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Abstract

The crisis situation, the pandemic, with the closure of the educational space, has stimulated the
integration of the virtual environment and digital technology into the educational space and has
brought new leadership challenges. We investigated the experience of employees in the educational
space (schools with adapted programmes, primary schools and secondary schools) during the
pandemic. We found that employees experienced the negative aspect of facing the pandemic
requirements for a virtual work environment. They were faced with the challenge of seeking help
during the work process. They also had problems with remote work effectiveness, motivation and
satisfaction. We were interested in the school leaders' response to work, the role of the leadership
in the process of employee adaptation, and how to identify, understand and use the development
tool of coaching when working in a virtual environment. A development tool is an aid to the work
process, which enhances work performance. The study confirmed that a development-oriented work
process depends on a higher utility value of coaching, from a positive employee response to the use
of digital technologies in the work process and leaders' support in this. To the extent that employees
were more open to using the Internet in the work process, they also reacted more positively to
the new working conditions which required shifting online during the pandemic. A more positive
response was also present in those where the leader's support was higher. We also detected a more
positive response to the work process among employees who expressed an opinion about the higher
useful value of coaching during the work process. We found that employees' response to online
technologies was quite positive. Employees' response to the virtual work process was positive.
Employees were open to the use of online technologies if the role of the employer was supportive.
This leads to a better development-oriented work process.

Keywords: coaching, leadership, pandemic, digital technology, virtual environment, development-
oriented work process.
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AHHOTAI[USA

Kpusuchas cutyars, a MMEHHO MaHAEMIs, COIPOBOX/AIOIACS 3aKpbITHEM 00pa3soBaTe/IbHO-
TO IIPOCTPAHCTBA, CTMMYIMPOBA/Ia MHTETPAILVI0 BUPTYaNIbHOM Cpefbl U IMGPOBBIX TEXHOIOTMI
B 00pasoBaTe/lbHOE MPOCTPAHCTBO M IOCTaBIJIA TIepef PYKOBOACTBOM HOBBIE 3amadun. MbI mc-
C/Ie[OBAIN OIBIT COTPYAHMKOB 0OpPa3oBaTe/IbHOTO IIPOCTPAHCTBA (IIKOMIBI C affalITMPOBAHHBIMU
[IpOrpaMMami, HadaabHbIe ¥ CPeJHIe LIKOMBI) B [epHof maHaeMun. Borio obHapyeHo, 9To co-
TPYAHMKY MCIBITA/IV HETaTUBHBIN OIIBIT, CBA3AHHBIN C BBIIIOJTHEHMEM TPeOOBAHMII K BUPTyasb-
HoIT paboueit cpefte. PaboTHnKaM mpuiiocs obpamarscs 3a momoupo. Kpome toro, y Hyx 6biin
mpob6eMsl ¢ 3¢HeKTUBHOCTHIO, MOTHBALVEI 1 YHOBIETBOPEHHOCTBIO YAanIeHHOl paboToit. Hac
MHTEepecoBa/IM CIeAYOLI/e BOIPOCHL: PeaKlya PyKOBOAUTENEN KO/ Ha M3MEHMBIINECA YCIOBIUA
PaboTBI, POIb PyKOBOJCTBA B MPOIeCCe afjAlTAIIN COTPYAHNKOB, MCIIONb30BaHMe KOYIMHTa KaK
MHCTPYMeHTa Pa3BUTIA IIPK paboTe B BUPTYaIbHOII cpefie. VIHCTpyMeHT pasBUTIA — 9TO BCIIOMOTA-
Te/IbHOE CPEJICTBO ITOBBILIeHNS 9 deKTUBHOCTH TPy/Aa. VIcceoBaHme HOATBEPAUIO, YTO paboumit
IIPOL[eCC 3aBMUCKT OT YPOBHsI IIOTIE3HOCTI KOYYNHIA, OT [IO/IOXKITE/IBHOI PEAKIUI COTPYAHUKOB Ha
UCII0/Ib30BaHNe LUPPOBBIX TEXHOJIOTHIL, OT MOANEP>KKU PYKOBOAUTENEIl B 9TOM BoImpoce. IToxro-
TOBJICHHbIE TaKUM 00pa3oM COTPYRHNKM 60JIee TIOSUTUBHO pearnpoBayt Ha HOBBIE YCTIOBYS pabo-
ThI, KOTOpbIe TpebOBaIu Iepexofa B pe>KuM OHaitH. [[03UTHBHAsA peakuusa HaOMIOJAIach U TaM,
I7ie TIOAep>KKa CO CTOPOHBI PYKOBOAUTENA ObITa 6ojee peryIApHOIL, Ifie COTPYSHMUKI BbIPasyin
MHeHIe 0 6GOJIblieil IONe3HOCTY KOY4MHIa B IIpoliecce paboTol. MBI OOHAPYKIIN, YTO peaKijis
COTPYIHMKOB Ha OHJIAIIH-TEXHOJIOT MY Obl/Ia JOCTATOYHO MO3UTUBHOIA, MIX OTHOLIEHME K BUPTyaylb-
HOMY pab0oveMy IIpoLeccy 6BIIO IIOI0KUTEIbHBIM, OHM GBIV OTKPBITHI K VICIIOTIb30BAHIIO OHJIAIIH-
TEeXHOJIOTMIL, eC/Ii PaboTOfATe/Ib OKA3bIBA/I MM MIOAIEPIKKY. DTO fienaeT 6oree apdeKTMBHBIM pado-
Yl IPOIIeCC, OPMEHTHPYeET ero Ha pasBUTHe.

