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ABSTRACT

In the evolving landscape of remote work, the intersection of leadership
communication and employee turnover intention has become a major point of
interest for organizational studies. This paper presents a quantitative
investigation into how leadership communication is perceived by subordinates in
terms of their leaders' effectiveness, and how these perceptions statistically relate
to the subordinates' intentions to leave the organization. Judy and d'Amico (1997)
predicted that remote work would become a reality in the following decades, with
more qualified jobs demanding brains over muscles and physical presence in a
specific location becoming irrelevant. Neufeld et al. (2010) explored the impact of
leadership perception, also associated with perceived effectiveness, on the
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communication between managers and subordinates in the remote work
environment. The objective of this study was to understand how leadership
communication is perceived by employees in terms of direct leaders'
effectiveness and how these two factors are statistically related to turnover
intention. Turnover intention refers to the individual and voluntary decision to
leave an organization (Anwar, 2016). Adopting a quantitative methodology, the
study sought to contribute to both the scholarly discourse and practical
understanding of remote work practices. In Aprial 2022, a diverse sample of 203
valid respondents was surveyed, inclusive of subordinates across 14 countries
and leaders hailing from 30 nationalities. Results revealed a very strong positive
correlation (Spearman’s rho = 0.812) between leadership communication and its
perceived effectiveness, suggesting that subordinates who regard
communication highly also perceive higher leadership effectiveness. However,
there's a significant yet weak negative correlation between leadership
communication and turnover intentions (Spearman’s rho = -0.343), and similarly,
between perceived leadership effectiveness and turnover intentions (Spearman’s
rho =-0.299). The study did not find significant evidence of perceived leadership
effectiveness mediating the relationship between communication and turnover
intentions in remote settings, with a minor indirect effect (Spearman’s rho = -
0.0271; p-value = 0.64), comprising about 14% of the total communicative effect
on turnover intention. These findings contribute to the literature on remote work
dynamics, stressing the importance of effective leadership communication for
employee retention. Despite certain study limitations, like sample size and
context specificity, the insights provided are valuable for organizational
leadership and academia, underscoring communication's vital role in remote
workforce management.

Keywords: Perception Of Leadership  Effectiveness. Leadership
Communication. Turnover Intention. Remote Work. Virtual Teams.

RESUMO

No cenario evolutivo do trabalho remoto, a intersecdo da comunicagao de
lideranga e da intencao de rotatividade de funcionarios tornou-se um importante
ponto de interesse para estudos organizacionais. Este artigo apresenta uma
investigagcao quantitativa sobre como a comunicacao de lideranga é percebida
pelos subordinados em termos da eficacia de seus lideres, e como essas
percepcdes estatisticamente se relacionam com as intengcdes dos subordinados
de deixar a organizagao. Judy e d'Amico (1997) previram que o trabalho remoto
se tornaria uma realidade nas décadas seguintes, com trabalhos mais
qualificados exigindo cérebros sobre musculos e presencga fisica em um local
especifico tornando-se irrelevante. Neufeld et al. (2010) explorou o impacto da
percepcdo da lideranga, também associada a eficacia percebida, na
comunicagao entre gestores e subordinados no ambiente de trabalho remoto. O
objetivo deste estudo foi entender como a comunicagao de lideranga é percebida
pelos funcionarios em termos de eficacia direta dos lideres e como esses dois
fatores estdo estatisticamente relacionados a intencdo de rotatividade. A
intencado de volume de negdcios refere-se a deciséo individual e voluntaria de
deixar uma organizagao (Anwar, 2016). Adotando uma metodologia quantitativa,
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o estudo procurou contribuir tanto para o discurso académico quanto para a
compreensao pratica de praticas de trabalho remoto. Em abril de 2022, uma
amostra diversa de 203 entrevistados validos foi pesquisada, incluindo
subordinados de 14 paises e lideres advindos de 30 nacionalidades. Os
resultados revelaram uma correlagao positiva muito forte (rho de Spearman =
0,812) entre a comunicagéo de lideranga e sua eficacia percebida, sugerindo que
os subordinados que consideram a comunicagao altamente também percebem
maior eficacia de lideranga. No entanto, ha uma correlagao negativa significativa,
ainda que fraca, entre a comunicacgao de liderancga e as intengdes de rotatividade
(rho de Spearman = -0,343), e da mesma forma, entre a percepgéo da eficacia
da lideranga e as intengdes de rotatividade (rho de Spearman = -0,299). O estudo
nao encontrou evidéncias significativas da percepgéo da eficacia da lideranca
mediando a relagdo entre comunicacdo e intengbes de rotatividade em
ambientes remotos, com um efeito indireto menor (Rho de Spearman = -0,0271;
valor p = 0,64), compreendendo cerca de 14% do efeito comunicativo total na
intencdo de rotatividade. Essas descobertas contribuem para a literatura sobre
dindmica de trabalho remoto, destacando a importancia de uma comunicagao
eficaz sobre lideranga para a retencao de funcionarios. Apesar de certas
limitagdes do estudo, como tamanho da amostra e especificidade do contexto,
as percepgoes fornecidas sao valiosas para a lideranga organizacional e
académica, ressaltando o papel vital da comunicagao no gerenciamento remoto
da forca de trabalho.

