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Abstract. This paper investigates the impact of information manage-
ment on telework effectiveness and the role of leadership in facilitat-
ing successful telework arrangements within the context of Portuguese
organizations. Telework, enabled by advanced information and commu-
nication technologies (ICTs), has emerged as a significant alternative
work arrangement, particularly in response to global events such as the
COVID-19 pandemic. Leveraging data collected from Portuguese firms,
this study employs qualitative and quantitative methods to analyze the
relationship between information management practices, telework effec-
tiveness, and the leadership strategies employed to support remote work.
Findings suggest that effective information management is critical for en-
hancing telework effectiveness, with leadership playing a pivotal role in
facilitating communication, collaboration, and employee well-being in a
telework environment. The paper concludes with implications for prac-
tice and recommendations for organizations seeking to optimize telework
arrangements amidst evolving workplace dynamics.

Keywords: Information management- Telework - Leadership - Remote
work - Portugal.
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1 Introdution

Telework, defined as the practice of working remotely using ICTs, has gained
considerable traction in recent years, driven by advancements in technology and
changing attitudes towards work-life balance.

In the wake of the COVID-19 pandemic, organizations worldwide have rapidly
adopted telework arrangements to ensure business continuity and employee safety.
Portugal, like many other countries, has witnessed a surge in telework adoption,
necessitating a closer examination of its implications for organizational effective-
ness, leadership practices, and information management.

This study investigates the impact of leadership styles in teleworking environ-
ments among employees in Portugal, recognizing the integral role of information
management in facilitating successful remote work arrangements. Building upon
the growing prevalence of telework, this research aims to explore the interplay
between leadership strategies, information management practices, and organiza-
tional effectiveness within the Portuguese context.

The evolving landscape of telework underscores the need for a holistic ap-
proach that integrates leadership, information management, and remote work
dynamics to optimize teleworking environments and foster organizational re-
silience.

2 Literature Review

2.1 Telework and its implications for organizational effectiveness

Telework is one of the exceptional and somewhat atypical forms of working out-
side the previously habitual space, although it is gaining increasing prominence
in the current economic and social paradigm, with a strong trend towards greater
acceptance by workers and preference by organizations in general [12]. With the
relative ease with which companies and employees have adapted to new informa-
tion and communication technologies, telework has been increasingly seen not
only as a possibility for the continued performance of many functions but also
as a new contractual form in which workers fulfill their obligations from any
external point, whether in their own home (home office or home-based work) or
in another location where an internet connection permits it [18].

The origin of the word telework comes from the Greek expression "telou,"
which means "far from" or "at a distance," and the Latin word "tripaliare,"
which means "to work," resulting in the combination meaning "remote work."
The nature of this work depends on the contractual typology agreed upon be-
tween employer and employee [10].

According to [11], the reason why we generally do not use the term "telecom-
muting," as used in the US, is because in the main European languages - Spanish,
French, German, Italian, Portuguese - there is no term or expression equivalent
to the English word "commuting," which means "going to and from work," hence
the term "telecommuting." In this sense, the closest expression in our language
would indeed be "telework" [9].
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Commonly, [4] share the understanding that there are indeed some benefits
for organizations, workers, and societies. However, there are also risks, particu-
larly regarding the individualization of work, specifically the risk of professional,
political, and social isolation by workers.

Anker [3] suggest that organizations, on the other hand, seek alternatives
to optimize work in order to improve the quality of life of workers, reducing
the stress that existed when they returned from their usual workplace to their
homes. Following this line of thought, [22] also agrees that workers can expe-
rience positive effects on health due to the reduction of stress, resulting in an
improved balance between work and family. Thulin [23] share the same opinion,
understanding that it is crucial for a better quality of life and social sustainabil-
ity when there is a more effective balance in the use of time between the worker’s
daily life and teleworking.

Regarding negative aspects, [7], in their analysis of public sector employees
teleworking, concluded that those working from home show a more pronounced
professional and less organizational isolation. These authors also mention that
leadership styles in the hierarchy are not as suitable as in other teams and orga-
nizations due to their high degree of virtuality, as communication is less formal
and hierarchical. It is worth noting that, based on the lack of personal con-
tact and geographical dispersion, leaders also face greater difficulty in adopting
traditionally used behaviors.

DeVries [7] believes that in teleworking, empathy and support from colleagues
may no longer be available. Additionally, it may be necessary for workers (sub-
ordinates) to require greater monitoring from their respective leaders. From an-
other perspective, despite public sector employees feeling good and committed
to the employer when present in person, their sense of commitment may signifi-
cantly decrease on days when they have to work from home.

2.2 Information management in telework environments

In recent years, the landscape of work has evolved dramatically, with telework
becoming increasingly prevalent, especially in response to technological advance-
ments and global events such as the COVID-19 pandemic. As organizations adapt
to remote work arrangements, the management of information has become a crit-
ical aspect of ensuring productivity, collaboration, and data security in telework
environments [19].

