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Abstract

Changes in the nature of work e.g. Location InddpahWorking and the growth of
homeworking, mean that managers and their staffmoayvork in close proximity and
so rarely meet in person. The consequent losssitiity and physical presence creates
specific challenges and constraints in relatiothtomanagers' role in the employment
relationship.

As previous research has compartmentalised theearges of homeworkers and their
managers, analysis has always been restrictivieniam an all-encompassing view of
the employment relationship. Seeking to addrasddisparity, this research assesses
the views of both sides of the employment relatgmsthereby exploring the
experiences of managers and homeworkers. Usirngasting organisations, this
research explores how the practice of managemertotaliffers in a homeworking
environment. The case study organisations sudigaisjob role, skill level and
organisational size can influence a line managssibty to exercise control.

Direct control is possible for organisations empigylow skilled workers undertaking
repetitive tasks. Close electronic monitoring effprmance stimulates a cyclical
process of resistance and increased managemeetlsumee. For an organisation
employing highly skilled autonomous workers, direahtrol is problematic. Managers
become increasingly reliant on external proxiepasformance. The objectivity of
these external measures is questionable, whiclegoestly reduces the manager’s
ability to control performance.

As a limited amount of research has investigatedptiacticalities of managing
homeworkers, this research is unique as it haoesglthe influence of homeworking
on a manager’s ability to exercise control. Consedly, these findings will offer new
insights into the practice of management contra@ hmomeworking environment. As
these findings have uncovered some of the speattiilenges of homeworking from a
managers and homeworkers perspective, the pratésalf managing homeworkers
and the potential advantages and drawbacks of ngi home may now be more
readily understood.
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Chapter 1

Introduction

Research Aim

The aim of this research is to assess how theipeaat management differs in a

homeworking environment.

The erosion of physical presence and visibilityliedmgmes conventional management
strategies and consequently this research seeksmloate the impact of this ‘distance’

on a manager’s ability to manage.

As the practice of management covers a wide vaokpyocesses and skills, this

research will focus on one distinct activity — CORIDL.

The decision to concentrate on managerial cordrialrgely based on the limited
amount of research which has been conducted iratbe&s Managerial challenges have
been considered by researchers such as Harris)(2@83Helms and Raiszadeh (2002)
but few have sought to build on the study condubteéelsteadt al. (2003) which
specifically looked at the consequence of a homkwnvgrenvironment on a manager’s

ability to exercise control.
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Avoiding the temptation to follow the precedingndeto treat homeworkers as a ‘one
size fits all’ homogenous group, this research usk case study organisations to
explore if variables such as organisational siae rple and skill level are contributory

factors in the managerial control process.

Research setting: the rise of homeworking

‘Homeworking is not a new phenomenon’, (Baruch,®28@). During the 18and 19
Centuries, the evolution of the cottage based imggssencompassed the idea that basic
production could be performed at home by varioumbess of the family. Bythell's
study (1978) of homeworking during this early pdraf industrialisation concluded

that such workers were insecure, exploited, unadisfdrand often unnoticed. As the
decades evolved, such negative connotations assoeigth working at home (Heakt

al., 1995) were still pronounced during the lattert pathe 28' Century due to the
publicity given to outworking in the garment tragdbere numbers of vulnerable women
worked long hours for subsistence wages, (Patrick®002). Unfortunately such
exploitation continues today as many unscrupulougleyers are still taking advantage
of this potentially vulnerable sector of the labauwarrket (National Group of
Homeworking, 2008), by failing to offer any form employment status, rights and

protection, (Hansard, 2008).
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However, in addition to this historical image oéthomeworker being subjected to
erratic and demeaning patterns of work, th& @&ntury has also seen the growth in a
different category of homeworker. Moving away frtime perception that
homeworking is a role largely occupied by highlypmssed female workers
undertaking manual tasks (Phizacklea and Wolkow#85), today’s homeworkers are
more likely to be males undertaking managerialfggsional, technical or skilled trades

occupations, (Office for National Statistics, 2005)

Advances in technology and organisational develaprhave supported a change in
gender, occupational type and pay level of homeearstkPieperl and Baruch, 1997).
Acknowledging that work within the home is not ameccurrence, Harpez (2002:74)
argues that the real change centres on the fadise individuals work at home but
within the structure of the organisational framekvoAdvances in communication
technology have increased the availability andibel#ty of homeworking for a larger
proportion of the labour market who can now surplas$oundaries of the office.
Broadband connections and smartphones for examw@eools which now enable
employees to undertake their normal duties withendonfines of their own home. The
growth in this category of homeworker can also t@oaited to significant structural
changes within the UK economy. The decline initralal industries such as coal and
steel and the subsequent rise in the service deat@ changed the characteristics of the

‘a typical’ homeworker as more job roles can nowpbgormed within the home.

Kirsten Stevens, Doctorate in Social Sciences 14



How does homeworking affect a manager’s abilitgxercise control?

Undertaking work which is dependent on electromarpssing, (Huws, 1995), work at
home is now viewed by homeworkers as a flexible wfayorking (Sullivan, 2001)
which may be particularly appealing for employedth waring responsibilities for
ageing relatives (Hakim, 2004) and workers witHdrein under the age of 16. As the
Government has recently accepted proposals to eéxtencurrent right to request
flexible working arrangements (Employment Act 20@#)employees with children
under the age of 6 to 16, the potential likelihaotaving to consider the availability of
homeworking is undoubtedly going to be influencgdhese legislative changes
(Gribben, 2008). It is therefore not surprisingttfamily and work-life balance are

commonly occurring themes in discussions concerhorgeworking (Sullivan, 2007).

Whilst the freedom and autonomy afforded by tharreto the cottage based industry
was predicted by futurist Toffler (1980) and théseguent claim made by Bill Gates of
Microsoft that by the year 2050, 50 percent ofwloeking population will operate from
the home workspace, (Morgan, 2004:345) the curmmelitations of the actual numbers

of homeworkers in the UK makes it hard to suppochsa prediction.

Reports on the actual numbers of homeworkers acktbgustify due to the difficulty

in establishing an agreed definition. Differingns such as teleworker, remote worker
and homebased worker are used interchangeably whecafore contributes to the
confusion. According to Felstead al. (2000) over a quarter of the UK workforce now

perform some work at home.
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The Spring Labour Force Survey (2006) narrowsfigige down to 268,964
employees who mainly work from home and a furt#8,424 who work from home at
least one day a week. The differing definitionsduto make such calculations may
explain the variation in figures. Although Hayraesl Lupton (2000:323) would argue
that ‘even allowing for some flexibility in defim@in, most teleworking surveys do not
usually vary much more than 1 per cent.” They ssgthat the figure is more likely to

be recorded as 4 per cent of the UK workforce wigorrking at home.

Academic Perspective

Whether homeworking is a commonplace phenomenarvastly over estimated
working practice is subject to debate. Howevez,dtudy of the teleworking
phenomenon is fairly new, (Baruch, 2000:36). Altgb interest in this field is steadily
increasing, it is still an under researched afallivanet al. (2007) support the view
that research into the efficacy of homeworkingaailitating the combination of paid

work, family and other aspects of people’s livestib relatively scarce.

Research conducted by Felstead and Jewson (2008) the concept of homeworking
into the academic arena and engendered the begiohimew lines of research.
Adopting a very broad focus, their research sotmbting together the differing facets
of homeworking (e.g. Health and Safety and Ternts@onditions etc.) which had
previously been considered in isolation (Huws, 1884 Hakim, 1985). Subsequent
research has concentrated on addressing the tistews that Felstead and Jewson

(2000) intimated were worthy of further investigeii
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Such successive pieces of research have focust @sychological and social aspects
of homeworking from the perspective of the emplof@@ard and Shabha, 2001),
together with the consequences of homeworking otk @od family boundaries
(Sullivan, 2000 and Tietze and Musson, 2003). il and Lewis (2001) and Marsh
and Musson (2008) have analysed the specific issiugsnder roles and identity in a
homeworking environment and identified how homewmgkcan perpetuate traditional
family and work roles. Whilst the managerial ceafies and dilemmas associated with
homeworking and virtual teams have been consideyddarris (2003) and Helms and
Raiszadeh (2002), relatively few studies have expldthe phenomenon of
homeworking in relation to the experiences of bmémagers and home-based workers.
Felsteacket al. (2003) study sought to redress this imbalanceskgssing both the
technigues and strategies deployed by managers supamnvising homeworkers and

exploring the perspectives of the employees in sesfrhow they are managed.

As previous research has compartmentalised thegeirges of homeworkers and their
managers, the resulting provision of advice has bestrictive, lacking an all-
encompassing view of the employment relationsHibpis research will therefore seek
to build on the existing study conducted by Fel$tgtaal. (2003) by exploring the
effects of this working practice on manager’'s &pilo exercise control. Previous
research has largely treated homeworkers as a leroag group, thereby neglecting to
explore the differences in the nature of homewakind the influence of job role, skill
level and organisational size on a manager’s glidiexercise control. By providing
such distinctions, this research will address d¢lais and consequently add value to the

academic arena.
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The findings of this research will also be of valaeemployers of homeworkers and to

those employees who work at home.

Research Question and Objectives

The primary purpose of this thesis is to exploeedhbestion:

‘How does homeworking affect a manager’s ability teexercise control?’

In order to assess the influence of job role, $&ilel and organisational size on this

particular working practice, the specific reseasblectives are as follows

1. To critically explore the practicalities of managinomeworkers, in order to
assess the impact of this working arrangementmarsager’s ability to exercise
control.

2. To critically evaluate the experiences of homewmshe respect of how they are
managed and the specific challenges and benefit®iing at home.

3. Compare and contrast the views of managers andworkers in order to
identify any similarities and differences in themayment relationship.

4. To specifically examine the influence of a homeveoik job role, skill level and

organisational size on a manager’s ability to eisercontrol.

Kirsten Stevens, Doctorate in Social Sciences 18
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Personal motivation for the research

My personal interest in the topic area of homewagkiegan in 1999. Undertaking
research for a Masters Degree in Human Resourcadéanent, | was fortunate to gain
access to a small IT organisation who employed hariers. They had no office
facilities and their team of 9 consultants, 4 Dioes and 1 Manager, all worked from
home in various locations throughout the UK. Idesrto establish the ‘Hometruths’ of
homeworking from the perspectives of the individoameworkers, my research
explored the positive and negative aspects ofwbiking practice and the methods the
organisation employed to overcome the drawbackshhd already experienced. Upon
the cessation of my research, the Managing Dirguexdlicted that the company would
employ a further 30 homeworkers over the next 3sye®Vhen beginning my doctoral
research, | had intended to revisit this orgaroseto continue my research. However,
this was unfortunately not possible as they hadntg been acquired by a much larger

organisation who, when approach, denied me access.

In addition to the primary research conducted 18942000, homeworking is also an
area of interest to me due to the nature of mygid. | am a Senior Lecturer in Human
Resource Management at Coventry University andcassequence of my subject
discipline | have been involved in a JISC fundeskezch project entitled ‘Adjust the
Balance.” This project explored the experiencesahagers and employees who were
either working remotely or intending to become réenweorkers in the near future.

As a consequence of this research, | supportegeigarch team in developing training
materials and guidance for managers of remote weked also advice for individuals

new to remote working.

Kirsten Stevens, Doctorate in Social Sciences 19



How does homeworking affect a manager’s abilitgxercise control?

Coventry University is also piloting Location Indemlent Working for Academics and
Support Staff. | have recently agreed to becorbecation Independent Worker as part
of the 29 pilot group and will therefore be giving up myio#f from 8" October 2008.
This means | will be able to work from home foraugrage of two days a week and
when | am in the University | will only have accésssery limited ‘Hot Desk’ facilities.
Putting the theory into practice will be an intereg experience. | am sure | will
emphasise with some of the comments shared byatttieipants in this and previous

research, as | learn for myself what it is likenork from home.

Plan of research

This thesis is organised in the following way:

Chapter 2 — Management Control and Homeworkingvaw of the literature

In order to develop a thorough understanding ofriegghts into previous research
relating to the research question — ‘How does hoonkiwg affect a manager’s ability to
exercise control?’ — a critical review of existilitgrature is required in order to set the
research in context. This chapter will therefgopraise the key themes and ideas

which have emerged from current research.
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By firstly highlighting the purpose of managemeantol, the issues which have
prompted the introduction of homeworking and esteéraegarding the actual numbers
of homeworkers, this Chapter is then split into twain sections. The exploration of
iIssues associated with the management of homeveonkkiinitially be appraised
before considering the individual reactions to abdity to cope with homeworking.
This chapter concludes with a summary of the engstiterature, thus identifying the

viability of continued research.

Chapter 3 — Methodology

Having undertaken a review of the literature pertirto this research, this chapter will
describe the methodological approach and providstdication for the methods

employed.

Split into five sections, the chapter will begin dhigcussing the overall research design
and chosen approach. Ethical considerations andgécific data collection methods
employed will then be identified. The penultimagetion will highlight the methods of

analysis before finally addressing the limitatiafishe research.

Chapters 4 and 5 — Findings and Analysis

Chapters 4 and 5 will present the data collectedeamalyse the information gathered.

Chapter 4 will address research objective 1 anckthee explore the issues relevant to

the management of employees who work at home.
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Chapter 5 will consider the findings which are aggidle to the homeworkers

themselves (research objective 2).

During the course of the discussions, both chaptemgare and contrast the views of
managers and homeworkers (research objective 3landgxamine the influence of job
role, skill level and organisational size on a nggra ability to exercise control

(research objective 4).

Chapter 6 - Conclusions

This chapter will demonstrate the fulfilment of basf the four objectives of this
research and address the overall research quefmssible future research interests

will also be identified.
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Chapter 2

Management Control and Homeworking: a review of the

Literature

Introduction

In order to develop a thorough understanding ofiasigihts into previous research
relating to the research question - ‘How does hoanking affect a manager’s ability to
exercise control?’ — a critical review of existilitgrature is required in order to set the
research in context. This chapter will therefgopraise the key themes and ideas
which have emerged from current research in the ar@omeworking and

management control.

By initially highlighting the purpose of managemenntrol and the varying control
mechanisms employed by organisations, this chapliethen consider the issues which
prompted the introduction and utilisation of homekiog as a viable method of
working. The challenge of estimating the curramhber of homeworkers will
subsequently be addressed in order to establisthetir@tion of a homeworker which
will be used in this research. The penultimateiges of this chapter will explore
practical issues involved in managing homeworkiegether with individual reactions
to and ability to cope with homeworking. The cleptill conclude with a summary of

the existing research, thus identifying the viapitif continued research in this area.
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Management and the pursuit of control

At its most basic level, management is about mathinggs happen. With the overall
responsibility for achieving the given objectivdglte organisation, managerial
activity, according to Fayol (1949), involves 5 maiements: 1) Planning, 2)
Organising, 3) Commanding, 4) Co-ordinating an@€6introlling. Identified as the
final function in the process of management, theral purpose of control ‘involves
setting desired standards and measuring actuarpehce against them; from this,
analyses of differences between the two will be eratdd remedial action will be taken
where necessary,’ (Pettinger, 2007:605). Withreege purpose, mechanisms of
control can and do vary between organisations aodrding to Stewart (1991), control
should be exercised in a variety of ways. Acknalgiag that there are a number of
different schools of thought on the use on contrarganisations, the use of control
mechanisms will be determined by 3 contrastingpeatives (Rollinson, 2008).

Firstly, the underlying assumption of classical exggment theory is that managers
have a right to manage and therefore control egainate management activity.
Secondly, control is an inevitable mediatory prec&kich may lead to specific
advantages in terms of efficiency but it can alaeehadverse implications for
employees. And thirdly, based on Marxist princgp(#894), labour process theory
focuses on social control and the subordinatioafedur. In this environment,
‘exploited’ employees will attempt to resist sudtics control regimes. In order to
contextualise these differing perspectives, isseatial to undertake a brief historical

review of the factors which have influenced managyenpractice.
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Evidently, the number of influential factors aresvand diverse, but for simplicity, this
review will seek to address the most significararaes which demonstrate the use of

control and changes in the employment relationship.