Keywords: Percepgédo da Eficacia da Lideranga. Comunicagédo de Lideranca.
Intencdo de Rotatividade. Trabalho Remoto. Equipes Virtuais.

RESUMEN

En el cambiante panorama del trabajo remoto, la interseccion de la comunicacion
del liderazgo y la intencion de rotacion de empleados se ha convertido en un
importante punto de interés para los estudios organizacionales. Este articulo
presenta una investigacion cuantitativa sobre como la comunicacion de liderazgo
es percibida por los subordinados en términos de la efectividad de sus lideres, y
coémo estas percepciones se relacionan estadisticamente con las intenciones de
los subordinados de abandonar la organizacion. Judy y d'Amico (1997)
predijeron que el trabajo remoto se convertiria en una realidad en las siguientes
décadas, con trabajos mas calificados que exigen cerebros sobre musculos y
presencia fisica en un lugar especifico que se vuelven irrelevantes. Neufeld et
al. (2010) exploraron el impacto de la percepcién de liderazgo, también asociada
con la efectividad percibida, en la comunicacion entre gerentes y subordinados
en el entorno de trabajo remoto. El objetivo de este estudio fue comprender cémo
la comunicacion de liderazgo es percibida por los empleados en términos de
efectividad de los lideres directos y cdmo estos dos factores estan
estadisticamente relacionados con la intencion de rotacion. La intencion de
rotacién se refiere a la decisién individual y voluntaria de abandonar una
organizacion (Anwar, 2016). Adoptando una metodologia cuantitativa, el estudio
busco contribuir tanto al discurso académico como a la comprension practica de
las practicas de trabajo remoto. En abril de 2022, se encuesté a una muestra
diversa de 203 encuestados validos, incluidos subordinados de 14 paises y
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lideres de 30 nacionalidades. Los resultados revelaron una correlacién positiva
muy fuerte (Rho de Spearman = 0,812) entre la comunicacion de liderazgo y su
efectividad percibida, lo que sugiere que los subordinados que consideran la
comunicacion altamente también perciben una mayor efectividad de liderazgo.
Sin embargo, hay una correlacion negativa significativa pero débil entre la
comunicacion del liderazgo y las intenciones de rotacion (Rho de Spearman = -
0.343), y de manera similar, entre la efectividad percibida del liderazgo y las
intenciones de rotacion (Rho de Spearman = -0.299). En el estudio no se
encontré evidencia significativa de la percepcion de la eficacia del liderazgo
como mediador de la relacién entre las intenciones de comunicacion y de
recambio en entornos remotos, con un efecto indirecto menor (Rho de Spearman
= -0,0271; valor de p = 0,64), que comprende alrededor del 14% del efecto
comunicativo total sobre la intencién de recambio. Estos hallazgos contribuyen
a la literatura sobre la dinamica del trabajo remoto, destacando la importancia de
una comunicacion efectiva del liderazgo para la retencion de los empleados. A
pesar de ciertas limitaciones del estudio, como el tamafo de la muestra y la
especificidad del contexto, los conocimientos proporcionados son valiosos para
el liderazgo organizacional y el mundo académico, lo que subraya el papel vital
de la comunicacion en la gestién remota de la fuerza laboral.

