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Abstract:
The modern workforce is undergoing a significant transformation driven by the widespread
adoption of remote and hybrid work models. This study investigates the preferences, experiences,
and impacts of remote work on engagement and relationships with colleagues among
professionals. Drawing on a quantitative methodology, data were collected through an online
questionnaire survey from 211 participants between January and March 2024. The findings reveal a
strong preference for remote work, particularly among younger generations, highlighting a growing
desire for autonomy, flexibility, and work-life balance. While a substantial proportion of participants
reported positive impacts of remote work on relationships with colleagues and engagement,
challenges such as communication difficulties and feelings of isolation were also identified.
Sociodemographic factors, including age, nationality, and current work model, were found to
influence preferences for remote work and perceptions of engagement. The study underscores the
importance of proactive measures to address challenges and foster a supportive remote work
culture, emphasizing the need for communication, collaboration, and employee well-being
initiatives. Overall, remote and hybrid work models offer undeniable advantages, but organizations
must prioritize strategies to optimize their implementation and ensure the sustained engagement
of their workforce in a rapidly evolving work landscape.
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1. Introduction 

Work has always been part of the human experience, adapting over time to the needs and 

opportunities that arise. Today, we find ourselves in an era where technologies have reached an 

unprecedented level of development. In this context, we are witnessing a crucial alliance between 

Information and Communication Technologies (ICT) and the labor market. This union has led to a 

profound transformation in the nature of work, giving rise to new forms of employment and work. 

At the epicenter of these changes are hybrid and remote work. The implementation of these 

working arrangements has taken on particular prominence, with numerous companies adopting 

such working models. Remote work is gaining popularity in companies and is being adopted as a 

strategy to attract and retain talent (Cristina, 2021).  

The rise of these two forms of work, remote and hybrid, has profoundly changed organizational 

dynamics. This innovative context not only reshapes the way organizations operate, but also 

directly impacts critical dimensions such as engagement and teams‘ relationships, determining 

new contours for the interaction between employees and their organizations (Schaufeli & Bakker, 

2004).  

Thus, this study aimed to explore the intricate interplay between these emerging work paradigms 

and critical dimensions such as impacts on relationships with colleagues and engagement, within 

the framework of organizational dynamics and socio-demographic factors. 

2. Theorethical framework 

2.1. The rise of new working models 

The growing volatility in the job market has led to significant adaptations by organizations, with 

many fully embracing remote work while others prefer to adopt a hybrid work model. Hybrid work 

combines remote work with conventional office work, meaning it is performed both remotely and 

on-site at the organization's premises. Remote work can be applied by companies on a full-time 

or part-time basis (Carrasco-Garrido et al., 2023). Part-time remote work, or hybrid work, means 

employees can choose to work from home on some days of the week and be physically present 

in the office on others as mobile workers (Silva, 2021).  

The terminology of remote work represents the work carried out from a location other than the 

organization's physical facilities while the employee remains connected to the company's 

computer systems through modern information and telecommunications technologies (Aguilera et 

al., 2016). Remote work is an inherent reality of today's working life (Lippe & Lippényi, 2019). 

The hybrid work model represents an innovative approach that seeks to integrate the best 

aspects of office environments and remote work. This model aims to optimize employees' 

workweek by distinguishing activities more suitable for in-person settings, such as meetings and 

training, to be held on office days, and more individual tasks, such as reading and programming, 

on remote workdays (Bloom et al., 2022).  

In a time where digital transformation becomes a primary focus for organizations, the adoption of 

a hybrid work model emerges as a viable solution that reconciles individuals' desire to continue 

with remote work while ensuring no financial loss for the organization or negative impacts on 

workforce productivity and motivation (Grzegorczyk et al., 2021). 
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2.1 Advantages and Challenges of the new working models 

Remote work and hybrid work models come with their own set of advantages and challenges for 

both employers and employees.  

Concerning benefits, it can be highlighted, firstly, the possibility of costs saving (Silva, 2021), due 

to the fact that remote work eliminates the need for commuting, reducing transportation costs for 

employees and lowering overhead costs for employers. With this, comes another benefit: a 

reduced environmental impact (Bloom et al., 2022), as remote work reduces the carbon footprint 

associated with commuting and office operations, contributing to environmental sustainability. 

Another benefit is the prospect of increased productivity (Bloom et al., 2022), once there are 

fewer distractions in a remote work environment and workers can personalize their working space 

with the settings that suits their needs better. Further, it can be identified an improved Work-Life 

Balance among remote and hybrid workers (Grzegorczyk et al., 2021). Mainly, these working 

models allow employees to better balance their work and personal lives, leading to higher job 

satisfaction and reduced burnout.  

