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A SYSTEMATIC LITERATURE REVIEW

ABSTRACT

This research was developed before the world’s society was taken by surprise by the co-
ronavirus pandemic (COVID-19). This fact accelerated the need for most companies to
adapt to the home office regime of their workforce. The trail left by the coronavirus is one
of caution in the labor market and changes in the relationships between employers and
employees. The purpose of this paper is to identify in the literature an overview of the
evolution and trends of flexible work arrangements in companies and organizations over
time. Data were gathered through an integrative literature review of articles published
without regard to time constraints in the Scopus and Web of Science databases. The sam-
ple consisted of 562 studies, categorized and separated into periods longitudinally. We
identified trending themes about the future of work, such as flexible work arrangements,
a lack of labor legislation governing remote work, telecommuting as a tool for sustaina-
bility, and the effects of these new work arrangements on work-life balance. In addition,
we also have issues that impact the management of people telecommuting. We did not
search for theses and dissertations that address the theme, which could have provided
even more recent results, but were beyond the scope of this research methodology. The
coronavirus pandemic, which surprised the world, has had an impact on traditional work.
Companies have had to implement remote work urgently, without planning or theoretical
foundation. This study is relevant for companies and leaders dealing with flexible work ar-
rangements. In the current pandemic, remote work has gained unimaginable proportions.
Work relationships need to be adapted, and the management of this new modality has
become a pressing need, and it is still being built for use by business leaders.
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INTRODUCTION

The nature of work is changing from traditional to
non-traditional. According to Hynes (2014), these changes
in the nature of work are more visible in developed societies
and have as a major requirement the intellectual process-
ing of information rather than the physical labor of the past.
Traditional manufacturing work has shifted to developing
countries. Knowledge workers need access to continuous
flow to create information, and technological structures are
not necessarily tied to a workplace or physical location to
perform their activities.

Technological advances in information and communica-
tion contribute to this change in the nature of work and are
fundamental to new forms of work. Different combinations
of locations and times for certain modes of work depend on
technology and are identified in the scientific literature, as
are different names for the same definition.

Scientific studies on new forms of work present us with
terms such as flexible work arrangements, new ways of
working, and blended work as definitions for the conjunc-
tion of work arrangements that do not have a set time and
place and that mix different arrangements, face-to-face and
remote. Telework as part of these arrangements is a concept
with various terminologies. According to Allen et al. (2015),
there is a lack of a common definition that recognizes its
variation in extent, relationship, and location. The diverging
definition hinders synthesizing comprehensively the under-
standing of telework, and with this, surveys have different
conclusions and divergent samples.

There is a consensus among the authors of telework lit-
erature reviews about the complexity of defining telework.
For De Lorenzi Cancelier et al. (2017), this complexity of defi-
nitions is caused by the number of variables impacting flexi-
ble work practices, and telework is an alternative to flexible
work. According to Belanger et al. (2013), the central limita-
tion of research is the lack of theoretical grounding caused
by the inherent complexity of the phenomenon. Moreover,
telework symbolizes a huge change in the understanding of
work and professional activities for individuals, organiza-
tions, and society.

Individual, social, and organizational demands are also
factors contributing to adopting flexible work arrangements.
Individuals seek greater flexibility and control over time and
place of work that helps them balance work and life (Suh
and Lee, 2017). Societies are attentive to environmental is-
sues and sustainability to preserve the planet and human
needs. In this sense, telecommuting is considered, in many
studies, a sustainable travel demand management strategy
(Kim, 2017)studies typically adopt one method of the follo-
wing three: (1, and a government strategy for reducing ve-

hicle flow in large urban centers and, consequently, reduc-
ing pollutant emissions (Hynes, 2014). Organizations seek
competitive advantages and implement policies to meet the
demands of their human capital, the individual, and of social
responsibility, the society. Therefore, retaining their stra-
tegic professionals is necessary to ensure their well-being
since happy employees are the premise for a successful and
sustainable company (Peisert, 2016).