KitroueBble C10Ba: KOYYIHT, TUEPCTBO, MaHAEMILsI, 1(POBbIe TEXHOIOTNN, BUPTyaIbHasl CPefa,
pabounii mporiecc, OpMeHTHPOBAHHBII Ha pa3BUTHE.

Introduction

The 21st century is facing chalenges in educational as well as in all areas of social
life caused by the pandemic. The crisis situation chalenged educational leadership in the
integration of computer supported teaching approaches and internet. A crisis situation
is an undesirable and unpredictable phenomenon, a state in an organization where the
existence and development of an organization is threatened (Dubrovski, 2000; Kranjcec
& Poli¢, 2002). An example of a crisis situation in education is best represented by the
closure of an educational space. Due to the closure, the labor market became rigid and
the occurrence of the disease (COVID-19) also affected the mental health of employees
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(Eurostat, 2022). Good practices show that in | leadership with various forms and
programs such as "Health at the Workplace" create a healthy working environment,
which significantly contributes to the well-being and health of employees (Yildirim &
Solmaz, 2022) and they look forward to progress and they respond to changes more easily
and quickly (Tusl et al., 2021).

In a crisis situation, the key in leadership is to react to change (Gaziel, 2015) and to
understand the work as a developmental process (Cornett & Knight, 2009; Desimone
& Garet, 2015, Devine et al., 2013; Russo, 2004). Among the development tools that are
emerging around the world is the implementation of coaching (Cornett & Knight, 2009;
Devine et al., 2013). Coaching is also present in various fields in the educational arena
(Cornett & Knight, 2009; Devine et al., 2013; Kessel, 2010). As the definition of coaching
is broad, as many definitions as there are authors, the following are the essentials.

Definitions and the importance of coaching as a development tool

A quite recent meaning of coaching has developed in the world of sport, conceiving
of coaching as a trainer, a coach, an instructor. The pioneer of coaching, Timothy Gallwey
(2001), transferred the findings from sport to business. His coaching philosophy was
based on the developmental processes of the athlete (Kessel, 2010). The key here is that by
asking questions of the individual, the coach activates the potential of the individual for
better success in the team through a developmental tool such as coaching (Cunningham &
Roberts, 2012). Coaching is an effective developmental tool in sport and in management
(Cornett & Knight, 2009; Cunningham & Roberts, 2012; Devine et al., 2013; Sperry,
2004), as well as in the educational context (Cornett & Knight, 2009). It is credited with
being an effective developmental process, especially in crisis situations (Devine et al.,
2013; Desimone & Garet, 2015; Kadir et al., 2021).

In the education space, coaching is conceptualised as: the foundation of professional
support for staff and a strategy for improving the way learning takes place in schools
(Cunningham & Roberts, 2012); a person-to-person conversation focused on improving
staff learning and development through questions and active listening (Cunningham &
Roberts, 2012); unlocking the potential of staff as a way of helping them to learn rather
than being taught (Rutar et al., 2012).

Coachingin Slovenia is focused on supporting some educational programmes (Gaziel,
2015) such as training on collegial coaching for personal and professional development
(International development project COMEIN) and project of development coaching in
high schools. It is still at a relatively early stage compared to other countries, such as
the EU and the USA, where it has become an effective tool in crisis situations (Hodges
et al, 2020). Coaching is an effective tool in terms of responsible and quick decision-
making (Cunningham & Roberts, 2012; Gilbert & Trudel, 2011; Rutar et al., 2012),
interpersonal relationships and employee motivation (Gallwey, 2001; Whitmore, 2017)
and effectiveness of outcomes and solutions (Brecko, 2012; Crane, 2007; Cukjati, 2010;
Megginson & Clutterbuck, 2010).

Virtual environment in the educational process

The move from educational institutions to the web on the virtual environment
has brought new skills and new technological strategies to the workplace in a time of
pandemic (Wong, 2019). The closure of these institutions has led to new challenges,
notably the isolation of employees and the shift from educational institutions to virtual
environments (Gennaro et al., 2020). The virtual environment offers a different context
in which the organisation and its management play a central role (Eisenberg & Krishnan,
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2018; Martins et al., 2004). In light of this, it is important that employees receive sufficient
help and support from management and the organisation (Geister et al., 2006; Humala,
2017). Employees perform well when supported (Christian et al., 2009), becoming more
open to virtual work. In particular, the response to a new work process is expressed in
crisis situations (Anderson et al., 2017; Balda & Mora, 2017), such as during a pandemic.
Research shows that when transitioning a work process to a virtual environment,
supporting employees with appropriate management strategies facilitates employees'
work. Work is more efficient and effective when management is focused on employees,
their development and technology (Gaziel, 2015; Humala, 2017). To contribute to the
development of the work environment, development tools are needed (Brockbank, 2008;
Cornett & Knight, 2009; Jarvis et al., 2006).

