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Abstract: This literature review provides a set of questitmsnvestigate telework
for a pilot programme study based at the OECD (@iggdion for Economic Co-
operation and Development), in Paris. The objeativinis study is to use the OECD
telework pilot group as a basis to investigate ithpact of part-time, home-based
telework from the perspective of the teleworker #imel key individuals with whom
they interact, such as colleagues and managers.stlidy proposes using role-sets,
based on questions extracted from the literatarerder to examine the advantages
and disadvantages for each stake holder. Theigosstom the literature are a basis
used to evaluate the likely advantages and disadges for the OECD in order to
formulate related policy recommendations. The ditere review provides two series
of research questions, divided into advantagesd&adivantages from employee and
employer perspectives. The two series of questiares supported by existing
literature and previous telework studies done emEe.

1. Introduction

An examination of the advantages and disadvantaigedework to the major stakeholders
will allow us to evaluate the impact of the pilelawork programme for the OECD, and
identify lessons for other organisations. Stakeédd, for the purpose of this paper, are
teleworkers and key persons with whom they interdtis particularly useful to evaluate

stakeholder issues for purposes of policy recomigwml for the OECD since results may
be applicable to similar organizations. This stwdn also provide streams for future
related-research. The following literature reviewamines the main issues for each
stakeholder (employees and employers) and proptsesstakeholder-related sets of

research questions.
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2. Literaturereview and research questions

2.1 Introduction to the OECD

The OECD is a large international organisation Wwhacts as a forum for discussing
economic and social policies. Discussions at th€DHB&are bound by ‘soft-law’ [1], which
can be non-binding instruments on issues such g®@e governance. The OECD is a
group of ‘like-minded’ countries bound by a comnmaémh to a market economy and
pluralistic democracy [1]. The 30 member countpesduce over two-thirds of the world’s
good and services. There are also at least 70 rmonb@r countries which participate in the
Organisation’s work, operating through committeBlse Organisation is also one of the
world’s most respected sources of statistical data variety of topics. The Organisation
has approximately 1850 permanent staff members.

2.2 Introduction to the OECD pilot telework program

In January 2003 the pilot was launched. A propagas developed to present to the
Executive Directorate and the Secretary Generahpgroval. The policy for the pilot was
drawn up by HRM (Human Resources Management) asamsnto convince participants,
managers and teleworkers of the project’s viability

The policy was approved in September 2003. In Ndar 2003 the first pilot teleworker
began to work from home on a two-day per week b&slist workers were chosen by HRM
staff who searched in directorates who could pmgdndidates for the project and those
willing to make a financial commitment of 1,000 esiper participant.

Some directorates were less enthusiastic than sotteerput forward pilot telework
candidates for several reasons. Often the issuevaluating relevant job-tasks was an
obstacle. The financial commitment, though minimals a point of discussion. Some
directorates also had communications-related coscédeetings were held between HRM
and directorates at the beginning of 2004 to ds@adential issues concerning teleworkers.
In the end, all directorates solicited, except oaecepted to participate in the pilot
programme. Workers were selected according to fhesiiormance, the level of trust they
held with respective managers, and their abilitgaay out their job autonomously (at least
3 days per week).

By May 2004 there were 6 pilot participants. Thevere 8 in June 2004 and 10 in

September of the same year. Quarterly meetings Wwele between participants, the IT

department, and the pilot co-ordinators. Pilot fsta¢ére also part of an on-line forum,

launched on a weekly-basis by the co-ordinatoggréwide a basis for meeting agenda and
also to provide communication means for problembeaesolved. Most technical issues,
often related to IT, were resolved by end 2004. Htework pilot group had stabilised at

the target of 20 and financing for the 2005/200@tpprogramme was approved by the
Organisation.

2.3 Telework: research questions from the employee per spective

Whilst there appears to be a latent demand fowtele such as in the case for the OECD,
it is unclear in the literature whether teleworkaisfit for all employees. What are the
motivations behind employees’ demands to telewdd?y do some workers feel that

telework fits into their type of job? What are tetek’s effects on workers? These and
other issues concerning advantages and disadvantddeleworkers will be examined in

the following section.

Part-time work issues



The OECD teleworker population works on a part-tinasis, 2 to 3 days a week at home.
Part-time work, for the purposes of this literattegiew and proposal, will therefore refer
to work carried-out for less than 30 hours a wegk It is important to outline the link
between standard and non-standard work withinehenvbrk context. Within the category
of non-standard work, we find telewoad part-time work. If we posit that workers who
do not conform to the ‘standard’ work regime suffem disadvantages, we can also posit
that it is likely teleworkers also suffer from dis@antages, since they are also considered as
‘non-standard’ workers. It is important to notetthize part-time teleworkers in the OECD
are atypical in these two senses. For the caskeoOECD, for colleagues and managers,
OECD teleworkers are part-time workers, since ttaybe perceived as such.

