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ABSTRACT: Technological developments and the Covid-19 pandemic have made organizations rapidly
transform towards digital-based work activities from face-to-face to virtual work. It becomes HRM to create
systems that drive high-performance virtual teams. This study aims to examine the factors that affect team
performance including team personality, training, work culture, e-leadership and compensation in a virtual
work environment that are studied simultaneously. The study was conducted on 350 respondents from a virtual
team of property companies throughout Indonesia who during the pandemic transformed from offline work to
online. The method used is to conduct an online survey and analyzed using Structural Equation Modeling
(SEM). The results showed that the variables of team personality, organizational culture, training, and
compensation has a positive and significant influence on work engagement and virtual team performance. In
addition, the e-leadership variable also plays a role in moderating other independent variables on work
engagement. Team personality and organizational culture have a more significant influence with the presence of
e-leadership, while for training and compensation the effect is reduce on work Engagement. From this research,
it is hoped that it will provide benefits and become a reference in managing virtual teams and creating the
expected engagement and performance.
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I. INTRODUCTION

Technological developments have changed the direction and business strategy in dealing with
changing situations caused by competition, technological advances, and unpredictable things such as the
COVID19 pandemic. The company takes various ways to survive in conditions that are completely uncertain
by transforming towards digital-based work activities to most of the work to reach a wider market across time
and space boundaries. The spread of digital technology is changing the global flow of goods, services, money,
and people[1][2]. The Global labour market turned into an online market with digital service providers that
allow individuals to participate in globalization directly as consumers, workers, students, and
entrepreneurs[3][4]. The Company must change the strategy from having loyal employees to having high-
performing teams and work partners without being tied to the company, but still having high engagement by
building virtual workgroups and developing Omni-channel synergies rather than Omni-channel integration[5].
Remote collaboration with all employees and partners, if not prepared and managed properly, will lead to big
risks such as fraud, projects not being implemented, low-commitment virtual team performance, lack of
openness, and prone to conflict due to limited communication media and background, different cultural and
regional backgrounds[6]. There are several businessthat has challenge adaptive to technological
transformation[7]. This condition is a challenge for HRM to prepare supporting components for the creation of
virtual team performance that supports company goals.

Some of the factors that affect performance include mastery of talent and improvement of team talent,
organizational culture, success indicators, prioritization, communication, innovation, incentives, recognition,
customer service[8].Team personality composition has been associated with several conditions related to
interpersonal interactions creating a harmonious relationship within the group[9]. Optimal team personality
composition as one of the important factors influencing team performance [10]. There is a relationship between
team personality with work engagement and performance[11]. In addition, Organizations develop training as a
powerful tool to shape team attitudes and motivation towards work that increases work engagement in the
process of achieving company goals[12]. Organizations that invest in effective training for human resources to
learning and development that enhances individuals, groups and, organizations [13]. An organization that has a
good organizational culture and influences all teams and co-workers to create virtual team performance
[14][15]Compensation or remuneration is an indispensable component for employees to engage and motivate
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them to focus on work and self-development. [16]. Attractive compensation plays an important role in
improving employee performance [17].

The Integration of virtual teams in organizations, the way organizationoperate and people collaborate
is influenced by virtual leadership[18] [19][20]. VirtualLeadership that uses digital media in carrying out its
role or what is often called e-leadership is expected togive a positive impact on the achievement of business
strategies and create team performance by building the trust of someone who may never see the leader, ethical
issues, cultural issues, trust [21]. Leaders who work in virtual work environments tend to have skills and
personality traits that can help build and maintain strong relationships with co-workers with different
personalities[22][23].

In the previous studies mentioned above, many have examined the variables that affect the
performance of teams working in an organization in one workplace, and not many have investigated how much
these variables impact the performance of the virtual team. Not enough have researched how the influence of
team personality, training, work culture, compensation, and e-leadership on virtual team performance mediated
by work engagement has an effect on virtual teams during the Covid19 pandemic. In previous studies, few
studies were examined at the same time, in one study, the variables impact work performance which is
mediated by the work engagement, and how the influence of e-leadership moderates other variables. The
purpose of this research is to find and analyse the impact of personality, training, organizational culture,
compensation variables on virtual team performance mediated by work engagement and moderated by e-
leadership. It is hoped that this research will provide a comprehensive reference in managing virtual teams in
achieving organizational goals.

Il LITERATURE REVIEW

2.1 Team Personality

Team personality is a variable that refers to the underlying psychological characteristics of team
members, believed impact the processes and personality characteristics of surviving team members and
influence how effectively individual members work together and complete goals[6][24][25][26]. Five
personalities that influence team performance are (1) Openness being sociable, assertive, and talkative. (2)
Extraversion are usually energetic, optimistic, and cheerful, (3) Consciousness are high awareness will lead to
cooperation and willingness of team members to engage. Higher level of team awareness by contributing to
virtual team performance. (4) Agreeableness is a cooperative, and tolerant character, and tends to be more
trustworthy than less agreeable individuals. (5) Neuroticism where a person is in a state of having a negative
reaction to something that happens[27]. The top five personalities that a person has do not change and only
change slightly during a person's life, because these personality traits are mostly emerging adults[28].
2.2 Training

Training is defined as a process of teaching and developing employee skill to do their jobs not only
the responsibility of the organization but also the responsibility of the employee personally[29]. E-Training is
virtual training carried out using internet media where training programs help shape individual behaviour and
knowledge to improve the match between personal abilities and success in an organization in the form of job
and skill development, adoption of smart technology, smart manufacturing, and digitalization[30][31].
Effective training is a developed way in which the organization provides development to enhance new and
existing qualities of employees[32].The use of technology brings significant benefits to companies by reducing
the cost of face-to-face training, as well as by ensuring the availability of educational materials from anywhere
in the world[33][34]. Training is a series of activities carried out by organizations that lead to the acquisition of
knowledge or skills to develop and contribute to the work performance of human resources, organizations, and
the wider community[35][36].
2.3 Organization Culture

Culture is defined as beliefs, values, attitudes, behaviours, and practices that characterize a group of
people using the group concept to describe an organization or group of people such as a country or family,
groups of people who tend to form a particular culture[15]. Organizational culture is a guide to individual
behaviour which is a combination of Participatory Management, Ethics, Job Satisfaction, Learning the
Organization, Job Enrichment, Respect and Acceptance, Public perception, and Pride[37]. Organizational
culture has also been identified as an important driver behind employee retention[38]. Organizational culture is
a complex issue in the workplace which is directly connected to the performance and effectiveness of the
company, if the organizational culture is strong, the company is more effective [14]. Organizational culture in
a digital environment or referred to as e-Culture Organization is defined as a digital culture that contains
norms, behaviour, values and human relationships, expectations with one another, language, symbol systems
in online groups in e-processes that become process artefact’s[39]. Organizational culture can help managers
or investors make strategic decisions regarding resource commitments, as well as provide information about
which stakeholders and partners are most likely to support their values[40][41].
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2.4 Compensation

Compensation or remuneration is an attribute that is needed by employees to be able to engage and
motivate employees to achieve more and focus on work and self-development. This involves both financial
(incentives, salaries, wages, commissions, and bonuses and non-financial (insurance, company-paid tours)
rewards[42]. Compensation consists of a combination of pay-outs, bonuses, other financial gifts as well as
non-financial prizes such as additional vacations and voucher schemes[16][43]. Compensation system is
policy, procedures, structures, and systems that determine the extent to which employees are engage in an
organization. It has been proven before that friendly organizational policies and procedures are essential to
employee engagement and the eventual achievement of business goals[44].

