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Abstract

This study aims to analyze the effect of the efficiency of the implementation of Standard Operating Procedures (SOP) and work motivation on
the remote working system at PT Ghania Creative Indonesia, with work training as an intervening variable. The quantitative method with an
associative approach was used in this study using a sample of 66 employees of PT Ghania Creative Indonesia. The research data were collected
using a questionnaire method that had been tested for validity and reliability. The use of the PLS-SEM analysis method in this study provided
research results that the implementation of Standard Operating Procedures (SOP) and work motivation had a positive effect on the remote
working system at PT Ghania Creative Indonesia (R2 = 0.615), both directly and through work training as an intervening variable. Work
training has been shown to strengthen the relationship between SOP and work motivation on the remote working system, with test results
showing strong predictive relevance (Q2 = 0.512) and a significant effect between variables. These findings emphasize the importance of

integrating SOP, work motivation, and training in creating a productive and efficient remote working system.
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Introduction

Changes in the current era have had a significant
impact on various fields of life, especially on people's
work. Changes and developments not only occur in
society in the field of technology, but also in the
business world and companies (Dalimunthe et al.,
2022; Darmilisani, Istigamah, et al., 2024; Nur et al.,
2024). In addition to changes and developments in
the field of technology, there are also changes in the
development and management of human resources
(HR) in companies. This is not only happening around
the world, but has also occurred specifically in
Indonesia.

Advances and changes in HR management
strategies allow companies to compete at the global
level, so HR becomes a major source of competitive
advantage that cannot be copied by competitors or
other companies (Ritonga et al.,, 2021; Ritonga &
Siregar, 2023). This is what makes HR management a
vital thing in every company (Anwar et al.,, 2022;
Wahyuningsih et al., 2022). Based on the existing
explanation, the concept of good HR management is
an aspect that must be owned by every company
today.
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Changes in HR management strategies in
Indonesia have begun to change since the
completion of the Covid-19 pandemic. This change in
HR management strategy occurred in the company's
work system which developed into work from home
and work from anywhere or in other words, the work
system is a remote working system (Kurdy et al.,
2023; Sharifi & Lee, 2024; Wells et al., 2023). Remote
working is a work system where employees are not
required to be present in person at their office. Each
employee can do their work from anywhere,
including for their work attendance (Jain et al., 2024;
A. M. A. Putra et al., 2023). The development of this
work system provides a major dynamic change to the
HR management strategy of companies in the world,
especially in Indonesia (Darmilisani, Wulandari, et
al., 2024; Nur et al., 2024; Prayetno & Darmilisani,
2024).

Remote working system is a working system
where an employee or even a group of employees
will not do their work face-to-face in their company
office, where the employee will do their work with a
remote working system and utilise the technology
that is currently developing (Khoirunnisa & Jubaidi,
2024; McPhail et al., 2023; Nabilah & Susilawati,
2024; Novianti, 2024; Saputra & Hadi, 2024). Since
the occurrence and completion of the Covid-19
pandemic, especially in Indonesia, the remote
working system has become a common work system
used by companies at work. The remote working
system is also divided into several types, namely
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work from home, work from anywhere, work from
cafe, hybrid working, and teleworking (McPhail et al.,
2023).

Globally, remote working systems have many
positive impacts on companies, such as reducing the
value of company expenses, increasing the efficiency
of employee work time, limited access to finding
employees who can only be obtained by looking at
the domicile indicators of prospective employees, to
the expenditure figures required when using work
from office work systems (O'Hare et al.,, 2024;
Simova & Zychova, 2023). However, on the other
hand, this remote working system still has some
common problems found by some companies, such
as changes in the work management system that
must be adjusted to the work system, updating the
criteria and indicators in finding suitable new
employees, and also the difficulty of company
management in controlling the new work
environment (Alam et al., 2023; Dzandu et al., 2023;
Novianti, 2024). Problems with the remote working
system not only occur in companies that exist
globally but also occur in companies in Indonesia
(Lane & Aplin-Houtz, 2023; Prasad & Satyaprasad,
2023).

There are several important indicators or
variables that can affect this remote working system,
namely company rules regulated in the company's
standard operating  procedures, employee
motivation, to the provision of work training to
company employees which are concluded to
increase the employee work value index in the
remote working system (Khoirunnisa & Jubaidi,
2024; Novianti, 2024; Ritawaty et al., 2024). Based
on the literature study on some of these previous
studies, making the variables of implementing
company SOPs, increasing employee work
motivation to developing employee work training as
important variables that must be discussed and
analysed more deeply for the influence and direction
of the relationship.

Standard operating procedures (SOP) is a
collection of general and specific rules and
instructions in carrying out work in the existing work
field in a company where it must be obeyed by every
employee of the company, including the work field
leader and company leadership (Darmilisani et al.,
2024; Indriyani, 2022; Iran et al., 2023; Maharani et
al., 2023; Widjanarko et al., 2023). SOPs that are well
adhered to by employees will also have a positive
impact on several other things in the focus of human
resource management strategies in a company. SOPs
can also be used as a strategy in maximising
productivity and employee performance
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development indices, especially in remote working
systems (Melyng et al., 2024).

The implementation of SOPs in a company is
important and greatly affects the work system in the
company (Darmilisani, 2021; Darmilisani & Sitohang,
2023). The implementation and determination of
SOPs in Indonesia itself already has regulations
governing it, namely in the Decree of the Minister of
Manpower of the Republic of Indonesia Number 149
of 2020. The ministerial decree explains that to
ensure the management and development of worker
competencies in accordance with their fields and to
carry out the ultimate goals of the company or
organisation  effectivelyy, a competent HR
management is needed in their fields. The
establishment of the Indonesian National Work
Competency Standards (SKKNI) in the field of HR
management is a reference or strategic reference in
the development of HR management of existing
companies or organisations. SKKNI will be a
reference in determining the company's SOP in the
future (Republik Indonesia, 2020). At present, each
company has different SOPs according to the field
and conditions of their company. The application of
the SOP in the facts in the field will have a positive
effect on the discipline and performance of company
employees. SOPs can also increase the company's
compliance or discipline of the K3 (Occupational
Health and Safety) system.

On the other hand, remote working systems can
also be influenced by several other indicators such as
work motivation and work training (Alami et al.,
2022; A. Putra & Aprianti, 2020; Sulistyaningsih,
2021). Some of these studies explain that the remote
working system can also be influenced by the
condition of employee work motivation and also
how employee work training in a company. Work
motivation is a force that will arise from within and
outside a person where it will generate enthusiasm
for work and perseverance to achieve a goal as
desired, especially in a company employee
(Khaeruman et al., 2021; Tsuraya & Fernos, 2023).
This work motivation is an important thing that
needs to be considered both by the employees
themselves and by the company leaders where this
will affect the remote working system of employees
in the company.

