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1.Introduction 

1.1 Justification for the choice of topic

The man as a robot. After the initial outstanding successes, researchers have shown that people's attitudes, satisfaction and motivation are a major determinant of efficiency and its sustainability. In recent years, there has been a growing emphasis on motivating employees and creating an optimal working environment that enables employees' intrinsic values to be served to a high level, thereby further increasing work efficiency and thus cost-effective operation cost-effective for companies.
In the context of work-related changes, information technology is rapidly is also playing a role. We have read about technological developments tele-operations across continents, tele-assembly plants, airplane but even if we don't think on such a huge scale. A much of the physical work has already been automated or moved to other continents.
In our country, as in Western countries, more and more of the tasks are being of tasks are now performed by workers using infocommunication tools, with the aim of the processing, storage and transmission of information.These changes have made it possible for work tasks to be the location of input and output factors, and they have also made it possible, taking into account the human factor, to the most efficient working environment in terms of human factors. Intellectual workers are increasingly valuable in our knowledge-based society where they seek to to ensure that, in addition to their financial rewards, their work-life working environment and motivation with the most competitive offers possible.







In the case of shortage occupations, there is competition for the right people, and today it is no longer enough to lure people away from other companies. to broaden labour markets. However, in order to be cost-effective, it is not to open an office in every location where potential professionals can live, teleworking is the ideal solution for workers living far from the company's headquarters. More freedom to choose where to work is also important from a cost-optimising point of view, especially in today's world where reducing operating costs has become essential. These aspects is the key to the success of today's teleworking variants.Teleworking is a new form of employment that has been increasingly used since the 1970s. Looking at the context in which it has emerged and the opportunities it offers it is likely to play a major role in the coming years. An analysis of the overall potential and impact of the expansion of teleworking and its effects has not yet been published in Hungary, and the international literature is mainly descriptive in nature, does not analyse the prospects for its expansion, and does not provide no guidance on the practical benefits of teleworking.Research topic based on the trends described above and the available analyses, the theory and practical application of teleworking the practical application of teleworking.By integrating theoretical and empirical research findings and my own empirical research to investigate the practical implications of the potential of teleworking in practice with a particular focus on its potential uptake in regional development.












1.2 Hypotheses
Those who oppose telework often defend it by claiming that there is no scientific support for the published benefits. However, deciding this is fundamentally important to ensure that the impact of telecommuting is clear and unquestionable, both in terms of employers, employees and society. In my thesis, I therefore to examine this issue and to substantiate the advantages of teleworking for opportunities of teleworking. In my opinion, the telework model of work organisation model has fundamental advantages, and it is necessary to distinguish between the wrongly implemented through poor planning. This is a key starting point This is a crucial key factor when considering the medium and long-term potential of teleworking. The first hypothesis is therefore the advantage of teleworking as formulated below.

H1.Teleworking, if properly designed, can lead to more efficient operations and cost savings for companies, motivates employees and induces positive social impacts.

There have been cases where companies have experienced negative experiences following the introduction of telework (e.g. increased costs, organisational difficulties). In other words, there are cases where the benefits identified in the previous hypothesis have not been fully achieved. However, I believe that this may be due to the fact that the introduction of teleworking was not preceded by extensive planning and was taken for granted as an easy-to-use form of teleworking. Such an approach to the use of teleworking is inappropriate, as is shown by the fact that it is spreading more slowly than expected. In my experience, the implementation of teleworking requires complex, multidisciplinary planning. In my second hypothesis, I would like to state this, stating the main areas that need to be addressed in the implementation of telework. And in testing this hypothesis, I intend to explore theoretical models that provide a comprehensive picture of the priorities for action in these areas. 






 If the hypothesis is supported, the complex planning the need for complex planning to make the best use of future opportunities, i.e. process cannot be left alone.
 
H2.The effective use of teleworking requires complex IT, human, economic and and legal challenges.
 
It is also important to know if there is potential, if there is a reserve for teleworking and what are the barriers that currently hinder the spread of teleworking. In my experience, telework is growing dynamically and there are significant there are significant reserves for telework in traditional employment. However, the translation of these reserves into practice depends on the decisions of employers.If my hypothesis H1 proves to be true, a lack of awareness of this issue among decision-makers may hinder the decision to introduce telework.

H3.The use of teleworking is growing dynamically.There is already considerable potential for telework in employment practice.The potential of teleworking is the lack of information in companies.
 
Due to its nature, teleworking can be an important tool for regional economic development. The nature of the workplace is such that it is not always is not linked to the location of the company. This may require a new approach by regional developers as it is no longer necessary to attract the whole company to a particular area in order to to create employment there, but only to assess the suitability of the workforce to ensure that the workforce is suitable.This could offer new opportunities for regions that have traditionally been which have traditionally been marginalised in terms of site selection, but which are innovative enough to train a suitable workforce and exploit their comparative advantages.Nowadays,natural constraints, remoteness from the capital, lack of raw materials raw material supply can be overshadowed if a region recognises this potential. A hypothesis, I argue that teleworking is a tool for territorial development, and that this and therefore belongs to the field of study of regional science. To support this makes teleworking inevitable as an alternative spatial development tool and its application as an alternative alternative form of teleworking.
 	