2.5 E-leadership

Leadership is understood as a leader in the sense of the highest leadership as well as part of the
organization which is the main part of determining the policies and operations of the ideal organization having
"charisma," and showing high standards of moral and ethical behaviour and acting as a strong role model for
followers and mediating role of organizational identification and job involvement is positively related to
leadership and employee performance [45]. Traditional leadership that provides value for organizational
success and is competitive in a global perspective[46]. The new leadership paradigm that requires leaders to
achieve this leadership goal in computer mediation, with virtual teams spread across time and space, the main
medium of communication between leaders and followers is computer-supported electronic channels[47]. In
development, digital technology has changed the nature of teamwork into virtual teams in online communities,
crowds, peer production groups, flash teams, human-robot teams, and human artificial intelligence teams so
that they have an influence on leadership [48].

E-Leadership is leadership that has the ability to see the potential of Information Technology in
capacity building to be used properly as a tool for change and as a tool to provide better services to all team
members. This includes strategy execution, technology transformation, competitive alignment, service level
alignment with the fundamental goals of leadership still the same, and continue to discuss issues of vision,
direction, motivation, inspiration, trust[49][49][50]. Some of the exciting new e-leader opportunities are (a) the
ability to directly communicate one-on-one with thousands of employees with different personalities (b) the
ability to use the talent that doesn't have to be limited by distance and time; (c) the opportunity to improve
organizational performance by forming a richer multi-functional team because now one can choose the desired
talent from wherever he is; (d) the ability to target better customer satisfaction by providing 24x7 services
[21]. E-Leadership must be able to identify, attract, and develop potential leaders to support and empower the
team in building a conducive working environment for all stakeholders of the knowledge and technology-
based economy[52][53].

2.6 Work Engagement

Work engagement consists of three important components, namely vigour, dedication and absorption.
Management that encourages involvement usually shows concern for the needs and feelings of employees
(vigour), provides feedback and encourages them to voice their concerns (dedication), develop new skills and
to solve work-related problems (absorption), a meaningful workplace environment that helps employees to
focus on work and interpersonal harmony is considered a key determinant of employee engagement)[54][55].
Work engagement is a term defined as involvement, satisfaction, enthusiasm and individuality with the work
done by all teams, firms with an engaged workforce have the advantage of gaining growth at a faster rate than
firms with an average level of engagement, not seeing any increasing advantage over their competitors in
economic recovery[56]. Work Engagement affects the expression that a person wants in relation to his
professional attitude, connecting work with personal life both psychologically, cognitively, emotionally, and
his personal feelings as a whole, so that work involvement in a company will encourage employee
performance[57].

2.7 Work Performance

Employees who have high performance have five criteria: Team complete work on time, team
members solve problems quickly, quality of works continuously, Achieve mission organization, Critical quality
mistakes[58]. High-performance work systems consider employees to be the main source of
competitiveadvantage that is difficult for others to imitate and that workers are capable of continuous
improvement and will perform at a higher level if they are motivated to do[59]. Performance can be improved
by treating employees with respect as capable, intelligent individuals, this will create employee commitment and
trust in management so that the team is involved.[60].

I, HYPOTHESES AND RESEARCH MODEL
3.1 Impact Team Personality on work engagement
Top five personality of openness, extraversion, agreeableness, and consciousness have an influence on
team work performance. Lower levels of neuroticism, higher levels of extraversion, and openness to experience
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can also affect performance and engagement[61][27] [11]. The results of the study of extraversion,
consciousness, and openness to experience have a significant positive effect on work
engagement[6][62][60][63]. Based on researches above, the proposed hypothesis is:
H1: Team Personality has an effects on work engagement virtual team
3.2 Impact Training on work engagement
Incorporating training into a structured mentoring program can shape an individual's ability to
maximize increase engagement, satisfaction, and value [59][60][61]. There is a strong relationship between
training and engagement because through this training employees feel valued when nominated for training and
understand their significance and importance in the organization to achieve goals [67]. Training can increase
employee commitment and involvement in providing company services such as job and skills development, by
adopting smart technology, smart manufacturing, and digitalization play an important role as a supporting
element towards achieving organizational goals in providing improved service delivery to customers[30].
Training and development, organizational communication, rewards, and recognition support employee
engagement [68]. Based on the researches above, the proposed hypothesis is:
H2: Virtual training effects on work engagement virtual team
3.3 Impact Culture Organization On Employee engagement
Organizational culture is related to the sustainability of the company emphasizing on financial, social,
welfare, and a work environment that creates engagement[40] . Organizational culture and overall excellent
leader performance by focusing on testing the joint mediating effect that can be generated in creating job
engagement and employee trust[69]. Organizational culture has the effect of employee engagement and
maintaining employee loyalty to the company[68]. By focusing on increasing understanding of the right
organizational culture, it can increase employee engagement and employee retention[53][62]. Based on the
researches above, the proposed hypothesis is:
H3: Organizational Culture has effects work engagement of virtual team
3.4 Impact Compensation on work engagement
Compensation is an organization's policies, procedures, structures, and systems that determine the
extent to which employees are engaged in an organization. It has been proven before that friendly organizational
policies and procedures are essential to employee engagement and the eventual achievement of business
goals[17]. Rewards and recognition have an impact on employee engagement[17]. Fairness Compensation has a
positive influence on employee engagement, job involvement, and organizational commitment. [71].
Compensation has a significant and positive effect on employee engagement[72]. Based on the researches
above, the proposed hypothesis is:
H4: Compensation has an effects on work engagement of virtual team
3.5 Impact e-leadership on work engagement
Developments in leadership research have influenced the effectiveness of virtual teams (e.g., virtual
collaboration, shared mental models, trust, virtual conflict, and shared leadership, emphasizing how leader
behaviour relates to these processes and emerging circumstances[18][73]. Effective leadership is a higher order,
multi-dimensional construct consisting of self-awareness, balanced information processing, transparency, and
internalized moral standards that positively influence the role of virtual teams on company performance and
employee engagement [74]. Based on the research above, the proposed hypothesis is:
H5: E - Leadership has an effect on work engagement virtual team
Leadership hasan importance effect in the operating organization then examinehow the leader is
responsible for the team to communicate that employees are trying to play a major role in the overall success of
the business[75]. This component of team leadership is incorporated into the framework as inputs, mediators,
outcomes, emerging inputs proposed to understand the cycle and engagement in organizations[72]. Leadership
is an important function of management that helps maximize efficiency and achieve organizational goal[76].
Excellent leader performance will increase work engagement and employee trust in the organization will have a
joint mediating effect between excellent leader performance and overall employee job satisfaction[77]. The
interaction of leadership and proactive personality affects work engagement, the relationship between
personality and engagement becomes stronger[45][30]. Based on the research above, the proposed hypothesis is:
Hb5a: E - Leadership moderating team personality effects on work engagement virtual team
Leadership positively moderates employees in developing an attractive vision for employees, focuses
on achieving goals, has problem-solving techniques, has goals, and spends time on training and team
development in an effort to increase employee retention[78]. Psychological capital, leadership, work
environment, and motivation simultaneously in training activities have a positive and significant effect on
employee engagement[79]. Based on researches above, the proposed hypothesis is:
H5b: E - Leadership moderating training effects on work engagement virtual team
Organizational culture and excellent leader performance on overall professional job satisfaction by
focusing on examining the joint mediating effects that work engagement and trust can produce[69]. Leadership
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moderates the indirect relationship between team mistakes and employee work engagement through
psychological safety, so that the negative relationship between team mistakes and employee work engagement
will be weaker under higher inclusive leadership[80]. To achieve the best results, cultural development requires
leaders who see it as one of their main tasks and who understand the importance of aligning organizational
strategy and decision-making with cultural ideals[15]. Based on researches above, the proposed hypothesis is:
Hb5c: E - Leadership moderating organizational culture effects on work engagement virtual team
E-Leadership as a moderating variable of the effect of compensation on performance [39]. The function
of compensation or remuneration continues to be of strategic importance to leaders because it is used to attract,
motivate and retain valuable employees and it will serve the organization well to consider both the internal and
external environment[81]. Based on researches above, the proposed hypothesis is:
H5d: E - Leadership moderation compensation has an effect on work involvement of virtual team
3.6 The Impact of Work Engagement on Work Performance
The work engagement of virtual work teams has a positive effect on team performance, when an
employee feels bound to the company, the employee will feel satisfied and be able to commit to the company
and give extra effort for the progress of the company or even recommend a place of work[82][60]. Employee
engagement drives companies' growth to outperform their competitors, a study shows employees can help
companies cope and thrive in times of economic hardship[74]. Based on the research above, the proposed
hypothesis is:
H6: Work involvement affects the Virtual Team's performance