Regarding the companies, remote work enables employers to hire talent from anywhere in the 

world, increasing diversity and access to specialized skills (Kranc, 2023).  

When it comes to identify the advantages of these working models, it is important to stand out 

that hybrid work combines the benefits of remote work with the returns of in-person teamwork. 

First, there is the increased flexibility, where employees have the opportunity to choose when and 

where they work, allowing them to tailor their schedules to their individual preferences and needs 

(Blomm et al., 2022). Additionally, hybrid work allows employees to benefit from social interaction 

and collaboration in the office while still enjoying the flexibility and autonomy of remote work 

(Kranc, 2023).  

On the other hand, and despite its benefits, these working models also present several 

challenges. Primarily, remote work can hinder communication and collaboration among team 

members, leading to misunderstandings and decreased teamwork (Gosnell, 2020). Besides, and 

nonetheless work-life balance was pointed as an advantage, remote work blurs the boundary 

between work and personal life, making it difficult for employees to disconnect and leading to 

potential burnout (Grzegorczyk et al., 2021). Also, there is a greater chance for these workers to 

experience isolation and loneliness, once they don’t develop social interactions at the office 

environment (Sahut & Lissillour, 2023). In terms of technical issues, remote work relies heavily on 

technology, and technical issues such as internet outages and software glitches can disrupt 

productivity (Tavares et al., 2020).  

Concerning hybrid work, it also presents its own set of challenges. On the perspective of the 

companies, hybrid work requires employers to navigate the complexities of managing a workforce 

that is split between remote and in-person work, including scheduling, communication, and 

collaboration (Gosnell, 2020). Consequently, issues regarding equitable treatment can arise: if not 

implemented fairly, some employees can feel disadvantaged compared to their remote or in-office 

counterparts (Sahut & Lissillour, 2023), creating feelings of resentment and inequality among 

teams. This leads to additional challenges concerning the Organizational Culture, since it is more 

challenging to maintain a strong company culture and sense of belonging among employees, 

particularly if remote workers feel disconnected from the organization (Tavares et al., 2020). 

Finally, hybrid work requires robust infrastructure and technology to support seamless 
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communication and collaboration between remote and in-office workers, which can be costly and 

complex to implement (Blomm et al., 2022). 

In conclusion, remote work and hybrid work models offer organizations and employees increased 

flexibility, autonomy, and access to talent, while also present challenges related to 

communication, collaboration, and work-life balance. While remote work allows employees to 

work from anywhere, hybrid work combines the benefits of remote and in-person work.  

However, both remote work and hybrid work require careful planning and implementation to 

ensure success, including robust infrastructure, clear communication channels, and equitable 

treatment of all employees. By addressing these challenges, organizations can harness the 

benefits of remote and hybrid work models to create a more flexible, inclusive, and productive 

workforce. 

3. Methodology 

In this study, a quantitative methodological approach was adopted. Considering the obvious 

opportunities associated with the topic, a fundamental question emerged to guide the research: 

which professionals choose or are able to perform their jobs remotely and are this new working 

models impacting teams’ bonds and employees’ engagement? 

That said, the following four research hypotheses are derived: 

Hypothesis1: The preference for remote work prevails over face-to-face work. 

Hypothesis 2: Remote work has a positive impact on relationships with colleagues. 

Hypothesis 3: Remote work has a positive impact on Engagement. 

Hypothesis 4: The preference for remote work and the perceived impacts on relationships with 

colleagues and Engagement, differs between diverse sociodemographic profiles. 

The data collection method used was a questionnaire survey, published online and spread among 

communities of remote workers. A total of 211 responses were collected between January and 

March 2024. 

4. Analysis and discussion of results 

4.1 Sociodemographic Profile 

Regarding the characterization of professionals who engage in this work models (either remote or 

hybrid), we were able to analyze their sociodemographic profile in terms of gender, age, 

education, nationality, current working model and previous experience with hybrid or remote work.  

In terms of gender, the sample is divided into 120 females and 91 males, which reveals a female 

predominance (56.9%). The age distribution shows a higher concentration of responses in the 

generation of Millennials (ages between 28 and 43), representing 59.7% of all participants, 

followed by Z Generation (under 23 age group) with 32.2%. These categories together comprise 

91.9% of all respondents, highlighting the predominance of young participants in this work 

models. The X Generation (over 44 age group) accounted 8.1%, showing a progressive decline in 

participation as age progresses. 
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In terms of level of education, there is a significant predominance of individuals with higher 

education degres. Of the 211 participants, the majority have a Bachelor's degree or less (47.9%), 

followed by a Master's degree (37.9%), and finally a PhD (9.0%). This distribution reinforces the 

hypothesis that teleworkers have high levels of academic qualification. 

