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Abstract 

Labour markets are changing, demographics are changing; the world is 

becoming more global with traditional offices being superseded by 

'landscapes of mobility' (Hardill & Green 2003) and workers too are changing 

and demanding change with subsequent rise in remote and flexible working. 

This study recognises that remote workers may have and demand different 

performance management and appraisal systems based on their levels of 

perceived self-efficacy; based on Bandura's (1978} social cognition theory 

(Bandura 1978) of self-efficacy concerns the judgement an individual makes 

about their ability to execute a particular behaviour and 'belief in one's 

capabilities to organise and execute the courses of action required to manage 

prospective situations' (Bandura 1995). This study utilises a mixed-method of 

quantitative questionnaire and interpretivist qualitativism to reach a snowball 

sample of remote workers with perceived high self-efficacy and examines their 

responses to questions concerning their preferred performance management 

and appraisal systems and procedures; the results found in this sample 

including levels of autonomy, styles of communication and systems of 

setting at organisational through to individual level. Recommendation and 

limitations are expressed along with further ideas for future studies. 

feedback might be present in across many remote workers with perceived high 

self-efficacy which has implications for organisational cultures and objective 
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1 Introduction 

"Leading businesses' call for greater adoption of flexible working practices gets 

support from the Government" (BITC 2011 ). 

Business in the Community (BITC) helped form the 'Anywhere Working' consortium 

along with Microsoft, Nuffield, Regis and Vodafone, which was backed by the 

Department for Transport, Transport for London and the TUC. The initiative is 

intended to emphasise the 'dual priorities of economic prosperity and carbon 

reduction' (Ways2Work Conference 2012) and the Anywhere Working group initiative 

was formed to show businesses how they can 'save time, money and the 

environment through remote working'. Roger Berry of Vodafone (2012, 

www.anywhereworkingJ)fg) tells us, its aim is to encourage more effective, efficient 

ways of working thus 'radically improving employee's work life balance' highlighting, 

according to Celia Donne of Regus (2012, www.any\Nhereworking.org) the 

importance of 'agile working' as '55% of desks are unused each day' in a typical 

organisation. For agile working, substitute flexible or, for this study, remote working, 

which is becoming ever more commonplace across all varieties of organisation and 

European businesses allow flexible working 

- and it's going to make a difference to the way 

worker 82% of 

(w\t\l\f\/,§lJJYWh�re,iygcKiog_,grn) 

businesses function. 

In their report, Busch et al (2011) find that our world is becoming 'more global and 

diverse' with organisations competing to attract and retain top talent. They believe 

that organisations often no longer are traditional 'in-office work environments' and 

that there has been a big shift towards virtual working. The work-model of 2012 might 

be said to be characterized by movement; where working lives have become 

'landscapes of mobility' (Hardill & Green 2003) with the performance of work 

assignments taking place remotely, or virtually, in traditional office but also at home, 

or on the road, or in the client's office, or in cyberspace. Work is no longer a static 

entity and with that reality and concept comes subsequent challenges and 

opportunities for organisations adopting remote working. 
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The labour market is changing; demographics are changing. In the UK, an Institute 

of Internal Communications ('lolC') survey (HR Director 2009 cited on WWVvjgic.org 

2012) found that 11 % of the UK workforce were now home or remote workers and 

Work w;se UK, cited in the survey - an initiative aimed at making the UK one of the 

most progressive economies in the world - believes that this can practically be 

extended to 50% of the workforce in 5 years. The Flexible Working/Family Friendly 

Hours Taskforce, established in 2009, by the UK government is 'made up of experts 

from business and organisations that represent business, employees and families, 

non-government bodies and government departments' and from its report 'Flexible 

Working: working for families, working for business' it states that 'flexibility in the 

workplace is about developing modern workplace practices to fit the needs of the 21st 

century' suggesting that organisations and employees should consider, and 

encourage working arrangements that suit all parties (with supporting evidence and 

published a report 'Flexible Working: working for families working for business', which 

recommends a business case for flexible working. 

As economic and competitive forces are, according to Bandura (1997), 'pruning the 

hierarchies of bureaucratic management,' it may be that now 'operational decisions 

and management functions are being assigned to the workers themselves in an effort 

to improve productivity and employee satisfaction', removing 'bureaucratic 

impediments to initiative, creativity and getting things done', also Bandura (1997). If 

this pruning over-arches across remote workers and also their line managers, this 

results in questions of how 

of self-efficacy 

to manage people you can't see and the possible 

importance levels in workers who are, or have to be more 

autonomous. The self-efficacy construct is derived from Bandura's social cognitive 

theory, (Gist & Mitchell 1992) and is described by Bandura (1978), himself as 'the 

judgement an individual makes about his or her ability to execute a particular 

behaviour' and (Bandura 1995) 'belief in one's capabilities to organise and execute 

the courses of action required to manage prospective situations' - and asks if their 

ability will enable them to succeed or even try to attempt an action to try to succeed. 

Further described by Gist (1987) as 'cognitive appraisal of one's capabilities' with 

Bandura (1982) writing that self-efficacy 'affects one's choice of settings and 
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easily under adversity and evidence less mastery'. 

activities, skill acquisition, effort expenditure and the initiation and persistence of 

coping efforts in the face of obstacles'. Bandura further posits that people, or 

workers, with 'moderate to high perceived self-efficacy' will expand further effort and 

for longer on tasks than those with low perceived self-efficacy who will 'give up more 

Therefore, might those with 

moderate to high perceived self-efficacy be more amenable and indeed more 

appropriate to the challenges of remote working and might they be able to self-guide, 

or follow tasks - and indeed set tasks - more independently of their supervisors. 

Might they be able to manage themselves more or will they still require, or indeed, 

need supervisory input. This is a key area of this study. 

Bandura (1997) reported that having workers manage themselves changes the 

model of supervisory manager-ship, and therefore, the changes in how performances 

of remote workers are managed and appraised. According to Cascio (2000) virtual 

and remote workplaces and workers will become more commonplace in the future 

with, he also writes, 'sound business reasons for establishing' these but also that 

'their advantages are offset' by cultural clashes, some fiscal costs and also loss of 

trust. This presents challenges at strategic levels for organisations with solutions that 

might do well to cascade from top down and pervade company culture. Some 

organisations are addressing this, report Tietze and Musson in their 2005 paper 

addressing that there are 'changing managerial strategies and changing cultural 

expectations about the location of (paid) work' with 'organisations seen [by some] as 

flexible networks, virtually dispersed in time and space, so that work can be 

conducted with anybody, anytime, anywhere'. 

Cascio (2000) further posits that managers will need to 'shift from a focus on time to 

a focus on results' and that organisations will need to recognise that these new 

workplaces will 'instead of needing fewer managers, require better supervisory skills 

amongst existing managers' and that if this is done correctly, this will led to 'stunnina 

improvements in productivity, profits and customer service'. 

The changes to working practices, at statutory, at organisational and at worker level 

requirements might well, therefore mean a new way of working not just for a few, 

possibly knowledge workers; but might it not be an easy way forward for all workers 
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or indeed organisations? 02 recently launched its 'Joined Up People Service' - a 

service and app aimed at helping organisations to implement flexible working 

practices and 'support organisations in managing the complex societal changes 

affecting their business operations' (CBR 2011 ). This might suggest that 

organisations do need assistance with the adoption of flexible and remote working 

(referring to technological assistance here). Other forms of resistance could be the 

apparent importance of being visible at work, with performances being measured by 

time in the office, or inputs (a classic example is hours billed in the legal profession), 

not on outputs - successful or otherwise. O2's report findings suggest that 

performance appraisal systems do not support or account for flexible and remote 

working with over a quarter of employees feeling that their employers don't 

worker themselves aimill9 to achieve an appropriate work/life balance. 

D'-1.., � 
,.,, t,; 

The CIPD (2011) describe performance management, when 'fully realised' as a 

'holistic process bringing together many elements that make up the successful 

practice of people management' using Armstrong & Baron's definition of iyas--a 
,f'; ,;:<""''� 

process which contributes to the effective management of individuals arfa teams in 

understand the benefits of flexible working both for the organisation and for the 

order to achieve high levels of organisational performance'. As Carroll & Schneier 

(1982, cited by Gist 1987) write ' organisational objectives of performance appraisal 

systems include performance improvement, employee development and motivation 

through goal-setting'. There should also be feedback systems to ensure 2-way 

communications, by e-communication, or verbally and also in writing for the formal 

performance management process. 

Much research has concluded that self efficacy beliefs have a powerful influence on 

the ability to complete tasks and in decision making (Wood & Bandura 1989, cited by 

Bandura 1992) and that challenging goals raise the level of motivational and 

performance attainment (Locke & Latham 1990). However, it appears, according to 

many authors, that the adoption of a goal, or decision to accept or take on a work 

project 'without knowing how one is doing in the absence of a goal has no lasting 

motivational impact (Bandura & Cervone 1983, Becker 1978, Strang, Lawrence & 

Fowler, 1978) all cited by Bandura (1992) in his chapter in Ralf Schwarzer's edited 

work 'Self Efficacy Thought in Action' (1992). Moreover, Bandura (1992) further 
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contributes with , ' but the combined influence of goals with performance feedback 

heightens motivation substantially' - highlighting the importance of both motivation, 

and possibly just as important, performance feedback. Also , as Ware (2009) reports, 

it's time for managers to catch up with their workforce and be managing remote 

employees outputs, not their activities. What remote employees actual ly produce, 

not how long  they spend in or at their place of work or in activity. It is not the pu rpose 

of this study to explain or discuss motivational theories in length but both goal-setting 

theory (as pioneered by Locke 1 98 1 ) and expectancy theory (as supported by Vroom 

1 964) are considered influential in motivational behaviour. I f  th is study were 

investigating the effects of perceived h igh  self-efficacy on performance of 

respondents or study participants then expectancy theory would be relevant; 

however, as the study is focusing on preferences of styles and types of performance 

management - as will be discussed in more detail shortly - then goal setting  theory 

is very relevant. I m portantly, it is often referred to as management by objectives, 

which is considered by many as a valid performance management tool e.g . in setting 

goals well-known components in this chain are: 

specific/measurable/attainable/relevant and time-bound and one of the most 

S MART 

pertinent principles of these is feedback which can inform and affect these 

components and further, an important component of feedback is communication .  

Therefore, this report's wish t o  examine remote workers (possib ly  the worker of the 

future) with perceived high self-efficacy (possib ly the remote worker of choice with 

their persistence in tasks, their mastery levels, their possible ability to work more 

autonomously) but whom stil l require appropriate goals communicated in an 

appropriate way, may be an important starting point in understanding  what may 

become an even more influential, major and unavoidable way of working in the future 

- for both organisations and for workers. I n  agreement with Staples et al ( 1 o999) ,  

'g iven its successful application in many domains where individuals have 

considerable autonomy, self-efficacy theory appears to be particularly well suited to 

the virtual organisation context' . Accordingly, the objectives of this study came from 

the need to establish firstly a connection with workers who work remotely (frequently, 

infrequently, regularly or ad-hoe), a connection with remote workers with high 

perceived self-efficacy and then to drill down to establish what their thoughts and 

views are on what might be effective or appropriate appraisal and performance 
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to faci l itate and achieve the i r  bus iness objectives, organisations have been exploring 

va rying deg rees of virtua l ity or remote worki ng  (now even more rapid ly enab led by 

techno logy) and organ izations and i nd ividua l  managers have to decide when ,  where 

and for whom such vi rtua l ity is a ppropriate not least to ensu re that rewards are 

maximized fo r both staff and for the organization (He lms & Raiszadeh 2002) .  Do 

organ isations that embrace the 'mu lti-site , mu lti-organ isational  and dynamic' (Cascio ,  

2000)  approach have a l l  members 'jo ined in  an a l l iance to exploit complementary 

sk i l ls i n  pursu ing common strategic objectives' o r  a re there major  cha l lenges aris ing 

from the physical separat ion of locations .  This instigates many cha l lenges; as 

Helms & Raiszadeh a lso suggest, successfu l virtua l  offices are about more than j ust 

techno logy - they req u ire rad ical new approaches to eval uati ng ,  educati ng ,  

organ is ing and inform ing workers - with a major chal lenge being design ing the 

organ izati on  structure and processes to achieve ag reed goa ls .  These new 

approaches might req u i re a d ifferent k ind of worker too .  

For remote workers a nd especia l ly o rgan izations  that hybri d  remote and office-based 

working ,  a remote worker may feel  - and may behave d ifferently through choice or  

from necessity than less marg ina l  members of the team or  organisation (Burke et al 

1 999) .  Hard i l l  (2002)  suggests a need to recogn ize the prol iference and effect of 

both spati a l  mob i l ity and temporal flexib i l ity; 'especia l ly by managers and 

p rofessiona ls '  with connections ,  l i nks and  b lu rring now estab l ished between work, 

home and  a 'variety of locations' , with the corresponding need to understand and 

manage this 'new economy' , (Hard i l l  & Green 2003). Perhaps previously, autonomy 

a nd status were associated with remote work ing ,  (Jacobs 2004) but it has seem ingly 

become more commonplace amongst a l l  l evels of staff from manual th rough key 

knowledge workers to sen ior management. An increase in flexib le worki ng , often 

remote, working ,  raises the question in some, but probably, and importantly, not all, 

organisations of how to manage people you can 't see. (K) Jacobs (2004) suggests 

there a re cha l lenges associated with th is working a round loss of socia l  interaction , 

possib le  l oss of sense of belong ing and , also importantly for the worker, and 

importantl y  for the manager (or su pervisor) and the organ isation , possib le loss of 

management contro l .  Cascio (2000),  defi nes th is  as 'the first manageria l  cha l lenge 

of the vi rtua l  workplace' or i ndeed any workp lace with virtua l  or remote workers . 

I ndeed , as 'remote employees enjoy considerable work autonomy' (Staples et al, 
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1999), a key objective for organizations - and for this research - who wish to partially 

or wholly implement or establish remote working would appear to be how to 'permit 

greater employment flexibility without sacrificing managerial control'. Some managers 

are ready for th is ; accord ing  to Peter Thompson , a uthor of ' Futu re Work' (cited i n  

Even ing  Standard , Ma rch 20 1 2) ,  66% of  managers agree that there is a revol ution i n  

worki ng  practices coming in t he  next decade ' ,  recognis ing that 'more o f  us want 

control over our l ives' and that we have to address the fact that ' we still have 

management practices left over from a Victorian era and that has to change '. The 

Employers Network for Equa l ity and I ncl us ion (enei , cited in the Even ing Standard 

20 1 2) has p roduced statist ics reflecti ng the emerg ing change i n  demograph ics with 7 

out of 1 0  managers bel ieving the 9-5 work day is d isappearing in favour  of more 

flexib le ways of work ing with 36% of the popu latio n  l i ke ly to be over 50 with i n  1 O 

years and Denise Keating , CEO of enei  suggests that 'getti ng rid of the same-old 

approach to work means chang ing who we have in the workforce' . 

In an organization, workers who participate remotely will have communication needs 

that  differ from those who are totally office based suggests Steve Doswe l l  (2009) 

D i rector at I nstitute of I nterna l  Commun ication . Bandura ( 1 997) reports fou r  factors 

that affect self-efficacy, these being  'mastery experiences, vicarious experiences , 

physio log ica l  arousals '  and verbal persuasion - or affects on behaviou rs - through 

verbal exchanges.  Doswel l  suggests that, whilst unintentional, if managers or 

supeNisors do not recognize or plan for distinct communication requirements (verbal 

or otherwise) of non-workplace based employees this could adversely affect 

performance right across the business. I n  an  idea l world ,  Jacobs (2004) suggests 

that th i s  type of working  is characterised by an  increase i n  flexibi l ity, autonomy and 

empowerme nt, with emp loyees participati ng equa l ly in col laborative re lationsh ips . 

