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Abstract.
BACKGROUND: Organizational changes in the traditional work models demand studies on the management of the so called
“Teleworking”.
OBJECTIVE: This research aims to analyse the teleworking management practices to subside organizations and leaders to
improve their performance and enhance workers quality of life.
METHODS: A survey was carried out with teleworkers to obtain their perception of the analyzed factors, using the survey
monkey tool. The collected data were analyzed using Partial Least Squares – Structural Equation Modeling (PLS-SEM).
RESULTS: The validated model for the practices analysis is composed of the constructs: business management, physical
and people infrastructure, leadership, self-esteem, and job satisfaction. Based on the analysis carried out, it is suggested
that organizations establish organizational telework policies, follow government policies and provide communication and
competence plans. Moreover, it is crucial providing technologies and support to them and develop people management
practices in teleworking. Leaders must provide confidence, a teleworking culture, professional advancement, integration,
well-being, negotiation of goals and a training plan. The teleworker’s satisfaction is due to the sustainability related to the
work model and its choice defined by personal motivation, balance between personal and professional life and a sense of
belonging.
CONCLUSIONS: All variables observed, linked to the constructs and validated, can be considered by managers to improve
human resource management and obtain better productivity results.

Keywords: Remote work, strategic human resource management, quality of life at work

1. Introduction

Organizational changes over the years in large
traditional companies and the development of new
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business opportunities around the world mean that
employees and workplaces are increasingly dis-
persed, geographically distant from headquarters. As
organizations move towards globalization and com-
munication technologies, they accelerate the pace of
change that often uses teleworking to do the job more
effectively and efficiently [1]. Sustainability is a con-
cept related to the objective of preserving the planet’s

ISSN 1051-9815/$35.00 © 2022 – IOS Press. All rights reserved.

CORRECTED P
ROOF

mailto:andreafigueira@id.uff.br


2 A. de S. Figueira et al. / An analysis of teleworking management practices

resources to meet the human needs of this and the
next generations, and teleworking is considered, in
many studies, as a sustainable travel demand man-
agement strategy [2] as an instrument to promote the
environmental sustainability of cities.

Another issue related to teleworking is the human
capital of organizations, particularly strategic pro-
fessionals to maintain their competitive advantage.
Teleworking could provide workers with greater flex-
ibility and control over time and place of work,
helping them to balance work and life [3]. A coun-
terpoint to this argument is observed in the study
by Taskin and Devos [4], which brings teleworking
issues related to intensification of work, social isola-
tion, control and management, which are issues to be
resolved.

New forms of work are defined by their facets in the
ways of working [5] that are: time independence from
the workplace, performance management rather than
management of how employees conduct their work,
free access and use of the organization’s knowledge,
accommodation between professional and private
life and, finally, interaction of physical and mental
health by stimulating the relationship and cooperation
between co-workers.

According to Macêdo et al. [6], teleworking can be
a valuable tool to balance work and family life, which
helps to improve workers’ well-being, however, as
several factors can influence remote work, companies
they must adopt unique strategies that reflect their
specific situation.

These researches and observations have been
developed before the world society has been surprised
by the coronavirus pandemic (COVID-19). This fact
has accelerated the need to adapt the vast majority
of companies to the home office of their workforce.
The trail that the coronavirus has left is one of cau-
tion in the job market and changes in the relationships
between bosses and employees. Donnely and Proctor-
Thomson [7] carried out a study on teleworking in
a post-catastrophe situation. The research refers to
natural disasters that interfere with the nature of the
work and promotes an urgent review of where the
work is done. They present teleworking as a way of
working for regional post-catastrophe situations, pro-
viding a means of ensuring continuity of operations in
an emergency situation. Thus, given this scenario, this
study contributes to the current demands of society by
analyzing the teleworking management practices to
be used to guide organizations and leaders to improve
their performance and enhance workers quality of
life.

2. Theoretical reference

To support this study, all articles related to tele-
working and people management in the SCOPUS and
Web of Science databases were analyzed, without a
cut-off date.

The most recent teleworking studies are related
to flexible work arrangements. The term “flexible
work arrangements” is the category with the high-
est number of occurrences in bibliographic searches.
There are studies that classify new forms of work as
the same as “flexible work arrangements” [8] being
defined as work that is characterized by: flexibility of
time, flexibility of location through the technologies
of information and communication (ICT). The trend
in remote work studies during COVID-19 pandemic
suggest the “flexible work” and “job satisfation” are
highlighted in research on remote work [9].

Higgins et al. [10] researched how these arrange-
ments involve the individual’s home and analyzed
the conflicts between work-family or family-work in
4 different types of flexible work arrangements (the
traditional work regime, compressed work weeks,
flexible hours and teleworking). Conceptually, the
conflict between work and family is bidirectional, and
researchers distinguish between the conflict between
work-family and family-work. When work responsi-
bilities negatively affect the ability to complete family
responsibilities, it is called the work-family conflict.