With regard to nationality, the overwhelming majority are Portuguese participants (80.6%). This 

indicates that most participants are from the country where the study was carried out. The 

presence of other nationalities (such as German, Brazilian, Spanish, French and English) is 

reasonably minor compared to the Portuguese participants, representing 19.4% of the total 

sample. This diversity of nationalities reflects an international sample, although on a smaller scale 

compared to the Portuguese participants.  

Finally, concerning the current working model, around 63% of respondents were working 

remotely, while 18.5% were in hybrid model and another 18.5% in face-to-face work. In terms of 

experience with remote work, the vast majority of participants (93.3%) have experience with 

remote work. This suggests widespread familiarity and adoption of this type of work among 

respondents, where only 6.7% of participants said they had no experience with remote work. 

 

4.2. Preference for remote work 

In order to test Hypothesis 1 (H1), we assessed employees' inclination towards the remote 

working model over conventional face-to-face work. Results show that the majority of participants 

(80.7%) expressed a preference for the remote working model. This indicates a clear inclination 

among workers in favor of remote working, possibly driven by the benefits they perceive. On the 

other hand, around 19.3% of participants indicated a preference for the face-to-face working 

model. These results suggest a variety of individual preferences in relation to the work 

environment, highlighting the importance of offering flexible options to respond to employees' 

needs and preferences.  

Based on the data extracted, it is possible to confirm H1 – “Preference for remote work prevails 

over face-to-face work". 

In order to deepen the previous results and to test Hypothesis 4 (H4), the impacts of the 

sociodemographic profile were assessed. Mann-Whitney and Kruskal-Wallis tests were 

respectively used to determine whether there are significant differences between participants’ 

preference for remote work in terms of gender, age, education, nationality, current working model 

and previous experience with hybrid or remote work. 

Results show that there are statistically significant differences on the variables of age, nationality 

and the current work model (p-value < 0.005), when it comes to choose the working model.  

The Generation of Millennials showed both a greater propensity to work remotely (61.6%) and 

face-to-face (60.5%). Z Generation has a clearer tendence to work remotely (34.0%). On the X 

Generation the opposite happens – these participants prefer face-to-face work environments 

(18.4%). This data indicates a clear preference among younger workers for the flexible working 

model, possibly due to the appreciation of autonomy, flexibility and work-life balance, some of the 

advantages of this working model (Blomm et al., 2022; Grzegorczyk et al., 2021; Kranc, 2023). 

On the other hand, as the age rises, there is a gradual reduction in the preference for remote 

working. 
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Regarding the preference differences related to the nationality, we can see clear opposite results: 

while Portuguese participants navigate more evenly when choosing remote or face-to-face work, 

other nationalities undoubtedly prefer working remotely (24.5%). These nationalities include 

German, Brazilian, Spanish, French and English participants. 

Finally, the current working model differences shows interesting results: the majority of 

participants who prefer remote work are currently working in that way (78%), followed by hybrid 

workers (18.2%). On the other hand, those who prefer face-to-face work are mostly workers who 

presently work in an office (52.6%). 

 

Table 1 – Impacts of sociodemographic profile on remote work preference 

 Preference for remote work Mann-Whitney or 

Kruskal-Wallis Test 

(p-value) 

 Remote Work 

(n=159) 

Face-to-Face Work 

(n=38) 

Gender    

Female 61.0% 50.0% 4365.5 

(0.217) Male 39.0% 50.0% 

Age    

Z Generation (<23) 34.0% 21.1% 
10.1 

(0.007)*** 
Millennials (28-43) 61.6% 60.5% 

X Generation (>44) 4.4% 18.4% 

Education    

Bachelor’s Degree or less 51.6% 60.5% 4559.5 

(0.321) Master’s Degree of PhD 48.4% 39.5% 

Nationality    

Portuguese 75.5% 97.4% 2478.5 

(0.003)*** Other 24.5% 2.6% 

Current Work Model    

Remote Work 78.0% 23.7% 
68.9 

(0.001)*** 
Hybrid Work 18.2% 23.7% 

Face-to-face 3.8% 52.6% 

Experience with remote work    

Yes 99.4% 100.0% 79.0 

(0.625) No 0.6% 0.0% 

Source: Own elaboration 

 

4.3. Remote Work impacts on the relationship with colleagues  

Hypothesis 2 (H2) states that remote working has a positive effect on relationships with 

colleagues. The aim is to explore the depth and quality of interactions between colleagues in non-

traditional working environments, contributing to a more comprehensive understanding of the 

consequences of remote working on interpersonal relationships in the workplace. 

Results show that remote working has had a significant impact on relations between colleagues. 

