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I ntroduction

Time is an important variable and it is linked withery aspect of human behaviour and
yet despite its importance, most studies with r@garwork time within an organisation
fail to distinguish between different individual rpeptions of time or ‘time
personalities’ and different organisation perspestior ‘temporal cultures’. This paper
examines temporal cultures of organisations ane tparsonalities with regard to a
particular form of work organisation known as tetekv It looks at the dominance of
‘clock time’ in Western culture and argues that tmee of new information and
communication technologies (ICTs) necessitates am@d in this time perspective. It
also examines different time personalities of imdirals and a distinction is drawn
between those individuals with polychronic conoaptof time who prefer to engage in
two or more tasks or events simultaneously andetiwaigh a monochronic conception
that prefer to concentrate on one activity at aetifhhis study examines a particular
form of work, known as telework, which literally em@s working "at a distance". As
time-space distanciation is incorporated into peticand practices a number of
alternative work forms such as satellite centresghibourhood work centres, mobile
work as well as home-based work become possibék¢da and van der Weilen, 1998,
Kurland and Bailyn, 1999)). However, for the pumpe®f discussion, the UK's Labour
Force Survey (LFS) definition of teleworkers asdpe who do some paid or unpaid
work in their own home and who use both a telephram#® computer” will be used in
this paper. Moreover, this paper will specificalfer to those professional teleworkers
(knowledge workers) who spend a substantial pathef regular working week based

at home instead of an office.



Today, paid work activity can be conducted, "anysghe"anytime" as the traditional
spaces of paid work and rigid work time associatét these have become disjointed.
This relocation of work from office to home remov&sme rigid temporal boundaries
and demands some re-negotiation of the teleworkeramitments to work and/or the
domestic sphere. As individuals can bring work tenle, family, shopping and social
events, the dividing lines between work, home, refiplace and social activities have
become more blurred. The division between work tand non-work time has become
almost indistinguishable, particularly so for thaedividuals that spend a substantial
part of their regular working week based at honsteiad of an office. This paper argues
that a teleworkers temporal perception will affdeeé way in which they define the
boundaries between work and non-work and their Gaagr to working at home.
Likewise, the dominant time orientation will detene the approach to telework within
the organisation. It is argued that a failure wommise these different perspectives may

explain some of the problems in implementing teldnschemes.

The paper also provides a preliminary analysiaie exploratory research into the use
of telework as an alternative to relocation follagithe closure of a local office. The
findings provide a temporal examination of the biseof telework, derived from
observations and in-depth interviews of teleworkeshin the organisation. The
research was conducted in the North West of Engiaral public sector organisation

with teleworkers who were based at home as patpitot project.

I ndividual Time Personalities

Many researchers have examined what individualswith their time resources,
however these studies examine the use of time uhdedominant time perspective in
Western Culture. This orientation is referred tdcisck time’ where time is seen as a
resource that can be used and therefore its usebausptimised. This assumption of
the construct of time has limitations when examgnihat individuals do with their
time resources as it does not allow for the comaitten of polychronic time use.
(Kaufman et al., 1991) Activities are presumed ® lndertaken one at a time
(monochronically), while many activities are actyaundertaken simultaneously
(polychronically) (Davies, 1990). Jacques (1983)hhghts that we may live at the
same time but not in the same time as we each bavewn time perspective. As a
consequence of this, many other perceptions will effected by an individual's

perception of time (Graham, 1981). Jacques (1988ues that there are several
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concepts of time used by different individuals. Hetes the difference between
Chronos, a time interval and Kairos the opportunilifge former being clock time and
the latter time as related to personal action. Tmssinction is also drawn by Marsh
(1952) and Robinson (1950) who discriminate betwésronological time’ and
‘realistic time’ and ‘objective time’ and psychologl time’. This difference in temporal
perception is based on whether time is symbolizegh@nochronic or polychronic being
the two different ways in which individuals orgaamisme and process tasks, particularly
at work. (Kaufman et al., 1991). The distinctiontvilmen monochronicity and
polychronicity was first examined by (Hall, 1983havused these concepts to describe
the “temporal personality” of individuals, and ew&rentire nations. Hall (1983) argued
that polychronic individuals view time as an infenresource and interpersonal relations
are at least as important for them as the tasketpdsformed. They undertake to do
several things at a time and are strongly orientedard the present. They are less
bound to a timetable or a procedure. In contrastaubronic individuals view time as a
commodity that can be wasted and must be spenlywiBeeir extreme concentration or
dedication to one particular task reduces in ingaé the need for interpersonal
communication. This “temporal personality” has beedely discussed by a number of
authors but these later studies have shown thabampanicity and polychronicity are
not two distinct concepts, but the opposite polea single concept (Bluedorn et al.,
1992; Usunier, 1991). Kaufman and Lindquist (199&jte that monochrons seem to
require a deliberate, planned control over thenetiand hence to identify time periods
when certain activities will be undertaken. Henloceytare would be better placed in a
workplaces based on structured time with a weliipéad schedule. Whereas polychrons
would flourish in an environment of uncertainty gmessure (Kaufman and Lindquist,
1999)

Organisational Temporal Culture

The successful development of industrial capitalisouired a standardised sequential
order for industrial activity. The production prgsenecessitated the operationalisation
of clock time and the "clock" became the key maelohthe industrial age (Mumford,
1934). Furthermore it has been argued by Hass®&®9(18) that ‘the clock was the
instrument of co-ordination and control’ and thae ttask was replaced by the time
period as the central unit of production. Hence, whderstanding of industrial time is

based on time-keeping, time-thrift and time-disai@l(Thompson, 1967). This led to



the concept that time is a resource that must bedsand managed efficiently because
"men's mind became saturated with the metaphorigatean time is money”
(Thompson, 1967: 95). The study of time and motmmaylor's scientific management
is an extreme use of this belief. The protestankvathic also strengthened the belief
that time is money. Within this ethic, the utilitam perception was that time cannot be
reclaimed and therefore needs to be treated aaraescesource, and optimised in its
use. Adam (1990) regards this operationalisatiool@tk-time as primarily responsible
for the historical development towards commodifiade. The principle of time is
money therefore became the underlying principlet thdorms, identifies and
communicates the practices and (work) patternsooifakand organisational life. The
division between labour and free time supported standardisation of the working
hours and coordinated shopfloor activities. Theultesf this interrelation between
regularity, standardisation and co-ordination biawpout the introduction of the eight-
hour day. Hence, clock time dominated the produactimcess and work was measured
in time units. Brown and Eisenhardt (1997) hightigtat time has also been seen as a
significant, and sometimes vital variable in tharpling process, quality of the decision
making, motivation and performance of individualsgooups, and in the success of
exchanges or negotiations. This monetary attitoderte led to the belief that time was
something that needs to be controlled and spentlzréfore must not be needlessly
wasted, used frivolously or given away freely. Lfikkmd Johnson (1980: 8) argue that
time is almost regarded as a quantifiable commodityl that it structures everyday
activities in that it can be "spent, wasted, buddeinvested wisely or poorly, saved or

squandered”.