With the emergence of the pandemic, there has been an increased awareness of
the need for greater use of the development tool, coaching (Ibarra & Schoular, 2020).
The use of coaching transferred to a virtual environment has some advantages: quality
communication, more effective feedback, progress at work, reflective expression (Benson
& Cotabish, 2014).

New working conditions bring new challenges for remote working and also new
opportunities for organisational development (Dubrovski, 2011).The aforementioned
leads to research and develop more effective and efficient models for remote work
(Desimone et al., 2015; Garbe et al., 2020). In the following, we aim to examine the
challenges of the pandemic and the factors that would work effectively in a crisis situation
in the educational context.

Problem definition, objectives and purpose of the research

Employees in the educational sphere faced new challenges during the pandemic and
the closing of educational institutions brought all workers into a virtual environment. The
remote work within virtual environment involves digital technology and the introduction
of more flexible work activities requiring of new approaches by educational organisations
(Townsend et al., 1998).

In this study, we were interested in how employees experienced pandemic in the
experience of pandemic, the challenges and the employees' response to working in a
virtual environment. We were interested in the role of the school leader in the process
of employee adaptation, how coaching is recognised, understood and used, and how the
work process (developmental orientation below) evolved in the education space during
the pandemic.

The understanding, applicability and visibility of the concept of coaching in the virtual
work process which requires higher degree of flexibility may cause stress and burnout.
We were interested in how coaching could be as an effecitve support for the requirements
of virtual work in Slovenia. Coaching as a support adaptation to requirements of virtual
work was of interest to us with understanding the state of the use of coaching in Slovenia.
We were interested in the attitudes towards coaching especially when working in a virtual
environment. Research around the world shows that in the educational space coaching
as a development tool is an effective method (Cornett & Knight et al., 2009, Devine et
al. 2013; Mullen & Fletcher, 2012; Kretlow & Bartholomew, 2010), and the use value
has increased during the pandemic (Ibarra & Schoular, 2019). We want to explore the
phenomenom of coaching in Slovenia during the pandemic and develop it as a global
educational tool for crisis situations. The above-mentioned triggers to investigate the
emergence of coaching in Slovenia during the pandemic and to further develop it as a
global educational tool for crisis situations.

Tum MIeH3MpOBaHMsI aBTOPOB — JINLEH3MsI TBOpYeckoro coobijectBa CC-BY-NC-ND 53



Education and Self Development. Volume 18, Ne 3, 2023

The research questions and related hypotheses are:

R1: What are the biggest challenges in remote work during the pandemic?

H1: There was a prevalence of negative perceptions of the pandemic among employees
while remote work.

H2: Employees used a variety of online resources to work remotely.

H3: Employees who were more open to using new online technologies in their work
process responded more positively to the new, remote work process.

H4: Employees with more support from leadership responded more positively to the
new, remote work process.

R2: What is the understanding of coaching among employees?

H5: Employees who perceive a greater use value of coaching responded more
positively to the remote work process).

Methodology

Research method and sample

The descriptive-causal-non-experimental method of empirical pedagogical research
was applied.

A simple random sample of 120 respondents was randomly selected, namely teachers
in the area of Ljubljana and its surroundings. The respondents were recruited from a list of
schools, mainly by sending an e-mail in February and March of the school year 2020/21.
The participating schools were primary schools, schools with adapted programmes
and secondary schools. Among the respondents, 71.7% were female, with 61.7% of
respondents from primary schools, 24.0% of respondents from secondary schools and
14.3% of respondents from adapted primary schools. The average age of the respondents
was 42.2 years, with a standard deviation of 9.3 years. The youngest respondent was 25
years old and the oldest was 64 years old.

Data collection

The data were collected using a structured questionnaire, where the opening
questions were designed to capture demographic data, followed by 10 sets of statements,
which were rated using a five-point Likert scale to assess the level of agreement (from 5
- strongly agree to 1 - strongly disagree), and for one question also a frequency scale (5 -
always, 4 - often, 3 - occasionally, 2 - rarely, 1 - never).

The questionnaire was prepared by us and reviewed by three external collaborators.
The questions are clearly defined, cover facts and concepts, and are closed-ended in two
sets. The first part of the survey contained questions related to the challenges faced by
employees during the pandemic and ways of coping with them, and the second part of the
survey contained questions related to coaching. The questionnaire was pilot-tested and
sent to five selected teachers before the survey was administered.

The validity of the instrument was ensured by constructing the survey on the basis
of the literature mentioned above. The construct validity of the measured concepts was
checked by factor analysis. For the set of statements testing openness to the use of new
technologies, 49.0% were explained on the basis of four statements. For the set of five
statements relating to behaviour in a virtual environment, we explained 36.3% of the
variance. For the set of claims related to employer support, we also explained 47.1% of the
variance based on four claims. Furthermore, we explained 64.0% of the variance based on
the twelve statements relating to coaching.

The reliability of the questionnaire was checked by Cronbach's alpha coeflicient for all
51 statements using a 5-point scale, with a result (0.853) indicating very good reliability.
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The objectivity of the questionnaire was ensured by the use of a closed-ended
questionnaire, with uniform, single-item and precise instructions for completing the
survey, and numerical rating scales.

Data processing

The data were processed using the SPSS statistical software. Basic descriptive
statistics (arithmetic mean= M, minimum value= MIN, maximum value= MAX,
standard deviations= SD) were plotted, and frequencies and proportions were plotted for
demographic data.

