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This paper examines the impact of teleworking on employees’
labor productivity and the entity’'s management in the condition
of global pandemic Covid-19 in Uzbekistan. The epidemiological
and dynamic nature of the Covid-19 crisis in which organizations
have to adopt a work-from-home policy made this investigation
very necessary. When the issue is explained more broadly, this
empirical research investigates two significant aspects about
teleworking process in organizations in the period of lockdown in
Uzbekistan. First, teleworking positively affects employee’ labour
productivity and the effectiveness of the entity, and the second
teleworking complicates the management activities and affects
negatively the socio-emotional environment in the work team.
The objectives of the study are to identify whether the process of
telework affects positively or negatively the organization’s
current labour processes and propose multiple recommendations
regarding to improve the telework mechanism for enabling
prospective labour concerns in the human resources field of
Uzbekistan. To achieve the objectives, a survey research design
was adopted. The techniques employed in analyzing the data
were quantitative methodology, descriptive statistics and
Pearson's correlation coefficient. The results indicated that
working from the home policy has a strong and positive
relationship with employee’ labour productivity and the
effectiveness of the entity if it is measured as a result-oriented
rather than activity. It was also found that teleworking has a
significant relationship with complicatedness of the management
and it brings to the negative socio-emotional environment in the
work team. Based on the findings, the researcher concluded that
unexpected telecommuting in the period of Covid-19 has both
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negative and positive impact on employee performance and the
entity's management control.
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COVID-19 nanHgemuscd pgaBpuja MacodajlaH HIIJAIIHUHT
XOJMMJIap MeXHAaT YHYMJOPJIUTM Ba KOPXOHAHUHT (PAOJHSAT
caMmapaJopJiurura TabCUPHUHHU O6axoJalll

AHHOTALIUA

Kanur cyznap: Y6y MmakoJsaza V36ekucronaa Covid-19 rio6an maHeMust

MacoajaH Huaw mapouTuga MacodajJaH HIUIAIIHUHT XOAMMJIAPHUHI MexXHaT

ﬁgzig;l}iymopmm YHYM/JIOPJIMTU Ba KOPXOHAHUHI OOLIKAapyBUra TabCUPHU KaHJaW

XOAMMIAPHUHT BaoUATH 3KaHJIUTU 6axo0JIaHTaH. Covid-19 VHKUPO3UHUHT

KOPXOHA caMap/ja0pJIurHu 3MUJEMHOJIOTUK Ba [JUHAMUK XapaKTepu TallKWJIOTJAap/a
Macoda/laH MILLIAIl CUECATHHU KaOyJl KUJIUILTa MaXXOyp 3TULIX
ymy6y TaJAKUKOT HWIIMHUHT aXaMUATHUHU owmupau. by
MacajJlaHaHU $IHaJla KEeHIpOK M30XJahjguraH OyJcak, yumoy
SMIIUPUK  TaJKUKOT Y3GeKHUCTOHJA KapaHTHH BaKTH/a
TAIIKWJIOTJAPHUHT MacodpajaH MILIall KapaéHUHUHI HUKKUTA
MYX{MM >KUXAaTHHU ypraHaau. bupuvHum Xosatga, MacodajaH
MLJIAll >KapaéHU XOAWMMJIADHUHI MeXHaT YHYMJOPJIUTU Ba
KOpXOHa caMapaJiopJurura MWKOOUM TabCUP 3THUIIM XaMmJa
VMKKHWHYHU X0J1aT/a 3ca Macoda/iaH UIJIall }KapaéHU KOpXoHaJap
6o1KapyB ¢$aoJMATHHA MypaKKaOJalITHPUIIA Ba HTHXKaJa
MexHaT >XaMOACMHUHT WXTUMOUMN-PYXUHA MyXUTHUra Ccaabuit
TabCUpP JTUIIMHM acocaagu. TaAKUKOTHUHT MaKcagu -
Macoda/laH UILJIAll KapaéHU TAUIKUJIOTHUHI XO3UPrd MexHaT
»KapaéHJyiapura WKobui €ku cajbuil TabCUp KypcaTaAuMU EKU
WYKIMIMIMHM aHUKJIAIl XaMJa Y36eKHCTOHJA KaJpJapHH
OOLIKapUII COXaCUJJaru UCTUKOOJIJIM MeXHAT MyHOCabaT/IapuHU
TapThbra coauwga MacadpaZlaH HUILJIAll  MeXaHU3MHUHHU
TaKOMWJIAIITUPUII OyluYa TaBcUsJap OepulljiaH UbopaTAuUp.
Ymby MakcaAra I9pUIIMII  y4yH TaJKUKOT  HIIMHUHT
CTPYKTypacHu Ty3ub ouHAU. OJIMHTaH MabJyMOTJIAPHU TaXJIUJI
Kuauua “Pearson” y3apo GOFIMKIANK KO3QPHUIIMEHTH XaMmja
TaxJIMJ STUIIHUHT MUKJOPUK Ba TaBCUPUU ycyJiapujaH
doipgananuaau. OJMHraH HaTWXajJap ULIYHA KypCaTAUKH,
MacodaZlaH MILIAUl XOAUMJIAPHUHI MeXHaT YHYMJOPJIMIH Ba
KOPXOHAHUHT QaoJIUAT caMapafop/iuru 6uJaH arap y GpaoausT
»KapaéHW 3Mac 6asikM, HaTWKara KapaTw/iraH 6yJica, Ky4/u Ba
WKOOUN OOFJUKJIMKKA 3rafup. ByHJaH Talikapu, TaAKUKOT
HaTwKacu MacodajlaH HILIall KApPaéHUHUHT KOPXOHAHUHT
6owKapyB (GaosMATUHM MypaKKaOJaUITUPUILM Ba HaTHXKaja
»Kamoajla CaJibuid MXTUMOUHK-PYXUA MYXUTHUHU KeJTUPHUO
YUKAPUIIY aHUKJIaH[H.
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BJIMAHHUA ,Z[PICT&HLIPIOHHOIZ pa6OTbI Ha