Another theme to be highlighted are policies,
laws and regulations. Teleworking without regula-
tion becomes a marginal practice [11]. Organizations
that have policies related to teleworking shape the
communication flows of employees and managers. In
contrast, organizations that allowed teleworking only
by exception, that do not value teleworking and with-
out regulatory policies create different performances
for teleworkers [12].

Several themes, in addition to those with greater
occurrences in management of teleworkers, stood
out in scientific research. Articles on the behavior
and attitudes of professionals teleworking analyze
the profile necessary for this type of professional
and how teleworking influences their attitudes [13].
Eligibility and participation in teleworking influence
employees’ attitudes and the different reasons for
non-participation have impacts on behaviors and atti-
tudes [14]. The concept of perceived proximity is
related to teleworking as a means of measuring the
quality of relationships and their results in organiza-
tions. The results show that the perceived proximity (a
cognitive and affective sense of relational proximity)
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and not physical proximity (geographical proximity
measured in kilometers or miles) affects the quality
of the teleworkers’ relationship [15].

Coworking is a new way of thinking about the work
environment, sharing space with office resources,
which brings together self-employed professionals
from different areas and companies in a single loca-
tion, including teleworkers [16]. Cyberslacking is a
concept of counterproductive behaviors with the use
of the internet for purposes unrelated to the com-
pany’s work and time. The study by O’neill et al. [17]
suggests that the teleworker’s personality may be the
way to identify those who can be selected for remote
work or to assist in the development of processes that
reduce cyberslacking opportunities, such as manage-
ment monitoring closer to the daily production of
employees.

The measurement of performance and execution
of teleworking is a scientific research topic related
to teleworking that only appears in recent years in
article databases. They propose performance indica-
tors for teleworking and the result of the study is that
there is an increase in performance value [18]. The
work performance of the teleworker is a matter of
public debate in progress according to Golden and
Gajendran [19] and the results of the studies did not
support negative associations between teleworking
and performance.

The subtopics, below, presented the highest occur-
rences in the theoretical framework related to the
objectives of this research. Thus, they theoretically
support the teleworking people management model.

2.1. Business management

A fundamental issue for organizations is their
human capital, people, specifically strategic profes-
sionals, to maintain their competitive advantage. It is
necessary to retain them and ensure their well-being.
Happy employees are the premise for a successful and
sustainable company [20] and teleworking provides
workers with greater flexibility and control over time
and work place, helping them to balance work and
life [3]. But, there are counterpoints, as observed in
the study by Taskin and Devos [4], which raises out-
standing issues of telework related to intensification
of work, social isolation, control and management,
which are paradoxes to be solved.

According to Belle et al. [21], teleworkers, espe-
cially those of high intensity, are concerned with
belonging to the organization and want to feel
included. The main thing for the belonging to hap-

pen is that the teleworker is always invited, by
the leadership and organization, to participate and
learn. Confidence building and continuous commu-
nication are important, as well as the recognition and
reward that stimulate teleworkers’ professional devel-
opment. When such actions do not occur, a feeling of
social isolation is generated, the opposite of belong-
ing.

The insufficient provision of organizational social
support reduces job satisfaction and increases psy-
chological tension, due to the social isolation
resulting from teleworking [22].

2.2. Infrastruture

Bentley et al. [22] found that organizational social
support has been positively related to job satisfaction
and negatively related to psychological tension. The
result was that organizational social support and tele-
worker support have been associated with increased
job satisfaction and reduced psychological stress.
These findings suggest that it is important to provide
support and organizational support to the teleworker
to improve the fit of the teleworker-environment and
thus ensure desirable telework results.

The leadership’s commitment to teleworking and
a performance-oriented culture are important for the
satisfaction of teleworkers. Such performance orien-
tation and defined policies play significant roles in
increasing teleworker satisfaction [23].

2.3. Leadership

It is observed in the literature that it is essen-
tial to pay attention to the role of leadership in
the career and development of teleworkers. Char-
alampous et al. [24] identify practical implications
for the teleworker’s welfare dimensions, such as:
granting autonomy to individuals and avoiding micro
management; convey the feeling of trust; encourage
good communications; plan goals for the teleworker
so that projects are completed on time; and keeping
teleworkers informed about career opportunities to
alleviate concerns about career advancement result-
ing from a physical absence at the headquarters
location. Thus, the leadership must be broad, going
beyond the establishment of goals and deadlines.

Organizations that adopt teleworking may present
resistance to the flexible work arrangement format,
in all positions and functions of employees. It is
necessary that the attitude of leaders and supervi-
sors towards teleworking in their teams is determined
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in their organizational guidelines. Companies with
teleworking policies have the best results to remedy
negative attitudes of supervisors towards telework-
ing. [25]. According to Martin [26], companies need
strategies to adopt teleworking because there is a dif-
ficulty in changing and losing the status quo. Many
employees can express a willingness to telework, but
few companies seek this modality.