The new common variables were derived as averages of the statements of each set
of questions. The Kolmogorov-Smirnov test was used to find that the distribution of the
varjables deviated from a normal distribution, which led us to use non-parametric tests
for bivariate analyses. Averages are also shown to facilitate meaningful comparisons.
Associations between the concepts under study were tested using Spearman's rank
correlation coefficient, and the Wilcoxon test was used for comparisons between the
ratings of the statements. As a final step of the analysis, we used regression analysis
because we were interested in the effect of the independent variables on the dependent
variable.

A factor analysis was performed over all the scant claims to check the construct
validity of the measured concepts. First, we calculated the Bartlett's test of sphericity and
the Kaiser-Meyer-Olkin (KMO) statistic to check whether the variables were sufficiently
correlated. The KMO test was appropriate everywhere (above 0.5), the Bartlett test was
statistically significant everywhere, which means that the variables are not independent of
each other and factor analysis is meaningful. However, to determine the number of factors,
we relied on the eigenvalues and checked the proportion of explained variance. For the set
of statements testing openness to new technologies, we extracted 1 factor. We explained
49.0% of the variance based on the four statements and calculated sufficient construct
reliability with Cronbach's alpha (0.71). Based on the five statements in the second set
of statements related to behaviour in the virtual environment, we explained 36.3% of the
varjance and obtained sufficient reliability with a Cronbach's alpha coefficient of (0.74).
For the set of statements regarding employer assistance in the virtual environment,
we extracted 1 factor. We explained 47.1% of the variance for the five employer help
statements and calculated sufficient reliability with a Cronbach's alpha coefficient of 0.83.
Furthermore, based on the twelve statements regarding coaching, we also extracted 1
factor and explained 64.0% of the variance and obtained excellent construct reliability
with a Cronbach's alpha coefficient (0.95).

Results

Employees' negative perceptions of the pandemic while working remotely were
prevalent

The results (Table 1) showed that the respondents were most likely to agree that
the pandemic had caused them a lot of stress (M=4.03; SD=0.93), and this rating was
statistically significantly different from all other mean ratings (p<0.05), which was verified
by Wilcoxon's paired comparison test for all the rated statements. In terms of the level of
agreement, the statement that the pandemic caused burnout is in second place (Wilcoxon
test shows statistically significant differences compared to the ratings of the positive
aspects; p<0.05). Among the positive aspects, the statement that the pandemic gave a lot
of free time is the lowest rated (M=2.57; SD=1.18), and the statement that the pandemic
situation helped to improve self-reflection is the highest rated (M=3.18; SD=0.97).
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According to the data collected, the negative aspect of facing the pandemic outweighs
all the positive aspects, and this finding confirms our first hypothesis.

Table 1. Descriptive statistics for statements related to wellbeing during the pandemic

Minimum | Maximum ke Star.ldqrd
mean deviation

The pandemic gave more free time 1 5 2.57 1.18
The pandemic situation helped to improve 1 5 3.18 0.97
self-reflection
The pandemic situation influenced healthier 1 5 2.83 1.03
habits
The pandemic caused a lot of stress 1 5 4.03 0.93
The pandemic caused burnout 1 5 3.58 1.10

Note. Question - Please rate how you felt during the pandemic and how you experienced it
(1 - Strongly disagree / 5 — Strongly agree).

Wilcoxon test for pairwise comparisons between positive statements and the
statement "The pandemic caused a lot of stress'

The pandemic gave The pandemic gave
more free time more free time
The pandemic caused The pandemic caused
a lot of stress a lot of stress
Z -7.326 -5.946 -6.604
P <0.001 <0.001 <0.001

Wilcoxon test for pairwise comparisons between positive claims and the claim "The
pandemic caused burnout'

The pandemic gave The pandemic gave
more free time more free time
The pandemic caused The pandemic caused
burnout burnout
Z -5.237 -2.740 -4.290
P <0.001 0.006 <0.001

Employees used various online resources to work remotely

The respondents rated the different sources of help on a 5-point frequency scale
(Table 2). We looked at which sources of information respondents used while working
remotely when seeking help about their work.

In this respect, we checked how often employees sought help for remote working
from different sources of information. The results of the descriptive statistics (Table
2) reveal that, on average, respondents occasionally sought help and information for
remote working from a variety of online sources. They rarely sought remote working
help and information from managers (M=2.27; SD=0.98), occasionally from professional
colleagues (M=3.09; SD=0.92) and co-workers (M=3.25; SD=0.97), and most frequently
from online applications (M=3.35; SD=0.94) and social networks (M=3.46; SD=1.05).
We can confirm the second hypothesis that employees mainly sought help in their new
work environment on social networks and online applications. Based on the mean scores,
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which are between 3 and 4 on a 5-point scale, it can be concluded that all areas presented

moderate to high challenges.

Table 2. Descriptive statistics for statements related to finding help, information when working

remotely
Minimum | Maximum LA Stai?dqrd
mean deviation
Your schoolmaster 1 5 2.27 0.97
Your colleagues 1 5 3.25 0.97
Colleagues in your professional field 1 5 3.09 0.92
In web applications 1 5 3.35 0.94
On social networks (YouTube) 1 5 3.46 1.05

Note. Question - Please rate how you felt during the pandemic and how you experienced it
(1 - Strongly disagree / 5 - Strongly agree).