Around 40.1% of participants reported that remote working had a positive influence, while 32.0% 

noted a negative impact. These results suggest a division of opinion regarding the effects of 

remote working on social and professional interactions between coworkers. In addition, 27.9% of 

participants stated that remote working had no significant impact on relationships with colleagues. 

This variety of responses highlights the complexity of individual experiences with remote work 
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and underscores the importance of adopting strategies that promote collaboration and 

engagement between colleagues, regardless of the workplace. 

H2 seems to be partially confirmed, as there is a slight division of opinions among the 

participants, where, in fact, a significant portion of the respondents felt an improvement in 

relations with colleagues which suggests that remote working has, in general, had a positive 

effect.  

To address H4, Mann-Whitney and Kruskal-Wallis tests were again respectively used to assess 

participants’ differences on the perceived impact of remote work in the relationships between 

colleagues. Results show that there are no statistically significant differences between the 

sociodemographic groups regarding this variable.  

 

Table 2 – Impacts of sociodemographic profile on the relationship with colleagues 

 Has working remotely affected your 

relationships with colleagues? 
Mann-Whitney or 

Kruskal-Wallis Test 

(p-value) 
 Yes, positively 

(n=79) 

Yes, negatively 

(n=63) 

No 

(n=55) 

Gender     

Female 66.2% 50.8% 58.2% 4183.0 

(0.252) Male 33.8% 49.2% 41.8% 

Age     

Z Generation (<23) 29.9% 36.5% 27.3% 
0.18 

(0.916) 
Millennials (28-43) 64.9% 49.2% 70.9% 

X Generation (>44) 5.2% 14.3% 1.8% 

Education     

Bachelor’s Degree or less 59.7% 46.0% 50.9% 4303.0 

(0.239) Master’s Degree of PhD 40.3% 54.0% 49.1% 

Nationality     

Portuguese 77.9% 92.1% 67.3% 2788.0 

(0.297) Other 22.1% 7.9% 32.7% 

Current Work Model     

Remote Work 79.7% 44.4% 78.2% 
2.7 

(0.258) 
Hybrid Work 10.4% 31.7% 18.2% 

Face-to-face 11.7% 23.8% 3.6% 

Experience with remote work     

Yes 98.7% 100.0% 100.0% 38.0 

(0.264) No 1.3% 0.0% 0.0% 

Source: Own elaboration 

Notes:  Mann-Whitney Test;  Kruskal-Wallis Test; *Significance level of p ≤ 0.1; ** Significance level of p ≤ 0.05; *** 

Significance level of p ≤ 0.01 

4.4. Remote Work impacts on Engagement 

To address Hypothesis 3 (H3), the perception of whether working remotely had influence on 

Engagement was analyzed. It was possible to see that the majority of respondents expressed a 

positive view of remote working in terms of their commitment (70.6%). However, around 14.2% of 

participants reported a negative perception and approximately 15.2% of participants pointed out 

that remote working had no influence on their engagement.  
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Finally, to evaluate H4, Mann-Whitney and Kruskal-Wallis tests were again respectively used to 

evaluate participants’ differences on the perceived impact of remote work in their engagement.  

Results show that there is a statistically significant difference in the perception of engagement 

between men and women in relation to the influence of remote working (p-value=0.026). Through 

the analysis of the positive impact of remote working on engagement, the majority of participants 

(70.6%) felt a positive impact. Breaking down the differences between genders, 89 out of 116 women 

(76.7% of women, 45.2% of the total) experienced a positive impact. From the point of view of the 

male side, 50 out of 81 men (61.7% of men, 25.4% of the total) experienced a positive impact. That 

said, it is possible to see that a significantly higher percentage of women than men reported a positive 

impact of remote working on Engagement, suggesting that women may find more benefits or have a 

more positive experience with remote working in terms of Engagement at work. These results are 

reinforced by the distribution of perceived negative impacts on engagement, where de male gender 

prevails (53.6.%). In sum, there are notable gender differences in the perceived impact of remote 

working on Engagement, with women more often reporting a positive impact and men slightly 

more often reporting negative impacts or no impact at all. 

Concerning the age, difference are also statistically significant (p-value=0.015). Analyzing the 

results, it is possible to conclude that those who perceive positive impacts of remote work on 

engagement are mostly Millennials (65.5%). On the other side, although the main percentage of 

those who perceive negative impacts are Millennials (53.6%) - which can be explained by the fact 

that they represent 59.7% of the sample, it stands out X Generation with 21.4% of negative 

responses. These results show a tendence for younger participants to experience better impacts 

of remote work on engagement, and older generations to perceive more negative outcomes – 

which is concordant with the previous results where these participants prefer face-to-face work, 

rather than remote working, maybe due to these apparent negative effects. 