Given the coronavirus pandemic (COVID-19), it is seen
in the literature that the spread of telework, being a work
practice contrary to the established social and cultural un-
derstandings of how work happens, encountered barriers to
its implementation and dissemination. Leadership and man-
agers seek to select who should or can telework as a form
of control (Peter and Den Dulk, 2004), granting the modali-
ty only to employees in strategic positions. Recent research
has addressed the following issues and concepts: who can
telework; the benefits and drawbacks of using telepresence
robots in telework at home; telework in regional post-disas-
ter situations; the perceived proximity concept; and cyber-
slacking. These studies are grounded in a common definition
of telework.

With society impacted by the pandemic, most compa-
nies have had the need to implement a home office for their
workforce. This adoption, without planning and preparation,
is a concern to experts. The scientific journal The Lancet re-
viewed the psychological impact of quarantine in different
scientific databases and identified that most studies show
negative psychological effects, post-traumatic stress symp-
toms, mental confusion, and anger. Some researchers sug-
gest the effects are long-lasting. According to Brooks et al.
(2020), companies should provide clear information about
quarantine, such as protocols and the necessary tools.
Moreover, they should remember the benefits of quarantine
for society in general.

In this context, this research was developed prior to the
pandemic, between 2019 and 2020, and aimed to identify
the studies and trends on flexible work arrangements so
that companies and their managers can make decisions for
better work performance. Although the post-pandemic sce-
nario is unknown, the results shown can be used in any time
and environment and may be useful for future labor chal-
lenges in this new scenario.

This study is important for companies and organizations
that intend to adopt flexible work arrangements because it
serves as a theoretical foundation for their policies and strat-
egies. In addition, it enables companies that have already
adopted some type of arrangement to do so again, as it
serves as a basis for reformulating and updating work trends
based on scientific studies.



This systematic literature review primarily aims to iden-
tify and present an overview of the evolution and trends of
telework over time.

METHODOLOGY

The method used to prepare this study was a bibliometric
search in electronic databases. Publications were selected
through the Portal de Periddicos da CAPES and the Sco-
pus and Web of Science (WoS) databases, respectively, on
01.10.2019 and 03.23.2019, with no restriction on year of
publication.

There were 727 articles found in the SCOPUS database on
10.01.2019 for the keyword “telework” and 2,438 articles for
“home office”. Graph 1 presents the telework publications
by year in SCOPUS. The first publication was in 1977 and the
number of publications started to rise in 1994, reaching its
peak of publications in 2012 (51 publications).
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Figure 1. Telework publications per year in SCOPUS
Source: Adapted from Scopus database by the authors (2020)

Figure 2 shows all the publications with the keywords
telework and home office by field of knowledge. The areas
with publications with the keyword “home office” are, in
descending order, Social Sciences, Engineering, Medicine,
and Computer Science. For telework, the order of publica-
tion of the areas is Social Sciences, Business and Adminis-
tration, Computer Science, and Engineering. Telework is the
most used keyword for Business and Administration, which
is the macro theme of this study. The areas that study the
topic the most are Social Sciences and Business and Admi-
nistration.
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To refine the initial search, filters limiting the types of
sources and documents of publications to journal, article,
article in press, and review were used, resulting in 481 pu-
blications.

Reading the 481 abstracts allowed us to classify the ar-
ticles into 47 categories, eliminating the category classified
as “other field of knowledge/no abstract”. The classification
of the articles points out the main objectives of scientific re-
search, its evolution over time, the gaps in knowledge, and
its relationship with the strategic management of people.
With the exclusion of the category “other area of knowled-
ge/no abstract”, which totaled 57 publications outside the
research context, the publications were reduced to 424.

Figure 3 presents the most researched themes by cate-
gory (main theme), clipping the number of publications that
appear between seven and 41 repetitions. We observe the
category “flexible work arrangements” as a trend and as
distinct categories: disabled, stress, cyberlaking, perceived
proximity concept, and post-disaster.

Chart 1 presents the classification list of the articles into
categories, the number of times of repetition, and their ca-
tegorization over time. The longitudinal analysis was divided
into four periods of the total publications found in the data-
bases, without cuts.

Based on the above categorization, a new search was per-
formed with the word “telework” in another database, Web
of Science, on 03.232019. It identified 593 publications that
were refined into only those classified as articles, reviews,
and book reviews in the English and Portuguese languages,
with DOl numbering, in the period from 2008 to 2019. Lastly,
repeated publications were eliminated from SCOPUS. Thus,
81 publications remained.