From the proposed hypothesis above, the research framework research model is:

H5

E -Leadership

Personality

—

Engagements

H6

Work
Performance

Organization
Culture

Compensation

Figure 1. Construct of Research Model

IV. METHODS

This research uses a quantitative approach, used to examine the population or sample that has been
determined, questioner using research instruments, data analyse is quantitative, with the aim of referring to
established hypotension.
4.1 Sample and Population

The sampling method uses a purposive sampling method determination of a representative sample
according to[83]is based on indicators 5 to 10, number of samples in this study is 5 independent variables (e-
leadership, team personality, training, work culture, and compensation) and dependent variables work
involvement and performance, then the number of samples is 7 x 5 = 350 samples. Respondents consisting of
employees of property companies such as agents and marketing properties throughout Indonesia with the
following criteria: (1) Male and female employees with a minimum of 1 year of service and has passed the
training period, (2) Marketing, operational, and managerial employees who do 80% of the work in
coordinating, handling customers, and conducting virtual transactions, (3) employees are not differentiated in
position level.
4.2 Measurement

Measurements were carried out using a team personality questionnaire measuring instrument
using[27] there were 5 indicators, training using 6 indicators[32], organizational culture[84] there are 7
indicators and e-leadership using the domain and capabilities framework with 6 indicators[49]. For the
independent variable, work involvement is measured using indicators. Furthermore, these dependent variables
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work engagement[55] use 6 indicator, work performance [58] will be measured with 5 indicator and 10
indicators to determine their effect on employee performance.

Measurement scale with the liker scale method 1 to 5. With the highest score 5 strongly agree, 4
agree, 3 neutral, 2 disagree, 1 strongly disagree. For some negative questionnaire questions, the value will be
converted. The data collected was then analysed using Partial Least Square - Structural Equation Modelling
(PLS -SEM) series SMART PLS 3.30. Structural Equation Modelling (SEM) testing samples and indicators.
SEM is a multivariate statistical technique that combines all aspects of multiple regression and factor analysis
(which displays unmeasured concepts factors with multiple variables) that can be used to estimate a series of
dependent relationships that mutually influence each other[85].

4.3 Analyse Data

The data analyse use of PLS-SEM in this study will be divided into two, evaluation the Outer model
and Inner model tests. Outer model test consists of discriminant validity test, convergent validity by looking at
the loading factor, Average Extract (AVE) value, reliability test with Cornbrash’s alpha value must be more
than 0.6 and composite reliability value more than 0.7. As for the Inner model test by looking at and analysing
the value of R - Square (R?), Q-Square (Q?), and path coefficient (coefficient of path). The parameters of the
feasibility of the prediction model with the R test with a range of 0 to 1, the higher the value of R (f%), the
stronger the effect. While the Q-Square (Q) test in PLS is used to predict the relevance of the constructive
model. On the assessment of Goodness of Fit can be known by looking at the value of Q2. The higher the R-
Square value, the more fit the model[85].

Hypothesis testing is done by looking at the results of the t-test with a 95% confidence level, the T-
value must be greater than the T-table value of 1.96 (T- value >1.976). Hypothesis testing uses the estimated
coefficients and P-value, if the estimated coefficient is positive > 0 then the effect is positive, while the P-value
below 0.05 (P-value< 0.05) indicates a significant effect[83]. If the T- value of the independent variable and
the latent variable T-value > 1.96 then the hypothesis is accepted and the data support the research. Meanwhile,
the moderation test was carried out with the confidence interval test (Bias corrected), Partial least Square Multi
group Analysis, Parametric Test, and Welch-Stterhwait test running with PLS.[85]

V.RESULT AND DISCUSSION

5.1 Descriptive Statistic

The composition of research results 29.71% women, 70.29% men, 7.43% aged less than 30 years,
42.57% aged 30-40 years, and 50.57% > 40 years. 9, 43% < 3 years of service, 38.00% above 3 - 5 years and
52.57% above 5 years. For education level 17.72% SMA, 15, 14% D3, 62, 86% are Strata 2, 2.9% S2, and
2.0% S3. Total respondents with 12% income less than 3 million, 18% income between 3 - 5 million Rupiah,
18.860% income 5 - 10 million Rupiah and 39.71% income above 10 million Rupiah.
5.2 Evaluation Outer Model

The outer model test consists of discriminant validity test, convergent validity by looking at the
loading factor, Average Extract (AVE) value, reliability test with Cornbrash’s alpha value must be more than
0.6 and composite reliability value more than 0.7.
Convergent Validity Test

Outer loading values obtained on the Team Personality variable with 5indicators all indicator variance
value more than 0.7, Training variable with 6 indicator, Organization Culture 7 indicator, Compensation 5
indicator, and e-leadership 8 indicator and all value more than 0.7 the indicators in the study are declared
valid:
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Figure 2: Outer Model

Reliability Test
After the validity test is carried out, a reliability test is carried out by looking at the internal Consistency
Reliability value which measures the latent construct indicator:

Table 1. Reliability Test

. Cronbach Composite Average Variance
Vatells s Alpha i £ Reliability ~ Extracted (AVE)
Personality 0,791 0,948 0,830 0,698
Training 0,914 0,915 0,934 0,702
Organization 0,865 0,883 0,896 0,656

Culture
Compensation 0,825 0,865 0,875 0,684
e- Leadership 0,908 0,910 0,926 0,611
Engagement 0,927 0,930 0,943 0,734
Work Performance 0,859 0,895 0,901 0,649

The result all parameter Conbach’h alpha, Rho A, CompositeReliable and AVE all variable valid and reliable

5.3 Evaluation Inner model

Evaluation of the inner model is carried out to determine whether the model is Good of Fit (GoF) and is
feasible for hypothesis testing. Inner model is a test by evaluating between latent constructs that has been
hypothesized in the study. Bootstrapping is a statistical procedure or technique resampling. Resampling means
that respondents are drawn randomly with replacement, from the original sample many times to obtain
observations[85]. Based on the results above, it can also be seen that all paths have significant at 95% T -
Value > 1.96. The relationship between latent variables this research is :

*Corresponding Author: LeniAswati* www.aijbm.com 16 | Page




Managing Virtual Team: Impact E-leadership, Team Personality, Training, Organization...

5 ENCEE ETva y
s 2 A
208 /Engagement 58542 Performance T
4 ~ DS PRVS
-
s Ve

Figure 3: Inner Model
The results obtained from the Path Coefficients obtained a T- test value more than 1.96 with a probability
value (P - value) of 0.05 or 5%:
Table 2 .R ? T -Values and P- Values

Variable Original 2Sample Sample Mean Star)de}rd T P

(RY) (M) Deviation Statistics ~ Values
Personality -> Engagement 0,047 0,048 0,022 2,131 0,034
Training -> Engagement 0,077 0,075 0,024 3,231 0,001
Organization Culture -> Engagement 0,160 0,162 0,031 5,194 0,000
Compensation -> Engagement 0,102 0,103 0,021 4,818 0,000
e-Leadership -> Engagement 0,714 0,713 0,033 21,458 0,000
Engagement-> Performance 0,256 0,258 0,050 5,111 0,000

Th Coefficient of Determinants (R?) shows that for Personality the value of R? = 0.047 is weak, Training R
0.077 weak, Organization culture R? = 0.16 moderate, Compensation R? = 0.102 weak, E leadership R?
0.714 strong, involvement R? = 0.256 moderate. With a T - statistic value > 1.96, all variables have an
influence and are feasible to test the hypothesis. Q? = 1 — (1 — R1%)(1 — R2%)(1 — R3%)(1 — R4%)(1-R5%)=
0.935

Because the value of Q> 0.9, it can be said that the Inner model is feasible to use and the relationship
between the independent variable and the dependent variable is quite strong.
To find out the suitability of the model by looking for Goodness of Fit (GoF), to validate the structural model
as a whole. GoF index as a single measure to validate between the measurement model and the structural

model with the following calculations: GoF= +AVE x R2= 0.424

According GoF small = 0.1, GoF medium = 0.025, GoF Big = 0.38 the value of GoF = 0.424 is strong
or robust, from testing R?, Q? and GoF From the Smart PLS value of SMRS 0.093 < 1.0 and rms_tetha 0.058
< 1.2 that mean the model is Fit the model formed is strong, so hypothesis testing can be done.