The distinguishing feature of the late capitalist, evas the emergence of managerial
hierarchies for the coordination and control ofresmoic activities, (Tsouskas,
1994:289). Adopting Taylor's (1947) concept ofestific management, traditional
manufacturing environments amplified the hierarahgtatus of managers whose
primary function was to control the behaviour ofrlsgrs. Embedded in classical
management and labour process theory, these pgédgribed working environments
largely achieved control through direct surveillandvlanagers took complete
responsibility for the allocation and executionaadfrk, thereby removing the
opportunity for employees to have any say in hosytworked. Managers had
legitimate power as workers recognised and acceaptdauthority. The fundamental
nature of the manager’s role was to exert powemtaia discipline and ensure the
objectives of the organisation were met. Manageesl rewards (physical, material or
symbolic) and punishment (deprivation) to secuma@aance with these organisational
goals, (Sisaye, 2005:53). Viewed as componens pérthe production line, workers
were treated like machines to control productiod mnessence managing people
became like a science. The successive emergemsaragerial hierarchies, such as
those akin to mass production and large bureacaregianisations, (Tsouskas, 1994)
created a particular type of working environmeiatt ttonsequently influenced

management thinking and practice.
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Resisting management power and freedom of actien]1960s and 1970s saw a
significant growth in trade union membership. Heit pursuit for democracy, workers
attempted to claw back control through a collectigee. Trade union membership
therefore reached its peak in the late 1970s wBamillion people (49% of the
workforce), were members of a trade union, (Met&003:170). However,
collectivism in the workplace waned throughout 18&80s; partly as a response to
political pressure from a right wing governmenthe UK which sought to regulate and
ultimately curtail union activities, and also besawf the vagaries of economic
recession. At this time there also emerged a grgwobdy of what became known as
‘excellence’ literature (Peters and Waterman, 18&hter, 1983) which promulgated
the notion that employees are an organisation'atgs¢ asset. This approach was
underpinned by much of the TQM and HRM literatuppearing throughout the 1990s.
It has been argued that the emergence of manag@maetices such as TQM and
HRM, along with demands for increased workforcaifidity amounted to a ‘paradigm
shift’ (Thompson and Ackroyd, 1995:618) wherebyamed individualism changed
the way managers controlled the workforce. Contaany management practice
achieved workforce compliance via mechanism sudbnagloyee Involvement
(Marchington, 1992) or cultural control (Ray, 198@hompson and McHugh
(2002:114) argue that the locus of control shiftedh external to internal regulation.
Internalised control is achieved through employe®mitment based on values rather
than rules and empowerment techniques enable maeag¢o delegate control to self

managing teams.
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In post bureaucratic organisations, the utilisabbmore socially acceptable means of
control become paramount as workers are more awdheir rights (supported by a
plethora of legal instruments now regulating thekyment relationship) and seek to
fulfil their own needs from the employment relasbip. Giving employees more
control over how they achieve their targets andaviddal work activity, the aim of
empowerment is to increase job satisfaction anditpywhilst at the same time
improve the profitability and performance of thgamisation. A typical increase in
company performance of 7% (Wood, 2007) is oftelm@ased with the introduction of
empowerment, but the direct correlation betwees phactice and improved job
satisfaction and loyalty is much harder to measiires quite apparent that employees
do become empowered to decide on their own methodsonsequently they then
become more accountable for their behaviour angides. For this very reason,
employees may decide to resist empowerment duesteetlisation of increased
accountability and possible exploitation (Johng®94). It is therefore quite ‘plausible
that management and employees will offer quitardispperspectives as to the meaning
and success of empowerment and thus offer a diffeienension to the understanding
of empowerment,’ (Greaslet al.,2005:359). Nevertheless, continuing managerial
interest in such areas as HCM (High Commitment Mangent) and Partnership,
indicates that many still believe this mechanisnaswfural control and compliance is an
effective means of gaining commitment to corpogatals and thereby minimises

dissent.

Kirsten Stevens, Doctorate in Social Sciences 27



How does homeworking affect a manager’s abilitgxercise control?

Collins (1996:30) concurs with this view that em@oment is actually a practice that
enhances managerial control by reclothing it inrtietoric and concerns of democracy.
Pursuance of these cultural control strategiesledabanagers to marginalise
unwanted behaviour in the workplace, thus workees@quired to identify with the
corporate ethos and such compliance renders aravioein deemed to be outside the
desired corporate parameters as deviant (Willmi&83). Individual employees
become agents of control and consequently polieeules themselves to ensure
adherence from other members. Kunda’s resear@2j®Emonstrates how the
pressure to conform can become far greater andatkiy lead to employee burnout,
which is somewhat self-defeating for managemeie third order level or ideational
control (Sturdyet al. 1992) described above is therefore less depermadedirect

unobtrusive forms of control and favours controldefas, beliefs and attitudes.

However, the shift from an industrial to a servi@sed economy has witnessed a rapid
influx of information technology which in turn hsosted new forms of control. Used
as a tool to enforce control, advances in comphdsed technology now enables
management to constantly monitor staff throughuee of CCTV, telephone call and
keystrokes surveillance. Such surveillance caeitter covert or overt in nature. For
example, key card access to individual rooms amnddays may be introduced on the
pretence of concerns for security, although thisgrmation may also have a dual
function as it can provide management with det#ilspecific employee movements

during the course of the working day (Stuedyal. 1992).
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In respect of more overt and visible control tegueis, quantitative and qualitative
control methods are imposed on employees as maagenow able to continuously
monitor the precise outputs of each employee. KAoicall centres represents the
latest phase in taylorist developments, which gitsrto elevate management control to
new historical levels by target setting and momigyin real time, both the quantitative
and qualitative aspects of employee performanBain(et al.,2002:173). The strict
regimes operated by many call centres has recemnsth media attention and has
resulted in ‘modern day call centres earning thwigaet ‘sweatshop.” (Seddon,
2004:21). Working in such intense environmentgrapves are controlled in a very
autocratic manner with managers performing botledoand explicit inspections.
Electronic surveillance becomes the dominant mdashanf control which has

rendered perfect the supervisor’'s power, thus alitimg the possibility of worker
resistance, (Fernie and Metcalf, 1998). IntergsfirBain and Taylor (2000) challenge
the panoptican metaphor proposed by Fernie anddilete a simplistic assumption that

the monitoring of call centre workers thereby aiudis workers resistance.

Bain and Taylor (2000) report how call centre ageatn intuitively anticipate when
they are being observed and exploit supervisorgriaistency. Disputing the electronic
panoptican, their research demonstrates how wodtaspt to claw back control in
highly prescribed working environments that areeblasn low trust relations and low
task discretion. However, Bain and Taylor (200@&&nowledge that the case study
organisation used in their research is not typ€ahe call centre sector although is
does share many of the characteristics of centribe dnighly routinised extreme of the

‘quality-quantity’ spectrum.
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Many call centre operatives have little control otree office ergonomics. The
organisation of desk space and direction, lighind temperature, visual and acoustic
privacy facilitates the control process as workersome subjected to the regimented
work space and surroundings (Bal@tyal. 1998). New ways of working, such as
homeworking or remote working has the potentialiminate the regularity of work
space as employees can control the temperaturkiahhey work, organise their work
space to suit their own needs and eliminate ocimjeise as appropriate. For example,
some workers may prefer to work with a radio othie background, but permission
was not given when they were in the office. Whilsineworkers are able to avoid the
work building as a structure of control, advaneesmformation technology and
particularly electronic surveillance means managegsable to use video cameras to
monitor self-discipline compliance and obedience@agst those without face-to-face

interaction, (Sewell, 1998:415).

Working at home has the potential to extend momigpand control from the workplace
into the home, (Sturdgt al,1992:230), but from an employee’s perspective, the
opportunity to implement strategies to resist tham®rol mechanisms (as described by
Bain and Taylor, 2000) may be limited due to theklaf visibility and physical

proximity of their manager or supervisor. Bain draylor (2000) highlight how call
centre operatives learned, by observing their sig@ns behaviour patterns, when they
were about to be monitored. The Supervisor woldd g their headset and look
around the room in the direction of where they wadyeut to listen in on telephone
calls. Call agents would also make use of the fgtwe’ when their Supervisors and

Managers were in a meeting.
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Whilst homeworkers may be able to avoid the catgaae (Foucault, 1977) and find
spaces to escape (Knights and McCabe, 1998), tirepe at a disadvantage as they are
unable to directly observe the behaviour pattefribar Supervisors and be informed

when the management team are in meetings.

Unfortunately, the control ramifications of workiagjhome are unclear (Olson, 1985)
as limited research has been conducted in this &elsteackt al. (2003) did engender
new lines of research in the area of homeworkirdgraanagement control, however
subsequent research on homeworking has failedpjglesment these findings. Further
research will enhance this limited understanding) laopefully provide new insights and
recommendations for the management of homeworlkedetailed review of the

existing literature on homeworking will be presehie the following sections.

All change?

Over the past two decades, a proliferation of newsaof working such as freelancing,
subcontracting, homeworking and outsourcing haisesamwithin the UK labour

market. Consequently, the changes in organisdtginactures, demographic
transformations and social values together with mé@armation technologies, have
according to Johnson (2004:722) begun to alterdleeof managers with the need for a
chameleonic manager being ever more present. titaal control systems associated
with hierarchies and chains of command are, in sorganisations being substituted or

replaced by organic-based processes and structures.
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Management control still exists in the employmetationship, but through the
utilisation of work practices such as empowermeot teamworking for example, the
methods become less intrusive and obvious. Slawe# exists but in the form of self-

surveillance, rather than direct managerial sulievece.

Conversely, in the service sector in particulagates in computer based technology
has propelled the use of electronic surveillanca dsminant mechanism of control.
Essentially, the post-bureaucratic organisatiooahs, such as those operated by call
centre employers, are no different from the thesoemmerging during the late capitalist
era. ‘It is unrealistic to suggest that thereasiething new occurring to work
organisations at the basic organising principM/afson, 2006:271). Smith and
Thompson (1998:555) argue that the ‘shadow of siiemanagement continues to fall
over contemporary work organisations, reinforcimg tiew that greater managerial

control is currently being exercised in the labprocess.’

Influences on the rise of homeworking

It is evident from the above discussions that $icgmt structural changes and trends in
management practice have occurred in the UK labwrket as decentralisation has
moved the UK from a manufacturing to a service@eetonomy. An increasingly
competitive market, brought about by the dynamfggabalisation and advances in
technology has seen an increasing use of non-sthodgeripheral work arrangements

(Kallenberg, 2001).
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The impact of a global economy on the need formisgdions to be available to
customers during different time zones has promgptgenisations to review their
strategic direction and structures. In responsmdworking has become patrticularly
appealing for employers who wish to increase thedilability to current and potential
customers. One of the reasons why this is feaslideae to the ability of
communication technology to surpass the boundafidse office. PDAs, Smartphones
and Broadband connections allow employees to uakketheir role within the confines
of their own home or any other remote locatione @ecline in traditional industries
(such as coal and steel) and the growth of thaesector has therefore resulted in a
larger proportion of roles now being performedatnle. Originally viewed as a role
largely occupied by highly oppressed female workeidertaking manual tasks
(Phizacklea and Wolkowitz, 1995), homeworking isvrem option for a larger
proportion of the labour market. A variety of sd@and economic changes have
supported the growth of a different category of bamrker as high paid and highly
skilled professionals can now work from home duadweances in technology and

organisational development (Pieperl and Baruch7)199

In addition to the economic and technological clesnglemographic trends are likely to
continue to influence the appeal of more flexiblerking arrangements, such as
homeworking. For example, working at home mayvalkm employee to juggle their
caring commitments with their need to work. Witle porojected increase in the age of
the population, this may be of particular intetestvorkers whom have caring

responsibility for ageing relatives (Hakim, 2004).
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Hodder and Stroughton (1999) support this viewidedtify homeworking as a method
to retain trained staff who need flexible workingamgements to care for dependents.
The potential likelihood for employers, in havirggdonsider the availability of
homeworking, will undoubtedly also be influencedlégislative changes. In
accordance with the Employment Act 2002, all emeésywith children under the age
of 6 have a right to request flexible working agaments from their employer. The
Government has recently agreed to proposals tisashiould be extended to parents
with children under the age of 16. When this i®sred, this could have huge
implications on the increasing availability of honwking, (Gribben, 2008).
Homeworking has also received much political attentiue to the associated social
and environmental issues as homeworkers reporfiteeotincreased autonomy in
balancing work and life as well as cutting out anng and environmentally damaging

commuting journeys (Tietze and Musson, 2003).

Who works at home?- Definition and numbers

Having considered the varying issues which havaay influence the rise in the
numbers of people working from home, reports oraitteal number of current
homeworkers are hard to justify due to the diffiguth establishing an agreed
definition. Differing terms such as teleworkernte-anchored worker (Wilks and
Billsbery, 2007) remote worker and homebased woakemused interchangeably which
therefore contributes to the confusion regardirgrthmber of individuals who work at

home.
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Organisations also categorise homeworkers in @iffieways and with no single agreed
definition, figures could be compiled on the badi®hizacklea and Wolkowitz (1995)
broad categories of what constitutes a homework€etstead and Jewson (2000)
restriction of the definition to include only indual workers undertaking routine

clerical tasks.

Justification of an increase in homeworking is peatatic as ‘robust statistical
evidence is scarce,’ (Felsteatal.,2005:416). Whilst acknowledging that there is no
single data source available which can truly esentfae number of homeworkers in the
UK, Felsteackt al.(2005:417) believe that the annual Labour Forawé&uis a more
accurate source of statistical data as particigaens, since 1992, been asked to
indicate their location of work. According to thabour Force Survey, 2006, there are
currently 268,964 employees who mainly work fronmigoand a further 423,924
employees who work from home at least one day &w&he Office for National
Statistics (2005) compiled these figures basedem belief that teleworking is
intimately linked to the concept of homeworking dhdre define a teleworkers as
someone ‘who works in a location that is sepanate fa central workplace using

telecommunication technologies to enable this.’

However, the CIPD (2007) indicate that for the msgs of the Labour Force Survey,
the Office for National Statistics defines telewenkas ‘people who work mainly in

their home or mainly in different places using haasea base, who use both a telephone
and a computer to carry out their work at homelfilising this definition, the Spring
Labour Survey (2005) undertaken by the Office fatibhal Statistics, indicated that

there were around 3.1 million people in the UK wirked mainly in their own home,
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or in different places using home as a base. ®hggest that the number of
homeworkers in the UK has risen from 2.3 milliorSpring 1997. The Spring Labour
Force Survey also reports that 90% of teleworkeyskwn managerial, professional,

associate professional and technical and skilkdketoccupations.

However, these official figures may grossly undenegte the true extent of
homeworking in the UK, as they fail to measuredbetribution made by the ‘hidden
economy.” For example, Mitter (1986) argues thdedline in the officially recorded
employees in the clothing industry was accompahied rise in the ‘invisible’
workforce whom mainly worked from home. The acw@dpe of homeworking may
therefore significantly differ from these publisheslnts. It is unfortunate that this
category of homeworker is still struggling to obtany form of employment status and
are vulnerable to exploitation from unscrupulougpkyers (National Group of
Homeworking, 2008). Discussing the content oftdoeise of Commons Select
Committee Report on Homeworking in 1908, Mr Falismilton MP, reignited the
debate in Westminster Hall on"®2anuary 2008 to discuss the range of issues still
affecting homeworkers some 100 years since thlindcommendations were
published. The Government acknowledged that tisesBll a need to address the
problems faced by vulnerable workers and have ksitigl the vulnerable worker pilots

and vulnerable worker enforcement forum (Hansab@82
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Such exploitation is not new. Bythells’ study (89Bf homeworking in the 8and

19" Centuries concluded that the homeworker was imeeexploited, undefended and
often unnoticed. Involved in early industrialisatj basic production was performed at
home by various members of one family. With ecratidd demeaning patterns of work,

these homeworkers were low skilled and preparaudbidx at subsistence wages.

Whilst such homeworkers are still in existenceyiéav supported by the recent
parliamentary debate), this study seeks to focubewiews of a differing category of
homeworker, ones who do have protective employmehts. In this instance, all of
the workers were employees of one specific orgéinisavhich has issued them with a
contract of employment. In return for the fulfilnteof this contract, these salaried
homeworkers will undertake specified duties andeheaelear reporting structure in

terms of being assigned a Line Manager.

Supporting Baruch and Nicholson’s (1997:16) deifomitof a homeworker as ‘an
employee who performs all or the greater part eirthvork from a domiciliary base,
physically separate from the location of their eoypl,” the homeworkers involved in

this study will be either:

1. An employee who works permanently at home.

2. An employee who works from home for the majorityttugir time with the

occasional need to undertake work within clientpses.
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The distinguishing feature applicable to each ef2ltategories of homeworkers is that
they are all working in a location which is separfitom a central workplace, in
addition they are physically independent of botirthine Manager and other work
colleagues. They will use a personal computehéncourse of their work and various
telecommunication links to communicate with th@elmanager/supervisor and

colleagues.

Accepting the definition and category of homeworietlined above, the objectives of

this research will therefore be:

1. To critically explore the practicalities of managihomeworkers, in order to
assess the impact of this working arrangementmarsager’s ability to exercise
control.