IPOU3BOJCTBEHHbIU TPYJ COTPYAHHUKOB U 3(PPEeKTHUBHOCTb
npeanpudaTyuda Bo Bpemd naugemuu COVID-19

AHHOTAIUS

KrrogeBsre croBa:
YnaneHHas pa6oTta
COVID-19
[I[pon3BOAUTENBHOCTD
TPy a
3PdeKTUBHOCTD
COTPYAHUKOB
3ddeKTUBHOCTH
[IpepnpuaTusa

INTRODUCTION

B 3TOoM cTaThe oLleHWBaeTCA BAUSHUE YJaJ€eHHOU paboThl B
Y36ekuctaHe Ha rJo06asbHyr naHjgemuto Covid-19 Ha
NPOU3BOAUTENBHOCTb TpyJAa COTPYAHUKOB U YyIIpaBJIeHHUE
npefnpusiTUeM.  JNUJAEMHUOJIOTUYECKUA U JAUHAMUYHBIA
xapakTep kpusuca Covid-19 BbIHYJUJ OpraHU3alUM NPUHATH
NOJIMTUKY yAaJIeHHOU paboThbl, YTO MOBBICUJIO BaXXHOCTb 3TOTO
ucciaefoBaHus. Boob6meM roeops, 3TO  3MIUPUYECKOE
ucciaejoBaHUe McclefyeT JBa BaXKHbIX aclleKTa Ipoluecca
yAaJeHHOW paboThbl OpraHM3alMi BO BpeMs KapaHTHUHA B
Y36ekucraHe. B nepBoM ciyvae mpouecc yJaJleHHOH paboThbl
NOJIOKUTEJIBHO  BJIMIET Ha INPOU3BOAUTEJBHOCTb TpyAa
COTPYAHUKOB U 3QPEKTUBHOCTb NpPEeANPUSATHUS, a BO BTOPOM
clly4yae MpoLecc yJaJeHHON paboThbl YCI0XKHSET yIpaBJeHUe
NpeANpUATUSAMU U, KaK CJeJCTBUEe, HeraTUBHO CKa3blBaeTCs Ha
COLIMAJIbHO-TIICUX0JIOTUYECKON CpeJie TPYZLOBOr0 KOJIJIEKTUBA.
llep wWcciefnoBaHUA - ONpeJesIMTh, OKasblBaeT JIM IpoLecc
yAaJeHHOW paboThbl TMOJIOXKUTEJbHOE WM OTpULATeNbHOE
BJMSIHUE Ha TeKyllue pabouyMve IMpolLecchl OpraHu3alyu U
NpeJJIOKUTh  peKOMeHJalMu 1O  COBepIlIeHCTBOBAHUIO
MexaHM3Ma  yJaJeHHOM  paboTbl B  peryJuMpoBaHUH
NepCleKTUBHBIX TPYAOBBIX OTHOLIEHUMHM B Y3b6ekucraHe. [id
JOCTWXKEHUSI 3TOM Liesid OblIa CTPYKTYpUpOBaHA CTPYKTYypa
uccaeoBaTeNbCKOW paboThl. [lpy aHaiu3e MOJy4eHHBIX
JIaHHBIX UCNOJIb30BaJNCh K03QPULIMeHT Koppeasanuu [lupcoHa,
a TakXe KOJIMYeCTBEHHbIe W ONMcaTe/ibHble METO/ibl aHaJN3a.
[losnyyeHHble pe3yJsibTaTbl MOKa3aju, YTO yJajeHHas paborta
MMeeT CWJbHYH0 U  MOJIOKUTEJbHYI  KOppeJdaLUI C

