his/her
best while working from home. And lastly, employee performanfegsr¢o the perception of the employees
with regards to the level of effectiveness, quality, and efiicy of their output while working from home

The process employed in this research includes the administdtian online survey using the
guestionnaire ampted from the study of Wolor et al., (2020). After all thepondents’ statements were
collected, the resulting dataasanalyzed using linear regression to test the effect of the indiepevariables
on the dependent variables

The output of the study &straining pack for the leaders to teach them how to train their subtslina

on e-training, their perception on e-leadership and work-lif@nica which will resulin motivated and high
performing employees.
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Objectives

In general, the study determined the effect of e-training, e-ledplevebrk-life balance, and work
motivation o employee performare under the work from home scheme.
Specifically, the study ascertaitif:
1. E-Training significantly affects employee performance.
E-Training significantly affects work motivation.
E-Leadership significantly affects employee performance.
E-Leadership significantly affects work motivation.
Work-life balance significantly affecesmployee performance.
Work-life balance significantly affects work motivation; and
Work motivation significantly affects employee performance.

Nogakwd

Hypotheses

Considering the objectives articulated above, the followiddwpbtheses were tested:
Hol. E-Training does not significantly affect employee performance
Ho2. E-Training does not significantly affect work motivation
Ho3. E-Leadership does not significantly affect employee performance
Ho4. E-Leadership does not significantly affect work motivation
Ho5. Work-life balance does not significantly affect employee performance
Ho6. Work-life balance does not significantly affect work motivatenmd
HO7. Work motivation does not significantly affect employee perfooman

2.0 Methodology

The researcher emplegithe descriptive research designdtacribe the respondent’s perception on
e-raining, e-leadership, work-life balance, and work motivatiotheag engage in work from home set-up. In
addition, it used the causal research design in identifym@gffect of e-training, e-leadership, and work-life
balance on work motivation and employee performance as well affelae of work motivation on employee
performance.

The target population of this research are employees of BPO conm&ay Pedro, Laguna with
800 full-time employees who have been in the work from home scfmmmeore than 6 months during the
COVID 19 pandemic- the reckoning date of which is March 2020 ungtidate of the survey. According to
the study of Bansig et al., (2020) the BPO industry has continued iteebsigiperation amidst the pandemic.
It has also affected the sector in terms of productivity due ttemaate infrastructure and some employees
working from home. The BP industry is trying to handle the situation and taking measuresdore
productivity; some methods have been applied such as conducting negelings with the employees to
review performance via Zoom and Skype. BPO companies are grapplingdie tze situation and adapt to
new changes due to the pandemicound 60% of total call center employees work from home, withesom
companies even having the entire workforce fully home-basedwunidscheme has made BPO successfully
operating amidst the pandemiThe minimum sample size of 89 respondents calculated usinG*Powe
3.1.9.7 (effect size= 0.1%; error probability = 0.05; power [} = 0.95; and number of predictors = 1) was
required for the study. A total of 131 responses were collected, howelef,24 responses were considered
after the elimination of invalid responses due to incomg@atvers. The electronic link of the Google form
was provided to the company’s CEO, and it was shared to employees through their email address.
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The questionnaire seen in Appendix A was used in the surveyasitadopted from the study of
Wolor etal., (2020). The questionnaire is composed of a total of 59 questionsegksin Table 1, the
variables of interest have the corresponding number of questions: 9 forigira for e-leadership, 15 for
work-life balance, 14 for work motivatipand 12 for employee performance.
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Table 1. Questionnaire Specification

Part Variable Iltem No.

l. Employee Performance

Good job completion 1-3
Achieving key performance indicator 4-6
Compliance with company rules 7-8
Employee initiatives towards employees 9-12
. E-Training

E-Training infrastructure 13-16
Efficiencies 17-18
E-Training methods 19-21

Il. E-Leadership

Strategic leadership 22-24
Digital savviness 25-27
Individualized consideration 28-30

1. Work-life balance

Role congruence 31-33
Satisfaction with work 34-36
Employee citizenship 37-39
Home satisfaction 40- 42
Family functioning 43-45
V. Work motivation
Physiological needs 46— 49
Security 50-51
Social 52-53
Prestige 5455
Self-actualization 56- 59
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All questions were answerable by 1,2,3,4 and 5 with the correspondba) eerpretationstrongly
disagree, disagree, neutral, agree, strongly agiee questionnaire was pretested through an online survey
among 30 employeesf Collins Aerospace, an aviation company located at FPIP, T®tmas. Said
employees have been in the work from home arrangement for Inaoré months since the pandemic started.

The measurement reliability was evaluated using Cronbach’s alpha. Cronbach’s alpha reliability
coefficient measures the internal consistency of the itertie scale. Adeniran (2019) statddt Cronbach’s
Alpha value ranges from 0.00 to 1.0 and thatlaevaf 0.7 and above is interpreted that all variables’ indices
dimensions demonstrate acceptable internal consistency. Bagsbkd pre-test, Table 2 demongtshat all
items in the questionnaitecorded Cronbach’s alpha ranging from 0.904 to 0.97@ttesting that all items in
the constructs were indicative of the instrument reliability.