2. To critically evaluate the experiences of homewshe respect of how they are
managed and the specific challenges and benefit®ing at home.

3. Compare and contrast the views of managers andworkers in order to
identify any similarities and differences in themayment relationship.

4. To specifically examine the influence of a homeveoik job role, skill level and

organisational type/size on a manager’s abilitgxercise control.

In partial fulfilment of objectives 1 and 2, thdléwing sections will explore practical

issues involved in managing homeworkers, togethir wdividual reactions to and

ability to cope with homeworking.
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Managing employees who work at home

Fostering the current mood to provide workers aittonomy, homeworkers may
naturally become empowered due to the physicatitmtaf work within the home.
This change in work location challenges the tradai nature of the employment
relationship, as workers are, to some extent,ffiaa the rigidity of traditional control
mechanisms. Homeworkers are not under the diees gf their manager and
consequently can have more control over their waykiatterns. The erosion of
physical presence and visibility of homeworkerssdpet conventional management
strategies under threat. The loss of workersbiligy is identified as one of the most

serious consequences of managing home-based wAatsteackt al, 2003).

Split into two sections, the exploration of issassociated with the management of
homeworkers will firstly consider the impact of tless of visibility on a manager’s
ability to exercise control before assessing tifiecabf physical separation on the
manager/homeworker relationship. Although discdssesolated sections, the

concepts are inherently linked and therefore sospeds will inevitably overlap.
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Visibility

Impact on a manager’s identity

The lack of visibility manifests itself on both s&lof the employment relationship
affecting both the manager and the employees. ramanager’s perspective, the
physical separation means that symbolic trappigsamagement are no longer visible
to their staff. Visual cues such as a larger effigth expensive furniture, a reserved
space on the company car park, attendance at Boegtings and a dedicated Personal
Assistant reinforce a Manager’s status and pow#rinvan office environment. ‘The
way work space is ordered reproduces and reinfdrieearchical authority

relationships within the organisations as, for eglanthe further up the hierarchy you
are, the more space you have allocated, the mashlg it will be decorated and
furnished and, essentially, the more control yolli véve over its operation,’

(Thompson and Warhurst, 1998:164).

Working at home, employees do not see these ‘lishafisociated with hierarchical
position and this may therefore affect the perceptif seniority from their
homeworking subordinates. Consequently less englsaglaced on positional power.
It may therefore be harder for managers to repteaghority. The appearance of a
manager plays a role in control in the workplacéoasal dress communicates a role of
command and authority, (Valsecchi, 2006:133). é&séworkers work in a completely
different context this social image of managersobses irrelevant. Does this therefore

mean that the manager has to work harder to re@fibreir status and gain respect?
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Whether managers ultimately seek status is a nargeid debate, but it is worth
acknowledging how a manager of homeworkers maydekinished sense of prestige
and a threat to their professional identity dueheophysical separation from their

members of staff.

Observation of performance and contribution

* Management Style

Many managers may be uncomfortable at not beingtabbbserve subordinates at
work, as traditionally, presence in the office wibsignify that their employees were
working. Ahshed (2004) believes that managergwfate workers need to relax and
move from a mindset of physical presence to ormutfomes and clearly defined
measures and objectives. Unfortunately, many memsagf home workers fall into the
trap of developing control mechanisms to check batwheir employees are doing at
home, rather than checking on the work being dd®esearch commissioned by both
the City and Guilds and the Institute of Leadersimd Management (2007) concluded
that managers need to focus on measuring resthir ridan relying on checking that

staff are present.

Of the 200 managers surveyed, 35% of Managerdisaidhey needed to know when
and where their employees are working. Paraddyic20% also said that they trust
their employee’s to manage themselves, althougmvidnr¢her questioned, 29% of

managers indicated that they need to monitor #maployees’ progress closely.
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This indicates that they do not trust them to martagmselves. Unfortunately, the
study has limitations due to the ambiguity regagdime sample selection. The City and
Guilds only identify that 200 managers respondetthéar survey but little is known
about the nature of their work, the size of theaorgation and sector. Consequently the
advice provided may not be applicable to the varétorganisations and job roles that
are now working remotely. However, the inhererntigaf this research lies in the
concurring proposition that trust should be a redtaomponent of the employment
relationship. The City and Guilds research coneduithat managers of remote workers
should be developed as leaders and consequengigadelresponsibility to their team
once initial direction has been provided. FavogicGregor’s Theory (Y) assumption
of human behaviour and the human relations appraheneby managers favour
controls of a more indirect kind, Lucas (2000:12jues that ‘command and control are
out. Consultation and communication are in ... Tdeaiof a leader as an autocratic;
domineering, opinionated character are fast becgpmit-moded in industry. It doesn’t
fit with the new knowledge-driven economy where gleaexpect to be consulted not
commanded, nursed not nannied.” Inevitability sdomm of control will be required in
order to ensure that the objectives of the orgéinisare being met, but the devolution
of power to workers, due to the lack of visibilapd presence, signifies the need for a

change in management style.

Adopting a leadership perspective, managers of tenvorkers are recommended to
focus their attention on people and abscond fromemmnitoring of task completion.
Hertel (2005) supports the need for managers tfaliteams to focus on leadership

concepts and let go of traditional controlling piees to ones which coach and motivate
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their workers. Nevertheless, the virtual naturewth an employment relationship will
create a number of fundamental obstacles to thignfeht of a leadership role.

At its most basic form, leadership concentratethemeed to both inspire people and
get to know them and assumes that individuals artevated by the need for affiliation.
Inspiration and a degree of team spirit will bedearto engender as the leaders are
unable to provide influence through their physjpasence. Commenting on the
differences between virtual and conventional wagkand leadership, Symons (2003)
suggests that whilst the role of the virtual leadanore subtle and less authoritarian, it
Is essential for the leader to invest time in bagdhe team and developing mutual

trust.

Time dedicated to the formation and maintenanaelafionships, is a luxury not often
afforded to managers of remote working teams. lligldace to face contact would
provide teams with the richness of communicatiba,availability of contextual cues
and immediacy of feedback (Warkenénal.,1997:982) to support the creation of
relationship links, but the geographical disperobteam members means that
managers are reliant on forms of electronic comeatiun channels. It is not always
feasible, due to time, location and costs, to @dyimeet with the whole team on a face
to face basis. The utilisation of email and in&trpased chat rooms may therefore be
the only option. Whilst the use of such methody,nmatime, lead to collaboration
among the team, they lack the deeper kind of ragpat can be developed during face
to face communication. Pauleen and Young (200):48fi.e that email
communication is suitable for pure information exiehe but is an ineffective method

for facilitating social interaction and buildingagonships.
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Where possible, face-to-face meetings should bewraged to secure better working
relationships and understanding. This is a vieppsuted by Pricewaterhouse Coopers
whose Head of HR Services stated that ‘you cardegplay the social impact of being
in the office and the power of having people wogkin teams face to face. That

creativity is not easy to replicate over the in&tn(Bland, 2007:44).

e Individual input and trust

The limited opportunity for remote teams to estblonds through physical face-to-
face contact will inevitably lead to relationshipat take longer to mature.
Consequently trust will become fundamentally imaott ‘Trust develops through
frequent and meaningful interaction, where indialduearn to feel comfortable and
open in sharing their individual insights and canee...” (Holton, 2001:36). The
limited frequency of meaningful interaction placemote workers in a vulnerable
position. The lack of personal familiarity meanatthoth the manager and each team
member will have to trust that each party will ménetir specific obligations. Due to
the lack of direct control, Holton (2001:37) argtieat remote managers will need to
substitute conventional control mechanisms witligaér level of trust in the

relationship.
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The development of clear goals and expectationfuagamental methods to building
and maintaining trust. Acknowledged as a key cont@ managers, trust and
accountability are linked as having establishedifpeexpectations managers must
ensure that such targets are met on time, in buadgkat standard, (Robison, 2006:3).
Vague goals and a lack of awareness of individo@iies will erode trust and
therefore the transparency of performance is esdemlanagers must ensure that they
and other team members are confident in the competef the team. In order to do
this, managers must make sure that there is a whekarstanding of the contribution
made by each party and the specific expertiselbhieg to the team. An office
environment provides workers with the opportunatysée their colleagues in ‘action’
and develop a greater understanding of the aesvihey are undertaking. This is not
feasible for remote workers and therefore it isantgnt to replicate this with access to
diary commitments, online success stories and geaanouncements concerning
promotions, transfers and awards etc. Howevergénised and maintained correctly,
the use of IT as a tool to disseminate informatcam enable managers to strictly
control what information is exchanged and the paldr timing of its release.
Consequently the manager can ensure that the coration briefs are accurate, with
the same consistent message being delivered neeatibers of the team, thereby

avoiding the dangers of ‘Chinese Whispers.’
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e Out of sight = Out of mind

The need to keep abreast of changes, gossip anshdtsyin priorities was considered
by homeworking managers in a recent Microsoft neteaurvey of more than 1000
workers (Gribben, 2008). The homeworking manageggested that they felt more
vulnerable at home and were therefore attemptimgdee back to the office to protect
themselves against sudden job cuts. Whilst tmgesureflects the attitudes of workers
during a worrying period of potential economic dawn, the research reinforces the
fear many homeworkers have in respect of beingobsight and out of mind.” The
City and Guilds (2007) support this view as thesearch reported this as being a
particularly pertinent issue. Managers fear thairtremote workers may miss out on

promotional opportunities due to their ‘invisibyit (City and Guilds, 2007).

Being by passed by the grapevine and not beinigarright place at the right time” will
be frustrating for employees whose career aspiratioclude the need to climb the
hierarchical ladder or develop new skills in moeendinding roles. If career prospects
begin to suffer as a result of being less visibléhe workplace (Huwst al., 1990), the
lack of promotional opportunities may force thegciion to leave the organisation.
However, from an organisational perspective, homking is advantageous as it can
assist organisations to retain trained staff, paite to the lack of geographical
constraints (IDS, Homeworking, 2005). In a conwaml! office environment, those
fortunate enough to secure a promotion have toipdljs go where the new role

dictates and subsequently relocate, not only thiesebut also their whole family.
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Office workers who decide to accept a new role ghaw control over the location of
their work. In contrast, homeworkers have moretr@bas there is no need to move
where the organisation demands. The homeworkeuwdartake their new duties at

their existing location, their home.

Technology as a source of control: Homeworkersremeer out of sight

Supporting the view of Allen and Wolkovitz (1987 would certainly be a mistake to
suppose that working at home leads to fewer réstng, increased autonomy and the
end of supervision. Sophisticated communicatiehrielogy now presents
management with the opportunity to measure prexigguts and monitor the activities
of homeworkers. The exact start times, loggingoeffiods and even keyboard strokes
per minute made by each employee can be accesdethalysed by managers. This is
particularly pertinent for managers of home locatalll centre operatives. Quantitative
control measures are imposed as managers arabdéilto monitor the number of calls
taken and the total time the homeworker takes toptete a phone conversation with a
customer. These autocratic management technigurestidl be enforced upon home
located call centre operatives. However, quahtatontrol measures are much harder
to achieve. In-house operatives are instructédllow a formally prescribed
vocabulary and managers can monitor adherencersuitrds given to those who
comply and do not deviate from the ‘script’. Ih@me located call centre environment,
limited technology may prevent the manager frotefigg in on the call taken by
individual operatives. In this situation, homedted operatives can take control and
ultimately decide for themselves if they wish tpeat the required sentences and follow

the script entirely.
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The manager has no way of knowing if the home bxtatperative is adhering to the
‘qualitative’ rules (Valsecchi, 2006). Researchihg experiences of managers of home
located call centre operatives in Italy, Valsed@®06) observed the willingness of
managers to overlook any violations of the ‘quatitre’ rules due to the fact that home
located operatives were far more productive thair th house counterparts. The home
located operatives became extremely self disciglared consequently worked harder
due to the ‘threat’ from management that any lapséseir performance would result

in their return to the in-house call centre. alshi’'s research supports the findings of
Felsteacet al. (2003) who concluded that very few homeworkers @amed about the
intrusiveness of such electronic surveillance teples and consequently accepted

these control methods.

Feedback on performance

The lack of visibility invariably means that a mgeaof homeworkers has to work
harder to appreciate the individual strengths aedknesses of the team and understand
what ‘makes them tick.” How can a manager prowidéf with the opportunity to

develop new skills, if they do not fully understaheéir current skill base and any career
aspirations they may have? It is therefore imperdhat the assessment of an
individual’'s performance is not restricted to thews of only the manager. The
adoption of performance reviews that use 360 defgestback can help managers to
better understand how members are performing. vidves of other stakeholders can
help to get a more accurate view of the workerfop@ance, potential and

development needs.
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These stakeholders can act as the ‘eyes and tsieoé#ite manager, thereby extending
managerial control, (McCready al.,2001:14). Without these additional ‘eyes and
ears’, for a manager it may appear that on theasarthe employee is achieving all their
targets and therefore has no specific areas ofetnac Observations in an office
environment may be ever more telling, as altholghseme targets were achieved, the
manager may have seen how the employee had torctie goodwill of other
colleagues and/or take work home with them in otdeomplete the work and meet

the set deadline.

Managers of homeworkers can therefore only makelggment of what they ‘see’ in
terms of the actual output of that employee andaatujtional information received
from other stakeholders such as team members atolheers. The reciprocal nature of
the psychological contract means that the mandgefrmn-visible’ worker is ever
more reliant on the employee’s honesty in givingaacurate account of their
performance and developmental needs. In receguaf information, the manager will
then be better placed to raise the profile of th@leyee when appropriate promotional
vacancies occur or specific skills are being sotuglindertake major projects.
Responsibility for the allocation and distributiohwork enables a manager to gain
control and in a homeworking environment a situatizay present itself where
preferential work is unfairly distributed to thoserkers who ‘shout’ loudest.
Homeworkers therefore need to take preventativesorea to avoid such imbalance by
pushing themselves forward and raising their ovaiilg: However, to avoid conflict
and ensure that homeworkers do not over or underast their contribution, it is
essential that managers provide regular praiserendeserved, and acknowledge

specific contributions.
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Some homeworkers can feel anxious and ill-at-eag®ut the reassurance of feedback
from locally present management and therefore akg@vledgement from their
manager can be of great comfort (Baruch and Nicmpl$997). The recognition and
praise of individual or collective contribution effort are existing methods used by
organisations to sustain the psychological contiagtdue to the physical separation
they become ever more present. Concerned wittethes of exchange, the
psychological contract, although unwritten, neeaateftl management due to its
influential nature on the employment relationshiRopsseau, 1995). Continuous
communication, the opportunity for employees toadep new skills and feel a sense of
accomplishment, the involvement of staff in demsmaking and ensuring that
employees feel valued are critical strategies egguldoy organisations to positively
manage the psychological contract (Beardwedl, 2004). The analysis of
communication tools such as bulletin boards andt'cbom’ facilities will give
managers a feel for the issues and problems falsegnteam (Joinson, 2002). Their
participation in these ‘virtual airing of concerrmsin help to provide the team with
encouragement and feedback and subtly instil aegegfrcontrol. Pettinger (2007:606)
agrees that ‘there is a control function inherarthe communication process which
provides workers with feedback on their performané&sidently, this can be achieved

through informal methods or through the formal perfance appraisal scheme.
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Physical Separation

Communication and Control

* Replicating informal control methods

Physical separation does present the manager whalienge in terms of building a
relationship with staff members with which they &ditle face to face contact. Gerke
(2006:103) argues that managers of homeworkers todael more deliberate in their
attempts to build relationships and suggests théstthe basics of managing remote
workers are generally the same as those requirethtage office based staff, there are
some areas that require special attention andteffar example, in an office
environment building relationships happens subdonsty as managers chat with staff
at the photocopier or ask questions about theiilyarhen observing photographs on
their desks. In remote environments, such caswaweters do not occur and therefore
managers will have to be deliberate about buildelgtionships. Ward and Shabha
(2001:63) also agree that communication methodghrieplicate such corridor
discussions, have to be consciously consideregkamhed by managers of remote
workers. The office presents managers with gregiportunities to get to know their
staff and therefore managers of homeworkers needduore that they dedicate time to
speak to their staff about issues other than tHosetly concerning the business. Ward
and Shabha (2001:63) go on to advise managerkefihtane their staff just to ask how
things are going, rather than wait until they haemething specific to say. Furnham
(2000:252) describes teleworkers as forgotten oddeal people and suggests that the

alienation of such workers inhibits people’s natuweed for social interaction.
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Jahoda (1982:154) argues that work provides indaiglwith important social and
psychological benefits, rather than pure econoraio gnd subsequently reduced
interpersonal contact will have negative consegegnémpromptu telephone calls by
managers, which replicate ‘walking the shop flaah help to meet these social needs

whilst also instilling a subtle form of managemeantrol.