As has been outlined, time has been key in the ldpweent of industrial work
organisation but Western Culture chose to adopn®dominant time perspective, that
of “clock time”, “chronological time” or “linear the” (Bluedorn and Denhardt, 1988).
This Western perspective of time is deeply ingtiNeith the Newtonian concept of the
universe, where time is seen as chronologicalalineniversal, segmentable, objective,
unidirectional, constant, irreversible, measuraldeparate from distance or space,
having a beginning and an end (Gherardi and Stt@88; Usunier, 1991). Hence, our
organisational design and consequent job desigasofien based on demarcated
departments, rigidity of deadlines driven by ecoremof time and motion. These short-
term strategies support instant profit, restricteatrol measures and uniform standards

and procedures. This parochial attitude to timks fai recognise individual perspectives
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of time, pays little regard to cultural differencestime perception between various
departments, individuals or the host countriesrafignational organisations (Benabou,
1999).Hence, the universality of the view that time ismap has led us to ignore other
notions of time. This is despite the fact that timenoney is a relatively new concept,
historically speaking, as it was preceded by &-bmsed conceptualisation of time,
which is variable and context-dependent (Lakoff aathnson, 1980). Adam (1990)
points to the concept of the German Tagwerk (dagk) as such an example, where
work (not money) is the measure of time. This cgtioa of time where the task drives
the completion of the work not the measuremenhefdiock has been associated with

pre-industrial modes of production and with the s&hold.

Impact of ICT on Temporal Culture,

In general management practices, it is implied tlatk time and its associated
monochronic procedures are superior to polychronies. (Lee, 1999: 17). It is without
doubt that the use of clock time or linear time h@e®duced excellent results.
Furthermore this monochronic time is deemed to dsee to control and co-ordinate
Schein (1992). However as Benabou (1999) identifiese successes occurred in stable
socio-economic and political environments and tetdyy had not caused the chaotic
climate that now exists. Therefore, when informatamd communication technologies
are involved in work processes, the superioritthef monochronic over the polychronic
may be reversed. Holder (1992) argues that modegangsations are adopting
polychronic conception of time (P-time) rather timanochronic time (M-time). P-time
is abstract, intangible, events occur simultangoastl unpredictably and everything is
in flux and nothing is truly stable. These orgatise are regulated more by events and
tacit communication than by clock time. However, hAbso highlights that the
development of a P-time orientation in an orgaresamay not be adopted by all its
actors (Holder, 1992). Temporal microcultures exisd therefore the individual's
conception of time also need to be consideredlatiom to an organisation’s temporal

culture.

In discussing the societal change from modernitgdstmodernity a number of authors
have highlighted changes in our common understgnaih time. Harvey (1999)

suggested the term ‘time—space compression’ topsotate how the speed of global
communications has substantially altered our teadpand spatial horizons. Giddens

(1992) refers to ‘time—space distantiation’, whenHighlights that increasingly social
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relations between individuals no longer requirdared physical presence. Individuals
become disembodied and although they act as if #heyconnected they remain at a
distance, “continually creating and re-creatingiBelves through changing networks of
interconnection based on ‘real time’ communicati@dbrgan, 1993: 5). Consequently,
information and communication technologies are riate our way of working
particularly with respect to temporality Lee (199R)is now technically possible for a
wide range of different tasks involving the prodegsof information to be carried out
anywhere and at the same time provided suitablastriicture is available. Mobile
computing technologies, for example, enable indizld to engage in several tasks
located at different places at the same time. H&@&eprovides increased opportunities
for disrupting the temporal ordering of work. Rathiean making tasks or work more
efficient Jauréguiberry (2000) argues that thimtdianeity’ is intrinsically radical and

one activity is not substituted for another butwcat the same time.

Telework Time

Glennie and Thrift ( 1996) highlight théhe industrialised world is currently undergoing a
process of desynchronisation, where time is frageteand discontinuous rather than
linear, continuous, regular and unidirectional. el@rking is representative these of
post-industrial production processes where indizisl@are required to be able to master
fluctuating and flexible temporal systems. It isvistual work environment where
individuals in different physical and temporal ltoas interact through information and
communication technologies. Telework in its useindbrmation and communication
technologies disrupts the temporal order by algetine ways in which individuals
structure their work patterns. It highlights a meowards more ‘task-oriented’ working
where work is focused on the task, not the timenato carry it out. Rather than fixed
working hours based on clock time, the working temgthens or shortens according to
the tasks undertaken. This presents a challengieetdVestern perspective of time as
increasingly time is seen as a social constructibthe actors in the organisational
universe. (Benabou,1999). Individuals working mdmoaically seek to structure
activities and plan for events by allocating specglots of time to each event’s
occurrence whereas individuals working polychroliycplace less value on temporal
order, accept events as they arise and engage liiplewactivities simultaneously,
(Barley, 1988). Hence the temporal personalitiedetéworkers may range from an

extremely uni-tasked, monochronic individual to #re® who is able to deal with



multiple work and domestic tasks. Therefore thifedence in time personalities may
help to explain why some individuals find workingiin home difficult and others are
completely at ease. Some teleworkers will focus@ingle task over a defined period
of time (e.g., they work monochronically) while etk find it relatively easy to multi-
task and work on several tasks concurrently (@gychronic work). An organisation
of work where individuals worked at specific timeripds were required to be punctual,
where time was seen as a resource, routine wasotihe tasks were restricted to one or
two at a time would be very difficult for a polycr. However a teleworking situation
where an individual has the freedom to set thein avork schedule, undertake non-
work activities at the same time such as househmdis or eating would be more
conducive to that individuals concept of time. fities to use of time by teleworkers
may also help to explain the differences betweentw#leworkers count as work and
non-work time. For example Tietze and Musson (2068)nd some teleworkers
following more polychronic task-based approachesiéd to be more flexible in the
way they handled access, or in how they definecetitk of the working day. Lee and
Liebenau (1999) also suggest that individuals dififetheir perceptions of time with
regard to social time and clock time. For somewel&ers, time spent communicating
with people is not wasted and for them socialissngn important feature of work and
building relationships. However other teleworkeeg gsime as a valuable commodity
that should not to be wasted and therefore belieeg should always be concentrating
on the task in hand and completing it within spediftime. Hence a teleworkers
temporal perception will affect the way in whicteyhdefine the boundaries between

work and non-work and their approach to working@ne.