Regarding education differences, which are also statistically significant (p-value=0.046), we can 

see the majority of participants who report both positive and negative impacts of remote working 

on engagement have a Bachelor’s Degree or less (56.8% and 53.6%, respectively). On the other 

hand, the over majority of participants who report no impacts of remote work on engagement, 

have a Master’s Degree of PhD (66.7%).  

Lastly, differences on the groups of current working model reveals to be statistically significant (p-

value=0.001), showing that those who report positive impacts on engagement are mostly in 

current remote working (77.7%). On the opposite side, participants who perceive negative 

impacts on engagement, are, in majority, on the face-to-face working models (53.6%). 
 

Table 3 – Impacts of sociodemographic profile on engagement 

 Do you feel that working remotely has had an 

impact on engagement? 
Mann-Whitney or 

Kruskal-Wallis Test 

(p-value) 
 Yes, positive 

(n=139) 

Yes, negative 

(n=28) 

No 

(n=30) 

Gender     

Female 64.0% 46.4% 46.7% 3994.5 

(0.026)** Male 36.0% 53.6% 53.3% 

Age     

Z Generation (<23) 30.9% 25.0% 43.4% 
8.5 

Millennials (28-43) 65.5% 53.6% 46.7% 
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X Generation (>44) 3.6% 21.4% 10.0% (0.015)** 

Education     

Bachelor’s Degree or less 56.8% 53.6% 33.3% 4197.5 

(0.046)** Master’s Degree of PhD 43.2% 46.4% 66.7% 

Nationality     

Portuguese 76.3% 100.0% 80.0% 2625.0 

(0.074)* Other 23.7% 0.0% 20.0% 

Current Work Model     

Remote Work 77.7% 14.3% 66.7% 
17.9 

(0.001)*** 
Hybrid Work 15.1% 32.1% 26.7% 

Face-to-face 7.2% 53.6% 6.7% 

Experience with remote work     

Yes 99.3% 100.0% 96.7% 140.5 

(0.397) No 0.7% 0.0% 3.3% 

Source: Own elaboration 

Notes:  Mann-Whitney Test;  Kruskal-Wallis Test; *Significance level of p ≤ 0.1; ** Significance level of p ≤ 0.05; *** 

Significance level of p ≤ 0.01 

5. Conclusion 

The evolution of working models, particularly the widespread adoption of remote and hybrid work, 

has ushered in a new era of flexibility and adaptation in the modern workforce.  Our findings 

underscore the significant preference for remote work among participants, reflecting a growing 

desire for autonomy, flexibility, and work-life balance. This preference aligns with the broader 

trend toward digital transformation and reflects the changing expectations of today's workforce. 

Notably, younger generations, including Millennials and Z Generation, exhibited a particularly 

strong inclination toward remote work, highlighting the importance of catering to diverse 

generational preferences within the workforce. 

Furthermore, this study revealed nuanced impacts of remote work on interpersonal relationships 

and engagement. While a substantial portion of participants reported positive effects on 

relationships with colleagues and engagement, there were also notable challenges identified. 

Those who report a positive impact may have experienced improvements in virtual 

communication, increased collaboration or a more flexible working environment. From another 

perspective, participants who reported a negative impact may have faced challenges related to a 

lack of face-to-face interaction, communication difficulties or feelings of isolation (Alexandria, 

2022; Popovici & Popovici, 2020). These key concerns underscore the need for proactive 

measures to address these challenges and foster a supportive remote work culture. 

Against this backdrop, remote and hybrid work models offer undeniable advantages, including 

increased flexibility, access to diverse talent pools, and potential cost savings. Hybrid work, in 

particular, represents an innovative approach that integrates the best aspects of remote and in-

person work, offering employees the benefits of both worlds.  

Organizations must prioritize communication, collaboration, and employee well-being to cultivate 

a positive remote work culture and ensure the sustained engagement of their workforce. This 

entails leveraging technological tools to facilitate seamless communication and collaboration, 

implementing flexible policies that accommodate diverse needs, and providing support 

mechanisms to mitigate feelings of isolation and maintain work-life balance. 
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Finally, some limitations of this study must be pointed out for future research consideration.  First 

of all, there is the sample representativeness: while the study collected responses from 211 

participants, the sample may not fully represent the diversity of professionals engaged in remote 

or hybrid work models. The predominance of Portuguese participants (80.6%) suggests a 

potential bias towards individuals from a specific cultural and professional background, limiting 

the generalizability of the findings to a more diverse global workforce. Also, there is the 

methodological design where we perform a cross-sectional study, collecting data at a single point 

in time between January and March 2024. This approach limits the ability to establish causal 

relationships between remote work models and outcomes such as engagement and relationships 

with colleagues. Longitudinal studies could provide a more comprehensive understanding of how 

these factors evolve over time. Lastly, while the study examined the impact of sociodemographic 

factors on remote work, other variables such as job role, industry sector, and organizational 

culture were not explored. These factors could influence individual experiences with remote work 

and should be considered in future research to provide a more comprehensive understanding of 

the topic. 