5.4 Hypothesis testing and analysing

Hypothesis testing is based on looking at the T-value with a significance level of 0.05. If the T-value > 1.96

and P-value < 0.05 with a significant level of 0.05, then Hy is rejected and Hypostasis Hi accepted, thus the

research hypothesis is accepted. The result of T - value and P-value is below:

Table 3. Hypothesis Testing

T P

Statistics Values

Personality -> Engagement 2,131 0,034 H1 accepted

Hypothesis Conclusion

*Corresponding Author: LeniAswati* www.aijbm.com 17 | Page




Managing Virtual Team: Impact E-leadership, Team Personality, Training, Organization...

Training -> Engagement 3,231 0,001 H2 accepted
Culture -> Engagement 5,194 0,000 H3 accepted
Compensation -> Engagement 4,818 0,000 H4 accepted
E-leader -> Engagement 21,458 0,000 H5 accepted
Engagement -> Performance 5111 0,000 H6 accepted

Based on the table, the results of hypothesis testing are as follows: the test results on the t-value
between team personality and team involvement obtained a T-value of 2.131 (T-value > 1.96) so it can be
concluded that there is a positive and significant influence between team personality on work engagement. The
results of the test on the T-value between training on job involvement obtained a t-value of 3.231 (T-value >
1.96) so it can be concluded that there is a positive and significant effect between training on job involvement.
The results of the t-value test between work culture and employee involvement obtained a T-value of 5.194 (T-
value > 1.96) so it can be concluded that there is a positive and significant influence between work culture on
engagement. The test results on the t-value between compensation and involvement obtained a t-value of 4.818
(T-value > 1.96) so it can be concluded that there is a positive and significant effect between compensation on
employee engagement. The results of the test on the t-value between e-leadership and work involvement
obtained a t-value of 21.458 (T-value > 1.96), so it can be concluded that e-leadership has no effect on virtual
team work engagement. For e-leadership, it means that hypothesis H5 is accepted. Hypothesis analyse is:
Impact Team Personality on work engagement

The results of the H1 hypothesis testing team personality positive and significant impact on work
engagement effect on work engagement. This is in line to previous research that works together in the virtual
work place that research on team personality has a positive effect of work engagement, and performance. The
results of this study for openness, conscientiousness, extraversion are in line with previous research on other
respondents and for agreeableness and neuroticism are in line with research conducted by [60][34][27][11][6].
Overall team personality has a positive effect on engagement so this is as stated in the study.[78]. Five
personalities impact work engagement and work performance when they work at virtual work.

Impact Training on work Engagement

In the results of research and hypothesis testing H2 Training impact positive and significance on
engagement has a positive and significant effect. So this research strengthens previous research
by[86][64],[67] that training held virtually by relying on social networking tools contributes to making
communication more synchronous and supports the team and organizational development. Training has a
considerable influence on the empowerment of employee engagement to achieve organizational goals. [30][68]
training also has a very positive impact on work engagement in virtual work so that it has a positive impact on
virtual team performance. Training and developing virtual training impact on work engagement
Impact of Organizational Culture on work engagement

In the research and the results of hypothesis H3this study show organizational culture has a positive
and significant impact on work engagement, and has a positive effect on work performance. This result is in
line to the research of[40][69] examines, four elements of work culture, power culture, ethical culture,
learning achievement culture, and supporting culture have a positive influence on the creation of
engagement[87][70] If communication and interaction at virtual workplace, and all members engage with
Organizational culture that impact on work performance.

Impact of Compensation on work engagement

In the research and analysis of hypothesis H4 the effect of compensation on team involvement has a
positive and significant effect on work engagement on achieving organizational goals
[17][88][71][89][42]where the team that works virtually in pandemic conditions is very focused on keeping
their financial condition safe and also guaranteeing their lives, especially during the pandemic. The results of
this study are also in line with previous research which states that compensation that refers to financial forms
has a greater impact on virtual team performance than non-financial compensation such as career paths,
vacation facilities, etc. This is influenced by situations and conditions that make the team focus more on
surviving in economic situations and conditions during the pandemic with incomplete performance and
incomplete compensation.

Impact of E - Leadership on work engagement

In the research and analysis of hypothesis H5, this study shows that e-leadership has positive
significance effect on work engagement of virtual team and has a positive and significant direct effect on work
performance. This can also happen for virtual workgroups whose leaders are effective enough in
communicating and using technology tools. Effective leadership in utilizing technology tools creates overall
communication and interaction with team members as in the research of[73][53], and for leaders who do not
do this, they will have difficulty creating team engagement. E- Leadership has an effect on increasing
engagement as revealed in the research of[18][74][45]
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Impact of work Engagement on Work Performance virtual team

Based on the hypothesis testing H6 the effect of work engagement as a mediating variable on the
creation of work performance has a positive and significant influence, this strengthens the previous research of
[82][74][90][57]This study supports all the initial hypotheses in previous studies where the engagement of
virtual teams has a positive impact on work performance, when an employee feels bound to the company, or
the employee will feel satisfied and be able to commit to the company and give extra effort for the progress of
the company or even recommend a place of work. Employee engagement drives companies' growth to
outperform their competitors, a study shows employees can help companies cope and thrive in times of
economic hardship. Companies can gain a competitive advantage that will keep them going by concentrating
on employee engagement can help companies survive in the bad situation.

5.5 Moderation Test (Impact e - leadership moderating independent variable on work engagement)

A moderation test was conducted to find out how the influence of e-leadership on the four
independent variables had an effect on team involvement, whether it strengthened the influence or weakened
the influence[85]. In estimating the moderating effect of a very complex can running with SEM - PLS:

Figure 4: Inner Model Moderating

The result T-test for moderation e-leadership on personality team, training, organization culture, and
compensation is:
Table 4: Hypothesis Testing Moderating

Sample Standard T P Conclusion
Hypothesis Mean (M) Deviation Statistics Values

e-Leadership Moderating H5a
Personality-> Engagement 0,045 0,044 2,719 0,018 Accepted
e-Leadership Moderating Training 0113 0113 1475 0,141 H5b
-> Engagement not accepted
e—Lead_ers_hlp Moderating Culture 0,190 0,189 7.031 0,029 H5c
Organization -> Engagement accepted
e-Leadership Moderating 0,035 0,033 0,688 0,152 H5d

Compensation> Engagement not accepted

Positive moderating on team personality by T-value 2.779>1.96, e-leadership negative moderating training by
T- value 1.475 < 1.96, e-leadership moderating positively by T-7.031 >1.96 to organization culture, and e-
leadership moderating negative T-value 0.688 <1.96 negative moderating on compensation and training.
Positive moderating on personality and culture organization means that e-leadership strengthens the influence
of team personality and culture organization in creating engagement, while negative moderating e-leadership
on Training and Culture means that e-leadership weakens the influence of training and culture organization on
virtual team engagement. The result analyse moderating test is:
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The results of the research on testing the H5a hypothesis, it was found that the leader's communication
in providing input, as a mediator, increases the positive and significant influence on the involvement of teams
from various personalities in achieving good performance. Leaders help maximize the performance of the four
team personalities that support the work performance of[88][25][45]. E-leadership strengthens the influence of
team personality on virtual team engagement.