The paid work of industry and the unpaid work ofrdisticity are often examined, both
conceptually and empirically as separate entit{&orf, 1989; Nippert-Eng, 1996)
However, this construction of "work" as discretenfr "home" or "non-work" is not
clear (Hochschild, 1997; Perin, 1998). Telework ogas any separation and brings
"work" and "home" back together. This has broudtdw a blurring of the boundary
between ‘work and leisure’ and necessitates a ahamgemporal perspectives. For
some telework provides an opportunity to improve Work-life balance (Silver, 1993)
but others point to the difficulties of relocatihigork™” into "home" (Brocklehurst, 2001;
Steward 2000; Sullivan and Lewis, 2001). Otherswarthe dangers of this blurring of
boundaries such as the Taylorisation of family hfed the extension of the "time is

money" metaphor into home and leisure time. (Holidc1997). Hence the private
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arena becomes ever more dominated by the symbdtsdosétrial production (Adam.
1990). The management of time between paid workhemde or non-work has focused
on scheduling time patterns. Zerubavel, (1981:6@rs to this as encouraging temporal
harmonizing between “temporally asymmetric worlddbwever, although subject to
the “commodified temporalities of its wider institnal context” the household is
defined by more fluid, cyclic temporal boundaridsafsten and Leopold, 2003).
Furthermore, household time is structured by seceeiof tasks rather than quantities
of hours. It is grounded in different, more flexabltemporalities (Davies,1990;
Morgan,1993), which establish recurring patternd amythms of activities. Harvey
(1999) argues that using clock time to measurevities between different temporal
settings may cause an individual to wrongly assecén hour spent in one temporal
organisation with an hour spent in another. Theeefbis questionable whether time in
one domain, such as paid work can be substitutéial timhe in another such as non-

work.

Home-based teleworkers need to rely on their delfiigline to devise a temporal
structure for their days spent at home. In telewayksituations the household
challenges the boundaries between work and homeettsr, the removal of existing
time-space barriers and the incorporation of war#l kisure into the domestic setting
can cause negative effects such as longer workingsh This may be because some
teleworkers are unclear as to the boundary betweerk and leisure and others
introduce stricter boundaries to separate work ksure times than office-based
workers. Hence it is difficult to count work and mwork-time resulting in the
exclusion of breaks and interruptions (Steward,0200elework brings the concept of
clock time and its rigid temporal boundaries irtte home but this temporal order does
not always fit smoothly into the household pattefietze and Musson (2003) highlight
the use of symbolic behaviour, dress codes, signsffice doors and other avoidance
strategies used to prevent the family intrudingnank. However, they also argue that
the household may impose its own temporal ordets work when conflict leads to the
emergence of more task-based approaches. Furtherioyprtheir nature polychronics
are far less likely to compartmentalise home andkviban monochronics, they often
see the opportunity to combine tasks from work hoohe and thereby complete more
in less time, thus suiting a flexible organic eowiment. Hence, the different ways of
coping with telework may be attributed to the indual’'s temporal nature. This was
noted by Leeds and Leeds (2000) who found that statesvorkers found telework
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provided them with the opportunity to combine hdusd tasks whereas others created
coping mechanisms to separate home and workingreph8imilarly, Harris (2003)

reported difficulties in combining work and domegtasks amongst some teleworkers.

Benefits

Home-based telework is associated with a rangeeic as well as shared advantages
or challenges. Advantages for the organisationtmaaccess to a wider labour market,
increases in productivity, reduction in overtimestcsavings on office space and an
overall reduction in absenteeism. For the individuis claimed that telework can break
down segmented gender roles, increase employe@otaer working conditions,
flexibility of working hours, assistance with chilake arrangements and provide
benefits of increased autonomy in balancing wordt ke (Baruch 2000).(For a more
detailed discussion of the realities of home-basexk see Jackson and van der Wielen
(1998) and Felstead and Jewson (1996, 1999, 20003. optimistic view presents
telework as technologically feasible, family-frigpd flexible and autonomous,
desirable and perhaps even inevitable. For thentsgion telework can be seen as a
vital tool to achieve flexibility for companies' rising for reduced costs and
rationalization (Webster, 1996). In the UK thereaiscurrent policy view that the
opportunity to work at home can help achieve aebetiork life balance as well as
providing opportunities for employers (DTI, 2001TD2003) This optimistic view has
been strengthened by positive ‘stories’ appearing mainstream, widely-read
publications (Winner, 1996) and a lack of discussad an alternative view in these
publications. In addition telework is often porteglyby the media as an escape from the
office environment and as part of social progresab&ed by technology. Personal
flexibility and the opportunity to balance paid wa@nd family commitments is stressed
repeatedly in headlines such as:

There's No Workplace Like Home Guardian Thursday 2@ 2004

Kiss Goodbye to the Office Forever. The GuardiatuiSay October 9, 1999

Go To Work in Your Pyjamas Tuesday June 11, 2002

Flight of the globetrotting ‘telecommuters' Thedpdndent 17 April 2004

The ideological view of telework presents a desgabocially progressive type of work
where its technological opportunities are seenragiging hope to those disadvantaged
in the work place (Winner, 1996). New technologgégn as providing an improvement

of working conditions and therefore the teleworkenefits from increased autonomy,
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responsibility and skill development. The optimistiew is symbolised by the notion
that telework is an area where both gender and eléls converge and have an equal
footing. There are claims that telework will engendqual opportunities as women can
remain at home and undertake paid work but stideutake their family and caring
responsibilities. Furthermore, it will provide amvé@onment where women are liberated
from the male control and the power of conventiomatkplaces (Huws, et. al., 1996).
In addition, teleworking men would also be motivate contribute to childcare and
domestic activities due to the removal of the earrbetween the home and

organisational realms.

However, some studies report mixed results in tesfrise impact of telework on daily
life (Gurstein, 2001; Sullivan & Lewis 2001), ama ¢ontrast to the idealised view, a
number of authors have adopted a critical appraactielework, highlighting the
exploitation experienced by those engaged in tleisilfle form of work.. The critical
studies continue to draw attention to the lackaihing and development opportunities,
low levels of income, social isolation, increasedels of control and exclusion from the
internal labour markets (Phizacklea & Wolkowitz,959 Allen & Wolkowitz, 1986).
When the idealised benefits are examined more lglisean be argued that rather than
creating “ post-modern, empowered teleworkers" riBtath, 1997: 58) telework
creates many difficulties for the individual and@ayers use it as means of reducing
costs and weakening terms and conditions. Theviatig sections will explore in more
detail the benefits claimed for telework from thedividual's perspective and will

provide a critical view of these benefits.