* Receiving the ‘total’ message

‘While technology can replace some office functiahsannot supersede them all,’
(Furnham, 2002:242). Focusing on the views ofael&ers within one large
organisation, Harris’ (2003) research highlightee impact of reduced face to face
contact on problem solving ability. One teleworkgported how time could be wasted
as ‘we may be reinventing the wheel when in thé adive minute chat at the
beginning of the day would have suggested a salytist by sharing our experiences,’
(Harris, 2003: 431). Virtual communication wasrtfere less effective than direct
contact in solving problems and understanding Halenges facing all members of the
team. Online monthly communication briefs can helfill a communication vacuum
but Hertel (2005:73) argues that the use of suettrenic media reduces the richness of
information exchange compared to face to face comication. Helms and Raiszadeh
(2002:245) agree that face to face communicatioranes a far richer media than email
as in person conversations go beyond words todechititudes and concerns that are

expressed via body language, facial expressionsogedof voice.
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As 80% of communication is deemed to be non-veiaight, 2007), reduced face to
face contact will make it harder for homeworkingmagers to pick up on the non-
verbal signals his/her workers are displaying. ylimay therefore be missing some

very key messages which are being projected to.them

Consequently, the manager may perceive the emptoyee coping, when in fact they
are experiencing difficulties. Physical distanoé &ck of visibility enables a
homeworker to gain greater control over their ‘sifi¢he story.” The manager can only
make a decision based on the words supplied imeml er the tone of voice during a
telephone conversation. The use of these commiionamethods therefore provides
the homeworker with an increased opportunity tggmtoa certain impression and hide
behind a ‘veil.” In an office environment, thisksy face may be easier to crack due to
the manager being in receipt of a variety of norbakcues. To prevent such distortion
managers must try to schedule regular one to ace,tb face meetings which each
member of their team, a crucial aspects of the mwrieng manager’s role. By doing
so, the manager will be able gain a truer accolititeoemployee’s feelings as they are

able to receive the total message, rather thaistheted ‘virtual’ elements.

Due to geographical dispersion, regular face te faeetings may not always be
feasible and subsequently managers will have téem@nt a range of communication
methods in order to ‘converse’ with their staffor@erence calls, video conferencing
and email are important, but one must not undenasé the value of simply listening to

staff during the course of a telephone call.
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Managers may experience emotional outbursts wheheophone to an employee, or
alternatively, the employee may not be particuléslyhcoming and reserved. The
Manager does not have the opportunity to put ddwerphone and go and speak to that
employee in person, so they have to develop ardifteset of interpersonal skills in
order to deal with the situation. Whilst the magragnay have already received specific
training in relation to counselling skills, the @igal separation from their staff will
require the manager to respond in a different wais therefore not surprising that
39% of the 200 remote workers surveyed by the &ty Guilds and the Institute of
Leadership and Management (2007) indicated thgtribed to develop better
communication skills, particularly relating to theeed to be a good listener and listen

to what is said and also what it not said.

The inability of managers to enhance their commatioas via casual corridor
encounters poses a tremendous challenge for thas@ng remotely. Sophisticated
communication technology improves the delivery spgfean email message and
widens the availability of information via attachmi® etc, but care needs to be taken as
the ‘written word can be so much more harsh tharsgioken word and consequently
even a critique needs to be phrased positivelginébn, 2002:45). Both Managers and
employees need to get back to basics in termsrifidering the content, tone and style
of the email messages they send due to the manytenetations that can be made.
Joinson (2002:46) goes on to point out that thet few messages sent set the tone for
all other communications and therefore it is esaktitat ground rules are agreed at the

outset of the employment relationship.
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Overcoming the gaps left by the lack of face tefaontact, an agreed etiquette can
facilitate better relations between team membedsbatween individuals and the line
manager. Research undertaken by the Work Foumdiatidhe IT giant Microsoft
found that remote workers were desperate for agealgetiquette and clarity of
expectations from their managers as this wouldsagsm in determining where work

ended and their home life began (Tyler, 2007).

These comments highlight how agreed rules regandhregn an employee can be
contacted, a timeframe for responding to emailsthadappropriate time for use of
different communications mediums, can help alliparto balance their work and home
life commitments. The employee is seeking to gaintrol of their work in order to
prevent an ‘overspill’ into the private sphere ledit life. If there is an expectation that
the homeworker can be contactable all the timez@alby outside of ‘normal’ office
hours, then this can put increased strain on fahalynony and may prevent the
employee from disengaging themselves from work.agreed timeframe for
responding to emails is a useful ground rule ferrttanager to enforce, as facilitators of
such teams often feel a loss of control when usmgil communication and describe
being at the ‘mercy’ of the recipient (Pauleen dodng, 2001:196). If an agreement is

made, then both parties are obliged to responkdet@mail within the agreed timeframe.

An email containing swear words, or one that gis ‘text speak’ may be acceptable
to some but to others the content could be totaljyrofessional. The Manager needs to
consider how the recipient will feel if sent an éngantaining a message typed in

capital letters as this may be perceived to beesggre or a virtual form of shouting.
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Clearly, office workers will themselves receive @sahich have left them thinking
‘what an earth do they mean by that? Are theydsarcastic? | don’t know why they
are being like that’ but they have the opportutitgeek clarification on a face to face
basis. Managers of homeworkers therefore needdore that such communication is
clear, concise and also timely. Gerke (2006:10@8peates the use of ground rules and
advises managers to agree with each of their erapk¥) the best way to contact them
(email or phone), 2) preferred number for receivglgphone calls (mobile or land line)
and 3) how best to contact the employee if theamiargent issue. Each employee will
have their own preferences and therefore discussbould take place which take into
consideration individual circumstances. Howevee, preferences put forward by
homeworkers, should be reasonable and realisaeda the manager from assuming a

subservient role.

Home visits: entering the employee’s territory

According to guidance produced on teleworking bg Trepartment of Trade and
Industry, ‘staff who are using their homes for wiackhave a right to privacy out-of-
hours, and to be able to separate their workingnamade lives. Times when they can
and cannot be contacted on work issues shouldree@q2003:14). Consequently, the
DTI also advise managers to only undertake homts\astimes that are both agreed

and acceptable to the homeworker.
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Home visits can themselves invoke a whole rangeoténtial problems as identified by
Felsteacet al (2003). Although some manager’s in their surveytinely noted how
such home visits facilitated a closer inspectiothefdemeanour, attitude and
circumstances of the worker’ (2003:249), a numlieéh® managers encountered
specific dilemmas when entering the homes of thieiployees. The dilemmas ranged
from feeling uncomfortable in asking to use théetphaving to enter the employee’s
bedroom as this is where they worked and arrivingmother members of the family
were trying to eat. Felstead al. (2003) consider how the ‘intrusion’ into an
employee’s home can cite feelings of uncertaingyarding power, authority and status
in the interactions of managers and staff. Theadyins of the relationship shift as the
manager becomes a visitor into the employee’stéeyrand subsequently many of the
manager’s involved in the survey conducted by Eati#t al (2003:250) ‘frowned on
home visits as potentially leading to embarrassagunderstanding or as constituting
an invasion of privacy.” This is particularly pegnt for managers visiting employees
of the opposite sex as such misunderstandings ¢eadbto all types of allegations
relating to Sex Discrimination and harassment &t protect both parties, meetings on
neutral territory, in public view or meetings irethsual head office environment are

recommended.

Although an initial home visit may be required todertake a risk assessment of the
employee’s working environment within the home (igement of Health and Safety
at Work Regulations 1992) the purpose of any sules®gvisits need to be carefully

considered by the manager.

Kirsten Stevens, Doctorate in Social Sciences 57



How does homeworking affect a manager’s abilitgxercise control?

The adoption of other forms of surveillance techiegimay negate the need for the
manager to visit the employee at home, particuldsyuch visits are primarily used to

check on work progress as opposed to concern riagdtte welfare of the employee.

Cultural Control

According to Helms and Raiszadeh (2002:243) ‘thie®fs not only a place to work
but also a place to socialise and to be socialgedhe culture of the company.” The
induction process is a method utilised by orgarosatto shape the identities of their
employees through the identification and reinforeatrof acceptable standards of
behaviour. Any social interaction during the intloic stages of employment not only
familiarises the employee with the many formal aspef the new organisation but
importantly, also shapes the boundaries of whatceptable or unacceptable norms of
behaviour in terms of employee actions and demeaanbhis statement is particularly
relevant when considering the need for a new retwuquickly learn, through the
observation of others, the cultural and behavionoains of the organisation. Informal
methods of evaluating and accepting the cultut@nadrganisation are dramatically
reduced in a homeworking environment. The ‘unddfistories’ often whispered
during coffee breaks, are more telling of an orgations culture than the official

versions passed on by Management.
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The inability of homeworkers to have a ‘chat’ a¢ fthotocopier and/or water cooler
prevents these employees from catching up on thengs and goings of the
organisation and this can therefore restrict thve @mployee’s sense of belonging and
ability to identify with that organisation. Referg to Deal and Kennedy’s model of
Corporate Culture (1982), the ‘Heroes’ elementyofilsolising the company to the
outside world, cannot be learnt through informarahels, it is therefore reliant on the

formal messages provided by Senior Management.

Citing Stewart’s (1991) 3 main forms of control ¢@! by orders, control through
standardisation & control through influencing hoeople think), managers of
homeworkers do become more reliant upon formal atsttof control which influence
the way people think. Peer pressure, as a foroomtrol, is limited due to the physical
dispersion of colleagues and therefore formal natrsuch as the induction process, the
inclusion of a ‘Buddy’ Scheme and any subsequeamitrg courses are used by
management to reinforce acceptable standards aivtmir etc. In a conventional
office environment, such official messages providgananagement are often
supplemented by the collective interpretationsetibfv workers. The emergence of
informal groups, who naturally band together fgomort and to seek clarification, can
often become a threat to management'’s ability tdrog as workers unite together and
work against the interests of management by ragisthange initiatives (Martin,
2005:219). However, as managers can physicallyhese cliques forming, it can be
easier to establish who holds the power withinitifi@rmal group. Approaching the
‘leader’, the manager can then try to get themide ® facilitate the acceptance of

change by the rest of the group.
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In contrast, a manager of homeworkers cannot dyrebserve the formation of such
cliqgues. Membership will be less than apparentsarasequently, managers will have
to make a conscious effort to ascertain who thegtayers are within their groups of
subordinates. Reliant on their own fact finding o@posed to direct observations,
homeworking managers will need to subtly monit@ $ignificance of their existence

to ensure the ‘power’ of the informal groups doesbegin to work against the interests
of the organisation. Nevertheless, in a homewagrkinvironment, informal groups may
have limited significance as homeworkers can steuggdevelop personal relationships
due to the limited opportunity for these employegeseet and get to know each other.
Whilst the restricted rise of informal groups mayiist appear to be beneficial, from a
management control perspective, employers maydstiide to promote informal

groups due to their positive function.

The exchange of knowledge and experience withisetleformal groups can be
beneficial to both employees and employers anctber management may try to
encourage the formation of virtual Communities dd®ce (Lave and Wenger, 1991).
Through involvement in the ‘Community’ workers wallitomatically ingress in the
collective knowledge and equally acquire the tlstwledge of practices that need to
be engaged in to legitimate individual identitylwihat particular group. According to
Bruner (1996:44), members learn to be, rather ghsiiearning about. This
involvement can aid commitment and also improvepgrdormance of the group as
workers share ideas and practices with each otefortunately, motivating individual

members to participate in virtual Communities dd®ice can be difficult.

Kirsten Stevens, Doctorate in Social Sciences 60



How does homeworking affect a manager’s abilitgxercise control?

Citing the research of Williams (1999), Newedlal. (2002:126) identified that 60% of
the online Communities sampled by Williams (1993)arted ‘achieving member
participation was a significant challenge, andidiifit-to-use technology created hurdles
for about 40%.’ Quite clearly, homeworkers papttion in a Community of Practice
will be restricted if technology does not enablenthto informally share ideas and
knowledge. Access to online instant messagingas\such as MSN can make it
easier for homeworkers to stay in touch with eatlieioand acknowledge the issues
facing the ‘Community,” but as previously statedividuals cannot be forced to

contribute.

Having appraised the myriad of issues which restaiter and also support a manager’s

ability to exercise control in a homeworking emptmnt relationship, the following

section will review the impact of this working pti@e on the individual homeworker.
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Working at home

Suitability and Preparation

‘Teleworking only really makes sense with the rigid, the right person, the right
reason and the right boss,” (Holland and Hogan98#). However, the decision
regarding the availability of homeworking rarelkéa into account all of the four
factors identified by Holland and Hogan (1999).rrfhiam (2000:248) suggests that the
very people who should be undertaking teleworkirgyadten reluctant to do so due to
their fear of being ‘invisible’ and postulates thatability of teleworking for ambitious,
self disciplined and conscientious individuals ppased to what he calls the ‘quality of
life brigade’ or those employees whom are neaetioament. Whether homeworking is
imposed on or sought by the employee, it is impegahat time is taken to prepare
such individuals for the change in work locatigdn assessment of the job, the person,
the home working location and the required managespects can help to alleviate
teething problems, long term concerns and costhunmderstandings. For those new to
the organisation, the DTI (2003:22) suggests thel preparation should include an
initial period working within the office environmehefore working remotely. The DTI
argue that a face to face induction period willldaahe worker to firstly familiarise
themselves with the organisation and secondly beamquainted with their many
work colleagues. The positive aspects of adoghiggrecommendation, from a
management control perspective, have been condidethe previous section.
However, the apparent employee benefits will alsoome evident as the drawbacks of

homeworking are considered in more detail.
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For workers who are already employed by the orgdiois but are new to
homeworking, the perception of being abandoned a&yagement (Harris, 2003) is
greatly enhanced if employees are just issued avitiinformation pack and then
packed off home to get on with it,” (Harris, 200354. Time needs to be invested in
explaining the pros and cons of homeworking to éntie employee to mentally
prepare themselves for the change and to allow threeto consider how this working
practice may effect them and/or their family. Gaongently, when they first encounter
one of the identified drawbacks, such as the pdsgibf feeling isolated, it will come
as less of a shock and the employee will also kinow to react to that experience.
Cary Cooper, cited in Garrett (2002) strongly reomnds employers to provide
training on how to work from home, on issues likenmaging work versus home life,
and setting up rules for their families. In re¢apthis additional information, the
employee can then make an informed decision reggittieir suitability to home

working.

An IDS HR Study of Homeworking (2005:2) urges origations to make careful
selection decisions as ‘not all jobs or employeessaited to homeworking (those who
cannot work independently or who are naturally greays may find working in

isolation at home difficult).” As this study sugdg, personality can play a significant
part in the ability of employees to adapt to homew. Extroverts, who relish social
interaction may become deprived ‘from the absefrfieeamllegial community,” (Baruch
and Nicholson, 1997:23). The research conducteBadoych and Nicholson (1997) is
significant as it identifies the personal qualitresneworkers need to be effective in that
environment. The top three qualities were selfivation, ability to work alone and

tenacity. When asked what would hinder the suceEesmewaorking, respondents
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mentioned the need for a social life and the needudpervision as unconducive

gualities.

The location of workspace within the home

In conjunction with an evaluation of the persortsilautes required for homeworking,
Unison (2002) highlight the need to also assessltlysical location within the home
that the employee wishes to use to undertake wWark. Complying with relevant
Health and Safety Legislation, a risk assessmenildibe conducted together with an
ergonomic review as per the Display Screen EquiprRegulations (1992) - (if the
employee is required to use a computer to undedagnificant part of their duties).
The purpose of such assessments are to ascertiamnamployee’s home is conducive
to homeworking. The organisation of work spacthiwithe home can significantly
influence the success of homeworking, both fronoanisational perspective in terms
of performance and also from the employee’s vieth wegards to family harmony and
other work-life balance issues. Having the opputiuto physically detach yourself
from other areas of the home is a luxury not akartb all due to lack of actual space.
Although, working in a separate room may help eriygés to ‘recreate the spatial
categories of work and home under one residerttcdl (Felsteacet al, 2005:111),
some homeworkers may have to adopt a ‘Juxtapos(fi@hsteadet al, 2005) whereby
their work is performed in a corner of a bedroonmmairooned in the middle of a

domestic world,” (Felsteaet al, 2005:113).
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Impact on family members and co-residents

Unfortunately, this type of working environment aaggatively affect the homeworkers
ability to reconcile the competing demands of wankl home and ultimately prevent
them from disengaging from work activities (DoskptB97). The feasibility of a
separate work area becomes ever more apparerarf@workers who share their home
with others, be that family members or tenants étdhese circumstances, the
homeworker will need to take into account the spaeeds of other household
members (Sullivan, 2000). The house is still theime and the implications of
working at home, within the confines of a sharedttay, needs to be carefully
considered. Some family members and also homamtkemselves report feeling as
though they have lost part of their home (Felstgaal. 2005 and Sullivan, 2000), the
home is no longer a place to escape to as the twidsvof home and work become
entwined. The spare room is no longer a placeiftors to stay or the dining room
cannot be used to entertain guests, as these @m@mow occupied by the
homeworker. Negotiations will need to take placth wo-residents if the work area is
to be shared. Rules can be agreed which dictatgnies when the work station is not
available to co-residents, but lack of space anatfoer computer equipment will result

in shared access at other times of the day.