The results of the H5b test show that e-leadership has a negative moderating effect on training on
engagement that meaning the presence of e-leadership reduces the effect of training on virtual team
engagement. E-leadership developing a vision that appeals to employees focuses on achieving goals has
problem solving techniques, has goals, and spends time on training and team development in an effort to
increase employee retention in line with the research of[78][79] because It is hoped that team involvement will
not be carried out only because of training but requires a personal leadership approach by e-leadership,
because training is limited, so a leadership role is needed.

The results of the hypothesis test H5c e-leadership positive moderate work culture, meaning that the
presence of e-leadership strengthens organizational culture has a positive and add influence on team
engagement so that organizational culture and leader performance also moderates overall professional job
satisfaction by focusing on testing the joint mediating effect that works engagement and trust can produce is in
line with the research of [69][91]

The results of testing the H5d hypothesis are that e-leadership has a negative moderating effect on
compensation. E-Leadership has a negative moderating effect, meaning that e-leadership redreduces the effect
of compensation on team motivation to engage in virtual [83]. With e-leadership the team is involved the
motivation and role of the leader, because compensation as a system has provided its own motivation for team
performance as revealed in previous research [73]

V1. CONCLUSION

The result of research that five independent variables team personality, training, organizational
culture, compensation, and e-leadership have a positive and significant impact on virtual work engagement and
impact on virtual team performance that is proven all variable must develop to increase work performance of
virtual team, all variable still relevant to manage virtual team. The result of the research e-leadership
moderating the other four independent variables found that e-leadership moderates positively or strengthens
the influence of team personality and organizational culture on engagement, and e-leadership moderates
negatively or weakens the effect of compensation and training on work engagement that’s mean strong e-
leadership can reduce impact of training and compensation and active work participant dos not depend on
training and compensation, when effective e-leader is work can make effective virtual Work. When all
component can work effective then implication improve work engagement and work performance for achieve
goal organization.
6.1. Limitation

This research is still limited to one type of company with 350 respondents and has not been compared
with several companies that also do full work virtually until now. This research is also still limited to
examining the mediating variable of work engagement, has not examined other variables that also have an
influence on the performance of the virtual team. Respondents who are being researched are adapting to virtual
work so that the capabilities and supporting facilities in virtual work are not optimal.

In future research, it can be further developed by grouping respondents according to their field of work so
that it will further sharpen the influence of each variable on team involvement. The effect of e-leadership on
engagement is very significant on engagement and this has a positive influence on leadership development in
the next generation, and this research can be developed more broadly by examining respondents with
millennial age so that they can provide an overview of e-leadership in the future. Future research can also
examine more deeply how e-leadership moderates other variables whether the effect will be the same or
different in the next few years. In further research, it can be investigated more deeply and in detail each
personality has an influence on how much involvement, and also what kind of personality is a challenge for e-
leadership so that the moderating effect of e-leadership can be examined more deeply. In future research, it is
also possible to further examine how the variables of team personality, work culture, training, e-leadership
compensation have an effect on virtual teams specifically for the millennial generation. The variables studied
in this study have very interesting dimensions to examine in more depth so that they will get a complete virtual
team management system
6.2. Theoretical implications

In this study, we examine more deeply how virtual work is very different from non-virtual work,
where performance support instruments change, from how traditional leadership turns into virtual leadership
that must be able to manage human resources and technology simultaneously. How team personality,
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organizational culture, compensation, and training affect virtual team performance, how performance
instruments build virtual work and create engagement without in-person meetings.
6.3. Practical implications

This study are expected to provide views for all stakeholders, especially HR practitioners in managing
virtual teams with several supporting aspects that need to be considered so as to achieve the expected virtual
team performance. This research is also expected to be able to minimize security risks, losses, and comfort in
virtual work by selecting and conducting a team personality assessment so as to know which teams can join
and which teams cannot join virtual work. This study implies that companies give attention to the personality
and how the personality of the team interacts with fellow teams but how the personality of the team affects the
team's ability to manage and use technology to face future challenges. Likewise with organizational culture
where the six dimensions of participant management, ethics, clarity of work, learning organization, and pride
in the organization are very important to be included in the organizational culture so that this will be a
reference for how the organization manages its virtual team. The implications related to training and
compensation as a system that has a significance influence on the engagement and performance of virtual
teams are very important to be continuously upgraded or adapted to existing situations and conditions. So that
the effect of training and compensation is still large on engagement and performance.

This research also implies that although e-leadership has been implemented optimally and has direct
implications for engagement that can strengthen or weaken the supporting factors for virtual team
performance, and this is how companies empower human resources and technology needs to be continuously
improved because in this technological development leadership cannot be separated from the influence of
technology or only traditional leadership abilities in managing teams but must have the ability to manage
technology. In this millennial era, leadership is very attached to the ability of a leader to design strategy,
implementation, and work based on technology.

The wider implication is that responding to the needs of consumers and customers to get fast,
accurate, safe, effective, and efficient service requires the collaboration of human resources and technology
services, and this is a very important task for e-leadership in implementing corporate strategy. So that the
performance of the virtual team can really be maximized without being limited by space and time. All of the
variables studied have implications for the management of teams that work virtually, if all the supporting
factors for engagement and performance are optimized it will make the process of transforming work from
face to face to virtual resulting in team involvement and performance that will support the goals and
sustainability of the company.

REFERENCES

[1]] M.Y.C.Chen, L. W.Lam, and J. N. Y. Zhu, “Should companies invest in human resource development
practices? The role of intellectual capital and organizational performance improvements,” Pers. Rev., vol.
50, no. 2, pp. 460-477, 2021, doi: 10.1108/PR-04-2019-0179.

[2] S. Lund, J. Manyika, and R. Samans, “STRENGTHENING THE GLOBAL TRADE AND
INVESTMENT SYSTEM FOR SUSTAINABLE DEVELOPMENT E How Digital Trade is
Transforming Globalisation,” E15Initiative. Geneva Int. Cent. Trade Sustain. Dev. World Econ. Forum,
no. January, 2016, [Online]. Available: www.ictsd.org.

[8] G. Gereffi, J. Humphrey, and T. Sturgeon, “The governance of global value chains,” Rev. Int. Polit.
Econ., vol. 12, no. 1, pp. 78-104, 2005, doi: 10.1080/09692290500049805.

[4] L. Pupillo, E. Noam, and L. Waverman, “The Internet and Jobs Opportunities and ambiguous trends,”
Ceps, vol. 6, 2018, [Online]. Available: https://www.ceps.eu/system/files/P12018_06_ LP-EN-
LW_InternetAndJobs.pdf.

[5] S.F.W.T.Limand]J.S. Srai, “Wal-Mart > s Omni-channel Synergy,” no. November, 2018.

[6] J. E. Hoch and J. H. Dulebohn, “Team personality composition, emergent leadership and shared
leadership in virtual teams: A theoretical framework,” Hum. Resour. Manag. Rev., vol. 27, no. 4, pp.
678-693, 2017, doi: 10.1016/j.hrmr.2016.12.012.

[71 F. Ullah, S. M. E. Sepasgozar, M. J. Thaheem, and F. Al-turjman, “Environmental Technology &
Innovation Barriers to the digitalisation and innovation of Australian Smart Real Estate : A managerial
perspective on the technology non-adoption,” Environ. Technol. Innov., vol. 22, p. 101527, 2021, doi:
10.1016/j.eti.2021.101527.

[8] T. Breitbarth, S. Schaltegger, and J. Mahon, “The business case for sustainability in retrospect: A
Scandinavian institutionalism perspective on the role of expert conferences in shaping the emerging
‘CSR and corporate sustainability space,”” J. Public Aff., vol. 18, no. 3, pp. 1-16, 2018, doi:
10.1002/pa.1855.

[91 A. Serban and A. J. B. Roberts, “Exploring antecedents and outcomes of shared leadership in a creative

*Corresponding Author: LeniAswati* www.aijbm.com 21 | Page




Managing Virtual Team: Impact E-leadership, Team Personality, Training, Organization...