Cost Savings

Some studies claim telework assists the family kbtidg the teleworker does not pay
for parking, car fuel, meals, and business weasoAsome teleworkers can claim tax
deductions for their home office space (Pitt-Capd@ms and Morchetta, 1991; Goodrich
,1990). However, in contrast to this view Stanwo(®97) has highlighted that
teleworkers all share an increased vulnerabilityctst cutting by employers. Even
though many authors highlight the cost savings dorployers in implementing a
telework policy few examine the impact it has om #mployee and the family home.
The advantages of teleworking rarely mention of guwssibility of the employer
compensating the employee for home-based work byingaa portion of rent,

mortgage, or utility costs. McQuarrie (1994) argthest changing office-based workers
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into home based teleworkers may be an exampldrahafer, rather than a reduction, of
costs. That is, the employee bears the costs pglyi@overed by the employer. Thus
the ‘energy and space "saved" at the office isatrelocated to the employee’s home’
(McQuarrie, 1994). Furthermore, those employees whimbine work at office and
home are having their rights to ownership of phgisgpace eroded (Stanworth, 1997).
Moreover the cost of work undertaken but not paat, fsuch as additional

administration is not discussed.

Child and Eldercare

Although the media may imply telework provides thgportunity of the concurrent
achievement of remunerated work and child care,diffeculty of undertaking paid
work and providing child care at the same time b@sn highlighted by a number of
theorists, (Christensen, 1987; Kugelmass, 1995k eNkeless, a number of authors
observe that by working at home teleworkers cagy ftess upon paid child care
providers (Oldfield, 1987; Zeleny 1993). For exdmpRobertson (cited in
Mirchandani, 2000) estimates that childcare caredeced by up to three hours when a
parent works at home. Similarly, the study by Geirstet al. (1995) highlighted that
female teleworkers were able to alter their paidkwoatterns around their childcare
work. Furthermore, many academics observe thatusecteleworkers are working at
home they can be available to supply occasiona ¢ar older children or elderly
relatives. It is not seen as a substitute for coil@lder care but it can provide a bridge
that prevents (Schepp, 1990; Kugelmass, 1995). Memvehe claim that home based
telework gives workers the flexibility to bettertegrate their work and family
responsibilities (Nippert-Eng 1996) ignores thefadidénce between professional and
non-professional teleworkers. It is claimed thatkirng at home allows the integration
of paid work and child care, however there is npieical evidence to support this. Galt
guoted in Mirchandani (1999) found that home-basedkers often worked late into
the night after caring for children all day. Rismand Tomaskovic-Devey (1989),
suggested that teleworkers arrange for child careHildren at home which negates the
cost-saving "benefit" of being able to care for 'snehildren while working.
Furthermore McQuarrie (1994) argues that teleworkvides a means for the
organisation to escape responsibilities and comaritmto its workers. In addition it
can be argued that encouraging workers with chldee telework may remove the

pressure on an organisation to provide day-cangcesr for working parents" (Risman
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and Tomaskovic-Devey, 1989). Furthermore, as mashen still retain the primary
responsibility for the children. (Armstrong and Asttong, 1994) telework does not
provide the ability to ‘balance’ it can be arguédtttelework presents a situation where
women are expected to continue to be the carer andertake paid work
simultaneously. Mirchandani (2000) argues thatieefits of working from home can
only be fulfilled by strengthening the genderedamigational norms that assume family
responsibilities are separate from job demandss pbsition is also supported by other
research (Christensen, 1988; Haddon and Silverst@883; and Phizacklea and
Wolkowitz, 1995).

Work-Life Balance

It is argued that telework allows the teleworkersntanage family and other domestic or
personal responsibilities (Pitt-Catsouphes and Ketta 1991; Christensen 1990).
Winker (cited in Vendramin et al, 2003) highlightisat telework may be able to
increase workers’ autonomy, and support the babgnof domestic and professional
life, arguing that parents recognise flexible timehedules allow teleworkers to
determine their own working hours. Reducing comngitime is also seen as a benefit
and Pitt-Catsouphes and Morchetta (1991) argue tébaivork allows individuals to
save on their travelling between the their placewofk and their home. However,
Sullivan and Lewis (2001) highlight that commutiitge has its advantages as it allows
individuals to switch off and move into their otHée. Without this space and time the
transition is harder and increased stress may otcwddition it has been argued that
by working at home, teleworkers can convert thairesi commuting time into personal
and family time (Pitt-Catsouphes and Morchetta, 1)9®espite this, many authors
have highlighted the many difficulties associateithwelocating "work" into "home,
rather than providing an opportunity to improve therk-life balance (Silver, 1993),.
When teleworking at home, the space and time whparé work occurs is the same
space and time where non-work or home activitike falace. Duxbury et al., (1993),
argue that this has the potential to reduce stestelework removes the problem of
both role overload (as dual responsibilities ar#ilfad simultaneously) and role
interference (as both roles are co-located) Howermany authors dispute this and
argue that the co-location of work and home mayeiase the overlap of an individual's
family and occupational roles and thus increasessti(Brocklehurst, 2001; Steward
2000; Sullivan and Lewis, 2001).
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Reduced Absenteeism and Reduced Stress

Reduced absenteeism is claimed as an organisabenelfit of telework, conversely it
may be viewed as detrimental to the individual welkers. Nevertheless, Steward
(1997) has drawn attention to the fact that thétalto commute has defined fitness-to-
work but that teleworking has redrawn the boundabietween the sick and the healthy
worker. This is highlighted by Leeds and Leeds (08ho note the claims by a senior
HR manager that ‘often what stops you coming intwkws the journey, but if you can
stay at home and maybe start a little later théenofou can carry on’. Pollert (1988)
also maintains that that in this form of work it mssible from the employer’s
perspective to expect workers to continue to wanknd illness. Some studies highlight
long working hours and stress In particular, wonh@ne the dual responsibilities of
family and domestic tasks. Many studies report thatnen with caring responsibilities
organise their work around caring demands (Phizack&l Wolkowitz, 1995; Felstead &
Jewson, 2000; Bryant, 2000). Stress also increases result of the blurring of
boundaries between work and home, as teleworksosreled to undertake emotion and
cognitive work in order to balance the two previguseparate realms (Ellison, 1999;
Mirchandani, 1997; Nippert-Eng; 1996, Sullivan, QROVNinker (cited in Vendramin et
al, 2003) draws attention to the danger of selfi@iation as permanent time pressure
of work related activities negate the opportunayricrease leisure time. Consequently,
the advantages of improved compatibility of job dachily are removed. Felstead &
Jewson (2000) also highlight the intrusion of warko homelife and discuss the

strategies teleworkers employ to prevent this fatence.