Not only does Homeworking place restrictions oncepéut it can also restrict
behaviour. Capturing the views of co-residentearheworkers, Sullivan (2000)
identifies how homeworking ‘impinges on the freedofhother family members to

make noise or act in a spontaneous and uninhimtather,” (Sullivan, 2000:187).
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Co-residents may think twice when wanting to playd music or undertaking
household chores, when they know that this mayidighe person working at home.
Keen to maintain their professionalism, some homkers become frustrated when
background noise, such as children screaming,tefteeir concentration and may also
give a negative impression to the customer or wotleague on the other end of the
phone. This issue is particularly pertinent ashsnstances may ‘add fuel to the fire’ as
office workers often have the perception that hoorkers are ‘slackers’ who are less
productive (Felsteadt al, 2003). However, organisations such as the AAldvatgue
against this as they have found their home basekiensto be 1 and a half times more
productive than their equivalent office based s@érsonnel Today, 2004). BT also
report that their homeworkers are between 15 aftl Bibre productive and can handle
up to 20% more calls a day than their office bas#ttagues (IDS, Homeworking,

2005:4).

Increased access to work and to the homeworker

The reason for this boost in performance may betatiee increased accessibility of
work. Limited access to an office building duespeecific opening hours, can inhibit the
hours a conventional office worker can work. A leworker has the opportunity to
work at times more suitable to themselves as theyat asked to physically stop work
by the security guard who is keen to lock up tieeflock. A person who is naturally
more alert in the mornings or evenings, can fimebaking pattern that is more

appropriate to their individual circumstances arefgrences.

Kirsten Stevens, Doctorate in Social Sciences 66



How does homeworking affect a manager’s abilitgxercise control?

The homeworker can gain control by establishing thwen routine and making work fit
around their other non-work commitments. For exanap employee may decide to
spend time with their children when they come hdrom school and therefore work

extra hours in the evening to compensate.

Arguably this flexibility is appealing, but homevkers need to be mindful that their
working day does not become too flexible in terrheever actually getting started or
extended to cover a significant proportion of tl¢.dHomeworkers can regularly work
longer hours and forget to take a break ‘due tddblk of the customary routines and
signals from others which mark the rhythm of thekirmy day at the office,” (Baruch
and Nicholson, 1997:22). In an office environm&imhulus to have a break is provided
by work colleagues and also by direct instructimmf management. At home, there is
no one to tell you to stop working or to have aalireso the homeworker needs to be
incredibly self-disciplined. Unison (2002) reminelmployers of their obligation to
ensure that training is provided to homeworkersrtsure that they know the necessity
to take regular breaks and also to stretch andgehpasition when working at a desk or
computer. The requirements of the Working Time WR&gpns (1998) will require
managers to monitor the working hours of employestherefore homeworkers
should not be forgotten. The homeworker will neeegrovide an accurate account of
the hours worked each week, although individuahnigations may have different

methods of recording and collating this data.
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The presence of an office in a home can be a teiopt@ work all the time and to be
accessible at all times. Concerned with the ldckability homeworkers may seek to
re-establish their visibility by ‘engaging in sofoem of display behaviour,” (Felstead
et al, 2003:246). Sending emails early in the mormntate at night is a signal to
others that work is being undertaken. Felstaal (2003) also found how
homeworkers would be inclined to carry their pharith them at all times, including
when going to the toilet, just in case it rang. ridvand Shabha (2001) denote the need
for homeworkers to retain a sense of balance ierdapreserve their self-esteem and
productivity. They suggest that, where possibteanéworkers should replicate the
patterns of the office environment and not feeltgum taking time to go and have a
cup of coffee and a chat with a neighbour. Unfoately, this sense of balance can be
harder to achieve as often, when someone stantsrtofrom home, friends and family
‘see them as available and make demands uportitheimwith frequent interruptions,’
(Bricknell, 1995:28). If the homeworker fails te bssertive with such visitors and
demands on their time, the working day can sooerekby several more hours than

originally intended.

Practical steps therefore need to be employeddhdmeworker to establish a routine
and signal to others (and themselves) that thewarking. Enlisting particular

symbolic and material referents (Tietze, 2005) sagkvearing particular clothes
associated with the formality of work (for examplsuit or tie) and adopting morning
routines (shower then breakfast), the homeworkempessuade themselves that they are

at work.
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Tietze (2005) identified how such acts can be dsedlicators to other household
members that work is being undertaken and theréf@@erson is not available. Such
acts include the use of a traffic light systemighhght when the homeworker can

definitely not be disturbed or the symbolic openamgl shutting of a door.

Identity

Gaining acceptance and an understanding of thés®can be much more difficult for
Homeworkers with young children. As the workeplgsically at home, their identity
Is associated with that of a father or mother. imgyith the convergence of two
identities, homeworkers can often find it hardeestablish which identity should take
precedence over the other. Should they be a fatb#rer or an employee first and
foremost? (Tietze, 2005). Demarcation betweenwoedentities becomes harder and
adopting Parkinson’s (1996) analogy of a ‘fuzzydssi between work and home
activities, the presence of work within the home aatually reveal the other side of an
individual’'s identity. Partners of homeworkers ntewe never seen their loved one in
‘work mode’ before and this can be very shockinghay start to see a different side to
their personality (Sullivan, 2000). Altering thé&ehaviour and tone of voice, the
homeworker may automatically continue to adoptrthasiness demeanour when
speaking to their partners after a particularlyaltdnging’ telephone conversation with

their boss/customer.
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Assessing the impact of homeworking on co-reside&udlivan (2000) established that
the integration of work and family can be a majpurse of conflict. Her research
provides particularly telling examples of the ne@gatmpact business calls can have on
family members who become annoyed when subjectalirigpt and rude tones from
the homeworker’s work colleagues or customers aagocontinually asked to assist

the homeworker with their work (Sullivan and Lew2§01:137).

Under the watchful eye

Free from the direct gaze of their line manageméworkers become increasingly
visible to family members who can (consciously ncansciously) observe the working
patterns of their partner/father/mother. Whilss timight divulge specific behaviour
patterns of the homeworker, it also allows the ‘oaya and goings’ of the household to
be observed by the homeworker. Unable to conbeairtith, family members may
resent the fact that they cannot hide. Family memaitherefore become exposed under
a new kind of surveillance (Felsteatlal, 2003). The surveillance may be in relation
to the undertaking (or not) of domestic tasks wliistlf can be a bone of contention in
homeworking households. Although the distributbdrdomestic work within the

family invariably stays the same, irrespective tiether the man or woman works at
home (Sullivan and Lewis, 2001), due to the faat the home environment is often
associated with feminity, the undertaking of worikhm the home can threaten the

traditional identity of men (Huwst al, 1996).
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Marsh and Musson (2008:35) echo this sentimentblyatringing work into the home,
teleworking fathers are not only inhabiting a geedespace, but also an emotional
context which has previously been held to be lgrfgal women only.” As such, they
may feel pressurised to undertake specific domdsties as they are at home during
the day. Some men may feel uncomfortable withdkithey believe such tasks to be

particularly ‘feminizing.’

In contrast, many women find that homeworking re@ioés their traditional identity in
respect of the allocation of domestic work as tatgmpt to combine work and
domestic life. Arguably this may be the very reastny women decided to work from
home (Olson and Primps, 1984) as it has been edtatiithat women are more likely
than men to swap rapidly between domestic and tasks (Haddon and Silverstone,
1993 cited in Sullivan and Lewis, 2001:138). Horoewng provides workers
(particularly females) with the opportunity to igé the flexibility of their location to
balance their work and family commitments but fome, feelings of guilt and
frustration are often experienced, which resultore elastic temporal boundaries,
(Tietze and Musson, 2003). With limited restrioBdmposed, the autonomy associated
with homeworking can be arduous. ‘A certain amafritexibility can be useful, but
for some, too much flexibility can lead to a lo$sh® ability to control overzealous
work tendencies, (Sullivan and Lewis, 2001:127hoiCe brings decisions, and for
some homeworkers, the wrong decisions can negat@fgct their performance, their

health or the family life.
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The reality of homeworking maybe far from theirgonial expectations as the mingling
of work and domestic tasks becomes chaotic withilgiaonly being maintained by
those who ‘revert back to clock based temporal pr{fEetze and Musson, 2003:446).
In a conventional office environment there is dideion between the employer’s time
and the employee’s time (Thompson, 1967). Theclclbecomes the mechanism of
control and therefore homeworkers may decide tptsiach bureaucratic rules and use
the clock based approaches of time to regulatesaceboth from work and family.
Tietze and Musson (2003:449) identified how homselaeleworkers replace external
default signals with their own internalised timsaiplines and in essence have to

become their own watchers and keepers.

Unfortunately, whilst trusted workers were allovtedvatch themselves, not all
homeworkers could be trusted (Felsteadl 2003) as their home working environment
can be too relaxing (Ward and Shabha, 2001). @Guoally slipping into ‘home mode’
and without the terrors associated with conventioffece-based work, such as internal
competition and the need to impress people, wodkaiaviour patterns may be more
difficult for the homeworker themselves to contréih. an office environment, opposite
activities are employed in order for a balancedaoraintained. Visits to the vending
machine at 11am or going to the pub on a Fridayalrattempts to restore a sense of
balance and fulfil individual social needs. Woxkiat home, these social aspects of
office life are taken away and homeworkers may seekplace this with telephone
calls to their friends or extended lunch breaksroter to meet with other family

members.
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Replacing the internal support networks, the freeadd family members of
homeworkers may themselves become a source of gupgarding work activities.
Unable to bounce ideas with work colleagues orca fa face basis (Ward and Shabha,
2001), friends and family are used as substitutgeherate opinions and possible
solutions. Keen to share successes and churrfalees, this spillover of work issues
into the domestic sphere, may negatively effectifamlations and increase family
related stress (Baruch and Nicholson, 1997) if amiembers feel obliged to offer
their support. No longer able to use the averagencute of between 30 to 60 minutes
(24/7 Work Life Balance Survey, 2007) as an idemaétto wind down and review the
events of the day, family members receive thedgiimination of the issues which are
agitating the homeworker as the commute becomasesstep from one room to

another.

Without the need to commute to work, BT estimaltes their homeworkers save £9.7
million per year on travel costs which has alsg&dlthe organisation to reduce the
levels of sickness absence in the organisatiomtavarage of 5 to 6 days (IDS,
Homeworking, 2005:15). BT report that the perpésinaring of germs within an
office environment and the tiring journey to anonfrwork, can leave many office
workers susceptible to illness. Working within tenfines of their home,
homeworkers are more inclined to undertake workstasen when they may be feeling
a bit under the weather. By not having to reporick, the homeworker’s pay is not
affected and due to the flexibility of their rotegy can gain control of their working

patterns by maybe working later in the day whellirigebetter.
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Who's in control in a homeworking environment?

The lack of physical presence and the loss of wetkesibility presents the manager’s
of homeworkers with specific challenges and con#isa With limited or no

opportunity to represent their authority on a faxéace basis, the professional identity
of the manager is threatened as the symbolic tnggpf management are no longer
visible to their staff (Sankowsky, 1995; Valsec@006). Free from the direct gaze of
their manager, homeworkers are, to some extemt fifioen the rigidity of traditional
control mechanisms and consequently have moreaiaver their working patterns.

In response, specific strategies can be employatdse managers who wish to
maintain the balance of power and/or are unwiltmgelinquish their control. Using

the selection and induction process to reinforaepiable standards of behaviour, the
agreement of specific ground rules regarding aad@@tresponse and contact times and
the utilisation of enhanced communication skillsaf@/and Shabha, 2001), managers of
homeworkers can attempt to replicate existing indeocontrol methods. Physical
separation may warrant the evolvement of trusheemployment relationship but
advances in technology also present managementivatbpportunity to continue the
surveillance of their subordinates in a virtual man Termed the ‘technological whip
of the electronic age’ (Fodness and Kinsella, 129€gtronic surveillance techniques
can be more controlling and autocratic than these@ated with conventional office
environments. Due to the perceived advantagedanefits of working at home,
workers may accept the use of such electronic glanee techniques and therefore not

object to the ‘Big Brother’ philosophy adopted bwit organisation.
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Accepting and predicting the ability of managementontrol (to a large or lesser
extent) their working patterns, homeworkers can aks presented with unforeseen
sources of control due to the location of work wittheir home. The organisation of
work space within the home can significantly inflae the worker’s ability to maintain
the boundary between work and non-work activiti€ee lack of physical space, the
need for shared access, interruptions from anté¢haviour of family or co-residents
can prevent the worker from gaining control of tiveorking hours and patterns.

Unable to disengage from work activities due tae@ased accessibility of work and the
lack of stimulus to have a break, homeworkers aahif harder to achieve a sense of
balance as work begins to take control of ‘themeti’ Whilst avoiding the direct gaze

of their line manager, homeworkers do become irsongdy visible to family members
which itself can be a major source of conflict lbmth parties. Whilst the employee may
have envisaged the positive influence of homewarkin family harmony and their
ability to balance work and life commitments, tieality of homeworking can come as a

surprise if specific strategies are not employeovercome such obstacles.

Summary of existing research

What is apparent from the above discussions reggttie organisational and social
demands of homeworking, the impact of this workpngctice on a manager’s and/or
employee’s ability to exercise control, and thecpared benefits and drawbacks of

working from home, is the viability and value ofrheworking as a research area.
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Research undertaken by Felstead and Jewson (2008} the concept of homeworking
into the academic arena and engendered the begiohimew lines of research.
Adopting a broad focus, their research soughtitmgtiogether the differing facets of
homeworking which had previously been consideradatation (Huws, 1984 and
Hakim, 1985). Subsequent research has concentrataddressing the distinct areas

that Felstead and Jewson (2000) intimated werehwaf further investigation.

Such successive pieces of research have focust @sychological and social aspects
of homeworking from the perspective of the emplof&@ard and Shabha, 2001),
together with the consequences of homeworking otk @od family boundaries
(Sullivan, 2000 and Tietze and Musson, 2003). il and Lewis (2001) and Marsh
and Musson (2008) have analysed the specific issiugsnder roles and identity in a
homeworking environment and identified how homewuagkcan perpetuate traditional
family and work roles. Whilst the managerial ceafies and dilemmas associated with
homeworking and virtual teams have been consideyddarris (2003) and Helms and
Raiszadeh (2002), relatively few studies have expldthe phenomenon of
homeworking in relation to the experiences of bmémagers and home-based workers.
Felsteacket al. (2003) study sought to redress this imbalanceskgssing both the
technigues and strategies deployed by managers supamnvising homeworkers and
exploring the perspectives of the employees in $esfrhow they are managed. Clearly,
their findings are significant as they disclose\theying surveillance techniques used
by managers to compensate for the lack of visybdittheir workers and conversely the

views of these home located workers regarding thesrol mechanisms.
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Although Felsteaeét al. (2003) concluded that these techniques had limited
effectiveness, further research is required toréaicaf their findings are unique to their

specific case studies and the time period of tkeaxch.

Whilst homeworking was evidently not in its infaniay2003, five years on, further
research will help to determine if the practicabtof managing homeworkers and
advantages and potential drawbacks of working atéhare now more widely
understood by both Managers and homeworkers. rébesarch will therefore seek to
build on the existing study conducted by Felstetaal. (2003) by exploring the effects
of this working practice on manager’s ability tceestse control. Previous research has
largely treated homeworkers as a homogenous gtbepeby neglecting to explore the
differences in the nature of homeworking and tHiei@mce of job role, skill level and
organisational size on a manager’s ability to eisercontrol. By providing such
distinctions, this research will address this gag eonsequently add value to the
academic arena. The findings of this researchalsth be of value to employers of

homeworkers and to those employees who work at home
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Mindful of the above, the objectives of this resdaare therefore:

1. To critically explore the practicalities of managinomeworkers, in order to
assess the impact of this working arrangementmaraager’s ability to
exercise control.