Table 2. Cronbach Alpha Findings

Part Variables Cronbach Alpha
l. E-Training 0.939
Il E-Leadership 0.970
Il. Work-life balance 0.905
1v. Work motivation 0.951
V. Employee performance 0.904

This study complied with the ethical standardshseDe La Salle LipaThe questionnaire included
the instruction to the respondents that their participation isheir free will, and they may terminate
answering the questionnaire at any point in time while answehiagytiestionnaire. It likewise assured
respondents of their anonymity and the analysis of their responsas arerage basis instead of individual
responses. Furthermore, the researcher sought review and cleafathi® study by accomplishing the
Research Ethics Clearance Form for Thesis Proposal seen in Appeftli& &nline survey was conducted in
consideration of the Ethical Guidelines for Online Survey Depigwided by the Office of Research and
Publication.

The collection of data was administered from February 4 to iIM&r@2022. To facilitate the data
gathering, a consent letter to accommodate the survey was sé@t ¢amfpany’s chief executive officer
(CEO) of the BPO company in San Pedro Laguna with the electronitolitiie Google formin turn, said
link was emailed by the company’s CEO to the employees.

The Google survey form included two (2) parts. The first part contdimedharacteristics of the
respondents. This included the company name, location, position lkxvgth of time in a work-from-home
set-up, age, gender, and highest degree received. The second pstedtofthe questions for the variable of
concern as indicated in Table 1 above.

Mean vasused to summarize the respondents’ perceptions of the five variables with the verbal
interpretation of the very low (1.00-1.79), low (1.80-2.59), medium (3.80}, high (3.40-4.19) and very
high (4.20-5.00). The frequency and percentage distribution wergedtito summarize theespondent’s
profile as seen in Appendix C.
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Simple linear regression analysis was applied to testréieing, e-leadership, and work-life balance
significantly affect work motivation and employee performance ab aseif work motivation significantly
affect employee performance. A p-value of <.05 signifies tieeffect is significant. On the other hand, a p-
value of >.05 signifies that the effect is not significant.

3.0 Resultsand Discussion
Descriptive Statistics

Table 3 shows the resulting mean and standard deviation of egchakable of the study e-
training, e-leadershipwork-life balance, work motivation, and employee performance. Resvésled that
respondents have a very high level of agreement on the variabledeestép (M=4.55), work-life balance
(M=4.22), work motivation (M=4.22) and employee performance (M=4.46levehmean of 4.08 revealed
that respondents have a high level of agreement on the variabiaiagra

Table 3. Descriptive Statistics of the Variables

Variables Mean Standard I nter pretation
Deviation on the L evel of
Agreement
E-Training 4.08 0.74 High
E-L eader ship 4.55 0.55 Very High
Work-life balance 4.22 0.54 Very High
Work motivation 4.22 0.59 Very High
Employee performance 4.46 0.43 Very High

The mean of M= 4.08 (SD=0.y£&xposes the respondents highly agree in the question items
pertaining to e-training infrastructyrefficiency, and methodology. It indicates a favorable perceptioneof th
company’s e-training infrastructure, efficiency, and methodology. With reg#wds-leadership, a measure of
the respondent’s perception of his immediate superior exercise of leadership over him as the latter works from
home, the result revealed that there is a very high lexagreement in the statement used in the questionnaire
with a M= 4.55 (SD=0.55). This in effect shows a favorable exemfsthe remote leadership of the
respoments’ immediate superior. The remote leaders’ leadership was gauged in terms of how strategic it was,
how technical savvy is the leader and how the leader showed indiz&tlatncern to his subordinates. This
is a manifestation that the leaders of RBcompany in San Pedro, Laguna encompasses essential lgadershi
skills such as communication, motivation, positivity, creativapd feedback in the ability of effectively
leading employees while working from home. The study further shwatshe respondents have a favorable
work life balance (M= 4.22, SD=0.54xmployees can separate work over family matters, they feel content
working in the company, they are willing to do work outside tF@imal jobs, employees are satisfied on
carrying out responsilities at home with the help of each family members whiekimg from home. This is
an indicator that the company is facilitating a work-life ba&for employees wherein they set and model
boundaries between work and home hours. In remulployees hae a very healthy work setting wherein they
can balance work over personal life even on a remote setuefudre, it is good to note that work
motivation is also in a very high level of agreement by the emplogséndicated by the mean of 4.22
(SD=0.58). This means that the company provides upright rules and regulations alfoishemployees to
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sustain their physiological needs, to make the employees feel seclire effectively socialize with their co-
workers positively resultingn teamwork. Comary provides a system where people are acknowledged for
their performance and lastly, the company provides greater job resptesibir every employee. This is a
manifestation that rules, and regulations of the company aredradbig factor contribirtg to the employee
work motivation to do their job effectively and efficiently. Lastlyge mean of 4.46 (SD=0.43) exposes that
the performance of employees under the WFH scliswery high as perceived by the employees indicating
that work from homescheme is indeed effective. The employees can get the job dech@éectively and
efficiently, always achieving key performance indicators sethbycompany. They willingly complied with
the company rules and have an initiative that helps to the gsagfrthe company even in a work from home
set-up. The response interpretation of the sub-variables is shayppéndix D.