2.4. Self-esteem

Charalampous et al. [24] suggest that teleworking
presents positive results in relation to the well-being
of remote workers. However, the research indicates
that there are some negative aspects such as social
and professional isolation, and perceived threats to
professional advancement.

Advancement in teleworking career can be affected
by your skills and behaviors. According to Nordbäck
et al. [12], organizations that do not value telework-
ing and without regulatory policies create different
performances for teleworkers. The performance of
teleworkers was analyzed by Golden and Schoenleber
[13] who identified a specific and necessary profile
for these professionals, as an example, people with
a relational profile who do not develop professional
demands with the same intensity and quality when
they work with their teams in person.

2.5. Job satisfaction

The feelings stress and burnout continue to be high
for teachers during the COVID-19 pandemic. Most
of them feel very ou extremely stressed. They are
struggled to have a satisfactory work-family balance
[27].

Vacherand-Revel et al. [28] researched the way
in which teleworking redistributes work balance and
suggest that the implementation of teleworking in
companies requires an awareness of the multiple
dimensions that will be affected. Working at a dis-
tance reconfigures the balance between professional
and private life, induces an evolution in the relation-
ships between colleagues and those with managers, as
identified in the research. Higgins et al. [10] suggest
that organizations select employees with an adequate
profile for teleworking and prepare them to assume
this responsibility in the organization as it is a pro-
cess that involves the individual’s home and conflicts
between work-family or family-work.

The feeling of social isolation has consequences
for advancing professional life and setting goals.

According to Kwon and Jeon [23], for a success-
ful teleworking program, leaders, managers and
supervisors must provide consistent and substantial
information to support teleworkers. The authors sug-
gest that it is necessary to develop legal and political
guidelines that encourage cooperation, collaboration
and virtual interactions with and between telework-
ers, as they can easily feel isolated, due to the lack
of interaction with co-workers. Establishing cultural
norms is desirable in the workplace, cultivating a
high-performance policy. When teleworkers become
aware of such cultural norms in the workplace and
there is an effort by the leadership to assess their
performance accurately and objectively, it makes the
expectation of managing their performance clear.

3. Methodological procedures

The nature of the research can be classified as
applied and exploratory, using mixed methods, where
quantitative and qualitative data are collected sequen-
tially or simultaneously in a single study [29].

A bibliographic survey has been carried out with
the keyword “teleworking” associated with the issues
addressed in this study: feeling of isolation from the
teleworker, perception of support from the organiza-
tion, perception of threat to career growth, perception
of balance between personal and professional life
with the teleworking and teleworking time. Subse-
quently, the questionnaire has been applied to the
target audience, in which the statements have been
measured with a Likert scale of five scores, as shown
in Fig. 1. All questions have also been composed by
the comment field. This field was optional in order to
expand the space for respondents to freely comment
on each item.

It should be noted that for a better understanding
of the respondent, questions of demographic char-
acteristics have been added, before the statements of
the variables. The strategy used to send the final ques-
tionnaire was to send the survey to the target audience
professionals, through the survey monkey system. It
has been used the Linkedin relationship network.

The questionnaire has been made available from
18 November 2019 to 9 January 2020 for groups and
directly for professional Linkedin users who work in
teleworking with a total of more than 700 profession-
als. These professionals were selected for working in
flexible work arrangements, with an emphasis on tele-
working and being linked to companies or other types
of organizations. Geographically, the research was
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Fig. 1. Questionnaire evaluation scale.

limited to companies operating in Brazil that include
teleworkers. The research was carried out before the
WHO declaration of the COVID-19 pandemic.

From the 700 questionnaires sent, 133 question-
aires were received, presenting a response rate of
19%. Despite we received 133 questionnaires, just
92 were completely answered and, therefore, were
considered in the analysis. According to Hair et al.
[30], G*Power software can be used to evaluate the
sample size required to run PLS-SEM and this anal-
ysis was conducted in this research to validate the
number of respondents.

The questionnaire to investigate the people man-
agement models in companies that adopt telework
and to identify the gaps in these models was designed
to be answered online by teleworkers in operation.
The 27 statements that made up the questionnaire
were based on the themes raised in the systematic
literature review. This questionnaire was constructed
based on bibliographical research and on the identi-
fied result of semi-structured interviews carried out
with professionals working in telework.

For data analysis, Partial Least Squares-Structural
Equation Modeling (PLS-SEM) was used. As high-
lighted by Law and Fong [31] and Hair et al. [30],
PLS-SEM is a robust modeling method useful for
exploratory analysis. The aim of PLS-SEM is “to
estimate the path relationships in the model with the
objective of minimizing the error terms (i.e., the resid-
ual variance) of the endogenous constructs”[30]. The
validation through PLS-SEM presented in this study
was performed according to the guidelines of Ringle
et al. [32], Hair et al. [30], Cohen [33] and Chin [34].
A similar analysis procedures was used in Rampasso
et al. [35].