H owever, th is might suggest a homogeneity amongst flexib le ,  remote workers across 

industries, functions and ro les that may on ly exist i n  an ideal world - flexib le  o r  

remote workers may chose to work remotely and may be successfu l ;  however, there 

may be others to which remote working is ne ither  wel come nor su ited .  Those who 

do work successfu l ly remotely, might agree with Bandura ( 1 997) that as economic 

a nd com petitive forces a re ' prun ing the h ierarchies of bureaucratic management , '  so 
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removes 'bureaucratic imped iments to i n itiative, creativity and  gett ing thi ngs done.  

Remote workers may be expected - and encouraged to work more independently in 

one organisation ,  whereas in  another, the may be expected to work remote ly (or may 

chose to do so) but be expected to behave in the same manner  as if in a shared 

office space . Band u ra fu rther fi nds that having workers manage themse lves changes 

the model of supervisory manager-sh ip supporti ng the theory beh ind the one of the 

objectives of th is study - that remote workers (particularly those with high perceived 

self-efficacy) may want a different performance management and appraisal 

relationship and reward system to those who do not work remotely; referring back to 

Helms & Raiszadeh (2002) supposition that rewards must be appropriate. Staples et 

al (1999) state that 'given its successful application in many domains where 

individuals have considerable autonomy, self-efficacy theory appears to be well 

suited to the virtual (or remote) organization context' - and our study examines a 

selection of remote workers' responses to questions regarding supervisory 

relationships which are at the heart of a performance management system as the 

supervisor - or line manager - is generally expected to conduct the appraisal on 

behalf of the organisation, whatever it 's generic policy. 

2.2 Self-Efficacy 

The self-efficacy construct, derived from Bandura's social cogn itive theory ,  (Gist & 

M itche l l  1 992) is described by Bandu ra h imself i n  1 978 and  cited by Staples et al 

( 1 999) as 'the judgement an ind iv idua l  makes about h is or he r  ab i l i ty to execute a 

particula r  behaviour' ;  and i n  h is 1 982 paper, Bandura supports the 'the predictive 

va lue  of self-efficacy judgements' as having  'now been estab lished u nder a variety of 

assessment a rrangements' .  G ist & M itche l l  (1 992) - referring to Wood & Bandura 

1 989 - d efine se lf-efficacy as: 'one's bel iefs and capabi l it ies to mobi l ize the 

motivation ,  cognitive resou rces and courses of action needed to meet g iven 

situationa l  demands'  and Bandura ( 1 995) expla ins that self-efficacy "refers to bel iefs 

i n  one's capabi l it ies to organize and execute the courses of action requ i red to 

manage p rospective situations" .  The theory ori g inated as a psychological theory 

conce rn ing expectations  of persona l  efficacy leve ls and leve l  of effort and how long 

the behaviour  wi l l  be susta ined in the face of 'obstacles or avers ive experi ences 
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(Bandura 1 977) .  Bandura, in  h is 1 977 model proposed that expectations of personal 

efficacy are 'derived from four principa l sources of information: performance 

accompl ishments, vicarious experience, verba l persuasion and physiological states -

a broad range of sources. The objectives of this study take us toward the 

communication of verbal persuas;on - found within the performance management 

and appra;sal feedback communicaUons from a supervisor to a remote worker with 

perce;ved high self-efficacy. Described by Snyder & Lopez (2007) as 'a judgment 

about one's ability to execute a particular behaviour pattern, or perhaps more s;mply 

self efficacy might be described as what an individual believes he or she can 

accomplish using his or her skills under certain circumstances'; the 'certain 

circumstance ' for this study is a remote working situation. The judgement referred to 

is a perception concept and perceived self-efficacy may help account for a wide 

range of diverse phenomena in coping (Bandura 1 982b) and includes career pursuits 

- relevant for this study. It should be noted that the theory originated from a 

psycho log ical app l ication and concepts such as stress reactions. As Bandura 

( 1 982b) states, however , there has been a 'convergence of theory and research '  and 

while 'although the research (as at 1 982)  is conducted from a number of d ifferent 

perspectives and under a variety of names, the basic phenomenon being addressed 

centres on people's sense of personal efficacy to produce and regulate events in  

their l ives' . The authors referenced in this study opine that where people's bel iefs 

(or perceptions) in their ab i lity to exercise control over their lives and that where 

people bel ieve their abi lity and actions wil l  produce the deserved outcomes, they wil l 

begin to maintain efforts towards desired outcomes. Bandura ( 1 982b) also states, 

relevant to th is study, that 'efficacy in deal ing with one's environment is not a fixed 

act' and involves a 'generative capabi l ity ' ,  which in  itself is 'only as good as its 

execution' . He further posits - again relevant to this study's examination of preferred 

performance management and appraisal style of respondents with high self-efficacy 

be more motivated to act to produce those desired outcomes; conversely, if people 

do not believe their actions w i l l  produce the desired effects, they wi l l  be l ess l ikely to 

that 'operative competence requires orchestration and continuous 

improvements . . .  to manage ever-changing circumstances '. Ever changing 

circumstances that  might refer to the possibility that remote working may be non

static; the situation or environment may change infrequently or regularly. 
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In assigning operational decisions and management functions, managers need to 

ensure that employees are happy to and are able to work remotely; that if they are 

going to be required to make and facilitate decisions that they are happy to and 

capable of doing so also. The increase in 'g lobal interdependence' , (Bandura 1 995) 

and subsequent increase i n  remote working  - both as  a requirement by organisations  

and by  workers themselves - 'place heavy pressure on people's capabilities' 

(Bandura 1 995) .  Gist & Mitchell ( 1 992, citing Bandura 1 977, 1 986) describe self

efficacy as a theory positing a triadic reciprocal causation model in  which behaviour, 

cognitions, and the environment all influence each other in a dynamic fashion ' .  

Jerusa lem & Mittag ( 1 995) in 'Self-Efficacy in Changing Societies' edited by Albert 

Bandura ( 1 995) ,  suggest that those who have a 'h igh sense of perceived efficacy 

trust their own capabilities to master different types of environmental demands' , 

seeing demands or problems not as obstacles but controllable challenges. Relevant 

for our research , Jerusalem & M ittag ( 1 995) purport that people with h igh-perceived 

efficacy can encounter 'stressful demands with confidence, feel motivated by 

physiological arousal and judge positive events as caused by effort and negative 

events as due primarily to external circumstances ' .  Remote workers with perceived 

high self-efficacy may have more 'external circumstances' to contend with than those 

cocooned in a head office. I t  is relevant to this study to examine if perceived high 

self-efficacy might be more effective workers per se and might be the most 

appropriate worker to be placed in a remote environment by the organisation - and it 

is stil l usually the l ine manager or supervisor's role to manage that worker, to 

appraise and to performance manage that worker in the organisation and i n  the most 

appropriate fashion to ensure they are engaged and productive. 

Bandura ( 1 997) states that 'people guide their lives by their perceived belief of 

personal efficacy' . I ndeed, remote workers may chose to work remotely, that is, their 

perceptions of their own h igh self-efficacy may engender a wish to work remotely and 

- even if requested to by their organisation, rather than through application for a 

remote role or by request for home/office working balance - it is possib le that they 

may embrace it more enthusiastically than colo

efficacy. Also relo

occupational activities are occurring rapidly nowadays, requiring a higher sense of 

personal efficacy and versatility' and that perceived self efficacy wi l l govern one's 
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capabi l ities to organ ize and execute the courses of action . 

on efforts , 

He fu rther purports that 

th is  perceived self-efficacy can have an effect cou rses of action ,  

envi ronmenta l ,  career choices and can be self h indering if perceived as low and self 

a id i ng if perceived as h igh .  

Schwarzer i n  h is book 'Self-Efficacy: Thought Control of Action ' ( 1 992) describes 

how 'human function ing is faci l itated by a persona l  sense of contro l '  with a person 

'who bel ieves i n  bei ng  ab le to cause an event can conduct a more active and se lf

determ ined l ife cou rse' with a 'can-do cognition" .  Referri ng back to Stapl es et al 

( 1 999) on the probable importance and su itab i l ity of the acceptance and 

encouragement of autonomy there is the probabi l ity that managers might have to 

a l low a l evel of autonomy for remote workers and the question is ra ised as to how to 

incorporate this without 'sacrificing manageria l  contro l ' . 

Schwa rzer ( 1 992) pu rports that self-efficacy bel iefs can enhance or u ndermine 

performance where 'persona l ised goal-setting is i nfluenced by se lf  appra isal of 

capabi l it ies ' .  Pajares ( 1 996) stated that be l iefs a bout capabi l ities can be greater 

pred ictors of behaviour  and capabi l it ies than by what thei r actua l  capabi l it ies m ight 

be . Relevant to this research , these self-efficacy perceptions  can help determine 

what i nd iv idua ls do  with the knowledge and ski l ls that they have. Pajares ( 1 996) 

fu rther  surm ised that be l iefs about what people create , develop and hold to be true 

about themselves are virtua l  forces in their success or fai lure .  According to Gecas 

(2004) people behave in the way that executes their i n itia l  bel iefs; thus ,  se lf-efficacy 

functions as a self-fulfi l l i ng  prophecy. Van der Bij l  & Shortridge-Baggett (2002) 

support the view that ind iv idua ls with perceived h igh se lf-efficacy are more l ikely to 

engage in activities that they have perceived h igh self-efficacy for and this pri nciple 

wil l a lso specify how long they wi l l  spend on tasks or activities. Setting the right tasks, 

goals and objectives would appear to be relevant to remote workers. Hackett ( 1 995) 

stated that 'career i nterests are not l ike ly to develop i n  areas where perceived 

occupationa l  self-efficacy was predictive of the range of possib le occupational 

o ptions  of students tested i n  their research which relates to this study's examination 

Linda Stewart-B irch ID :  1 0 1 424 7 MSc H R  Management D issertation 

October 26, 20 1  2 

efficacy is weak' - suggesting that workers with perceived high self-efficacy should 

be set challenging tasks and activities e;ther by themselves or by their line manager 

or supervisor. Research by Betz & Hackett ( 1 981 , cited by Hackett 1 985) found that 

2 1  



ski l l s  and self

affective and 

of whether remote workers, with perceived h igh self-efficacy, might prefer 



a specific 

style of performance management - if students m ight al ready have nu rtu red and selfn

discovered a self-efficacy level they may choose an occupation  that a l lows that to be 

expressed which is  relevant to human resource management across selection across 

graduate schemes and succession p lann ing . 

Applebaum  & Hare ( 1 996) suggest that there is potentia l  to i nfluence task 

performance by i ncreasing self-efficacy bel iefs and that self-efficacy can be 

man ipu lated ;  at the same time, these a uthors suggest that ' the fie ld of human 

resou rces m anagement has (apparently) been slow to address and tech nical ly 

i ncorporate the appl ied aspects of socia l  cogn it ion theory and self-efficacy, despite 

the imp ressive emp i rical support it has received ' .  I ndeed , Gist ( 1 987 cited by 

Applebaum & Hare 1 996) a lso writes that 'there is l ittle evidence that so much 

attention has been pa id  to organisational app l ications' . For remote workers with 

high-perceived self-efficacy, the notion or perception that their supervisor might be 

affecting their self-efficacy levels with possibly unwelcome affects on performance 

might be unwelcome. 

Schwarzer ( 1 992)  further defines self efficacy as i ncreasing confidence in one's 

com petencies,  enhancing motivation and a l lowing them to chose more cha l leng ing 

tasks , setting h igher goa ls and antici pati ng positive scena rios . Locke et al's 1 98 1  

stud ies found  that specific goals affected performance with feedback being used to 

a id p rocess: however they also stated that it wou ld be usefu l to examine the effects 

of goal setti ng if self-set and  that 'self-esteem may be the most promisi ng ind ividua l  

d ifference variab le ' .  Thi s  supports Busch et al (20 1n1 )  who argue that some of the 

key competen cies for successfu l remote working found across l iteratu re research 

i ncl ude self-motivation ,  se lf-d iscip l ine ,  effective commun ication 

efficacy. Bandura ( 1 997) states that 'Self-efficacy bel iefs regulate human function ing 

th rough four  major processes' i nclud ing 'cogn itive , motivationa l ,  

se lective processes' . Perception l evels of self-efficacy may be key to focusing on  

a nd selecti ng  types of reward . Applebaum & Hare ( 1 996) suggest that self-efficacy 

judgments by i nd ividua ls may be ' infl uenced greatly by i nformation from the 

e nvironment' and  other self-efficacy determi nants incl ud ing ' level of abi l ity, the 

person 's  genera l  perceived efficaciousness' and bel iefs regard ing ' internal versus 
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surrou n dings or e nvi ronment - which ,  referri n g  back to remote workers perceptions 

of leve l s  of self-efficacy - wil l affect the type of reward they prefer. As Applebaum & 

external locus of contro l '  - considered by App l ebaum & Hare ( 1 996) as a personal ity 

attri bute 'thought to i nfluence the d evelopment of self-efficacy' . Internal locus of 

control persona l it ies wi l l  fee l  they a re in contro l of their surround ings or envi ronment 

whereas those i nd ividua ls  who have external locus of control feel contro l led by the i r  

Hare ( 1 996 ) fu rther suppose, externa l ly  oriented i nd ividua ls who feel contro l led by 

the i r  environment wi l l ,  or may,  prefer 

prefer 

i ntrins ic rewards and those personal i ties who 

are i nterna l ly  contro l led wi l l  i ntri ns ic rewards inc lud ing 'fee l i ng of 

accomp l ishment or ach ievement' . They further, and importantly for th is study, state: 

'the implication is fairly clear; managers who understand their subordinates' loci of 

control can better tailor their reward systems to reflect individual needs'. Therefore, 

those individuals with high-perceived self-efficacy might be more likely to feel in 

control of their environment - or job or project or work place - and might be more 

likely to want to have more control with more self-appraisal than a worker who seeks 

security or reward from their line manager. 

a project, a person 's thought  processes woul d  uti l ise p re-existing knowledge to 

construct a nd p red ict op in ions .  (Schwarzer  1 992) .  Much research has concluded 

that se lf efficacy be l iefs have a powerfu l infl uence on the 

Schwarzer 

abi l i ty to complete tasks 

and  in decis ion making (Wood & Bandura 1 989, 1 992) and that 

cha l leng ing goals raise the level of motivational  and performance attainment (Locke 

& Latham 1 990) .  However, and importantly for management object setting and for 

human  resou rce management; no matter how self-efficacious, an employee ,  who i s  

employed by  o r  contracted to  provide services to an  organ ization must a l ign their 

tasks and their and their department or team's objectives with the objectives of the 

management and organ ization .  Referri ng back to motivational processes, tasks, 

g oa l s  and  obj ectives must be assigned , understood and rea l ized . However, it 

a ppears ,  accord i ng  to many authors ,  that the adoption of a goal ,  or decis ion to 

accept or take on a work project 'without knowing how one is doing in the absence of 

a goa l has no lasting motivationa l  impact (Bandura & Cervone, 1 983, Becker 1 978 ,  

Strang ,  Lawrence & Fowler , 1 978, cited by  Bandura, 1 992) .  Bandura ( 1 992) further 
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remote-workers. 

where supervision and guidance from a 

environments ,  

contributes with , 'but the combined influence of goals with performance feedback 

heightens motivation substantially' - highlighting the importance of performance 

feedback - which for this paper refers to preferred style of management and 

appraisal for remote workers, generally from their manager or supervisor. This might 

appear to be very relevant when decisions are made on management preferences for 

With cognitive processes the 'stronger the perceived self-efficacy, the higher the 

goals, people set for themselves and the firmer their commitment to them ', (Bandura 

1 992) ;  this is relevant to this research, 

supervisor may help develop and maintain the strong sense of self-efficacy required 

'to remain task oriented in the face of pressing situational demands '  which may occur 

when working remotely (Bandura 1 992) .  The extent to which to a n  emp loyee can 

influence or control the i r  envi ronment is considered an  important bel ief system by 

Band u ra ( 1 992) ;  i n  a s imu lation exercise it was found that partici pants who could not 

exercise control over thei r environment lost 'fa ith in  the i r  decis ion making capab i l it ies 

even when performance standards were with i n  easy reach' and 'those who operated 

u nder a cog nitive set that organ izations are contro l lab le ,  d isplayed a strong sense of 

manageria l  efficiency' . I f  th is concept is to be app l ied to remote workers with 



efficacy might be advantageous as a key competency; it m ight by the l ack of 

homogeneity and  varied nature of the i r  work, thei r rol es and 

persona l it ies might make i t  an advantageous commodity for a l l  workers . Also , as 

App lebaum & Hare ( 1 996) suggest, new information or  new experiences can 

i nfluence self efficacy judgements - which suggests it needs to be managed ca reful ly 

by the organ isation and most importantly, by the supervisor. 

perceived h igh self-efficacy - it might be presumed that autonomy, lower-key 

supervision might be significantly central to the performance management system so 

as to not disaffect the employee as they might wish to have a high level of autonomy, 

yet wish for intrinsic reward and feedback, in moderation, from their supeNisor (or 

manager, or line manager - semantics dictated by the organisation). It wou ld  be 

advantageous for organ isations to factor in that though high perceptions of self

Band u ra 1 977 wrote that the theory of perceived self-efficacy and how it infl uences 

performance is  ' not meant to imply that expectation is the so le determ inant of 
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behaviou r' and that 'expectation alone wi l l  not p roduce desired performance' -

therefore , capab i l ities ,  ski l l s ,  i ncentives are also i mpl icit i n  successful outcomes. 