Part-time work has continued to gain importancemiast developed countries [3]. Its

penetration in most countries, however, varies thedliterature does not provide us with
robust data. In the European Union, the numbegadftime workers from 1992 to 2002

had increased by 18.1% [4]. The amount of part-tineek done by men and women

however varies considerably [2, 5]. This variatelows a trend that women work more
part-time. There is often a failure to show, hoarewhy women in part-time work are at a
disadvantage. In France, in a recent OECD regjrtif was found that close to 14% of

total employment was filled by part-time workenswhs also found that 80% of these part-
time workers were women.

The Eurostat Labour Force Survey [4] found thahmEU 15 that 14.1% of those surveyed
worked part-time because it was impossible to infilll-time job. Conversely, 31.9% of
those surveyed in the same study claimed that wueked part-time because they wished
to. It is important to note that 25.8% of peoplerkiog part-time claimed to do so for
family-related reasons. It is not clear whethat-ime workers do so because they would
like to work more at home instead of other optiomMdoreover, there is a lack of similar
studies in this area.

From the Eurostat Labour Force Survey, we can bkat rtearly one-third of part-time
workers choose to do so for greater working hoexifiility. This is particularly the case for
women, who are the vast majority of part-time woskiem France [2]. These figures could
also be unreliable as they include all categoriesvarkers, including temporary ones.
Potentially the numbers of women working part-tinie, addition to higher levels of
precariousness due to a temporary status, couhiber.

Although the EU provides the part-time working diree to ensure equal pay and
conditions vis-a-vis full-time workers, part-timeovk tends to be concentrated in the
secondary labour marker [6]. In contrast, it canrberred from the literature that part-time
workers must also accept lower level working cdndg in general, vis-a-vis non part-time
workers in similar jobs. How does part-time workeat part-time teleworkers? In Edwards
and Robinson’s study i.¢he business case for part-time workers amongsiif@acanurses
[5]. The three main disadvantages identified b-managers of part-time nurses were:
communication and information flow, management anpervision and work orientation.
These themes all relate to the issues which emiargar literature review. More notably,
this study shed light on the failure for line-maeegand part-time nurses to reach mutual
benefits [5]. This study opens debate for furtmeestigation into the costs and benefits of
part-time workers.

One key disadvantage for part-time workers in gtisdy is their failure to gain more
responsibility in their jobs [5]. The study alsocopides empirical evidence that nurses
guestioned had more disadvantages than benefits.eample was leaving trusts in order
to take advantage of more flexible working arrangets. It was also found that employees
seeking more flexibility considered seeking emplewtnfrom temporary work agencies.



This study shows that part-time workers tend talisadvantaged in terms of opportunities
for training, development and career progressiowak found that this is due to work and
supervision systems which are designed for fulktworker. This creates problems for the
management of part-time workers. It could be irferthat teleworkers may suffer from the
same disadvantages and for the same reasons. Oithestigations provide evidence

supporting results of Edwards and Robinson’s study.

Although Edwards and Robinson do not compare resaltother populations, results are
congruent with those found in Hoque and Kirkpatsatudy onNon-standard employment
in the management and professional workpla@eHoque and Kirkpatrick found, however,
that disadvantages linked to the marginalisation pafit-time workers were more
concentrated at higher occupational levels. Thiglyst demonstrates the advantages of
using role sets by examining responses of part-timekers from the perspectives of full-
time workers, managers and part-time workers. &k&@nination of costs and benefits from
multiple perspectives, for this reason, is partidyl useful in study on part-time
teleworkers, such as in the OECD sample.

The data in both studies do not show what effeds-tpme work could have on

teleworkers. It would be useful to examine a papah of part-time workers with varied

occupational levels, such as those of the OECDwtale pilot programme. The

disadvantages in both studies are supported bfatluee for managers to provide flexible
working arrangements which could have lower costsworkers seeking positions with
conditions comparable to counterparts working fimie. Both studies also lack evidence
showing the impact of part-time work over a periofd time, which could be found

longitudinally.

Flexibility issues

Respondents in EU studies suggest an increasetk desm workers for more flexible
working schedules, with a significant movement bagig in the 1980s [4]. These
schedules include part-time work, compressed warkks, term-time working, job
sharing, teleworking and flexible retirement (bydweing hours in periods preceding
retirement). Flexible employment practices alsdude variances in the days and hours of
work, part-time work, accumulated working hours éotimely basis e.g. monthly, yearly),
job sharing, temporary employment, contracted waykiours and telework [8]. From the
standpoint of employees, flexible work schedulesl@¢oesult in reduced stress, improved
family relations, and enable them to manage thepetimg demands between work and
family life. It is also reasonable to assume thapleyees will be motivated to work for
organisations that allow them to enhance the balaetween work and family life.

Employees in European countries continue to demaockased workplace flexibility,
although their needs are not always specified @sadds for greater work/life balance.
This situation is unclear as work/life balance iseaent phenomenon [4]. The European
Foundation (EF) describes flexible working and ueld profiles of ‘atypical work’ in its
reportFlexibility and working conditions: A qualitativend comparative study in seven EU
member countriefd]. Classifications of ‘atypical work’ according the EF include non-
permanent employment, temporary agency work, pad-temployment and self-
employment. This study, however, fails to providey aobust data on trends as to what
‘atypical work’ will become. The EF also statesrthare significant divergences in EU
countries in the distribution of what is describesl ‘atypical work’. These differences
included variances in labour legislation, socideets and gender roles [4]. It appears,
however, that the definition of ‘atypical’ workislative since employment schemes are not
homogenous for ‘typical’ work in the countries sedl According to the EF, and for the
purpose of this study, telework appears to fit itdegories of ‘atypical work’.