 

6. References 

Aguilera, A., Lethiais, V., Rallet, A., & Proulhac, L. (2016). Home-based telework in France: Characteristics, 
barriers and perspectives. Transportation Research Part A: Policy and Practice, 92, 1–11. 
https://doi.org/10.1016/J.TRA.2016.06.021 

Alexandria. (2022, December 27). Remote Work Is Here for Good. HRNews. 
https://www.proquest.com/abicomplete/docview/2758589240/E33E90B228874210PQ/1?accountid=
177838&sourcetype=Trade%20Journals#center 

Alexandria. (2023, September 14). Coworking Spaces Can Help Prevent Employee Loneliness, Isolation. 
HRNews. 
https://www.proquest.com/abicomplete/docview/2864920195/945F018B129C4C98PQ/2?accountid=
177838&sourcetype=Trade%20Journals 

Allen, N. J., & Meyer, J. P. (1996). Affective, Continuance, and Normative Commitment to the Organization: 
An Examination of Construct Validity. Journal Of Vocational Behavior, 252–276. https://sci-
hub.se/10.1006/jvbe.1996.0043 

Almeida, N. G. (2016). A importância da metodologia científica através do projeto de pesquisa para a 
construção da monografia. Revista de Biblioteconomia e Ciência Da Informação, 57–66. 
https://periodicos.ufca.edu.br/ojs/index.php/folhaderosto/article/view/92/67 

Anand, A. A., & Acharya, S. N. (2021). Employee Engagement in A Remote Working  Scenario. 
International Research Journal of Business Studies, 14(2). 
https://pdfs.semanticscholar.org/3845/990aadc017a468cfbd7838000f9dd5468cd0.pdf 

Artigo 165º, de 28 de abril de 2023. Código do Trabalho. Autoridade para as condições do Trabalho. 
Bakker, A. B., & Leiter, M. P. (2010). Work Engagement: A Handbook of Essential Theory and Research. 

Psychology Press. https://books.google.pt/books?hl=pt-
PT&lr=&id=IZJ5AgAAQBAJ&oi=fnd&pg=PP1&dq=Bakker,+A.,+B.,+Leiter,+M.,+P.+(2010)&ots=N1L
C3MjdaO&sig=Fxtv1yiycPWq2RZHNHTeNpOAm8g&redir_esc=y#v=onepage&q=Bakker%2C%20A.
%2C%20B.%2C%20Leiter%2C%20M.%2C%20P.%20(2010)&f=false 

Barardo, R. de O. (2021). A afirmação do Teletrabalho no setor terciário: Desafios e  Oportunidades 
[Master Dissertation, ISCAL - Instituto Superior de Contabilidade e Administração de Lisboa]. 
https://repositorio.ipl.pt/bitstream/10400.21/15238/1/Tese%20Ricardo%20Barardo%20-
%20Imprimir.pdf 

Beckel, J. L. O., & Fisher, G. G. (2022). Telework and Worker Health and Well-Being: A Review and 
Recommendations for Research and Practice. International Journal of Environmental Research and 
Public Health , 19(7), 3879. https://doi.org/10.3390/IJERPH19073879 

Bloom, N., Han, R., & Liang, J. (2022). How Hybrid Working From Home Works Out. 

20 May 2024, Intl Conference on Economics, Finance & Business, Vienna ISBN , IISES

119



Carrasco-Garrido, C., De-Pablos-Heredero, C., & Rodríguez-Sánchez, J.-L. (2023). Exploring hybrid 
telework: A bibliometric analysis. Heliyon, 9(12), 1–15. 
https://doi.org/10.1016/J.HELIYON.2023.E22472 

Chiguvi, D., & Keneilwe Bakani. (2023). Exploring the effects of remote work on employee productivity in 
Botswana amidst the COVID-19 Pandemic. International Journal of Research in Business and Social 
Science, 12(6), 101–117. https://doi.org/10.20525/IJRBS.V12I6.2505 

Choudhury, P. (2020, November). Our Work-from-Anywhere Future. Harvard Business Review , 23(SPEC. 
ISS.). https://doi.org/10.1002/JOB.145 

Cristina, A. C. (2021). Bem Estar E Satisfação No Trabalho Remoto: Comparação Entre Trabalhadores 
Independenes E Trabalhadores Dependentes [Master Dissertation, ISPA - Instituto Universitário 
Ciências Psicológicas, Sociais e da Vida]. 
https://repositorio.ispa.pt/bitstream/10400.12/8017/1/22463.pdf 

Dingel, J. I., & Neiman, B. (2020). How many jobs can be done at home? Journal of Public Economics, 
189, 104235. https://doi.org/10.1016/J.JPUBECO.2020.104235 

Duarte, T. (2009). A possibilidade da investigação a 3: reflexões sobre triangulação (metodológica) (e-
WORKING PAPER N. o 60/2009). 