Work training, which is another indicator that
can affect the remote working system, is a work
environment that can build and train company
human resources towards the globalisation era
which contains a series of action processes carried
out deliberately to provide assistance to the
workforce carried out by a professional with the
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main objective of increasing the work ability of
employees in a company (Nurul Ichsan & Nasution,
2021a; Risnawati & Retnoningsih, 2020; Rivaldo et
al., 2021). Work training itself can affect the remote
working system in a company where if work training
is provided effectively, well, and correctly, it will
have a positive impact on the remote working
system in the company. Work training can also be
integrated with good employee motivation, where if
an employee has good work motivation, he will be
able to carry out his work properly and efficiently.

Based on some of the explanations above, it can
be seen that the implementation of SOPs, then the
condition of work motivation integrated with the
existence of work training according to the
employee's work field can be an efficient HR
management strategy, especially when there is a
remote working system in the current digitalisation
era. The HR management strategy must be
continuously improved and balanced as long as the
business process of a company is still running.

A digital agency company in Medan, PT Ghania
Creative Indonesia, is one of the companies engaged
in digital startups and focuses on providing digital
promotion services to MSMEs and other companies.
At this time PT Ghania Creative Indonesia has 66
employees. According to the exposure of the CEO of
PT Ghania Creative Indonesia to researchers,
explaining that, currently the condition of their HR
management in the implementation of remote
working systems on all employees of PT Ghania
Creative Indonesia is experiencing work dynamics
that can affect the performance / value of their
company. Some of the factors that become the main
triggers in these dynamics are the renewal of the
company's SOP which implements a remote working
system in the digital era and the low motivation of
employees, especially in the current difficult
economic times. Apart from these two things, PT
Ghania Creative Indonesia has provided several
solutions to suppress the dynamics or changes in
their work system, namely by providing additional
work training to each employee according to their
field of work. By utilising the remote working system
in the company today, there are still some obstacles
and problems that exist at PT Ghania Creative
Indonesia.

In terms of strengthening the problems that
exist at PT Ghania Creative Indonesia, the researcher
proposed a pre-survey of research conducted on 28
October - 02 November 2024 using a questionnaire
distribution system through the Google Form online
platform. This pre-survey was conducted on 33
employees of PT Ghania Creative Indonesia from a
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total of 66 employees. This pre-survey provides
results that PT Ghania Creative Indonesia has
implemented a remote working system for more
than 3 months, with 75.8% of employees stating that
this system makes their work easier. However, more
than 50% of employees feel unfamiliar with the
system and think it has not met their expectations.
Company SOPs are considered important by 87.9%
of employees to support remote working, but more
than half of employees find SOPs difficult to
understand and implement. Work motivation is also
a challenge, with 87.9% of employees feeling a lack
of motivation from leadership. In addition, work
training provided by the company is still
predominantly conducted offline, is considered less
efficient to support remote working systems, and
has not been fully supported by the company.

Literature Review

1. Standard Operating Procedure (SOP)

Standard Operating Procedures (SOP) according
to (lran et al.,, 2023) is a guideline document
containing standard operating procedures in a
company or organisation that is used to ensure that
every movement or work step of employees or even
a work decision has been effective, consistent,
standard, and systematic. This shows that the SOP is
also a basis for movement or initial guidelines for
every employee in the company to be able to carry
out their duties or work according to their field as
well.

SOPs are also a strategy to maximise
productivity, provided by an organisation to assist
their employees in minimising errors. On the other
hand, SOP is also a strategy to achieve optimal
collaborative results in carrying out work,
supervisory functions, and making modifications in
an effort to achieve optimal organisational goals
(Ardiana et al., 2020)

2. Indicator of SOP

SOP indicators are also explained in research
(Maharani et al., 2023) which explains several SOP
criteria as follows:

1) Steps;

2) Flowchart;

3) Easy to understand;

4) Clear and direct;

5) Effective, and

6) Latest.

Based on some of the explanations above, in
this study the indicators of standard operating
procedures that researchers will use and in
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accordance with the object of research are indicators
of standard operating procedures based on research
(Maharani et al., 2023).

3. Work Motivation

According to research (Tsuraya & Fernos, 2023)
work motivation is an aspect that inspires a person
to act, in this sense, motivation is often interpreted
as an aspect of an activist's attitude. Because of the
psychological processes inherent in a person, every
employee's actions have aspects that force various
interrelated activities, needs, and goals of a person.

According to research (Firmansah & Pujianto,
2023) states that work motivation is a condition that
motivates or causes a person or employee in an
organisation to act consciously with the aim of
improving and developing employee performance.

4. Indicator of Work Motivation

According to research (Tsuraya & Fernos, 2023),
several indicators of employee work motivation are
as follows:

1) Performance;

2) Responsibility;

3) Reward;

4) Challenge;

5) Development;

6) Involvement, and

7) Opportunity.

5. Work Training

Work training is a vehicle for building human
resources towards a challenging era of globalisation,
to acquire and improve skills outside the prevailing
education system in a relatively short time with
methods that prioritise practice over theory
(Suwara, 2022). Work Training is also the most
important part of ongoing efforts to improve
employee competence and company performance,
where it is a process that is carried out systematically
(Risnawati & Retnoningsih, 2020).

This is in line with research (Fitriliana et al.,
2022; Lestari & Afifah, 2020; Novie et al., 2022)
which explains and answers that work training
affects employee achievement, performance, and
also the work system, especially in remote working
systems.

6. Indicator of Work Training

The indicators of this work training according to
(Reza & Nasution, 2021) are as follows:

1) Instructor,

2) Participants,

3) Material,
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4) Method,

5) Objectives, and

6) Objectives.

The above is in line with several other studies
(Parashakti & Noviyanti, 2021; Ruhiyat et al., 2022; I.
P. Setiawan et al.,, 2020) which describes work
training indicators, especially in remote working
systems. On the other hand, there are several other
training indicators according to research (Saragih,
2020; Suwara, 2022) which explain important
indicators in work training, namely:

1) Ability,

2) Knowledge,

3) Training Process, and

4) Obijectives.

7. Remote Working System

Remote working is a work system where
company employees will work outside the company
office physically using the help of communication
tools, namely technologies that can be accessed
through their PC, smartphone or tablet devices
(Saifullah, 2023). This remote working system has
been adopted by several companies both globally
and locally, especially since the Covid-19 pandemic
where every state government requires its people to
stay at home during the pandemic.

The remote working system can also be said to
be a work system where company employees will do
their work not in the company office, but work from
any place the employee wants such as home or other
public places by utilising existing technological
resources (Adisa et al., 2021; Prasad & Satyaprasad,
2023).

8. Indicator of Remote Working System

The indicators that «can affect the
implementation of remote working systems
according to several previous studies (Az'Zahra et al.,
2024, Saifullah, 2023) are:

1) Communication,

2) Work Schedule,

3) Performance Assessment Standards,

4) Work Environment Conditions,

5) Flexibility of Working Time, and

6) Company Support.

Method

1. Research Approach

This research uses quantitative methods with an
associative approach. Associative research s
research conducted to determine the relationship
between two or more variables. The results of this
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study will be used to build a theory that can serve to
explain, predict, and control a symptom. Associative
research is research that has the aim of knowing
some speculation about whether there is a
relationship between two or more variables in a
relevant manner (Sugiyono, 2022).