[10]

[11]

[12]

[13]

[14]

[15]

[16]

[17]

[18]

[19]
[20]
[21]
[22]
[23]

[24]

[25]

[26]

[27]

[28]

[29]

[30]

[31]

context: A mixed-methods approach,” Leadersh. Q., vol. 27, no. 2, pp. 181-199, 2016, doi:
10.1016/j.leaqua.2016.01.009.

R. Ahmad, D. Siemon, and S. Robra-Bissantz, “Creativity Tests versus Cognitive Computing: How
Automated Personality Mining Tools Can Enhance Team Composition,” Proc. 51st Hawaii Int. Conf.
Syst. Sci., vol. 9, pp. 114-123, 2018, doi: 10.24251/hicss.2018.016.

T. C. Hau and K. W. Bing, “Relationship Between Big Five Personality Traits and Work Engagement
Among Private University Academic Staff,” Psycology Couns., vol. 3, no. 15, pp. 79-85, 2018.

D. A. Siddiqui and N. Sahar, “The Impact of Training & Development and Communication on Employee
Engagement- — A Study of Banking Sector,” Bus. Manag. Strateg., vol. 10, no. 1, p. 23, 2019, doi:
10.5296/bms.v10i1.14592.

A. Kornelakis, “Why are your reward strategies not working? The role of shareholder value, country
context, and employee voice,” Bus. Horiz., vol. 61, no. 1, pp. 107-113, 2018, doi:
10.1016/j.bushor.2017.09.010.

I. Lapina, I. Kairisa, and D. Aramina, “Role of Organizational Culture in the Quality Management of
University,” Procedia - Soc. Behav. Sci., wvol. 213, pp. 770-774, 2015, doi:
10.1016/j.sbspro.2015.11.472.

D. D. Warrick, “What leaders need to know about organizational culture,” Bus. Horiz., vol. 60, no. 3, pp.
395-404, 2017, doi: 10.1016/j.bushor.2017.01.011.

T. Siddigi and S. Tangem, “Impact Of Work Environment, Compensation, And Motivation On The
Performance Of Employees In The Insurance Companies Of Bangladesh,” South East Asia J. Contemp.
Business, Econ. Law, vol. 15, no. 5, pp. 153-162, 2018.

G. L. Seran, D. Subiyanto, and 1. S. Kurniawan, “Effect of Organizational Commitment, Compensation
and Job Satisfaction on Employee Performance Through Organizational Citizenship Behavior In Bank
BPD DIY Employees Senopati Branch Office,” Bina Bangsa Int. J. Bus. Manag., vol. 1, no. 1, pp. 39—
50, 2021, doi: 10.46306/bbijbm.v1il.4.

T. Kohntopp and J. McCann, “Leadership in Virtual Organizations: Influence on Workplace
Engagement,” Palgrave Handb. Work. Well-Being, pp. 1-26, 2020, doi: 10.1007/978-3-030-02470-3_12-
2.

R. By and C. Kampmeier, “q,” vol. 13, no. 1, pp. 1-3, 2002.

N. Graziano, W.G and Eisenberg, “Agreableness : A Dimension of Personality. In R.Hogan, J.Jhonson,
& S.Briggs (Eds).,” Handb. Personal. Psychol. San Diego Acad. Press, pp. 795-824, 1997.

P. DasGupta, “Literature review: e-Leadership,” Emerg. Leadersh. Journeys, vol. 4, no. 1, pp. 1-36,
2011.

D. Petkova, “Virtual teams and the case of emergent leadership: an exploratory study,” no. August, 2019,
[Online]. Available: http://essay.utwente.nl/79171/.

G. A. Singh, “Changing Demands of Leadership in New Economy — Critical Competencies for e-
Leadership,” 2004.

Y. Pulijala, M. Ma, M. Pears, D. Peebles, and A. Ayoub, “An innovative virtual reality training tool for
orthognathic surgery,” Int. J. Oral Maxillofac. Surg., vol. 47, no. 9, pp. 1199-1205, 2018, doi:
10.1016/j.ijom.2018.01.005.

J. Martin, K. Cormican, S. C. B. Sampaio, and Q. Wu, “Shared leadership and team performance: An
analysis of moderating factors,” Procedia Comput. Sci., vol. 138, pp. 671-679, 2018, doi:
10.1016/j.procs.2018.10.089.

J. H. Dulebohn and J. E. Hoch, “Virtual teams in organizations,” Hum. Resour. Manag. Rev., vol. 27, no.
4, pp. 569-574, 2017, doi: 10.1016/j.hrmr.2016.12.004.

A. Matamala et al., “Relationship between personality and work engagement: The role of individual
traits and international experience,” SA J. Ind. Psychol., vol. VIII, no. 1, pp. 41-56, 2017, [Online].
Available:https://doi.org/10.1016/j.paid.2019.05.053%0Ahttp://search.ebscohost.com/login.aspx?direct=t
rue&db=bth&AN=95543506&site=ehost-live.

J. A. Antoncic, B. Antoncic, D. K. Grum, and M. Ruzzier, “The big five personality of the sme manager
and their company’s performance,” J. Dev. Entrep., vol. 23, no. 4, pp. 1-23, 2018, doi:
10.1142/S1084946718500218.

J. Shen and C. Tang, “How does training improve customer service quality? The roles of transfer of
training and job satisfaction,” Eur. Manag. J., vol. 36, no. 6, pp. 708-716, 2018, doi:
10.1016/j.emj.2018.02.002.

P. Maresova et al., “Consequences of industry 4.0 in business and economics,” Economies, vol. 6, no. 3,
pp. 1-14, 2018, doi: 10.3390/economies6030046.

J. H. Hardy, E. A. Day, and W. Arthur, “Exploration-exploitation tradeoffs and information-knowledge
gaps in self-regulated learning: Implications for learner-controlled training and development,” Hum.

*Corresponding Author: LeniAswati* www.aijbm.com 22 | Page




Managing Virtual Team: Impact E-leadership, Team Personality, Training, Organization...

[32]

[33]

[34]

[35]

[36]

[37]

[38]

[39]

[40]

[41]

[42]

[43]

[44]

[45]

[46]

[47]

[48]

[49]

[50]

[51]

[52]

Resour. Manag. Rev., vol. 29, no. 2, pp. 196-217, 2019, doi: 10.1016/j.hrmr.2018.07.004.

W. Arthur, W. Bennett, P. S. Edens, and S. T. Bell, “Effectiveness of training in organizations: A meta-
analysis of design and evaluation features,” J. Appl. Psychol., vol. 88, no. 2, pp. 234-245, 2003, doi:
10.1037/0021-9010.88.2.234.

C. Anton and A. Shikov, “The method of personalized corporate e-learning based on personal traits of
employees,” Procedia Comput. Sci., vol. 136, pp. 511-521, 2018, doi: 10.1016/j.procs.2018.08.253.

A. Luse, J. C. McElroy, A. M. Townsend, and S. Demarie, “Personality and cognitive style as predictors
of preference for working in virtual teams,” Comput. Human Behav., vol. 29, no. 4, pp. 1825-1832,
2013, doi: 10.1016/j.chb.2013.02.007.

K. Diamond et al., “Randomized controlled trial of a healthy brain ageing cognitive training program:
effects on memory, mood, and sleep,” J. Alzheimers. Dis., vol. 44, no. 4, pp. 1181-1191, 2015, doi:
10.3233/JAD-142061.

C. Jaworski, S. Ravichandran, A. C. Karpinski, and S. Singh, “The effects of training satisfaction,
employee benefits, and incentives on part-time employees’ commitment,” Int. J. Hosp. Manag., vol. 74,
no. October 2017, pp. 1-12, 2018, doi: 10.1016/j.ijhm.2018.02.011.

X. Mei, B. Iannacchione, M. K. Stohr, C. Hemmens, M. Hudson, and P. A. Collins, “Confirmatory
analysis of an organizational culture instrument for corrections,” Prison J., vol. 97, no. 2, pp. 247-269,
2017, doi: 10.1177/0032885517692831.