H4.Teleworking is closely integrated into the spatial development toolbox, the is a field of study in regional science.
 
In the course of my research in this thesis, I have also identified other new and novel findings new and innovative findings, mainly based on my own primary research. My aim is to explore the most important contexts that can promote domestic teleworking. These results in a summary of my research findings.The development of work organisation up to the present day dates back to the modern of the modern manufacturing industry. Frederick Winslow Taylor published in 1911 'Principles of Scientific Management', in which he came to the conclusion that the scientific organisation of work can make a significant contribution to work (Klein, 2004; Mahoney, 2002). The scientific work organisation is the development of an optimal way of carrying out individual work processes of work. In Taylor's time, work organisation was characterised by the fact that some professionals after a long training period, took a relatively high degree of freedom in designing the the way in which individual work tasks are carried out. Taylor's scientific organisation of work is work processes into smaller work tasks.In Taylor's experiments, the organisation of work alone is the only way to the performance of individual workers in several cases. For example, 60 cent wage increase of 60 cents, his work organization generated a 369-cent profit, and he was able to in one case, reduce the workforce from 500 to 140 workers for the same output (y. This is effectively an output of 240- of 240 tonnes. A similarly outstanding result was achieved by the manager of the Zeiss works in Jena. A study of the work, he examined the development of the workers' performance. His method of working enabled him to reduce working hours from 12 to 8 hours, so that the Taylor's work organisation was also widely used in factories was the work of Henry Ford, who was also an outstanding efficiency gains through this method of work organisation. dollars on employee training, which has led to an annual $3 million in additional income (Totterdill, 2002).Taylor's system has also been subject to much academic criticism, criticising it for the worker in the same way as the machine. Henri Fayol's attention was already focused on the Taylorist work task on the man who is responsible for the task. He formulated the concept the need for regular driver training in 1916 and defined the 14 principles of management, in which he states that the importance of the division of labour in the the development of social organisations (Klein, 2004; Klein, 2003).Elton Mayo, as a researcher at Harvard University in 1923-24, conducted experiments on the Hawthorne works of the Western Electric‖ factory in Chicago, which became known as the Hawthorne effect (Mahoney, 2002; Totterdill, 2002; Highhouse, 1999; Highhouse, 1999.Klein, 2004). In Mayo's experiment, he set up groups of workers and over a period of 5 years their effectiveness under a wide range of working conditions for five years. A environmental conditions, he was able to achieve significant efficiency gains in several casesin several ways. After the experiments, the subjects were returned to the traditional work environment where, to Mayo's surprise, the participants continued to show significant efficiency gains compared to the pre-experiment and other workers. performance of the other workers. The significance of the result is outstanding, as it showed that, that in addition to the variables measured in the experiment, the attitude of the subjects which in itself could induce a significant increase in efficiency.Building on the Hawthorne studies, in 1930 Lewin and colleagues carried out a series of studies to investigate leadership styles, showing that democratic leadership based on the involvement of group members in decisions is most likely to increase employee satisfaction (Klein,2004). 
Thus in addition to work organisation techniques, the attitude, satisfaction and motivation of the employee can have a direct impact on work effectiveness.
Motivation is what drives us to act, motivates us, "moves us".
We can consciously choose to act on the basis of our motives, but motivations also have an impact at a subconscious level (e.g. the "hidden persuasive effect" of advertising).


2. Types of remote work 
1. General Terms
2. Fully Remote
3. Flexible Job
4. Freelance
5. Online Business
6. Side Hustles











3. The advantages of teleworking
The main advantages for large companies are flexibility and employee employee satisfaction and increased motivation, but there was a general experience that teleworking can also save time, for example through downsizing, the time spent travelling to work, which increases the quality of the work done, and efficiency of the work carried out, and on the other hand, it also has an impact on employee satisfaction.Another advantage of teleworking for employers is that it can reduce turnover, which can save on the cost of new employees.The cost of finding and training a new employee.In most of the large companies surveyed, teleworking is used on a partial basis, e.g. 3 days in the office at the office and 2 days at home.

4.The disadvantages of teleworking
The disadvantages of teleworking were uniformly expressed by respondents regardless of company size. Most respondents did not see any major problems with teleworking. The main disadvantages highlighted were isolation and the lack of a sense of belonging. This was particularly predominant in companies.This was mainly observed in companies with a strong corporate culture.
Many companies are taking action to counter these threats, for example through team-building training, company events, and breakfasts together on specific days of the week.There is also a perception that there are types of workers who are not 'team players', in which case isolation does not appear to be a major disadvantage.Since in most organisations, communication within the company is by e-mail communication within the company, the negative impact on inter-firm communication was not mentioned by the respondents.











5. Telework VS. Remote work 
Telework is sometimes used interchangeably with remote work, but telework/telecommuting usually indicates that the employee is physically located in proximity to the company’s office and chooses to work in another location. Remote work, on the other hand, suggests that the employee is located further away from the office and works from home (or another external location) full time.


6. Proposal
My opinion is that more attention, motivation, training, team-building programmes, you can bring different jobs closer together.
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