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Abstract. In accelerating digitisation and increasing sustainability requirements, telework has
become a viable solution for many organisations. Initially adopted as an emergency measure during
the COVID-19 pandemic, teleworking has become a permanent practice, offering economic,
ecological and social advantages to employees and employers. This paper explores telework as a
sustainable business solution, considering the main benefits and challenges. The study highlights how
telework helps reduce operational costs and carbon footprint while improving employees’ work-life
balance. However, the effective implementation of telework depends on overcoming obstacles, such
as data security, social isolation and performance evaluation difficulties. The paper suggests several
measures to support long-term telework, including investing in digital infrastructure, enhancing
managerial skills, and fostering a flexible and collaborative work environment. In conclusion,
telework allows organisations to achieve economic efficiency while promoting social and
environmental responsibility. However, its success relies on adapting the organisational culture and
implementing appropriate technologies.
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Introduction

In an era characterised by rapid economic transformations, accelerated digitalisation and a
sharp increase in sustainability requirements, telework has established itself as a viable solution for
many organisations around the world. Used as an emergency measure during the COVID-19
pandemic, telework has become a current and desired practice, both for employees and employers [1-
3]. However, the full integration of telework into organisational strategies involves significant
advantages and challenges, requiring detailed analysis to identify optimal approaches that can ensure
business sustainability [4].

Also, the integration of telework contributes to a new framework of business sustainability,
reducing the carbon footprint by reducing the need to travel [5] and promoting a healthier balance
between employees’ personal and professional lives [6]. Thus, the topic of telework has become
increasingly relevant in a world that seeks to balance economic efficiency with social responsibility
and environmental protection.

This paper aims to examine telework as a sustainable business solution, focusing on its
advantages and challenges and providing a glimpse into the prospects of this work model. In this
context, the work aims to fulfil the following objectives:

- Investigating how telework contributes to organisational efficiency and employee satisfaction,
focusing on the positive impact on work-life balance, operational cost reduction and resource
optimisation.

- Exploring the complexities of remote management, as well as issues related to information
security, social isolation of employees, and performance appraisal difficulties in the context of telework.
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- Addressing the possible evolutions of this work model, with a particular focus on hybrid
work scenarios and technologies that can support effective remote collaboration.

The specialised literature increasingly emphasises the need for flexible and sustainable work
models. Recent studies underscore the importance of telework in modern business, offering a local
view of the impact of this work model on the Romanian economy [7].

To underpin the analysis, this paper proposes the following key research questions:

- To what extent can teleworking become a sustainable long-term solution for organisations?

- What are the main advantages and challenges of implementing telework in companies of
different sizes and sectors?

- How can organisations optimise telework to maximise benefits and minimise challenges?

Telework is an inescapable trend in today’s business landscape and offers a unique
opportunity to reconcile productivity needs with sustainability needs. In this context, the present study
seeks to provide an integrated analysis of the advantages and challenges of telework and identify the
future perspectives of this work model, thus contributing to the literature and providing relevant
directions for future research and organisational implementations.

1. Theoretical Foundation and Literature Review

Telework (or remote work) is a way of working where employees work outside the traditional
office, using technology to communicate and collaborate with the team [7]. Studies have shown that
telework has evolved from a marginal option to a strategic component of organisations, influencing
work structures and organisational culture [8].

In this context, business sustainability represents a long-term business approach [9] that
combines economic objectives with social responsibility and environmental protection, depending on
the organisation’s ability to adapt and anticipate environmental changes [10].

Telework requires more than adopting communication tools—it involves a profound
adaptation of organisational structure and work culture. According to Herrera et al. [11], telework has
changed the cultural dynamics in many organisations, adapting management policies and supporting
work-life balance, with the study showing how telework affects the relationship between employees,
families and companies, aspects that contribute to improving employee satisfaction and retention.

Karia and Asaari [9] discuss telework as a form of organisational innovation that can give
organisations a competitive advantage by reducing costs and increasing flexibility. Restructuring
organisations to enable telework helps improve long-term sustainability while supporting adaptability
and reducing environmental impact. Feroz et al. [12] discuss the role of digital transformation in
sustainability, showing that technologies such as big data and IoT can potentially restructure how
organisations manage their environmental impact.