Control and Autonomy

Greater schedule flexibility is based on the beleft telework provides greater work
autonomy. Some authors have supported this clairthag teleworkers working at
home are in control of their time (Zeleny, 1993)owéver, rather than provide
increased worker autonomy and control it can beedghat the new technologies will
result in the erosion of individual freedom for Wwers. The claim for increased
autonomy and control is based on the suppositiahgfofessionals have the autonomy
to manage their own work and tasks. Specificalig @assumed that professionals are in
charge of their time. Zerubavel (1981) argues ttim$ autonomy is relative as
professionals are autonomous only when comparel thi relative lack of control

experienced by other workers. Moreover systemsoofalisation and education are
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internalised time disciplines amongst professionalgl this coupled with social
expectations regarding the character and statysraiessional work, results in low
temporal boundaries hence professional manager&ahvays on the job” (Zerubavel,
1981:148). This is reflected in findings by Leedsld eeds (2000) that professional
teleworkers did not feel more in control of theionk, and many felt that their working
pattern was more rigid than that of some officeebastaff. Huws et al. (1990) maintain
that when control is indirect and measurement bsulte the process of giving
instructions is more of a negotiation this may I&daemployee to believe that he/she is
being treated more like an equal than a subordiffdtey also claim that there is no real
loss of control over the workforce as it is stiletemployer who controls the work and
the payment and therefore the balance of powerirsmmaltered. Huws et al (1990)
maintain, that the greater freedom from central tmdbnexperienced by some
professional teleworkers may be an illusion resgltfrom an alteration in the
mechanism of control. Allen & Wolkowitz(1986) albgghlight autonomy is a myth as
power remains with the employer or contracting orgation. McQuarrie (1994) argues
that it is clear that in most teleworking relatibips power and control over work and
work conditions still lie mainly in the hands ofetlemployer--even though the work is
being performed in the employee's home. She fuftfgdlights that the limited choices
available to the teleworker support Braverman's74)9argument that advances in
technology serve to de-skill workers and put greptaver in the hands of owners and

managers.

The UK Labour Force Survey indicate that twice anmynmanagers as administrative
staff are teleworking and increasingly that there a number of professional people
that work at home for some of their working weekskead et al, (2001). It is often
assumed that these skilled professional teleworkav®@ greater autonomy over their
work situation. However, this is based on the sgfjmm that professionals have the
autonomy to manage their own work and tasks. Spallif it is assumed that
professionals are in charge of their time. Howewvarubavel (1981). argues that this
autonomy is relative as professionals are autonsnamly when compared with the
relative lack of control experienced by other waoskévioreover systems of socialisation
and education are internalised time disciplines ragab professionals and this coupled
with social expectations regarding the charactersaatus of professional work, results
in low temporal boundaries hence professional marsaagre “always on the job”
(Zerubavel, 1981:148). This is reflected in findinlgy Leeds and Leeds (2000) that
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professional teleworkers did not feel more in coinof their work, and many felt that
their working pattern was more rigid than that ofng office based staff. Highlighting
that the greater freedom from central control elgpered by some professional
teleworkers may be an illusion resulting from atertion in the mechanism of control
(Huws et al., 1990)

Schedule Flexibility

One of the strongest arguments for the benefitelefvork stems from the perceived
benefits that working from home offers in providischedule flexibility. Schepp (1990)
argues that teleworkers have an increased seleatiomrking hours and therefore are
able to undertake paid work activities according tteir own internal clocks.
Nevertheless, claims for increased time use amibflgy often fail to take account of
the gender dimension. The so-called harmonisatetween paid work and
domestic/family times/spaces might be more stré$sfuvomen than men.. Sullivan &
Lewis (2001) highlighted that men tend to use tieleased to extend time in paid work
whereas women use it to fulfil family and domestemands, and therefore increase
their productivity. Phizacklea and Wolkowitz (199%)te that motivations underlying
the option for teleworking may be external to teehinology. Sullivan & Lewis (2001)
argue that women have managed their lives and Isoolas according to a
polychromatic time whereas men have organised tHees according to a
monochromic time, around a professional careers Thisupported by Sullivan and
Gershuny (2001) who also argue that women expegigneater stress and pressure in
managing different uses of time and different cdtiigns as they combine domestic
roles with paid work Mirchandani (1999b) highlights that for men woikiat home
allows them to obtain privacy and uninterrupted kvbmes, whereas women do not
make this separation of home and work just for wetkted reasons. Furthermore, men
and women embark on teleworking for very differegdsons, with women generally

taking it up in order to manage their domestic oesjbilities more easily.

Productivity or Workaholism

It has been argued by some authors that work ptmitycincreases because
teleworkers may have more control over interrupaoil take less informal breaks and
work (Olson, 1988). However this is an organisaicdvantage and there is evidence

that the lack of regimentation of telework can halsadvantages and may lead to
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‘workaholism’ as the primary source of the increhgeoductivity is the teleworkers
own motivation (Mirchandani, 1999). Armstrong (1998bserves that telework’s
advantage of ‘being close to work all the timealso its disadvantage. In teleworking
situations the household challenges the temporahdaries between work and home
and home-based teleworkers need to rely on th#idseipline to devise a temporal
structure for their days spent at home. The remo¥aixisting time-space barriers and
the incorporation of work and leisure into the dstie setting can cause negative
effects such as longer working hours. This may beabse some teleworkers are
unclear as to the boundary between work and leisme others introduce stricter
boundaries to separate work and leisure times tffice-based workers. Hence it is
difficult to count work and non-work-time resultirig the exclusion of breaks and
interruptions (Steward, 2000). This psychologicaability to create a home/work
division may lead to the employee to become a wake, unable to separate herself
from work when it is physically present in the horfdcQuarrie, 1994) Workaholism
may be beneficial to the firm in the short term dese of increased output, but it is
obviously detrimental to the individual’'s physicahd mental well-being and an

intrusion on family life. In the long term it maysa be damaging to the organisation.