In telework environments, the efficient management of information is para-
mount to maintaining organizational cohesion and achieving strategic objectives.
Caraiani [5] suggests that effective information management in telework settings
requires a comprehensive understanding of the three fundamental levels of man-
agement: administration, management, and operations. Top managers, respon-
sible for institutional management, must devise strategies to facilitate remote
collaboration, establish clear communication channels, and ensure that remote
workers have access to the necessary resources and support systems.

Middle managers play a crucial role in adapting organizational policies and
strategies to the unique challenges of telework environments. They are tasked
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with coordinating remote teams, fostering a sense of belonging and accountabil-
ity among teleworkers, and addressing any issues that may arise in the course of
remote operations [5].

At the operational level, first-line managers oversee the day-to-day activi-
ties of remote workers, ensuring that tasks are completed efficiently and in line
with organizational objectives. They must implement systems for monitoring
and evaluating remote performance, provide remote workers with the necessary
training and support, and facilitate effective communication between remote
teams [5].

Effective information management in telework environments also requires the
implementation of appropriate technological solutions and security measures.
Kuruzovich [17] emphasizes the importance of leveraging technology to enable
remote collaboration, streamline workflows, and protect sensitive information
from unauthorized access or data breaches.

Moreover, ethical considerations and cultural factors play a significant role in
information management in telework environments. Alvesson [2] highlights the
importance of promoting a culture of trust, transparency, and accountability
among remote workers, as well as addressing any ethical dilemmas or conflicts
that may arise in the course of remote operations.

In conclusion, information management in telework environments is a multi-
faceted process that requires careful planning, coordination, and adaptation to
the unique challenges of remote work. By leveraging technology, fostering a cul-
ture of trust and transparency, and implementing appropriate security measures,
organizations can effectively manage information in telework environments and
ensure the success of remote operations [2].

2.3 Leadership roles and strategies in facilitating telework
effectiveness

In the context of contemporary organizational management, teamwork and lead-
ership play pivotal roles in navigating the complexities of telework environments.
Zamanov [25] assert that effective team management within an organization in-
volves coordinating and directing relationships among workers, with a focus on
recognizing the value and relevance of each individual. This is particularly per-
tinent as organizations transition away from traditional hierarchical structures
towards more collaborative and dynamic team-based approaches. Some authors
distinguishes between mere groups of individuals and cohesive teams, emphasiz-
ing the importance of shared goals, complementary skills, and coordinated efforts
in achieving common objectives. A key aspect of team dynamics, as highlighted,
is the continuous exchange of feedback among team members. Leaders, therefore,
must not only facilitate feedback mechanisms but also establish clear, achievable
goals, conduct regular meetings to ensure alignment, and foster a supportive and
inclusive team culture (see, for instance, [5]).

Furthermore, the composition of effective teams extends beyond innate char-
acteristics to include behavioural competencies and technical skills [15]. These
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authors delineate the defining characteristics of teams, emphasizing social inter-
action, shared goals, task interdependence, and integration within the broader
organizational context. This interconnectedness underscores the importance of
effective leadership in facilitating collaboration and coordination among team
members.

Leadership, as elucidated by [13], is a timeless concept that transcends his-
torical epochs, encompassing the ability to influence and inspire individuals or
groups towards common goals. It elaborate on the multifaceted nature of lead-
ership, encompassing interpersonal attitudes and behaviors that shape organi-
zational culture and dynamics. Effective leadership involves not only influencing
behaviors but also fostering a supportive and empowering environment conducive
to individual and collective growth [5].

Despite the historical evolution of leadership theories, the significance of effec-
tive leadership in organizational success remains unequivocal. From trait-based
theories to contemporary contingency and value-based approaches, leadership
research continues to evolve, reflecting changing organizational landscapes and
the complexities of human behavior. In the modern context, leadership extends
beyond individual traits to encompass team dynamics and organizational ef-
fectiveness. Leaders must balance individual capabilities with collective perfor-
mance, fostering collaboration, innovation, and resilience within their teams [§].
This requires emotional intelligence, empathy, and the ability to empower and
motivate others towards shared objectives.

Ultimately, effective leadership in telework environments hinges on the ability
to adapt to changing circumstances, foster collaboration, and empower individ-
uals and teams to thrive in virtual settings. By embracing inclusive leadership
practices, promoting open communication, and nurturing a culture of trust and
accountability, leaders can facilitate telework effectiveness and drive organiza-
tional success [8]. These authors advance that effective leadership entails adopt-
ing behaviors that garner recognition and respect from subordinates, as this is
pivotal to achieving desired outcomes. Emphasizing the importance of emotional
intelligence, leaders must exert control over not only their own emotions but also
those of their team members. By setting an example and delegating tasks while
maintaining oversight, leaders can cultivate an environment of fairness and im-
partiality, thereby fostering team mobilization and achieving organizational suc-
cess.