2. Population and Sample

The research population is the total number of
things or objects of research without being limited in
any criteria, form, and form (Sugiyono, 2022). In this
research conducted at PT Ghania Creative Indonesia,
there are 66 employees who are divided into several
work division fields.

The research sample is part of the research
population taken using sampling techniques. In this
study, the technique used was total sampling.
According to (Sugiyono, 2022), total sampling is a
sampling technique that involves the entire research
population as a research sample. Based on employee
data that has been presented in the previous
chapter, it can be concluded that the research
sample in this study amounted to 66 employees of
PT Ghania Creative Indonesia. The use of the total
sampling method is due to the number of
populations less than 100 people. This aims to make
the research data have good quality and have high
credibility as well.

3. Type of Data
a. Data Quality Testing

The data collection method in this study
involves the use of a questionnaire that will be
structured based on the theories that have been
introduced previously and also using some
previous research questionnaires that are in line
with this study. The researcher utilised the
Google Form platform as a tool to collect data
which was administered to employees through
the company's HR department with the
permission of the company's CEO. The following
are the details of the questionnaire and the
source of the questionnaire used:

1. The remote working system variable uses
a questionnaire used in research (Saifullah,
2023) which has been tested for validity and
reliability.

2. The Standard Operating Procedure (SOP)
variable uses a questionnaire used in research
(Melyng et al., 2024) which has been tested for
validity and reliability.

3. The work motivation variable will use the
guestionnaire used in the study (Melyng et al.,
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2024) which has been tested for validity and
reliability.

4. The work training variable will use the
guestionnaire used in the study (Suwara, 2022)
which has been tested for validity and
reliability.

b. PLS-SEM Testing

PLS or partial least squares statistical
analysis technique is a technique that reduces
predictors to a set of uncorrelated components
and performs least squares regression on these
components, not on the original data (Asari et
al., 2023). SEM or structural equation modelling
is a statistical analysis technique which
combines path analysis and factor analysis
techniques (Asari et al., 2023).

Discriminant Validity Test (HTMT Test)

The HTMT or heterotrait-monotrait ratio test
method is a test method used to test the
discriminant validity value in an SEM-based research
model, where this discriminant validity will show the
extent to which a variable construct in the model is
different from other variable constructs (Asari et al.,
2023). The determination indicator in this HTMT
testing method is that if the HTMT calculation value
<0.9 then all variable constructs are declared valid
and if the variable construct loading value> cross
loading, it is stated that the model has met the
discriminant validity requirements (Hair Jr. et al.,
2023)

Q*Test (Q Square)

Q2 testing is a statistical testing method that
aims to measure the predictive ability or predictive
relevance of an independent variable model on the
dependent variable (Hair Jr. et al., 2023). In this Q2
test, it is measured using the Q2 number assessment
category which can be seen in the SmartPLS
software. This test assessment indicator consists of
several assessment criteria based on the book (Hair
Jr. etal., 2023), namely as follows:

1) Q2> 0 = The model has strong predictive

relevance

2) Q2 = 0 = The model has no predictive
relevance

3) Q2 < 0 = Model is invalid (results cannot be
used)

Q2 testing will be carried out using blindfolding
techniques in SmartPLS software.
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Coefficient of Determination Test (R?)

The R? test basically measures how far the
model's ability to explain the dependent variable.
The coefficient of determination is between 0 and 1.
A value close to one means that the independent
variables provide almost all the information needed
to predict the dependent variables (Hair Jr. et al.,
2023). The assessment categories in the R2 test are
as follows:

1) 0.25 = Weak

2) 0.50 = Moderate

3) 0.75 = Strong

The number in the assessment category above
can be seen in the coefficient value of the research
path model.

Effectiveness Size Test (F?)

The F2 test is a testing method in PLS-SEM
which aims to test and see how much influence the
independent variable (free) has on the dependent
variable (bound) in a research model (Hair Ir. et al.,
2023). In the F2 testing method, there are several
categories of assessment of the interpretation of the
F2 calculation according to the book (Hair Jr. et al.,
2023), namely as follows:

1) 0.02 = Small Effect

2) 0.15 = Medium Effect

3) 0.35 = Large Effect

Results and Discussion

1. Respondent Characteristics

In this study, the characteristics of respondents
used are gender, latest education, age, and work
division.

Tabel 1. Respondents Based on Gender

Gender Frequency Percentage
Man 38 57,6%

Woman 28 42,6%
Total 66 100%

Based on the results of descriptive statistical
testing in the table above the results of this research
guestionnaire, it can be seen that the participating
employees of PT Ghania Creative Indonesia are 66
people with details, namely 38 male employees and
28 female employees. This shows that the
employees of PT Ghania Creative Indonesia are
dominated by employees of the male gender.

Tabel 2. Respondents Based on Last Education

Last Education Frequency Percentage
SMA 0 0%
D3 0 0%
D4 0 0%
S1 51 77,3%
S2 15 22,7%
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S3 0 0%
Total 66 100%

Based on the results of descriptive statistical
testing in the table above the results of this research
guestionnaire, it can be seen that the participating
employees of PT Ghania Creative Indonesia are 66
people with details, namely 51 employees with the
last education S1 and 15 employees with the last
education S2. This shows that the employees of PT
Ghania Creative Indonesia are dominated by
employees with their latest education level, namely
S1 which reaches 77.3%.

Tabel 3. Respondents Based on Age

Age Frequency Percentage
18 - 25 Tahun 27 40,9%
26 - 30 Tahun 36 54,5%
31 - 40 Tahun 3 4,5%
Di atas 40 Tahun 0 0%
Total 66 100%

Based on the results of descriptive statistical
testing in the table above the results of this research
guestionnaire, it can be seen that the participating
employees of PT Ghania Creative Indonesia are 66
people with details, namely 27 employees aged 18-
25 years, 36 employees aged 26-30 years, and 3
employees aged 31-40 years. This shows that the
employees of PT Ghania Creative Indonesia are
dominated by employees with their age of 26-30
years which reaches 54.5% where this figure includes
the age range of mature work.

Tabel 4. Respondents Based on Work Division

Work Division Frequency Percentage
CMO 1 1,5%
Staf Marketing 16 24,2%
CTO 1 1,5%
Head of Developer 1 1,5%
Staf Developer IT 7 10,6%
CFO 1 1,5%
Staf Finance 10 15,2%
(6{6]0) 1 1,5%
Staf Manajemen 15 22.7%
Umum
Staf IT Support 12 18,2%
Human Resource 1 1,5%
Development
Total 66 100%

Based on the results of descriptive statistical
testing in the table above the results of this research
guestionnaire, PT Ghania Creative has a total of 66
employees spread across various positions. The most
dominant positions are Marketing Staff (24.2%),
General Management Staff (22.7%), and IT Support
Staff (18.2%). Other positions such as Finance Staff
(15.2%) and IT Developer Staff (10.6%) also
contribute significantly, while executive positions
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such as CMO, CTO, CFO, COO, and HRD are only filled
by 1 person each (1.5%). This data shows a diverse
distribution of roles with the majority of employees
being in operational positions.