According to the EF, working conditions in the Bb,general, have worsened [4]. These
include ergonomic conditions and unfavourable wugkénvironments. In the EU it was

found by the European Foundation [4, 9] that algiofiexible working has been brought to

light from movements beginning in the 1980’s anthgd momentum incrementally since,

the growth of non-permanent and part-time work hasught precarious aspects to

employment. These aspects include poor healtlekiasues linked to stress and physical
fatigue due to increased pressure. What doesnish for the growth of telework?

It was found in the EF study that there is an d@ecrease in non-permanent work and
this can be found equally amongst men and wometlirtountries. The trend is prevalent
in EU countries, albeit large differences in sextand occupations. This study, however,
has provided limited insights on non-permanent warkd its impact on telework.
Significant trends in employment flexibility in Enpe were found in the same study by the
EF over a 5-year period (1995- 2000), with a sarsjde of 21,500.

These include:

-non-permanent employees are either young (less #ayears) or old (more than 65
years);

-the proportion of those in self-employment incesawith the age of workers.

In can be concluded that this study, in additiontlte study done by the European
Foundation [4], could show there is an increasemnployment precariousness and desire
for workplace flexibility. It is, however, unclearhat the link between telework and
flexibility is. In at least one study it was foutitht telework has had a positive influence on
workplace flexibility [10]. Workers expressed greaflexibility in organising work time
and gaining a strengthened sense of control.iitésesting to note that in this same study it
was found that telework had an increased effectlexibility for workers. This study,
however, fails to provide data from perspectivégepthan teleworkers on telework effects.
In the same vein, it is unclear from the literataretelework, what types of flexibility are
referred to (e.g. temporal flexibility, flexibilithased on skill sets, etc.).

Work/life balance and satisfaction issues — Fransgiosition in Europe

Though debated for over 20 years, it can be coedutiat work/life balance remains an
unclear concept. Within the work/life context, seslon flexible employment provide a
basis for comparison on work-practice, and moréiqdarly, a means to recognise trends.
Within the spectrum of flexible working arrangenmgnelework has anchored a position,
although studies fail to show parameters withinolihbptimal use of telework could have
optimal positive effect on work/life balance for ployees and employers. Telework also
appears to have a positive effect on family lifé,[12] through more flexible schedules, as
one example.

According to the Baseline Report on Work/Life Balan[8], flexible working time
arrangements are a key component of the debateodklife balance. It was also found
that there is a significant latent demand for théxiworking from workers for greater
work/life balance (over 2,500 workers surveyedhea UK), in this British study. There is,
however, in the literature a failure to provideiable data to be used for the French
working population.

What are the drivers behind work/life balance? ©héhe major thrusts of the work/life
balance movement is the participation of womenhim paid workforce [8]. Other factors
that can influence work/life balance issues inclutle existence of atypical working
(including teleworking), the growth of the part-enworkforce, longer working hours,
work-related stress, childcare needs, the ageipglption and its demand on workers for



parent-care and work/life conflict (including pspdbgical and physical effects). It is clear
from the literature [8, 13, 14, 15, 16] that atsliethree main forces have continued to shape
the notion of work/life balance: working hours, texible workplace and the role of
women in the workplace.

In addition, O’Driscoll [17] and Zedeck and Mos[é&B] describe five main models used to
explain the relationship between work- and non-wisek[19]:

-The segmentation model (work- and non-work lifeéhao influence on each other).

-The spillover model (work- and non-work life canfluience each other in a positive or
negative way).

-The compensation model (what is lacking on onesphan be replaced in the other).
-The instrumental model (activities on one spharefacilitate success in the other).
-The conflict model (difficult choices must be maated result in significant overload).

Research on work/life balance, however, remainscticl The main resource for European-
wide investigation on work/life issues stem fromeTluropean Foundation for the
Improvement of Living and Working Conditions (Eueam Foundation). One survey from
the European Foundatio@ender, Employment and Working Times in Euri@® found
diverging preferences from workers such as therelésiwork less hours for lower pay (45
% of those questioned) and that men prefer a 37 Wouk week and women a 30 hour
week. What other factors impact the current deloatevork/life balance in Europe and
France?

The 35-hour work-week is one recent example of éganattempt to reduce work hours
and impact work/life balance [21]. In France, tba Aubry of 1998 and 2000 reduced
statutory working hours per week from 39 (voteaitatw from 40 in 1982) to 35 as of' 1
January 2000 for companies with more than 20 eneglsyand as of*1January 2001 for
others [4]. The introduction of the 35-hour workekeforced employers to negotiate with
social partners on a variety of issues such aarthealisation of work-time, part-time work
and the organisation of annual and overtime leave.