The second part of the questionnaire then focused on the specific challenges perceived
by the respondents in the course of their work during the pandemic. The results (Table
3) showed that on average the respondents agreed most with the statement that remote
working efficiency was the most challenging (M=3.97; SD=0.87), while motivation
(M=3.63; SD=1.12) and job satisfaction (M=3.46; SD=0.99) were the most challenging of
all the challenges assessed. The least agreed statement was that they faced a lack of quality
communication with management (M=2.89; SD=1.03). Based on the mean scores, which
are between 3 and 4 on a 5-point scale, it can be concluded that the employees faced
specific challenges in the work process when working remotely.

Table 3. Descriptive statistics for statements related to major challenges during the pandemic

Minimum | Maximum A Stm?dqrd
mean deviation

Efficiency of remote working 1 5 3.97 0.87
Motivation related to remote 1 5 3.63 1.12
working
Lack of resources for remote 1 5 3.19 1.06
working
Lack of quality communication 1 5 3.04 1.15
with colleagues
Lack of quality communication 1 5 2.89 1.03
with management
Satisfaction at work 1 5 3.46 0.99

Note. Question - Please indicate what was the biggest challenge for you during the pandemic
(1 - Strongly disagree / 5 - Strongly agree).

Employees who are more open to the use of new online technologies in their work
process responded more positively to the new work process

We looked at how employees reacted to working in a virtual environment dominated
by online technologies. In this way, we wanted to find out how well they accepted the
adjustments In this way, we wanted to find out how well they accepted the adjustments
that online working brings to the individual. We also conducted a factor analysis over this
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set of statements measuring openness to the use of new online technologies in the work
process. We checked the content validity of the phenomenon thus measured.

The highest scores (Table 4) were recorded for the statement that they adapted their
work using web technologies (M=4.14; SD=0.64), they integrated new technologies and
infrastructure into their work (M=4.07; SD=0.72), and that they were self-initiated in
their search for information (M=4.03; SD=0.81). The lowest level of agreement was that
they received quality information about the new online technologies they used (M=3.61;
SD=0.80). The mean scores for all statements are quite high, at 4 on a 5-point scale,
indicating that the employees had a fairly positive attitude towards online technologies
and were open to using them when working remotely.

A factor analysis was performed on the set of statements measuring openness to
using web technologies in the work process. First, the Bartlett's test of sphericity and the
Kaiser-Meyer-Olkin statistic (KMO) were used to check whether the data were suitable
for analysis. We confirmed (KMO=0.705; Bartlett's test: p<0.001) that the analysis could
be performed. We extracted 1 factor explaining 49.04% of the variance. Based on the four
statements, we constructed a new common variable, which we call 'openness to using web
technologies', where a higher score indicates a more positive attitude towards the use of
new web technologies at work, and a lower score indicates a less positive attitude. Finally,
the reliability of the construct was checked; the Cronbach's alpha coefficient was 0.71,
indicating sufficient reliability.

Table 4. Descriptive statistics for statements related to the openness to online technologies in remote
working

.. . Arithmetic | Standard | FACTORI (t-value
Minimum | Maximum . .
mean deviation of the weight)
I was looking for 1 5 4.03 0.81 0.63
information on the use
of web technologies on
my own
I was getting quality 2 5 3.61 0.80 0.26
information about new
web technologies that I
had used
I was getting quality 2 5 4.14 0.64 0.89
information about the
new web technologies I
was using
Iintegrated 2 5 4.07 0.72 0.85
new/additional
technologies,
infrastructure into my
work
Cronbach 0.71
alfa
Intrinsic 2.23
value
% 49.04
variance
explained

Note. Question - How have you handled online technologies in your remote work? (1 -
Strongly disagree / 5 - Strongly agree).
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In addition to attitudes towards new technologies, we were also interested in how the
respondents generally reacted to the virtual working process, whether they were proactive
and developed themselves in terms of acquiring new skills and more advanced working
strategies and clear communication.

While the participants agreed on average with the statements related to behaviour
in the virtual environment, the average scores on the 5-point scale were lower than for
the previously presented set of statements (Table 5). The lowest agreement is with the
statement that their communication has become clearer (M=3.28; SD=0.86), while the
highest agreement is with the statement that they have become more active in seeking
new knowledge (M=3.88; SD=0.73).

A factor analysis was carried out on the set of statements measuring the respondents’
response to the new work process. First, the Bartlett's test of sphericity and the Kaiser-
Meyer-Olkin statistic (KMO) were used to check whether the data were suitable for
analysis. We confirmed (KMO=0.709; Bartlett's test: p<0.001) that the analysis could be
carried out. We extracted 1 factor explaining 36.26% of the variance. Given the calculated
values of the final weights, which were all above 0.50, we retained all claims in the
analysis. Based on the five statements, we were therefore able to construct a new common
variable, which we call 'response to the new work process', where a higher score indicates
the presence of development and growth of the individual in response to the new work
process, and a lower score indicates its absence. Finally, the reliability of the construct
was tested; the Cronbach's alpha coefficient was 0.74, indicating that the construct is
sufficiently reliable.