The first step is composed by defining a theoretical
model to be tested [32]. Based on the literature and
debates among the authors, a first theoretical model
was established. After it, it is necessary to define the
minimum sample size required to validte the model.
As proposed by Hair et al. [30], the G*Power software
was used to calculate it. For this, statistical power of
80% and effect size of 0.15 were used.

The software used to run PLS-SEM was the Smart-
PLS 2.0 (step 3). For this, the following information

was used as input: Path Weighting Scheme, value
of 1 for variance and zero for mean, 300 as the
maximum number of interactions for model conver-
gence; and 0.00001 as the criterion of calculations
stopping. Runing PLS-Algorithm enabled the analy-
sis of Average Variance Extracted (AVE), Composite
Reliability, R Square, Cronbachs Alpha, and Cross
Loadings. AVE analysis (step 4) is used to verify con-
vergent validity. AVE values must be higher than 0.5
[30, 32].

The fifth step is dedicated to the internal consis-
tency analysis. For this, the values of Composite
Reliability and Cronbachs Alpha are evaluated. Com-
posite Reliability should present values higher than
0.70 and Cronbachs Alpha should have values higher
than 0.60 [30, 32].

Discriminant validity is evaluated in the sixth step,
through Cross Loadings analysis. In this analysis, the
main goal is to verify if observed variables are cor-
rectly allocated. For this, their outer loadings should
be higher in their own constructs than in the others
[32, 34].

In the seventh step, the coefficients of determina-
tion should be analyzed. For this, the values of R
square 0.02, 0.13 and 0.26 are considered of small,
medium and large effect, respectively [32, 33]. For
linear correlations and regressions analyses (step 8),
bootstrapping should be runned and t-student values
need to be higher than 1.96 (p-value ≥ 0.05) to be
validated [30].

Finally, in the step nine, redundancy (Q2) and
communality or effect size (f2) values should be con-
sidered. For the first, values higher than zero are
considered valid, while for the second, 0.02, 0.15 and
0.35 are small, medium and large, respectively [32].

4. Results

Based on the literature, it was proposed a first theo-
retical model to be validated through PLS-SEM. The
analyzed variables were divided into five constructs,
as presented in Fig. 2. The constructs proposed are:
Business management, Infrastructure, Job satisfac-
tion, Leadership, and Self-esteem.
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Fig. 2. Theoretical model proposed.

Fig. 3. Model validated through PLS-SEM.

Before starting PLS-SEM analysis, the sample size
was evaluated. For a statistical power of 80% and
the parameters mentioned by Hair et al. [30], the
proposed model needs 68 respondents. Considering
the sample obtained (92 respondents), the statistical
power is 91.53%.

Analyzing this model with PLS-SEM, the first step
taken was running PLS-Algorithm. In AVE analy-
sis, four of the five constructs presented AVEs lower
than 0.5. Thus, the observed variables with the low-
est outer loadings were removed, one by one, until

all constructs present AVEs greater than 0.5. The fol-
lowing observed variables were removed: A 17, A 9,
A 15, A 25, A 11, A 24, A 4, A 13, and A 23.

After excluding these variables from the model,
it was possible to validate the model presented in
the Fig. 2. In this Fig. 3, it is also presented the
outer loadings and path coefficients of this model.
In the sequence, the steps used for this validation are
detailed.

After running PLS-Algorithm, the first item to be
evaluated is constructs’ AVEs (step 4). As it can be
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Table 1
Quality criteria

Constructs AVE Composite reliability R square Cronbachs Alpha

Business management 0.576 0.836 – 0.732
Infrastructure 0.661 0.854 0.342 0.751
Job satisfaction 0.537 0.822 0.202 0.712
Leadership 0.590 0.811 0.161 0.651
Self-esteem 0.582 0.846 0.298 0.762