2.4 The Portuguese context of telework adoption and its challenges

Coenen [6] highlight that while telework is often associated with working from
home, its true definition pertains to task execution "outside the employer’s
premises," allowing for work to be conducted remotely with the aid of tech-
nology and communication equipment. Although commonly perceived as home-
based work, telework encompasses diverse forms, including telecentres, satellite
centres, and mobile telework, as described by [24].

According to [22], telecentres serve as shared resource centers where equip-
ment, either owned or rented, is utilized by users from various companies. Sim-
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ilarly, satellite centers, located near users’ residences, provide flexible spaces for
remote collaboration, often adopting a coworking model. Coworking, involves
work conducted outside the headquarters of the parent company, typically in its
subsidiaries situated across different geographic locations but connected through
ICT. This telework modality is predominantly adopted by large corporations in
urban centers.

Mobile telework, as outlined by [22], involves work conducted from various lo-
cations using portable equipment such as laptops or mobile devices with wireless
telecommunications capabilities [16].

In addition to geographical and physical distinctions, telework modalities en-
compass factors such as the proportion of work performed remotely, categorized
as full-time, part-time, or ad hoc, as discussed by [22]. Furthermore, telework ar-
rangements vary based on the employment relationship, with some individuals
working exclusively for one employer from their residence while others, free-
lancers, may serve multiple clients, necessitating various employer relationships.

Additionally, telework may differ based on the timing of work, occurring
during regular daytime hours, evenings, or weekends, serving as a means to
compensate for tasks that cannot be completed during regular working hours as
cited in [22].

2.5 Barriers to Telework Adoption

Despite its potential benefits, telework faces several barriers that hinder its adop-
tion and effectiveness. Challenges include limited internet access, particularly in
geographically remote areas, where telecommunication infrastructure may not
meet the required standards. Additionally, organizational barriers such as lim-
ited access to company information through electronic devices and resistance to
technological investments and cultural changes pose significant obstacles [25].
According to Aguilera et al. [1], other barriers include the necessity for physical
presence in the workplace, computer illiteracy among employees, resistance to
telework, reluctance of companies to invest in technology, concerns regarding loss
of control over employees, and the desire to maintain a clear separation between
personal and professional life.

Moreover, interpersonal interaction among colleagues may be limited, further
complicating collaborative efforts. Given the demanding nature of telework, indi-
viduals must possess specific characteristics to succeed in this environment, such
as self-motivation, proficiency in their work, independence, time management
skills, comfort with solitude, reliability, and trustworthiness [22].

However, despite its potential, telework still faces challenges that necessitate
further research, as findings regarding its impact remain inconclusive. While
some studies suggest positive outcomes for teleworkers, others indicate potential
drawbacks, such as decreased personal and familial satisfaction , highlighting
the need for comprehensive investigations into telework’s implications (see, for
instance, [4], [18]).
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2.6 Research Question

Understanding the diverse modalities and inherent challenges of telework within
the Portuguese context lays the foundation for investigating its efficiency in orga-
nizational settings. With telework encompassing various forms, including home-
based, satellite centers, and mobile arrangements, it becomes crucial to explore
how information management influences its efficacy. Moreover, organizational
barriers such as limited access to company information, technological resistance,
and concerns regarding control over employees highlight the need to assess the
impact of information management on telework practices. Furthermore, examin-
ing leadership strategies in facilitating telework effectiveness becomes imperative,
considering the importance of leaders in fostering a conducive remote work envi-
ronment. Therefore, the research question "How does information management
influence the efficiency of telework practices and leadership strategies within
Portuguese organizations?" emerges as a pivotal inquiry, aiming to uncover the
interplay between information management, telework efficiency, and leadership
approaches in the Portuguese organizational landscape.

3 Methodology

3.1 Data collection

The research was conducted across mainland Portugal and the archipelagos of
the Azores and Madeira, aiming to reach a broad spectrum of individuals regard-
less of their sector of activity or type of service. It was acknowledged from the
outset that certain activities, such as repair workshops, assembly lines, construc-
tion, security, emergency services, and distribution, might not lend themselves to
non-presential work. Therefore, the choice to distribute questionnaires via email
was deemed the most suitable method considering the national scope and the
number of individuals targeted. Overall, the contribution of respondents, varying
in quantity, took shape thanks to their willingness to participate and, notably,
the cooperation of many employers, which was crucial for the intended purposes.

Quantitative Approach: As previously mentioned, this study solely adopted
a quantitative methodology. According to [8], this type of analysis tends to focus
on how a variation in X may also cause a variation in Y, although the cause-
and-effect relationship may not always be evident. To fulfil the objectives of this
research, following the decision to employ a quantitative approach, a question-
naire was developed, encompassing the attributes and constructs under analysis,
as detailed in the following subsection.