2. PLS-SEM Analysis

Gambar 1. Pathway Model

Based on Figure 1 above, it can be seen that this
test already has a path model or pathways where this
model will be used as a reference model for testing
in SmartPLS 4 software. With this research path
model, based on testing there is a PLS-SEM method,
providing the following path coefficient values:

Tabel 5. Path Coefficients

X1 X2 Y Z
X1 - - 0,350 0,202
X2 - - 0,274 0,229
Y _ _ _ .
Z - - 0,596

Furthermore, the existing path coefficient value
will be used to see the level of influence between
existing research variables which will also be used to
answer the hypothesis in this study.

HTMT Discriminant Validity Testing

Discriminant validity testing using the HTMT
method in SmartPLS software by looking at the
existing HTMT matrix score will show whether a
variable construct is declared valid and accepted or
not. The results of testing discriminant validity using
the HTMT method are as follows:

Tabel 6. HTMT Test Results

X1 X2 Y Z
X1 - -
X2 0,679
Y 0,420 0,443
Z 0,366 0,406 0,786

Based on table 6 of the results of testing
discriminant validity using the HTMT method above,
it can be seen that for the construct value of each
variable, the HTMT calculation value is < 0.9, which
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indicates that all the variable constructs in this study
are declared valid and have met the requirements
for discriminant validity of the study.

Q% (Q-square) Testing

Q? testing is carried out on SmartPLS software
using the blindfolding method where the calculation
and test results will already be listed in the final
results/output of SmartPLS 4 software. The following
are the results of Q? testing that has been carried out
in this study, namely:

Tabel 7. Q?Test Results 15t Model

SSO SSE Q2
X1 550.000 550.000 -
X2 480.000 480.000 -
Z 600.000 387.502 0.646

Based on Q? testing in equation 1 which tests
the predictive ability of the relationship model
between the SOP variable (X1) on Work Training (2)
and also between Work Motivation (X;) on Work
Training (2), it can be seen that in table 7 the test
provides results where the Q2 value has a value of
0.646 where this result > 0 which indicates that the
equation 1 model has a strong predictive relevance
in accordance with the assessment criteria in the
theory used in this study. This means that any
changes in the Z variable can be predicted by the X;
and X, variables.

Tabel 8. Q2 Test Results 2" Model

SSO SSE Q?
X1 500.000 500.000 -
X2 300.000 300.000 -
Z 400.000 77.480 0.806
Y 600.000 292.647 0.512

Based on Q? testing in 2" equation model
which tests the predictive ability of the relationship
model between the SOP variable (X;) on Remote
Working (Y) through Work Training (Z) and also
between Work Motivation (X;) on Remote Working
(Y) through Work Training (2), it can be seen that in
table 8 the test provides results where the Q2 value
has a value of 0.512 where this result > 0 which
indicates that the 2"¢ equation model has a strong
predictive relevance in accordance with the
assessment criteria in the theory used in this study.
This means that any changes in the Y variable can be
predicted by the X1, Xz, and Z variables.

Coefficient of Determination R? (R-square) Testing
Testing the coefficient of determination R?

carried out on SmartPLS software using the PLS-SEM

test method which aims to see how far the model's
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ability to describe the dependent variable in this
study. The results of R? testing in this study are as
follows:

Tabel 9. R2 Test Results

R-square R-square adjusted
Y 0,615 0,596
Z 0,068 0,038

Based on the R? test that has been carried out,
it can be seen from the results in table 9 which shows
that the R? value for the model with the remote
working variable as the dependent variable has a
value of 0.615 which means that the model has an
ability of 0.615 or 61.5% in describing the research
dependent variable, namely remote working. This is
when viewed using the R? test assessment criteria,
the existing model is included in the strong category
in describing the dependent variable, namely remote
working. On the other hand, if the work training
variable acts as the dependent variable, the model is
only able to provide a value of 0.068 or 6.8% in
describing the dependent variable, namely work
training where this figure is included in the weak
category.

Effectiveness Size F? (F-square) Testing

Testing the effectiveness measure F? was
carried out using the PLS-SEM method by looking at
the value in the f-square output matrix generated in
the SmartPLS 4 software. The results of the F test in
this study are as follows:

Tabel 10. F2 Test Results

X1 X2 Y Z
X1 - - 0,283 0,040
X2 - - 0,171 0,052
Y _ _ _ _
z - - 0,860

Based on table 10, it can be seen that this study
has an F? value on model X; to Y of 0.283, model X
toY of 0.171, model X; to Z of 0.040, model X, to Z of
0.052, and model Z to Y of 0.860. Based on several
existing models, it can be concluded that the
strongest model or in the category of having a large
effect is the Z to Y model with an F? value of 0.860,
which means that the work training variable has the
greatest influence on the remote working variable.

Disscussion

1. Effect of Standard Operating Procedures (SOP)
on Remote Working System
This study's first hypothesis, positing a direct
positive effect of SOP implementation on the remote
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working system at PT Ghania Creative Indonesia, is
supported by path coefficient test results (0.350) and
direct influence testing (47% positive influence).
While the company regularly updates its SOP to align
with the remote working system, the research,
conducted on 66 employees, emphasizes the need
for improved direction and socialization of existing
rules. The results underscore the significant and
positive impact of the company's SOP on its remote
working system, highlighting the importance of
effective communication and implementation of
standard operating procedures in a remote work
environment.

2. Effect of Work Motivation on Remote Working

System

The study's second hypothesis, which suggests
that employee work motivation has a direct positive
effect on the remote working system at PT Ghania
Creative Indonesia, is supported by test results
showing a path coefficient value of 0.274 and a 41%
positive influence. While employees generally
exhibit good work motivation, the shift to a remote
working system has impacted this motivation. Based
on research involving 66 employees, the results
highlight that employee work motivation
significantly and positively influences the remote
working system, emphasizing the need for the
company to address and support employee
motivation in adapting to remote work.

3. Effect of Standard Operating Procedures (SOP)

on Work Training

The study's third hypothesis, stating that SOP
implementation has a direct positive effect on work
training at PT Ghania Creative Indonesia, is
supported by test results showing a path coefficient
value of 0.202 and a 20% positive influence.
Although the company provides work training,
frequent updates to its SOPs, aligned with evolving
work methods, necessitate adjustments in training
to match employees' roles and the updated SOPs.
The results confirm that a well-structured and
relevant SOP significantly enhances the efficiency
and effectiveness of work training, ensuring it is
tailored to employees' specific work fields.

4. Effect of Work Motivation on Work Training
The study's fourth hypothesis, asserting that
employee work motivation has a direct positive
effect on work training at PT Ghania Creative
Indonesia, is supported by test results showing a
path coefficient value of 0.229 and a 29% positive
influence. While employees already receive work

UKlInstitute



training, high work motivation significantly enhances
the effectiveness of such training, particularly in a
remote working system. Motivated employees make
it easier for the company to implement work training
tailored to their specific roles, resulting in greater
positive impacts, especially when the training
focuses on advancing skills in their respective fields.