However, Bandura in the same paper d id posit that 'g iven approp riate sk i l ls ,  and 

adequate incentives ,  efficacy expectations a re a major determ inant of people's 

choice of activiti es' . I t  m ight seem reasonab le to suppose, based on  th is theory, that 

a supervisor of a remote worker with h igh  perceived self-efficacy wou ld be most 

supportive of the worker by ensu ri ng  the right ski l l s  and most appropriate i ncentives 

are in p lace to a l low that worker to function effectively remotely and therefore, more 

autonomously .  Th is  wou ld presume that the manager or supervisor has the 

necessary sk i l ls  to u nderstand that th is m ight be the most effective way of managi ng 

th i s  type of worker. 

Performance management and the opportu n i ty for two-way communication  between 

the worker and the supervisor wou ld  appear to be essentia l .  There appears to be a 

conundrum however; workers with perceived h igh  l evels of self-efficacy wou ld  appear 

to p refer some autonomy, reta in ing infl uence ,  control and decision mak ing ,  but wou ld 

a lso appear to requ i re goal  and task setting  i nput with performance feedback to 

mainta i n  motivation .  

2.3 Performance Management and A_ppraisal 

Gist & Mitche l l  ( 1 992) state that although fi nd ings from research 'demonstrate the 

importance of self-efficacy for p red icting  an improving work performance ,  much 

remains c lear about the theory' . Th is is probably true.  It has been appl ied i n  

psycholog ical settings and i n  work environments,  yet when I conducted a brief survey 

amongst current and 

'

former co l leagues, in May 20 1 2, there was l ittle understand ing 

of the term inology of self-efficacy' but a l ittl e  more about the concept when described 

in terms of self-confidence ,  and appl ication app l ied by some ind ividua ls  and not 

others . Applebaum & Hare ( 1 996, citi ng  Gist & Mitche l l  1 992) suggest that "the 

s ign ificance of self-efficacy for motivation and performance ,  in work settings has 

been wel l  demonstrated" , (with motivation bei ng a key performance management 

factors in  most organisations) ;  however, it i s  enti re ly possib le that superviso rs/l i ne  

managers may not have been  introduced to  the terminology of  self-efficacy nor  it 's 
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significance in motivation or performance management or appraisal methods of 

office-based or remote employees. It might also be worth considering , prior to 

introducing the concept, a more efficacious explanation or one more couched within 

existing management terminology. 

There is a vast amount of literature on performance management and appraisal .  

Applebaum & Hare ( 1 996) suggest that 'performance appraisal , as a formal process, 

is the focus of performance improvement, employee development and motivation 

through goal setting' .  Original ly a term for a rather basic process, performance 

appraisal ' has become a general heading for a variety of activities through which 

organizations seek to assess employees and develop their competence, enhance 

performance and distribute awards (Fletcher 200 1 )  and is a process that can bring 

together different approaches to management of performance (Taylor 2008). The 

C IPD  (20 1 2) describe performance management, when 'ful ly realised ' as a ' holistic 

process bringing together many elements that make up the successful practice of 

people management' using Armstrong & Baron 's 2004 definition of it 'as a process 

which contributes to the effective management of individuals and teams in order to 

achieve high levels of organisational performance' . Relevant to this study, 'it 

establishes shared understanding about what is to be achieved' - they also stress 

the importance of culture, style and communication of the organisation. The CIPD 

describe performance appraisal (20o1 2) of  one of the 'main tools of  performance 

management' where 'an individual's manager assesses performance, potential and 

development' and they also impart that some organisations only carry out this 

process as a top-down process with some line managers seeing it 'as irrelevant form

filing designed to keep the person nel department happy' . Randel l ( 1 994) describes 

performance appraisal as 'the process whereby current performance in a job is 

observed and discussed for the purpose of adding value to that level of performance' 

and Fowler ( 1 999) subdivides performance appraisal into areas covering motivation, 

succession planning , improvement of performance and promoting 

management/subordinate dialogue. Fletcher (200 1 ), purports that performance 

appraisal (when part of a wider performance management strategy) plays an 

important but varying role in managing organization and emp loyee and for al igning 

these two in one system. Taylor (2008) citing evidence by authors, includ ing Latham 

and Latham (2000) ,  Redman (2001 ) ,  Bach (2005) and Torrington et al (2008) ,  for 

Linda Stewart-B i rch ID :  1 01 4247 MSc HR Management D issertation 

October 26, 20 1 2  

26  



' i nd ivid ua l  performance appraisal to be l i nked qu ite specifical ly to defined 

organ izationa l  objectives ' ;  therefore, appraisal wi l l  not be an isolated process but one 

which shou ld have 'specific l i nkage to bus iness goa ls (to) help focus employee 

efforts on o rganizationa l  p riorit ies whi lst also ensuring that performance appra isa l 

process is owned by l i ne  managers not j ust H R  special ists' (Taylo r  2008) .  As 

performance appra isa l  has deve loped , so has the termi nology to describe it ; which 

now i ncludes persona l  development review, perfo rmance review & deve lopment 

(Taylor 2008) and also performance contract & deve lopment review and perfo rmance 

management system - a l l  emphasizing development not i n  addition to the 

trad it iona l ly  reflective appra isa l of past perfo rmance .  

Wi l l  some staff 'be more effective, productive and  engaged i f  working  remotely and 

wi l l  the i r  be l ief systems act as antecedents to effective remote working (Bandura 

1 992) and if so, wi l l  their  supervisors understand that the remote workers , who may 

be pred isposed to work more efficiently more autonomously ,  may wel l  requ i re a 

d ifferent performance management and appra isal system .  

Evidence has suggested that 'organ isations shou ld make a choice about whether 

the i r  appraisa l  system is to be princi pa l ly used for eva luation or developmenta l  

purposes' (Taylor 2008) .  There has been a n  identifiable sp l it i n  organ ization and 

practitioner  view in terms of measu rement of performance output and assessments 

reviewing past performance, with a view to improving  any future performance . Taylor 

(2008) cites authors such as Beer and Ruh ( 1 976) who pu rport that as long as there 

is a clear d isti nction between the d iffe rent objectives then appraisal for review and for 

objective setting can be used i n  tandem . The defin ition of performance review and 

deve lopment contract might be a clea r label  for th is process. However, Taylor (2008) 

reflects that 'academic research i nto performance appraisal has rarely focused on its 

effectiveness in genera l  terms' but, that it tends to analyse what type of approaches 

a re being u sed and then ,  separately, what problems are evident with schemes. For 

th is  report it is particu larly pertinent, as Taylor  (2008) writes ,  that it i s  'd ifficu lt to come 

to any firm and defens ib le conclus ion about the i r  overa l l  effectiveness in  d ifferent 

situations ' .  I n  add it ion Taylor (2008) writes there are ' criticisms of the way that 

managers carry the m  (appraisa ls) out i n  p ractice . Wi l l iams (2002) , writes that 

ignorance of managers or situations can be a problem where the appraising manager 
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may be insufficiently famil iar with what the employee concerned does or how they 

perform to be able to effectively implement an appraisal. This may lead to significant 

problems and challenges - as Bandura (1997) states, 'supervisors have an important 

impact on the morale and productivity of an organization. Yet they are often selected 

for their technical competencies and job-related knowledge' and 'not their adaptable 

skills they need to work effectively through others' . Fletcher (2001) surmises that 

performance appraisal has been enabled to move forward, allowing both appraisal 

content (the 'what' )  and appraisal process (the 'how') - both of these are relevant to 

the remote working context. 

A barrier to employer embracement of remote working could be the fear of the 

unknown for both organization and manager - a most frequent and generic question 

in research, press, management journals has involved the phrase: how can you 

manage your employees if you can't see them? Should employers employ a 

panoptic style of management employing state of the art 'spy-style' management 

(keystroke measurements, webcams, constant Skyping)? Stuart Chapman, 

Compensation and Benefits Manager at Finning (Pollitt 2006) highlighted the need 

for managers to 'develop an understanding of the impact of managers of working with 

remote teams and identify appropriate tools and techniques that will help them to be 

more effective'. As Pollitt (2006 ) suggests, following on from Chapman's programme 

identifying 

for Remote Teams at Finning (UK); a way to develop remote team managers is by 

sharing experience and identifying best practice and exploring the 'performance 

management issues associated with managing remote teams and 

interpersonal supervisory skills to guide and motivate those they supervise' . Bandura 

( 1o997) suggests mastery modelling as a way to teach supervisors 'the interpretive 

appropriate process that will ensure effective performance '. Latham and Latham 

(2000)  found that appraisals previously could have occurred in isolation to any 

strategic plans without consideration of how appraisals, as part of performance 

management, could help implement any strategic plans. If an organization is 

beginning to or has already implemented remote (or flexible) working as part of its 

strategic plan then it might be good practice for appraisals, as part of performance 

management systems, to integrate and reflect this. 

Subscribers to the Total Quality Management approach argue, as reported by Taylor 
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(2008) ,  that ' supervis ion ,  particu larly when it i nvolves the inspection of subord inates' 

work as a 'means of ach ieving q ual ity' wi l l ,  with performance appraisa l ,  rei nforce 'the 

s ign ifi cance of the supervisor-subord inate rel ationship '  creating 'fear' and 

encou rag ing ' the development of adversaria l relationsh ips ' wh ich ' robs peop le of 

the i r  right to pride of workmanship '  and that 'appra isal red uces motivation '  and 

'wastes organ izationa l  resou rces' . F letcher (2004 , cited by Taylor 2008) also argues 

that trad itiona l  approaches to appraisal are i nappropriate for modern organ izations 

that a re have less traditiona l  flatter h ierarchies, may be knowledge-based and may 

need to maxim ize flexib i l i ty in order to compete effectively' (Taylor 2008) .  

Support ing th is , Jacobs (2004), notes that remote working can generate un ique 

commun ication issues with supervision ,  which m ight be d isadvantageous fo r remote 

workers . Hard i l l  (2002) ,  suggests a need to ' recogn ize the prol iference and effect of 

both spatia l  mobi l ity and temporal  flexibi l ity' ; 'especia l ly by managers and 

professiona l s' with con nections, l i nks and b lu rring now occurri ng between work, 

home and  a 'variety of locations' thus establ ish i ng a corresponding need to 

understand and manage this ' new economy' (Hardi l l  & Green 2003) .  

Bandu ra ( 1 997) finds that havi ng workers manage themselves, changes the model of 

supervisory manager-sh ip ,  and therefore ,  i n itiates changes i n  how performances of 

remote workers are managed and appraised . Cascio (2000 )  (2000) posits that virtual  

and remote workplaces and workers wi l l  become more commonplace i n  the future 

with 'sound  business reasons for establ ish ing'  but 'the ir  advantages are offset' with 

cu ltura l  cl ashes and a lso loss of trustn- and a lso changes in commun ication systems.  

Taylor (2008)  suggest that if more p rofessiona l ,  knowledge (and remote) workers are 

employed the 'the less appropriate traditiona l  forms of top-down appraisals are ' .  

They need to be less 'manageria l istic i nterventions (Redman ,  200 1 , cited by Taylor, 

2008) with a downgrad ing of 'appraisal activity' (Murphy & Cleveland 1 995) .  

H owever, Taylor (2008 )  a lso suggests that a lthough appraisal is 'far from a perfect 

management techn ique ' ,  it cou ld  sti l l  be 'an effective tool of management control '  and  

that fo rmal ly sett ing  objectives wi l l  i ncrease the chances of o rganizat ional and  

persona l  business objectives being met. Taylor fu rther states that this is not the on ly  

means to manage and motivate performance and should be  i ntegrated with other 

systems .  He lms & Raiszadeh (2002) suggest that managers must develop new 
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supervision techniques specific to managing and supervising remote workers - trust 

being a key element in this relationship. This moves organisations and working 

patterns ever further away from the traditional managerial system of panoptic close 

control of employees. Managers must adapt , requiring a 'shift from command and 

control to more empowering forms of management' (People Management 2005) ; 

moving away from constantly visible face-to-face style of management where 

social isation plays an important part in forming a relationship between 

supervisor/manager and employee/remote worker . Pati & Kumar (20 1 0) purport that 

'participative decision making with adequate supervisor support is a must to initiate 

and enhance engagement. 

Objectives of this study include examining how highly self efficacious remote workers 

might wish to be managed; In  the M IT  Sloan Management Review (Mulki et al, 2009) 

the authors suggest that successful managers should endeavour to discuss 'good 

practice' with remote workers which 'means formulating an communicating practices 

that aim to facilitate . . .  prioritize tasks and provide frequent feedback' .  This might 

suggest that supportive feedback and a mutual ly agreeable setting and monitoring of 

objective might enable the remote worker to fulfil their objectives an obligations to 

their organisation - which may only be possib le with an organizational culture which 

understands the remote worker/supervisor requirements. As remote workers may 

need to be ab le to address and sol ve problems, make autonomous decisions and act 

independently, setting objectives and tasks in advance, with planning and 

contingency plans could well be important to allowing autonomy and maintenance of 

self-efficacy. The M IT approach to try to discuss good practice' suggests a way to 

establish trust and mutual understanding. Self-efficacy levels, if noted by and 

understood by the organization, might be incorporated into performance 

management processes and this is relevant to our study. 