3.2 Sampling strategy and participant demographics

The sample size calculation for this study was obtained using the software devel-
oped by [21], available online on the "Pratica Clinica" webpage, resulting in 620
responses recorded for a minimum sample of 385 respondents, based on a 95%
confidence interval and a 5% margin of error. Although a sample of 385 workers
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would have been sufficient according to the criteria defined in this software, a
larger number was ultimately utilized, thereby enhancing the precision of the re-
sults obtained. The present survey targeted the entire active population working
as employees in Portugal. According to data from Pordata (2023), based on the
latest census in 2021, the total number of these workers was 3,435,002.

3.3 Data analysis techniques

Once the deadline for responses to the questionnaire was reached, the data were
exported directly from Google Forms to Google Sheets, then transferred, saved,
and processed in a Microsoft Excel file before being exported to IBM SPSS
(Statistical Package for the Social Sciences) software for analysis. Statistical
analysis was conducted to treat the data.

To characterize the sample, descriptive statistical techniques were employed,
including vertical and horizontal bar charts, pie charts, absolute frequency tables
(number of individuals) and relative frequency tables (percentages of individu-
als), mean, median, mode, standard deviation, maximums, and minimums.

Quality assessment of the database was prioritized, and an anomalous situ-
ation of missing cases was identified. It was discovered that a line duplication
occurred in the Microsoft Excel file, which had been created but interrupted
midway, resulting in 621 respondents instead of the actual 620 received. This
duplication, and particularly its inconsistency, was corrected, resulting in the
accurate count of 620 received responses.

Following [14], outliers were analyzed, and item sensitivity was studied using
skewness coefficients (]Sk| < 3) and kurtosis (|Ku| < 10). The assumption of
normality of items was verified. Otherwise, a severe violation of the normality
assumption would be indicated.

To analyze the measures of Quality of life in telework, Interaction /relationship
with boss/superior in telework context, and Perception of leadership style of
boss/superior towards oneself in telework context, arithmetic means and stan-
dard deviations were calculated for each item of the 3 variables. The arithmetic
mean (M) is the sum of all values in a given dataset divided by the number of
elements in that dataset. The median (Md) is the smallest value of the variable
up to which at least 50% of the observations accumulate. Considering each vari-
able consists of an odd number (15) of questions, the median value represents
the central value of the dataset, which must be arranged in ascending or de-
scending order beforehand. Standard deviation (SD) is a measure that expresses
the degree of dispersion of a dataset, indicating how uniform the data are. The
closer the standard deviation is to 0 (zero), the more homogeneous the data are
[20].

The Kaiser-Meyer-Olkin (KMO) statistic is calculated to verify the strength
of partial correlation between the various variables under study, providing the
adequacy of the input matrix. According to [20], KMO values close to 1.0 are
considered ideal, while values below 0.5 are unacceptable. Most scholars argue
that a KMO measure of at least 0.80 is good enough to start factor analysis.
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The Bartlett’s Test of Sphericity is used to assess the null hypothesis that
the correlation matrix reflects an identity matrix, implying that the variables
are uncorrelated and thus unsuitable for factor analysis. However, to achieve
an identity matrix, a significant test should assume minimum significance levels
above 0.05.

Factor analysis of principal components was employed to determine the value
of each construct. To validate the appropriateness of these data, the correlation
coefficient was calculated using the KMO measure and Bartlett’s Test of Spheric-
ity. Reference values for this scale, which serve as indicators of whether factor
analysis is appropriate or not, may vary among authors. However, the most suit-
able fit in a factor analysis model should have a KMO value above 0.8. Based
on [20] recommendations, values below 0.5 are unacceptable, between 0.5 and
0.6 are poor, between 0.6 and 0.7 are mediocre, between 0.7 and 0.8 are fair,
between 0.8 and 0.9 are good, and between 0.9 and 1 are excellent.

In the field of Social Sciences, attempts are often made to measure phenomena
that cannot be directly observed, referred to as constructs or latent variables.
These variables are deduced mathematically from other variables that can be
directly observed, i.e., that can be measured directly [20].

4 Findings

4.1 Impact of information management practices on telework
effectiveness

Understanding the demographics and professional backgrounds of respondents
is crucial to discern the impact of information management practices on tele-
work effectiveness. In terms of demographics, the sample of 620 respondents was
predominantly female, comprising 71.77% (n=445), which may be attributed
to the pandemic’s demands, where women often assumed primary caregiving
responsibilities, potentially influencing their inclination towards telework.

Regarding age distribution, a significant proportion (44.19%, n=274) fell
within the 41-50 age group, while those aged 16-30 represented only 8.39%
(n=52). Educational attainment revealed that 65.48% (n=406) possessed a higher
education degree, underscoring the sample’s educational profile.