The Case Study Organisation

This case study presents the findings from a tealpexamination of the benefits of
telework, derived from observations and in-depterviews of 10 teleworkers during
2005. The research was exploratory, combining ebsen of planning and evaluation
meetings, analysis of company documentation, gudive time use questionnaires,
identifying patterns of work, and qualitative intiews. The research was conducted in
the North West region of a public sector organisatvith teleworkers who were based
at home as part of a pilot project to support rafion. The case study organisation is a
government agency and the opportunity to telewoolseas an alternative to relocation
following the closure of a local office. Followirtge planned closure of the Liverpool
office and the transfer to Manchester, the oppdstuto work from home was
introduced for the two Liverpool based teams. A bamof planning meetings
involving management and one involving all stafbkgplace prior to the start of the
project. The Liverpool office was decommissioned a@he team were given the

opportunity to participate in the flexible workipgoject as teleworkers.
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Criteria for inclusion in this study were that peigants worked from home two or
more days per week and used a computer to commeraca/or carry out their work.
There were some employees who occasionally wonied home but they did not meet
the criteria for teleworking for the purposes oiststudy. Therefore, only those who
were provided with equipment to work at home weduded. The participants were all
senior and experienced professionals, who were tosewrking independently but had
never worked from home in the past on a permanefdrmal basis. In total ten staff
including two managers agreed to participate intéheworking initiative. After three
months all participants and their managers met ualuate the pilot project. The
research instrument comprised the observation wf fiteetings to discuss and plan the
teleworking initiative (including one away day witdll staff), analysis of company
documentation, observation of the evaluation meetimwo interviews with senior
management, analysis of time use charts, sevamliaws with all teleworkers (both
during and after the completion of the initiallyragd pilot period of six months). One
manager took a job elsewhere prior to the compietib the study. Although two
teleworkers chose to take voluntary redundancyan@returned to conventional office
work at the end of the pilot project they were atdeparticipate in the study. The
analysis of findings is therefore based on 9 piadiats, all of whom were professional
or managerial workers. There were two male andrs&male participants, all of whom
were married and all but two were employed fullin®ix of the nine workers had
children under 16 living at home and of these thraé children under 5. The amount
of time spent teleworking each week was similardibparticipants with most spending

more than half their working time at home.

Observation of planning and evaluation meetingX tplace in the Liverpool Office
prior to its closure in July 2005. The first two etieégs were only attended by managers
including the manager who was championing the ptojéhe third meeting was an
away day held at Liverpool Hope University. Thissratended by all participants, their
managers, senior management, human resource magrigeadministrative and ICT
support staff. This away day event was followedabpther meeting of managers and
administrative staff to discuss proposed systendspancedures. An evaluation meeting
took place at the end of May with teleworkers aheirt managers, ICT support and
administrative staff. All attendees were askeddmplete an evaluation questionnaire,
however the results of this may have been affeayetthe actions of senior management

during the lunch break, when they told two admmaiste staff they were being made

17



redundant! The interviews of teleworkers took placévo stages, firstly to explain the
research process and later to discuss their ew@uand perception of the telework
project. The interviews all took place in the papants’ homes during May and June
2005. All interviews were recorded for later anayand field note observations were
made. At the initial explanatory interview, panpiants were asked to complete a time
audit over a three month period. It was hopeddh# from the analysis of these audits
would be validated by participants in later intews. However, the time audits proved
to be problematic and ineffective as participaotsnfl the recording and estimating of
time use was difficult and many were incompleteerBfiore the findings from the audits
were not used to provide any statistical evidengetd identify trends or patterns in
time use for further discussion in the follow-updepth interviews. At the evaluation
interviews, participants were asked to commenthenpilot project but also to discuss
their time use patterns of their working day andking week including non-work and
work boundaries. They were also asked about theifgpdenefits outlined in the

literature review.

An Examination of the Benefits of Telework in the Case Organisation

Although, overall all participants were positiveoabthe pilot project and they believed
they were working more flexibly, there was evidetita tensions arose around some of
the benefits claimed. The increases in productiviégduction in overtime, cost savings
on office space and an overall reduction in absssite could be realised by the
organisation but at the expense of the individeworker. There was little evidence
that the teleworkers had increased control overkingr conditions, flexibility of
working hours, assistance with childcare arrangdésnam increased autonomy in
balancing work and life (Baruch 2000). The follogyisections go through each of the
benefits of telework as identified earlier and ekss them in relation to time. Each
benefit is discussed and empirical data is useéhfiarm the emergent issues and

themes.
Cost Savings

Teleworking, created many difficulties for thosetbe pilot as the employer was using
it as means of reducing costs. None of the telearsrihad a permanent desk in the
Manchester office which caused problems if all oé deam were in the office at the
same time. There were only three desks allocatedtdteworkers but as most

teleworkers planned their day in Manchester arattehding a meeting or training this
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often meant the whole team were in at the samettiyireg to use the same desks. There
had been no planning of office time and the useffife space was not evaluated as
part of the pilot project. When visiting the Manstex office, teleworkers were
expected to travel in their own time and althougivél expenses were paid the
teleworkers were expected to travel together iarat@ reduce costs and not to use the
train.

“We've have been asked to travel together to sasscso myself and [G] travel together.

Believe it or not going in the car takes longemtitadoes on the train....and you can’t work in

the car, even as a passenger”. (Female, part time)
One teleworker was given a Manchester based cantmdich meant she was
responsible for her own travel time and travel eges to the Manchester office.

“I want to work from home but my contract says Maester.....it costs me £12 a day to travel

to the Manchester office........... it takes about an fend a half” (Female fulltime)
During the pilot the teleworkers kept their Livegbdbased contracts and were not given
formal homeworking contracts which would have daditthem to tax relief. The
organisation did not make any contribution to heatnor lighting expenses even
though the Inland Revenue would allow a contributad £2 per week exempt of tax.
The cost reduction benefits (avoiding relocatiorstsoand reduced office space
requirements), and weakening terms and conditidng delaying the issue of
homeworking contracts) benefited the employer. Byt@ast cost reduction for the
employees did not necessarily occur, especiallyrwtests were viewed in terms of
time as well as monetary expenditure. Although stetewvorkers highlighted potential
cost savings such as not having to pay for parkirsing less car fuel and ability to
prepare meals all highlighted the time cost in eitaivg to the Manchester office. On

average this was 3 hours per day that could nasbd for other activities.

To work at home the organisation invested in fumgtand computer equipment. All
teleworkers were provided with a desk, a chairtdppdocking station with mouse and
keyboard, a printer and a mobile phone. Where plesbroadband was installed for the
teleworkers to use, however initially two telewarkéad to use dialup until broadband
became available in their area. The equipment cooldbe used for personal use
despite some teleworkers offering to contributthtocost.

“It's a trust issue; the technicians have done sbing to the router or something to stop us

buying anything online. We can browse but nothilsg.& (Female, fulltime)
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Some teleworkers reported the need to use theirgessonal computer equipment and
internet access to book train tickets. One teleaovwho used specialist software in the
Manchester office reported having to use her owrid?@ata transfer.

“l can’'t use a USB pen or write to the CD drive......I.have to e-mail stuff to myself, save it

on my home PC, copy it onto a CD, then use it enaptop.” (Female, fulltime)
The laptop and desk required assembling and thex etiuipment needed to be setup. In
total this took between 2 and 4 hours, often invm\other members of the family. The
time to do this work was done outside of the wagkuhay, often by other family
members and was not paid.

“It took us about two hours, my wife helped shed®d at things like that!” (Male fulltime)

Other non-work time was used for work-related adstiation activities, such as
booking train tickets and posting letters. Agaiistbould involve the use of family
members.