Staples et al (1999), from the results of their study, suggest that 'for remote workers 

to be effective, they need managers who are good communicators' with 'good 

listening skil ls' with the abi l i ty to manage their employees' time effectively. Staples et 

a/ further refer to the use of information technology by both supervisor and employee 

as being key to an effective relationship but also coaching and provision of support 

for employee needs. 
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C I PD Advisor, Rebecca Clark (People Management 2005) suggests that 'the focus 

shou ld  be on mon itoring and measuring by outputs and resu lts' and based on qua l ity 

not quantity .  A report by Murphy & Cleveland ( 1 995) appears to support th is. They 

considered the consequences of the i ncrease in flexib le working practices - includ ing 

more remote working ,  flexib le hours ,  te leworking , home worki ng or 'general flexibi l ity 

i n  terms of precisely when and where ind iv idua ls work' .  Their  report surmised that 

'trends designed to i ncrease operationa l  flexib i l ity are g reatly reducing the amount of 

day-to-day contact between employees and their l ine managers' . Combined with 

the l evel of autonomy requ i red of remote workers 'the resu lt is much l ess opportun ity 

for supeNisors to observe the i r  subord i nates actua l ly performing the ir  jobs' and 

therefore, ' in  such s ituations,  it is  natu ra l  for appraisers to focus more on resu l ts i n  

compi l i ng  their eva l uations than on  employee behaviour' .  Selden & Sowa (20 1 1 )  

suggest manag ing ind ividua l  performan ce as pa rt of overal l o rgan ization 

performance where 'managers primari l y  contro l  performance by i nfl uencing i nputs 

and by feedback provided by outputs' - objectives, motivators , goa ls ,  p rojects 

performance appraisa l  and management process' - suggesting a 2-way p rocess 

m ight be the most effective mechan ism.  Rebecca Clark, C I PD Advisor, in People 

Management (2005) suggests that effective management practices and also clea r 

comm un ications channel s  a re crucia l  a long with the requ i rement of trust for remote 

apprais i ng .  

Se lden & Sowa (20 1 1 )  fu rther  posit that managers wil l need to 'sh ift from a focus on  

time  to  a focus on  results' and that organ isations wil l  need to  recognise that these 

'stunn i ng improvements in p roductivity, profits and customer service' . Relevant to 

th is research i s  the probable need to establ ish a mode l  of performance management 
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assessments .  They further suggest that the performance management process 

h igh l i ght an 'organisation 's goals ,  priorities and expectations' but that it is 'subject to 

i nterpretation by ind ividua l  employees with employees reacti ng to s ignals in varying 

ways' and there is a rea l  need , therefore, to factor 'emp loyee perceptions i nto the 

new workplaces wil l ' i nstead of needing fewer managers ,  requ i re better supeNisory 

ski l l s  amongst existing managers '  and  that if this is done correctly, th is  wi l l  led to 
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a nd a ppra isa l  - that adapts to objectives of a l l  parties and  eva luates i n  a manner that 

is beneficia l  to western organ isations and remote workers, with perceived h igh self

efficacy. Th is paper wi l l  l im it the appra isa l  defin it ions or d iscussions to Western or 

Anglo-Saxon business cu ltura l models where cultu ra l  norms a l low for active and 

expected employee participation i n  a ppraisa l systems. (Taylor 2008) .  

Mu lki et al  (2009) ,  fu rther suggest that managers or supervisors co-ord i nate and 

manage a l l  communications and tasks with a l l  employees (managers, supervisors 

a nd employees) a l i ke 'sharing socia l  experience ,  interpersonal co-ord ination , 

model l i ng  of work behaviours and g iv ing and seeking advice' . They further suggest 

that the performance management process h igh l ight an  'organ isation 's goa ls ,  

p riorit ies and  expectations' but  that i t  is 'subject to interpretation by ind ividua l  

employees with employees reacti ng to s igna ls i n  varying ways' and there is a rea l 

need , therefore, to factor 'employee perceptions i nto the performance appraisa l and 

management process' .  There are suggestions that performance approaches should 

i nvolve the participation of the employee or eva luee and rather than dictate or 

manage time in the traditional fashion, 

resources 

'supervisors and managers must become 

faci l itators to provid e  gu idance, and support to enab le effective work 

practices (Stewart & Manz 1 995). Bandu ra's further i nput ( 1 987) is a key premise in 

th is paper - ' supervisors have an important impact on the morale and productivity of 

an organisation '. 

Gist ( 1 987, supports the importance of feedback, citi ng Bandura & Cervone 1 983) ,  i n  

formu lati ng  efficacy perceptions that i nteract with goal sett ing to enhance 

performance motivation . lvancevich and McMahon ( 1 982, cited by Gist 1 987) carried 

out an experiment on a group  of eng ineers who generated their own structured 

continua l  feedback, reportin g  their progress to their supervisor once a quarter. They 

performed better tha n  another group of eng i neers who were g iven feedback by thei r 

supe rvisor once a q uarter with no self-mon itori ng .  Staples et al's study ( 1 999) found 

that ' the more an employee 's manager uti l izes effective remote management and 

working  practices ,  the h igher the employee's remote work self-efficacy. Therefore ,  

the  key to  

i t  effectively. For this study, 

- the prem;se that 

mainta in i ng  self-efficacy might a lso be the key to managing i t  and uti l izi ng  

it might be  important to remember -

questions around the perceptions of people 

and to facilitate 

whom 'regard 
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themselves as highly efficacious attribute their failures to insufficient effort ' (Bandura 

1 994) so the exercise of control given, and allowed, to the participants could appear 

to be key to understanding the preferred systems of workers with perceived high-self 

efficacy; especially true for remote workers with the ever present shadow of 

1 8th panopticism. Based on an centu ry French prison design - the panopticon -

whose shape and centra l  observation tower ensured prisoners might a lways be 

watched - and a lso ensuring they were awa re of this  - Foucau lt's panoptic-based 

theory ( 1 975, t rans lated 1 977) is a 'metaphor for societal survei l lance' (Ba i n  & Taylor 

2000 ) who further  su rm ise that th is is relevant ' in rel ation to the mon itoring  and 

surve i l l ance of workers' activities' . With the rise of the cal l  centre, 'the panopticon 

i ncreas ing ly was perceived to be e lectron ic i n  its workplace appl ication and a control 

devise habitu al ly uti l ised by management as an  essentia l  compo nent of just-in

time/tota l q ua l ity management production systems' (Bain & Taylor 2000) .  I n  

summary, for the modern workplace , a type of survei l lance or control by managers 

uti l i s ing methods such as electron ic I i nformation technology for example log i n  / log 

out time for cal l  centre workers, or keystrokes uti l ised on the computer; modern day 

spying  - trust in remote workers or permanent visib i l ity (Foucault 1 975) .  

Appl ebaum & Hare ( 1 996) suggest that feedback is an ' important dete rminant of self

efficacy judgments provided through  the performance appraisal process (and )  must 

be cons idered carefu l ly' .  This suggests that the feedback can effect the self-efficacy 

l evels ,  which might decrease the performance outcomes of the remote worker, b ut 

more perti nent to our  study, G ist & Mitche l l  ( 1 992) propose that to be maxima l ly 

effective, the content and sign of the feedback must be appropriate for the ind ividua l  

(based on  self-efficacy level and task)' . Any formal performance management 

processes m ight be best employed a longside on-going appraisals and include 

feedback (Selden & Sowa 20 1 1 ) .  

Our survey and questions will ask respondents if they work remotely and if they 

perceive themselves as highly self-efficacious, it will further ask for self perceptive 

responses around the value - and acceptance - of supervisory input, appraisal and 

feedback and how important, relevant and beneficial do they perceive teed back 

might be as part of performance appraisal system might be to them and what 

suggestions might they have around constructive/helpful feedback, do they perceive 
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any 

objectives. 

confliction between requirements of autonomy and alignment with organisa tional 

Modelling influences do more than simply provide a social standard against which to 

judge one's own capabilities' Bandura ( 1 995) posits that people seek out those who 

possess competencies to which they aspire. Also Bandura (1o995) suggests that 

'through their behaviour and expressed ways of thinking, competent models transmit 

knowledge and teach observers effective skills and strategies for managing 

environmental demands' - acquisition of better means raises perceived self-efficacy' 

(also Bandura 1995). 

'Successful efficacy builders do more than convey positive appraisals. In addition to 

raising people's beliefs in their capabilities, they structure situations for them in ways 

that bring success' . (Bandura 1995). From the research we will examine various 

performance management a reas inc luding: control, panopticism, autonomy, feedback 

and supervisory relationships, communication, motivation, goal/objective setting and 

culture. 

Linda  Stewart-Birch ID: 1 0 1 4247 MSc HR Management Dissertation 

October 26, 201 2  

34  



3.1  

3. ___ Methodology 

Establ ish ing the focus of the study 

H avi ng  worked flexib ly and from home - remotely - regu larly in recent years and 

observing the seem ing ly  rap id increase in  the attraction of and possib le ind ividua l  

and o rgan isationa l  benefits of remote working (many variations) this beca me of 

g reater professiona l  i nte rest after the launch of the 'Anywhere Working' in itiative 

h igh l i ghting the rapid increase i n  the attraction of and possib le ind ivid ual and 

o rgan isationa l  benefits of remote working . Equal ly, the possib le individual  and 

organ isationa l  cha l lenges of remote work ing were of i nterest lead ing  to questions 

around;  a re there certain types of ind iv idual and worker who might be pred isposed to 

work ing remotely and ,  if so, do  their l evels of perceived self-efficacy affect how they 

wish to be managed or how they perform and how might they be incorporated 

effectively for a l l  parties i nto organisations embracing them and remote working  as a 

n ew infrastructu re and benefit? Whi l st researching th is topic, it became apparent that 

a mixed-method approach wou ld  be required ; quantitative to col lect data from a wider 

sample ,  fol lowed up  by a qua l itatively i nterpretive approach as wh i lst some aspects 

of the study have been stud ied i n  g reat deta i l ,  for example ,  remote working or self

efficacy l evel s  or performance management/appraisals - there was l ittle theoretica l 

or practical research , wh ich i ncorporated questions or examinations combin ing a l l  

three areas .  

3.2 Establ ish ing the objectives of th is study 

The objectives came from the need to establ ish fi rstly a connection with workers who 

work remotely (frequently, i nfrequently, regu larly or ad-hoe), a connection with 

remote workers with h igh  perceived se lf-efficacy and then  to dri l l  down to estab l ish 

th is to organ isations might u l timately be attraction , retention and attrition of workers 

who can work effective ly remote ly - th rough  vol ition or at their organisations' request 

- and  in a way that is appropriate for them,  that engages, and does not d isengage 
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them as it m ig ht be reasonable to suppose that an engaged worker m ight work more 

productive ly, m ight form a psycholog ica l  contract with the organisation and may wel l 

remain with the organ isation l onger than if these criteria were not achieved . 

To refer to the objectives of th is study again : 

• To identify the l eve l of perceived self-efficacy i n  samples of remote or 

flex ib le workers/emp loyees across virtua l  and SME organ isations.  

• To exami ne and ask from the workers 'lempfoyees' perspective - what m ig ht 

the appropriate performance target and appra isa l  system be as part of the 

performance management process/system for those remote or flexib le 

workers/employees with perceived h igh self-efficacy 

The fol l ow u p  qua l itative questions wou ld  be requ i red to establ ish opin ions 

on/attitudes to thei r performance management ideology - what might be the most 

appropriate performance management and appraisa l system for them as individuals 

(as opposed to a homogenous g roup)  which might be usefu l to bu i ld  an 

u nderstand ing for o rgan isations wish ing to establ ish effective systems of this type for 

remote workers and for the futu re. 

3.3 Participants / Sample 

3.3 . 1  Snowbal l  Sampl ing 

Sampl i ng is ' a  de l iberate choice of  a number of  people to represent a greater 

popu lation '  (Anderson 2004 ); snowbal l  sampl ing may be 'defined as a technique for 

gathering research subjects th rough the identification of an in it ial subject who is used 

to provide the names of other  actors' (Atkinson & F l int  200 1 ) .  Babbie (2009) 

describes snowba l l  sampl ing as a ' nonprobabi l ity-sampl ing technique ,  which some 

consider to be a form of accidenta l  sampl ing .  This procedu re is appropriate when 

members of a specia l  popu l ation are d ifficu lt to locate' .  Further defin ition is provided 

' in  snowba l l  sampl i ng ,  the researcher col lects data on the few members of the target 

popu lation he or she can locate ,  then asks those ind ividua ls to provide the 
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i nformation needed to locate other members of that popu lation whom they happen to 

know' . 

Babbie (2009) a lso 

samp l i ng is used in this st 

exp la ins ' it used forne ploratory pu rposes' and a variation of 

snowbal l y to reach a wide cross-section of respondents 

from cross-i ndustryn/ cross-ro le  ross-location  to a l low for as wide a sample of 

remote worker to be reache as poss ibl e ,  with relative ease , i n  a relatively short time 

sca le .  It is used for exploratory purposes - as per the objectives of the studyn- for 

reach i ng remote workers with poss ib le perceived h igh self-efficacy and question ing 

and examin ing the i r  views and perceptions on what they might perceived to be 

appropriate performance management systems for them . There are pre

assumptions as some of the respondents know each other and the research but it 

can be uti l ised to locate and i dentify respondents with shared characteristics - i n  th is 

study remote working . 

Partic ipants in th is study were drawn from previous col leagues (recent and not 

recent) , friends and connections to these respondents . An appropriate questionnaire 

uti l is ing the Survey Monkey too l  was created and which was issued uti l is ing socia l 

networking sites such as Facebook where this study had its own ' Remote Workers' 

Facebook page (owned , admin istered by the author) ,  Twitter , Emai l ,  L inked- I n .  The 

actua l  n umber the survey reached i s  unknown although there is a possib i l ity it cou ld 

have reached over 1 000 possib le respondents , however i t  is more probable that it 

was not read by a l l  those it reached ;  it is therefore, d ifficult to estab l ish a response 

rate percentage which cou ld vary from 6%+ 

The response had 70.3% of the respondents were UK based with 1 0 .8% based 

across Europe,  1 0 .8% based in the USA, 5 .4% in Asia and 2 .7% in Africa . 

There were a total of 60 respondents , with 2 non-completed questionnaires, wh ich 

were excluded from the survey. 49 respondents worked remotely (either always or 

sometimes) and these respondent's answers were examined and fo l lowed up with 

the remain ing being excl uded as they did not work remotely and for the purposes of 

this study the ir  answers were not relevant .  
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3.4 Research Measurements and Procedure 

Quantitative 
Questionna ire 

- Snowba l l  
Sample 

Figure 1 

Figurative 
description 
of the 
focus 
for this 
study's 
sample 

Qual itative 
l n terpretivist 

Foll ow-up 
Question s 

3.4 . 1  Mixed Method 

A m ixed-method was uti l ised with snowbal l sampl ing to gather research 

subjects and data/information. 