Marital status data indicated that 65.65% (n=407) of respondents were mar-
ried. Household composition revealed diverse structures, with 31.13% (n=193)
having three-person households and 27.26% (n=169) having four-person house-
holds, reflecting varying family dynamics among respondents.

Professionally, the majority (76.61%, n=475) worked in the public sector,
predominantly in public administration (65.97%, n=409). Regarding company
size, 45.81% (n=284) reported organizations with over 250 employees, highlight-
ing the prevalence of larger establishments in the sample.

Longevity in current employment varied, with 34.35% (n—=213) having over
20 years of service, while 26.94% (n=167) had been with their current employer
for less than 5 years. The majority (76.13%, n=472) did not hold managerial
positions.
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Telework practices showcased a significant adaptation during the pandemic,
with 62.58% (n=388) teleworking full-time. Preferences for telework arrange-
ments revealed that 49.19% (n=305) favoured a hybrid model, combining remote
and in-person work, while 41.29% (n=256) preferred working solely at the com-
pany’s physical premises. Flexibility in working hours was notable, with 43.39%
(n=269) reporting flexible schedules.

In summary, it was possible to notice that the sample’s composition reflects
diverse demographic and professional backgrounds, with notable trends towards
telework adoption, particularly during the pandemic.

Gender Disparity and Telework: The significant majority of female respon-
dents (71.77%) suggests a potential gender disparity in telework participation,
possibly influenced by caregiving responsibilities during the pandemic. This high-
lights the need for gender-inclusive telework policies to ensure equitable oppor-
tunities for all employees.

Age Distribution and Telework Adoption: The higher proportion of respon-
dents aged 41-50 (44.19%) compared to younger age groups indicates a greater
propensity for telework adoption among mid-career professionals. This suggests
that telework may be more prevalent among established professionals with greater
flexibility in their roles.

Educational Attainment and Telework Readiness: The majority of respon-
dents (65.48%) holding a higher education degree may indicate a correlation
between educational attainment and telework readiness. Higher-educated indi-
viduals may possess the skills and resources necessary for remote work, poten-
tially impacting telework effectiveness and productivity.

Company Size and Telework Implementation: The prevalence of respondents
working in organizations with over 250 employees (45.81%) underscores the im-
portance of organizational size in facilitating telework arrangements. Larger com-
panies may have the resources and infrastructure to support remote work, im-
pacting the scalability and effectiveness of telework initiatives.

Telework Preferences and Work Arrangements: The preference for a hybrid
telework model (49.19%) suggests a growing demand for flexibility in work ar-
rangements, allowing employees to balance remote and in-person work. This
preference may impact organizational policies and infrastructure to accommo-
date hybrid work models effectively.

Flexible Working Hours and Employee Satisfaction: The significant propor-
tion of respondents (43.39%) reporting flexible working hours highlights the im-
portance of autonomy and work-life balance in telework arrangements. Flexibility
in working hours can positively impact employee satisfaction, productivity, and
overall telework effectiveness.

Managerial Positions and Telework Leadership: The majority of respondents
(76.13%) not holding managerial positions may influence telework leadership
and supervision practices. Effective telework leadership is crucial for fostering
collaboration, communication, and accountability in remote teams, potentially
impacting telework effectiveness and team performance.
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Overall, the analysis underscores the multifaceted nature of telework adop-
tion and its implications for organizational policies, employee demographics, and
work arrangements. Understanding these dynamics is essential for designing ef-
fective telework strategies that promote productivity, employee well-being, and
organizational success.

4.2 Leadership strategies conducive to successful telework
arrangements

The study provides valuable insights into the characteristics of the sample popu-
lation participating in telework arrangements, which can be linked to leadership
strategies conducive to successful telework arrangements as follows:

Gender Disparity and Inclusive Leadership: The observation of a significant
majority of female respondents engaging in telework highlights the importance
of inclusive leadership strategies. Effective leaders must recognize and address
potential gender disparities in telework participation by implementing policies
that promote equal opportunities and support for all employees, irrespective of
gender.

Age Distribution and Leadership Adaptability: The higher representation of
mid-career professionals in telework suggests the need for leadership adaptabil-
ity to cater to diverse age groups. Leaders should tailor communication styles,
performance management approaches, and support mechanisms to accommo-
date the preferences and needs of employees across different age demographics,
ensuring successful telework implementation.

Educational Attainment and Leadership Development: The correlation be-
tween higher educational attainment and telework readiness underscores the role
of leadership development in facilitating remote work effectiveness. Leaders must
invest in training and development initiatives to equip employees with the nec-
essary skills, competencies, and technological proficiency required for successful
telework arrangements.