However, in France, telework adoption as a reasamdintain work/life balance may not

grow in the next few years due to the 35-hour wedek policy implemented in 2000 by

the French socialist government [22]. Despite therter workweek, there appears to be
lower levels of flexibility for workers. This sugsges that telework could be an additional
work/life balance option.

The implementation of the 35-hour work week isl €dperiencing growing pains since it
has not yet been unanimously accepted by all seofathe economy, notably some labour
unions. It was found, however that the 35-hour wedek has had opposing impacts on
work/life balance: surveys of employees show tihairtquality of life had theoretically
improved but their working pressure had intensifegdl that hours were more irregular
[22]. It was also found that although France enjsysie of the shortest working hours in
Europe, studies show that the French feel that tliegot have enough time [21]. Why is
this so?

Generally, it was found that most people who needece time are working women with
young children and less so for men. This can berasted with the figures from the
European Foundation [4] for women’s place in panetwork and demand for flexibility.
Méda [21] fails to show why this is so. It is sugtgel that since men spend more time in
the work place, and in the case of a working celtbased on presence, women are
disadvantaged vis-a-vis work/life balance due &rthon-standard status. In this vein, the



implementation of a work-week based on time spentvork accomplished, rather than
objectives of the firm, as is the case with teldwavill also bring new challenges for the
negotiation between employers and employees irtlsadithe work/life balance in France.

Although work/life balance initiatives linked toetreduction of the work-week have been
introduced in the countries reviewed, only Fran@es haken legislative measures to
significantly reduce the work week by implementthg 35-hour work week and de facto
force social partners to negotiate and re-defiggirements of employers and employees.
The requirements of employers and employees alset rmeek new forms of work
arrangements in order to provide additional flditypi This suggests that there could be a
demand for telework for this flexibility.

We can conclude that France’s measures taken tweased work/life balance, the 35-
hours working week being leading factor, can predumdesirable repercussions for
employees. This can potentially be at odds witplegees demands.

Telework and gender effects

In the literature, based on US studies, in the $§980st teleworkers were women who
needed to persuade their employers to allow themotd from home in order to care for
children [23]. There was a dramatic change in thpufation composite of teleworkers in
the 1990s. A wide range of professions were reptedein telework populations at this
time [24]. Professionals chose to work from homerider to avoid interruptions. Working
at home allowed workers to take advantage of otiserilost’ time. This suggests that there
is a link with the changes brought by the informatiage and the internet boom
experienced during this time. Beginning in the 198tk literature reveals that the reasons
for teleworking evolved, and that it is not cleatelework is as gender-based as in the
1980s. Furthermore, from Hotopp’s study [25], warte that most people who were
allowed to telework in the UK were men, as welfrasn another by Collins on Lloyds of
London telework programme [26] which showed tha thajority of teleworkers in his
study were men. In Hotopp’s study, it was alsowahdhat about two-thirds of all
teleworkers in a sample of European countries (ofiolg France) were men. This study
fails to show, however, what percentage of men wodhen respectively requested to
telework as well as the type of position they had.

Some significant trends in employment flexibility Europe concerning gender were found
by the European Foundation [9] over a 5-year pefi@®5- 2000), with a sample size of
21,500. These include:

-men tend to have full-time jobs;
-men are more likely than women to be self-employed

It remains unclear whether there is a link betwiedirtime employment, self-employment,
and gender. On the one hand it could be arguddsihee more men have full-time jobs,
women will be at a disadvantage. It can also baexd that since men are more likely to be
self-employed, they can enjoy more flexibility. b does telework fit into this? In the
literature it appears to remain unclear whetherkveategories are directly linked to gender
in the telework context. What types of jobs arerenprevalent for male versus female
teleworkers? Do men really have more opportuniteegelework than women? The
literature attempts to explain propensity to teldwimr men and women, yet fails to show
if the work itself (work tasks) is male or femalendinated and why, as we will see below.

It was found in Ulrike Hotopp’s study that a largeoportion of teleworkers are self-
employed [25] and that the majority of self-empldyeleworkers are men. The study fails
to show, however, the reasons why men and womea haltime jobs and/or are self-



employed and what links this has to desire to tet&w It would be useful to examine the
link between male/female working schedule needsvemat male/females sacrifice in order
to accept employment.

It was also shown in Hotopp’s study that there idamer pool of potential female
teleworkers (18.4 %) versus male ones (14.7 %)r¢sounstitute of Employment Studies).
There is a failure in the literature to provide webdata on what differences there are
between French female and male teleworkers. fragposed, in our study, to view the
impacts of gender vis-a-vis telework at the OECD.

France maintains, in spite of government-suppgstedrammes, often in favour of women,
relatively low levels of telework adoption. Staist show that women in France enjoy
relatively high levels of employment [6]. What mportant to note is that employment does
not mean employment at the same conditions as rifgh levels of female employment
can also be explained in part by high levels ofpofitection and government-administered
childcare [27]. French women enjoy high levels afrkplace flexibility for child rearing
such as job protection and government-subsidiséddcelne facilities. These ‘privileges’
can also be indicative of a certain rigidity in tamployment scheme such as restricted
working hours for women due to childcare availapjlor women taking lower-paying jobs
due to less time available than men to work lorgens [21].