Johnson & Onwuegbuzie in the i r  2004 paper 'Mixed Method Research: A Resea rch 

Parad igm Whose Time Has Come' pu rport that 'mixed methods research as the 

natural complement to traditiona l  qual itative and quantitative research' .  They explain 

- here in  summary - and citi ng Nagel 1 986, how quantitative purists only wish for 

objectivity with 'time and context-free genera l isations' to re l iably determine the ' real 

causes of socia l  scientific outcomes' . Johnson & Onwuegbuzie further state in the i r  

2004 paper that 'Qual itative purists (also ca l led constructivists and in terpretivists) 

reject what they cal l  positivism' and contend that mu lt iple-constructed real ities 

abound and that time and context-free general isations a re neither desi rable nor 
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possib le ' .  Qual itative purists might write more descriptively and bel ieve that research 

is a lways va lue bound ,  state Johnson & Onwuegbuzie (2004) who cite Howe (1 988) 

who stated that both parties 'advocate the i ncompatib i l ity thesis wh ich posits that 

qua l itative and quantitative research paradigms, includ ing the i r  associated methods ,  

cannot and shou ld not be mixed ' .  The authors of 'M ixed Method Research ' suggest 

that the 'goal of mixed method resea rch is  not to replace e ither of these approaches 

but rather  d raw from the strengths and weaknesses of both in s ingle research 

stud ies . . .  with m ixed method research ' covering a reas across both continuums and 

pul l ing up a metaphorica l th i rd chair .  The authors fu rther suggest that this 

comb inationa l  a pproach offers a way 'describe and develop techn iques that a re 

actua l ly closer  to what researchers actua l ly use i n  practice ' .  

3.4.1 . 1  Quantitative 

• The faci l itative too l , 'Survey Monkey' was used as the basic infrastructure 

for the questionna i re :  participation i n  remote working was establ ished; 

perceptions of se lf-efficacy questions were incorporated ; questions 

ascerta in ing  responses regard ing supervisory feedback and relationships,  

motivation .  The ful l  q uestionnaire can be found in  Appendix 1 .  

• Survey Monkey enabled a g loba l  reach. A 'Page' was establ ished on 

Facebook owned by the researcher and al l  contacts asked to jo in and 

participate in the questionnaire .  This was rep l icated across other pages 

includ ing postings to members pages (researcher a member) in Singapore 

and UK, Linked l n ,  Twitter, emai ls to g roups, private members club  i n  

London p l u s  a snowbal l  approach was fu rther uti l ised with contacts 

forward ing the questionna ire and associated l i nks to co l leagues across 

the i r  organ isations .  

• The first question was designed to estab l ish remote working frequency if at 

A quantitative questionna i re was used i n  the fi rst i nstance to faci l i tate the col lection of 

p rimary data and i nformation from a geographical ly d iverse and dispersed sample . 

a i l  with 3 responses: Always, regularly, never. 
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• Self-Efficacy Questions - the next 1 0  questions i n  the questionna i re . 

Band ura ( 1 977) suggests that for an expectancy analysis to be at  least 

adequate, a 'detai led assessment of magnitude ,  general ity and  strength of 

efficacy expectations commensurate with the precis ion with wh ich 

behavioura l  p rocesses' shou ld be measu red . As Schwarzer & J erusa lem 

have devised an  a ppropri ate measurement, the questionnai re q u estions 

for self-efficacy measurement were based on the psychometric Schwarzer  

& Jerusa lem Genera l  Self-Efficacy Sca le (GSE) for the assessment  of 

Perce ived Self-Efficacy, which faci l itates goal-setting ,  persistence,  a n d  

investment of effort (Schwarzer & Jerusalem 1 995) .  The sca le h a s  been 

previously tested for va l id ity and rel iab i l ity with 40 studies and sampl es 

from 23 nations with 1 8000 results and i n  samples Cronbach 's  Alpha's  

ranged from .76 to .90 . Perm ission is generica l ly g ranted for use .  

(Schwarzer & Jerusalem 1 995) .  

► The self-efficacy sca le  questions are designed to be self

adm in istered and to be mixed into other questions relevant to the  

study, as  the self-efficacy scale questions are not s pecifi c to 

behaviou r  change .  Scori ng is on a 5-point sca le :  Strong ly D isagree ,  

Mode rately Disagree, Neither Agree no r  Disagree,  Moderately 

Agree , Strong ly Agree . 

• 'Other' q uestions i n  the questionna i re .  

To faci l itate the ab i l i ty to analyse the respondent's views more than just 

quantitatively and without the need to fol low up  with every respondent, 

there were opportun ities for some questions to have 'Other' answers 

where respondents were asked to exp lain , expand on and ratio na l ise the i r  

responses if they wished to do  so .  These were inva luable and he l ped 

form the basis of the qua l itative method section of the study. The 'other 

questions were designed to examine and research perceptions regardin g  

issues relating to remote worki ng,  supervisory relationships , perfo rmance 

management and appraisal issues incl ud ing feedback, (freq uency,  

importance and style of) . Examples i ncl ude: ' I  feel more motivated whe n  I 

work remotely' - stage 1 of the question is the mult iple choice and stage 2 
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3.4. 1 i.2 Qual itative - i nterpretivist 

• Fol low-u p  i nterviews were conducted based on the answers g iven to 

questions i n  the questionna ire . 

• Due to location of respondents , there were no opportunities to conduct 

face-to-face i n terviews ; i nstead the fol low-up interviews were conducted 

by ema i ls and by phones conversation i nterviews with the a im of probing 

specific areas of respondents who work remote ly ( in  some capacity - th is 

be ing Always , Regu la rly ,  N ever) and included q uestions concern ing 

feedback frequency and magnitude, supervisory importance and preferred 

sty le of performance management amongst others .  

asks the respondent to p lease exp la in further (if they wish) .  Some of 

these were then chosen to fol l ow up for fu rther commun ication .  P lease 

see 3 .4 .2 .  

• A un iversal 'Master' excel spread sheet was created with a l l  information 

from the q uestionna i re incorporated includ ing a l l  names, contacts and 

answers to both mu lt ip le choice questions and correspond ing 'other' 

questions .  Each respondent was assig ned a number, for example ,  

Respondent 1 becomes R 1 . The spread-sheet ,  a long with the 

question na i re is confidentia l .  

3.5 Eth ics 

• An eth ica l  approva l app l ication form has been completed , subm itted and 

approved v ia the Un iversity of Bedfordshire, v ia my tutor ,  Caro l ine Bolam . 

• To p reserve confidentia l i ty and anonymity, a l l  respondents are referred to 

as R1 , R2, R3, etc . ,  as referred to in 3.4. 
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• Quantitative research when referred to d i rectly is referred to and 
abbreviated to QN. Fu l ly completed questionna i res wi l l  not be i ncluded 
with th is paper, as th is wou ld breach confidential ity. However, the fu l l  
uncompleted questionna i re can be found in Appendix X 

• Qual itative interpretivist research is referred to as QL. Thus ,  for example, 
if referri ng to a quotation from a transcript from a fo l low up communication 
with Respondent 7 ,  this wil l be referred to as QL R7. As respondents must 
be referred to in th is paper by abbreviations. 

• Ful l transcripts wi l l  not be included/with the paper, as th is might b reach 
/

confidentia l ity. 
/

/ 

3.6 Rep l icabi l i ty and the quantitative/qual itative debate 

Further to 3.4 . 1 this study wi l l  uti l ise mixed methods; both quantitative and 
interpretivist q ua l itativism and the two methods wi l l  be combined to try to 
compl iment each other. This study's methodology, therefore,  is based 
around an interpretivist and 'methodological p lu ra l ism approach' -
Johnson & Onwuegbuzie 2004 - who point out, citi ng Sech rest and 
Sidana ( 1 995) that 'both methodolog ies "describe the ir  data ,  construct 
exp lanatory a rguments from the i r  data ,  and speculate about why the 
outcomes they observed happened as they did '" and Johnson and 
Onwuegbuzie, again  in their 2004 paper, cite Biesta & Burbu les (2003) ,  
who suggest that ' rega rdless of paradigmatic orientation ,  a l l  research in  
socia l  sciences rep resents an attempt to provide warranted assertions 
about human beings (or g roups of human beings) and the environments i n  
wh ich they l ive and  evolve' 

The results of both quantitative and qua l itative wi l l  be subjective - the 
questions are set by and interpreted by the researcher  and begin 
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wou ld be rep l icable for furthe r  research - with th is study's quantitative 

questionna i re being appl ied in othe r  circumstances . However, as this 

study is a mixed-method methodology and uti l ised qua l i tative i nterpretivist 

it is not fixed and cou ld  be subjective . Any rep l ication wil l i nclude the 

subjectivity of the next researcher. The samp le wi l l  be d ifferent in the next 

instance and the resu lts wou ld  most probably depend on the sample and 

the variab les of percentage of remote workers response, the variab les of 

self-efficacy of respondents and the variab i l ity of the researcher i s  noted 

as above . 
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office - there is working in other 

There were a total of 60 respondents to the questionnaire, with 2 not fin ish ing the 

4. Results, Analysis & Discussion 

q uestionnaire. Table 1 shows that of the 58 respondents who fin ished the 

q uestionnaire, 84 .5% worked remotely either regularly or always, with 1 5 .5% not 

working remotely. The questionnaire was specifically aimed at those who work 

remotely; however, it was made clear that anyone could partici pate if they wished to 

do so. The questionnaire was not a tool to ascertain how many remote workers 

there are in the work place; but it is relevant that this study specifical ly only focuses 

on those respondents who work remotelyo- therefore all data, information, responses 

and results shown are from respondents to this questionnaire who are remote 

workers (either always or regularly). 

Table 1:  I work remotely - from a place other than my employer's office 

Answer Response Response Total Total 

Options Percent I Count / Response Response 

Remote Remote Percent Count 

32.7% 1 6  27 .6% 1 6  
Yes - a lways 

Yes - regularly 67.3% 33 56.9% 33 

No - never n/a n/a 1 5.5% 9 

Respondents who work remotely 49 84.5 58 

Respondents who d id not complete the questionna ire 2 

There many examples 

in the follow 

i n  ' 

office '; R 1  O, My work often 

the 'Otheroresponse area in  the questionnaire to support 

Cascio's 2000 views on how virtual and remote working is or, since 2000 ( 1 2 years 

ago) has become more commonplace - for example: R1 8 

takes 

'My employer doesn 't have 

an no me 

organisations, in offices, perching on stools, cafe 's or rented office space by the hour 

I day; who said up conversation that ' I  knew when I joined the 

organisation this would be how my role would pan out' . R20 : ' We have no base office 

now. Sometimes I have 

R22 ' I  do 

to work from other offices run by the organisation but usually 

I am at home ' and not have a set base but hot desk around the 

organisation, as well as working from home'. 
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Figure 2 shows the responses to the 1 0  questions (Q3-Q1 2  in the questionna i re) 

regard ing  self-perceptions of self-efficacy; 5 1 % of the respondents moderately 

agreeing with the self-efficacy questions and a lso with just over 40% strongly 

agree ing .  For the purposes of th is study, we wi l l  combine the 'moderate agreeing' 

with the 'strong ly  agreeing '  as both can be considered to reflect perce ived high self

efficacy. 

Figure 2: Responses from remote workers to all questions on 
perceived self-efficacy 
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After estab l ish ing perceived self-efficacy levels amongst respondents, it was 

i mportant to try to ascerta in  views from remote workers with perceived h igh self

efficacy rega rd ing performance management systems, appra isals and a l l  that enta i ls .  

Over 90% of the respondents agreed - on average - strongly or moderately with the 

h igh self-efficacy questions  with a very h igh 40% finding strong agreement with the 

very h igh perceptions of self-efficacy and over half with moderate agreement. The 

combination of those who d id  not find agreement with the self-efficacy questions was 

a round 4% with a further 6% neither  d isag reeing nor agreeing on average across the 

1 O questions .  We might be able to assume, therefore, that the majority of 

respondents agreed with the self-efficacy questions either strongly or moderately, 

4$ 
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and indeed a more in -depth analysis showed that many of the respondents agreed to 

some questions strong ly and some moderately. 

In Figure 3 the resu lts a re shown to the questions concern ing the importance of 

various factors that might be considered to be important to remote workers with 

perceived h igh self-efficacy. The resu lts show that Self-D iscip l i ne is  cons idered  to 

be extremely i mportant by 89 .9% of respondents with Decision Making Abi l i t ies be ing 

considered extremely important by a lmost 70% combi ned with those se lectin g  

'moderately  important' (at just under 30%) taking  the tota l to a lmost 1 00% . The 

closest other perceived as most important by these particular respondents were 

Abi l ity to Cope (re levant to Self-Efficacy again) ,  Decision Making Abil it ies at 69 .30% 

and Communication S ki l ls were also ranked as  extremely important by  67% of 

respondents . Support Structure was on ly ranked as 'extremely important ' by 41 % 

but also ranked as Moderately Important by just u nder 49% taking  this total to 89% . 

S elf-be l ief (used as a more accessib le term for self-efficacy for the purposes of th is 

question)  e l icited a response rate of 65.31 % ,  with 5 other options e l icitin g  h igher  

responses for ' extremely important' fo r th is question .  

The lowest receivant for 'Not important at al l '  was found across three categories 

which have been fou nd to be pertinent to th is study i n  the l iteratu re rev iew: se lf

d iscip l i ne  (for examp le ,  Busch et al 20 1 1 )  and communication ski l l s  (for exa mple ,  

Doswel l  2009 ,  Bandu ra 1 997) and  motivation (for example Stap les et al 1 999 and  

Bandura & Cervone 1 983, Becker 1 978 ,  Strang ,  Lawrence & Fowler, 1 978, cited by 

Bandura,  1 989) ,  which have found to be i mportant in the l iterature research . 
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Figure 3: How important would you think the following to be in 
enabling a remote worker to be effective? 

95.9 65.31 46.94 71 .43 48.98 89.8 67.35 34.69 1 2 .24 40.8 

The h ighest percentage of ' Extremely I mportant' was for Motivation at 95% ;  with no 

respondents marking motivation as 'Not Important at Al l '  and on ly 3 . 1  % marking it as 

'Moderately I mportant' . I t  might be very re levant to remote workers with perceived 

h ig h  self-efficacy to be motivated - and a more pertinent question for th is study is the 

type of motivation and  who faci l i tates it - the ind ividua l  or the supervisor/l ine 

manager. 

the importance of feedback a long with setting goa ls in o rder  to i nfluence and 

mainta i n  motivat ion - thus not only contributing to ensuring  self-efficacy can be 

harnessed effectively but a lso that mai nta in ing it can be m anaged and cou ld be 

attri buted to the supervisor as wel l  as the ind iv idua l .  

Thi s  refers back to the l i terature review and Bandura's ( 1 992) contri but ion concern ing 
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Figure 4: I feel more motivated when I work remotely 
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In Figure 4, the resu lts from the question ' I  feel more motivated whe n  I work 

remotely' show over 55% moderately and strongly agree that they do - a lmost 1 00% 

more than  those neither d isagree/nor agree and 4 t imes more than those who 

moderately and strong ly d isagree.  

QL R4 answered that they were more motivated when working remotely: "Quid pro 

quo . . . .  Work a l lows me to work from home, so I fee l more obl igated to do  good 

stuff . . .  " ,  implying a contractua l  re lationsh ip between the worker and the organ isation 

- a qu id pro qua .  Fol low up to R1 9 e l icited the fo l lowing :  

QL R19  "Fee l  I have more freedom and hence accept ing the responsib i l ity to  de l iver 

l argely u nsupervised is  both satisfying and motivating ;  they a lso find  that project 

p lans need to be  flexib le  b ut eventua l ly  wi l l  lead to ach ieving the objective of a g iven 

requ i rements and schedu l ing  with i ntermittent supervision monitoring" - s upporting  

the l iterature that a supervisor can support and  enable motivation  i f  t he  right 

objectives are set and in a col laborative and an empowering way 

From Figure 5 it can be seen from the respondents' answers that over 44% - n early 

half - agree that the i r  current organ isation or employer provides an  adequate 

task .  A supervisor adds to the team col laboration . "Also, sound plann ing  and  wel l 

briefed supervis ion prior to engaging me as a remote worker. Up  front clea r  task 
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Figure 5: My organisation provides a performance 
management system which suits my role. 
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performance management system for their role ;  however, only 1 0% of  that figu re 
merits a 'strongly agree' response . 