Company Size and Leadership Support: The prevalence of telework among
employees in larger organizations highlights the importance of leadership sup-
port and organizational resources. Effective leaders in larger companies must
provide strategic direction, allocate resources, and establish clear policies to en-
able seamless telework implementation, fostering a supportive work environment
conducive to remote collaboration and productivity.

Telework Preferences and Transformational Leadership: The preference for
hybrid telework models indicates the need for transformational leadership strate-
gies that promote flexibility, innovation, and employee empowerment. Transfor-
mational leaders inspire trust, encourage autonomy, and facilitate continuous
adaptation to changing work arrangements, driving organizational resilience and
agility in the face of uncertainty.

Flexible Working Hours and Leadership Trust: The provision of flexible work-
ing hours underscores the significance of leadership trust in telework arrange-
ments. Trustworthy leaders foster a culture of autonomy, accountability, and
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mutual respect, empowering employees to manage their time effectively and de-
liver results, regardless of physical location.

Managerial Positions and Leadership Communication: The distribution of
managerial positions among teleworkers emphasizes the importance of effec-
tive leadership communication. Leaders in telework environments must prior-
itize transparent communication, regular feedback, and active engagement to
overcome challenges associated with remote supervision, ensuring clarity of ex-
pectations and alignment of goals across distributed teams.

Overall, the study highlights the intersection between leadership strategies
and the characteristics of the telework population, emphasizing the importance
of inclusive, adaptable, supportive, and communicative leadership practices in
facilitating successful telework arrangements.

4.3 Challenges and opportunities specific to the Portuguese context

In the context of Portugal, the implementation of telework presents both chal-
lenges and opportunities that require careful consideration and effective leader-
ship strategies to navigate successfully.

Gender Disparity and Inclusive Leadership: A notable gender disparity in
telework participation may reflect existing societal norms and caregiving respon-
sibilities. Effective leadership should promote inclusive practices that address
gender imbalances, ensuring equitable access to telework opportunities and sup-
port for all employees, regardless of gender. By fostering a culture of diversity
and inclusion, leaders can harness the full potential of their workforce and pro-
mote gender equality in telework arrangements.

Age Distribution and Leadership Adaptability: Portugal’s workforce com-
prises individuals spanning various age demographics, each with unique prefer-
ences and needs regarding telework. Leaders must adopt adaptable leadership
styles that cater to diverse age groups, providing tailored support, training,
and resources to accommodate employees at different stages of their careers. By
embracing flexibility and embracing generational diversity, leaders can enhance
employee engagement and productivity in telework environments.

Educational Attainment and Leadership Development: Disparities in educa-
tional attainment levels among teleworkers highlight the importance of leader-
ship development initiatives. Effective leaders should invest in continuous learn-
ing opportunities, providing employees with the skills, knowledge, and techno-
logical proficiency required for successful telework. By prioritizing training and
upskilling programs, leaders can empower their workforce to adapt to remote
work challenges and drive organizational innovation and competitiveness.

Company Size and Leadership Support: In Portugal, organizations of varying
sizes may face distinct challenges in implementing telework. Leaders in larger
companies must provide strategic direction, allocate resources, and establish
clear policies to support telework initiatives effectively. Meanwhile, leaders in
smaller enterprises may need to prioritize resource allocation and foster a sup-
portive organizational culture conducive to remote collaboration and flexibility.
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By providing leadership support tailored to their organization’s size and struc-
ture, leaders can mitigate barriers to telework adoption and promote organiza-
tional resilience.

Telework Preferences and Transformational Leadership: The preference for
hybrid telework models underscores the need for transformational leadership
that promotes flexibility and innovation. Forward-thinking leaders should in-
spire trust, empower autonomy, and encourage continuous adaptation to chang-
ing work arrangements. By embracing transformational leadership principles,
leaders can create an agile and adaptive organizational culture that maximizes
the benefits of telework while fostering employee well-being and satisfaction.

Flexible Working Hours and Leadership Trust: Flexible working hours re-
quire leaders to cultivate trust and accountability within their teams. Trust-
worthy leaders should foster open communication, provide clear expectations,
and empower employees to manage their time effectively. By prioritizing trans-
parency and mutual respect, leaders can build strong relationships with their
remote teams, promoting collaboration, and driving performance in telework
environments.

Managerial Positions and Leadership Communication: Effective leadership
communication is essential for overcoming the challenges of remote supervision
and fostering employee engagement. Leaders must leverage digital communica-
tion tools to facilitate regular feedback, provide guidance, and maintain team
cohesion. By fostering a culture of open communication and collaboration, lead-
ers can overcome barriers to remote supervision and ensure alignment of goals
and objectives across distributed teams.

In conclusion, the Portuguese context presents unique challenges and oppor-
tunities for telework implementation, requiring leaders to adopt inclusive, adapt-
able, and communicative leadership strategies. By addressing gender disparities,
embracing generational diversity, investing in leadership development, providing
support tailored to organizational size, promoting flexibility and innovation, fos-
tering trust and accountability, and prioritizing effective communication, leaders
can navigate the complexities of telework and unlock its full potential for orga-
nizational success and employee well-being in Portugal.