D. H. Aranki, T. S. Suifan, and R. J. Sweis, “The Relationship between Organizational Culture and
Organizational Commitment,” Mod. Appl. Sci.,, wvol. 13, no. 4, p. 137, 2019, doi:
10.5539/mas.v13n4pl37.

J. E. Hoch and S. W. J. Kozlowski, “Leading virtual teams: Hierarchical leadership, structural supports,
and shared team leadership,” J. Appl. Psychol.,, vol. 99, no. 3, pp. 390-403, 2014, doi:
10.1037/a0030264.

B. Dyck, K. Walker, and A. Caza, “Antecedents of sustainable organizing: A look at the relationship
between organizational culture and the triple bottom line,” J. Clean. Prod., vol. 231, pp. 1235-1247,
2019, doi: 10.1016/j.jclepro.2019.05.287.

A. A. Eniola, G. K. Olorunleke, O. O. Akintimehin, J. D. Ojeka, and B. Oyetunji, “The impact of
organizational culture on total quality management in SMEs in Nigeria,” Heliyon, vol. 5, no. 8, p.
e02293, 2019, doi: 10.1016/j.heliyon.2019.e02293.

R. Garingging and A. B. Saluy, “Influence of Leadership, Organizational Culture, and Millennial
Employee Performance Compensation (Case Study in PT. XYZ Company),” Irejournals.Com, vol. 4, no.
1, pp. 75-89, 2020, [Online]. Available: https://www.irejournals.com/formatedpaper/1702425.pdf.

J. R. Deckop, K. Merriman, and G. Shurti, “The effects of CEO pay structure on corporate social
performance,” J. Manage., vol. 32, no. 3, pp. 329-342, 2006, doi: 10.1177/0149206305280113.

M. Bagqir, M. Campus, S. Hussain, R. Waseem, and K. M. A. Islam, “Impact of Reward and Recognition,
Supervisor Support on Employee Engagement,” Am. Int. J. Bus. Manag. Stud., vol. 2, no. 3, pp. 8-21,
2020, doi: 10.46545/aijbms.v2i3.256.

I. Buil, E. Martinez, and J. Matute, “Transformational leadership and employee performance: The role of
identification, engagement and proactive personality,” Int. J. Hosp. Manag., vol. 77, no. June 2018, pp.
64-75, 2019, doi: 10.1016/j.ijhm.2018.06.014.

J. Mccann, U. College, and T. Kohntopp, “V irtu a I Leadership in Organizations : Potential Competitive
Advantage ?,” vol. 84, 2017.

L. Coyne, J. K. Takemoto, B. L. Parmentier, T. Merritt, and R. A. Sharpton, “Exploring virtual reality as
a platform for distance team-based learning,” Curr. Pharm. Teach. Learn., vol. 10, no. 10, pp. 1384—
1390, 2018, doi: 10.1016/j.cptl.2018.07.005.

L. Larson, Version of Record: https://www.sciencedirect.com/science/article/pii/S104898431830835X.
2019.

W. Li, K. Liu, M. Belitski, A. Ghobadian, and N. O’Regan, “e-Leadership through strategic alignment:
An empirical study of small- and medium-sized enterprises in the digital age,” J. Inf. Technol., vol. 31,
no. 2, pp. 185-206, 2016, doi: 10.1057/jit.2016.10.

S. Krumm, J. Kanthak, K. Hartmann, and G. Hertel, “What does it take to be a virtual team player? The
knowledge, skills, abilities, and other characteristics required in virtual teams,” Hum. Perform., vol. 29,
no. 2, pp. 123-142, 2016, doi: 10.1080/08959285.2016.1154061.

A. R. Gilal, J. Jaafar, M. Omar, S. Basri, and A. Waqas, “A rule-based model for software development
team composition: Team leader role with personality types and gender classification,” Inf. Softw.
Technol., vol. 74, pp. 105-113, 2016, doi: 10.1016/j.infsof.2016.02.007.

Y. P. Chua and Y. P. Chua, “How are e-leadership practices in implementing a school virtual learning
environment enhanced? A grounded model study,” Comput. Educ., vol. 109, pp. 109-121, 2017, doi:

*Corresponding Author: LeniAswati* www.aijbm.com 23 | Page




Managing Virtual Team: Impact E-leadership, Team Personality, Training, Organization...

[53]

[54]

[55]

[56]

[57]

[58]

[59]

[60]

[61]

[62]

[63]

[64]

[65]

[66]

[67]
[68]

[69]

[70]
[71]

[72]

[73]

[74]

10.1016/j.compedu.2017.02.012.

T. Torre and D. Sarti, “The ‘Way’ Toward E-leadership: Some Evidence From the Field,” Front.
Psychol., vol. 11, no. November, pp. 1-14, 2020, doi: 10.3389/fpsyg.2020.554253.

S. D. Schaefer, R. Terlutter, and S. Diehl, “Is my company really doing good? Factors influencing
employees’ evaluation of the authenticity of their company’s corporate social responsibility
engagement,” J. Bus. Res., vol. 101, no. March, pp. 128-143, 2019, doi: 10.1016/j.jbusres.2019.03.030.
T. Phan, S. G. McNeil, and B. R. Robin, “Students’ patterns of engagement and course performance in a
Massive Open Online Course,” Comput. Educ., vol. 95 pp. 36-44, 2016, doi:
10.1016/j.compedu.2015.11.015.

D. N. Fidyah and T. Setiawati, “Influence of Organizational Culture and Employee Engagement on
Employee Performance: Job Satisfaction as Intervening Variable,” Rev. Integr. Bus. Econ. Res. Vol. 9,
Issue 4, vol. 9, no. 4, pp. 64-82, 2019, [Online]. Auvailable:
file:///C:/Users/PC59/Downloads/Influence_of Organizational_Cu.pdf.

R. Anindita and A. Emilia Seda, “How employee engagement mediates the influence of individual
factors toward organizational commitment,” Probl. Perspect. Manag., vol. 16, no. 1, pp. 276-283, 2018,
doi: 10.21511/ppm.16(1).2018.27.

J. Kour, J. El-Den, and N. Sriratanaviriyakul, “The role of positive psychology in improving employees’
performance and organizational productivity: An experimental study,” Procedia Comput. Sci., vol. 161,
pp. 226-232, 2019, doi: 10.1016/j.procs.2019.11.118.

H. Ellermann, P. Kreutter, and W. Messner, The Palgrave handbook of managing continuous business
transformation. 2016.

Y. Huang, Z. Ma, and Y. Meng, ‘“High-performance work systems and employee engagement: empirical
evidence from China,” Asia Pacific J. Hum. Resour., vol. 56, no. 3, pp. 341-359, 2018, doi:
10.1111/1744-7941.12140.

P. Piepiora, “Assessment of Personality Traits Influencing the Performance of Men in Team Sports in
Terms of the Big Five,” Front. Psychol., vol. 12, pp. 1-13, 2021, doi: 10.3389/fpsyg.2021.679724.

L. Tisu, D. Lupsa, D. Virga, and A. Rusu, “Personality characteristics, job performance and mental
health the mediating role of work engagement,” Pers. Individ. Dif., vol. 153, no. October 2019, p.
109644, 2020, doi: 10.1016/j.paid.2019.109644.

M. A. G. Peeters, C. G. Rutte, H. F. J. M. Van Tuijl, and I. M. M. J. Reymen, “The big five personality
traits and individual satisfaction with the team,” Small Gr. Res., vol. 37, no. 2, pp. 187-211, 2006, doi:
10.1177/1046496405285458.

V. Stray, N. B. Moe, and M. Noroozi, “Slack Me if You Can! Using Enterprise Social Networking Tools
in Virtual Agile Teams,” Proc. - 2019 ACM/IEEE 14th Int. Conf. Glob. Softw. Eng. ICGSE 2019, pp.
111-121, 2019, doi: 10.1109/ICGSE.2019.00031.