Effect of E-Training on Employee Performance

Table 4 presents the regression matrix showing e-training @redictor variable of employee
performance. Results show that e-training significantly and pogitafiécts employee performance (F-
value= 15.181 P-value= 0.000) while working from homeTrhe R2 of 0.111 indicates 11% of variance in
employee performance can be attributeeé-training while thed of 0.192 indicates that for every increase i
the level of e-training it is expected to increase thel levemployee performance by 0.192. Thus, it can be
summarized that when e-training of the company improves, the yeepberformance is likely tonproveat
the same time. Even if training is done electronically- o i conducted beyond the four corners of a
conventional training room, it can still help employees to acquirdgheset of skills and abilities to perform
better and thus improve their performance.

Table 4: Effect of E-Training on Employee Performance

Unstandardized Standardized Interpretation
Coefficients Coefficients
Model B Std. Error Beta t-value p-value
1 (Constant) 3.677 0.205 17.969 0.000
E-Training 0.192 0.049 0.333 3.896 0.000 Significant
R?2=0.111 F-value = 15.181 p-value = 0.000

a. Dependent Variable: Employee Performance

The above finding is supported by the research of Alhooti and Anto (202€h vavealed that e-
training is strongly correlated with employee performance as all correlati@ne significant. In addition,
employee performance has been a crucial concept in acadegusgion and study. Among those factors, e-
training is considered one of the important factors that may leogstoyee performance. Moreover, Samwel
(2018) pointed out that employee competencies change through effective e-trainingmsodexeloped by
the company. It consequently not just works on the general exeaftitie employees to play out their
current position yet in addition upgrades the abilities, knowledgd, attitude of the employees that is
important for the future job, subsequently adding to superior organidatieriarmance.
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Effect of E-Training on Work Motivation

Table 5 presents the regressioatim showing e-training as a predictor variable of work motorati
The Rof 0.349 indicates 35% of variance in work motivation can béated to e-training. Results proved
that e-training positively and significantly affects employewkamotivation f= 0.466, t-value= 8.094, p-
value <0.05). This indicates that when the quality leveé-trfaining increased by 1 unit change, this will
increase employee motivation by a percentage chaif@€66. This concludes that when the quality level of
e-training is improved, employe’ work motivation is likely to improve as well. Furthermore, when
employees are highly trained, they are highly motivated. It can hgfpgees understand how their work fits
into the company’s vision, mission, and overall goals arathievements. As a result, employees can become
more motivaed and excited about their work as they understand that they dor ieattee success of the
organization. Moreover, training even if conducted in a remote maanelead to employee motivatioa t
work.

Table 5: Effect of E-Training on Work Motivation

Unstandardized Standardized Interpretation
Coefficients Coefficients
Model B Std. Error Beta t-value p-value
1 (Constant) 2.319 0.239 9.714 0.000
E-Training 0.466 0.058 0.591 8.094 0.000 Significant
R?=0.349 F-value = 65.518 p-value = 0.000

a. Dependent Variable: Work Motivation

The result of this study is strengthened by the study of Hil, ¢2@17) which states that e-training
can increase employee motivation and encourage employesditipptein company activities.

As a predictor of work motivation and employee performaaeteaining was measured in terms of
infrastructure and methods used as well as its efficiencyinfiastructure of the electronic training used in
the BPO company in San Pedro, Laguna includes Kahoot, thedohotivates and activates learning because
it can test their knowledge, reiterate important conceptshafp them retain information. It also provides
trainers with the ability to further create discussion and partigpatgraction instantly. Zoom, Slack, Jira
and Confluence are also used as additional channels. In addiggrhave dedicated trainers who are solely
focuedon training and development. It shows that the companyng usiltiple channels on their e-training
allowing trainers to decide on the format they feel is beistd for the specific topic. This enables trainers to
maximize the effectiveness of e-training.