Figure 4 presents the publications in the defined period
without refinement. It can be seen that the peak of publi-
cations was in 2016, with 50 publications and subsequently
only decreased.

Figure 5 shows the areas of knowledge with the largest
number of publications on telework in the research period
in descending order, which are: Management, Business,
Applied Psychology, Ergonomics, Industry Labor Relations,
Transportation among the areas with the highest percenta-
ges of incidence.
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Figure 2. Telework publications by area of knowledge
Source: Adapted by the authors from the Scopus database (2020).
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Figure 3. Categorization of the publications on telework
Source: Research data (2020)
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Figure 4. Telework publications per year in Wo$S
Source: Adapted from WoS Database by the author (2020)
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In this sense, the abstracts of the 81 articles were read for
their subsequent categorization. Of the 47 categories iden-
tified in the SCOPUS research, 24 reappeared in the WoS re-
search, and other categories were identified: new ways of
working (NWW), blended working, and time use in telewor-
king. In addition, one article on gender studying men who
work from home was identified; it was the only one identi-
fied in the surveys.

For people management in telework, a search was con-
ducted on the concepts of strategic management of people
related to telework. Of the 481 articles filtered and catego-
rized on the theme “telework”, seven articles were identi-
fied for the category “people management”. To broaden the
search with more scientific studies, another Boolean search
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Periods
Total 1990 to 2001 to 2011 to
Category (100%) 1;:;7(:;) 2000 2010 2019
(20%) (36%) (43%)

1 Flexible working arrangements 41 - 9 11 21
2 Case Study (specific country or organization) 33 - 8 12 12
3 Increase or decrease / Future of teleworking 31 4 17 8 2
4 Effects of Telework (advantages, disadvantages, success) 26 - 3 10 13
5 Sustainability 26 - 6 8 12
6 Conflict between work and family on telework 20 - 4 7 9
7 Adoption/Implementation of telework 19 - 5 5 9
8 Control of teleworkers 17 - 4 6 7
9 IT/Media for Telework 14 - 4 6 4
10 Policies/regulations/laws 13 - 1 1 11
11 Leadership 13 - 1 7 5
12 Literature revision 13 - 2 6 5
13 Well-being/Job satisfaction 12 - 2 2 8
14 Disabled 12 - 3 5 4
15 Genre 11 - 2 4 5
16 Telework center/virtual offices 10 1 2 4 3
17 Telecommuting challenges 8 - - 5 3
18 Stress 7 - 1 3 3
19 Selection of teleworkers 7 - - - 7
20 People management 7 - - 6 1
21 Telecommuting concept 6 - 3 3 -
22 Social isolation 6 - - 4 2
23 Specific professions in telework 6 - - 4 2
24 Physical environment/teleworker health 5 - - 4 1
25 Rural areas and telework 5 - 1 1 3
26 Knowledge management 5 - 1 1 1
27 Motivation to telework 5 - - 3 1
28 Talent retention/Turnover 5 - - 2 3
29 Teleworker behaviors and attitudes 4 - - - 4
30 Communication in Telework 4 - - 3 1
31 Mutual cooperation between teleworkers 4 - 1 1 2
32 Performance 4 - - - 4
33 Smart work (tool) 3 - - - 3
34 Concept of Perceived Proximity 2 - - - 2
35 Trust in teleworking 2 - 1 - 1
36 Culture 2 - - 1 1
37 Cyberlacking 2 - - - 2
38 Balance between personal life and teleworking 2 - - 1 1
39 Telepresence 2 - - - 2
40 Training for teleworkers 2 - 2 - -
41 Travel and teleworking 2 - 1 1 -
42 Coworking 1 - - - 1
43 Teleworker cost 1 - - 1 -
44 Post-disaster 1 - - - 1
45 Telecommuting cost reduction 1 - - - 1
46 Information security 1 - - - 1
47 Virtual corporations 1 - 1 - -

Chart 1. Categorization of Telework publications from SCOPUS
Source: Research data (2020)
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Figure 5. Telework publications per knowledge area - WoS
Source: Adapted from SCOPUS database by the author (2020)
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was conducted, now relating the words “Telework” and
“Home Office” with “Human Resources Management”. This
search was made in the SCOPUS database where 22 publi-
cations were found, but after analysis, there were repeated
publications, publications from another area of knowledge,
and conference publications. Thus, 9 publications remained
that, added to the 7 articles identified previously, totaled 16
articles.