5 Discussion

5.1 The interplay between information management, telework
effectiveness, and leadership

The interplay between information management, telework effectiveness, and lead-
ership is multifaceted and dynamic, encompassing various challenges and oppor-
tunities within the Portuguese context. Gender disparities in telework participa-
tion underscore the importance of inclusive leadership strategies that promote
gender equality and diversity. Age distribution highlights the need for adapt-
able leadership approaches that cater to the preferences and needs of employees
across different generations. Disparities in educational attainment underscore



14 J. Santos, J. Farinha, M. F. de Pina and R. Martins

the significance of leadership development initiatives to equip teleworkers with
the necessary skills and technological proficiency. Company size influences the
leadership support required for successful telework implementation, with leaders
needing to tailor their approaches to the organizational structure and resources
available. Telework preferences, such as hybrid models, call for transformational
leadership that fosters flexibility, innovation, and trust. Flexible working hours
necessitate leadership that cultivates trust and accountability, while manage-
rial positions require effective communication strategies to overcome the chal-
lenges of remote supervision. By addressing these aspects and adopting inclusive,
adaptable, and communicative leadership strategies, organizations in Portugal
can optimize the interplay between information management, telework effective-
ness, and leadership to drive success and employee well-being in remote work
environments.

5.2 Implications for organizational policy and practice

The implications for organizational policy and practice stemming from the in-
terplay between information management, telework effectiveness, and leadership
are multifaceted and critical for the success of modern workplaces, particularly
in the Portuguese context.

Policy Development: Organizations need to develop comprehensive telework
policies that address various aspects of remote work, including communication
protocols, performance expectations, data security measures, and employee well-
being initiatives. These policies should be flexible enough to accommodate the
diverse needs of employees while ensuring alignment with organizational goals
and values.

Technology Integration: To support effective telework, organizations must
invest in and integrate appropriate technology infrastructure and digital tools.
This includes cloud-based collaboration platforms, project management soft-
ware, cybersecurity solutions, and remote access systems. Policies should outline
guidelines for the use of these technologies and ensure compliance with data
protection regulations.

Leadership Training: Organizations should provide leadership training pro-
grams tailored to remote management. Leaders need to develop skills in virtual
communication, team motivation, conflict resolution, and performance evalua-
tion. Emphasis should be placed on fostering a supportive and inclusive work
culture that transcends physical boundaries.

Performance Evaluation: Traditional performance evaluation methods may
need to be adapted to suit remote work environments. Organizations should
explore outcome-based performance metrics rather than relying solely on input-
based measures. Regular feedback sessions and goal-setting exercises can help
employees stay aligned with organizational objectives and track their progress
effectively.

Employee Engagement: Maintaining high levels of employee engagement in
remote settings requires proactive efforts from organizational leaders. Regular
virtual team meetings, social events, and recognition programs can help foster a
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sense of belonging and camaraderie among remote workers. Organizations should
also provide channels for employees to voice their concerns and feedback.

Work-Life Balance: Telework policies should promote work-life balance by
establishing clear boundaries between work hours and personal time. Encour-
aging employees to take regular breaks, set realistic workloads, and disconnect
after hours can help prevent burnout and improve overall well-being.

Data Security Measures: With the increase in remote work, organizations
must priorities data security and privacy. This includes implementing robust
cybersecurity protocols, encryption technologies, and access controls to protect
sensitive information from cyber threats. Employee training on data security
best practices is also essential to mitigate risks.

Cultural Adaptation: Organizations need to adapt their organizational cul-
ture to embrace remote work as a viable and sustainable model. This may involve
fostering a culture of trust, autonomy, and accountability, where employees are
empowered to manage their work independently. Leaders should lead by example
and demonstrate a commitment to remote work practices.

5.3 Recommendations for fostering effective telework environments
in Portugal

To foster effective, telework environments in Portugal, several recommendations
can be proposed based on the interplay between information management, tele-
work effectiveness, and leadership:

Invest in Infrastructure: Organizations should invest in robust technological
infrastructure to support remote work, ensuring reliable access to digital tools
and platforms for communication, collaboration, and information management.

Promote Leadership Development: Develop leadership programs focused on
remote management skills, such as effective communication, team collaboration,
and performance management in virtual settings. Leaders should be equipped
with the necessary skills to motivate and support remote teams effectively.

Implement Flexible Policies: Establish flexible telework policies that accom-
modate diverse employee needs and preferences. Provide options for hybrid work
arrangements, allowing employees to balance remote and on-site work based on
their roles and responsibilities.