R10 answered in the questionnaire 'other' for this question: 'We have a 
performance management system that reflects the needs of developing management 
consultants . There is a h igh level of autonomy and purpose in  our ro le' . The Ql R1 0 
fol low e l icited the fol lowing responses " I t' s not rocket science for me,  I chose to work 
for this organisation and know there is no micromanagement, it m ight not su it a l l ,  but 
if I fe lt there was too much feedback wh i lst on the job ,  I 'd  see th is a chal lenge to my 
ab i l it ies . . .  undermin ing me . . .  so I va lue feedback after a job or  when  I request i t .  This 
l i nks to the question i n  Figure 6 rega rd ing the importance of feedback and also 
Figure xxx about the frequency of feedback. 

_,/4eferri ng  
/ 

to the l iteratu re review and thoughts from Gist ( 1 987) and Applebaum & 
Hare ( 1 996) - if the ind ividua l  cannot ci rcumnavigate or compensate for or reso lve 
the idea that a supervisor or l ine manager i n  the i r  manageria l  capacity is contro l l ing 
the ind ividua l  and i n  doing so ,  affect ing their se lf-efficacy (and the ir  ab i l ity to perfo rm 
to thei r fu l l est capabi l ities) remedia l  action m ight be need to be taken and the remote 
worker - who might have been performi ng productively - may have to consider thei r 
position  leading to possib le organ isationa l  staffing attrit ion. 

R57 answered varying  'other' options from the questionna ire and the fol lowing a re 
examples around performance management at the i r  o rganisation and also 
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relationship with and feedback from supervisor, which show that the relationship is 

not controlling and the respondent appears to be fairly happy or content with the 

relationship. The responses show that the supervisor utilises a 'hands-off' approach 

and might appear to understand - with what appears to be a successful assessment 

- the personal and professional requirements and wishes of the respondent: 

"Supervisor involved me in planning I reviewing my performance. Setting 

objectives" 

kept under the thumb. 

"experience of and understanding that I prefer to be more autonomous and not 

He also manages people in the office and works with them 

but some people prefer more supervision. 

"Prefer feedback often but not every day - and when we both require it - not 

just for the sake of checking up" 

This relates to measuring the output of the self-efficacious remote worker - not 

checking up on the daily input . The supervisor appears to understand the employee 

and has the leadership and managerial ability to be able to effectively remote 

manage. 

Figure 6: How important is the feedback your supervisor 
gives you about your work 
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Figure 6 addresses the importance of feedback from supervisor to individual remote 

worker. Almost three-quarters, nearly 75% of respondents expressed their view that 
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feedback was important to them in varying magnitudes with a similarity between very 

important and moderately important . In the l iterature review, Bandura (1987) is 

an important impact on the morale andhave quoted as stating: 'supervisors 

productivity of an organisation '. 

QL 1 O fol low up conversation explored the possible importance of feedback based on 

the 'other' answers in the questionnaire - eliciting the fol lowing exchange. Q:  your 

response included your enjoyment of autonomy established through the supervisory 

questions but that you also valued feedback/input .  . . .  ' 

"Yes, I have a clear view of my objectives before I work with the client, this is 

established through pre-briefings with my manager and also the client - we work 

together to ensure that the time I have in the client's office is utilised to th e  full for the 

client, not spent on the phone to my manager" 

This supports the literature surrounding setting meaningful objectives for remote 

workers with perceived high self-efficacy; whilst this should also be true and relevant 

for non-remote workers, it is a lmost more important to set the objectives together at 

the start of the project or period of work as the communication may be less frequent 

with less time or ability to pop into each other's desk space. 

R1 0 also commented in 'other' in the questionnaire to feedback questions. 

"My preference is that feedback must be timely, focussed, authentic and 

relevant. Most useful in our business is coaching based feedback - positive and 

negative. Anyone who tries to give a feedback "sandwich " is not taken seriously in 

our business. " 

This response might highlight an aversion to manager manipulation and that the 

worker (in this instance a management consultant) would not be impressed by 

textbook performance management feedback techniques highlighting the importance 

of the depth of understanding between supervisor and work . It appears to be 

important that there is a level of autonomy here, however feedback is also seen as 

important eliciting the fol lowing follow up questions for QL R1 O :  
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Q: I can see some of your views clearly from the questionnaire, can you elaborate a 

litt le on your views on feedback , appraisal and your ideal performance management 

system? 

QL R10: "Its not rocket science for me [as previously referred to], I chose to 

work for this organization, so I knew that there would be no micro-management, it 

might not suit all but if I felt that there was too much feedback whilst on the job, I 'd 

see this as a challenge to my abilities denting my confidence and undermining me, 

so I value feedback, after a job, or when I request it. As far as appraisal is 

concerned, I understand what my organisation is trying to achieve with its yearly 

performance management meetings with us, where we discuss the mission and 

objectives and how we can all meet these. It 's more an equal meeting where I can 

discuss how I can input, not just this is what you need to do, that wouldn 't work for 

me. I know I'm an employee but my opinion is valued and that is very important to me 

as a professional and with experience at  what I do. " 

Referring to close supervision and the concept of 'panopticism' or being watched that 

came up many times in the questionnaire 'other' answer areas, Figure 7 shows that 

over 71 %, nearly three-quarters of respondents did not bel ieve that they worked 

more productively when closely supervised - with 46 .9  % - nearly one half - strongly 

disagreeing with the statement in the question that they believe they work more 

productively when closely supervised. One q uarter neither disagreed nor agreed and 

only 4% wanted to be more closely supervised to enable them to work more 

productively . 

Figure 7: I believe I work more productively when closely 
supervised 
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If a n  i ndividua l  or worker feels  ab le to determ ined if their abi l ity is sufficient to perform 
tasks or  p rojects and the outcome is successful ,  the supervisor should add ress the 

R55 answered this question further  i n  'other' with: 
"Hands-off trust. Needs to ensure the person is connected to the team and 

that they are not forgotten and included in performance targets, motivation days and 

so on "  

R1 7 also answered th is question further i n  'other with : 
- I work more productively when not micromanaged. It 

causes 

"Trust is key here 

resentment and for me to feel not connected - engaged? - with the company.e" 

The h igh percentage of respondents who do not bel ieve they work more productive ly 
when closely supervised , apparently supported by the respondents quoted above, 
might ind icate that th is m ight be pertinent when  creating a performance management 
system .  If the worker - with perceived h igh  self-efficacy - does not feel that close 
supervision is beneficia l  to them ,  and if the l i ne manager is unable to or does not fee l  
it appropriate to manage without c lose supervis ion then there may or wi l l  be discord . 

performance management of that ind ividual  - a nd ensure ,  as the l iterature research 
has suggested , that the worker's perfo rmance is measure by output not by input or  
time  spent on a task with overly regu la r  supervis ion .  

As referred to in the l ite ratu re remote emp loyees and  this research would appear to 
suggest that g reater flexib i l ity is needed - and it's how to do that without removing a l l  
manageri a l  control - and performance management p rocedures that wou ld be 
important to  organ isations moving into or  expand ing their remote working p rocesses 
or strategies . 

Figure 8 shows that over 70% of respondents felt that their manager or supervisor 
shou ld  invo lve the fu l ly in p lann ing ,  managing and reviewing their performance. 

discussions and 

R48 in the 'other' section for comments noted that: "It is preferable for people to write 

own performance management objectives and appraisal for 

agreement with line manager", which supports Jacobs' (2004) views which 
suggested ,  and repeated here from the l iterature ,  that remote working ' is 
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characterised by an  i ncrease in flexib i l ity, autonomy and empowerment, with 

emp loyees participating equal ly in  co l laborative re lationships' .  With reference to 

appra isa l procedure ,  and also management of personne l ,  co l laboration m ight be 

seen to be very important for self-efficacious workers - both remote and office based 

- empowerment may l ead to engagement whereas loss of empowerment and 

indeed ,  l oss of trust, 

then performance 

may lead to d isengagement or loss of that a l l - important 

psycholog ica l  contract. This is important for the future workplace; if the workplace is 

constantly changing management and appraisals must keep 

abreast. 

Figure 8: A supervisor should involve me fully in planning, 
managing and reviewing my performance 
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Roberts (2003) suggests that participation of the employee is important and th is is 

supported by the QL R53 answers from the 'other' in the questionnaire: "My 

p reference is to be l eft to achieve objectives, but have access to support when 

requ i red and "A good supervisor wi l l  a lways g ive employees an opportun ity to 

express thei r views and consider these in decision-making" - and as per the 

objective th is might i nd icate that - as supported by Stewart & Manz ( 1 995 and 

quoted from the l iteratu re review) that supervisors need to  be able faci l itate gu idance 

and p rovid e  support not 'manage time in the traditiona l  sense'. 

With regards to supervisory input and a lso feedback, R1 1 mentioned i n  the 

questionna ire that 'all feedback is good - so tong as constructive '. 

questions included :  would that i nclude feedback a t  any  time? I note you are 

My fo l low up  
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performance managed from a d istance so how is the feedback constructed and how 

is it communicated and how might you improve if it a l l? : 

QL R1 1 :  "Well, all feedback is good as I do work which involves many clients 

and a number of managers who are heads of the departments, which involve my 

clien ts. I travel every week to Asia or Africa or the US and meet with clients who are, 

in fact, often subsidiaries of our head office organisation. If I don 't phone in with 

updates, the departments won 't know if the system is working, if the subsidiaries are 

doing what they are supposed to be doing. I also meet my heads once a month and 

every year we have a big management conference in somewhere like Buenos Ares 

where we share feedback wins and failures - it's a good win-win scenario. I like the 

system - it alfows me to be an effective manager and be managed and shows trust in 

me as a manager". 

Q: Thank you for that. I note that you ca l l  i n ,  so I would assume that you take the 

initiative to update as and when? 

"Yes, 

are highlighted, 

that's right it's 

if I didn 't and 

my responsibility 

the 

as part of my role to ensure that any 

issues subsid [subsidiaries] carried on with 

problems it 's effectively my fault for not communicating it to those who can fix it". 

Q: And do you fee l  that th is works effectively? 

"It does, I 've built up a relationship with the subsids and we have a trust base 

to work from. 

Q: May I ask about how you set objectives - is it done on a short-term basis or is 

your  yea r  p lanned out as you have such a large area and scope to cover? 

"We set objectives yearly, I input into these. 

have been doing it for several years 

I have too as it's my role and I 

As per my questionnaire 

objectives set and then reviews on an on

I wouldn 't be here if it didn 't as it allows me to do 

I have to be measured by my success -

very successfully. 

answers, I like task-oriented systems -

going and then set basis. It works. 

my job effectively and successfu//y. if the 

subsids fail, it could be my fault" 
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Q.  Have you had the same heads or  managers for a while? 
" Yes, 

organisation 

hope I'm doing something right!" 

bought 

There is change in such a large 

and there were 

I 

a couple of years. Not all though. 

and we were out about 5 years ago 

redundancies. I was not asked to put my self forward and was actually promoted. 

The measuri ng  on the 'success' as ind icated by R1 1 might be supporting the 
l iteratu re review research into the rea l  requ i rement due to both distance and ,  say, 
employee d ign i ty to use a term to cover the wish to not be panotpical ly managed or 
checked u p  on as R 1 7 answered in the i r  'other' section regard ing work ing 
p roductively when 

engagedo(?) with the company" (sic) . 

the supervision takes - breathing 

l ess supervised 

down 

''Trust - I work more productively 

R1 8 a lso felt simi larly "It depends on the form 

neck does not make more 

is key here 

when not micromanaged. It causes resentment and for me to not feel connected -

my me 

productive". This m ight a lso support Cascio (2000) view that managers wi l l need to 
'sh ift from a focus  on time to a focus on results' . Managers wi l l  need to be trai ned 
and accl imatized to what may be an enti rely new way of working for some - whether 
office-based or not, there are managers a re not able to trust, or a l low more 
a utonomy. I n  performance managing - managing - workers , managers shou ld be 
supported to encourage and gain competencies that a l low them to bring an 
app ropriate ski l l  and attitud ina l  set to managing remote workers to encou rage 
e ngagement and ach ievement of goa ls .  ACAS support the view that object ives 
shou ld be ag reed with 'a shared understand ing of what you r  organisation is trying to 
achieved' (ACAS 20 1 0 )  with busi ness p lans and o rgan isational and ind ividual 
objectives (not forgetti ng team or  departmental objectives either) being d iscussed 
frequent ly and regu lar ly with employees and ensu ring that they understand what their 
contri bution i s ,  and how it can make a d ifference and with ful l  opportun ity to revert 
with the i r  own ideas. 

The ana lysis of the p revious respon dent touched on commun ication needs in an 
o rgan isation  with some,  or a l l , remote workers . I n  the l iterature, Doswel l  ( I nstitute of 
i nterna l  Comm u nications, lo lC ,  2009) is quoted as suggesting that remote workers 
wi l l  have d ifferent commun ication needs from workers who are based in the office. 
As a lso reported in  the l iteratu re, Bandura ( 1 997) 'four  factors' incl ude as l stated 

Linda Stewart-B irch ID: 1 0 1 4247 MSc HR Management D issertation 

October 26, 201 2 

56 



verbal persuasion - or  affects on behaviours - through verbal exchanges. With 

further reference to communication , Doswel l ( l o lC  2009) suggests that (as aga in  

reported ear l ier i n  the l ite rature) that 'whi l st un intentional ,  i f  managers or supervisors 

do not recogn ize or p lan for d istinct commun ication requ irements (verbal or  

othervvise) of  non-workpl ace based emp loyees th is  cou ld adversely affect 

performance right across the business' . 

R57 perceives the most appropriate performance management practices for remote 

workers to be: "Remote workers shou ld have more on-going performance 

management - on-go ing appra isal - cannot just leave to 'end of year stuff ." This 

supports the h igh percentage of respondents who strongly agree that they should be 

i nvolved with p lann ing ,  manag ing and reviewing  their performance and is relevant to 

the objectives of th is study. 

Figure 9: Preferred style of supe,visor communication 

□ Electronic □ face2face 

The question posed i n  the q uestionna i re as reflected in Figure 9, concern ing the 

respondents preferred style of supervisor communication, cou ld be said to be one of 

the most i mportant to th is  study. Based on the l iteratu re regarding verbal persuasion 

and i ts importance to remote workers with perceived high self-efficacy, these resu lts 

might i nd icate that these workers p refer face-to-face (aka face2face as shown in  

Figure 9)  communications with the i r  su pervisor with 24.5% strongly agreeing and 
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with 22 .49% moderately agreeing a preference. On ly 2% strong ly agreed that they 

preferred electronic communications with thei r supervisor and who is most usual ly 

the person most l ikely to conduct thei r performance management/appraisa l so it 

m ight appear that this i s  would be an important inclusion when creating the most 

appropriate performance management system or procedure for these workers . 