ANALYSIS AND DISCUSSION OF THE RESULTS

From the categorization in Figure 1, it was possible to
describe the evolution of research on telework in four pe-
riods: 1977 to 1989, 1990 to 2000, 2001 to 2010, and 2011
to 2019. For each period, the publications with the highest
number of repetitions in the categorization were analyzed
(for example, leadership and gender), as well as the articles
with the highest number of citations regardless of the cate-
gory. In addition, all relevant considerations were detailed
in the periods.

Period from 1977 to 1989

The first publication on telework was authored by Hark-
ness (1977) who evaluated the scenarios of decentralization
of office activities to satellite centers, neighborhood centers,
and work at home and how such decentralization could re-
duce urban transportation. Finally, he uses the term “tele-
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work” as a potential for a considerable increase in the choice
of residential locations for work.

Then, Nilles (1982) points to telework as the future of
professional activities by providing increased productivity,
worker satisfaction, and by making obsolete the long daily
commutes to work. The other articles also aim to present
telework as a form of work with a promising and successful
future.

Dostal (1986) in turn, closes the period by stating that the
growth of telework may not be very fast because social secu-
rity systems do not allow new work patterns. Moreover, he
recognizes that in a bad labor market situation, new forms
of work can be used to avoid collective agreements and te-
lework can bring new flexibility to our employment system.

Period from 1990 to 2000

This period remains dominated by studies on the pre-
diction of telework and its increase or decrease as the first
most researched category.

The second category with the most publications is “flexi-
ble work arrangements”, where telework is studied as one of
the developing work arrangements among the existing mod-
els of work organizations as an innovative way of ordering
tasks. The article with the highest number of citations in this
period on flexible work arrangements (Duxbury e Neufeld,



1999) developed an understanding of how telework ar-
rangements affect intraorganizational communication, and
the result suggests that, with some significant exceptions,
part-time telework arrangements have little impact on in-
traorganizational communication.

The third most researched category is case studies, spe-
cifically company-specific cases.

The fourth category is sustainability, in which telecom-
muting is related to the decrease in vehicle traffic and the
emission of pollutants. The triple bottom line, also known as
the sustainability tripod, refers to the social, environmental,
and financial capital of a partnership or business, and is also
related to telework. The most cited article on telework in
this period is about sustainability (Salomon, 1998) and ana-
lyzes the studies that indicate telework as a solution to social
problems. In this sense, the results suggest an alternative
approach that studies the issues related to human behavior
in the context of technological change for the future.

Period from 2001 to 2010

Specific case studies are the categories with the largest
number of studies in this period.

In second place are the studies on flexible work arrange-
ments. A comparison is made between the different arrange-
ments and the impact of each on organizations and the lives
of professionals. Hill et al. (2003) paper, the most cited on
flexible arrangements, looked at how three workplaces (tra-
ditional office, virtual office, and home office) influence as-
pects of the teleworker’s work and personal and family life.
The result suggests that the influence of the virtual office is
more positive on work aspects than on personal and family
life aspects. The influence of the home office seems to be
mainly positive, and the influence of the traditional office is
predominantly negative in aspects of work and personal life.

The third most researched category refers to the effects
of telework, its benefits, and its drawbacks. The article with
the highest number of citations in this category (Golden,
2007) studies the effects of telework on those professionals
who remain in the office or the non-teleworkers in organi-
zations where telework is present. The results suggest the
need to consider telework's full range of impacts, including
the potential adverse consequences for non-teleworkers.

The fourth position is occupied by two categories: predic-
tions about telework and sustainability. Some studies ana-
lyze the reasons why telework did not grow as predicted in
previous studies. According to Akyeampong (2007), contrary
to expectations, growth during the 1990s was not sustained
in the 2000s. The overall incidence remained unchanged
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at about 10%, which suggests that the reasons for stagna-
tion are unclear. In this sense, they may be partly because
employees and employers reevaluate the advantages, dis-
advantages, and effectiveness of this type of work arrange-
ment. Regarding sustainability, in this period, the studies
maintain the same line relating telework to reducing pollut-
ant emissions as in the previous period.