Enhance Digital Literacy: Offer training programs to enhance employees’
digital literacy skills, including proficiency in remote communication tools, cy-
bersecurity practices, and information management techniques. Ensure that all
employees have the necessary skills to navigate virtual work environments effec-
tively.

Prioritize Well-being: Prioritize employee well-being by promoting work-life
balance, setting clear boundaries between work and personal life, and offering
mental health support resources. Encourage regular breaks, social interactions,
and opportunities for physical activity to mitigate the challenges of remote work.

Facilitate Communication: Foster open and transparent communication chan-
nels between remote teams and leadership. Encourage regular check-ins, team
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meetings, and one-on-one discussions to maintain connection and alignment
across the organization.

Promote Collaboration: Implement collaborative tools and platforms to fa-
cilitate teamwork, knowledge sharing, and project management in virtual envi-
ronments. Encourage cross-functional collaboration and team-building activities
to foster a sense of belonging and camaraderie among remote employees.

Ensure Data Security: Prioritize data security and privacy measures to pro-
tect sensitive information in remote work settings. Implement robust cyberse-
curity protocols, data encryption techniques, and access controls to safeguard
organizational data from potential threats and breaches.

Monitor Performance: Establish clear performance metrics and goals for re-
mote employees, regularly monitor progress, and provide constructive feedback
and recognition for achievements. Implement performance management systems
that focus on outcomes rather than hours worked to evaluate telework effective-
ness.

Adapt Organizational Culture: Adapt the organizational culture to embrace
remote work as a viable and sustainable model for the future. Promote a culture
of trust, autonomy, and accountability, where employees feel empowered to take
ownership of their work and contribute to the organization’s success, regardless
of their location.

By implementing these recommendations, organizations in Portugal can cre-
ate supportive and effective telework environments that enhance productivity,
engagement, and overall organizational performance.

6 Conclusion

6.1 Summary of key findings

This study has shed light on the complex interplay between information man-
agement practices, telework effectiveness, and leadership strategies, particularly
within the Portuguese context. Through an analysis of sociodemographic charac-
teristics, professional profiles, and telework arrangements of respondents, several
key findings have emerged.

The sociodemographic characterization revealed a predominance of female
respondents, with a significant proportion belonging to the age group of 41-
50 years and holding higher education qualifications. Furthermore, a majority
of respondents were married and had households with an average size of three
people.

From a professional standpoint, the majority of respondents were employed
in the public sector, particularly in administrative roles. The duration of em-
ployment with their current employers varied, with a significant portion having
more than 20 years of service. Additionally, most respondents did not hold man-
agerial positions, and the prevalence of telework was evident, with a majority
teleworking the entire week from their homes.

These findings underscore the importance of comprehensive telework poli-
cies, tailored leadership training programs, and robust technology infrastructure
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to support remote work initiatives. Organizations must also prioritize employee
engagement, well-being, and data security to foster effective telework environ-
ments.

Moving forward, it is essential for organizations in Portugal to adapt their
policies and practices to accommodate the evolving nature of remote work. By
embracing flexibility, technology, and inclusive leadership strategies, organiza-
tions can navigate the challenges and leverage the opportunities presented by
telework to drive productivity, innovation, and organizational success.

6.2 Limitations and avenues for future research

While this study provides valuable insights into the interplay between infor-
mation management practices, telework effectiveness, and leadership strategies
within the Portuguese context, some limitation existed: Given the extensive na-
tional scope of the population under investigation, obtaining consent from all
employers proved challenging, particularly considering that the study was not
centered in their geographical regions and not directly linked to the specific com-
panies in question. The study’s focus on Portugal also restricts generalizability,
while overlooking organizational and managerial perspectives on telework. Fu-
ture research should employ longitudinal and comparative approaches, incor-
porate objective metrics, and explore emerging technologies to address these
limitations and foster effective telework environments globally.

6.3 Closing remarks on the significance of information management
and leadership in enhancing telework effectiveness

In conclusion, this study underscores the pivotal role of information management
and leadership in augmenting the effectiveness of telework arrangements, par-
ticularly within the unique context of Portugal. Through an extensive analysis
of sociodemographic characteristics and professional profiles, it becomes evident
that successful telework implementation hinges upon robust information man-
agement practices and adept leadership strategies. The findings highlight the
intricate interplay between these factors and telework effectiveness, shedding
light on the challenges and opportunities specific to the Portuguese landscape.
As organizations navigate the evolving telework landscape, it is imperative for
them to recognize the implications for policy and practice, integrating recom-
mendations for fostering effective telework environments. Despite the limitations
inherent in the study, such as the difficulty in obtaining consent from all employ-
ers within the national coverage, the insights gleaned pave the way for future
research avenues. Moving forward, leveraging these insights can inform orga-
nizational policies and practices, ultimately driving towards more efficient and
sustainable telework arrangements in Portugal and beyond.
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