Table 2
Cross-loadings analysis

Infrastructure Self-esteem Leadership Jobsatisfaction Business
Management

A 1 0.765817 0.191549 0.119645 0.131328 0.286602

A 2 0.89243 0.433549 0.16573 0.357597 0.567294

A 3 0.775487 0.313842 0.457687 0.276878 0.494125

A 10 0.343959 0.80473 0.456835 0.346416 0.472721

A 20 0.341696 0.816649 0.462819 0.418674 0.386167

A 26 0.213175 0.613119 0.173057 0.28545 0.483897

A 27 0.338631 0.798331 0.245685 0.297786 0.378312

A 12 0.186213 0.30532 0.673825 0.193834 0.259057

A 14 0.311516 0.371867 0.803141 0.347789 0.306821

A 22 0.225281 0.396072 0.819064 0.393358 0.352084

A 18 0.207247 0.307563 0.260648 0.692189 0.369647

A 19 0.249853 0.335332 0.306217 0.796308 0.274856

A 21 0.200103 0.3716 0.381114 0.754234 0.340055

A 5 0.360628 0.294978 0.255557 0.682458 0.365835

A 6 0.519091 0.410459 0.265936 0.400008 0.882578

A 7 0.56954 0.425182 0.214546 0.374259 0.877864

A 8 0.156492 0.169266 0.282323 0.267591 0.419385

A 16 0.430544 0.575185 0.466659 0.342669 0.759932

verified in Table 1, the validated model presents all
AVEs higher than 0.5. This table also presents the
values of Composite reliability, Cronbachs alpha and
R Square. All values of Composite reliability are
higher than 0.70 and all values of Cronbachs alpha are
higher than 0.60, validating the internal consistency
of the proposed model. Regarding R Square values,
as emphasized by Rampasso et al. [35], only endoge-
nous construct analysis is justified. This is the reason
for not calculating the R Square of “Business man-
agement construct”. The other constructs presented
values ranging from medium to large effect.

Table 2 shows the adequacy of variables allocation,
since all outer loadings presented the highest values
in their own constructs, as required in Chin [34]. As it
can be verified in Fig. 4, the step 8 was also validated,
since all t-student values are higher than 1.96 [30].

Regarding the values of redundancy and commu-
nality (Table 3), it is observed that all constructs were
validated for redundancy and communality. Regard-
ing constructs size effects, only Leadership presented

a small effect; all the other constructs presented
medium effects.

The model resulting from the PLS-SEM approach,
suggests a relationship between five factors related
to teleworking management including professional
achievement and self-esteem. These last two have
been identified as related to labor productivity. The
constructs suggested after the qualitative analysis of
the appropriate organization of the variables were:
business management, as the most comprehensive
for management; the physical and people infrastruc-
ture, as a basis for the development of the activities
required in teleworking; leadership as a motivating
construct for achieving relevant results; self-esteem
as a result of the balance and execution of the
previous constructs and, finally, professional fulfill-
ment, which must be sought and maintained as a
way of retaining the human capital of organizations.
Each construct described above is composed of vari-
ables from bibliographic research. The data were
obtained from the questionnaires submitted to the sur-
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Fig. 4. T-student values obtained from Bootstrapping of SmartPLS.

Table 3
Redundancy and communality values

Constructs Redundancy Communality

Business Management 0.305 0.305
Infrastructure 0.176 0.194
Jobsatisfaction 0.089 0.225
Leadership 0.078 0.112
Self-esteem 0.150 0.277

vey respondents. Next, the theoretical support of the
results obtained in the modeling is presented.

4.1. Business management

The business management construct is composed
of 4 variables that refer to organizational policies,
government policies, communication and compe-
tences.

4.1.1. Variable A 6: There are structured
teleworking policies in your company

The result of this variable confirmed the scientific
literature that points out the need for structured tele-
working policies in companies. According to Bentley
et al. [22] the benefits of teleworking for organiza-
tions are greater insofar as they support teleworkers
and contemplate such practices in organizational
policies and practices. The data were obtained from
teleworkers from companies operating in Brazil,
where teleworking was not disseminated before the

coronavirus pandemic. This information is relevant
because, according to Peters and Den Dulk [36],
national culture is the factor that has a global impact
on the entire teleworking process because govern-
ment policies vary between national cultures.

4.1.2. Variable A 7: Government telework laws,
regulations and policies are reflected in
my company

The behavior of this variable, in this study, has not
shown itself aligned with the researched literature.
Studies point out that there are problems and flaws
regarding government regulations on telework. For
Tedeev [37] teleworking is one of the most effec-
tive ways to increase the profitability of the business,
however, despite the legislative regulations developed
for teleworking, many problems remain unsolved. As
a result, standards of protection for labor rights are
declining for remote workers compared to traditional
workers. Hynes [11] reinforces this understanding of
teleworking policies and affirms that remote work
continues to be unexplored, both as an environmen-
tal tool, as a positive economic and social option, and
in need of policies. He maintains that teleworking
without regulation becomes a marginal practice.

A possible justification for the non-alignment of
this variable with the literature could be the fact that
the majority of respondents act by teleworking in a
hybrid way, without the need to be submitted to the
teleworking laws and regulations.
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4.1.3. Variable A 8: Communication with my
manager takes place on a regular basis

For Bueno [38], teleworkers’ management should
be based on regular communication between manager
and subordinate as the main factor to ensure good
management. Regular communication is a determin-
ing factor for the good management of teleworkers.