Staples et al ( 1 999) suggest that to be effective, managers should ensure that there 

is 'establishment of realistic expectations about the amount of face-to-face time that 

wil l  be available '  - it could be said that this is a two-way process; with remote 

workers with perceived high self-efficacy, autonomy is important and therefore, they 

should probably be involved in establishing an appropriate schedule for 

com munication - face-to-face and otherwise. I t could be that sufficient face-to-face 

communications - on a regular established basis , would remove or at least lessen 

any managerial worries about loss of managerial control . Also, as information 

technology is now so advanced - Staples ( 1 996) suggests that IT 'appears to be a 

key driver of remote work, allowing companies to establish virtual arrangements that 

permit g reater employee flexibility without sacrificing managerial contro l . IT systems 

could be established to al l ow communication by virtual face-to-face, for example 

Skype or video conferencing . I t  might be that our respondents have responded with 

more positivity towards face-to-face communication because the IT communication is 

either unsuitable (emails can be m isconstrued as they have no vocal tone) or is being 

used incorrectly and would suggest that any 'spying' type of electronic 

communication - for example, time spent on computer, key strokes recording would 

be seen to be unreasonable and panoptic . 

Getting the communication right is important for managers of remote and office 

based workers - Tina Oakley i n  an article 'On My Agenda' for People Management 

(August 20 1 2) said that there was a real need for her employer Gatwick to 'facilitate 

honest conversations' .  She reports how performance management was rarely  used 

and staff often didn't know personal objectives or even who their supervisor was 

sometimes .  This from an organisation with staff on one site - should be a lesson to 

share with employers who have an even greater need to ensure effective and 

possib ly  mul ti-site (including home) communication .  I n  another People Management 

article (April 2004 ), Carolyn Axtel l from the Institute of Work Psychology was quoted 

as saying (2004 ) :  'Having employees who work remotely makes it much harder to 
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paper over the cracks in  best practice . . .  with add it ional structure and p lanning 
requ i red to managed d ispersed workers as there is a greater l i ke l ihood of 

. 

Gal pi n ,  an occupationa l  psycholog ist ag reed : ' if you don't know someone and  you 

, a fi rst instinct is to b lame 

' a re 

. 

However, the resu lts, wh ich do  stress the importance of communication ,  do appear to 

d ispute th is ;  the respondents have clearl y  stated - across a l l  response options that, 
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misunderstand ings due  to commun icati on  difficu lties' In the same article, Martin 

aren 't aware they haven 't got a l l  the information  to hand

them for poor perfo rmance' .  Galp in suggests that 'frequent performance reviews

paramount for remote workers as 'six-month ly appra isals are not nearly enough '

as a majority ,  they prefe r  more autonomy, with feedback and with on-going approach 

to appra isa ls .  

Also, with reference to communications,  R1 5 answered the fol lowing  to 'other' 

question regard ing  supervis ion, commun ication and importance of and type of 

feedback: 'Supervision should not be intrusive. Checking in and reporting are 

reassuring and validating and If supervision implies having someone 'keeping tabs ', 

an intrusive presence, then I would feel distracted" and "/ like touching base on a 

regular basis. That way both sides get regular temperature checks and adjustments 

are made more easily" - also rel evantly to the observations on equal ity and 'contro l ' 

- "It feels like a conversation between equals rather than top down ". This relates to 

equating lack of success with lack of effort - one of the fol low up questions I asked 

was how d id  the respondent fee l  about being contacted (based on the 'other' 

a nswers) and  was this ,  for QL R1 5, the usual way for the supervisor to contact them 

a nd was that  the office cu lture and  protocol?  

"Yes, i f  I don 't cal l  then he ca l ls me and  i f  I cal l  first he doesn't ca l l  me but  I do 

fee l  he 's waiti ng for me  to ca l l  regu larly. I t  feels a b i t  of a strugg le sometimes I mean 

i f  I have noth ing  to report then  it's a waste of time and id  rather get on" 

It might be that the respon dent feel s  that by 'keeping tabs' on them, their supervisor 

is question ing  the ir  abi l ity, which the respondent does not and it might also relate to 

the respondent feel ing the i r  input or effort or decis ion making ab i l ity (to complete a 

task o r  with refe rence to, for example, a cl ient, is being ca l led into question - leading 

to d iscord . 

·--- ' 
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With reference to the question regard ing remote workers need ing d ifferent 
performance management ski l ls ,  R20 e laborated in 'other' - " l f  there is no l ine 
manager or support structure on site the remote worker needs d ifferent/add itional 
ski l ls '  and 'A good Manager wi l l  respond to ind ividual d ifferences, whether remote or 
not' . The fol l ow up  questions - QL R20 - began with : 
Q:  Can you th ink of any different o r  additional ski l l s  that you as a remote worker 
needs 

"Yes, definitely need to be able to talk to the clients and then make decisions 

with them. With no manager around at the time, I need to make decisions". 

Q: Wou ld  you say that i s  vita l 

can 't ask the boss, I have to do it and be confident when I do it usually" 

Q: Referri ng to the context of performance management and appraisal ,  you need 
add it iona l  ski l l s ,  how do you anticipate what these m ight be and how might you 
acqu i re them as an employee? 

"Well, my line manager is pretty virtual so I 'd need to be able to write my 

requirements formally. I 'd like their input, my current line manager has more 

experience than me, so I'd want them to be able to guide me and advise me" 

Q: About  acquiri ng  ski l ls , t rain ing maybe? 

about future developments" 

"Yes, they can help me deicide. Oh, and also listen to me when I call them 

Q: Wou ld you expect to be ab le to make a l l  decisions alone? 
"God no. I want to make decisions but I don 't want that. 

a fine line, I 'm good at my job but as 

someone breathing down my neck all the time otherwise why bother having me

Not all decisions. It's 

I work in the medical world I don 't want 

' 

m ight be very important according to Mait land & Thompson (201n1 ) .  Maitland & 
Thompson (20 1 1 ) ,  from Cass and Harvard Busi ness Schools respective ly, 
were quoted as pred ict ing ( in an art icl e for People M anagement October 20 1 1 )  
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that 'workers to be paid by resu lts not by hou rs' . The art ic le author, Doug 

Shaw, 20 1n1 ,  stated that 'Un iversal flexib le working and  rewarding staff for resu lts 

rather than contracted hours wi l l  be part of an imminent revolution of working  

practices, accord ing to  two l ead ing academics' and 'offices wi l l  shift from being n i ne

to-five to meeting p laces over the next decade' . 

Linda Stewart-Birch ID :  1 0 1 4247 MSc HR Management D issertation 

October 26 , 201 2 

61 



5 

5.1  

Conc lus ions  / Recommendations 

Summary of research 

The respondents in this and to this study, despite being less than 60 , have 

participated fully and have enabled this study to examine, comment and reflect on 

the objective to try to understand and examine the preferred management - and 

appraisal - systems of remote workers who have perceived high self-efficacy. This 

study also successfully found respondents who were remote workers and who did 

perceived themselves with high self-efficacy. 

As can be seen from the results, many of our respondents already enjoy or would like 

-

collaborative relationships, 

with reference to the objectives regarding their preferred management systems -

non-hierarchical relationships and relationsh ips with 

flexibility, effective feedback, face-to-face communication with supervisors, autonomy 

and a sense of empowerment ; especially with supervisors who, in the words of 

Bandura from 1 997 (and from our literature) ' have an  important impact on the morale 

and productivity of an organisation' . 

Many respondents expressed a wish to set their own objectives, or at least 

participate in the setting of these and many wished to be able to reach a compromise 

when it came to how and when to meet or discuss performance with thei r 

supervisors. I t  might appear to be clear that Jacobs' view from 2004 , is relevant and 

pertinent to these workers - that remote working 'is characterised by an increase in  

flexibility , autonomy and empowerment , with employees participati ng equa l ly  in 

collaborative relationships' and the research and the literature of authors such as 

Roberts (2003) suggests that performance approaches shou ld involve the 

participation of the employee or evaluee and also Stewart & Manz ( 1 995) 'Rather 

than dictate or manage time in the traditional fashion , 'supervisors and managers 

must become faci litators to provide guidance, resources and support to enable 

effective work practices' . Trust, communication and good l ine management are the 

keys to ensuring the productivity and incl usion of remote workers' (People 

Management Dec 201o1 ); especially with remote workers who already have perceived 

hig h self-efficacy as seen in  the results. 
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Keating of enei (cited by Evening Standard 20 1 2) states, 'when the way we work 

changes, it wil l  matter less if someone is b lack, female, gay, disabled or over a 

certain age because workers wil l  be judged more on what they produce' , not on how 

they socialise in the pub . Niki Chesworth , author of the same Evening Standard 

article writes that ,  according to a Randstad UK  survey nearly half of al l permanent 

workers p lan to consider temporary roles when they next change jobs and with the 

aging demographic, organisations might  probably need to amend it's working 

practices according ly to attract and retain the talent it wants - most probably looking 

for the rewards and the worl<-life balance to suit them . 

This study mig ht be considered to be important, as it has begun to investigate an  

area of H R  and organisation management tl1at covers remote workers and self

efficacy and also performance management and appraisal systems. As the 

business wor ld a ppears 

their 

to now be constantly changing ,  and changing quickly, then 

these factors and relationship an association to and with each other wil l  

probably need to  be further studied . Also, as suggested by Jacobs, in the previous 

paragraph ,  empowerment may lead to engagement whereas loss of empowerment 

and indeed , loss of trust, may lead to disengagement or loss of that all-important  

psycholog ical contract . This is important for the future workplace; if the workplace is 

constantly changing - with more possible remote or flexib le working being requested 

both by employees and emp loyers then worker's engagement, their self-efficacy and 

how they are management and a ppraised must be regu larly and dependently 

addressed. 

Angela Baron, C I PD Advisor, comments in the Organisation and Resourcing 2008 

Podcast Episode 25, 'some of the best practice we could see was where 

performance management was acting as talent management'; using the performance 

management process to identify the right people' . Baron further comments, 

'developing a standard framework can be quite a cha l lenge especial ly in 

organisations that ca rry out a diverse range of work and fu nctions' . Stephen Moir, of 

Cambridgeshire County Council, in the same podcast comments: 'We want to get 

our staff to think about performance management and outcomes. Techniques are 

taught to help managers - we have real cultural techniques and getting the 
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commun icat ions right' . Ph i l i ppa Lamb responds :  'it's about getting  the right 

commun ication '  and 'defi n ing  performance in the right terms' .  Michael Spears ,  

Sa insbury - from the same podcast - suggests that 'setti ng the right targets is 

crucia l '  so 'we have a rea l  understand ing of what you d id i n  re lation to what you said 

you were going to do' .  This ties in  with the importance of outputs but Sainsbury also 

then  confi rm that the how is just as important to them - how you reached you r  targets 

- so that you d idn 't j ust 'get lucky' .  Ph i l i ppa Lamb asked the question that confi rmed 

th is with 'so performance isn 't s imply about the d i rect outcomes but the employees' 

behaviou rs in the de l ivery of these outcomes' . 

It cou ld be a rgued that a l l  workers, remote or not ,  with perce ived h igh self-efficacy 

might wish to be managed in the same way as d iscussed here - with no panopticism , 

with trust, with measurab le objectives based on  outputs and with mutua l ly  respect; 

however, the key fact to remember is that not a l l  managers are tra ined to manage in 

th is way - remote workers or not to manage - and unti l that happens then remote 

workers wi l l  be especia l ly pena l ised for being 'out of sight' and apparently, 

apparently, un-measu rable  or u naccountab le .  

As d iscussed i n  the l ite rature ,  the working world of today and the futu re wi l l  be a 

d ifferent p lace even from yesterday; i nstead of 'the past is a foreign field , they do 

th i ngs d ifferently there'  we, as H R  practitioners wi l l  need to focus on the future, to be 

p roactive and to offer advice ,  strategies and  recommendations to our business 

col l eagues - whether ou r emp loyer or  our employees - that suit and can 

accommodate everyone's needs .  The bus iness world wi l l  need to harness the 

technolog ical advances and with dai ly l aunches includ ing for example ,  the new ipad 

m in i  on October 23 20 1 2 ('t{\,y\,'{.thete legrc:112_0_,go .uk) aimed at keeping us a l l  on l ine 

and  connectab le  24/7 and keep abreast of envi ronmental and benefit advances, for 

examp le  with the launch of the government-backed 'busi nesscycle' - which this 

a uthor attended - fol lowing on from the 'Anywhere Working '  and cycle scheme 

i nit iatives. The working world is now a very d ifferent entity from what i t  was even a 

decade ago and  it wi l l  be the role of H R  practitioners to continue to attract, reward , 

tra i n ,  susta in  and reta in the best talent for the continuously morphing organ isations -

especia l ly against the tu rbu lent moveab le business and pol itica l environment of th i$ 

decade  and beyond .  
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5.2 Recommendations and impl ications 

According ly, therefore, it may be of real importance for organisations at this turbu lent 

time to examine self-efficacy, possibly utilising selection processes to assess and 

establish levels of perceived high self-efficacy for prospective employees to estab lish 

if they wil l have an organisational fit and for existing employees, if they are to be 

considered for remote positions and ask - wil l the employee or prospective employee 

ever be the type of worker who can work effectively if measured on output not input 

which has been suggested is an effective way of managing or supervising remote 

workers. Although for workers wishing to change work patterns to incorporate more 

flexible or remote working the organisation wil l  establish a business case for approval 

or not and there may wel l  be no opportunity or relevant reason for testing perceptions 

of self-efficacy (this would be interesting for future research) .  This wouldn't be a 

chal lenge if the organization was not going to move to any type of remote working 

but with the statutory law changes most organizations wil l be required to establ ish if 

flexib le working can be authorized in their organization and there may not be a 

business reason to refuse - unless they a) don't want to, as they have the 'right' type 

of workers of b) if they can establish that the workers do not have self-efficacy and 

wil l  not be suitable for remote working and their managers wi l l  not be able to manage 

According to Gecas (2004 ) ,  as referred to in the l iterature, peop le behave in 

self-fu lfilo

the way 

that executes their initial beliefs; thus, self-efficacy functions as a l ing 

prophecy and it may be supposed that an employee with lesser abil ity but a greater 

perceived level of self efficacy (than an employee with the reverse situation) will be 

motivated to fulfil and complete a task more effectively and with less supervision 

(than an emp loyee with the reverse situation). As techniques and skil ls can possibly 

be acquired through training , it may be supposed that it might be more important for 

the self-efficacy perception of the prospective employee to be high - an then the 

ski l ls and techniques can be set as objectives a part of a col laborative performance 

management review and procedure. It may be further supposed that selection 

processes should involve self-efficacy perceptions coupled with succession p lanning 

to ensure that appropriate training thus 'sewing the seeds' for greater autonomy of 
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perceptions of competence as to actual competence for it is perceptions that may 

accurately predict students' motivations and future academic choices. 

staff and more flexible working opportunities. Pajares ( 1996) cites Betz & Hackett 

and Betz (1 98 1 )  who suggest that teachers should pay as much attention to 

This may be 

true for employees and their line managers or supervisors. 

Training, therefore, might also appear to be an important consideration for 

organisations to try to keep abreast of the changes and to try to ensure they are 

meeting the challenges of the new workplaces head on; and this is important for the 

future of the workplace and H R's on-going repositioning as a strategic participant 

within their organisation.  H R  has an important part to playo- as 

Staples et al ( 1999) suggested - as many of the managerial skills found to be 

required for effective management of remote workers can be learned, therefore 

training interventions and investments of the remote worker's manager or supervisor 

are key. As Gist found in her 1 987 paper , 'The Effects of Self-Efficacy Training on 

Training Task Performance' ,  significant correlations were found 'between self efficacy 

and performance' and 'participants who received an intervention designed to 

enhance self-efficacy evidenced higher efficacy perceptions and performance than 

those who received standard training' ; it might be surmised, therefore, that 

discussions regarding training as part of the performance management of remote 

workers with perceived high self-efficacy should be acted on by the manager or 

supervisor to ensure that interventions are appropriate. Effective management, 

therefore, is still paramount - even with self-efficacious remote workers . 