Although there is a vast amount of literature on telework, most studies address the advantages
or the challenges of isolation without exploring a holistic integration of these perspectives. In
addition, there is relatively limited research examining the implementation of telework in a local
context, such as Romania, where cultural and economic factors play an essential role in the success
of this work model.

2. Advantages of Telework as a Sustainable Solution

One of the most visible advantages of telework is the significant reduction of operational costs
for organisations [13]. By eliminating the need for expansive workspaces, companies can reduce
expenses associated with office maintenance, utilities, and other logistical resources. According to
industry studies [8], many organisations implementing long-term telework have realised substantial
savings, using the saved resources for other strategic initiatives. These savings contribute to the
organisation’s overall efficiency and facilitate additional investment in staff development or telework
support technologies.

Telework gives employees more flexibility, allowing them to manage their work-life balance
better. This flexibility directly impacts employee satisfaction, reducing staff turnover and
contributing to their loyalty to the organisation. The study by Dima et al. [14] shows that telework
improves work-life balance by giving employees flexibility and better time management, which can
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also increase satisfaction and long-term productivity. Thus, telework improves employee experience
and benefits organisations by retaining a stable and satisfied workforce.

Telework supports ecological sustainability objectives by reducing daily trips to the office,
which directly contributes to reducing greenhouse gas emissions [15]. Reducing transport significantly
lowers organisations’ carbon footprint, thus supporting their commitment to sustainability and
corporate social responsibility. Simeli et al. [16] highlight the role of telework in aligning companies
with the United Nations’ Sustainable Development Goals due to the environmental and community
benefits. This aspect makes telework attractive to organisations that want to be perceived as
environmentally responsible.

Telework removes geographical barriers in recruitment, allowing companies to attract talent
from various regions and even other countries. This expanded hiring flexibility will enable
organisations to select the most competent candidates regardless of location, contributing to greater
diversity and increased team innovation. According to Stratigea and Giaoutzi [17], this diversity brings
varied perspectives and enriches the organisational culture, facilitating innovation and adaptability.
Burrell et al. [ 15] point out that access to a global workforce helps organisations expand their knowledge
and improve their long-term competitiveness.

Several studies have shown that telework can increase employee productivity by allowing them
to work in an environment without the distractions of a traditional office. According to the research of
Nakrosiené¢ et al. [18] and Kurnia et al. [19], many employees report better focus and fewer interruptions
when working from home, leading to improved performance. This increased productivity contributes
to achieving organisational goals and strengthens operational efficiency, making telework an attractive
option for many organisations [20].

Telework supports not only organisational goals but also the general well-being of employees.
They have more time for personal activities and spending time with family, which contributes to a better
mood and, implicitly, better mental health. Studies by Elbaz et al. [21] and Kawada [22] point out that
employees who work from home are less exposed to the stress of daily commuting and are more willing
to stay at work for the long term, thus contributing to a stable and productive team.

The advantages of telework are multiple and cover both economic, social, and ecological
sustainability aspects [23]. Telework reduces costs and carbon footprint and improves employee
satisfaction and productivity. In addition, it enables organisations to access a global talent base, driving
innovation and long-term competitiveness. Thus, telework can be considered a robust, sustainable
business solution that supports organisations in achieving multiple and diverse objectives. These
benefits are essential for a world where companies are increasingly aware of their environmental impact
and the need to ensure a healthy balance between economic efficiency and social responsibility.

3. The challenges of Telework

Although teleworking has multiple advantages, its practical implementation is not without
challenges. These difficulties, which address issues related to data security, social isolation of
employees, and challenges in evaluating performance and managing change, can negatively influence
the success of telework in the long term.

One of the most pressing challenges in telework is data security. Telework involves employees
accessing company resources outside of the secure office infrastructure, which can increase
vulnerability to cyber-attacks. According to industry studies [24], remote working can expose
organisations to increased risks, as employees often use unsecured networks and personal devices to
access company systems [25]. This can lead to security breaches, data theft and other cyber incidents,
affecting confidence in the organisation’s ability to protect sensitive information.

Rigorous security measures, such as multi-factor authentication [26] and data encryption [27],
are essential to minimise these risks. Organisations must also train employees on good security practices
and ensure access to appropriate data protection technologies to support remote work [28, 29].

