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Abstract-First , in this paper, the concepts, benefits and challenges of telework are cited, then we have 
discussed about telework, the particular issue that controlled by managers who telework is the most challenging 
issues facing by them. Given that teleworking employees used to work in various places other than the main 
organization, and they are not visible by their supervisors and managers, consequently they are monitored and 
controlled by managers differently rather than the normal staff. According to research, employees who telework, 
can experience significantly fewer institutional controls rather than ordinary workers. Whereas that of corporate 
control of telework satisfaction has a positive impact. But this control should be informed, because the 
bureaucratic control, including providing detailed work instructions, has a negative impact on telework. In the 
end , for teleworking the three – stage process model is proposed , the relationship between managers - 
employee with appropriate controls in each of the three stages have been expressed, and with the items required 
by teleworkers and managers, the route could expedite this process, while using appropriate controls. 
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I. INTRODUCTION 
 
Our new world, is a world of rapid changes and In the 
meantime, the increasing development of information 
technology and communication have an undeniable 
effect on Improve quality of employment and social 
life. One of these effects is the rise of new ways of 
organizing work and one of these ways is 
teleworking. Although teleworking has numerous 
benefits but it seems that the challenges of 
teleworking, is a serious impediment to its adoption, 
particularly by managers.if controlling and evaluating 
the staff operations is not possible, these operations 
will not have virtual productivity, Therefore, the 
performance monitoring of teleworkers, is one of the 
concerns that facing managers. Control is a concept 
that is mixed by meeting face to face, confidence and 
motivation. In this article, by using the results of 
researches that has recently conducted, we present a 
new model for teleworking that hurdles facing 
managers in implementing teleworking have been 
explored and provided  appropriate policy and 
solution for solving them. 
 
II. TOPIC LITERATURE  
 
2-1 Definition of teleworking 
Remote work (teleworking) has various definitions, 
some of which are presented here: 
 In 1990 the International Labor Organization 

defines telework as a form of work that is done 
in the location far from central office.thus, 
employees will be separated from personal 
communication with colleagues. The new 
technology will lead to the separation by 
communicational facilitating. (Di Martino 2004) 

 Teleworking is kind of work method that allows 
employees to do their job or part of it out of 
work environment. The people are in their 
homes, a telecommunications center near their 
home or workplace to carry out other duties 
career. (Bahramzadh, 1390) 

 Teleworking is not a job but a way of 
organizing work that is built around information 
processing. Individuals or groups of people 
away from the employer, the client or the 
contractor, do the job that involves the use of 
various types of electronic equipment and 
Employed person, product or result of a remote 
pass. (Parand and others, 1390)  

 International Association of teleworking defines 
teleworking as a type of job configuration in 
which the employees are flexible in terms of 
time (part-time or full-time) and the location 
(home, remote sites or mobile form) to pay duty 
and response duties. (Ghanbari and Lucky Joe, 
1390) 

 Working remotely, work at a place with the help 
of information technology. (Arreola 1-2006) 

 Teleworking can be used as a flexible solution 
for satellite offices and mobile workplace in a 
flexible form to complete the remaining work 
on holidays or at night (Schnijdirberg, 2011) 

 Teleworking is the method for creating work 
organization based on the work done in flexible 
time and place by using information technology 
capabilities. (Sohrabi, 1383) 

 
2-2 The benefits of teleworking 
Teleworking Proponents believe that teleworking 
cause a win – win situation. In other words, working 
remotely have cyber benefits for both employers and 



International Journal of Management and Applied Science, ISSN: 2394-7926  Volume-1, Issue-8, Sept.-2015 