2. To critically evaluate the experiences of homewshe respect of how they
are managed and the specific challenges and beoéfitorking at home.

3. Compare and contrast the views of managers andworkers in order to
identify any similarities and differences in themayment relationship.

4. To specifically examine the influence of a homewveoik job role, skill level

and organisational type/size on a manager’s alditgxercise control.

The following chapter will describe the methodotadiapproach used to address the

above objectives and overall research questionw'does homeworking affect a

manager’s ability to exercise control?’
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Chapter 3

Methodology

Having undertaken a review of the literature pertirto this research, this chapter will
describe the methodological approach and providstdication for the methods

employed.

Split into five sections, the chapter will begin digcussing the overall research design
and chosen approach. Ethical considerations andgécific data collection methods
employed will then be identified. The penultimagetion will highlight the methods of

analysis with specific limitations being addressethe final part of this chapter.

Research Approach and Design

When considering the various methods used to ¢aled analyse data and the
techniques available, the researcher needs todmntsie purpose of the research, the

timescales available, their own philosophical vieup and the possible outcomes.

The philosophical underpinning to this researchcaos with a phenomenological
perspective. As such, the researcher acknowlatigasomplexities of human
behaviour and the social world. As humans arerbgémeous in nature, attempts to
explain a phenomena through statistical data, offeores the ‘meaning’ associated to

it by the participants who experienced it.
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Consequently, the researcher seeks to understangedple behave in a particular way
and how people make sense of their world. Aligwéd the exploration of prominent
propositions, the researcher wishes to observénspect any emerging patterns and

apply these findings to the relevant theoreticalospts.

Using the researcher’s philosophical persuasianfasindation to this research, time
was then taken to carefully consider the data sanmolw access could be negotiated,
the differing methods of data collection, approactrethe analysis of such data and of

course time restrictions.

Mindful of the definition of a homeworker (as idéietd on page 37), investigations
were made to locate homeworkers matching this diefm Many individual
homeworkers (who worked for a variety of differenganisations), were known to the
researcher and consideration was given to theiasigepossible random sample.
Whilst a large number of homeworkers were quiteplgap be involved in this study,
gaining the consent of their individual line managaay have proved to be quite
difficult. In order to answer the overall reseaqelestion and the specific objectives, it
was imperative to obtain the views of both managatshomeworkers. A purely one-
sided approach, which only captured the views afagars OR homeworkers, would
limit the value of the research as the views of paty would be neglected. Obtaining
the opinions of the two sides of the employmerdtrehship would allow the researcher
to acquire a truer evaluation of the impact of hamrking on a manager’s ability to

exercise control.
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To address research objectives 1, 2 and 3, anystadg organisations agreeing to
participate in this research would therefore hava)tmanage homeworkers, b) employ

homeworkers and c) grant the researcher accesgh@hrties.

In order to assess the influence of a homeworkebsole, skill level and

organisational size on a manager’s ability to eisercontrol (research objective 4),
attempts were also made to locate organisationsmdtohed these explicit
requirements. A search criterion was thereforatdished in order to find organisations
who matched all of the prerequisites. The orgdiosa agreeing to participate in this
study would therefore need to differ in size. Blearch criterion included specific
requirements related to the size of the organisatie. number of homeworkers.

Efforts were made to locate two employers of hom&ers. One which employed
relatively few homeworkers, i.e. less than a 10@, another who employed a large
proportion of homeworkers, i.e. more than a 1008kens. In addition, the search
criterion included the need to locate organisatiwhe not only differed in size, but also
in terms of the job roles undertaken by their howrers and the subsequent skill level
required by these homeworkers to fulfil the reguieats of their role. The search
focused on locating organisations whom a) empldgedskilled homeworkers
(categorised as individuals undertaking routineetéipe work tasks which required no
previous experience and specific qualificationg) Bphigh skilled homeworkers
(categorised as professionally qualified individuahdertaking complex and

challenging work tasks).
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The decision to use a comparative research desagnatfirst, a very frustrating
experience as gaining access to two different ssizgdnisations proved to be quite a
challenge. Initially, two very similar small orgaations agreed to take part in this
study. Whilst the researcher was delighted to fimal organisations willing to
participate in this research, this sample wouldo®éappropriate as comparisons could
not be made between the two organisations. Thels#aerefore continued to locate a
larger organisation employing homeworkers withetifig skill levels and job roles.
Securing the agreement of larger organisationsmash harder with many quickly
declining the request to be involved. It took mamynths of exploration before an

agreement was reached with a larger organisation.

In the end, contacts and acquaintances of faméndis proved to be invaluable, as they
kindly made initial enquiries to establish the fbay of such research being
undertaken within an organisation known to thenaviHg ‘tested the water’ and
ultimately putting in a ‘good word’, a very largeganisation agreed to participate in
this research. Whilst, to a certain degree, thal thoice of organisations involved in
this study was down to luck in gaining their cortdertake part in this study, the
research design was focused on obtaining a purpasimple (Bryman, 2004:334) of
respondents which would enable the researcheretotbe views of participants relative
to the overall research question and individuadaesh objectives. As a consequence,
this study does not claim to address the viewsexiperiences of the whole population
of homeworkers, only those relating to the focusaahple as identified in the specific

objectives.
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Whilst the adoption of a case study approach nmay the generalisation of the

research findings to the defined population of ‘leswarkers’, its value as an approach
lies in the robustness of the knowledge producite findings will offer some concrete
reality to the specific situation, which manageard Aaomeworkers can hopefully utilise

to inform their decisions and choices in a homewaylemployment relationship.

Case study organisations involved in the research

Access was eventually negotiated with two orgaitueat

Company Red—Small employer of homeworkers performing low stalsks

Company Red employs 14 data input clerks who peemé&nwork from home. All 14
homeworkers previously undertook their role witthe conventional head office
environment before volunteering to work from honvgorking for different
departments, 3 managers and 4 supervisors arensbfmfor these homeworkers. The
managers and supervisors are all office basedhakieworkers live within 20 miles of
the company’s head office and are required to dtéebi-monthly team meeting with

their manager and fellow homeworkers.

In respect of their duties, the work is repetitiviihe clerks are required to input data
onto the company’s computer system via their braadlzonnection. The connection
is password protected. The clerks work a set numieours each day, depending on
their contract and have hourly input targets taeaah This target is slightly less per

hour than the equivalent office based data inperkcl
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Following the pilot scheme, it was noticed thatititernet connection was slower off
site, thereby preventing the clerks from achiehmgsame target as they would have if
working within the office. The logging on and ¢ifihes for each homeworker is
regularly monitored and the manager has the fad¢gditmonitor the actual screens the
homeworkers are working on and the actual inpueésinne. how long they are taking to
input each individual record. In addition, qualityecks are completed on random
samples of the homeworkers work. Office basedslare also subjected to the same

process.

— A large employer of homeworkers who undertake spistiand

highly skilled work roles.

Company Yellow employs over 3000 homeworkers. @E professionals, these
employees work from home for the majority of theme but occasionally undertake
work within their client’s premises. These higkkilled individuals undertake a variety
of assignments and are used to autonomous workittgrps. With a vast geographical
dispersion, face-to-face meetings between homewsdd their line manager can be
as little as two or three times a year. The mbjaf line managers work from home.
Although homeworking is not a mandatory requiremergnagers encourage their staff
to work from home as a proportion of their budges to be allocated to those
employees who decide to occupy dedicated officeesp# employees decide to work
at home, then a larger proportion of the manadrrtgyet can be used for other
purposes. Consequently, Company Yellow has s&&%@increase in homeworking

since 2004.
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A manager, with two deputies, responsible for 28e&workers, agreed to participate in
this research. The 3 managers and the whole téaoneeworkers are vastly
geographically dispersed. Of the 3 managers, ®new based in South Africa for 12
months, another is fairly local in Warwickshire,dtand and the final manager is based
in Yorkshire. Of the 28 homeworkers, the disparsenges from Scotland, into Wales,
a few in the North of England and a number in thatB of England and only one in

Northern Ireland.

Whilst these homeworkers are geographically digaerthe nature of their work
requires them to work in teams to provide theeemis with the technical service and
support they require. These virtual teams chamge fairly frequent basis as the
homeworkers move on to other projects working wlifferent colleagues. These
colleagues can be based here in the UK and alsadbiFor each project they are
involved in, their work is overseen by a managspoasible for that particular task.
This manager will change as the projects changeddlition, the homeworkers report
into a line manager who is responsible for conahgcé review of their performance,
general welfare and career prospects etc. TheWworkers are required to submit a
weekly timesheet to their line manager. This tinges is submitted online and outlines
the number of hours/days spent on a project thakweHomeworkers are also obliged
to continually update their Curriculum Vitae whicéin be viewed by all employees of
Company Yellow via the company intranet. This miation is used to ascertain which
homeworker is best suited to the particular prgj¢icat come on board. The electronic
recording of hours worked, the requirement to updag¢ir CV and also to submit any

expenses in a timely manner are all mandatory tasks
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If these tasks are not performed it will negativieifjuence their annual pay increase.

The company’s performance management system isditik pay.

Whilst the employees at Company Red and CompanipWehay undertake dissimilar
roles and work for a different size of employeg tommon feature lies in the fact that
all homeworkers of both Company Red and Companio¥elork in a location
separate from their organisation’s central or lafte place. None of them have
allocated desk space within the office environnamd in terms of their contract of
employment, are classified as homeworkers. Intextdio the physical separation from

their workcolleagues and also their line managers, facede-tantact is very limited.

Having identified the two case study organisatiwhs were willing to provide the
necessary access and opportunity to collect data,was then taken to further explore

the differing methods of data collection.

Mindful of the purpose and nature of the researehto explore individual perceptions
and experiences of the impact of homeworking oraaager’s ability to exercise
control, the researcher was ultimately drawn toue of qualitative methods. With an
emphasis on ‘meaning, experiences (often verbabgdbed), descriptions and so on’
(Coolican, 1990:36) a qualitative approach willghtd inform ‘how’ people feel and
‘why’ they feel the way they do, as opposed to widg quantifiable data which will
identify ‘how many’ and ‘what’ has taken place. rie@xample, a researcher seeking to
identify how many homeworkers feel more in contbtheir work, would utilise

guantitative methods.
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However, if the researcher wants to fully underdtahy the homeworkers feel they are
more in control of their work and how this workiajects their relationship with their
line manager, then they cannot view statisticaho@$ as the all-encapsulating tool and

they therefore need to acknowledge how people reakse of their world.

To a certain extent, the methods employed werect=st by the access granted by the
two organisations. Methods had to be employed hvitiade the best use of the
researcher’s time and also limit the amount of m@mience caused to the host
organisations. During the early discussions widthlorganisations, their initial
response centred on the assumption that the réseavould concentrate solely on the
distribution of a questionnaire. It appears th@h organisations are used to this
method of fact finding and it is a regularly adapteethod of communication and
feedback. As the homeworkers are geographicadiyaised, the distribution of a
guestionnaire seemed a logical approach. Its asgdvalso reflect the existing culture
and work practices of the organisations and retlue@mount of time respondents
would have to allocate to be involved in the reglear~or this reason, the organisations

were keen for this method to be utilised in theaesh.

However, in light of the fact that this researchlkseto understand the respondents
world and explore people’s experiences, the rebeafelt that the statistical ‘counts’
produced by a questionnaire would provide a vemtdd reflection of the reality of
homeworking. Whilst it is acknowledged that stated data enables some form of
structure to be established, it only provides #tedeton framework.

In order to obtain a complete picture it is essgnhiat more ‘meat is added to the

bones.’
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Statistical data is not a complete reflection @famisational life but the ‘blurred vision’
they provide allows for a clearer picture to emerge get a complete account of the
event, the combination of qualitative and quantigamethods can enhance the validity
of the research and also ensure that ‘the da#dliisgt you what you think it is telling
you.” (Saunderet al, 2000:99). The incorporation of methods can laglpsearcher to
investigate different levels and aspects of reafhitgrder to obtain a richer picture about
the event or situation. Creating a jigsaw, theaesher can put all the pieces together

to hopefully deepen the understanding of the rebearea.

In light of the above, both quantitative and qwsiite methods of data collection were
used to maximise the amount of data collected amahprove the reliability of a single
method. Qualitative data will therefore be usedupport the statistical data by adding
some rationale understanding as to why homewofkeighe way they do about their
working environment and patterns. By using bothhoeés, the researcher can enhance
the findings of the study and hopefully extractibefr summary of the key themes

associated with homeworking.
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Research Ethics

Having verbally negotiated access with the two piggtions, it was imperative that the
boundaries of the research were agreed in terrtieedévels of access to information,
appropriate timescales, sampling techniques anddld for anonymity etc. Following
a verbal agreement, a written proposal (see Appefdivas sent to the organisations to
avoid any misunderstandings. By doing so, bothigsmare aware of their specific
obligations and whilst this is not a legally binglidocument, it is a useful reference

source that is essential when undertaking any pyimesearch.

From the perspective of the case study organisgtibe issue of confidentiality and
anonymity was an area of concern. Therefore, dtept their identity, it was agreed

that they would be referred to as only Company &etiCompany Yellow.

Strong emphasis was placed on the voluntary nafute host organisation’s
contribution to this research. All participantagdahe organisations itself, had the
opportunity to withdraw from the research at anyegipoint. A Participant

Information Sheet (see following section) was distied to all parties which reiterated
the fact that their involvement was purely volugtaimhe Participant Information Sheet
was also used to ensure that there was a consisessiage regarding the purpose of the
study, why they had been chosen, what they widdlesd to do, specific benefits and

potential risks and issues of confidentiality.
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When undertaking the research interviews, agreemasobtained from each
participant for their comments to be recorded (g¢esee following section for more
details). The interview tapes were forwarded thiia party transcription service. To
comply with the Data Protection Act 1988, no namvege provided on these tapes as
each participant was given an individual numbehne Tapes were returned to the
researcher and destroyed after the transcriptiecnoempleted. The hard copies of the
transcripts, completed questionnaires and a reselecy, were all stored in a lockable
filing cabinet. These documents were not labdheahy way that connected them to an
individual. The electronic versions of the tramsts, the data collected from the
guestionnaires and focus group and the typed fiatesthe observations were all

password protected.

The specific ethical considerations for each metbfadata collection, will be

considered in the following section.

Data Collection

Five methods of data collection were used during risearch.

1. Distribution of a questionnaire.
2. Observation of a team meeting.
3. A Focus Group.

4. Face-to-Face Interviews.

5. Telephone Interviews
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The choice of methods differed between the two misgdions due to the geographical
dispersion of managers and homeworkers and als@estrctions imposed by the

organisations.

The differences will be identified below, followég a summary of the collective

approach between the two organisations.

Company Red—Small employer of homeworkers performing low stalks

As Company Red has a head office within the samatgas the researcher, face-to-
face interviews with the relevant line managers p@ssible as the researcher was given
permission to meet with the managers during theseoaf their working day. As such,
the interviews were less disruptive for the paptcits as they were not asked to travel
to another location and the interviews were undtertan an environment which was
familiar to them. The HR Manager also gave pernosfor the researcher to observe a
bi-monthly team meeting of their homeworkers arsb @onduct a focus group with
these homeworkers straight after that meetingothd, 10 homeworkers attended the
bi-monthly meeting and subsequent focus group erd#ty arranged. As the researcher
is relying on the goodwill of the participantswiais agreed with the HR Manager that
the interviews with the 3 managers and 4 supersig@re all undertaken on the same
day. The HR Manager also agreed to be intervieavetthe same day. By doing so, the
researcher makes best use of their time and atsmies less of a hindrance to the host
organisation. The researcher finally spent a witAlvo days within the head office of
Company A: 1 to observe the bi-monthly meeting emaduct a focus group and

another day to interview the relevant line managers
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These days were not consecutive and happened witlmonth of each other. Company
Red also agreed to distribute a questionnairegin Homeworkers. This was done via
email, asking the potential respondents to actesgquestionnaire via URL address.
Unfortunately only 4 out of the 14 homeworkers tolod time to complete the
questionnaire. Whilst this equates to 28% of therall sample, the responses are
considered to be representative of this homogegoug of homeworkers. As all
homeworkers undertake the same role, adopt vemjesireporting procedures and are
required to comply with the same company rules@ondedures, the ability for this low
response to significantly skew the data is minimidged in conjunction with the focus
group comments and observation of the team medtirgesponse rate was deemed to

be sufficient and therefore the continual purstifucther responses was rejected.