Effect of E-Leadership on Employee Performance

Table 6 presents the regression matrix showing e-leadershéppaedictor variable of employee
performance. The $of 0.144 (F-value =20.511, p-value <0.05) indicates 14% of variance in employee
performance can be attributed to e-leadership. Results proved-iadership positively and significantly
affects employee performangge=(0.298, t-value= 4.529, p-value <0.05). This indicates ien the quality
level of e-leadership increased by 1 unit change, this wiltase employee performance by a percentage
change 0of0.298. This concludes that when the quality level of e-leadgerghiimproved, employee
performance is likely to improve as well. Furthermore, when emetogiee fulfilled with the e-leadership of
the management, their performance increases.
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Table 6: Effect of E-Leadership on Employee Performance

Unstandardized Standardized Interpretation
Coefficients Coefficients
Model B Std. Error Beta t-value p-value
1 (Constant) 3.105 0.301 10.302 0.000
E-Leadership 0.298 0.066 0.379 4.529  0.000 Significant
R2=0.144 F-value = 20.511 p-value = 0.000

a. Dependent Variable: Employee Performance

The current findings supported by the study of Schwarzmuller et al., (2018) whitésstiaat in this
time of pandemic wherein employees are working virtually or in atenvork environment, leaders should
establish a more inclusive leadership style. For E-Leadersptie skills, such as the features of effective
faceto-face communication, may not serve to lead in virtual setfiRgman et al., 2019). Cortellazzo et al.,
(2019) highlighted that E-Leaders should develop a communication eimgieyees feel free to present their
ideas, allowing them to contribute the decision-making process and reassure independeacevork, and
accountability, and encouraging a positive organizational enviradnwitntheir leadership. In this new work
environment, information is more evident and easier to share, afj@mployees to be more autonomous in
their work. Thus, companies not only benefiinfr employees’ good performance but reduce the need to
supervise them (Schwarzmuller et al., 2018).

Effect of E-Leadership on Work Motivation

Table 7 presents the regression matrix showing e-leadershigp @edictor variable of work
motivation. The Rof 0.433 (F-value = 90.092, p-value <0.05) indicates 43% of varianserk motivation
can be attributed to e-leadership. Results proved that e-legersitively and significantly affects work
motivation 3= 0.705, t-value= 9.648, p-value <0.05). This indicates that whenquality level of e-
leadership increased by 1 unit change, this will increagdoyee’s work motivation by a percentage change
of 0.705. This concludes that when the quality level of e-leadesshigproved, employee work motivation is
likely to improve as well. Furthermore, when employees are ladfilwith the e-leadership of the
management, they are motivated to do their job well.

Table 7: Effect of E-Leadership on Work Motivation

Unstandardized Standardized Interpretation
Coefficients Coefficients
Model B Std. Error Beta t-value p-value
1 (Constant) 1.014 0.335 3.028 0.003
E-Leadership 0.705 0.073 0.658 9.648  0.000 Significant
R2=0.433 F-value = 93.092 p-value = 0.000

a. Dependent Variable: Work Motivation

The result of this research is strengthened by the study oé ldechGupta (2015) who said that the
leadership styles were influesdt by the structure of technology that affects employee motivatiwh a
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performanceln this study Gupta added that e-leadership is expected to build motivatiamto from its
employees such as tasks faced in the form of mispercepimyuistic barriers, cultural diversity, and
technological disturbance (as cited in the study of Wolor eR@P0). In addition, Belitski and Liversage
(2019) states that a leader and technology make it easiezfi@kesye on and inspire employees.

As a predictor of work motivation and employee performance, e-ldapevas measured in terms of
strategic leadership, digital savviness, and individualizedideration to his employees. The leadership style
in the BPO company in San Pedro, Laguna is democratic or patiiei in nature. This type of leadership
uses empowerment to meet organizational goals and objecliveg.rely more on the employees to give
feedback to help the leader make their final decisidhs. BPO is a complex place with complex problems
No onés viewpoint on how to handle situations is perfect, therefore empogvagents to decide tends to
give the best process improvement ideas. Given that the n&dr é& made up of different teams, this style is
certainly effective.

Effect of Work-Life Balance on Employee Performance

Table 8 presents the regression matrix showing work-life baksaepredictor variable of employee
performance. The Fof 0.388 (F-value = 77.258, p-value <0.05) indicates 39% of variamesnployee
performance can be attributed to work-life balance. Results provedvtiktlife balance positively and
significantly affects work motivationgE 0.493 t-value= 8.790, p-value <0.05). This indicates that when the
level of work-life balance increased by 1 unit change, thi$ widrease employee performance ay
percentage change 6f493. This concludes that when the level of work-life balasdenproved, employee
performance is likely to progress as well. Furthermore, wherogegs have a work-life balance it will lead
to good employee performance.

Table 8: Effect of Work-Life Balance on Employee Performance

Unstandardized Standardized Interpretation
Coefficients Coefficients
Model B Std. Error Beta t-value p-value
1 (Constant) 2.382 0.238 9.991  0.000
Work-Life Balance  0.493 0.056 0.623 8.790 0.000 Significant
R?=0.388 F-value = 77.258 p-value = 0.000

a. Dependent Variable: Employee Performance

Several studies have examined the relationship between-lifeorbalance and employee
performance with diverse outcome&ccording to the DTl Scotland office (2000), the decent exercise of
work-life balance leads both employees and the organizatiaget the paybacks. Basically, employees
benefit by feeling a reduced amount of stress and happier botbrlaand at home. And more people have
the opportunity for paid work. Eventually, these things camsacreasan employee performance as cited in
the study of Mendis and Weerakkody (2017).