Palabras clave: Percepcion de la Efectividad de Liderazgo. Comunicacion de
Liderazgo. Intencién de Rotacién. Trabajo Remoto. Equipos Virtuales.

1 INTRODUCTION

Remote work has gained increasing prominence in recent years, following
the trend of greater flexibility and mobility in the job market (Yu et al., 2019). The
COVID-19 pandemic has accelerated this trend, with Eurostat estimates (2021)
indicating that approximately 50% of Europeans have started working from home,
at least partially. The phenomenon of the "Great Resignation" has also been
partly attributed to the adaptation to remote work (Welpe, 2021).

In this context, it is important to examine how leaders communicate and
how their effectiveness is perceived by subordinates in remote environments
(Neufeld et al., 2010; Otara, 2011). Additionally, it is necessary to understand
how these factors relate to turnover intention (Bothma & Roodt, 2013; Dwivedi,
2015). As remote work becomes, in many cases, the norm rather than the
exception, the strategic, economic, and social value of this type of work model,

as well as its alignment with the needs and expectations of various stakeholders,
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require close examination by researchers and the world of work in general
(Vijaykar & Karhade, 2021).

The overall objective of this study was to analyze the relationship between
the communication model adopted by leaders in remote environments and
turnover intention, considering the perceived leadership effectiveness by
subordinates. This study aimed to contribute to both the academic environment
and the corporate world by assisting in the understanding of effective
communication and leadership dynamics in remote work environments and their

implications for turnover intention.

2 LITERATURE REVIEW

Remote work, as defined by Nilles (1973), refers to the use of
telecommunications and computers to replace daily commuting to work (Hill &
Fellows, 2014). Telework (or remote) opportunities have expanded with
technological advancements and globalization, leading to new forms of
employment and work organization (Kizza et al., 2013; Nilles, 1988). In this
context, virtual teams emerge, consisting of individuals who collaborate on
projects despite geographical and temporal distribution (Ferrazzi, 2014; Dubé &
Robey, 2008; Kratzer et al., 2006). This modality brings benefits such as cost
reduction but also challenges like a sense of non-belonging (Lassk et al., 2009;
Bell, 2012).

Leadership becomes vital in organizing remote work, and leadership
concepts evolve over time and in human relationships (Ayub et al., 2014;
Volkmann, 2012). Leadership is understood as an interactive influence process
that seeks to achieve common goals (Reed et al., 2019; Silva, 2016). McCleskey
(2014) argues that a single definition of leadership may be impossible, as it
depends on the researcher's interest and the problem or situation under study
(Silva, 2016). Leadership, according to Kotter (1988), is the process of moving a
group in a certain direction, primarily through non-coercive means.

Neufeld et al. (2010) emphasized that in remote environments, as

organizations and employees become more dispersed, communication becomes
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the primary means by which individuals exert leadership in its essence;
leadership is enacted through communication (Barge, 1994). Communication is
an essential aspect of leadership, responsible for the controlled and purposeful
transfer of meaning (Barrett, 2006; Zerfass & Huck, 2007). In remote
environments, communication effectiveness is a strong predictor of leaders'
performance, acting as a mediator of leadership behavior (Neufeld et al., 2010).
Effective leaders help followers understand the relevance of activities, primarily
through language and interpersonal communication (Pondy, 1978). The physical
distance between leaders and members, as well as leadership style, impacts
followers' performance (Howell & Hall-Merenda, 1999).