5. Effect of Work Training on Remote Working

System

The study's fifth hypothesis, which states that
work training has a direct positive effect on the
remote working system at PT Ghania Creative
Indonesia, is supported by test results showing a
path coefficient value of 0.596 and a 59% positive
influence. While the company provides additional
work training for employees, challenges remain as
the training does not always align with employees'
work fields or interests. This highlights the need for
leaders to ensure work training is relevant and
tailored, as the findings demonstrate that well-
implemented training has a strong positive impact
on the effectiveness of the company's remote
working system.

6. Effect of Standard Operating Procedures (SOP)
and Work Motivation on Remote Working
System
The study's sixth hypothesis, which posits that

SOP implementation and employee work motivation
have a direct positive effect on the remote working
system at PT Ghania Creative Indonesia, is supported
by an R-square (R2) value of 0.615, indicating that
these variables collectively explain 61% of the
variance in the remote working system. These results
illustrate the importance of collaboration among all
stakeholders in implementing efficient SOPs and
fostering high work motivation to achieve an
effective and flexible remote working system that
leverages technological advancements.

7. Effect of Standard Operating Procedures (SOP)
on Remote Working System with Work
Training as The Intervening Varable
The study's seventh hypothesis, suggesting that

SOP implementation has an indirect positive effect

on the remote working system for employees of PT

Ghania Creative Indonesia, with work training as an

intervening variable, is supported by a Q? test value

of 0.512, indicating strong predictive relevance.

Furthermore, testing the indirect effect reveals a

12% positive influence of SOPs on the remote

working system through work training. This positive

relationship implies that well-structured and
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implemented SOPs, combined with relevant work
training, enhance efficiency and improve the quality
of the company's remote working system.

8. Effect of Work Motivation on Remote Working
System with Work Training as The Intervening
Varable
The study's eighth hypothesis, proposing a

positive indirect effect of employee work motivation
on the remote working system at PT Ghania Creative
Indonesia, with work training as an intervening
variable, is supported by a Q? test value of 0.512,
indicating strong predictive relevance, and an
indirect effect value of 0.137 or 13%. This suggests
that positive work motivation positively influences
the remote working system, particularly when
enhanced by providing work training tailored to
employees' respective fields. A motivated workforce
enables the company to leverage additional work
training, leading to a more efficient and high-
performing remote working system, ultimately
achieving the company's objectives.

Conclusions and Recommendations

This research on PT Ghania Creative Indonesia's
remote working system reveals several key findings.
Firstly, the implementation of Standard Operating
Procedures (SOP) and employee work motivation
both have a direct, positive, and partial effect on the
remote working system, contributing 47% and 41%
respectively. Additionally, SOP implementation and
employee work motivation positively influence the
provision of work training, accounting for 20% and
29% respectively. Furthermore, work training itself
has a direct positive impact on the remote working
system, with a substantial effect of 59%.

The study also demonstrates that SOP
implementation and employee work motivation,
when considered together, have a significant
positive effect on the remote working system,
explaining 61% of the variance. Moreover, work
training acts as a mediating variable. SOP
implementation has a positive indirect effect on the
remote working system through work training (12%),
and similarly, employee work motivation has a
positive indirect effect on the remote working
system through work training (13%). These results
underscore the importance of SOPs, employee
motivation, and work training in optimizing remote
work effectiveness.
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Based on these conclusions, the study offers
several suggestions. PT Ghania Creative Indonesia
should focus on ensuring the company's SOP is well-
structured, clearly communicated, and understood
by employees. It’s also crucial to closely monitor and
support employee’s work motivation, particularly in
the context of remote working system. Employees
are encouraged to maintain high work enthusiasm
and actively seek opportunities for additional work
training to enhance their performance. Finally,
future research should consider incorporating
additional variables, expanding sample sizes, and
exploring alternative testing methods, especially
when using mediating variables with PLS-SEM.

References

Adisa, A. T., Ogbonnaya, C., & Adekoya, D. O. (2021).
Remote Working And Employee Engagement:
A Qualitative Study Of British Workers During
The Pandemic. Journal Of Information
Technology And Peopla.

Ajusta, A. A. G.,, & Addin, S. (2018). Analisis
Penerapan Standar Operasional Prosedur
(Sop) Di Departemen Hrd Pt Sumber Maniko
Utama. Jurnal Mitra Manajemen, 2(3), 181-
189.

Alam, M., Mahalle, S., & Suwarto, D. H. (2023).
Mental Distress Among Indonesian Academic
Mothers During Enforced Remote Working.
Journal Of Further And Higher Education,
47(7), 941-953.

Alami, P. C., Maryam, S., & Sulistiyowati, L. H. (2022).
Pengaruh Motivasi Kerja Dan Lingkungan Kerja
Terhadap Disiplin Kerja Karyawan. Jurnal
Manajemen, 14(1), 46-55.

Anderson, Sarah, J., Yamamoto, K., Rodriguez, &
Maria. (2024). Understanding The Role Of
Work Motivation In Professional Development
Program Success. International Journal Of
Training And Development.

Anwar, Y., Ritonga, H. M., & Siahaan, D. S. Y. (2022).
The Influence Of Ability, Work Discipline, And
Work Motivation On Employee Performance
(Study On Honorary Employees At The
Department Of Transportation Of The City Of
Binjai). Konfrontasi: Jurnal Kultural, Ekonomi
Dan Perubahan Sosial, 9(3), 483-495.

Ardiana, I. D. K. R., Andjarwati, T., & Wulandari, A. D.
(2020). Analysis Of The Implementation Of
Standard Operating Procedure, Organizational

Journal of Research in Social Science And Humanities 5(2), June 2025

Citizenship Behaviour And Work Competency
Towards  Productivity And  Employees
Performance Of Surabaya Merchant Marine
Polytechnic. Jmm17 Jurnal llmu Ekonomi Dan
Manajemen, 07(02), 28-36.

Ardiansyah, R., & Boiziardi. (2021). Penerapan
Standar Operasional Prosedur Pt Pelni Selaku
Operator Kapal Penumpang Di Pelabuhan
Teluk Bayur. Jurnal Normative, 9(1), 39-53.

Asari, A., Zulkarnaini, Hartatik, Anam, A. C., Suparto,
& Litamahuputty, J. V. (2023). Pengantar
Statistika. Pt Mafy Media Literasi Indonesia.

Az’zahra, N. Di., Anggodod, S. M., & Salvina, Z.
(2024). Analisis Dampak Fleksibilitas Work
From Anywhere (Wfa) Terhadap Kinerja Asn.
Jurnal Ekonomi, Manajemen Dan Akuntansi, 2,
427-436.

Chen, Wei., Martinez, Elena, R., Thompson, & James,
K. (2023). The Dynamics Of Work Motivation In
Remote Settings: A Longitudinal Analysis Of
Employee Engagement And Performance.
Journal Of Organizational Behavior.