Effect of Work-Life Balance on Work Motivation
Table 9 presents the simple linear regression showing workdince as a predictor variable of
work motivation. The Rof 0524 (F-value = 134.49%-value <0.05) indicate§2% of variance in work

motivation can be attributed to work-life balance. Results prdkiad work-life balance positively and
significantly affects work motivationsE 0.782, t-value= 11.597, p-value <0.05). This indicates that when
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the level of work-life balance increased by 1 unit changepmttiisncrease work motivation by a percentage
change of 0.782. This concludes that when the level of work-éifenbe is improved, employgework
motivation is likely to improve as well. Furthermore, when eryg@és have a work-life balance it will lead to
anincrease in employee work motivation.

Table 9: Effect of Work-Life Balance on Work Motivation

Unstandarized Standardized Interpretation
Coefficients Coefficients
Model B Std. Error Beta t-value p-value
1 (Constant) 0.922 0.287 3.217  0.002
Work Life Balance 0.782 0.067 0.724 11.597 0.000 Significant
R?=0.524 F-value = 134.497 p-value = 0.000

a. Dependat Variable: Work Motivation

The current finding wssupported by the study of Mahmoud et al., (2020) which states thati$VLB
an imperative subject in an organization because of its robietiermining the level of excitement and
motivation to continue working and demonstrating a commitment to \ildr&. ability to have a balance
between work and life is crucial and can affect employees’ motivation and personal life. In addition, multiple
outcomes will result when employers allow employees to maintaik-life balance. When employees are
well rested, healthy, and feeling great, they are more likely tbedojob well in the best possible way.

As a predictor of work motivation and employee performance, wigrkbhlance was measured in
terms of role cogruence, satisfaction with work, employee citizenship, hontesfaetion, and family
functioning. The BPO company in San Pedro, Laguna has regular engagemngies such as fun Friday
monthly themed programs, and quarterly general assembly engadgemaiitthe employees. Every last
guarter of the year, the management would ask the employsebnit their suggested plan activities for the
coming year so that they can allocateudget for the activity. In those activities, employees canexirwith
their co-workers and find some escape from work even for a short perioteof t

Effect of Work Motivation on Employee Performance

Table 10 presents the simple linear regression showing workatioh as a predictor variable of
employee performance.h& R? of 0.270 (F-value = 45.149, p-value <0.05) indicates 27% ofivegi in
employee performance can be attributed to work motivatiorullRgzroved that work motivation positively
and significantly affects work motivatiop€ 0.381, t-value= 6.719, palue <0.05). This indicates that when
the level of work motivation increased by 1 unit change, whikincrease employee performance ay
percentage change 6f381. This concludes that when the level of work motivation igonerl, employee
performanceis likely to improve as well. Furthermore, when employees arévatet in their job it will
resultin good employee performance.
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Table 10: Effect of Work Motivation on Employee Performance

Unstandardized Standardized Interpretation
Coefficients Coefficients
Model B Std. Error Beta t-value p-value
1 (Constant) 2.853 0.242 11.811 0.000
Work Motivation 0.381 0.057 0.520 6.719  0.000 Significant
R2 =0.270 F-value = 45.149 p-value = 0.000

a. Dependent Variable: Employee Performance

These current findings were supported by the study of Setyo (2017). éahpésults proved that the
motivation variable has a positive effect on employee performancablesj on the other hand, job
satisfaction does not have any impact. Motivation and job sat@ichave a positive and significant effect on
employee performance. The direct involvement of workers does rett afmployee performance but
mediating the effect through motivation and job satisfactiors@aificantly affect employee performasc

As a predictor of employee performance, work motivation was meahguterms of physiological
needs, security, social, prestige and self-actualizatios. Hard to reward employees while working from
home but the BPO company in San Pedro, Laguna has a way to make es\pd@enotivated even in a
distant workplace. This includes sending gift certificates of restaursuth as Starbucks among othdts
even sends food to the employees at home. A free Spotify subscfipti@ month is also a choice as well as
an internet and electric usage subsidy. In that way, it makes fieyars feel motivated to do their job well
even in a distant workplace.