Effective communication is essential for leadership, as it controls
interactions between employer and employee, motivates, balances
organizational goals, and aids decision-making (Ayub et al., 2014). Leaders use
formal and informal communication skills and resources to overcome
interferences and guide, direct, motivate, and inspire action (Barrett, 2006; Galli,
2021). Communication effectiveness and its perception are crucial in team
studies (Delgado-Pina et al., 2008). Group effectiveness is indicated by output,
member impacts, and improved future performance capacity (Guzzo & Dickson,
1996), aspects related to belonging, engagement, and turnover intention.
Turnover refers to the rotation of individuals in the job market (Abbassi & Hollman,
2000). Turnover intention, according to Mobley et al. (1978), is the likelihood of
an employee leaving the organization, while Kerlinger (1973) defines it as the
individual's estimated probability of a deliberate intention to permanently leave
the organization shortly. Turnover intention, as Anwar (2016) explains, refers to
the individual and voluntary decision to leave the organization, as opposed to
involuntary turnover. According to Steers and Mowday (1981), individual turnover
decisions are often characterized by individuals rationally choosing to leave their
job and the organization. Researchers measure turnover intention using specific
time intervals, associating it with an individual's choice to leave the organization
at a specific future time (Wong et al., 2015).

Saripudin and Rosari (2019) highlight that combined with effective

management, effective leadership can help control chaotic situations. In virtual
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teams, where communication occurs through electronic means, coordination is
more complex, and communication is less fluid (Flavian et al., 2019). With the
increasing importance of remote environments, it is necessary to understand
subordinates' perceptions of leadership effectiveness (Otara, 2011). Pham
(2016) found a significant relationship between perceived leadership behavior
and employee engagement in the virtual environment.

Waldron et al. (2015) analyzed the Perceived Leadership Scale in a U.S.
fire department, which assesses perceptions of competent decision-making,
personal genuineness, and supervisor integrity. The results showed that higher
leader ratings were related to increased engagement and job satisfaction. Naufer
and Sanath (2020) confirmed, in an empirical study, the relationship between
superior-subordinate relationships, employee engagement, and turnover
intention.

The shift to virtual work arrangements requires leaders to take on greater
responsibility for working with distant followers (Neufeld et al., 2010). Galli (2021)
states that leaders spend 70 to 90% of their time interacting with other groups
and teams, and with advancements in communication technologies, this
percentage has increased. However, there is no clear consensus in the literature
on patterns of leadership processes for virtual teams and whether traditional
mechanisms apply to them (Bisbe & Sivabalan, 2017). Neufeld et al. (2010)
highlight that leadership communication plays a precursor role in effectiveness
and performance. Perceiving leadership effectiveness is crucial for employee

engagement and their interest in staying with the organization (Otara, 2011).

3 OBJECTIVES AND HYPOTHESES

This study aimed to answer the following research question: Were there
statistically significant relationships between the effectiveness of the
communication model adopted by leaders in the remote work environment, the
perception of subordinates, and the influence of these variables on their turnover
intention? The overall objective of this study was to analyze the relationship

between the communication model adopted by leaders in the remote work
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environment and turnover intention through perceived leadership effectiveness.
Based on the proposed objectives, the following hypotheses were formulated:
H1: In the remote work environment, there was a significant and positive
relationship between communication and perceived leadership effectiveness. H2:
In the remote work environment, communication was negatively related to
turnover intentions. H3: In the remote work environment, perceived leadership
effectiveness was negatively related to turnover intention. H4: In the remote work
environment, perceived leadership effectiveness mediated the relationship

between communication and turnover intention.