Table 5. Descriptive statistics for statements related to response to a completely new workflow/
migration to online environments

.. . Arithmetic Standard | FACTORI (t-value
Minimum | Maximum . .
mean deviation of the weight)
I have become more 1 5 3.88 0.86 0.64
active in seeking
new knowledge
I have transferred all 2 5 3.50 0.89 0.63
my knowledge and
experience online
I have become more 1 5 3.79 0.87 0.55
flexible in my work
My communication 2 5 3.28 0.86 0.64
has become clearer
I thought about 1 5 3.88 0.73 0.55
development
activities in the
school
Cronbach 0.74
alfa
Intrinsic 2.44
value
% variance 36.26
explained

Note. Question - How did the completely new working process/migration to online
environments during the pandemic affect you? (1 - Strongly disagree / 5 — Strongly agree).
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We calculated the correlation between the two obtained variables (Table 6).

Table 6. Spearman rank correlation coefficient for response to new working conditions and openness
to online technologies

Responding to the new working
process
Correlation coefficient 033
(p)
Openness to online
technologies in remote work p <0.001

The third hypothesis can be confirmed, as we have shown that the employees who are
more open to using new web technologies have a more positive response to a new work
process based on these new technologies. We found a statistically significant correlation
between the two areas: among employees who are more open to the use of web technologies,
there is a more positive response to a virtual work process based on new technologies
(p rho=0.33; p<0.001). This means that we can conclude that a positive attitude towards the
use of new web technologies leads to a more development work process.

Employees with more leadership support responded more positively to the new
working process

The results (Table 7) showed that the respondents on average moderately agreed with
the statements related to school leader support during the pandemic. They agreed least
with the statement that their school leader asked them various interesting questions so
that they could find the solution themselves later (M=2.58; SD=1.00), and they agreed
most with the statement that their school leader praised and thanked them for their good
work (M=3.82; SD=0.98).

The factor analysis was also performed for the set of statements measuring school
leader support, where the third statement was recoded to have the same value orientation
as the other statements. First, the Bartlett's test of sphericity and the Kaiser-Meyer-Olkin
statistic (KMO) were used to check whether the data were suitable for analysis. We
confirmed (KMO=0.790; Bartlett's test: p<0.001) that the analysis could be performed.
We extracted 1 factor explaining 47.08% of the variance of the measured concept. Based
on the five statements, we constructed a new common variable, which we call ' school
leader support during the pandemic', where a higher score indicates higher school leader
support and a lower score indicates lower e school leader support. Finally, the reliability
of the construct was tested; the Cronbach's alpha coefficient was 0.83, indicating good
reliability of the construct.

Table 7. Descriptive statistics for claims related to support, praise from the school leader during
the pandemic

. ) Arithmetic | Standard | FACTORI (t-value
Minimum | Maximum g7 ]
mean deviation of the weight)
He praised and 1 5 3.82 0.98 0.71
thanked employees for
their good work
He advised on quality 1 5 3.05 1.11 0.63
educational resources
for remote working
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.. . Arithmetic | Standard | FACTORI (t-value
Minimum | Maximum . .
mean deviation of the weight)
He only complied 1 5 3.62 1.11 0.31
with rules, laws
and circulars
communicated to him
by his superiors
He asked me various 1 5 2.58 1.00 0.81
interesting questions,
so that I could find
a solution later by
myself
We reflected together 1 5 2.86 1.10 0.83
on the problem
Cronbach 0.83
alfa
Intrinsic 2.79
value
% variance 47.08
explained

Note. Question - What kind of support, praise did you receive from your employer during the
pandemic? (1 - Strongly disagree / 5 - Strongly agree).

We calculated the correlation between the resulting variable and the response to the
new work process (Table 8).

Table 8. Spearman'’s rank correlation coefficient for response to new working conditions and openness
to online technologies

School leader support during the

pandemic
Correlation coefficient (p) 0.19
Responding to a new work P 0.041

process

We can confirm the fourth hypothesis. We have shown that the employees who had
more support from their school leader, responded more positively to a virtual work process
based on new technologies (p=0.19; p=0.041). The association between the two variables
is weak, but positive and statistically significant. This means that it can be concluded that
more management support also leads to a more development-oriented work process.

Employees who perceived a greater use value of coaching responded more
positively to the virtual working process

The results (Table 9) showed that on average the respondents neither agreed nor
disagreed with the statements related to coaching in the work process. The lowest level
of agreement was with the statement that they had experienced organised coaching
(M=2.10; SD=1.07), while the highest level of agreement was with the statement that they
had heard of coaching (M=3.80; SD=0.97), although here again the result shows only
moderate familiarity with the term.
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Table 9. Descriptive statistics for the statements regarding coaching in the work process

Minimum | Maximum At Star'zdzfrd
mean deviation
I've heard of coaching 1 5 3.80 0.97
I searched some information on the 1 5 2.77 1.18
Internet
I've had conversations about coaching 1 5 2.60 1.17
We had organised coaching 1 5 2.10 1.07
I've seen others coach 1 5 2.42 1.06

Note. Question - How do you see coaching as a form of support? (1 - Strongly disagree / 5 -
Strongly agree).