— A large employer of homeworkers who undertake spistiand

highly skilled work roles.

The replication of face-to-face interviews with ragers at Company Yellow was not
possible. Based all over the UK, the research®endt have the time to travel to meet
with these managers on a face-to-face basis. Adhamot pursued, the researcher also
did not deem it appropriate to conduct interviewthin the manager’'s homes and
would have therefore preferred to see these masagttin an office environment.
Unfortunately, the managers within Company Yellanety go into their head office
(based in the South of England) and for the mgjaftheir time, work from home.

Interviews, on a face-to-face basis were therafopractical.
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As a part-time researcher, time was also a rastniets the research had to fit around
full-time employment and the convenience of thet looganisation. As such, telephone
interviews were undertaken with the relevant lirenagers. In total, 3 managers were
interviewed via telephone. Whilst Company Yellonwgoys 1000s of homeworkers,
access was given to only a small sample of homesvsrkA manager, with two
deputies, responsible for 28 homeworkers, agregaurticipate in this research. The 3
managers and the whole team of homeworkers arly ggsigraphically dispersed. For
example, of the 3 managers, one is now based ith@dtica for 12 months, another is
fairly local in Warwickshire, England and the fimahnager is based in Yorkshire. Of
the 28 homeworkers, the dispersion ranges from&@uwhtinto Wales, a few in the
North of England and a number in the South of Emgjland only one in Northern

Ireland.

Again, due to this geographical split, an oppotiudid not present itself to meet with
all of the homeworkers in one central location.n@mning a focus group, to mirror the
research conducted in Company Red was unfortunatelgossible. To substitute the
face-to-face contact, the homeworkers were invibgplarticipate in a telephone
interview. This invitation was sent via an emadrm their line manager, which also
contained a link to and request to complete thaerguestionnaire.

All 28 homeworkers completed the questionnaire hdfeworkers agreed to a

telephone interview.
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Summary

In summary, the researcher conducted:

11 interviews(either face-to-face or telephone) wittanagersof
homeworkers in Company Red and Company Yellow.

» 10telephone interviews with homeworkersrom Company Yellow.

» A focus group with 10 homeworkersfrom Company Red.

» 32out of a possible 48omeworkers completed the online questionnaire.
All 28 homeworkers from Company Yellow completed tjuestionnaire and 4

out of 14 homeworkers from Company Red.

The specific strengths, potential limitations, valet design issues and ethical
considerations for each data collection method maliv be considered below. In
chronological order, the distribution of the questiaire to homeworkers in Company
Red and Yellow will firstly be discussed. The atvs¢ion of a bi-monthly team
meeting, focus group discussion and the interviitls management arranged at
Company Red will then be considered before finallflining the telephone interviews

undertaken with managers and homeworkers at Comyelhyw.
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Questionnaire — Company Red and Yellow

The questionnaire was designed using web survéywaa available at

www.surveyshare.comThe decision to use this online survey tool hbn an

awareness of the characteristics of the targetatipants. It was important to use a
method which would reflect the existing culture amark practices of the organisation.
These homeworkers are used to receiving instrustitmemail. The distribution of a
postal questionnaire was definitely not appropriateéhese host organisations. The
managers at Company Red and Yellow were kind entamghnd an email to their
respective homeworkers asking them to participatbe research. This introductory
message also included the contact details of $eareher and an explanation of the
purpose of the study and why they had been cho&eropy of this email message can
be found in Appendix A. All recipients of this eilnaere advised that their
participation was totally voluntary and they wesswaed that their responses would
remain completely anonymous. To protect their gnuoty, the researcher did not
receive any of the email addresses for the polgudidicipants and therefore relied on
the goodwill of the line managers to forward theagrmessage to their homeworkers.
Whilst primarily, thisaction enabled the host organisation to gain aegegf control
and also protect the identities of their homewakéralso assisted the researcher to
ensure the legitimacy of the survey. An email sirgctly from the researcher may
have been viewed as junk mail by the recipientafiEwand Mathur, 2005:198) and
therefore immediately deleted or ignored. An ersailt directly from the Line
Manager would hopefully avoid this perception amgiove the likely response rate.

Limited access to the individual email addressdasonfieworkers was important for
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both the researcher, in terms of their credibgityl professionalism and also for the
host organisation in terms of data protection aetfake issues of their staff.

Embedded in the email message was a URL addrest wiien clicked on, directed

the potential participant straight to the relewarbpage in order for them to
immediately see and complete (if they so wished)qhestionnaire. ‘A URL embedded
guestionnaire seems to be less intrusive in tlepthential respondent has the option of
whether or not to visit the webpage and completegtirestionnaire,” (Michaelidou and
Dib, 2006:292). In receipt of the URL addresstipgrants could avoid the intrusive
nature of telephone based surveys and thereforpletarthe survey at a time
convenient to them, (Evans and Mathur, 2005:1%0y. the researcher, this method was
effective as the distribution was immediate, theip@ants were directed straight to the
link and they were not required to forward theiegftionnaire back to the researcher
once they had completed it. In all, this methagurneed less effort on the part of the
participant which would hopefully result in an iresed response rate. The
guestionnaire was also designed so that the rdsgdrad no way of knowing who had
completed the questionnaire. The only distinctioswvn was the ability of the
researcher to ascertain which organisation theorefgnt belonged to. Although
completing exactly the same questionnaire, tweeddfit URL addresses were created.
One for respondents from Company Red and one forgaay Yellow. As the
researcher intends to conduct a comparative asadyshe findings from the two
organisations, the opportunity to distinguish betwéhe two groups of respondents was

evidently crucial.
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In order to improve the likely response rate, thesgionnaire was carefully designed to
ensure that it did not take too long to compldte,layout was simple and straight
forward, the instructions were clear and non ofghestions were deemed to be
ambiguous (Bell, 1999). The questionnaire wast@iaising 10 of the researcher’s
existing work colleagues. Their feedback was Usefuhey all work from home at
least one day a week. A few amendments were nudideving the pilot, due to

spelling mistakes and the identification of twoeguutally vague questions.

Mindful of the guidance of Saunders, Lewis and hihdr (2000), it was important to
ensure that the questionnaire did not take lortgger L5 minutes to complete. Although
the final questionnaire contained 85 questionsrékearcher did not feel that this
would deter potential respondents from completirgdurvey. According to Brown
(2003:18), ‘it is not the number of questions taect the response rate, but the amount
of time and effort needed to complete the surv@hé questionnaire was therefore
designed to ensure ease of completion and redimeccommitment. A copy of the
final questionnaire can be found in Appendix B. afldesigning the questionnaire, 3
natural sub-heading emerged when attempting topgt@gether the relevant
questions/statements. The statements were composedhe key themes and issues
highlighted when undertaking a review of the retevderature on homeworking.
Following the ‘personal details’ section, thesaiB-Beadings were used to guide the
respondent and provide the reader with a brief adetp what might be covered in the

following section.
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The three sub-headings were 1) How | cope with lveonkeing, 2) My performance as a
homeworker and 3) My relationship with my line mgea Employing the likert scale,
statements were made under each sub-heading guhdents were asked to indicate

their strength of agreement or disagreement tstdfiement posed.

The researcher was mindful that a 5 point likeslescan encourage a respondent to
avoid making an opinion and thereby opting to ineitagree or disagree.” Coolican
(1990:98) agrees that the ‘undecided score is amhbigy Does it imply a neutral
position (no opinion) or an on-the-fence positiathvthe respondent torn between
feelings in both directions?’ A 5 point scale gaavide an escape route for a
respondent who wants to avoid a question. Howekierresearcher did not want to
compel the respondents to express a view thatditeyt really hold, thereby the option
to choose ‘neither agree nor disagree’ was providedach statement. The statements
were also varied to include a mixture of both pesiand negative viewpoints. This
variation helps to ‘identify respondents who extibsponse sets’ (Bryman, 2004:68)
and also ensure that the respondent reads eaemst#tcarefully and thinks about

which box they are going to tick, Saundetsl. (2000:295).

Following the email distribution, respondents wgikeen three weeks to complete the
questionnaire. The deadline date was indicateldanntroductory email and all
respondents were sent a reminder email 1 weekéd#ierdeadline date. As per the
initial distribution, the researcher had to trungtttthe line managers had forwarded both
the initial email containing the link to the questnaire and also the reminder email.
The researcher had no direct access to the pdtesg@ondents and as completion was

anonymous, the researcher could not chase indigdoiaa response.
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Observation of a bi-monthly team meeting — Compey

A bi-monthly meeting is convened with 10 of theHgmeworkers of Company Red.
The other 4 homeworkers report into two differen¢ Imanagers who meet with them
on a one to one basis. The researcher was giverngston to observe one of these
meetings. The meeting was held in departmentatingeoom within the head office

of Company Red.

When the meeting commenced, the line manager untextithe researcher to the
homeworkers and advised the team that relevantiar@agers were also being
interviewed. The researcher was then given timexpain the purpose of the study,
their role and to ascertain if any member objetbetthe researcher being present. No
objections were raised. The researcher’s roleemteeting was purely non-
participative. ‘The purpose of non-participant @bstion is to observe and record what
people do in terms of their actions and behaviatimout the researcher being
involved,” (Hussey and Hussey, 1997:159) and tloeesinembers were encouraged to
undertake ‘business as usual.” To reduce the Ipibgsbdf observing distorted
behaviour, the meeting was not tape recorded welrésearcher taking notes
throughout. After the meeting had finished, theesecher immediately typed up the
notes from the meeting to ensure that the comnwvesrts fresh in the researcher’s mind.
Whilst the notes were useful, they were evidentlywerbatim, as the researcher also
needs to pay attention to what was being said gwdhom. Acknowledging the need
to objectively interpret what has been observeelyéisearcher deemed the typed notes

to be an accurate account of both the structurecantént of the meeting as well as the
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individual comments made by relevant team membacgess to a laptop immediately

after the meeting was essential to maintain theracy and reliability of the findings.

The meeting lasted for 40 minutes. The meetingpasarily chaired by the overall
line manager with the 3 supervisors taking the lehdn focusing on certain areas of
the agenda. In general, the meeting was relaxedli@mnot appear to be staged.

Homeworkers and managers talked freely and operfipnt of the researcher.

Focus group — Company Red

Following the bi-monthly team meeting, the homevesskwere asked to take a 30
minute break and then return to participate inca$ogroup with the researcher.
Hartman (2005:405) suggests that approximately¥dtdiscussants are recommended
for focus groups and thankfully, all 10 homeworketsirned to contribute to
discussion. When leaving the room, to go for thegrak, the homeworkers were all
issued with a participant information sheet — pdesee Appendix C. This reiterated the
purpose of the study and why they had been chdsearal also provided contact
details for the researcher. Whilst this had begmessed verbally at the bi-monthly
team meeting, it was also important to distributiois in written form to avoid
misinterpretation, maintain the credibility and f@ssionalism of the researcher and to
comply with ethical guidelines when undertakingtsuesearch. All homeworkers then
had a document to refer to during their break &wedetfore had a further chance to
decide if they wished to contribute to the discosir not. Although non of the

relevant managers asked for a list of participahtsyesearcher was aware that the
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attendees were easily identifiable. Care was therd¢aken to protect the identity of
individuals when reporting the findings to the hogianisation. Whilst the managers
did not ask to see a copy of the typed notes fltmrfdcus group discussion, time was
taken to remove any information which could belgassociated with the participants,
I.e. specific names mentioned the focus group @pants were deleted. Each

participant was only referred to as a number intyped transcript.

Whilst the host organisation determined the acteeisese homeworkers, a focus group
was a useful method of data collection as it erthttle participants to feel less
inhibited, thereby possibly revealing more than lddwave been achieved if only
individual interviews had been arranged. Morga®8@) cited in Hartman (2004:402)
supports the use of focus groups as ‘it encouragiscussion among group members
and this interaction tends to stimulate ideaswmatld not have been available
otherwise.” As all the homeworkers knew each qttiery appeared to be relaxed and
more forthcoming with their comments. Howeverechad to be taken that the team
was not prone to ‘group syndrome’ with dominant rbers taking a lead in the
discussion. Bryman (2004:360) warns of the dangevwghat he terms as those who

‘hog the stage’ or alternatively, those who arecegit to speak.

When observing the team meeting, the researcheeddhat 2 female homeworkers
made the most comments and voiced their opiniorewvalsked. These same 2
homeworkers took centre stage during the coursleedfocus group. It seemed that the
other homeworkers relied on these 2 group membezgress the opinions of the
group. With quite domineering personalities, daad to be taken to ensure that the

opinions of the whole group were encapsulated s Wais achieved through increased
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eye contact with the rest of the group when ashingstions and listening to responses.
Unfortunately, some individuals chose not to comhaerd were therefore happy for
others to express opinions on behalf of the whedet It has to be acknowledged that
the responses provided may not be independenteo&pather and might be influenced
by such dominant group members. However, in amgit to counter balance such
interjections, the researcher directed questiodscamments among the other focus
group participants regarding what the other pardicts had said to promote a greater
depth of discussion and response, (Hartman, 200%:4The value of such focus groups
discussions therefore lies on its ability to pr@vathta which is in-depth and expressed
in the respondents’ own words and the opportunipyavides for participants to both

query each other and explain themselves to ea@n qlorgan, 1996:139).

Despite repeated attempts to involve an individu#he discussion, throughout the
whole focus group discussion, one homeworker didmake any comment at all. They
also took the same stance throughout the whole teaeting conducted earlier on in
the day. It is not known if that is a usual ocenge or as a consequence of the given
situation, i.e. their involvement in the resear®Hhilst participants may be quite happy

to be physically present, they cannot be forceskfwress their individual opinion.

Restricted by the time constraints imposed by tigamisation, the focus group lasted
for just under 30 minutes. The researcher deand¢do tape record the comments
made during the focus group to try to encouragessioresponses and general
participation. Although no managers were in themmavhen the focus group was being
held, the homeworkers may have feared that thdivitual comments may be reported

straight back to their line manager. A tape recwgrovides incontestable ‘evidence’
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as individuals can be easily singled out. As stilohhomeworkers may fear the
retaliation of their line managers and subsequealdbide to offer no opinion. As per

the bi-monthly team meeting, the researcher haaki® notes throughout the focus

group and then type them up as soon as the mdwoh§inished. However, whilst this
was a fairly straight forward activity when obsexyithe team meeting, the researcher
found it harder in the focus group as they wereamty leading the discussion but also
trying to recall individual comments. As such,urat pauses emerged as the researcher
made notes and the participants thought aboutpmmnes. Thankfully, these pauses did
not restrict the flow of discussion. The managertie homeworkers did not ask,

although entitled, to receive a copy of the typetea from the focus group.

To a certain extent this was fortunate due to &quéar comment made by one of the
participants. During the discussions, she advisedesearcher that she had trained her
daughter to undertake the specific elements ofdier thereby allowing her time to go
out shopping and enjoy more free time. It is natwn, although highly unlikely, if
management are aware of this practice and theréfereesearcher would have felt
particularly uncomfortable if asked, by managementivulge the comments
expressed during the focus group. In this sitmatgoresearcher is faced with an ethical
dilemma in respect of assessing their obligatioadwise management of such activities

or their loyalty to that particular focus group.

On this occasion, the comment was not passed mat@agement and the identity of
the individual has been protected as each resporgienly referred to by a number.
As a large proportion of the group have childréshould also be acknowledged that

the ability to trace this particular comment baglkhe individual is extremely limited.
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Face-to-face interviews with line managers/supengs- Company Red

In total 6 interview slots were arranged with 3 @agers, 4 supervisors and the HR
Manager. 2 Managers, 1 supervisor and the HR Managre all interviewed on an
individual basis. 1 Manager was joined by thepesuisor for the interview and 2
supervisors were interviewed together. This areamgnt was dictated by the
organisation. The interviews all took place in sipecific offices of the 3 different
managers (+ the HR Manager). Upon arrival, ainviewees were issued with a

Participant Information Sheet — please see Appe@dix

Giving them chance to read and digest the comm#r@snanagers and supervisors
were then asked if they still wished to take parthie interview and also if they had any
guestions. At this point, all 8 individuals wedvesed that the interview would be
recorded and the reasons for doing so were explaiN® one objected. The tape
recorder left the researcher free to converse matgrally with the participants and
encouraged a greater flow of information (CoolicE®90). The tape recorder was not

hidden and was tested before the commencementbfie&rview.