Dalimunthe, R. F., Sitohang, A. M. D., Aisyah,

Darmilisani, & Sibarani, M. L. (2022).
Strengthening Umkm Human Resources
Towards Internationalization. East Asian

Journal Of Multidisciplinary Research, 1(5),
789-800.

Darmilisani. (2021). Pengaruh Locus Of Control
Internal Dan Locus Of Control Eksternal
Terhadap Kepuasan Kerja Pada Kantor Direksi
Pt Socfin Indonesia Medan. Jurnal Manajemen
Tools, 13(1), 1-14.

Darmilisani, D., Wulandari, D. Y., & Tamba, Y. P.
(2024). Improving Community Performance
Through Salary, Work Environment, And
Workforce Training In Sunggal District, Deli
Serdang. Proceeding Of The International
Conference On Business And Economics, 2(1),
1-12.

Darmilisani, Istigamah, N. K., & Hasibuan, R. F.
(2024a). Analisis Disiplin Kerja, Aksebilitas Dan
Produktivitas Terhadap Kinerja Guru Di Sman 4
Medan. Jurnal Bina Bangsa Ekonomika (Jbbe),
17(1), 585-599.

Darmilisani, Istigamah, N. K., & Hasibuan, R. F.
(2024b). Efforts To Improve Teachers

UKlInstitute



Teaching Performance At Sman 4 Medan. The
International Conference On Education, Social,
Sciences And Technology, 3(1), 20-28.

Darmilisani, & Sitohang, A. M. D. (2023). Build
Character Culture Professional As Key Hr
Success Towards Generation Powerful Gold
Tough  And  Superior Competitiveness.
International Journal Of Business And Applied
Economics, 2(3), 437-446.

Davidson, Emily, R., Martinez, & Carlos, J. (2023). The
Impact Of Standardized Procedures On
Training Effectiveness: A  Multi-Industry
Analysis. Journal Of Applied Psychology.

Davidson, R., Miller, P., & Fernandez, A., (2024). The
Impact Of Gamified Training On Remote Work
Motivation: A Multi-Industry Analysis. Digital
Workplace Quarterly.

Dzandu, M. D., Hatsu, S., & De Cesare, S. (2023).
Remote Working And Task Innovativeness —An
Integrated Resource Based View And
Antecedent-Behaviour-Consequence
Perspective. Information Systems Frontiers,
0123456789.

Feb Unmas Denpasar, P. S. M. (2020). Manajemen
Sumber Daya Manusia (A. W. S. Gama & N. P.
Y. Astiti (Eds.); 01 Ed.). Cv. Noah Aletheia.

Firmansah, R. W., & Pujianto, W. E. (2023). Dampak
Motivasi Kerja, Disiplin Kerja, Kepemimpinan
Terhadap Kinerja Karyawan Di Pt Cahaya Surya
Ekspress. Junal Akuntansi, Ekonomi Dan
Manajemen Bisnis, 3(1), 72-79.

Fitriliana, Mauliza, P., Hanum, F., & Juwita. (2022).
Pengaruh Pendidikan Dan Pelatihan Kerja
Terhadap Kinerja Pegawai Pada Dinas Pemuda
Dan Olahraga Aceh. Jurnal Ekonomi Dan Bisnis,
11(3), 477-483.

Ha, N. T. V., & Thi Hien, N. (2024). Remote Working
Intention Of Gen Z In Vietnam. International
Journal  Of  Scientific  Research  And
Management (ljsrm), 12(05), 1835—-1844.

Hair Jr., J. F., Hult, G. T. M., Ringle, C. M., Sarstedt,
M., Danks, N. P., & Ray, S. (2023). Review Of
Partial Least Squares Structural Equation
Modeling (Pls-Sem) Using R: A Workbook (Vol.
30, Issue 1). Springer.

Journal of Research in Social Science And Humanities 5(2), June 2025

R. B. (2022). Pengaruh Motivasi Kerja,
Lingkungan  Kerja, @ Kompensasi  Dalam
Meningkatkan Etos Kerja Karyawan [Sekolah
Tinggi llmu Ekonomi Indonesia]. Indriyani, F.
(2022). Peningkatan Kedisiplinan Operator
Dalam Penerapan Standar Operasional
Prosedur (Sop) Pada Pt Puri Kencana Rizqi
Mulia. Universitas Islam Indonesia.

Hans,

Gunawan, & Bake, J. (2023). Analysis Of
Implementation Of Standard Operating
Procedures For Employee Administration
Services At The Department Of Youth And
Sports Education In Kendari City. Jurnal
Administrasi Pembangunan Dan Kebijakan
Publik, 14(1), 56—63.

Iran,

Jain, S., Devi, S., & Kumar, V. (2024). Remote Working
And Its Facilitative Nuances: Visualizing The
Intellectual Structure And Setting Future
Research Agenda. Management Research
Review, 47(5), 689-707.

James, Martinez, Elena, R., & Chen. (2024).
Optimizing Remote Work Through Standard
Operating Procedures: A Longitudinal Study Of
Knowledge Workers. Academy of
Management Journal.

Khaeruman, Marnisah, L., Idrus, S., lrawati, L.,
Farradia, Y., Erwant, E., Hartatik, Supatmin,
Yuliana, Aisyah, N., Natan, N., Widayanto, M.
T., & Ismawati. (2021). Meningkatkan Kinerja
Manajemen Sumber Daya Manusia “Konsep &
Studi Kasua” (T. K. Cv. Aa. Rizky (Ed.); 01 Ed.).
Cv. Aa. Rizky.

Khoirunnisa, & Jubaidi, D. (2024). Optimizing
Workers’s Rights In The Dynamics Of Work
From Home: An Overview Of The Principles Of
Employment Development In Indonesia. Jurnal
Humaniora Dan Sosial Sains, 1(2).

Kim, J. H.,, Lee, S. Y., & Wong, M. T. (2023). Remote
Work Training Programs And Employee
Motivation: A Post-Covid Analysis Of Asian
Corporations. Asian Journal Of Management
Studies.

Kim, S. Roberts, David, L., Gracia, & Maria, E. (2023).
Balancing Structure And Autonomy: The
Impact Of Sops And Motivation On Remote
Work  Success. Administrative  Science
Quarterly.

UKlnstitute



Kurdy, D. M., Al-Malkawi, H.-A. N., & Rizwan, S.
(2023). The Impact Of Remote Working On
Employee Productivity During Covid-19 In The
Uae: The Moderating Role Of Work Level.
Journal Of Business And Socio-Economic
Development, 3(4), 339-352.

Lane, E., & Aplin-Houtz, M. J. (2023). Informational
Justice And Remote Working: All Is Not Fair For
Work At Home. Employee Responsibilities And
Rights Journal, 35(4), 541-564.

Lestari, S., & Afifah, D. (2020). Pengaruh Disiplin
Kerja Dan Pelatihan Kerja Terhadap Kinerja
Karyawan (Studi Kasus Pada Pt Ardena Artha
Mulia Bagian Produksi). Kinerja Jurnal Ekonomi
Dan Bisnis, 3(1), 93-110.