IPOU3BOJAUTENbHOCTBIO TpyZa COTPY/IHHUKOB v
30 dEeKTUBHOCTBIO MpPEeANpPUATHUS, €CId 3TO He Mpolecc
JlesITeJIbHOCTH, A  pPe3yJIbTaTUBHOCTD. Kpome  Toro,

MCC/IeIOBaHUE [0KAa3a/io, 4YTO IMPOIEeCC yAAJeHHOW pPaboThI
YCJIOXKHSIET YIPABJIEHYECKYI0 [J1eITeJIbHOCTb MPEeNNpPUATHUS H,
KakK CJIe/ICTBUE, co3zaeT HEraTUBHYIO COLIMAJIbHO-
3MOIMOHA/IbHYIO CPeJly B KOJIJIEKTHUBE.

While it is not possible to predict accurately the socio-economic damage caused by
the global (COVID-19) coronavirus pandemic, economists have a general view that it will
have a negative impact on the global economy and living standards. The economic damage
caused by the coronavirus pandemic is mainly due to a decline in demand that’s to say the
lack of consumers to purchase the goods and services available.

According to economists, the severity of the economic impact in this situation largely
depends on two factors: the duration of restrictions on human movement and economic
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activity in the country, as well as the actual size and effectiveness of the response to the
financial crisis.

Mass quarantine measures in Uzbekistan due to Covid-19 came into force in mid-
March 2020. The government approves the procedure for transferring workers to remote
mode during the period of quarantine measures by drafting the presidential order “On
approval of the Regulation on the temporary procedure for transferring workers to work in
remote mode, according to a flexible work schedule or at home during the period of
quarantine measures” for organizations. (Registration No. 3228, 03/28/2020). Under the
document, during the pendency of the COVID-19 outbreak, employees transferred to this
method of work retain the right to receive labour leave, temporary incapacity for work, as
well as other rights stipulated by law and a collective agreement.

The global pandemic has led to serious damages in the labour markets of countries.
Enterprises of all scales have already been forced to partially or completely cease operations,
reduce working hours, switch to a teleworking system, and lay off workers if necessary
(S.B.G'oyipnazarov, 2020). In this circumstance, businesses may need to, or choose to, keep
workforces remote for several months.

The main purpose of the paper is to study the citizens’ (who are working both in
private and public sectors) attitudes about teleworking in the condition of COVID-19.

The main objectives of the paper are to identify whether the process of telework
affects positively or negatively the organization’s current labour processes and propose
multiple recommendations regarding to improve the telework mechanism for enabling
prospective labour concerns in the human resources field of Uzbekistan.

The most essential part of the quarantine in Uzbekistan is an institution of the
teleworking (working from home). Until lockdown in Uzbekistan, only few profession
owners worked in teleworking condition, such as accountants, specialists of the information
technologies and others. This paper important because of implementation of the teleworking
in Uzbekistan is not a wishful event; on the contrary, it happened suddenly. Teleworking is
not innovative in nowadays, because of teleworking were studied by plenty of scholars, and
therefore I consider that teleworking is significant in the period of COVID-19. Teleworking
has several impacts such as increasing labour productivity, the effectiveness of the entity, life
satisfaction, happiness and work satisfaction, decreasing conflicts in the work team,
absenteeism, employee turnover and etcetera.

Teleworking is currently the work mode of choice for many companies wanting to
maintain operations in the face of the new coronavirus pandemic. According to the
International Labor Organization (ILO), the number of people working remotely in the
world has reached 17.0% of total employment. In Japan and the United States, the figure is
40.0%.

The share of businesses in Uzbekistan adopting remote working mode has been low,
less than 0.5 % of total formal employment. In the country, about 29,000 specialists work at
more than 1,400 enterprises in the field of information and communication technologies.
However, it has increased suddenly with the COVID-19 shock and the share of this sector in
the gross domestic product reached 2.2%. The rapid diffusion of teleworking is not limited
to Uzbekistan; it is a worldwide phenomenon.