In France, 69 % of women, aged 25 to 54 in 199%veenployed [6]. 80% of women in
France with one or two children under two yearsaie employed. It is not until French
women have a third child, that female employmetdgsaecrease [27]. These figures can be
misleading as there is a failure to take into aotonhy women work (e.g. financial
reasons, family obligations (single motherhood)pwHdoes this relate to potential latent
demands for French women to telework? On the ond,l@ne could consider this situation
a barrier to the development in France for femaipleyment. On the other hand, counter-
examples in other European countries exist. Dennaantt Sweden both have higher
telework participation than France [6] and highelsvof female employment, 79.2% and
80.1% respectively (women aged 25 to 54 in 1998)s suggests that there is also a
‘flexible work’ culture linked to male and femalel roles. In this vein, we can infer that
men and women in France have different desiresléavbrk, through demands for working
hours flexibility. In the OECD, we will look at ddrences in our analysis of teleworker
experience vis-a-vis gender.

Teleworker qualities

A number of studies have attempted to identify geas qualities required for a ‘successful’
teleworker. Home workers responding to Baruch amhd®son’s [28] survey in the UK
cited 45% self-motivation, 42% the ability to woakone, 29% tenacity, and 29% being
organised. Two negative factors identified weré%3ited a need for a social life and 35%
a need for supervision. Mike Johnson [29] in hi®lbdeleworking in Briefcites the
characteristics: being organised, goal-orientedecéf’e at controlling distractions,
independent, effective communicator, easily workhaut office support systems and can
set aside space in the home for an office (basellinae Langhoff, author dfelecom Made
Easy. Other commonly cited traits include the ability be more focused on self-
management skills: organise work schedules, estapliiorities, meet deadlines, and self-
assess performance [30]. Reilly [31] also ranksivatibn, self-guidance and technological
literacy as important. It has also been found bgs&ineault and Boisvert [32] that
individual characteristics that are better suited telework include: having more social
contacts aside from family and work [28, 33, 34sta trusting relationship with his/her
supervisor [28, 35] and does not have a tendenoydowork [36].



There appears to be no clear branch of literatumdefine what characteristics are needed
for telework, nor for which categories of work. érbtudies which have been done attempt
to outline possible ‘key’ attributes, but there ag@pto be no reliable guidelines. The studies
found in this section were, for the most part, basa in-company questionnaires [28]
which can provoke not only bias from responderitscéscontinuing to telework may be in
their best interest), but are also country- anducally- affected. One goal of our study is
to look at the qualities of teleworkers from thegpective of stakeholders. Another goal is
to provide insight into what qualities are mostfukéor teleworkers in the OECD, within a
French context.

Is there an employee demand for telework?

One of the major reasons influencing telework fiitwn employee perspective appears to be
for better work/life balance and a means to rederwork and home obligations [37]. From
the work-life balance study by Hogarth [8], it watsown that employee’s top request was
for flexi-time. In this same study one-third ofrfi@ipants were in favour of working from
home. In another study Hamblin [38] found that 5@f&ecretarial staff would choose to
work at home if it were offered and that home-basedk demand stemmed from those
looking for new employment. This means that potdiytiworkers in secretarial positions
could be attracted to an employer, such as the QHECQDe option telework is available.
This study on the OECD study could contribute ihsigto this. In our population of
OECD teleworkers, it is our aim to find out why pé®»request home-based work and if
there is a relationship within employment, and tzategories.

This view is however skewed by at least one stldye option to work at home: another
privilege for the favoured few?[39] which argues that whilst working at home dana
benefit to employees, it is also a source of diaathges.

There is also a stream of arguments in the liteeatthich point out unexpected outcomes
due to increased productivity for teleworkers. \Waer in the literature it was found that
increased productivity is ‘reassuring’ for emplay¢40], there is also evidence of higher
levels of stress, guilt and overwork [41]. Theste@t are claimed to be related to spatial
isolation. This can also be related to Wiesenfdl] in “Managers in a Virtual Context:
The Experience of Self-Threat and its Effects atuali Work Organisationswhich found
that spatial isolation issues were mitigated folewerkers through the presence of
telecommuting managers. It was also found that emrkwho were supervised by
teleworking management felt that their status aheirtcareers were less negatively
affected. It remains, however, unclear what resafta similar study would provide in a
context such as that of the OECD. We can neveddhfer that telework development in
organisations, through the involvement of manageosild have an effect on telework
growth.

We can evaluate the presumption that people whio teetelework are highly-educated. It
was found in the study by Felstead [39] that 52df%hose who could work at home were
those with degrees. Another study on teleworkerragtiaristics [43] claims that most
teleworkers are high status workers. Are there ntben just status boundaries? Are
women and lower status workers effectively at adlimntage when requesting to telework?
The OECD study can also shed light on reasonsdorehbased telework from managerial
and non-managerial viewpoints men and women.