Maharani, S. P., Fauzi, A., & Whardani, S. P. (2023).
Penerapan Standar Operasional Prosedur
Dalam Meningkatkan Disiplin Kerja Dan Kinerja
Pt Mega Kargo Logistik. 1(4), 150-162.

Martinez, Elena, R., Thompson, James, K., & Chen, W.
(2023). The Interplay Of Standard Operating
Procedures And Employee Motivation In
Remote Work Environments: A Multi-Industry
Analysis. Journal Of Organizational Behavior.

Martinez, Sarah, K., Wilson, & James, D. (2023). The
Impact Of Virtual Training Programs On
Remote Worker Performance And
Engagement: A Mixed-Methods Analysis.
Journal Of Applied Psychology. 108(4), 521-
539.

Mcphail, R., Chan, X. W., May, R., & Wilkinson, A.
(2023). Post-Covid Remote Working And Its
Impact On People, Productivity, And The
Planet: An Exploratory Scoping Review.
International Journal Of Human Resource
Management, 35(1), 154-182.

Melyng, N. T. (2024). Korelasi Standar Operasional
Prosedur Dan Lingkungan Kerja Terhadap
Disiplin Kerja Karyawan Pt Ghania Creative
Indonesia Dengan Motivasi Kerja Sebagai
Variabel Intervening. Universitas
Pembangunan Panca Budi.

Melyng, N. T., Widodo, S., & Setiawan, N. (2024).
Correlation Of Standard Operating Procedures
And Work Environment To Employee Work
Discipline Of Pt Ghania Creative Indonesia
With Work Motivation As An Intervening

Journal of Research in Social Science And Humanities 5(2), June 2025

Variable. Journal Of Business Management
And Economic Development, 2(02), 875—-894.

Michael, K., Patel, P., Anderson. (2024).
Understanding The Motivational Drivers Of
Remote Work Success: A Mixed-Methods
Investigation. Human Resource Management
Review.

Nabilah, Z., & Susilawati. (2024). Implementasi
Jaminan Keselamatan Dan Kesehatan (K3)
Pada Pekerja Work From Anywhere (Wfa).
Gudang Jurnal Mutlidisiplin llmu, 5(1), 870—
875.

Nisa, R. A. (2022). Pengaruh Motivasi, Kompensasi,
Dan Lingkungan Kerja Terhadap Kepuasan
Kerja Guru Pada Smpn 232 Jakarta Dan Smpn
74 Jakarta. Sekolah Tinggi Illmu Ekonomi
Indonesia.

Notoatmodjo, S. (2023). Metodologi Penelitian
Kesehatan (Maret, 202). Pt Rineka Cipta,
Jakarta.

Novianti, L. (2024). Analisis Teoritis Tren Work From
Home Di Era Digital: Kelebihan Dan
Kekurangan. Akademik: Jurnal Mahasiswa
Humanis, 4(1), 31-40.

Novie, D., Arta, C., Tannady, H., Moridu, I., Aisyah, N.,
Saiful, Q., Jayanto, I., Jayapura, P. P.,
Nusantara, U. M., & Ratulangi, S. (2022). The
Role Of Training Version Control And Work
Stress On Employee Productivity In Digital
Technology Companies In Dki Jakarta.
Management Studies And Entrepreneurship
Journal, 3(5), 2696-2704.

Khopipah, N., Damilisani, Wakhyuni, E. (2024). The
Influence of Principal's Leadership And
Motivation On Teacher Discipline At Sd N 121
Hutabargot Julu. Journal Of Researh In Social
Science And Humanities, 4(04), 2-5.

Nurul Ichsan, R., & Nasution, L. (2021a). Jurnal
Pengabdian Kepada Masyarakat Maju Uda
Universitas Darma Agung Medan Sosialisasi
Pelatihan Disiplin Kerja Karyawan Restaurant
Kenanga Garden Medan. Jurnal Pengabdian
Kepada Masyarakat Maju Uda Universitas
Darma Agung Medan, 127-132.

Nurul Ichsan, R., & Nasution, L. (2021b). Sosialisasi
Pelatihan Untuk Meningkatkan Prestasi Kerja
Karyawan Di Pdam Tirtanadi Cabang Padang

UKlInstitute



Bulan Medan. Amaliah: Jurnal Pengabdian
Kepada Masyarakat, 5(1), 48-53.

O’connor, Emma, & Kapoor, R. (2023). Digital Sop
Implementation Through Training
Interventions In Remote Work Settings.
Journal Of Business Research.

O’hare, D., Gaughran, F., Stewart, R., & Pinto Da
Costa, M. (2024). A Cross-Sectional
Investigation On Remote Working, Loneliness,
Workplace Isolation,  Well-Being  And
Perceived Social Support In Healthcare
Workers. Bjpsych Open, 10(2), 1-6.

Parashakti, R. D., & Noviyanti, D. (2021). Pengaruh
Motivasi, Lingkungan Kerja, Dan Pelatihan
Kerja Terhadap Produktivitas Kerja Karyawan.
Jurnal Ekonomi Bisnis, Manajemen Dan
Akuntansi (Jebma), 1(2), 127-136.

Patel, Anjali, K., Thompson, & Robert, M. (2023). The
Impact Of Employee Motivation On Training
Effectiveness: A  Multi-Industry  Analysis.
Journal Of Applied Psychology.

Patel, Riya, N., Johnson., & Thomas, M. (2024).
Optimizing Training Programs Through Sop
Integration: A Healthcare Sector Analysis.
International Journal Of Training And
Development.

Pensar, H., & Mékeld, L. (2023). Roads To Recovery
In Remote Working. Exploration Of The
Perceptions Of Energy-Consuming Elements Of
Remote Work And Self-Promoted Strategies
Toward Psychological Detachment. Employee
Relations, 45(7), 140-161.

Prasad, K., & Satyaprasad, V. (2023). The
Relationship Between Remote Working And
Work-Life Balance With Mediating And
Moderating Effects Of Social Support: An
Empirical Study Of Information Technology
Employees. International  Journal of
Organizational Leadership, 0(0), 235-253.

Prayetno, H., & Darmilisani, D. (2024). Analisis
Kemampuan Kerja Dan Kompensasi Terhadap
Kinerja Pegawai Pt. PIn (Persero) Ulp Medan
Denai Dengan Motivasi Sebagai Variabel
Intervening. Jurnal Media Wahana Ekonomika,
21(1), 46-57.

Journal of Research in Social Science And Humanities 5(2), June 2025

Purwanza Dkk., S. W. (2022). Metodologi Penelitian
Kuantitatif, Kualitatif Dan Kombinasi. In
News.Ge (Issue March).

Putra, A., & Aprianti, K. (2020). Pengaruh Lingkungan
Kerja Terhadap Disiplin Kerja Pegawai Camat
Lambitu Kabupaten Bima. Sultanist: Jurnal
Manajemen Dan Keuangan, 8(1), 19-27.

Putra, A. M. A, Isrok, M., & Hidayah, N. P. (2023).
Legal Protection For Remote Worker In
Particular Time Labor Agreements. Audio
Comparative Law Journal, December 2022,
22-30.