We could achieve our objectives through a quantitative survey. The quantitative
survey was formed and sent to respondents (n=1200) via telegram and in this survey was
anonymous. This quantitative survey’s main results are:
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-working from the home policy has a strong and positive relationship with employee’
labour productivity and the effectiveness of the entity if it is measured as a result-oriented
rather than activity;

-multiple recommendations developed taking into account the views of respondents.

The implications of the results are teleworking process affects positively to labour
productivity and the effectiveness of the entity. Moreover, teleworking process has a
significant relationship with complicatedness of the management and it brings to the
negative socio-emotional environment in the work team.

We could know through this empiric research that in the conditions of quarantine and
the mandatory transition of most office workers to remote work, the question arises of
maintaining the productivity of enterprises and at the same time, the expert noted that the
companies and managers at the moment had a critical challenge to organize and control
remote work.

The empirical study divided into nine sections: introduction, literature review,
objectives, methodology, results, a test of hypotheses, discussion of findings, limitations and
future research, recommendations and conclusion.

LITERATURE REVIEW

2.1. Introduction

Teleworking is currently the work mode of choice for many companies wanting to
maintain operations in the face of the new coronavirus. According to the International Labor
Organization (ILO), the number of people working remotely in the world has reached 17.0%
of total employment. In Japan and the United States, the figure is 40.0%.

The share of businesses in Uzbekistan adopting remote working mode has been low,
less than 0.5 % of total formal employment. In the country, about 29,000 specialists work at
more than 1,400 enterprises in the field of information and communication technologies.
However, it has increased suddenly with the COVID-19 shock and the share of this sector in
the gross domestic product reached 2.2%. The rapid diffusion of teleworking is not limited
to Uzbekistan; it is a worldwide phenomenon.

So far, several scholars such as Fintan Clear and Keith Dickson, 2005; Marja Coenon
and Robert A.W. Kok, 2013; Bianca A.C. Groen at al,, 2018; Alan Felstead at al,, 2003; Timothy
D. Golden, 2006; HongGirl Lee, 2007; Manuela Perez Perez at al., 2005; Sachiko Kazekami,
2019; M.P. Perez, 2002; Lubica Bajzikova, 2016, and others have conducted researches
either empiric or theoretical aspect.

Managerially, organizations wishing to implement telework should start by shaping
the attitude of its management towards a favourable perception. Adopting a teleworking
program changes communication patterns, performance management relationships,
corporate culture and potentially the work itself (Watad and Will, 2003). Implementation of
employee telework perceived mostly as an employee’s informal benefit with a potentially
positive impact on his/her increased productivity and satisfaction. On the other hand, it
frequently considered an alternative to the traditional work arrangement with the employee
working from home without the employer’s necessity to settle his/her overtime (Lubica
Bajzikova, 2016).

Furthermore, Erica Israelson (2001) investigated that the amount of time, individuals
spend teleworking positively related to overall job satisfaction, and this relationship
mediated by perceived autonomy on the job.
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2.2. Teleworking

Telework - also commonly known as telecommuting -originally often defined as
working away from a traditional office or at home (Daniels. K. at al, 2001). Teleworking can
take place from a remote office, from home or during transportation. The majority (89%) of
teleworkers work at home (Vega, 2003). The development of teleworking started in the
1970s but the number of teleworkers was initially very low due to a combination of
technological limits and high costs in the information and communication technologies at
that time, companies reluctance and unions opposition. In the early 1990s, teleworking was
again rediscovered as an alternative way to organize work to reduce commuting, balance
work and family, and obtain other economic and social advantages, all of which lead to a
growing diffusion of teleworking among industrial and service companies (Venkatesh. V.,
2000).

Telework is increasingly becoming an integral part of organizational design. It has the
potential to benefit firms in various manners as we are entering the knowledge society
(HongGirl Lee at al,, 2007). The degree of telework was found to be positively related to
organizational commitment and negatively related to turnover intentions, such that a higher
degree of teleworking is associated with more commitment to the organization and
weakened turnover intentions (Timothy D. Golden, 2006). Teleworkers’ dual response for
both telework and central work situations could have biased their judgment. The
justification was that teleworkers also reported to the central office and accordingly could
offer balanced inputs on the studied variables. To avoid the possibility of common method
bias, however, future studies can gather survey responses separately from teleworkers and
non-teleworkers (HongGirl Lee at al, 2007). Telework provides needed flexibility in a
unique way that provides a win-win for all (Debra A. Major at al., 2008).

Homeworking can be the perfect solution to the search for a balanced and fulfilling
quality of life - yielding improvements in performance, stress levels, and family life (Yehuda
Baruch and Nigel Nicholson, 1997).