This brings additional questions linked to the dij@nce between work- and non-work life.
As previously stated, it is also important to nthtat since telework, and part-time work, is
a non-standard workform and can bring additionabdvantages. Why would workers
seek positions to put themselves at a disadvantegyéffe risk lower for higher status



employees and men? For the purposes of this stedwil also look at a comparison of
teleworkers vis-a-vis non-teleworkers to comparegmmalisation, any differences in men
and women participants and why workers requesléwbork.

The literature in the above section leads is tddhHewing key question.

Question 1: What are the advantages and disadvastdgr teleworkers in the OECD
sample?

Based on the previous literature, the followingafetubquestions therefore emerges:
Question 1.1: How is part-time work experiencedddgworkers?

Question 1.2: What types of flexibility does teldnareate for employees?

Question 1.3: How does telework affect work-liféabae in the OECD sample?
Question 1.4: How does telework affect schedul#iserOECD sample?

Question 1.5: In the OECD sample, are there difiees in men’s and women’s experience
in telework?

Question 1.6: What qualities do employees feel mnportant to be a successful
teleworker?

2.4 Telework: research questions from the employer per spective

After having described employee issues, we shaill agamine what impacts employers’
motivation for telework. The literature reviewedllwdiscuss employer advantages and
disadvantages related to telework programmes, dinadustructural barriers, visual control,
productivity and retention issues.

Structural barriers to implement telework in Franc®r employers, such as the OECD

Due to the relatively low penetration of teleworfkiance has initiated a number of
government-supported programmes within the framkwbrState Modernism’, including
telework [44]. Institutions such as the EU [45)e thATAR and CGP in France [46], have
promoted the diffusion of telework in France sirtbe 1990s. Though the numbers of
teleworkers and telework in France have incread&dl fts diffusion has remained below
expectations [44, 48]. These studies have beemsistent and often lack robust data due
to the difficulty of finding teleworkers. One inlet aspect of teleworkers, and moreover
those in France, is that they are not visibleslunclear that the growth of telework in
France has been documented with any precisionis, lhowever, clear that the French
government has endorsed the improvement of intexoe¢ss, at least on a technological
level.

Within the framework of ‘State Modernism’, DATAR $4 has creative objectives for the
next 5 years to improve availability of high spesigrnet access for increased business use,
through fibre optic networks. This suggests tharéhmay be structural issues associated
with telework use that impedes its take up.

One constraint for telework adoption for employ@edrance is a lack of internet and
computer access, especially in regions outsiderlmdéiru centres. In spite of government-
supported initiatives [44], France has experiencadtively little internet usage (16 of
every 100 households in 1998. High speed interne¢ss is available to approximately
74% of French households [50]. Given the Frenchiqaarity of populous urban centres,
with Paris dominating, the 74% of internet accessilable serves a population
concentrated in only 21% of the territory. The Igafathe French government to have the
territory covered by at least one service provieR007 has not been accomplished.



France’s failure to provide nationwide access tmpoters and the internet, is due to the
lack of combined effort [51]. France’s initiativés public access to computer use and the
internet stems from associations of national, negliand local authorities. In firms with
more than 100 employees in France, approximateds fd internet access in 2000 [51].
This suggests that the lack of employers providirigrnet access has impeded the spread
of telework.

France Telecom’s reluctance to encourage intersetwhilst maintaining the minitel was
one root of the problem. The minitel was a commaitidn system, initially offered for free
to all telephone customers from France Télécome minitel was used to send and receive
text messages, including simultaneously, retrieerimation and reserve train and plane
tickets. Although limited to French territory, @gsuld be indeed perceived as a forerunner
of the modern internet. The lack of French-languiadernet sites at the offset was another.
Government initiatives are currently needed in ortte provide computer and internet
access on a nationwide basis. The French statagpasximately 58% of control of France
Telecom. Until the complete break-up of telecomd$-iance takes place, internet access,
and the implications that has on telework oppotiesi remain limited.

The barriers described in this section outline &k laf remote working ‘culture’ which
could be due to structural issues. Because ofttiisdata suggests that French employers,
due to their failure to provide easy internet afd dccess have also impeded the
development of a ‘remote-work’ culture. What otHactors impact managers in the
telework context?

Acceptance issues for managers

One potential constraint for telework adoption mar€e is a tendency to manage based on
presence in the workplace. The French workplaceesamplify a long-hours culture [52]
based on presence rather than output [53]. Theskestare based on empirical evidence
which provide reliable data. However, in the htierre, there is a lack of studies to evaluate
the impact of telework in a long-hours culture gsia method based on multiple
perspectives, such as in the proposed OECD study.

The introduction of the 35-hour work week, althougit applicable to all employment

categories, re-enforces the notion of remuneratiased on workplace presence. This
situation also has implications related to managenstyle for the distinct managerial

employee category referred to as ‘cadre’ [52, F4jere is a lack of knowledge in the

literature concerning this specifically French eaygle category and its effects on telework.
It is also shown in one study on the 35-hour workelw effects by Letablier [55] that

workers, including ‘cadres’, seek more flexibilityersus shorter hours. Although most
‘cadres’ must work within the 35-hour week scheitine, cultural tendency to work long

hours persists [52].