“Administration is not clear, we have to book owvroor through Manchester but time can be

a problem” (Female, fulltime)
Surprisingly, some viewed this use of non-work tifoe work related activities as a
perk.

“I often take the dog for a walk to the post offeselunchtime to post letters to clients” (Male,

fulltime)
Although, under Inland revenue tax regulations heorking teleworkers could claim
tax relief for their home office space this was possible as no formal homeworking
contracts were issued. Neither did the organisatiompensate the teleworkers for
home-based work by paying a portion of rent, m@eégaor utility costs. As McQuarrie
(1994) argues changing Liverpool office-based wgketo home based teleworkers is
an example of a transfer, rather than a reductibopsts. The teleworkers now bear the
costs previously covered by the organisation. @ffsgpace, time for administration
duties, time taken in assembly and maintenanceroittire and equipment, time taken
to assess health and safety issues in the workimgoament have all been passed to

the teleworker and their families.
Child and Eldercare

Despite findings from earlier studies (Oldfield, 879 Zeleny 1993) none of the
teleworkers with existing childcare arrangemenporied that they used less childcare.
Most believed that had hardly changed since workingome.
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“Childcare is no different, the 12 year old stitlep to a childminder” (Female, Full time)

Although the amount of childcare required remaitte®l same participants found they
were able to share childcare with partners durimg-work time more easily. Also, four
participants reported that they were able to seeernbtheir children and were able to
attend after school activities more easily. Somwédwer found they had to spend more
time making arrangements for childcare and fourfficdity planning their work time
because of lack of forward planning.
‘cause | don't always know what day | am goitogManchester | can’'t plan any childcare

so | end up being late for meetings...I drop the njiear old off at school and then drive into

Manchester. On a good day | can be there at quaatgrten but it can be quarter to eleven.”

(Female, part time)
Neither of the teleworking men contributed to cbilce and domestic activities despite
the opportunity to remove the barrier between thmérand organisational domains.

“Life goes on up there without me, | don’t do arigthelse when | am working, [S] takes care
of the one year old” (Male, Full time)

Work Life Balance
The ability to manage family and other domesticpersonal responsibilities (Pitt-
Catsouphes and Morchetta 1991; Christensen 1993) neported by all female

teleworkers reporting that they could undertakesebtiold tasks whilst working from

home. However, they all reported undertaking thasks during tea or lunch breaks.
“I put the washing in when making tea and harauttat lunchtime” (Female, part time)

However, even being able to balance work and damastivity using non-work time

left some teleworkers feeling anxious. .
. but even if you do it as part of a break yeal guilty” (female, fulltime)

No-one missed the commuting travel time but a cewflthe female teleworkers did
miss leaving work on a Friday. They no longer ha& opportunity to switch off and
move into their other life (Sullivan and Lewis, 200

“ On a Friday | try to go into the office so | chave that leaving work feeling — it's not the

same at home”( Female, fulltime)

Although no-one specifically referred to a decreas@&on-productive time this was

highlighted by their responses to enquiries abbattsreaks during work time. .
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“Does give you flexibility.....it's a mind set.....mbhg put the washing in dryer when | go to
the loo. When | am in the office | have less prdthectime, | spend more time doing non-
work in the office!” (Female, full time)
Despite ensuring they had a productive work-timeeutaking exclusively work
related tasks, none of the teleworkers ensured ribatwork time was filled
exclusively with non-work activities.

“I have answered mobile and (I'm) tempted to readails and have done this ‘cause | can. If

I've been off | read before | go back on Monday ning” (Female, fulltime)
All reported using non-work time to undertake woekated tasks.

“I do answer the mobile when | am not working buam going to try and not do this”
(Female, fulltime)
The increase in overlap of an individual's familpmdaoccupational roles and the
encroachment of work-related tasks into non- wamkethave the potential to work
against the work life balance and thus increasesst(Brocklehurst, 2001; Steward
2000; Sullivan and Lewis, 2001).

Reduced Absenteeism and Reduced Stress

All participants thought that working from home vidunake it easier to avoid being
off sick when they were ‘feeling under the weathather than too ill to work.

“I'd be tempted to work, especially if you couldyeaheating on and didn’t have to travel...it's

not quite as daunting as going out in the rairefgyurney” (Female, Fulltime)
As Steward (1997) highlighted the ability to commuabw defines fitness-to-work and
teleworking has redrawn the boundaries betweersitheand the healthy worker. This
was highlighted by the only teleworker to be illrichg the research study, who worked
through an iliness that would have required hetate time off for sickness had she
been office based. She was proud that this illhegs’t left her with a ‘sick record’

“We all had a tummy bug but | managed to do conar$io..l did 10 — 12 then had a couple of

hours in bed....then did 2 more hours.” (Female, foaue)
There was no evidence that stress levels were émvand for some dealing with the
organisation from home appears to have increasessst

“It took time to explain to help desk that | washameworker. They didn't believe the

[government agency] had installed my broadband thirlk they thought | was a bit nutty”

(Female, part time)
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Another reported how uncomfortable she felt havimdook after someone else’s

equipment.
“It's very stressful, your house but not your styffemale, fulltime)
Others highlighted the attitudes of office basexk&rs as causing them stress:

“They don’t publicize it...when | left at 3 | got @mment ...oh one of the part timers. No-one
has told them what it's all about. We are allowedamork more flexibly....They can't leave

before four to catch the eight minutes past foaintbut we can.” (Male, fulltime)
Control and Autonomy

Rather than provide increased worker autonomy amtral, most participants reported
that they had little control over their working vked\ll worked conventional working
hours within the allowed ‘core working hours’ ranfye the organisation. There was
very little flexibility possible. The teleworkersenre required to visit the Manchester
office at least once a week and as they had tceltriawvtheir own time (for most a
journey of between 90 and 120 minutes) this meahioat working day. Often two days
would be required with the result that they hadnttke up the time when working from
home. One part time teleworker reported that shietat she had less control over her
work time. In addition she was working longer honmwv she worked from home but
her paid hours were the same, this made her cansilether she could continue
working for the organisation.

“...instead of 8 — 4.30 we do 10 to 3.30/3.45....s il shorter working day the rest is

travelling...yeh...and you’ve got to make that up sormere which is why we have said that if

this time is then our own time and we have to gdanchester more than one day a week

which is going to happen if we've got training andetings and various other things going on.

That's a lot of time for me to make up in 2 dayhame and that's where | am not sure | can

do the job anymore” (Female, part time)
Some teleworkers were worried that time spent athmight remove their control over
their careers in the government agency. One oudtlimby he thought it would be be
damaging his career prospects.