This is followed by a broader set of statements to determine how respondents see
and understand the usefulness of coaching. We used several statements because we were
interested in the state of coaching in the crisis situation in Slovenia during the pandemic
and it was also a key focus of the research.

It can be seen that the respondents’ opinions on the usefulness of coaching in the
work process are fairly uniform (Table 10), with all scores ranging between 3.5 and 3.9,
indicating a moderate level of agreement with the statements. The respondents were least
likely to agree with the statements that coaching could help them to be more satisfied at
work (M=3.53; SD=0.83) and to see its usefulness in better time management (M=3.53;
SD=0.87). On the other hand, the respondents were most likely to agree with the statement
that coaching could be used to help them in the work process in crisis situations (M=3.90;
SD=0.80).

The factor analysis was conducted on a set of statements to determine how
respondents perceive and understand the usefulness of coaching. First, Bartlett's test of
sphericity and the Kaiser-Meyer-Olkin statistic (KMO) were used to check whether the
data were suitable for analysis. We confirmed (KMO=0.937; Bartlett's test: p<0.001) that
the analysis could be carried out. We extracted 1 factor explaining 64.00% of the variance
of the measured concept. Based on the 12 statements, we constructed a new common
variable, which we call 'perceived usefulness of coaching', where a higher score means a
good perception of the usefulness of coaching and a lower score means a poor perception
of the usefulness of coaching. Finally, the reliability of the construct was checked; the
Cronbach's alpha coefficient was 0.95, indicating excellent reliability of the construct, and
a new variable is created based on all 12 statements.

We confirm the fifth hypothesis, as we have shown that it is true that employees
who perceived a higher utility value of coaching responded more positively to the new
work process. We can conclude that a higher recognition of coaching results in a more
development-oriented work process.

Table 10. Descriptive statistics for the statements on perceived usefulness of coaching

Arithmetic | Standard | FACTORI (t-value
mean deviation of the weight)
With coaching I could 1 5 3.72 0.73 0.84
be more efficient in
my work process
With coaching I could 2 5 3.73 0.71 0.86
be more successful in
the work process

Minimum | Maximum
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.. . Arithmetic | Standard | FACTORI (t-value
Minimum | Maximum .. .
mean deviation of the weight)
With coaching I could 1 5 3.53 0.83 0.81
be more satisfied at
work
With coaching I 1 5 3.75 0.77 0.72
would be able to
prepare myself faster
for new situations in
the work process
Coaching could be 1 5 3.90 0.80 0.75
used as an aid in the
work process in crisis
situations
Coaching could 2 5 3.87 0.77 0.81
help me grow
professionally
Coaching would 1 5 3.68 0.83 0.78
help me with critical
thinking in the
workplace
With better time 1 5 3.53 0.87 0.79
management
With better work 1 5 3.59 0.92 0.74
flexibility
With my efficiency 1 5 3.71 0.84 0.88
With creativity 1 5 3.62 0.95 0.72
With my performance 1 5 3.72 0.83 0.86
Cronbach 0.95
alfa
Intrinsic 8.03
value
% variance 64.00
explained

Note. Question — How true are the following statements to you? Could coaching help you with
any of the problems in the work process? (1 - Completely disagree / 5 — Completely agree).

As part of the fifth research question, we tested the regression model (Table 11). The
independent variables appeared as variables obtained during the analysis and were called
openness to using the Internet in the work process, school leader support during the
pandemic and perception of the usefulness of coaching. We checked which factor is more
important in the work process. If we use the variable 'response to the new work process'
as a dependent variable and perform a regression analysis with the selected independent
variables, we obtain a statistically acceptable model (F(df3)=23.55; p<0.001) with all
characteristic influences of the independent variables. Three independent variables explain
36.20% of the variance of the dependent variable. Based on the standardized regression
coeflicients, we can conclude that openness to using the Internet in the work process is
the most important response to the virtual work process during the pandemic (B beta =
0.49; p<0.001), followed by school leader's support during the pandemic (p beta= 0.18;
p=0.001) and the perception of recognition of coaching during the pandemic (f beta=0.18;
p=0.002). In all cases, we demonstrated a positive statistically significant influence of the
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independent variable on the dependent variable. To the extent that employees were more
open to using the Internet in the work process, they reacted more positively to the new
working conditions during the pandemic. A more positive response was also present in
those where the school leader's support was higher. We also detected a more positive
response to the work process among employees who expressed an opinion about the
higher useful value of coaching during the work process.

Table 11. Descriptive statistics of common variables and regression analysis results

Deperden it | e | St | Sevdeteelcgeson] e |
Responding to a new 3.67 0.59 1.08
work process
Openness to use the web 3.96 0.54 0.49 6.53 |<0.001
in the work process
Leader's support during 2.94 0.78 0.18 2.57 | 0.001
the pandemic
Perception of the 3.32 0.53 0.18 2.46 0.002
usefulness of coaching

Inall cases, we identified a positive statistically significant influence of the independent
variable on the dependent variable. To the extent that employees were more open to
using the Internet in the work process, they reacted more positively to the new working
conditions during the pandemic. A more positive response was also present in those
where the school leader's support was higher. We also detected a more positive response
to the work process among employees who expressed an opinion about the higher useful
value of coaching during the work process. We illustarted the mentioned statements with
a model (Figure 1).