According to the International Labor Organization, various types of teleworking
available in the labour relations: regular home-based telework, high mobile telework,
occasional telework. These types of teleworking shown in Table 1.

Table 1.
Types of telework
Modality Use of Technology Location

Regular home-based Always or almost all the From home at least several times a

telework time month and in other locations less often
than several times a month.
High mobile telework Always or almost all the At least several times a week in at
time least two locations other than the

employer’s premises or working daily
in at least one other location.

Occasional telework Always or almost all the Less frequently and/or fewer
time locations than high T/ICTM

Source: Eurofound and the International Labour Organization (ILO)

Telework is to a large extent an instrument that alters the organization’s
competencies, through the practice’s effects on a variety of resource domains, and by
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identifying these various effects, a firm can engage in more rational strategic planning
(Viviane Illegems and Alain Verbeke, 2004).

Managers with experience in telework adoption recognize a variety of long-run,
strategic impacts on their organization’s resource-base. Telework is to a large extent an
instrument that alters the organization’s competencies, through the practice’s effects on a
variety of resource domains, and by identifying these various effects, a firm can engage in
more rational strategic planning. In contrast, managers in organizations that have not
implemented telework expect a lower level of strategic benefits. An in-depth evaluation
of expected telework effects on the organization’s various affected resource domains,
beyond immediate effects on the bottom-line, appears critical in explaining why
managers adopt or reject telework (Viviane Illegems and Alain Verbeke, 2004).

Teleworking adoption will be then greater among organizations that enhance
innovation and change. Managers who want to adopt teleworking may facilitate the
process through an innovation culture that supports and encourages technological and
organizational innovations. ...that teleworking adoption facilitated if the firm is
innovation-intensive, mainly in organizational innovations, which supports other studies
that consider teleworking adoption to be easier after an organizational change in the firm
(Daniels. K. at al, 2001). A greater pool of technological, organizational and human
resources may increase the probability to adopt teleworking (Manuela P. Perez at al,,
2005). Teleworking firms are more aware and knowledgeable about teleworking
experiences and issues before adoption (Manuela P. Perez at al., 2005). Those companies
with employee training programmes perceived lower barriers to telework adoption. The
variance of telework barriers better explained by technological factors than by Human
Resource factors (Manuela P. Perez at al., 2002).

Kerry Harman (2003) studied and found that in the development of a manager -
teleworker relationship in a telework setting with the spotlight directly placed on the
teleworker. The teleworker and their manager operate two synchronous work
relationships - the working relationship in the telework setting and the working
relationship in the co-located setting. The dynamics found in the telework relationships
in this study are related to the teleworker and their manager learning how to relate to
each other within these dual work relationships (Kerry Harman, 2003).

Jill L. Swisher (2019) found that employers can now consider whether requiring
face time is as imperative as once thought and can consider instead of effective
leadership and communication strategies when implementing or maintaining sustainable
telework programs.

2.3. Teleworking in the Covid-19 condition

Angel Belzunegui-Eraso and Amaya Erro-Garcés (2020) studied that extant
experience related to the management of the Covid-19 situation in firms across European
and Asian countries indicate that companies from the service sector, and, in particular,
telematics leisure businesses, energy companies, insurance businesses, banking services,
and technology companies are the industries that present higher rates of telework
implementation. Moreover, these researchers identified that this exceptional situation
ends, employees will keep their economic rights. Monitoring this return to the previous
pre-crisis situation will be interesting in terms of observing if these rights are maintained
or if given the exceptionality and if the pandemic results in a chronic situation or
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reappears in the short-term, these rights are reduced. Table 3 describes the economic
rights of the employees.

Table 3.
Telework requirements before and during the Covid-19 crisis.
Collective Agreements Considerations Before the During the
Covid-19 Crisis | Covid-19 Crisis
Voluntary character Yes No
Individual agreement Yes No
Reversibility Yes No
Equality of rights between teleworkers and workers Yes Yes
at the employers’ premises
Work equipment facilitation and installation Yes Software only
Ergonomic elements Yes No
Technical support Yes Yes
Costs of telework If required If required
Health, social security and job security Yes No
Right to union representation Yes Yes
In-company training Yes Yes
Preservation of economic conditions Yes Yes
Modifications in the statute of rights for workers No No

Baert, Stijn at al. (2020) found that employees who are more dependent on others
in their job encounter more negative consequences from extended telework due to the
COVID-19 crisis. In particular, during this period of extended telework, they report more
conflicts with colleagues and family, are more disturbed by roommates, and have a
harder time combining the different means of communication available to them. This
lower satisfaction with extended telework is also the case for respondents used to
receiving a lot of feedback, as well as those used to a lot of interaction outside their
organisation and those who have already experienced high levels of job autonomy.