Conclusion

Table 11 presents the summary of hypothesis testing of thisaleséa line with the results of the
study discussed in the preceding section, the following areusteatl

Table 11. Summary of hypothesis testing

Hypothesis Result
Hol E-Training does not significantly affect employee performance Rejected
Ho2 E-Training does not significantly affect work motivation Rejected
Ho3 E-Leadership does not significantly affect employee performance Rejected
Ho4 E-Leadership does not significantly affect work motivation Rejected
Ho5 Work-life balance does not significantly affect employee peréoo® Rejected
Ho6 Work-life balance does not significantly affect work motivation Rejected
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Ho7 Work motivation does not significantly affect employee performance Rejected

The research proved that E-Training positively and significantly affetiployee performance and
work motivation. This supports the statement that when e#aiof the company improves, the employee
performance and work motivation are likely to improve. Even if traifgndone electronically- one that is
conducted beyond the four corners of a conventional training room, gtitlanelp employees to gain the
right set of skills and abilities to perform better and thus imptbee& performance. Thus, Hol and Ho2
stating E-Training do not significantly affect employee performancenenkl motivation are rejected.

The study also revealed that E-Leadership positively and signtificaffects employee performance
and work motivation. This supports the statement that wheiguhkty level of e-leadership is improved,
employee performance and work motivation are likely to improweedis Furthermore, when employees are
fulfilled with the e-leadership of the management, their performiueceases, and they become motivated to
do their job well Thus,Ho3 and Ho4 stating E-Training ésnot significantly affect employee performance
and work motivation are rejected.

Moreover, the research also showed that work-life balance pbsitvel significantly affects
employee performance and work motivation. This supports the statémaerwhen the level of work-life
balance of an employee improves employee performance and work moteuatitikely toimprove as well.
Furthermore, when employees have a work-life balance iteetl to good employee performance and work
motivation. Thus, Ho5 and Ho6 statimgrk-life balance do not significantly affect employee performance
and work motivation are rejected.

Lastly, the research proved that work motivation positively sigaificantly affects employee
performance and work motivation. This supports the statemantwihen the level of work motivation is
improved, employee performance is likely to improve as well. Furthermore, when erapgre motivated
in their job it will result in good employee performance. Thus, Haling that work motivation does not
significantly affect employee performance is rejected.

Recommendations

E-training has been found to improve work motivation and emplpgeermance. BPO companies
implementing e-training should focus on training infrastructures antioth@bgy being used. E-training
infrastructure should include conducting a survey of the internet civitieof the WFH employees. For
instanceto use Kahoot and Zoom as an infrastructure, a minimum of ataes#tips is required so that the
trainers can use and share visuals without buffering, delays wi¢io \dind audio, and other interruptions.
Since e-training positively and significantly affects work mation and employee performance, companies
may consider including internet subsidies to employees as part iofftilge benefits. In addition, the
company should make sure that the trainer can keep their eye on thenddzandle limitations without
compromising the training quality.

E-leadership is challenging as this means leading subordindt@sare not physically with the
leader. Based on this stuggnhancers of electronic leadership among others include makingbitrelimates
feel that they are being trusted and that individual attentionhowpand rewarding cahe accorded them
even while working from home. It is therefore recommended for leadernsake time to reach out to
employees and discuss problems that the employees encountemwtking remotely. They should make
them feel that their ideas matter and let them do thenjabeiir own strategy but of course with fleeder’s
guidance Lastly, E-leaders should let the employees discover what theytnegdrk on and allow them to
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do it despite the distance. In that way, a leader may #iaivhe is empowering and ttashe employee even
in a distance setting.

The employees should be led to having an ideal mindset abanthe the demands of their home
responsibilities and work responsibilities by encouraging them tatitakeoff between working hours. They
may teach their employees to prepare atdegay plan of activities that would not only include work lagtr
periods as well. By following a plan of activities, the empéy® led to the scheme of freeing themselves
from engaging in work after the supposed work hours. These tips forseitidg should be shared to the
employees through training. A self-assessment of their workdifenbe should be done before and after the
training to determine the progress of employee work-life balance.

With this, a training pack for the leaders is developed to téah how to enhance e-training and
remote leadership of their subordinates. Further, the trainingomextiins strategies so that at least the leader
can contribute to developing subordinate mindset of balancingonisamd life concerns.

The researcher recommends getting the feedback of all the stakslzdtde conducting the training
to assess and evaluate if the action plan was successful.

The researcher recommends extending the study in terms of engparati only the number and
types of company but also the industry included in the study. Catiegpréspondents into age level and type
of work may likewise be considered.

Acknowledgements

First, | want to acknowledge our Almighty God for the strengthdarn, patience, and knowledge
He has given me to finish this research study. Thank yoar Bed, for helping me through all the
difficulties. | also want to thank St. Isidore Labrador for thelgnce and for reminding me of the dignity of
work.

| would like to acknowledge our Dean, Dr. Nerissa O. Lucamsia,Teachein-Charge, Dr. Joseph

Angelou I. Ng, my Adviser, Dr. Lilian B. Villanueva for her patieraal full guidance and advice through all
the stages of my research paper. My Statistician, Dr. Laaidos; my panelists consisting of the Chairman
Dr. Jasmine De Silva, and the members Dr. Marcielo DalichDr. Maria Theresa Kalaw for imparting their
knowledge and expertise for the betterment of this paper; and bilggeks to the CEO of the BPO Company
in San Pedro, Laguna for letting me do my research on their ragpeotnpany and to the employees who
willingly participated on the survey.

| want to acknowledge the company | am working with for making my M&#ney possible
through its employee scholarship program. To my family, my friends, and MR who supported and
encouraged me while doing and finishing this research papefasintiut not the least to my boyfriend,
Jomari Lajara for his unending support and encouragement since dalyi® MBA journey.