4 METHODOLOGY

This study adopted a quantitative approach to investigate the relationships
among the variables of interest in the context of remote work. Quantitative
research allows for the identification of deep-rooted realities, relationship
systems, and dynamic structures (Esperén, 2017). The focus was on establishing
relationships between the variables as indicated by the hypotheses. Data
collection was conducted through an online questionnaire available in English,
Spanish and Portuguese. The questionnaire was distributed through WhatsApp,
email, and LinkedIn. Messages were sent by the author and often shared by
respondents with contacts in their networks, resulting in a sample with
international reach and greater representativeness. Respondents' nationalities
covered 14 countries, and the headquarters/origin countries of the organizations
represented in the sample included 24 countries. The leaders of the respondents
represented 30 different nationalities.

The expected number of participants was 200, considering statistical
significance. Ferrazzi's (2014) definition of virtual teams, which includes those
performing activities in different physical locations consistently or intermittently,
was used as a criterion to select participants. This ensured that they were
subordinated to formal (hierarchical) leadership in the virtual environment. The
research focused on organizations with more than 5 employees and respondents

who had experienced the remote work context in the past 12 months. Those who
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did not meet this criterion were excluded from the final sample: initial n= 225; final
n = 203. To maintain ethical considerations regarding the perception theme and
sensitive data such as turnover intention, the form was completely anonymous.
The Perceived Leadership Communication Questionnaire (PLCQ) (Schneider et
al., 2015), the Turnover Intention Scale (T1S-2004) (Roodt, 2004), and the
"supervisor rating" questionnaire from the study on Emotional Intelligence and
Leadership Effectiveness (Kerr et al., 2006) were utilized. The scales were
translated from English to Portuguese using the translation/back-translation
method (Brislin, 1970). Data collection was conducted through an online form
(Google Forms), and statistical analysis was performed using IBM SPSS, version
26. The form contained geographical information and four main sections,
following the logic of the presented hypotheses and the scales constructed by the
mentioned authors. All questions were mandatory, except for the age question,
which allowed for direct input.

After descriptive analysis of the sample, variables were categorized by
question blocks, summing questions of the same scale and transforming them
into a single variable. This categorization was performed for the variables of
Leadership Communication, Turnover Intention, and Supervisor Rate, aiming to
reduce data complexity and enable subsequent analyses. In the Leadership
Communication block, the five questions were summed, resulting in a new
variable with a maximum possible value of 24. The closer the value to 24, the
higher the respondent's perception of the leader's communication competence.
This variable was used to analyze the relationship between leader
communication and the respondent's remote work experience. In the Turnover
Intention block, the five questions were summed, resulting in a new variable with
a maximum possible value of 20. The closer the value to 20, the higher the
probability of turnover for the respondent. This variable was used to analyze the
relationship between turnover intention and the respondent's remote work
experience. In the Supervisor Rate block, the six questions were summed,
resulting in a new variable with a maximum possible value of 100. The closer the
value to 100, the higher the respondent's perception of the leader's effectiveness.

This variable was used to analyze the relationship between the perception of
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leadership effectiveness and the respondent's remote work experience. The
categorization of variables allowed for a simpler and more direct analysis of the
data, as well as the utilization of these new variables in subsequent analyses,
such as correlations and regressions. However, it is important to note that this
categorization may have lost important information present in the individual
questions, and the interpretation of the results should be approached with

caution, considering the limitations of this data simplification.

4.1 SAMPLE ANALYSIS

For the responses to be considered valid, participants had to be
subordinated to a formal (hierarchical) leadership in the virtual environment. To
confirm this model, Ferrazzi's definition (2014) was used, considering virtual
teams as those that perform activities in different physical locations, either
consistently or intermittently. As a deeper characterization of what this
quantitative research considers as a data collection context, there was no
geographical limitation, but it was delimited that organizations had more than 5
employees and that the respondent had experienced the remote context in the
last 12 months. At the time of survey administration (April 2022), the ongoing
Covid-19 pandemic certainly continued to heavily contribute to the adoption of
remote work models by many organizations worldwide. The descriptive analysis
of the sample reveals factors that support this statement, with 76% of
respondents reporting remote work experience ranging from 1 to 3 years (as of
April 2022), and 56.7% indicating that their work model was "fully remote" in the
past 12 months.