Pauline E.Onyeukwu at al. (2020) studied that online teaching has a significant
effect on social distancing. Nowadays, there is continuous and ever-increasing demand by
customers for the use of remote activities to curb the spread of COVID-19. This is because
stakeholders are increasingly becoming aware of the benefits of telecommuting in the
educational sector.

OBJECTIVES

This research consists of two main objectives:

-to identify whether the process of telework affects positively or negatively the
organization’s current labour processes;

-to propose multiple recommendations regarding to improve the telework
mechanism for enabling prospective labour concerns in the human resources field of
Uzbekistan.
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METHODOLOGY

4.1. Overview

The research was exploratory in nature and the research method was used to
complete it. The researchers preferred of the survey-quantitative research strategy.
While teleworking, its impact to labour productivity or the effectiveness of the entity,
whether teleworking complicates the management activities or not, its effects to the
socio-emotional environment in the work teams have been investigated in previous
researches by scholars, however, we want to emphasize that the effects of teleworking to
the labour concerns of Uzbekistan were studied the first time. The purpose of this
research is to study the peoples’ attitudes of Uzbekistan about teleworking in the period
of COVID-19. During COVID-19, employees and employers in Uzbekistan stayed at homes
and for this reason, the research survey questionnaire sent to respondents’ profiles via
telegram program.

4.2. Research questions and hypotheses

This research investigates whether there is a significant relationship between
teleworking and employee’ labour productivity, the effectiveness of entity, management
activities, the socio-emotional environment in the work team. The specific research
questions to be investigated in this study are:

-Does teleworking effect positively employee’ labour productivity and the
effectiveness of the entity?

-Does teleworking complicate the management activities and effect negatively the
socio-emotional environment in the work team?

4.3. Research design

The responses of the respondents’ were collected at one time and for this reason,
this research is based on a cross-sectional design. This research is exploratory in nature
and the research method is a survey method.

In view of the above, during the study, the situation of teleworking ant its impact
on organizational performance in some organizations operating in Uzbekistan was
studied on the basis of a survey method. This survey was based on the Likert scale.
According to this method, the answers to 2 questions based on 5 parameters
(dimensions) are formed in the following order: "5" - strongly agree, "4" - agree, "3" - not
sure, "2" - do not agree, "1" completely disagree.

The organization of the research includes the following stages: organizational
(preparatory); the process of organizing the survey; the stage of processing the obtained
results; preparation of conclusions on the basis of results and development of offers and
recommendations on improvement of the activity.

The validity and reliability of the survey options based on the Likert scale are
based on an assessment of its internal stability. IBM SPSS Statistics 22.0 used Cronbach's
alpha coefficient to assess the internal stability of the questionnaire and the reliability of
the internal compatibility.

4.3.1. Dependent variables

The dependent variables for the study are the four the following variables:

-employee’ labor productivity;

-effectiveness of entity;

-management activity;

-socio-emotional environment.
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4.3.2. Independent variable

The independent variable for the study is one variable:

-teleworking.

4.3.3. Population and sampling

The population for this study is defined as all employees and employers who work
at the private and public business entities and organizations in Uzbekistan in the period
of COVID-19. The respondents (n=1200) were identified randomly and the sample size
our research is 1200 employees and employers.

4.3.4. Data collection instrument and data collection.

The research survey was created on the Likert scale wherewith via
Telegramprogram. The survey consisted of two questions and ten items and the survey
was sent to respondents’ social network profiles (Telegram). The population of the
survey was one thousand two hundred (1200).

RESULTS

As a result of the analysis, Cronbach's alpha coefficient is between 0 and 1, and if
its value is a > 0.9, then the internal stability of the results from each survey is
“excellent”, if a > 0.8, “good”, if a = 0.7,“acceptable”, if a > 0.6, it is “suspicious” and
finally, if a > 0.5, it is“unacceptable”. In our study, it was found that this coefficient was
0.85. This means that the statistical reliability of the study is positive. The reliability

statistics are described in Table 1.
Table 1.
Reliability statistics

Cronbach's Alpha Number of items
0.85 4

Table 2 and Table 3 present the answers of the respondents to the questionnaire
were analyzed, their average statistical value and frequency of responses were calculated
and reflected in the results.