“When | asked our new head of training and develapimwhere this is all going. She said ‘I

can't see how you'’re going to progress as a homiesvoss you won't see anyone.” (Male,

fulltime)
Schedule Flexibility

The teleworkers recognised that as they were afiepsionals there was potential for

flexibility in their working pattern.
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“There’s a lot of flexibility in our job...twenty yea ago we had to be there 9 — 5. Now we

have to do the hours but there is some flexibil{iMale, Fulltime)
However, all participants stated that they usuaibrked the same hours that they had
worked when they were office based. Neverthelessglinterviews and the evaluation
meeting they all described their work as more féxithen when they worked in the
office. In the evaluation survey all participangked ‘time flexibility’ as the second
highest reason to telework after ‘No need to rdkichut none specifically reported
using their time more flexibly since teleworkinghr&€e participants scheduled their
telework time within the 9 to 5 day during a contvemal Monday to Friday week. The
remainder who claimed to work outside the converdioday occurred mostly in
marginal times previously allocated to commutingl éimis was usually early morning.
Only the manager openly admitted to weekend workir@thers hid their weekend
work on the timesheet.

“If I work on a Sunday for a couple of hours | jysit that time down on one of my normal

working days...l don’t think the [government agensybtems could cope with anything else!”

(Female, part time)
Productivity

All teleworkers reported working the same numbehaiirs as they did when they were
office based. However, when asked for typical wagkdays at home they reported
working between a half and one and a half hourgdothan they did in the office. One
recognised that she did work longer some days:
“In Liverpool | would start at same time but leagarlier - but now | work longer as | work
through travel time” (Female, fulltime)
Most teleworkers logged on their Laptops beforeakfast but didn’t count this as work
time, arguing that they needed to logon early &soik so long to get started.

“I always have a shower and wash my hair, get defisen login, then breakfast ...then | take

my tea to my desk” (Female, fulltime)

“It takes 10 minutes if you log on early but ihdake 20 or 30 minutes” (Male, fulltime)

As Steward (2000) reported, teleworkers find ifidifit to count work and non-work-
time resulting in the exclusion of breaks and iniptions. All teleworkers believed that
the reduction of interruptions allowed them to warlore productively they didn’t
always recognise that this increase in productinigybe as a result of working during

non-work times.
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“I don't stop for a cup of tea, | just get it anarcy on working” (Male, Fulltime)

When non-work interruptions did occur, teleworkesported that they ensured the time
was made up from non-work time.

“If it's say 20 minutes then | won't finish at 4.3t if its only short | don’t bother making it

up” (Male, Fulltime)
Some teleworkers tried to ensure their was a dinifietween work and non-work and
reported feeling uncomfortable with blurred bounesr

“ [D] feels she needs to be here ‘cause I'm hereifbliwas in the office she wouldn't see

me...but | feel guilty if we have a chat”. (Male, Fumhe)
The inability to create a home/work division medhat the teleworker is unable to
separate work time and non-work time and this neayl Ito workaholism. (McQuatrrie,
1994) However, one teleworker did recognise that\whs now interpreting work and
non-work time differently:

“If I am at home and had a bad day | work throughch. | wouldn’t do this in the office |
would go to lunch with the others ” (Female, Pamie)

Another recognised that office work was differemhbme work:

“going to Manchester it's not the day we do lotswairk, it's a catching up with people”

(female, fulltime)

Conclusions

This paper has examined the benefits of teleworoutgih a time lens and has
highlighted that there are a number of areas wtadesvork through its flexibility can,
and does provide individual benefits However, altjfiothese benefits do exist they are
not always available and are not always as greatoase authors portray them. In
particular it has highlighted that the claim of dénflexibility cannot necessarily be
realised. Furthermore the benefits of childcareirgmy increased productivity and
reduced absenteeism are seen to only benefit th@ogen. It has also shown that
telework may be detrimental to the individual ahéit family through difficulties in the
separation of home and work life, increased workiimge, possible workaholism,

increased work costs and lack of schedule flexybili

The literature review sought to investigate thefedé@nt time perceptions amongst
individuals (time personalities) and changing terapoultures within organisations. It

explored the concept that individuals have differeme personalities ranging from
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monochromic to polychronic and that organisatioasehdifferent temporal cultures
some based on clock time and others on task-based This has implications for both
the employee and the employer as a teleworkersashperception will affect the way
in which they define the boundaries between wortk mon-work and their approach to
working at home. However, it was found in the cately organisation that although
the nature of the work undertaken by the telewasrkeas task based the government
agency operated on clock time. The time spent ahehaeleworking and in the
centralised workplace was not as a result of eng@loghoice, but the employers’
demands for worker presence at the office. Theraatfi telework in the government
agency was not characterised by temporal flexybdlitd autonomy, but by external time
constraints a rigid clock based time structure. K\tane patterns identified in the study
suggest that telework does not providing opporiemitto use time flexibly. The
opportunity for polychronic individuals to work neflexibly and to balance non-work
and paid work time was not in evidence. Teleworkerthe case study worked to rigid
traditional work times and many were prevented fieanking in a polychronic fashion
at home because of requests to attend office ngsetihhe institutional rules and
managerial constraints retained their powerful uefices and ensured teleworkers

worked in the monochronic temporal culture of thgamisation.

Furthermore the organisation had not considerd@rdifit individual time personalities
and their different approaches telework. There Wtk evidence that telework
provided opportunities for the flexible managemehthe balance between paid work
time and other non-work time. The organisation etge all teleworkers to work in a
monochronic style and to complete timesheets toomsirate they had worked in a
linear fashion under clock time.. Although the vadekers wanted to take a polychronic
approach to working at home by undertaking domestat other non-work tasks at the
same time as work tasks they were constrained byotiganisational rules and its
temporal culture. They reported feeling guilty hiettime boundaries were blurred and
non-work tasks permeated work time. Many describeidding temporal barriers for
work at home as a means of preventing the blurdhgvork and non-work time.
Furthermore, many teleworkers allowed work timentioude on non-work time where

they could undertake multiple tasks as well aseskiwork issues.

Although this is only the preliminary analysis ofeocase study it is clear that the
identification of the time styles of teleworkerssithe potential for better understanding

of behaviours. An improved understanding by marageay help to build trust and
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reduce conflict, leading to more realistic expeaotat of behaviours of teleworkers and
their supervisors. ICTs are necessitating a chamgehe temporal culture of
organisations and those organisations that use i€assist with flexible working time
patterns, such as telework, will need to adjustrthrk organisation and working
styles. A failure by organisations to recogniséedént individual time personalities and
adjust their temporal culture will result in redog difficulties. Further research into
time personalities and temporal cultures of teldwrs and teleworking organisations is

needed to explore these ideas in more depth.
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