Period from 2011 to 2019

The last and most recent period consolidates the category
of flexible work arrangements as the trend in telework stud-
ies, as it is the category with the highest number of occur-
rences. The studies compare the different types of flexible
work arrangements, how they alter the physical and tempo-
ral boundaries around work, and the importance of mana-
gerial and organizational support for their adoption and ef-
fectiveness. The article with the highest number of citations
on flexible work arrangements (Py6ria, 2011) suggests that
their diffusion has been a much slower process than antici-
pated for the following reasons: vital firms are concentrated
in the largest growth centers, the absence of an established
contractual framework and telework “culture”, and finally, a
lack of regional policy issues. Furthermore, it suggests that
there are prospects for success in flexible work arrange-
ments if those involved know what to expect and are pre-
pared and trained to deal with problems and fears related
to these arrangements. In this sense, flexible arrangements
also need to be designed in compliance with national labor
legislation, and this, part-time for most organizations, is the
most advisable for organizations.

The second category with the highest frequency refers to
the effects of telework benefits and drawbacks. They analyze
how effective it is for organizations, its effects on employees’
well-being, and the high expectations it raises versus the re-
ality of its implementation.

In third place are two categories: case study and sustain-
ability. Most studies on sustainability depict teleworking as a
means to decrease energy consumption by reducing travel.
It can also change the mobility pattern in major urban ar-
eas because decreasing the number of private cars will re-
duce pollutant emissions. Hynes (2014) conducted a study
on telework policies in Ireland, and its result suggests that it
remains untapped as an environmental tool and an advanta-
geous economic and social option for the future.

The fourth category stands out in this period for present-
ing a considerable increase in the number of publications
from previous years, namely: policies, regulations, and laws.
Telework without regulation becomes a marginal practice
(Hynes, 2014). Organizations that have related policies
shape the communication flows of employees and man-
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agers. In contrast, organizations that allow telework only
by exception, that do not value it, and have no regulatory
policies, generate different performances for teleworkers
(Nordbéck et al., 2017). The article on telework policies with
the most citations (Lee and Hong, 2011) investigates orga-
nizations with structured policies and, as a result, suggests
that employee satisfaction is significant, but performance is
negative.

New categories have emerged in recent years: behavior,
proximity concept, coworking, cyberslacking, performance,
post-disaster, telework cost reduction, smart work.

Articles on the behavior and attitudes of teleworkers an-
alyze the profile required for these professionals and how it
influences their attitudes (Golden and Schoenleber, 2014),
how eligibility and participation influence employee atti-
tudes, and that different reasons for non-participation have
impacts on behaviors and attitudes (Lee et Kim, 2018).

The concept of perceived proximity is related to tele-
work as a means of measuring the quality of relationships
and their outcomes in organizations. The results show that
perceived proximity (a cognitive and affective sense of rela-
tional closeness) rather than physical proximity (geograph-
ical proximity measured in kilometers or miles) affects the
relationship quality of teleworkers (O’leary et al., 2014).

Coworking is a new way of thinking about the work envi-
ronment, sharing space with office resources, which brings
together self-employed professionals from various areas
and companies in a single location, including teleworkers
(Bueno et al., 2018).

Cyberslacking is the concept of counterproductive be-
haviors associated with the internet use for non-work-relat-
ed purposes and company time. The study by O’neill et al.
(2014) suggests that teleworker personality may be a way to
identify those who may be selected for remote work or to
aid the development of processes that reduce cyberslacking
opportunities, such as closer managerial monitoring of em-
ployees’ daily output.

Performance measurement and telework performance
is a category of research that has emerged only in recent
years. They propose indicators and the study result is that
there is increased value in performance (Arso et al., 2018).
Teleworker job performance is an ongoing issue of public de-
bate. According to Golden et al. (2018), the findings of the
studies did not support negative associations between tele-
work and performance. Further investigation into the extent
of telework and its nature is suggested.

The post-disaster category refers to natural disasters that
interfere with the nature of work and promote a review as

to where work is performed. Donnelly et al. (2015) present
telework as a form of work for regional post-disaster situa-
tions, promoting a means of ensuring continuity of opera-
tions in an emergency situation.