4.1.4. Variable A 16: My organization has been
defining the competences and behaviors
necessary for teleworking

Teleworking is a regime that transfers respon-
sibility and risks to the teleworker, and modifies
the management function in terms of supervision,
expectations and relationships. For this reason, com-
panies must have defined the skills and behaviors
necessary for teleworking. Professionals with an indi-
vidual profile are able to manage their own careers.
It is a profile aimed at flexibility, autonomy, self-
management, responsibility and effectiveness [4].

4.2. Physical and people infrastructure

The physical infrastructure and people construct
is composed of 3 variables related to technologies,
support of technologies and people management
practices.

4.2.1. Variable A 1: I have the necessary
technologies to telework

The literature points out that technology is intrin-
sic to teleworking and it is necessary to have the
necessary technologies for teleworking to happen.
For Allen et al. [39] information and communication
technology tools are needed to interact with other
people inside and outside their main office during
telework periods. The results are negative in telework
management when problems with technology occur
[1].

4.2.2. Variable A 2: I receive the necessary IT
support from my company

In addition to having technologies, the studies
claim that companies should provide IT support to
teleworkers. Beno [16] suggests that companies, in
their management of teleworkers, offer support, com-
munication tools and guidelines for proper use, with
the objective of promoting effective communication
on a daily basis. Siha and Monroe [40] consider infor-
mation technology support one of the leading factors
in the implementation of remote work, as they provide

positive results such as regulatory compliance, pos-
itive environmental impact, higher productivity and
less cost for organizations and, also, more satisfaction
of the workers.

4.2.3. Variable A 3: My company’s management
practices are adjusted to the teleworker

The theoretical foundation on teleworking people
management practices indicates the lack of atten-
tion on elements such as well-being, communication
and culture. Charalampous et al. [24] suggest that
teleworkers’ management act on the dimensions of
well-being and that studies on the management of
more effective teleworking attitudes and policies are
needed. For Montreuil and Lippel [41] telework-
ing at home is generally seen by workers as having
a positive effect on their health, although potential
problems arising from the design of the workstation,
long hours and isolation have been identified. The
human factor is an important part in the implemen-
tation of flexible work practices [42], variables such
as physical space require measurement and evalua-
tion before the decision-making of adoption and work
implementation.

4.3. Leadership

The leadership construct is composed of 3 vari-
ables related to trust, culture of teleworking and
professional advancement.

4.3.1. Variable A 12: My manager trusts me
Managers opt for teleworkers who show reliabil-

ity and credibility, delivering the results that have
been negotiated [16]. Reinforcing this understanding,
Ipsen et al. [1] identified that, when there is distrust
in the relationship between leader and team mem-
ber, the results of telework are negative and affect the
behavior of both.

4.3.2. Variable A 14: Working remotely is
considered positive by my managers

Certain groups of teleworkers can be affected by
negative aspects, specifically the disadvantage of
reduced visibility due to the distance from the leader
and insecurity regarding career development [43].
When the company does not have teleworking in its
organizational culture, when adopting this regime,
there are effects on the leadership that perceives loss
of hierarchical power and can privilege employees
who remain in the traditional work regime [44]. There
are effects of teleworking on those professionals who
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remain in the office, the non-teleworkers in the orga-
nization, who feel unworthy and cause difficulties in
the relationship with teleworkers and leaders [45].

4.3.3. Variable A 22: My professional
advancement is not threatened by being a
teleworker

The teleworker’s professional and career advance-
ment must be guaranteed by the leader. According
to Illegems and Verbeke [44], when people manage-
ment practices are broad, the effects of telework on
job satisfaction result in a positive experience and
confidence in people management. When they are not
broad, the effects are negative, causing a lack of pro-
motion, inadequacy of ICT, negative direct leadership
relationships, lack of social and professional interac-
tion, generating distrust and negative perceptions.

4.4. Self-esteem

The self-esteem construct has 4 related variables:
integration, well-being, negotiation of goals and pro-
fessional development plan.

4.4.1. Variable A 10: My leadership acts in my
professional and social integration

This variable confirms the theoretical basis on
the need for leadership to act in the integration of
teleworkers. Maruyama and Tietze [43] state that
companies’ people management should focus on
teleworkers to adopt remote work, to ensure the
integration of mechanisms and systems that align
teleworkers’ knowledge, productivity and aspirations
with goals and organizational targets, ensuring pro-
fessional integration.

These new ways of working are defined, according
to Gerards et al. [5], for facets such as: indepen-
dence of time and place of work, management of
performance instead of management of how employ-
ees conduct their work, free access and use of the
organization’s knowledge, accommodation between
professional and private life and, finally, physical
health and mental interaction by stimulating coop-
eration between co-workers.