Table 2.
Teleworking positively affects employee’ labor
productivity and the effectiveness of entity

Ne Options Frequency Percentage l\/é)eg n
1 Strongly disagree 140 12
2 Disagree 160 13
3 Neutral 150 12 36
4 Agree 390 33 ’
5 Strongly agree 350 30

Total 1200 100

From Table 2, the total which captures several respondents was 1200. This means
that 1200 out of the 1200 sample size validly participated in the questionnaire. Focusing
on the research question herein, 12% and 13% of the valid respondents strongly
disagreed and disagreed respectively that arrangement that teleworking positively
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affects employee’ labour productivity and the effectiveness of the entity. Another 12.0%
of respondents remained neutral and had shown themselves as if they were not sure of
the problem. On the other hand, 33.0% and 30.0% of the respondents agreed and
strongly agreed that arrangement that teleworking positively affects employee’ labour
productivity and the effectiveness of entity in the condition of global pandemic COVID-19.
The result obtained from data analysis indicates that more than half of the respondents
agreed that arrangement that teleworking positively affects employee’ labour
productivity and the effectiveness of the entity. In the same way, the statistical value for
the variables was x = 3.6 as given in Table 2. Here x is close to 4 means in a five-point
Likert scale method of analysis, therefore it is considered as 4. This means that the study
participants agreed that arrangement that teleworking positively affects employee’
labour productivity and the effectiveness of the entity. The results indicated that working
from the home policy has a strong and positive relationship with employee’ labour
productivity and the effectiveness of the entity if it is measured as a result-oriented
rather than activity.

Table 3.
Teleworking complicates the management activities and affects
negatively the socio-emotional environment in the work team

Ne Options Frequency Percentage I\/gegn
1 Strongly disagree 104 9
2 Disagree 159 13
3 Neutral 144 12 3.7
4 Agree 450 36 '
5 Strongly agree 340 28

Total 1200 100

From Table 3, 9% and 13.0% of the validly sampled 1200 respondent strongly
disagreed and disagreed respectively that arrangement that teleworking complicates the
management activities and affects negatively the socio-emotional environment in the
work team. Alternatively, 36% and 28% of the respondents agreed and strongly agreed
respectively that arrangement that teleworking complicates the management activities
and affects negatively the socio-emotional environment in the work team. This shows
that most of the respondents accepted that arrangement that working in telework mode
brings to the problems in micromanagement and negative socio-emotional mood
between employees in the organizations. Then again, the mean of 3.7 was higher than the
cut-off mean for acceptance of 3.00 for a five-point Likert scale; this suggests that the
mean should be accepted. Therefore, since the mean was higher than the cut-off mean,
the study submits that the arrangement that teleworking significantly relates to the
complicatedness of the management and negativity of socio-emotional environment of
the working team.
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TEST OF HYPOTHESES

For making sure for reliability of the key findings of the research, the study
conducted hypotheses test and the results presented below:

6.1 Hypothesis One

The hypotheses presented below stated in both the Alternative and Null forms.

Table 4.
Pearson correlation result for the relationship between arrangement that teleworking
and employee’ labor productivity and the effectiveness of entity

Variables Pearson correlatlon Probability values N
coefficient
Independent Yarlable: 0.95 0.02 1200
Teleworking

Table 4 shows the relationship between the arrangements that teleworking and
employee’ labour productivity and the effectiveness of the entity. Question number 3 in
the questionnaire was used as the dependent variable while question number 1 was used
as the independent variable. The Pearson correlation coefficient for the relationship
between the arrangements that teleworking and employee’ labour productivity and the
effectiveness of the entity was 0.95. This indicates that the relationship between
arrangements that teleworking and employee’ labour productivity and the effectiveness
of the entity was strong and positive. On the other hand, the probability value (p-value)
of 0.02 was less than the 0.05 maximum significance value for significance. This shows
that the relationship between arrangements that teleworking and employee’ labour
productivity and the effectiveness of the entity was positive. Based on these, the research
rejected the null hypothesis, accepted the alternative and concludes that arrangement
that teleworking has a positive relationship with employee’ labour productivity and the
effectiveness of the entity.

6.1 Hypothesis Two

Table 5.
Pearson correlation result for the relationship between arrangement that teleworking
and management activities of entity and socio-emotional environment in the work team

Pearson
Variables correlation Probability values N
coefficient
Independent v.arlable: 0.09 0.20 1200
Teleworking
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Table 5 emphasizes the Pearson correlation result for the arrangement that
teleworking has no positive relationship with the management activities of the entity and
socio-emotional environment in the work team. From Table 5 the study used question
number 4 in the questionnaire as the dependent variable and question number 1 in the
questionnaire as the independent variable. In a specific term, the Pearson correlation
coefficient was 0.09. This indicates a weak relationship and implies that the relationship
between arrangements that teleworking to management activities of an entity and socio-
emotional environment in the work team was weak but positive. In the same way, the
probability value (p-value) of 0.20 was higher than the 0.05 maximum significance value
for significance. This indicates that the relationship was not significant. Therefore, the
study accepts the null hypothesis and concludes that arrangement that teleworking has
no significant relationship with management activities of an entity and socio-emotional
environment in the work team.