In the category of cost reduction by teleworking, Tedeev
(2014) shows that one of the most effective ways to increase
business profitability and company capitalization is by using
new forms and methods for employee management. Despite
the developed legislative regulations, many problems remain
unresolved. As a result, teleworkers’ labor rights protection
standards are decreasing compared to ordinary workers.

Finally, the smart work category refers to a teleworker
management tool used by companies. The articles identify
the challenges faced by companies in developing and im-
plementing a successful smart work program (Cha and Cha,
2014).

Management of people in teleworking regime

With the research of people management and telework-
ing literature, it is possible to understand the evolution and
relationship of these themes. The first article relating tele-
work to people management or human resources dates
from 1993. Richter and Meshulam (1993) raise questions
such as: what is the scenario at home?; what are the bound-
aries between home and work?; and how does the organiza-
tion manage telework at home? The manager, the individual
(teleworker), the family members, the organizational culture
interfering in the manager and individuals, the work acting
directly on the individuals, and the family culture interfering
in the individuals and family members comprise the home
scenario. The boundaries that telework needs to cross are
related to the interposed transitions, when the work domain
is invaded by the home domain and vice versa. Working from
home eliminates geographical boundaries, so that work and
home domains become one, and frequent interposed transi-
tions are naturally incorporated into the daily routine.

In the early 2000s, the first articles appeared on the role
of teleworker managers, such as the research of Pérez et
al. (2002) that covered telework as an alternative way of
organizing work by integrating two sources of competitive
advantage: the human resources of the company itself and
the new information and telecommunications technologies.
They suggest that management occurs by integrating three
management practices: technology management, innova-
tion management (organizational change), and knowledge
management.

In a study that considered transnational factors (differ-
ent countries), Peters and Den Dulk (2004) focused their re-
search on the question of under what conditions managers



grant the subordinate's request to telework. The result was
that managers' decision-making is influenced by conditions
related to an organizational context, employee characteris-
tics, and the content of the individual request. National cul-
ture is the factor that globally impacts the whole process
because government policies vary across national cultures.

The main question in lllegems and Verbeke (2004) study
was what telecommuting means for management. They
identified a knowledge gap in the studies, which is the lack
of research that helps management understand whether
the modality makes sense for the organization. There is a
neglect of the effects on the human capital resource base
of long-term organizations which are attracting, motivating,
and retaining employees.

What changes in people management with telework? Ac-
cording to Taskin and Devos (2005), HR management should
be seen as a new institution of individualization because
the world is transferring regulatory functions to individu-
als themselves. The concept of individualization deals with
the process that makes the individual more autonomous in
the broad social context, also involving his relationship with
work and organizations.

Salaff (2008) criticizes the social implications beyond the
changing workplace. In this sense, in researching the fac-
tors of production, he observed how telework opens space
for capital to enter an area previously private to individu-
als, their homes. His study identifies mechanisms by which
telework extracts more from employees, their families, and
their homes. Salaff further states that the last frontier be-
comes a factor of production through telework. In this way,
capital enters the home, and teleworkers contribute money
and time to production at home. Companies abandon hier-
archical control and increase labor extraction.

In 2011, the first study linking telework with sustainabil-
ity and people management was identified. Rietveld (2011)
describes it as a “green” innovation that was overrated as a
solution to sustainability problems.

The first article on teleworking as a flexible work arrange-
ment that may involve family conflict and must be managed
by the organization appeared in 2014. Higgins et al. (2014)
researched how these arrangements involve the individual’s
home and analyzed work-family or family-work conflicts in
four types of flexible work arrangements (the traditional
work arrangement, compressed work weeks, flex time, and
telework). Conceptually, work-family conflict is bidirectional,
and researchers make a distinction between work-family
and family-work conflicts. When work responsibilities nega-
tively affect the ability to complete family responsibilities, it
is called a “work-family conflict”. When family responsibili-
ties negatively affect the ability to fulfill work obligations, it
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is called a “family-work conflict”.

Peisert (2016) considers that employee care is ubiquitous
in telework. His research sought inputs on employee enga-
gement and retention from the scientific literature to assist
HR managers in providing the necessary care to employees.
In addition, he points to the leadership style of organiza-
tions as a determinant of employee care in organizations.
He proposes retention tools incorporated into organizations’
strategic alignment and planning that can bring employee
satisfaction. Peisert also suggests teleworking as the best
way to provide support for employees with young children
or who need to balance family life with work responsibilities
by working part-time from home.