Refer ences

Adnan, N. A. (2021). The relationship between e-training, madiraand job performance during movement
control order xcx/ Nur Atigah Adnan and Shaiful Annuar Khalid. UniverBitknologi MARA
Cawangan Kedah.

WWw.ijrp.org



Erica M. Cabrera/ International Journal of Research Publications (IJRP.ORG) @ JJRP'ORG
ISSN: 2708-3578 (Online)

1279

Abioro, MA, Oladejo, DA, & Ashogbon, FO (2018). Work-Life Balan&xactices and Employees
Productivity in The Nigerian University System. Crawford JougidBusiness & Social Sciences, 8
(2), 49-59.

Adeniran A.O (2019)4pplication of Likert Scale’s Type and Cronbach’s Alpha Analysis in an Airport
Perception Study, Sch J Appl Sci Res Volume 2:4

Alhooti, M. J., & Anto, M. L. (2020). The Effect of E-Trainingn Employee Performance of Gulf
Petrochemical Industries Company in the Kingdom of Bahrain. IKSP dbwh Innovative
Writings, 1(1), 42-52. Retrieved from https://iksp.org/journals/index.pwijticle/view/39

Bansig, Daniel and Jandayan, Carl and Paja, Philip John and Jadeéendell, (2020) The Resiliency of
BPO Industry: Plights of Agents for Continuing Business
OperationsAmidstCovid19Crisis.SSRN: https://ssrn.com/abstract=36488@p://dx.doi.org/10.21
39/ssrn.3648890

Bataineh, K. Adnan. (2019). Impact of Work-Life Balance, plagss at Work, on Employee Performance
International Business Research, 12 (2). https://doi.org/10.5539/ibr.v12n2p99

Bayudan-Dacuycuy, Orbeta Jr, Serafica and Baje (2020) Online Witk Philippines: Some Lessons in the
Asian Context. Discussion paper Submitted to Philippine Instifor Development Studies.
Retrieved from: https://www.think-
asia.org/bitstream/handle/11540/12902/pidsdps2029.pdf?sequence=1

Belitski, M., & Liversage, B. (2019). E-Leadership in Small andiMm-Sized Enterprises in the Developing
World. Technology Innovation Management Review, 9(1), 64-75.

Bhattacharya, S., & Mittal, P. (2020). The impact of individuaédseon employee performance while
teleworking 1. Australasian Accounting Business & Finance &bufd(5), 65-85. Retrieved from
https://www.proquest.com/scholarly-journals/impact-individuaeseon-
employeeperformance/docview/2478110438/se-2

Cortellazzo L., Bruni E., Zampieri R. (2019). The role of leadership digitalized world: a review. Front.
Psychol.10:1938. 10.3389/fpsyg.2019.01938

Daraba, D., Wirawan, H., Salam, R., & Faisal, M. (2021)rking from home during the corona pandemic:
Investigating the role of authentic leadership, psychologieglital, and gender on employee
performance. Cogent Business and Management, 8(1).
https://doi.org/10.1080/23311975.2021.1885573

Department of Labor and Employment (2020). DTl and DOLE Interind&ines on Workplace Prevention
and Control of COVID-19. https://www.dole.gov.ph/news/dti-and-doleimtguidelines-on-
workplace-prevention-and-control-of-covid-19/

Elujekwute, E.C., Aja, J.O., & Abachi, N.D., (202X):e relevance of clayton paul alderfers’ existence,
relatedness, growth theory to the educational managemenengapGlobal Journal of Arts,
Humanities and Development Studies (SGOJAHDS), Vol.4 No.2 202&; p.g. 231 241; ISSN:
2695- 2319 (Print); ISSN: 2695-2327 (Online)s

WWw.ijrp.org



Erica M. Cabrera/ International Journal of Research Publications (IJRP.ORG) ‘.\ IJRP.ORG

Inte escarch Public
ISSN: 2708-3578 (Online)

1280

Gaduena, A, (2021). Economy-wide shit to telework post-COVID? Not quite.
https://www.bworldonline.com/economy-wide-shifttelework-post-covid-not-quite/

Hila, AA Al, Alhelou, EMS, Shobaki, MM Al, & Naser, SS®017). The Impact of Applying the Dimensions
of IT Governance in Improving e-training -Case Study of theiditiy of Telecommunications and
Information Technology in Gaza Governorates To cite this versiéd 1d: Hal-01628897 The
Impact of Applying the Dimensions. International Journal of Begiimg and Information Systems,
1(8).