DISCUSSION OF FINDINGS

By testing of the first hypothesis, it was known that the arrangement that
teleworking has a positive relationship with employee’ labour productivity and the
effectiveness of entity if it is measured as a result-oriented rather than activity. This
supports the finding of the study carried out by OCED researchers (2020), which
revealed that telework can improve or hamper firm performance, with its overall effect
depending importantly on two main channels: A direct channel affects firm performance
through changing the efficiency, motivation and knowledge creation of the workforce; an
indirect channel is for telework to facilitate cost reductions that free up resources for
productivity-enhancing innovation and reorganization.

The test of the second hypothesis revealed that arrangement that teleworking has
a weak and no significant relationship with the management activities of the entity and
the socio-emotional environment in the work team. This also supports of the findings of
Maria Charalampous, Christine A. Grant, Carlo Tramontano and Evie Michailidis (2019),
which revealed that there are some negative aspects of telecommuting which are
highlighted within this review; such as social and professional isolation and perceived
threats in professional advancement.

LIMITATIONS AND FUTURE RESEARCH

There is a limitation that we investigated only a few variables in the two research
questions about whether teleworking effects or not to the labour relations regarding on
the issues of the organization and employee extent (employee’ labour productivity, the
effectiveness of entity, management activities of the entity, and socio-emotional
environment in the work team). However, this research does not highlight deeply aspects
of the teleworking process and benefits of the organizations and employees. Future
researches may be conducted with the following variables: information and
communication technologies, telework adoption, teleworking skills, advantages of
telework, managing telework, saving costs, decreasing employee turnover, decreasing
staff conflicts, organizational performance, saving work travel time, balancing work and
family issues, flexible work schedules, workplace flexibility, life satisfaction, job
satisfaction, interruption at work, interpersonal relationship and etcetera.
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RECOMMENDATIONS AND CONCLUSION

The study has shown that teleworking has a positive relationship with employee’
labour productivity and the effectiveness of the entity. So, to aim to implementation of
the teleworking broadly extend and understandable, there should be several changes in
the labour legislation of Uzbekistan regarding for legal and true activities of the
executives and personnel staff in the organizations (both, private and public).

The next important finding is teleworking has a weak and no significant
relationship with management activities of an entity and the socio-emotional
environment in the work team. The use of telework as a response to the crisis and for
business continuity depends on the activity of the organization, and it is heterogeneous
among activities. Therefore, this means that there are also other variables capable of
improving the management control and socio-emotional environment among the
working team. In this case, mechanism and a system for the effective implementation of
teleworking in the activities of the organizations should be developed by the relevant
specialists for regulating the relationship between manager-employee and among
employees during Covid-19 and after this phenomenon. We consider that if the following
references are accounted in the mechanism, it will be possible to implement the
teleworking mechanism in a short time period and effectively in the organization's
activities:

- Developing of the list about organizations and entrepreneur subjects that have
access to teleworking process;

- Creating of the instructions in the teleworking mechanism regarding how
managers and employees are involved in the teleworking process and the benefits of
teleworking for managers-employees and organizations (for example, management
control, management activities, interactions between managers and employees in the
teleworking condition, increasing labour productivity, decreasing employee turnover,
decreasing of the absenteeism, collective agreement considerations during teleworking
process, interactions between employees in the teleworking condition, flexible work
schedule, achieving a balance between work and family issues, decreasing conflicts
among employees, increasing sense of life and job satisfaction, absence of overtime work,
decreasing work travel time, health and safety issues, and etcetera;

- Giving them information about tips for both managers and employees under
teleworking condition (for instance, managers should focus results of the activity, not
management activities, how managers can saving costs, establishing training courses
regarding using of information communication technologies and working under
teleworking condition, using different communication tools between organization and
clients, businesses, employees and etcetera);

- Providing soft bank credits to small and medium-sized enterprises for
supporting them in the transition into the teleworking process (for example, buying ICT
devices, connecting internet network, providing adequate equipment and resources, and
etcetera);

- Placing regular research orders by the Ministry of employment and labour
relations of the Republic of Uzbekistan regarding how telework process affects the labour
issues of the country.
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