Very often, ‘cadres’ traditionally work longer-h@uthan other categories of workers.
Moreover, in at least one study, it was found thench managers (including ‘cadres’),

versus British ones, had a significantly high agreet rate to the surveyed question ‘good
management is about closely supervising the worthefsubordinates’ [52]. In this same

study, it was found that French managers are highblytical versus a highly expressive
style of British ones. This lack of expressive sthly French managers can imply higher
levels of visual or personal communication withffstaThis study, using the Hofstede

model of culture, can also highlight communicatioarriers between management and
workers in France, which can in part representdraince to telework adoption.

Productivity issues



Productivity is at the heart of the telework deb&de employers as a business case.
Productivity is also known as a key determinanéwaluating employee and consequently
firms’ performance. This can be witnessed by @ygis’ use of measuring tools, such as
those related to performance management, in oaml@ssess employees. The growth of
these tools has often led to the premise that wmildhhave a clearer link between

employees and their contribution to the firm.

There is abundant evidence in the literature thkwork positively affects productivity
[26, 39, 40, 42, 56]. Many of these studies hawnhestricted to one or a few firms in an
Anglo-American context. None have examined teleworkan organisation such as the
OECD in France.

Felstead [57] irChanging Places of Workrgue that more productive ways of working are
not the main motors for telework usage. In thegearch it is claimed that cost savings for
employers are the primary influences, such astthactivity of lower office space costs for
employers. It is further argued that telework pded means to eliminate down time and
‘stretch’ working hours for workers. Does the retiluie of down time for teleworkers
provide higher levels of productivity, or does Ié@have negative effects for employers?
One potential perception bias in this study is gaaticipants were aware of their impact on
the study. Furthermore the study does not inchatential negative effects for employers.
Personality criteria, not mentioned in the stuayyld also potentially impact the motivation
of workers. Personality criteria could include peral circumstances (eg family, health-
related, psychological difficulties) that employare unaware of.

Furthermore, a number of studies in the literatit® have also shown that telework
studies lack methodological rigour. Many of thetgdg weaknesses have been linked to
bias due to self-reports and remain mainly anetddtais argument is especially
applicable, since studies have been carried out free traditional viewpoint of work, that
is to say within a standard work context. It coalslo be argued that since there is a lack of
comparative studies in the literature, findingsklaobustness. In our proposed study it
could be useful to fill this gap through the useaafore rigourous methodology, such as
role-set analysis.

The literature provides us with streams of evidemdech influence us to think that
telework increases productivity, yet fails to pawius with adequate critical insight into
unexpected outcomes of telework participation. Bar employer, traditional views of
employee productivity focus on elements which dbote to employee motivation. This is
based on the view that employee motivation stems fnot only working conditions, but
also from factors such as those developed by Heyzlamd others in needs-based
motivational theories. The uniqueness of this ywtisdbased on the fact that there is no
known theory in the literature which attempts tplain the impact motivation can have on
production in non-standard, part-time situationshsas the case of the OECD programme,
using multiple actors. This gap in the literatungoorts the argument that telework
productivity, in the case of the OECD pilot, coaliernatively be evaluated by comparing
teleworker production to non-teleworker counterpawhat other disadvantages are there
for employers?

One criticism of the literature on telework managés-a-vis teleworker productivity is the
possible perception bias since participants innet& studies are under observation. This
argument is based on the theory developed by EoNayhe Hawthorne studies [59], as
one example. Furthermore, teleworkers participatingudies on a voluntary basis, such as
the OECD pilot, profit from visibility in order tealidate their desire to continue on the
programme (or to promote telework in general). ren gap to fill is the need to evaluate



the OECD’s experience with telework by comparingwerkers with non-teleworkers and
line-managers, in order to evaluate respectivegierd productivity levels.

Other studies found in the literature have cardetdstudies using the role set method to do
this, but none have examined the case of partitesvorkers in a context similar to that of
the OECD. In the literature there is also a failtoeprovide tools to effectively evaluate
telework output. Futhermore, as in the work/ligglsver model [19], the bundle of factors
which relate higher productivity in the teleworkntext (less stress, more time, less
interuptions, for example) to telework contextsr{jiane, full-time, for example) in the
literature is incomplete.

It is of critical importance to fill this gap by edtifying measures of productivity for
teleworkers [26]. Since many elements in knowledgsed work, as is the case of telework
in the OECD pilot, can be difficult to quantify [p&urthermore, it is difficult to gauge
telework activity with a traditional model such th& ratio of input to output. The OECD
study will allow us to see, over time, if there afi#ferences in productivity amongst
participants by comparing them to non-teleworkirmurterparts. In addition, possible
counter-effects linked to higher levels of produityi, which could be considered to be
disadvantages to employers, could also be addréssel as burnout, stress, etc.).