For ethical reasons involving the perception theme and sensitive data of
professionals, such as turnover intention, the form used was completely
anonymous and did not include any demographic data that could generate
individual identification of people or organizations. The analysis of the sample
revealed interesting insights. The building model of the questionnaire ensured
that there were no missing data in the final analyzed dataset, which consisted of

203 responses (n=203), for those who met the study criteria, previously
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mentioned. Regarding the type of organizations the participants worked for, the
majority (92.49%) were from private organizations, while a smaller percentage
(3.29%) belonged to public organizations, and 2.82% were from NGOs. This
distribution provides a snapshot of the composition of the sample. Furthermore,
the data showed that a significant portion (65%) of the professionals had been
with their current organization for less than three years. This suggests a relatively
high turnover rate or a tendency for employees to change companies within a
relatively short timeframe.

An intriguing finding was the percentage of respondents working in
organizations with over 1000 employees, which stood at more than 28%. This
figure was surprising considering that the majority of active companies in the non-
financial business economy of the EU in 2019 were micro, small, and medium-
sized enterprises (SMEs), in comparison. These SMEs accounted for 99.8% of
the companies and contributed 52.3% of the value added to the economy. This
highlights the presence of larger organizations within the sample, which deviates
from the overall composition of the business landscape.

As advocated by Judy and d'Amico (1977), "skilled" workers are those
more likely to engage in remote work without the need for physical presence in a
specific location. In the analyzed sample, over 96% of respondents have a higher
education degree, with 46.3% holding a master's or MBA degree. OECD (2021)
pointed out that highly digitalized industries, including information and
communication services, professional, scientific, and technical services, as well
as financial services, achieved the highest rates of remote work during the
pandemic - over 50% of employees on average. These insights shed light on the
characteristics of the sample and provide valuable information for understanding
the context in which the study was conducted. The findings indicate a diverse
range of organizations, a relatively high turnover rate, and a well-educated group
of participants, which can help in interpreting the subsequent analyses and

drawing conclusions from the research conducted in the field of remote work.
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4.2 KEY FINDINGS AND HYPOTHESES CHECK

Hypothesis H1, which stated that there is a statistically significant positive
relationship between leadership communication and perceived leadership
effectiveness, was validated. The correlation analysis using the Spearman
coefficient estimated at 0.812 showed that the correlation between the variables
is classified as "very strong" (range between 0.7 and 0.89), and the simple linear
regression indicated that the leadership communication block significantly
explains the perceived leadership effectiveness block. Hypothesis H2, which
stated that there is a statistically significant negative relationship between
leadership communication and turnover intention, was partially validated. The
correlation analysis using the Spearman coefficient estimated at -0.343 showed
that the correlation exists but is of low magnitude. Additionally, the simple linear
regression indicated that the leadership communication block has a significant
impact on the variability of the turnover intention block, although with a reduced
dimension.

Hypothesis H3, which stated that there is a statistically significant negative
relationship between perceived leadership effectiveness and turnover intention,
was validated. The correlation analysis using the Spearman coefficient estimated
at -0.299 showed a statistically significant negative relationship between the
variables. Furthermore, the simple linear regression indicated that the perceived
leadership effectiveness block has a significant impact on the variability of the
turnover intention block, albeit with a reduced dimension. However, Hypothesis
H4, which proposed that perceived leadership effectiveness mediates the
relationship between communication and turnover intention in the remote work
environment, was not validated. The results do not provide statistical significance
to support this mediating relationship, as the mediating effect is of reduced
dimension and not significant, representing approximately 14% of the total effect
that communication, mediated by perceived leadership effectiveness, has on

turnover.
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5 DISCUSSIONS

The discussion of the results addresses the four specific research
objectives based on the formulated hypotheses. The results indicate that the
effectiveness of communication and leadership are closely linked, suggesting
that leaders who possess effective communication behaviors also demonstrate
strong performance. Furthermore, physical distance does not seem to influence
the effectiveness of communication in remote leadership environments.