Hopper, E., (2020). Maslow’s Hierarchy of Needs Explained.
http://www.christianworldmedia.com/client/docs/603_1585079540 17.pdf.

Irawanto, D.W., Novianti, K. R., & Roz, K., (2021). Work from He: Measuring Satisfaction between
Work-Life Balance and Work Stress during the COVID-19 Pandemic in Indori&nomies 9: 96.
https:// doi.org/10.3390/economies9030096

Kazi C., Hastwell C., (2021) Remote Work Productivity Studydsi Surprising Reality: 2-Year Analysis.
Remote Work Productivity Study Finds Surprising Reality: 2-Year Aia|yGreat Place to Work

Kritz, B., (2020. “Work from home” is not working.
https://www.manilatimes.net/2020/09/01/business/columnists-busiteksfrom-homeis-not-
working/761961

Lippe, T. V., & Lippenyi, Z., (2019). Co-workers working from home and individual and team performance.
New Technology, Work and Employment published by Brian Towers (BRITOW) amd\Wdey &
Sons Ltd.

Mahmoud, A.B., Fuxman, L., Mohr, I., Reisel, W.D@&igoriou, N. (2020), “We aren’t your reincarnation!”
workplace motivation across X, Y, and Z generations”. International Journal of Manpower
Doi.org/10.1108/IIM-092019-0448

Mendis, M. & Weerakkody, WAS. (2017). The impact of work life balapeeemployee performance with
reference to telecommunication industry in Sri Lanka: a mediatibodel. 12. 72.
10.4038/kjhrm.v12i1.42.

McGregor, L., & Doshi, N., (2020). How to Keep Your Team Motivateemotely. Harvard Business
Review. https://hbr.org/2020/04/haw-keep-your-team-motivated-remotely

Protect Trust (2020). https://www.protectedtrust.com/technadlaglye-workplace/

Quintana, C., (2021). The Top 5 Challenges of Managing a Remotam T8uccessfully.
https://beebole.com/blog/the-top-5-challenges-of-managing-a-reeste-successfully/

Ramos, J.P., & Prasetyo, Y.G., (2020). The Impact of Work Homangement on the Productivity of
Employees during COVID-19 Pandemic in the Philippines: A Struttlguation Modelling
Approach. In 2020 The 6th International Conference on Industrial and BuEingiseering (ICIBE
2020), September 229, 2020, Macau, Macao. ACM, New York, NY, USA, 6 pages.
https://doi.org/10.1145/3429551.3429568

WWw.ijrp.org



Erica M. Cabrera/ International Journal of Research Publications (IJRP.ORG) ‘.\ JJRP'ORG

ISSN: 2708-3578 (Online)

1281

Roman A. V., Van Wart M., Wang X., Liu C., Kim S., McQartA. (2019).Defining e—leadership as
competence in ICT—mediated communications: An exploratory assessment. Public Administ.
Rev. 79 853866. 10.1111/puar.12980

Samwel, J. O. (2018). Impact of employee training on orgaoizdt performancecase study of drilling
companies in geita, shinyanga and mara regions in tanzateandtional Journal of Managerial
Studies and Research, 6(1), 36-41.

Schwarzmdller T., Brosi P., Duman D., Welpe |. M. (201&wHdoes the digital transformation affect
organizations? Key themes of change in work design and leaddvisinpge. Revue 29 11238.
10.5771/0935-9915-2018-2-114

Setyo R., (2017), " Effect of Motivation and Job Satisfaction onPtedormance of Teachers in Mentari
School Bintaro (MSB)," Target, 83: 91

Suprapti, Astuti, J. P., Sa’adah, N., Rahmawati, S. D., & Astuti, R. Y. (2020). The Effect of Work Motivation,
Work Environment, Work Discipline on Employee Satisfaction aldblic Health Center
Performance. Journal Industrial Engineering &  Management Researgii2).
https://doi.org/10.7777/jiemar.v1i2

Susilo, D. (2020). Revealing the effect of work-from-home on jolfiopmance during the COVID-19 crisis:
Empirical evidence from Indonesia. Journal of Contemporary Issugsgsimess and Government,
26(1), 23-40. Available at: https://doi.org/10.47750/cibg.2020.26.01.002.

Tavares, F., Santos, E., Diogo, A., & Ratten, V. (2021).vikmlking in Portuguese communities during the
COVID-19 pandemic. Journal of Enterprising Communities: People aack#®lin the Global
Economy, 15(3), 334349. https://doi.org/10.1108/JEC-06-2020-0113.

Wolor, C., Solikhah, S., Fidhyallah, F., & Lestari, D. PQZ0) Effectiveness of E-Training, E-Leadership, and

Work-Life Balance on Employee Performance during COVID-19. JouofaRsian Finance,
Economics and Business Vol 7 No 10 (2020)-4¥58)

WWw.ijrp.org