Eriksson, L., & Santesson, H. (2021). Organizational Culture in a Remote Setting - A Qualitative Study on 
Organizational Culture and the Effects of Remote Work [Master Dissertation, Uppsala University ]. 
https://www.diva-portal.org/smash/get/diva2:1579041/FULLTEXT01.pdf 

Felstead, A., & Henseke, G. (2017). Assessing the growth of remote working and its consequences for 
effort, well-being and work-life balance. New Technology, Work and Employment, 32(3), 195–212. 
https://doi.org/10.1111/NTWE.12097 

Fitzer, M. M. (1997). Managing from afar: Performance and rewards in a telecommuting environment - 
ProQuest. 65–73. 
https://www.proquest.com/docview/213677152/fulltextPDF/D46E45301DD84791PQ/1?accountid=17
7838&sourcetype=Trade%20Journals 

Galanti, T., Guidetti, G., Mazzei, E., Zappalà, S., & Toscano, F. (2021). Work From Home During the 
COVID-19 Outbreak: The Impact on Employees’ Remote Work Productivity, Engagement, and 
Stress. Journal of Occupational and Environmental Medicine, 63(7), e426. 
https://doi.org/10.1097/JOM.0000000000002236 

Garavand, A., Jalali, S., Talebi, A. H., & Sabahi, A. (2022). Advantages and disadvantages of teleworking 
in healthcare institutions during COVID-19: A systematic review. Informatics in Medicine Unlocked, 
34, 101119. https://doi.org/10.1016/j.imu.2022.101119 

Gosnell, K. (2020, July 17). Commitments Good Employees Make While Working Remotely. Forbs. 
https://www.forbes.com/sites/forbescoachescouncil/2020/07/17/commitments-good-employees-
make-while-working-remotely/?sh=3c3e08873c51 

Grzegorczyk, M. ;, Mariniello, M. ;, Nurski, L. ;, & Schraepen, T. (2021). Blending the physical and virtual: A 
hybrid model for the future of work. http://hdl.handle.net/10419/251067 

Kranc, J. (2023, July 20). Hybrid work models continue to grow, study finds. Benefits PRO. 
https://www.proquest.com/abicomplete/docview/2840035890/AFE0D5984D9C4A69PQ/3?accountid
=177838&sourcetype=Trade%20Journals#center 

Lippe, T. van der, & Lippényi, Z. (2019). Co-workers working from home and individual and team 
performance. New Technology, Work and Employment, 35(1), 60–79. 
https://doi.org/10.1111/NTWE.12153 

Lucjan, K., Szostek, D., Balcerzak, A. P., & Rogalska, E. (2023). Relationships Between Leadership Style 
And Organizational Commitment: The Moderating Role Of The System Of Work. Economics and 
Sociology, 16(4), 11–39. https://doi.org/10.14254/2071-789X.2023/16-4/1 

Mantovani, C. M. C. A. (2011). Narrativas Da Mobilidade: Comunicação, Cultura E  Produção Em Espaços 
Informacionais [Doctoral Dissertation]. Universidade Federal de Minas Gerais . 

Meyer, J. P., & Allen, N. J. (2004). TCM Employee Commitment Survey Academic Users Guide 2004. The 
University of Western Ontario. 

Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to Organizations and Occupations: Extension 
and Test of a Three-Component Conceptualization. Journal of Applied Psychology, 78(4), 538–551. 
https://doi.org/10.1037/0021-9010.78.4.538 

Moglia, M., Hopkins, J., & Bardoel, A. (2021). Telework, Hybrid Work and the United Nation’s Sustainable 
Development Goals: Towards Policy Coherence. Sustainability 2021, Vol. 13, Page 9222, 13(16), 
9222. https://doi.org/10.3390/SU13169222 

20 May 2024, Intl Conference on Economics, Finance & Business, Vienna ISBN , IISES

120



Olson, M. H. (1983). Remote Office Work: Changing Work Patterns In Space And Time. 26(3), 182–187. 
Osoian, C., & Petre, A. (2022). Employee Engagement and Job Burnout in the Context of Teleworking. 