Regarding turnover intention, upward and downward communication
between supervisors and subordinates can influence employees' organizational
commitment. Ineffective communication with managers can lead to the intention
to leave the company. On the other hand, leadership effectiveness is inversely
related to turnover intention, suggesting that organizations can reduce turnover
rates by enhancing leadership effectiveness. As for Hypothesis H4, which
suggests that perceived leadership effectiveness mediates the relationship
between communication and turnover intention, the results did not confirm this
mediating relationship. However, both communication and perceived leadership
effectiveness directly impact the relationship with turnover intention. In
conclusion, effective communication is crucial for leadership effectiveness and
talent retention. Effective leaders provide regular, detailed, and timely
communication with their followers. Upward and downward communication
between supervisors and subordinates can influence employees' organizational
commitment and turnover intention. Leadership effectiveness is inversely related
to turnover intention, suggesting that organizations can reduce turnover rates by
enhancing leadership effectiveness. However, perceived leadership
effectiveness does not appear to mediate the relationship between

communication and turnover intention.

6 LIMITATIONS AND CONCLUSION

One limitation is related to the use of self-report measures, which can be

prone to biases resulting from social desirability, random responses, fabrication,
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or response style. As this is a correlational and cross-sectional study, causality
cannot be inferred, and the effects of common method biases may be present
(Podsakoff et al., 2003). One of the main limitations of this study is that only two
variables explain turnover intention on their own (leadership communication and
perceived effectiveness). In addition to the relationship between supervisory
practices and turnover, several studies have found that poor personal
relationships between management and employees, such as inadequate
delegation of authority, can be responsible for increased turnover (Pettman,
1973). Turnover can be caused by various factors, and these turnover intention
factors differ from one organization to another (Belete, 2018). Jha (2009) stated
that no single factor can be attributed to turnover intention and proposed a holistic
approach to studying the factors affecting employee turnover intention.
Therefore, multiple dimensions from different fields of social sciences and
leadership studies are needed to further clarify the criteria involved in turnover
intention.

Given the sample size and data collection format, it is also important to
mention possible biases. Sampling errors can occur when a probabilistic
sampling method is used to select a sample, but that sample does not reflect the
general population or the appropriate population in question. This results in
limitations known as "sampling bias" or "selection bias." For example, if you
surveyed to obtain research results, you asked your sample (participants) to
respond to the survey questions. However, you may have had limited access to
the appropriate type or geographic scope of participants. In this case, the people
who responded to your survey questions may not truly represent a random
sample.

As Neufeld et al. (2010) found in their research, communication
effectiveness was also a strong predictor of leadership performance and acted
as a mediator of leadership behavior in performance. The perception of
communication effectiveness and leadership effectiveness can be seen as
relevant in this present study, regardless of their mediating role with turnover
intention. Effective leadership communication plays a vital role in the remote work

environment. The use of quantitative research to relate the authors cited in this
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study to the reality of 203 professionals spread across different countries of the
world brings a supportive character to this research, which strongly relates to
people's daily lives, particularly when addressing remote work, leadership
communication, perceived effectiveness, and turnover intention. Through the
statistical analyses conducted, to a greater or lesser degree, it was possible to
perceive that all three variables play a significant role in the remote work context,
and leadership communication and perceived leadership effectiveness are
factors that influence turnover intention in this same remote environment. The
theoretical and practical implications of this study offer opportunities for research
and practical measures in the daily operations of companies, serving as a guide
for relevant actions in the human resources sector and upper and middle
management. For future studies, it is suggested to increase the sample size or
analyze a specific context, such as an organization or region. As remote work is
a growing trend in the modern work world, this context is a fertile ground for
researchers interested in this topic, which should be further explored in the

coming years.
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