Teleworking: A New Method For Organizing And Performance Control 
 

137 

employees. Some have pointed out that working 
remotely, it is beneficial to society. Thus, it will be a 
win-win-win plan. (Di Martino 2004) 
Telework could potentially lead to savings in gasoline 
consumption and workspace, reduce pollution and 
increase the productivity and morale. It can even lead 
to job opportunities outside the country or abroad for 
talent and manpower to carry out activities. In 
summary, the benefits of telework is considered from 
three aspects: personal benefits, organizational 
benefits (the employer) and social benefits. 
1 - Individual benefits include: Reduce the cost and 
time of travel, Wide range of employment 
opportunities, Better balance between life and work, 
flexible working hours, Increase the productivity of 
employees telework and Create jobs for handicapped. 
(Parand and others, 1390)Increased job opportunities, 
reduce stress, reducing stress behaviors caused by 
social interactions and reducing the risk of injury or 
disease. (Ghanbari and Bakhtjoo, 1390)Also the 
telework employee will be capable to perform work 
in an unexpected emergencies such as natural 
disasters. (U.S. General Services Administration, 
2007) 
2 - Organizational benefits of teleworking (client): 
The main advantage of teleworking for organizations, 
is the cost savings and increased productivity. (Perez, 
2002) 
Among the other organizational advantages of 
teleworking, the following are mentioned briefly: 
• Reduce overhead costs (such as costs for cooling, 
heating, repair, security and space) 
• retain scarce skills: One of the characteristics of 
teleworking is the method of using employees with 
scarce skills to apply the work. Because even during 
recessions, organizations are faced with a shortage of 
some skills.By Using teleworking, organizations can 
hire people in jobs that are deficient skills, or who 
have special skills and as usual they cannot be 
applied hire. Also, when the family moves, the 
organization can use their staff’s skills in the distance 
without losing them. (Sohrabi, 1383) 
•Increase strength to response the urgent needs 
(Bhramzadh, 1390) 
Increased communications: teleworkers usually meet 
their managers and colleagues at a fixed time and 
regularly in order to get (UPS) and group meetings. 
3- Social benefits: less traffic and reduce pollution, 
reduce traffic congestion, reduce accidents, reduce 
rural migration and reduces discrimination. 
(Schnijdirberg, 2011) 
 
2-3 Teleworking Challenges  
Among the challenges of teleworking, these cases can 
be cited: Performance monitoring, performance 
measurement, managerial control, organizational 
culture and interpersonal skills. (Kurland and Bailey, 
1999). In associated with method of teleworking 
employee’s performance monitoring, these items are 
noteworthy: Fear of social isolation, need to precise 

planning, attention to technology, legal issues, the 
election of directors, the selection of teleworkers, 
attention to staff training and distrust. (Sohrabi, 1383) 
  
III. ORGANIZATIONAL CONTROL 
 
Organizations do the planning process to conduct 
their activities in a way to achieve the objectives, in 
this way it is always possible to occur obstacles and 
limitations and cause institutional system to halt. 
Each of these obstacles may be the cause of diverting 
or stopping the motion of organization. Thus, the 
organizations always need a modifier mechanism or 
sub-control system to maintain the organization's 
performance in achieving the targets. (Rezaieean, 
1383). Control is the work that compare predicted 
operation with done process. And if any variation or 
deviation between what should be and what it is the 
organization must try to fix and correct actions. 
(Alvani, 1389).  
 
3.1 Control tools based on bureaucracy 
Some of the most famous bureaucracy based control 
tools include: 
• Control Type A: providing clear, written job 
descriptions and performance requirements stated 
expectations of employees as well as a clear 
expression of the characteristics of this type of 
evaluation of the control. 
• Control Type B: Provide a written report of the 
results of targeted and careers (measured by output) 
and formal goals should be measurable. 
• Control Type C: frequent communication and 
feedback can be particularly timely feedback to 
ensure that primary attention to the problem. If the 
predetermined goals or milestones as not to take it 
head can react accordingly adopted to ensure that the 
project will be completed on time.  
(Schnijdirberg -2011) 
 
IV. TELEWORKING AND ORGANIZATIONAL 
CONTROL 
 
Control is not an option (all or nothing). If the case 
was successful, the other may be ineffective or even 
catastrophic. Control teleworking and trust should 
also be considered in parallel with the specific 
methods complement each other, they are not 
necessarily in succession. (Nokarizi, 1389). 
Schnijdirberg (2011) did a study called "new methods 
of doing things and new ways to manage". 
Experimental data obtained from this study showed 
that Organizational control considerably for 
employees working round experience that is different 
from the regular personnel. Results of this study are 
summarized in the following three cases: 1 - 
employees who are teleworking experience 
considerably less than ordinary employees experience 
organizational control that means they experience less 
Type A Control (formal performance profiles work) 
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and control type C (communicational feedback) than 
organizational control process. 2- By increasing the 
time of teleworking, controlling type A sorely 
decreases and this will cause to increases the 
uncertainty in the formal definition of the duties, 
responsibilities, organizational goals and etc. 3-Third 
result gives a general concept of Gestalt to research 
findings. The results clearly show that the 
organizational control has a positive effect on 
teleworking employee satisfaction. Employee 
satisfaction, will increase strongly in order to increase 
the type A, B and C controls. But these controls 
should be implemented consciously, because the 
bureaucratic control, including the provision of 
detailed guidelines frog, have a negative effect on the 
teleworkers. 
Kerry Harman (2003) in his paper entitled "The 
working relationship between teleworker-managers in 
the field of teleworking" concluded that by start 
teleworking, the working relationship between 
employee and manager will change at the same time. 
He demonstrated change in a three-stage model. The 
first step is to demonstrate the development of labor 
relations in the field of teleworking. At this stage, the 
emphasis is on employee performance and 
managerial control. Teleworkers want to prove their 
ability to perform and their managers want to ensure 
that teleworker’s performance is preserved therefore, 
they control the performance of teleworkers. The 
second stage is the stage that provides dynamic 
adoption. In other words, at this stage, the 
teleworking employees become an individual 
manager and Emphasis on the authority of the 
manager and employee autonomy instead of focusing 
on performance and control to recognize the 
independence of teleworking to the maximum 
performance. Finally, the third phase will focus on 
employee commitment and management support. 
Dominik Van Der Meulen(2010) in his paper "Model 
select alternate teleworking and its effects on 