Figure 1. Model for a development-oriented work process; openness to using
the Internet, school leader’s support and the perception of coaching play
the most important role in the response to the new work process
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Discussion

The research found that employees experienced a negative aspect of dealing with the
pandemic in a virtual work environment, especially stress, which is also confirmed by
another study (Galanti, et al., 2021), which found that stress reduced productivity and
motivation. Both studies found that a great deal of flexibility was needed in organizations.
Employees had to look for new approaches, and managers had to support employees in
new work demands in order to avoid stress and burnout.

We also found that the search for information has moved mainly to the Internet,
especially to online applications and social networks, whereby employees have adapted
to new technologies and become more active in the search for new knowledge. The
aforementioned facts are also confirmed by research (Galanti, 2021), which notes that the
use and sale of technologies and software increased due to the unpredictable conditions
associated with the pandemic. Research (Passmore, et al., 2021) also finds that the
pandemic has accelerated the development of online coaching, with the use of online
conversation tools increasing.

Research findings (Galanti, et al., 2021) show that the positive response of employees
to new working conditions is related to productivity and work engagement. Our research
also finds that employees who were more open to using the Internet in the work process
responded more positively to the new working conditions during the pandemic. Another
study (Passmore, et al., 2023) makes a similar claim. The results show that the winners of
the pandemic were those who best knew how to adapt and change the online environment,
or who had the most experience working online.

One of the studies (Wernick et al., 2021) showed that during the pandemic, creating
work opportunities for employees, such as virtual coaching trainings and reflections, is
crucial in the work process. The research (Passmore et al., 2023) also notes that the trend
of coaching has also changed, moving mostly to virtuality. Another study (Galanti, et al.,
2021) confirms that crisis situations require functional tools, such as coaching for remote
work management. In our research, we found that employees in Slovenia have contact
with coaching in the work process, but they know little about it and hardly use it. The
results prove that the recognition of the term coaching is somehow present, but the useful
value of coaching during the work process was less.

As a tool (for crisis situations), coaching has a useful value in various development
processes of a crisis, as a result of a more positive response to work, openness to new
environments of employees and support from the school leader. Here, the most important
thing is the response to the new working conditions, which affects both the openness to
using the Internet in the work process, as well as the school leader s support in the work
process and the perception of the usefulness of the coaching process in crisis situations,
such as a pandemic. In our research, we also proved that among employees who are more
open to using new online technologies with the support of management and recognition
of the greater usefulness of coaching, it leads to a more developed work process.

In one of the studies (Garbe et al., 2020), it was found that the educational space offered
sufficient support to employees during the pandemic. The parents were also satisfied with
this. Our research also confirmed that sschool leader had to look for new approaches
and support employees in new work requirements, because a more positive response was
present among those employees where the school leader's support was higher. In the same
research (Garbe et al., 2020), a major challenge was student motivation, distance learning
effectiveness and learning stress. Our research also showed us the same challenges
faced by employees during the pandemic, namely that the effectiveness of remote work,
motivation and stress at work represented concrete challenges.
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In further research, we want to develop a model of the development work process in
combination with other models that have already been researched, which will require a
more precise integration and in-depth consideration of the development process and the
key factors involved. We want to expand the theoretical concept, and pay special attention
to the transfer of theory into practice, whereby we will place the tool developmentally.
The development tool can contribute to the educational space with more advanced work
strategies and the development of crisis situations.

Conclusions

The purpose of the research was to identify how employees in education reacted
to pandemic crises with leadership for an educational change to remote work and
how the coaching was utilised. Coaching as a leadership toll to enhance development-
oriented work process was examined in the educational context in Slovenia with a focus
to technology integration in pedagogic work. We found that the educational space in a
crisis situation can be developmentally oriented if it includes certain factors. We found
that a positive response to new working conditions is important in the development
process during a crisis situation, and the key factors in this are the openness to using
the Internet and technology support in the work process and the support of the school
leader. The higher useful value of the development tool is also important (in our case of
coaching), which should be given more attention and time in further research. Based
on the obtained results, we found that the connections of the mentioned factors can be
crucial in the preparation and planning of models and strategies for crisis situations. In
the future, we would like to investigate the mentioned factors in more detail. Based on
the aforementioned research, we want to check other models and consider their effective
introduction into pedagogical practice.

We want to offer a strategic tool as a solution and a new trend that will contribute to
more advanced approaches in the educational space. Namely, on the basis of the research,
we can critically judge that the educational space shows the need for development in
Slovenia, but it has not improved in this direction. That is why we are of the opinion
that development and new tools are necessary for this, as well as orientation towards
new management activities and new approaches of organizations. Here, we are referring
primarily to coaching, as a tool of efficiency and effectiveness to technology integration.

The literature on coaching in the educational space in Slovenia are not avalible
however the literature on coaching is rapidly emerging globaly. With our research, we
explored coaching, especially as a development tool in connection with the challenges of a
crisis situation in educational context. Through further in-depth research, by combining
a quantitative and qualitative approach, we will gain a broader insight into the topic
and, based on it, a contribution to practice, resulting in the form of an effective model.
In further research, we want to develop an effective model in accordance with current
theories of crisis situations and coaching as a development tool for leadership in such
circumstances.
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