Republik Indonesia, M. K. (2020). Keputusan Menteri
Ketenagakerjaan Republik Indonesia No. 149.
Menteri Ketenagakerjaan Republik Indonesia.

Richardson, Emily, K. Chang, & David, W. (2023). The
Mediating Role Of Training Programs In Sop
Implementation For Remote Work
Effectiveness. Journal Of Organizational
Behavior.

Risnawati, H., & Retnoningsih, S. (2020). Pengaruh
Pemberian Insentif, Pelatihan Kerja Dan
Pengendalian Intern Terhadap Efektivitas
Kinerja Karyawan. Permana: Jurnal
Perpajakan, Manajemen, Dan Akuntansi,
12(2), 137-152.

Ritawaty, N., Umairah, S., Hadzig, K., Sitorus, F.,
Efraim, S., Tinggi, S., Ekonomi, I, &
Banjarmasin, P. (2024). Analisis Studi Literatur
Tantangan Penerapan Flexible. Jurnal Syntax
Admiration, 5(6).

Ritonga, H. M., Indrawan, M. I., & Sari, D. S. (2021).
Hubungan Kualitas Pelayanan Terhadap
Kepuasan Wisatawan Serta Dampaknya
Dengan Loyalitas Wisatawan: Studi Pada Desa
Kota Pari, Kecamatan Pantai Cermin,
Kabupaten Serdang Bedagai. Seminar Of Social
Sciences Engineering & Humaniora, 319-326.

Ritonga, H. M., & Siregar, M. Y. (2023). Strategy And
Contribution Human Resource Development
Trought Increased Productivity And Economy
Creative To Household Financial Income In
Kelurahan Pasar Belakang Sibolga City. The 3rd
Stikosa Aws International Conference On
Media And Communication, 31-41.

Rivaldo, Y., Yusman, E., & Supardi. (2021). Pengaruh
Pelatihan Kerja, Promosi, Kompensasi Dan

UKlnstitute



Motivasi Terhadap Prestasi Kerja Perawat
Rsbp Batam. Jurnal As-Said, 1(2), 2774-4175.

Ruhiyat, I., Meria, L., & Julianingsih, D. (2022). Peran
Pelatihan Dan Keterikatan Kerja Untuk
Meningkatkan Kinerja Karyawan Pada Industri
Telekomunikasi. Technomedia Journal, 7(1),
90-110.

Saifullah, V. Z. (2023). Pengaruh Remote Working
Terhadap Work Life Balance Untuk
Meningkatkan Produktivitas Kerja Di Umkm
Konveksi Kudus [Institut Agama Islam Negeri
Kudus].

Saputra, S., & Hadi, C. (2024). Kerja Jarak Jauh Dan
Dampaknya Terhadap Produktivitas Serta
Kesejahteraan Psikologis. Journal Syntax Idea,
15(1), 37-48.

Saputri, S. M. (2023). Pengaruh Sop (Standar
Operasional Prosedur), Fasilitas Kerja, Dan
Disiplin Kerja Terhadap Kinerja Karyawan Pada
Pt Rupa Aestetika Teknologi Aktual. Stie
Mahardhika Surabaya.

Saragih, N. N. (2020). Bpr Karya Murni Menteng
Medan Skripsi Oleh: Noni Noviana Saragih
Program Studi Manajemen Fakultas Ekonomi
Dan Bisnis Universitas Medan Area Medan.

Setiawan, I., Ekhsan, M., & Parashakti, R. Dhyan.
(2021). Pengaruh Pelatihan Terhadap Kinerja
Karyawan Yang Di Mediasi Kepuasan Kerja.
Jurnal Perspektif Manajerial Dan
Kewirausahaan (Jpmk), 1(2), 186—-195.

Setiawan, I. P., Liong, H., & Sani, A. (2020). Pengaruh
Pelatihan, Kompetensi Dan Disiplin Kerja
Terhadap Kinerja Dosen Pada Stia Al-Gazali
Barru Kabupaten Barru. Jurnal Mirai
Management, 6(1), 213-224.

Sharifi, A., & Lee, C. Y. (2024). The Appeal Of Cities
May Not Wane Due To The Covid-19 Pandemic
And Remote  Working. Npj Urban
Sustainability, 4(1), 1-5.

Sharma, N., O’connor, P., Rodriguez, & Maria. (2023).
Adaptive Learning Systems In Remote Work

Training: Evidence From A Large-Scale
Implementation. Personnel Psychology. 76(2),
289-312.

Journal of Research in Social Science And Humanities 5(2), June 2025

Simova, T., & Zychova, K. (2023). Who And What Is
Driving Remote Working Research? A
Bibliometric Study. Vision, 0.

Sugiyono. (2022). Metode Penelitian Kuantitatif
Kualitatif Dan R&D. Alfabeta.

Sulistyaningsih, S. (2021). Pengaruh Motivasi Kerja,
Gaya Kepemimpinan Dan Lingkungan Kerja
Terhadap Disiplin Kerja Karyawan. Jurnal
Ekonomi Dan Bisnis Stie Anindyaguna, 3(1),
180-194.

Suryawan, P. (2022). Penerapan Standar Operasional
Prosedur (Sop) Berdasarkan  Protokol
Cleanliness, Health, Safety & Environmnetal
Sustainability Oleh Pramusaji Di Finns Beach
Club. Jurnal limiah Pariwisata Dan Bisnis, 1(2),
361-376.

Suwara, A. (2022). Pengaruh Pelatihan Dan
Kompetensi Kerja Terhadap Kinerja Pegawai
Lembaga Pemasyarkatan Kelas li A Pekanbaru.
Universitas Islam Riau.

Tsuraya, A. F., & Fernos, J. (2023). Pengaruh Motivasi
Kerja Dan Disiplin Kerja Terhadap Kinerja
Pegawai Di Dinas Kependudukan Dan
Pencatatan Sipil Kota Padang. Jupiman : Jurnal
Publikasi llmu Manajemen, 2(2), 259-278.

Wahyuningsih, D., Yunaningsih, A., & Satriawan, B.
(2022). Msdm Internasional (M. S. Saputri
(Ed.); 01 Ed.). Eureka Media Aksara.

Wei, Zhang., Anderson, & Michael, K. (2023). The
Impact Of Standardized Operating Procedures
On Remote Work Efficiency And Employee
Adaptation. Journal Of Management Studies.

Wells, J., Scheibein, F., Pais, L., Rebelo Dos Santos, N.,
Dalluege, C. A., Czakert, J. P., & Berger, R.
(2023). A Systematic Review Of The Impact Of
Remote Working Referenced To The Concept
Of Work-Life Flow On Physical And
Psychological Health. Workplace Health And
Safety, 71(11), 507-521.

Widjanarko, W., Bhayangkara Jakarta Raya JI Raya
Perjuangan Bekasi Utara, U., & Bekasi, K.
(2023). Strategy Organization Development:
Analysis Competence, Work Environment, And
Leader Style. Proceeding Medan International
Conference On Economic And Business,
1(January), 667-674.

UKlInstitute