And how do effective “telemanagers” act and what
are the main elements of this management? According to
Beno’s (2018) study on teleworker management, regular
communication between manager and subordinate is the
main element to reduce the negative impact of geographical
distance. Feedback is included in the communication.

The most recent study on telework and people manage-
ment presents new technology and its impacts on this rela-
tionship: the telepresence robot (TPR). It is a mobile remote
presence device that allows two-way communication and
interaction between a manager and the employees geo-
graphically separated. In order to study the effects of TPR
implementation at work, Ipsen et al. (2019) studied this
process in three phases: before, during, and after adoption.
Afterward, he divided the results into positive and negative.
The positives are that most managers perceive that the basic
functionalities of TPR meet demands satisfactorily, provide
the feeling of being present, and it is possible to see em-
ployees’ reactions through the camera function. In addition,
it avoids or reduces travel and facilitates certain organiza-
tional day-to-day practices. The negative results were rela-
ted to unexpected problems with technology, distrust, and
privacy, generating negative feelings of control, monitoring,
and impersonality by dealing with a robot instead of a hu-
man. Thus, the study’s result is that personal emotions and
managers are crucial when implementing TPR because they
directly affect their behaviors.

Van Steenbergen et al. (2018) identified the increasing
number of organizations introducing more flexible work ar-
rangements or new ways of working (NWW). This introduc-
tion is made possible by advances in ICT and human resour-
ce management practices (Gerards et al., 2018). Studies in
developed countries, such as the Netherlands, present the
effects of these new ways of working on work engagement
and people management practices. This people manage-
ment is divided by Gerards et al. (2018) into five aspects: the
time and place in which work occurs are independent; the
management of the employee’s production is their respon-
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sibility; knowledge sharing should be with the innovative be-
havior of free access and use of organizational knowledge;
work relationships are flexible to accommodate work life in
the current private life situation; and finally, stimulation of
meeting and cooperation among colleagues, aiming to main-
tain physical and mental health. The results of the research
highlight that these aspects depend on transformational lea-
dership as a mediator between flexible work arrangements
and employee performance and suggest that this type of
leadership positively impacts organizational commitment
and job satisfaction.

CONCLUSIONS

The objective of this research was to identify the themes
and categories related to flexible work arrangements, their
trends, and issues about managing people in any kind of re-
mote work arrangement that make up flexible work arran-
gements.

The literature review studies show that there is a diver-
gence in the definition of telework because there are many
variables that impact flexible work practices: time, place,
profile, technology, management, and performance, and
few studies consider all the variables. The most recent pu-
blications present concerns, theoretical proposals, and re-
sults about the lack or mismanagement of these variables
in companies and organizations that use flexible work ar-
rangements. The studies addressed present topics such as
the selection process of professionals for teleworking, the
behaviors and attitudes required, and how to manage their
performance. In addition, the implementation of telework
management tools such as smart work, the concern with
the concept of perceived proximity and cyberslacking for the
employee’s well-being, the company’s good performance,
and the use of the telepresence robot for home telework, as
a control or as a means of social integration with the com-
pany, were presented.

Several themes related to flexible work arrangements
were identified, such as: sustainability, health and safety, in-
tellectual capital retention and social responsibility, work-fa-
mily conflict, teleworker control, public policies, regulations,
and laws, social isolation, social inclusion of the disabled,
and telework for post-disaster situations.

As for the teleworker’s health and safety, the research
showed that there is a need for an in-depth study on the
teleworker’s health and safety, especially on work safety re-
gulations, quality of life at work, and ergonomics.

As for social responsibility, teleworking is perceived as a
“green” innovation. However, it is an unexplored and over-
rated environmental tool to solve sustainability problems.

On management practices and government laws, regula-
tions, and policies, the literature suggests that there is a lack
of adjustment of management practices in companies and a
lack of government policies, laws, and regulations.

It is hoped that the results of this research will contribu-
te to this new perspective — necessary in the current global
scenario — for the adoption of adequate measures by the
managers of this modality, which is still unknown in most
public and private organizations.
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