Studia Universitatis Babes-Bolyai Oeconomica, 67(3), 14–26. https://doi.org/10.2478/SUBBOEC-
2022-0012 

Park, S., & Cho, Y. J. (2020). Does telework status affect the behavior and perception of supervisors? 
Examining task behavior and perception in the telework context. The International Journal Of Human 
Resource Management. https://sci-hub.se/10.1080/09585192.2020.1777183 

Pass, S., & Ridgway, M. (2022). An informed discussion on the impact of COVID-19 and ‘enforced’ remote 
working on employee engagement. Human Resource Development International, 25(2), 254–270. 
https://doi.org/10.1080/13678868.2022.2048605 

Peters, P., Ligthart, P. E. M., Bardoel, A., & Poutsma, E. (2016). ‘Fit’ for telework’? Cross-cultural variance 
and task-control explanations in organizations’ formal telework practices. The International Journal of 
Human Resource Management, 27(21), 2582–2603. 
https://doi.org/10.1080/09585192.2016.1232294 

Popovici, V., & Popovici, A.-L. (2020). Remote Work Revolution: Current Opportunities and Challenges for 
Organizations. “Ovidius” University Annals, Economic Sciences Series, XX(1/2020). 

Prasad, K., Rao Mangipudi, M., Muralidhar, B., & Vaidya, R. W. (2020). Organizational Climate,  
Opportunities, Challenges And  Psychological Wellbeing Of The  Remote Working Employees 
During  Covid-19 Pandemic: A General Linear  Model Approach With Reference To  Information 
Technology Industry In  Hyderabad. International Journal of Advanced Research in Engineering and 
Technology (IJARET), 11(4), 372–389. 
http://www.iaeme.com/IJARET/index.asp372Availableonlineathttp://www.iaeme.com/IJARET/issues.
asp?JType=IJARET&VType=11&IType=4http://www.iaeme.com/IJARET/index.asp373http://www.iae
me.com/IJARET/issues.asp?JType=IJARET&VType=11&IType=4 

Ritchie, D. (2023, July 11). Pros and Cons of Remote Work: Embracing a Flexible Future. 
https://www.calendar.com/blog/pros-and-cons-of-remote-work-embracing-a-flexible-future/ 

Romeria, A. (2021). 79% dos profissionais afirma que o teletrabalho melhora a sua produtividade. O Jornal 
Económico . https://jornaleconomico.pt/noticias/79-dos-profissionais-afirma-que-o-teletrabalho-
melhora-a-sua-produtividade-792574/ 

Sahut, J. M., & Lissillour, R. (2023). The adoption of remote work platforms after the Covid-19 lockdown: 
New approach, new evidence. Journal of Business Research, 154, 113345. 
https://doi.org/10.1016/J.JBUSRES.2022.113345 

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their relationship with burnout 
and engagement: a multi-sample study. Journal of Organizational Behavior J. Organiz. Behav, 25, 
293–315. https://doi.org/10.1002/job.248 

Schaufeli, W., & Bakker, A. (2004). UWES Utrecht Work Engagement Scale Preliminary Manual. 
Occupational Healt Psycology Unit Utrecht University. 

Silva, B. R. R. (2021). Implicações do trabalho remoto na  função de RH: um estudo exploratório  em 
empresas portuguesas [Master Dissertation]. Instituto Superior de Contabilidade e Administração. 

Srđana, T., Jasmina, P., Stojanović Edit, T., Avdija Jelena, R., Nemanja, B., Milan, N., Sremski Karlovci 
Sremski Karlovci, in, Professor, A., & Professor, F. (2023). The Influence Of Cultural And Personal 
Properties On Job Performances And Organizational Commitment In Teleworkers. South East 
European Journal of Economics and Business, 18(2), 2023. https://doi.org/10.2478/jeb-2023-0015 

Tavares, F., Santos, E., Diogo, A., & Ratten, V. (2020). Teleworking in Portuguese communities during the 
COVID-19 pandemic. Journal of Enterprising Communities: People and Places in the Global 
Economy. https://sci-hub.se/10.1108/jec-06-2020-0113 

Wontorczyk, A., & Rożnowski, B. (2022). Remote, Hybrid, and On-Site Work during the SARS-CoV-2 
Pandemic and the Consequences for Stress and Work Engagement. International Journal of 
Environmental Research and Public Health, 19(4). https://doi.org/10.3390/IJERPH19042400 

Yilmaz, E., & Kiliç, Y. (2017). The impact of organizational commitment on trainee teachers’ job 
satisfaction. International Journal of Contemporary :Educational Research, 4(1), 1–11. www.ijcer.net 

Zhang, S., Moeckel, R., Moreno, A. T., Shuai, B., & Gao, J. (2020). A work-life conflict perspective on 
telework. Transportation Research Part A: Policy and Practice, 141, 51–68. 
https://doi.org/10.1016/J.TRA.2020.09.007 

 

20 May 2024, Intl Conference on Economics, Finance & Business, Vienna ISBN , IISES

121