4.4.2. Variable A 20: My organization provides
social support to support my well-being

It is suggested that organizations should make a
selection of employees with an adequate profile for
teleworking and prepare them to assume this respon-
sibility in the organization as it is a process that
involves the individual’s home and conflicts between

work-family or family-work [10]. The role of social
support that the organization provides to telework-
ers, referring to the well-being, should be in reducing
psychological exhaustion and in improving job satis-
faction [22]. Researchers suggest that future studies
will incorporate a greater variety of teleworkers,
including issues such as personality traits, culture
and organizational climate of organizations that adopt
teleworking. Advanced research methods are nec-
essary to maintain the theoretical advance on how
to implement and manage more effective telework-
ing attitudes and policies for maintaining well-being
[24].

4.4.3. Variable A 26: I have goals and / or
indicators established and negotiated
periodically with the leadership / company

According to Beno [16], studies on the manage-
ment of teleworkers point out that communication
requires feedback and performance monitoring
requires challenging goals so that teleworkers have
visibility in delivering negotiated results. Arso et al.
[18] reinforce that there is an increase in performance
value when there are indicators. As a counterpoint,
Golden and Gajendran [19] suggest that the tele-
worker’s performance is a matter of an ongoing
public debate and that the results of the studies
did not support associations between telework and
performance.

4.4.4. Variable A 27: I have a training plan
negotiated with my leadership / company

This variable confirms the result of the literature.
Illegems and Verbeke [44] identified that people man-
agement practices that encompass the development
of skills and knowledge cause positive effects in the
adoption of telework in companies. Like Pérez et al.
[46] who suggest that telework management occurs
with the technology management integration, innova-
tion and knowledge, and that the adoption of telework
in companies is related to variables that influence
the company’s strategy, such as employee training
programs.

4.5. Professional achievement

The professional achievement construct has 4 vari-
ables related to sustainability, personal motivation,
balance between personal and professional life, and
belonging.
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4.5.1. Variable A 5: I consider teleworking to be
a green innovation, a positive option for
the society and the economy

Part of the literature suggests that the Brazilian
teleworkers recognize that they can contribute to the
improvement of environmental conditions. Accord-
ing to Riggs [47], teleworking is a sustainable strategy
that overcomes the issue of “green” innovation as it is
an attraction for human capital. However, this result
is a counterpoint to the studies by Hynes [11] and
Rietveld [48], who claim that teleworking remains
unexplored as an environmental tool, as well as a pos-
itive economic and social option for the future. To be
successful, changes are needed in the internal orga-
nization of companies, in the social responsibility of
companies and in the lifestyles and activity patterns
of workers [48].

4.5.2. Variable A 18: Work remotely for
personal motivation

Bailey and Kurland [49] identified two types
of motivation: individual and organizational. The
main individual motivational issues raised were that
women want to provide assistance to young children
and workers in general want to avoid long trips to the
office. Illegems and Verbeke [44] indicate telework-
ing as a preference of employees not to change their
private residence in case relocation office. Peisert [20]
proposed telework as a retention tool, which can bring
satisfaction to employees. Therefore, it would be the
best way to provide support to employees, especially
those with young children or those who need to orga-
nize family life.

4.5.3. Variable A 19: Teleworking gives me a
balance between personal and
professional life

Studies state that there is a positive impact of tele-
working in gaining flexibility and balance in personal
and professional life [44]. According to Hislop and
Axtell [50], the limits of time and spatial mobility
affected the balance between work and personal life,
thus, teleworkers who stay entirely at home have more
positive results of balance than the types of partial
telework. Macêdo et al. [6] showed that telework
can be a valuable, but not infallible, tool to bal-
ance work and family life, helping to distribute work
more equitably among couples and improve their
well-being.

4.5.4. Variable A 21: I do not have the feeling
that I am isolated socially and
professionally

This variable corroborates the literature in its cal-
culation, indicating that the researched group does
not suffer negative impacts related to isolation. For
Maruyama and Tietze [43] certain groups of tele-
workers may be affected by negative results of social
and professional isolation, which are, specifically, the
reduced visibility of leadership and peers, and the
lack or reduction of career development. According
to Bentley et al. [22], the negative results of work iso-
lation and work-related stress are a risk to the results
and the continuity of telework.

For Taskin and Devos [4], teleworking, being a
flexible work arrangement, meets the demands of
employees and the employer, however, it brings
issues related to intensification of work, social iso-
lation, control and management. Charalampous et al.
[24] corroborate the other studies stating that social
and professional isolation in remote teleworking are
potential threats to the well-being of employees of
organizations adopting this regime.

In the case of this research, the workers surveyed
mostly worked in a hybrid way, suggesting that this
modality contributes to the non-feeling of isolation.
In the case of integral teleworking, new research
should be carried out.

4.6. People practices in a teleworking regime

Based on the results presented in this study, a pro-
posal for strategic people management practices in
teleworking was elaborated, presented in Table 4.
Based on the analysis of the modeling of con-
structs and variables, such practices are suggested
for organizations and leaders to meet the demands
and requirements for the adoption and maintenance
of teleworking, as well as the quality of life of pro-
fessionals working remotely.