productivity and balancing work / life" came to the 
conclusion that tree factors affecting the choice of 
teleworking are frequency:1- The length of time that 
people spend commuting to work (this causes a 
positive effect on the frequency of teleworking)2- 
Having a positive attitude towards teleworking (This 
factor has a positive effect on the frequency of 
teleworking)3- Fear that teleworking have the 
negative effect  on work life and one's position in an 
organization (This factor has a negative effect on the 
frequency of teleworking). The frequency of 
teleworking means an increase in hours based on time 
that spend at home and that’s the difference of 
modern telework and telework in the past. 
 
V. PROPOSED MODEL FOR CONTROLLING 
EMPLOYEES BY MANAGERS DURING 
TELEWORKING 
 
According to the mentioned, and considering that the 
relations between managers and employees through 
teleworking process has three distinct phases and 
each of these phases need its appropriate control, we 
present this model for selecting the suitable control 
policies. In summary, the proposed model is shown in 
Figure 1. Based on this figure, the first stage of 
telework, the administrator must change the control 
mode and use the control type B and C, which are 
better adapted to the conditions of use of teleworking. 
The proposed solution in this phase include training 
for managers, identify electronic control procedures, 
establishing electronic communications and meetings 
and in-person visits at the time and place appointed, 
to provide feedback to employees. Also, given that 
emotional intelligence employees, makes good 
psychological states and increasing the motivation of 
employees’ responsibility. Therefore, one of the 
effective solution is training based on EI (emotional 
intelligence) for telework, to enhance the ability to 
work independently. 
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In the second stage, the manager with the necessary 
confidence to the employees will give more 
autonomy to employees and flexibility of time and 
place in working, will express more. What is 
important is to get a result set in time. At this point, 
the administrator will use control type B. 
In the last step of teleworking management style will 
move toward protective management and employee 
committed to perform the tasks that written clearly by 
the organization, and the organization expected from 
employees. At this point, telework employees is 
controlled by receiving effective and commensurate 
with performance feedback. The satisfaction of doing 
the right thing and get appropriate and timely 
feedback, increases commitment and employee 
satisfaction and increase tend to the teleworking that 
leads to frequency of teleworking. As mentioned 
previously, by increasing frequency of teleworking 
the amount of employees and managers face to face 
meetings will reduce and therefore organizational 
control, control type A; will reduce too, But this does 
not imply a lack of control and control type B and C 
will be suitable. Also in this phase, trained employees 
have an internal control of emotional intelligence and 
managers have greater confidence to employees. 
Proper training of managers and teleworkers at any 
stage of teleworking is result in accelerating the time 
process of teleworking. In fact, the process of 
teleworking is largely dependent on the motivation 
and willingness of managers and teleworkers. 
 
CONCLUSION 
 
The concept of teleworking as a procedure and 
method for performing organizational processes 
found its position on social issues and institutional in 
1970. Since then a lot of practical and scientific 
studies have been conducted in this field. 
Teleworking, not just as a method but also use as a 
prescription to cure or alleviate some of the problems 
of organization and personnel, so in each of the areas 
listed, this is a special look to this subject. Despite 
some disagreement about the definition of 
teleworking, all experts in various fields, believe that 
by the proper implementation of teleworking and 
make appropriate contexts, this approach has many 
benefits to society, organizations and individuals. 
Due to monitor and control concepts and feedback, 
including issues of teleworking managers, which 
should be considered that , this speeds up the process 
of creating appropriate for teleworking. According to 
the model, teleworking and performance control, not 
separate from each other but also by changing the 

way work is organized, the traditional method of 
controlling will change to teleworking method and 
will also change control procedures. Using 
appropriate control methods work style, makes 
managers know the realization of the objectives and 
operations and will allowed managers to have the 
power of tracking, measuring and reforming 
activities. It also prevents employees’ perplexity in 
defining and understanding the career duties and job 
satisfaction of employees, increases by receiving 
good feedback which is appropriate with their 
performance. 
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