Finally, here is a good example of an organisation rising to the very real challenge of 

performance managing and rewarding staff who are often remote and who not based 

in one site at all times - that is, they move around to different projects. The ClPD 

People Management Awards of 20 1 2, as reported in September 20 1 2's People 

Management has confirmed a shortlisted IT consultancy for it's Performance and 

Reward award. Tata Consultancy, which rolled out 'the online rewards system TCS 

Gems in 2007' promoting peer nominated awards, was designed to encourage staff 

to 'aim for more, wherever they are' - the rationale came from the challenge of how 

to reward and 'celebrate good work' when employees move around on different 
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projects across many s ites .  Remote workers - throwing up  a cha l lenge that was met 

by th is o rgan isation .  

5.3 Limitations 

Jacobs (2008) suggests that chal lenges associated with working from home a re 

identified as possible l oss of sense of belong ing ,  loss of management contro l as wel l  

as potential curta i lment of social i n teraction and knowledge sharing - knowledge 

shari ng  may be damaged or curta i led . P lease refer to 5.4 item in  future research .  

There a re a rguments for and against m ixed-methods; an  exponent of the non

compatib le a rgument m ight d ismiss m ixed-methods sample gathering, resu lts and 

ana lysis .  

There a re l im itations as the find ings reflect perceptions and perspectives of the 

respondents 

The sample size i s  not la rge - it would be of in terest to ana lyse results from a much 

b igger sample size . 

The respondents have d iverse geographica l  locations and according ly, d ifferent 

cu ltures. 

The respondents have different rol es and a re not i ndustry specific. 

Some of the respondents are known to the author; which could possib ly b ias 

responses . 

Data is self-reported - there may be a possib i l ity of common response bias due to al l  

respondents answering the same survey questions; however, there are 'other' 

sections for a n u mber of the questions (wh ich were heavi ly d rawn on as the lead into 

the fol low u p  questions) 
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5.4 

The dissertation schedule is time specific, time finite and time limited: there might be 

limitations to the number of respondents who can be reached to answer the 

q uestionnaire in this time whilst still leaving time for analysis and completion of the 

dissertation 

Self -efficacy is based on self-perceptions; however, the GSE scale used is verified 

and tested. 

There are three areas of interest with a wide selection of literature on each - the area 

for discussion could be too broad. 

Many specific areas can be studied for future - specifically engagement / 

psychological contract of remote workers with perceived high self-efficacy. 

As Gist & Mitchell (1992) purport, there are many findings that 'demonstrate the 

importance of self-efficacy for predicting and improving work performance' but 'much 

remains unclear about the construct itself ; from antecedents to outcomes. The term 

'Self-efficacy' is difficult - from the questionnaire and follow up interviews it became 

apparent that the term is not well known nor understood. It might be useful to 

address the terminology in order to communicate and cascade the concept through 

the business world and industries. The concept of self-efficacy was not explained -

but there might have been a possibility that this would have 'skewed the results' 

Further studies/ future research 

A follow up survey on the terminology of 'self-efficacy' and perceived self-efficacy 

would be useful to address the lack of understanding of the term and to find possible 

alternatives, or at least communicate the terminology effectively across all industries 

and at more levels - to introduce as a possible performance management / 

succession I selection / talent management tool. 
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Specifically measuring levels of self-efficacy of remote workers in specific situations 

within perhaps specific industries or organisations - for example, many telecoms 

staff and teams are now remote. 

Measuring if remote workers have higher levels of self-efficacy than non-remote (or 

office based) workers in the same organisation, or in the same industry or same role 

(remote or non remote). 

It may be interesting to examine the effect of remote working on knowledge sharing 

capabilities in organisations with firstly, established knowledge transfer highways and 

banks and also on organisations hoping to establish these; the latter affording a long

term in-depth case study idea. 

There is much literature around the challenges and in support of remote working 

including the following list of research topics - some of which would make for 

interesting research: achieving work life balance (Sturges & Guest, 2004), work-life 

balance and happy homes (Burnett et al 201 2), work place isolation (Mulki et al, 

2009 ,  Busch et al, 2011 ); identity work and issues (Tietze & Musson 2005) ;  

organizational chal lenges (Rendell et al, 2007), partially distributed group 

technological challenges (Burke et al, 1 999), distance disconnectedness matters, 

(Olson & Olson, 2009, Busch et al, 2011 ) ;  lack of visibility, bias against remote 

workers (Golden et al 2009) ,  knowledge management of remote workers (Bosch

Sijtsema et al, 2009);  employee appropriateness (Helms & Raiszadah 2002, Staples 

et al 1999, Tietze & Musson 2005), possible lack of development opportunities for 

1 987 ,  Bandura 1 977, 1978) and other-efficacy effects on remote workers (Lent & 

Lopez 2002). 

Niki Chesworth , reporting in the London Evening Standard (March 20 1 2 ) ,  referred to 

earlier, on the Tomorrow's Workplaces conference stated 'it's work, but not as we all 

know it .o. .what will the workplace of the future look like'. The turbulence and the 

speed of changes to information technology and workers' needs and wants does 

mean that socio-cognitive subjects such as self-efficacy - especially with the rise of 
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the knowledge worker at alf levels across many i ndustries - and management 

subjects such as performance management a long with objectives , appraisa ls ,  when 

combined with the moveable hypermobi l ity of tomorrow's IT-based workplace today 

wi l l  become part of everyday bus iness parlance .  Back in 1 999 , Peter Drucker 

suggested that knowledge workers and working wi l l  'br ing about fundamenta l 

changes i n  the structure and nature of the economic system' and i n  real i ty, i n  20 1 2 

there are pressures from both worker and organ isation .  ' Smart business leaders ,  

organ isationa l  and  H R  strategists a nd  managers ,  with SMART objectives a re not 

exactly walking  in to the unknown - the vol ume of academic and practitioner research 

is testimony to that effect; however, they wi l l  have to ensu re that they understand 'the 

flexi-time ,  fl exi-p lace world '  (Green & Shackleton 2000) of today a longside the 

workers of tomorrow tomorrow - the remote workers , the more autonomous 

independent workers with their perceptions of h igh self-efficacy; the workers who 

demand flexib i l ity and who are i n  turn demanded flexib i l ity of to fu lfi l  organ isationa l  

a ims ,  visions and objectives . 
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Append ix A 

Questiom,�ire 

This dissertation forms the completing chapter of my Masters (MSc) in Human Resource Management and it is bL1ilt 
around social cognition theories and the evolution of the modem office. Organ isations and workers alike have 
res�nded to changing demographics of the UK and global environments with a rapid ly growing demand for more 
flexible working. Fol lowing on from the launch-pad of this government's 'Anywhere v\kJrking' initiative, the emergence 
of remote/home aspects of ·flexible working has moved up the statutory and business agenda and we acknowledge 
the rise of the virtual olftce. More exploratory research is required into how the remote worke�s specific requ irements 

wil l  be catered for with changing business strategies and I am hopefu l that this brief survey wil l be provide useful 
research around psychologica l contracts and effective people and performance management systems going forward. 

I welcome participants wllo do not work remotely as a comparative and I welcome explanations of answers in the 
boxes provided. 

'Remote worker/working' refers to an employee or contracto�s pattern of working; cariying out their work not in the 
office of their em ploying or hiring organisation on on an ad-hoe basic, a fairly regular basis e.g. weekly/monthly or on 
a permanent basis. 'Not in the office' could be at home, in a virtual office. i n  a client's office or in a mobile srtuation.  

'Supervise� as referred to in the survey can mean any supervisory party from an  organisation that employs you or 
contracts you on a regular basis, for example, your l ine manager, your team leader, your director, your  editor, the 
hir ing d irector etc. 

'Performance Management can refer to any system of people management with in your organisation. 
Employee engagement 'can be seen as a combination of commitment to the organisation and its values and a 
wil l ingness to help out col leagues (organisational citizenship). It goes beyond job satisfaction and is not simply 
motivation. 

Engagement is something the employee has to offer: it cannot be 'required' as part of the employment contract It 
helps form the bui ld ing blocks for a positive psychological contract with the employer; providing the employer also 
del ivers on their commitments to the employee this wil l reinforce a sense of fairness and trust. (Based on CIPD 2012) 

The identity of the participants in this survey wil l remain confidential, no names will be used and any information 
published will be entirely confidentia l .  Your participation provides confirmation that I may use the data you have 
provided, however, you may withdraw your support at any time and your data. wi l l  not be processed into useable 
information and will be destroyed in accordance with the Data Protection Act. 

* 1 .  1 work remotely (from a place other than my employer's office), 

Q Yes - always 

Q Yes - regularly 

0 Ne - never 

Please commentfexplain further 
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*2.  1 chose to woril: remotely 

Q Yes - it was my  personal choice 

Q No · my employer requested I work remotely 

Q No · other circumstances forced me to work rem otefy 

Pl ease comment/explaln further 

j 
*3. It is easy for me to stick to my alms and accomplish my goals. 

Q Strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

*4. I can solve most problems if I invest the necessary effort 

Q Strongly Disagree 

Q Moderately Disagree 

Q Neitl'1er Disagree nor Agree 

Q Moderately Agree 

Q Strongly A gree 

* 5. I can remain calm when facing difficulties because I can rely on my coping abilities 

Q strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q strongly Agree 

*6. If someone opposes me, I can find the means and ways to get what I want. 

Q Strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q strongly Agree 
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*1.  1 am resourcefu l and I know how to handle unforseen situations 

Q Strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Mod erately Agree 

Q Strongly Agree 

*8.  1 can always manage to solve difficult problems if I try hard enough 

Q strongly Di,s;agree 

Q Moderately Disagree 

Q Do not Disagree or Agree 

Q Moderatel y Agree 

Q Strongly Agree 

*9. I am confident that I could deal efficiently with unexpected events 

Q strongly Disagree 

Q Moderately Dlsagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

* 1o. If I am in trouble, I can usually think of a solution. 

Q Strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q strongly Agree 

* 1 1 ,  When I am confronted with a problem, I ea n usually find severa I solutions. 

Q strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Mode:rately Agree 

Q Strongly Agree 
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* 1 2. 1 can usually handle whatever comes my way. 

Q Strongly Disagree 

Q Moderate!::, Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

* 1 3. How Important would you think the following to be in enabling a remote worker to 
be effective? 

Motivation 

Se!f be l ief 

Engagement 

Extremel y important 

0 
0 
0 

Moderately important 

0 
0 
0 

Not important at all 

0 
0 
0 

with/attachment to 

organisation 

Oeclslon making abiflties 

Ability to cope 

Job satisfaction 

Self�d! scip!fne 

Communication skills 

IT skilfs 

Trainlng/leamlng & 

0 
0 
0 
0 
0 
0 
0 

0 
0 
0 
0 
0 
0 
0 

0 
0 
0 
0 
0 
0 
0 

development 

opportunities 

Support structure 0 0 0 
* 1 4.  I feel more motivated when I work remotely 

Q Strongly Disagree 

Q Moderately O!s:agree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

Q N ot app l lcab le 

Please expl ain your answer 

j 

Linda Stewart-Birch ID: 1014247 MSc HR Management Dissertation 

October 26, 2012 

87 



Remote work.iog - engagement, psychologjcal contract and people 

* 1 s. I feel more n,otivated when I work In the office 

Q Strong ly  Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

Q Not app licab le  

Please expla in  your answer 

* 16 .  I feel more engaged with/attached to an/my organisation when working remotely 

(willing to go 'that extra mile'), 

Q Strongly Dlsagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

Q Not appl icable 

Please explain your answer 

-

0age 5 
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* 17 ,  I feel more engaged when I am not/do not work remotely 

Q strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

Q Not a pplicable 

Please explain your answer 

j 
* 1 8 .  My organisation or employer provides a performance management system which 
s11its my role 

Q Strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

Please explain your response 
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* 1 9 .  Remote workers should have a different performance management system at 

work from non-remote workers, 

Q Strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

Q I don't know 

Please comment/explaln furth er 

20, How improved is your performance after getting feedback from your supervisor 

about your work? 

Q Extremely improved 

Q Very im proved 

Q Moderately improved 

Q Not App licable 

Q Slightly Improved 

Q Not at a! I imp roved 

*2 1 ,  How often should your supervisor g ive you feedback about your  work? 

Q Extremely o'fl:en 

0 Very often 

Q Moderately often 

0 Slightly often 

Q Not at all often 

Q Not Applicable 

Linda Stewart-B irch ID :  1 0 1 4247 MSc HR Management D issertation 

October 26, 20 1 2  

90 



Remote working - engagement, psychological contract and people 

*22. A supervisor should involve me fully In planning, managing and reviewing my 

performance 

Q Strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

Q N ot App l icable 

Please explain your response 

j 
* 23. I prefer regular face to face communication and feedback from a supervisor 

Q strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q strongly Agree 

* 24. 1 prefer electronic communication and feedback from a supervisor 

Q strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

*25. I prefer less supervision when working remotely. 

Q Strong ly  Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q strongly Agree 

Q Not applicabl e  

Please exp!aln your response 
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*26, I believe I work more productively when I a m  less supervised. 

Q Strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

Please explain your response 

j 
* 21. I believe I wort( more productivity when closely supervised 

Q Strongly Disagree 

Q Moderately Dlsagree 

Q Neither Disagree nor Agree 

Q Mod erately Agree 

Q strongly Agree 

Please explain your response 

j 
28. How well does your supervisor explain why decisions change? 

Q Extrem el y well 

Q Very well 

Q Moderately well 

0 Sli ghtly well 

Q Not at all well 

0 Not Applicable 

Please ndd comment if not npp\icable 
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*29. I believe my supervisor understands the challenges specific to employees who 
work remotely, 

Q Strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree or Agree 

Q Mod erately Agree 

Q Strongly Agree 

Q Not applicable I I don't know 

Please explain your answer 

30. How helpful  is the feedback your supervisor gives you about your work? 

Q Extremely helpful 

0 Very helpful 

Q Moderately helpful 

0 Slight ly helpful 

0 Nol at all helpful 

0 N ot App licable 

*31.  My supervisor communicates with me effectively when I work remotely 

Q Extremely  well 

Q Very well 

Q Moderatel y well 

0 Slightly well 

Q N ot at all well 

Q N ot appl icable 

other 

j 
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*32, H ow Important  Is feedback that your supervisor g ives you? 

Q Extrem el y important 

Q Very important 

Q Moderately important 

Q Not very important 

Q Not at all important 

Q N ot appl icable 

Wiat type of feedback do you prefer and why? 

*33. Tasks assigned to you by your supervisor should always help you grow 
professional ly, 

Q strongly Disagree 

0 Moderately Oicagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

0 Not Applicable 

*34. A supervisor should always l isten to your opinions when making decisions 

Q Strongly Disagree 

Q Moderately Disagree 

Q Neither Disagree nor Agree 

Q Moderately Agree 

Q Strongly Agree 

0 Not Appl icable 

Please explain your answM 
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* 35. Please describe what you perceive wou ld be the most appropriate 
people/performance management system for you as a remote or non remote worker. 

I �J 
* 3&. At which location do you work? 

Q uK 

Q Europe 

Q usA 

Q Asia 

Q Australia 

Q South America 

Q Africa 

Other (please specify) 

*37. May I contact you with further questions relevant to the topics in this 
survey/questionnaire? At what emall address would you l ike to be contacted? 

Q Yes 

Q No 

tf 'Yes', please add your email address 
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