Telework can lead to social isolation of employees, which can affect mental health and team
cohesion [30]. Lack of physical interactions and face-to-face collaborations can lead to feelings of
loneliness and anxiety, contributing to low morale and motivation. Studies show this isolation can
affect long-term productivity and employees’ sense of belonging [31].
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Organisations must implement virtual team-building initiatives, regular meetings, and mental
health support activities such as counselling sessions to combat this adverse effect. Creating an open
and supportive organisational culture can help reduce the impact of isolation on employees.

Evaluating remote employees’ performance can be challenging [32], especially without
effective monitoring systems. Telework requires a different approach to assessing employees, based
on results and individual achievements, instead of traditional methods involving direct monitoring in
the office [33]. Managers need to develop new skills to adapt their leadership style, balance
monitoring performance, and trust employees’ ability to work independently [34]. Using digital
performance management systems and establishing clear, measurable objectives can contribute to the
effectiveness of the evaluation and support constant communication with employees.

For many organisations, moving to telework is a significant change that can be met with
resistance from employees or management [35]. Studies have shown that adapting to a remote work
model requires a shift in organisational culture and an openness to innovative practices [36].
Resistance to change can be a significant barrier, especially in traditional organisations that are used
to direct control and physical interactions in the workplace [37].

To facilitate the transition, organisational leaders must adopt a gradual change strategy, clearly
communicate the benefits of telework and involve employees in the transformation process [1]. It is
also essential that organisations invest in developing managerial skills to manage remote teams and
support a flexible and collaborative work environment [38].

Telework requires a solid technological infrastructure that allows constant and secure access
to the organisation’s resources [39]. Frequent technical issues, such as poor connectivity or the
unavailability of specific platforms, can affect the effectiveness of remote work and create frustration
among employees [40]. Lack of adequate investment in technology can also limit the effectiveness
of telework and affect organisations’ competitiveness.

To support telework in the long term, organisations need to ensure a robust and accessible
digital infrastructure that includes modern collaboration and security solutions [41, 42]. They must
also continuously improve technology support systems to facilitate a seamless work experience for
employees [43].

The challenges associated with telework are diverse and affect both the safety and health of
employees and the ability of organisations to assess performance and effectively implement this work
model. However, these challenges can be managed through rigorous strategic planning, adapting
organisational culture and investing in technology. With all its difficulties, telework remains a viable
and sustainable solution for companies willing to adjust their internal processes to meet the new
demands of the modern labour market.

Conclusions and Future Prospects

As technology evolves and labour market demands change, telework will become increasingly
integrated into modern organisational structures. Thus, the future of telework is full of opportunities
and new challenges, which will require continuous adaptation on the part of organisations.

One of the most likely developments is adopting a hybrid model, which combines telework with
traditional office work and will allow organisations to capitalise on the benefits of both forms of work.
This will balance employee flexibility and the direct collaboration required in specific contexts.

Technology will continue to play a crucial role in supporting telework, and investments in
advanced collaboration platforms, cybersecurity, and artificial intelligence will increase. Advances in
technology will enable organisations to monitor and support distributed teams more effectively,
facilitating remote collaboration and increased productivity.

Social isolation and mental health issues remain key challenges in the telework context. To
maintain a sustainable and healthy work environment, organisations will need to invest more in
programs to support employees’ mental health and well-being in the future. Virtual team-building
activities and counselling programs can become regular components of company organisational
policies.

As companies become more aware of their environmental impact, telework will play a central
role in their sustainability strategy. Minimising travel will become standard practice for companies
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that want to contribute to long-term environmental goals. Telework can help organisations improve
their social responsibility image by reducing their carbon footprint.

Telework has become an indispensable practice in the modern business landscape, offering
several significant advantages, from reducing costs and improving employee satisfaction to
contributing to environmental sustainability goals. However, the success of telework depends on how
well organisations manage the inherent challenges, such as data security, employee mental health,
and remote performance appraisal.

This paper analysed the advantages and challenges of telework, highlighting the need for
strategic adaptation to ensure effective and sustainable implementation. In conclusion, telework is
not only a solution for current needs but also an opportunity to transform the way of working in the
long term, contributing to a more flexible, innovative and responsible economy.

Through this analysis, we also highlighted the gaps in the specialised literature and
emphasised the importance of integrating the local perspective to provide a deeper understanding of
the impact of telework in the Romanian context. The future of telework depends on organisations'
ability to adapt and continuously improve this working model, ensuring real sustainability, both for
employees and the business environment in general.
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