T. S. Behrend and L. F. Thompson, “Similarity effects in online training: Effects with computerized
trainer agents,” Comput. Human Behav., vol. 27, no. 3, pp. 1201-1206, 2011, doi:
10.1016/j.chb.2010.12.016.

G. George, J. Howard-Grenville, A. Joshi, and L. Tihanyi, “Understanding and tackling societal grand
challenges through management research,” Acad. Manag. J., vol. 59, no. 6, pp. 1880-1895, 2016, doi:
10.5465/am;j.2016.4007.

J. Paauwe and C. Boon, Strategic HRM. 2018.

M. Al Shehri, P. McLaughlin, A. Al-Ashaab, and R. Hamad, “The Impact of Organizational Culture on
Employee Engagement in Saudi Banks,” J. Hum. Resour. Manag. Res., vol. 2017, no. January 2018, pp.
1-23, 2017, doi: 10.5171/2017.761672.

J. Meng and B. K. Berger, “The impact of organizational culture and leadership performance on PR
professionals’ job satisfaction: Testing the joint mediating effects of engagement and trust,” Public Relat.
Rev., vol. 45, no. 1, pp. 64-75, 2019, doi: 10.1016/j.pubrev.2018.11.002.

S. Soni, “Impact of Organizational Culture on Employee Engagement and Effectiveness in Indian
Manufacturing Company,” J. Manag. IT, vol. 10, no. 2, pp. 42-52, 2015.

J. Mansyah and R. Rojuaniah, “The Effect of Servant Leadership and Compensation on Turnover
Intention Through Organizational Commitment,” J. Multidiscip. Acad., vol. 4, no. 6, pp. 439-446, 2021.
S. B. Park, “Multinationals and sustainable development: Does internationalization develop corporate
sustainability of emerging market multinationals?,” Bus. Strateg. Environ., vol. 27, no. 8, pp. 1514-1524,
2018, doi: 10.1002/bse.2209.

C. Liao, “Leadership in virtual teams: A multilevel perspective,” Hum. Resour. Manag. Rev., vol. 27, no.
4, pp. 648-659, 2017, doi: 10.1016/j.hrmr.2016.12.010.

M. Carasco-Saul, W. Kim, and T. Kim, “Leadership and Employee Engagement: Proposing Research
Agendas Through a Review of Literature,” Hum. Resour. Dev. Rev., vol. 14, no. 1, pp. 38-63, 2015, doi:

*Corresponding Author: LeniAswati* www.aijbm.com 24 | Page




Managing Virtual Team: Impact E-leadership, Team Personality, Training, Organization...

[75]

[76]
[77]

[78]

[79]

[80]

[81]

[82]

[83]

[84]

[85]

[86]

[87]

[88]

[89]

[90]

[91]

10.1177/1534484314560406.
J. Hanaysha, “Testing the Effects of Employee Empowerment, Teamwork, and Employee Training on
Employee Productivity in Higher Education Sector Drivers of Purchase Decision and Customer
Retention in Retail Industry View project Testing the Effects of Employee Empowermen,” Int. J. Learn.
Dev., vol. 6, no. 1, pp. 164-178, 2015, doi: 10.5296/ijld.v6i1.9200.
M. Van Wart, A. Roman, X. H. Wang, and C. Liu, “Integrating ICT adoption issues into (e-)leadership
theory,” Telemat. Informatics, vol. 34, no. 5, pp. 527-537, 2017, doi: 10.1016/j.tele.2016.11.003.
K. V. A. Johnson, “Gut microbiome composition and diversity are related to human personality traits,”
Hum. Microbiome J., vol. 15, no. December 2019, p. 100069, 2020, doi: 10.1016/j.humic.2019.100069.
H. Tian, S. Igbal, S. Akhtar, S. A. Qalati, F. Anwar, and M. A. S. Khan, “The Impact of
Transformational Leadership on Employee Retention: Mediation and Moderation Through
Organizational Citizenship Behavior and Communication,” Front. Psychol., vol. 11, no. March, pp. 1-
11, 2020, doi: 10.3389/fpsyg.2020.00314.
M. Lynn Pulley and V. L. Sessa, “E-leadership: Tackling complex challenges,” Ind. Commer. Train., vol.
33, no. 6, pp. 225-230, 2001, doi: 10.1108/00197850110405379.
J. Du, E. Ma, and X. Lin, “When diversity leads to divided teams: A multi-level moderated mediation
model of team faultlines and employee engagement,” Int. J. Hosp. Manag., vol. 94, no. June, p. 102818,
2021, doi: 10.1016/j.ijhm.2020.102818.
B. Masaga, R. Arasa, and S. Nzioki, “The Moderating Effect of Strategic Leadership on the Relationship
between Executive Compensation and Performance of Commercial Banks in Kenya,” Int. J. Bus.
Manag., vol. 7, no. 9, pp. 127-140, 2019, doi: 10.24940/theijbm/2019/v7/i9/bm1909-027.
S. Cheema and F. Javed, “The effects of corporate social responsibility toward green human resource
management: The mediating role of sustainable environment,” Cogent Bus. Manag., vol. 4, no. 1, 2017,
doi: 10.1080/23311975.2017.1310012.
J. F. Hair Jr., M. L. D. da S. Gabriel, and V. K. Patel, “Modelagem de Equag¢des Estruturais Baseada em
Covariancia (CB-SEM) com o AMOS: OrientacGes sobre a sua aplicagdo como uma Ferramenta de
Pesquisa de Marketing,” Rev. Bras. Mark.,, vol. 13, no. 2, pp. 44-55, 2014, doi:
10.5585/remark.v13i2.2718.
D. E. Guest, “Human resource management and employee well-being: towards a new analytic
framework,” Hum. Resour. Manag. J., vol. 27, no. 1, pp. 22-38, 2017, doi: 10.1111/1748-8583.12139.
H. Latan and N. A. Ramli, “The Results of Partial Least Squares-Structural Equation Modelling Analyses
(PLS-SEM),” SSRN Electron. J., pp. 1-35, 2014, doi: 10.2139/ssrn.2364191.
E. E. Makarius and B. Z. Larson, “Changing the perspective of virtual work: Building virtual intelligence
at the individual level,” Acad. Manag. Perspect., vol. 31, no. 2, pp. 159-178, 2017, doi:
10.5465/amp.2014.0120.

E. T. Evangeline and V. P. Gopal Ragavan, “Organisational culture and motivation as instigators for

employee engagement,” Indian J. Sci. Technol., vol. 9, no. 2, 2016, doi: 10.17485/ijst/2016/v9i2/86340.
S. D. Johnson, C. Suriya, S. W. Yoon, J. V. Berrett, and J. La Fleur, “Team development and group
processes of virtual learning teams,” Comput. Educ., vol. 39, no. 4, pp. 379-393, 2002, doi:
10.1016/S0360-1315(02)00074-X.
H. Maisoni, Y. Yasri, and A. Abror, “Effect of Organizational Culture, Leadership and Compensation on
Employee Engagement in Coca-cola Amatil Indonesia Central Sumatra,” vol. 64, pp. 837-845, 2019,
doi: 10.2991/piceeba2-18.2019.73.
N. Santhanam and S. Srinivas, “Modeling the impact of employee engagement and happiness on burnout
and turnover intention among blue-collar workers at a manufacturing company,” Benchmarking, vol. 27,
no. 2, pp. 499-516, 2019, doi: 10.1108/B1J-01-2019-0007.
S. Joshi et al., “Implementing Virtual Reality technology for safety training in the precast/ prestressed
concrete industry,” Appl. Ergon., vol. 90, no. June 2020, p. 103286, 2021, doi:
10.1016/j.apergo.2020.103286.

*Corresponding Author: LeniAswati'

'Department of Human Resources Management, Faculty of Economy and Business, EsaUnggul University,
Jakarta, Indonesi

*Corresponding Author: LeniAswati* www.aijbm.com 25 | Page