5. Conclusion

This research addressed the teleworking manage-
ment practices to better understand how organizations
and leaders can have better results from this modality
of work.

The results show that companies consider govern-
mental laws in their management practices, however
the literature indicates that governments lack regula-
tions that support the issues of teleworkers. Probably
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Table 4
Proposal of people management practices in a teleworking regime

Practices Constructs

Have structured policies in the company for teleworking Business management
Align your policies with laws, regulations and government policies
Establish a clear and intense communication plan
Having defined the criteria and profile of the teleworker for adopting remote work
Have management practices adjusted to the teleworker Physical and people

infrastructureProvide the information and communication technologies necessary for teleworkers
Provide ICT support to teleworkers
Maintaining a relationship of trust between teleworkers and leaders Leadership
Establish simultaneous and similar career advancement and promotion programs for teleworkers and
non-teleworkers
Align the quality of life at work program with the teleworker Self-esteem
Establish social and professional integration program
Set performance goals
Establish training and development plans
Align the company’s Social Responsibility with telework Professional

achievementRecognize the professional with the offer of teleworking
Consider the specific needs of employees who need to balance their personal and professional lives
order to adopt telework

the labor contracts of the respondents were based on
traditional labor laws, since the majority acted in a
hybrid way, before the pandemic.

Presenting the technologies, presenting IT sup-
port, establishing a relationship of trust, executing
an equal treatment between traditional and remote
workers, and ensuring that professional growth is not
threatened by the teleworking. Indeed, it can pro-
vide self-esteem. These actions can be generated by
the synergy of business management that supports
the technological infrastructure and people acting
together with the leadership.

The teleworker’s self-esteem occurs when the
organization and leaders establish training goals and
plans, support professional and social well-being and
integration, ultimately generating the professional
fulfillment that occurs when teleworking is a personal
choice, provides a balance between personal and pro-
fessional life, is perceived as sustainable and does not
generate the feeling of social isolation.

All of these variables must be considered by man-
agers when adapting new management practices,
since new needs arose during the coronavirus pan-
demic and the return-to-work activities will probably
be based on the transformation of traditional models
for teleworking. The suggestion is that organizations
and leaders adopt teleworking management practices
to obtain positive results in their performance with
efficiency and effectiveness, as well as to provide
quality of life at work.

The use of a non-probabilistic sample should be
mentioned as a limitation of this study. However,
respondents were selected based on their experi-

ence and knowledge to answer about the analyzed
issues.

The current scenario of COVID-19 pandemic
emphasized the importance of companies to better
prepare their employees to work from home and to
enhance their efficiency when working in this mode.
In this sense, the findings of this research can greatly
contribute with companies to improve their human
resource management and for future studies, that can
use these findings to develop a roadmap to guide com-
panies in the transition for this mode of work or in
the improvement of it.
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[6] De Macêdo TAM, Cabral ELDS, Silva Castro WR, De
Souza Junior CC, Da Costa Junior JF, Pedrosa FM, et
al. Ergonomics and telework: A systematic review. Work.
2020;66:777-88. https://doi.org/10.3233/WOR-203224

[7] Donnelly N, Proctor-Thomson SB. Disrupted work: Home-
based teleworking (HbTW) in the aftermath of a natural
disaster. New Technol Work Employ. 2015;30:47-61.
https://doi.org/10.1111/ntwe.12040

[8] Van Steenbergen EF, van der Ven C, Peeters MCW, Taris
TW. Transitioning Towards New Ways of Working: Do
Job Demands, Job Resources, Burnout, and Engagement
Change? Psychol Rep. 2018;121:736-66. https://doi.org/
10.1177/0033294117740134

[9] Rampasso IS, Santana M, Serafim MP, Dibbern T,
Rodrigues EA, Filho WL, et al. Trends in remote work:
A science mapping study. Work. 2022:1-10. https://doi.org/
10.3233/WOR-210912

[10] Higgins C, Duxbury L, Julien M. The relationship between
work arrangements and work-family conflict. Work.
2014;48:69-81. https://doi.org/10.3233/WOR-141859

[11] Hynes M. Telework Isn’t working: A policy review. Econ
Soc Rev (Irel). 2014;45:579-602.
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da literatura. Espacios. 2017;38.

[43] Maruyama T, Tietze S. From anxiety to assurance: con-
cerns and outcomes of telework. Pers Rev. 2012;41:450-69.
https://doi.org/10.1108/00483481211229375

[44] Illegems V, Verbeke A. Telework: What does it mean
for management? Long Range Plann. 2004;37:319-34.
https://doi.org/10.1016/j.lrp.2004.03.004

[45] Golden T. Co-workers who telework and the impact on
those in the office: Understanding the implications of vir-
tual work for co-worker satisfaction and turnover intentions.
Hum Relations. 2007;60:1641-67. https://doi.org/10.1177/
0018726707084303
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