Staff retention issues

lllegem and Verbeke [56] claim that telework canabemeans to attract and retain valuable
employees. Their research focuses on the effettdlewvork has in increasing employees’
skills bases and employability. They argue thatleggrs could attract staff because of the
opportunity to telework. This same study also labke the difference between telework
adopters versus non-adopters in order to explapaats on job satisfaction. This study,
however, did not look at the impact telework cobtlave in the French context. It was
posited in this study that telework positively atfejob satisfaction and consequently the
firm’s resource base. Is it the same case for adfrdased organisation such as the OECD?
In this study we will examine what elements of gddisfaction are positively viewed by
workers. We will have the unique opportunity todfimut what influences part-time
teleworkers at the OECD to accept and remain inelevork programme the programme
is carried out on a voluntary basis. In this veie will attempt to provide empirical
evidence of the impact telework has on the Org#inisa ability to attract and retain staff
who would otherwise not be able to work due to carting issues.

It is our intention in this study to also look &etorganisational constraints which could
inhibit a firm’s ability to attract and retain theest staff. This view can be based on that
firms’ goals of organisational effectiveness as tiogred in  Shin [58]. For telework to be
viewed in accordance with a firm’s needs, its ptéérsuccess could be systematically
evaluated according the perspective of organisatioeffectiveness. In terms of
organisational effectiveness we look at firms em&d environment (open systems),
economic goals (rational) personnel behaviour (lumelations) and the quality of
organisations’ control (internal process). Althougle can find operational views of
telework’s impact on firms’ recruitment needs thgbuthis perspective, it is unclear
whether there is a clear cost/benefit effect fopkyers who need to find staff who may be
unavailable due to geographical and/or commitmenstaints.

The factors which contribute to the successful uidtrent factors of firms in a French
context remain highly limited. The small numberstfidies available significantly limits
our ability to understand the organisational imogtions of telework’s impact on
recruitment and retention of staff.

Is there an employer demand for telework?



The literature fails to provide us with adequatéada support that the implementation of
IT in France could be a barrier to telework adaptior employers. Furthermore there is a
lack of research into the effects of IT-relatediessrelated to telework programmes such as
that of the OECD. It remains unclear whether tRpa@sion of ADSL in France could
represent a benefit for employers, such as the QE€Implement or increase telework
programme participation. The literature reveals rieed for more insight into this issue,
particularly in the French context.

In the literature it appears that the 35- hour werkek has not provided additional
flexibility to employers for schedules. Could tetaw allow employers to meet work
requirements through increased flexibility? Incexhsflexibility could include the
development of work methods adapted to telework rande flexible working schedules.
In this vein, how does telework impact cultural et for employers, such as those in
France, linked to decreased presence of emplogeeh, as higher burdens due to lack of
contact? There is a failure in the literature tovide evidence offering insight into these
guestions in the French context.

There is a lack of longitudinal studies in the Etegontext looking at the development of
tools used to increase communication effectiverfessteleworkers, such as instant
messenger or other synchronous systems. Thesd powide remedies for the lack of
control perceived by managers. The broader rarigmathods that managers have to
envisage to contact employees such as through firegs (e.g. core presence hours) or
asynchronous methods such as electronic post bdands yet to be investigated by the
literature currently available. There is possiblyparadigm shift which differentiates the
way teleworkers are managed vis-a-vis their noemtetking colleagues in similar
positions. One objective of this study is to ofiiesight into these issues in a longitudinal
fashion.

The literature fails to identify clear streams daftal robust enough to show duplicable
effects on productivity, which is a primary busigdsase issue to employers. Most are
anecdotal and are non-comparative in nature. NamawRk by this review concerns
organisations such as the OECD, or any other diejesl longitudinally, in a French
context. The literature also fails to provide casting analysis of teleworker productivity
vis-a-vis non-teleworker colleagues in similar piosis. Through theory, such as that
developed by Mayo [59], we have seen the effeaibservation on studies on workers in
organisational settings. In order to decreaseihiasrr study, we propose using role-sets for
comparative views. Moreover, the use of a longitatlistudy will allow us to evaluate
effects over time.

What are the advantages and disadvantages for genplavho wish to retain staff, such as
those at the OECD, who otherwise could not acceppl@yment due to commuting

constraints? The literature lacks compelling evideto provide insight into the cost-related
impacts on this issue for employers. Our study efoee proposes the following key

guestion:

Question 2: What are line manager's advantages alghdvantages in managing
teleworkers in the OECD sample?

Based on the previous literature, the followingafesubquestions therefore emerges:
Question 2.1: How do structural issues affectvelk in the OECD sample?

Question 2.2: What difficulties do managers expexe relating to teleworkers in the
OECD sample?



Question 2.3: How does the lack of visual contréfee@ manger’s relationships with
teleworkers?

Question 2.4: How does telework affect product®ity

Question 2.5: How does telework affect candidatesision to work in manager’s
departments?

3. Conclusion

The aforementioned research questions provide @uaniopportunity to view the

experiences of teleworkers compared with their te@working colleagues and their line-
managers, and to evaluate the advantages and digades for them in the OECD
telework programme. We will also be able to viexperience according to work activity,
such as job category and skills.

Since teleworkers do have a non-standard statissstiggests that these workers require
policies that are different from those for non-tadekers. What does this potentially mean
for other organisations? Through this study, tiCO telework programme could become

a vector in advising other international organmadi on telework issues. Finally, similar

organisations located in France could also befafiht the OECD’s experience.
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