The confidentiality of the discussion was assuceedch participant and they were all

advised that they were entitled to receive a cdgh@transcript of their interview. The

interviewees were all asked to sign a consent fgreeing to take part in the research.
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Attempting to explore the experiences of these marsaand supervisors in respect of
managing homeworkers, un-structured/in-depth imt&rs were used to enable the
interviewee to talk more freely, feel less likeiaterrogation and hopefully be more
relaxed. The researcher only had in front of tlzelnst of key themes which they
wished to pursue during the course of the inter(igl@ase see Appendix D). This was
used only as a prompt sheet for the researchas Wds clearly visible to the
interviewee, although most did not pay any attentwit. One of the dangers
associated with the use of unstructured intervievise lack of actual data generated
during the course of the interview as the intervéam end up being ‘just a social
encounter whose content has little or no bearinthenntellectual puzzle which the
research is designed to address,” (Mason, 200267¢.researcher therefore needs to
think on their feet and maintain the smooth progefghe interview in terms of both
content and structure. Paradoxically, structuréerviews can promote standardisation
in respect of all interviewees being asked the samestions, but this method can also
lead to a robotic disposition of the researcheahag become detached from the

interviewees and pay little attention to what isiatty being said.

In contrast, a researcher using in-depth interviewsst be very attuned and responsive
to what the interviewee is saying and doing’, (Baym2004:327) and therefore the
researcher becomes more actively involved as theg to pay attention to the
comments made by the respondent and thereforent@teis worthy of further
exploration. This also provides the researchen ait opportunity to observe any

changes in body language and notice signs of dirbfor example.
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The researcher did not observe any signs of dismarahd all interviewees appeared to
be very keen to discuss their views on the reseaned As it is a subject close to their
hearts, all interviewees had an opinion to expréisis. vital that the opinions of the
interviewees are expressed, as opposed to theigwere simply providing an answer
that they think the interviewer wants to hear.etatewer bias is a problem often
associated with this method of data collectiorhasiiterviewer may push for certain
responses. The interviewee needs to explore shessn their own words and therefore
not have ‘words put into their mouths’ by the imMewer who may feel inclined to

finish the sentences of the interviewee or fill @fignces with their own opinion.

There were no uncomfortable silences during thessoaf the interview as participants
were quite happy to share their thoughts with gsearcher. The interviews lasted from
30 minutes to 1 hour. All interviews came to aunaltcessation. It can be the case that
the interviewee may have their own agenda andtdnert the conversation to discuss
issued that they think are particularly relevadbwever, the researcher managed to
keep the interview on track and no unreasonablersions from the theme of the

interview were experienced.

As the interviews were held during the course efwlorking day and at the head office
of Company Red, the researcher found that thevieteees were quite keen to return to
their work after the interview had finished. Thigy be largely due to their position in
the organisation, i.e. the responsibility assodiatéh their management or supervisory
role. The researcher may have been subjecteddwing tactics if individual

interviews had been conducted with the subordinaitésese managers who could have

been less enthusiastic about returning to undetteieduties. Faced with this
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problem, the researcher would have politely thartkednterviewee for their time and

brought the discussion to a close.

The 8 individuals who participated in the interveewere all very open about their
feelings, professional in their approach to themnew process and enthusiastic about
the research in general. The positive demeanotnegbarticipants was certainly
encouraging for the researcher and also helped thegyain a great deal from this aspect

of the data collection.

The researcher strongly believes that the researdbrtaken at Company Red added
significant value to the rest of the research ms@es the ‘findings’ from Company Red
helped to inform both the content of the questiarendistribution to the homeworkers
of Company Yellow and also identify further explany themes to be used during the

course of the interviews with managers.

Telephone interviews with line managers and homksarer— Company Yellow

In total, 3 managers of homeworkers in Companyo¥ekgreed to be interviewed. As

discussed, face-to-face interviews were not feasibk to geographical and time

constraints. The managers were therefore allvigeed via telephone.

Company Yellow were kind enough to forward the draddresses of their managers to

the researcher. In receipt of these email addsessatact was made with each

individual manager to agree a mutually convenignétand date to conduct the
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telephone interview. This email also introduceel iasearch to the potential

participants with an attached ‘Participant InforioatSheet’ — Please see Appendix C.

For the majority of managers, arranging a time @ae for the interviews was straight
forward. However for one, this proved to be mafeatilt as he had to cancel, at short
notice, due to emergency business issues requnrsngttention. The researcher was
mindful of the fact that the manager’s day to dpgrational issues would take
precedence over the research and therefore acdbpteeéed for some of the pre-
arranged times to be subject to change. Whelifioarrying out the interviews, the
researcher referred the participant to the ‘pagodiot information sheet’ and identified
the key issues. The participants were all askathafthey were still happy to take part
in the research and also if they had any objectiornise interview being recorded. No
objections were raised and the participants warenged of their right to receive a
copy of the transcript from the interview. All tbfe managers were re-assured that the

interview would last no longer than 1 hour.

As per the interviews conducted with the manage@oapany Red, the researcher
wanted to fully explore the experiences of theseagars in terms of the impact of
homeworking on the employment relationship andrtakility to exercise control.
Therefore, an in-depth interview was appropriateroter to tease out the pertinent
issues and attitudes of these managers. An ‘agleane’ was referred to by the
researcher to remind them of the key topics anasanéinterest. This was the same list
of issues used when undertaking the research ap@myrRed — please see Appendix

D.
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Although, the use of telephone interviews has luegicised as the ‘interviewees can be
less engaged with the interview process,’ (Bryn2&94:116), the researcher found all
the participants to be quite relaxed in their resggoand keen to share their thoughts and
experiences. Employing a different set of intespeal skills, than those employed
when undertaking face-to-face interviews, the redes had to really focus on what the
interviewee was saying, rather than rely on othierdi such as body language to
support or contradict the statements made. Nobaleues can assist the researcher to
establish if the interviewee is bored, angry, upseimbarrassed (Mason, 2002:75), but
reliant on only the verbal cues, i.e. their toneate, telephone interviews can be more
demanding for the researcher. For example, iaiddr to tell is someone is just about
to speak and the natural flow of the conversatemmlme interrupted or subject to

uncomfortable silences.

The ability to build a sense of rapport can hebpititerviewee to open up and reveal
their true feelings, but this can be inhibitedhié researcher does not actually listen to
the interviewee and engage themselves in the csatien. If the interviewee perceives
the interviewer to be ‘just going through the mosg their contribution will be

minimal and ultimately the ‘data’ provided will Imeeaningless. Aware of this
potential, the researcher did their utmost to pnesech occurrences through detailed
preparation involving a number of pilot/practicéeiviews with work colleagues. This

proved to be a valuable training activity for thee’ event.
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10 homeworkers agreed to be interviewed followingguest for participants. When
iIssuing the introductory email and questionnailleh@meworkers were asked if they
would be willing to be interviewed. Those who wesere asked to email the
researcher to arrange a mutually convenient tiAgeper the interviews with the line
managers, the participants were all emailed adfaatit Information Sheet — See
Appendix C. The telephone interviews were recondd the agreement of the
interviewee and a transcript available if requirddhe interviews lasted from between

30 minutes to 1 and a half hours.

The researcher conducted 3 of the 10 interviews Bnday afternoon. Interestingly
this was at the request of the participant andnaltely the researcher found these
interviewees to be far more relaxed and willingati than those conducted at different
stages of the week. In addition, the researclserfand themselves having to adopt
more of a counselling role, as opposed to a resegravhen speaking to some of these
homeworkers. They appeared to relish the oppdyttmidiscuss their feelings, rather

than a usual discussion centred on purely busisssss.

As with the manager interviews, the researchermedeo an ‘aide-memoire’ (Please
see Appendix D) to ensure that all essential théoys area were covered. However,
the experience of conducting interviews within Camy Red, enabled the researcher to
feel more confident in their role as interview&ior example, rather than just accepting
what the interviewee had said, the researcher begarobe further in order to fully
appreciate the meaning behind specific statemdfas example, when advised by an
interviewee that ‘it was fine until maybe aboutemyago and then | really started to

feel isolated,” the researcher learnt to explorg tiey felt that way and what was it
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that triggered this feeling etc. As the numbeintérviews increased, the researcher
began to recall specific questions which had besexa in previous questions. Whilst
initially referring to the ‘aide memoire’ the reseler found that some of the interviews
became more semi-structured in nature as spek#imés were recalled from previous
conversations with homeworkers in Company Yellddowever, the researcher does

not feel that this was detrimental to the rese@rclcess in any way.

Immediately before undertaking these interviews,réssearcher had been a
homeworker for just under a three month period.aAsnsequence, particular biases
may have been explored during the course of theereations as the researcher could
empathise with the feelings and behaviours of tieasgloyees. Expressing their own
experiences, the researcher found the intervieteelee more forthcoming with one
even stating that they were ‘glad that it is nat june that feels this way, | am normal

then.’

The interviewees opened up as they felt that wakéng to someone who had, to a
limited extent, been through the same process goerienced a similar kind of

working environment. During some of the conversai the researcher is aware that
they may have been a little too leading in theesjioning but ultimately the richness of
the data outweighs this possibility, as the inemees were far more inclined to express

their real opinions and views to someone who had laéen a homeworker.
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Data Analysis

The data collection methods used during the confri@s research, gathered four
differing kinds of data: 1) the statistical datagwced by the completion of an online
guestionnaire, 2) notes describing the contentgameral observation of a team
meeting, 3) notes outlining the discussion of aifogroup and 4) the responses from

the interviews with managers and homeworkers.

The statistical data from the questionnaire — CompRed and Yellow

Producing primarily quantitative data, the restribsn the questionnaire provided
counts for the frequency of response (per questargach category of the likert scale.
A full presentation of the responses for each golestan be found in Appendix E. As
the questionnaire was designed using web surveéwaa, the results were
automatically produced for each question and teearher had a choice of
presentation methods, i.e. pie or bar chart etowéver, in order to conduct an analysis
of the questionnaire results between the two osgdioins, the data was incorporated
into an Excel Spreadsheet from which the relevard bharts were created.

The questionnaire responses were used during dlgsato support the verbal
statements made by the respondents and also tafydsamy contradictions between the
interview and questionnaire responses. SpecHictilese responses were also used to
highlight particular differences and similaritiestlween the two organisations, i.e. the
views of homeworkers at Company Red and those ofany Yellow. Consideration
was given to presenting the data in two distineiptars to mirror the chronological

order of collection, i.e, by firstly presenting tresults from the questionnaire
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responses, followed by the findings from the in@ms and focus group discussion.
However, the value of merging the two data setmséea more obvious approach in
order to provide the reader with a composite pectifrthe results, as opposed to a

segregated presentation, focusing on the isolagehents.

The notes taken when observing the team meetingpdoding the focus group —

Company Red

The typed notes, made by the researcher, immegl@afelr the bi-monthly team
meeting and convened focus group of homeworkense amalysed with reference to
the thematic categories emerging from the interti@nscripts — please see section
below. These notes were again used to suppodrdrazict specific statements made
by the homeworkers or managers and add to the cathgaanalysis between the two

organisations.

Interview responses from managers and homework@ampany Red and Yellow

The interviews with line managers at Company Ret@ompany Yellow and the
homeworkers of Company Yellow were recorded and threnscribed in their entirety.
The content of each transcript was analysed inrdodielentify specific categories and
concepts within the text. By desegregating theitdr a series of fragments, thematic
headings naturally emerged from the data. Eadnfemt was then regrouped under the
emerging thematic headings, (Goulding, 2005: 2%&gther than rely on pre-set
categories (such as those associated with contahtsas), the thematic analysis

ensured that the data was not restricted and ¢spi@k for itself’ thereby allowing the
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researcher to completely immerse themselves iddtee The concepts that emerged
from the data were finally grouped under 6 themeditegories. These thematic
categories were based on a thematic analysis dténa&ture pertinent to this research
and considered in Chapter 2. The goal of thisysmailvas to determine the major
themes that emerged from the narratives in orddet@lop a composite picture of the

effect of homeworking on a manager’s ability to rex@e control.

Limitations

Each of the five methods of data collection usedH® research had specific

limitations. The particular drawbacks for each moetwill be considered below.

Focus group and Team Meeting

Permission was not sought from the host organisatisecord the comments and
opinions raised during the bi-monthly team meetind the discussion arising during

the course of the focus group.

As the researcher’s role was purely in an obsermaticapacity, the researcher was
keen to see the team meeting run as normal anefftinerfelt the use of a tape recorder
may inhibit the discussions and individual conttibns made. To try and encourage
honest responses and overall participation, thesfgcoup discussion was also not
recorded. This evidently restricted the researtsladiility to produce an accurate, word

for word account of the whole discussion.
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Unknowingly, the researcher may therefore have edissluable interjections made
during the discussion and interpreted the databimsed manner having focused on
some and not all of the comments raised. Howesethe notes were made within
minutes of the meetings finishing, the researcleéebes that the account is as accurate

and as detailed as could possible have been achieve

The researcher is also mindful of the fact thatatments raised during the team
meeting and focus group was representative of bdlgf the 14 homeworkers at
Company Red. The opinions of the other 4 homewsnkere not sought. This was
due to the restrictions imposed by the organisatibme other 4 homeworkers report
into different managers and they therefore do ttehd the bi-monthly team meeting
organised by one of the overall line managers. ekbeless, the views of the majority

were expressed as 10, represents 71% of the astaidble sample.

A further limitation was the restricted time thesearcher had to undertake the focus
group discussion. Whilst access to these homewsrkas very much appreciated, the
researcher would have welcomed more time with tradworkers to enable them to
further explore the attitudes and opinions of thmug. Additional time may have
encouraged all of the group members to participatiee discussion and divulge their

true feelings.

Although restrictions were imposed by the caseystudanisations, it would have been
more beneficial to meet with the homeworkers of @any Red on individual, one to
one basis. Whilst the focus group was an ideabdppity to meet with all the

homeworkers, the researcher is mindful that sucétimgs can encourage ‘group think.’
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Therefore the responses provided may not haveibdependent from one another

with opinions being expressed on behalf of the wheam.

Telephone interviews

The use of telephone interviews, as a method @f claltection, prohibits the researcher
from engaging in any form of observation which nitaglf be a source of information.
During the course of a face-to-face interview, ibgearcher is bombarded with non-
verbal signals which can indicate the current mad demeanour of the interviewee.
In receipt of such stimuli, the researcher is bgitaced to assess their line of approach
and course of questioning and therefore asceifténe interviewee is fully engaged in
the conversation. Whilst this drawback is acknalgksd, the geographical dispersion of
both homeworkers and managers, meant that facacwihterviews were not feasible

and therefore telephone interviews were employed.

Interviews

Noise disturbance and overall failure, proved testarce of frustration when tape
recording the face-to-face interviews at Compang. Ré&/hilst tests had been made
prior to each interview, an open window added sigeamt wind and background noise
which ultimately made some parts of the interviewpossible to transcribe. Gaps were
therefore left in the transcripts. The sound duaf some of the interviews was far
superior to others. No issues of this nature eeperienced when undertaking the

telephone interviews at Company Yellow.
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Questionnaire

The design of the questionnaire may be criticisedHe decision to include a 5 point
likert scale. The adoption of such a scale can@age a respondent to avoid making
an opinion, thereby opting to neither agree orgtisa. However, the researcher did not
want to force the respondents to express a viettlles didn’t really hold and therefore
the neutral option was included. When analysimgdhta collected from the
guestionnaires the value of the 5 point likert Ioeeanore apparent as, unfortunately,
the ‘neither agree or disagree’ category was ugaegdpondents in 81% of the
guestions. There were only 12 questions whichdidattract this response.
Interpreting individual feelings and responsesodtatements can therefore be
problematic as it is difficult to ascertain if resglents were able to distinguish between
the information given (Lee & Lings, 2008:282). Badespondent who ticked the
‘neither agree or disagree’ category actually hmmdpinion on the matter or did it
mean that they were unable to fit in’ with the grebed categories? When analysing
the questionnaire responses, the researcher anogerpret a ‘neither agree or
disagree’ response as a ‘no opinion’ responsdutime research, a 6 point scale may
therefore be a more appropriate method to obtano@®@ accurate assessment of the

opinions of the participants.

As the interviews with participants appeared tovte a truer account of individual
feelings and perceptions, the merits of distribgignquestionnaire will be more readily
considered when undertaking future research. &kee ahalysis highlighted specific
contradictions between the questionnaire resulistlae comments and opinions

expressed during the course of the telephone ietgsvand focus group discussions.
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These differences may be explained by a) the uieed point likert scale, b) the
limited time the homeworkers may have had to coteglee questionnaire and c) a lack
of understanding and/or misinterpretation of thesgwnnaire statements. Face to face
or telephone interviews provide the researcher aitlopportunity to explain the focus
of their questioning and also to ‘probe’ for clardtion when the comments made may
not be understood. However, it should be notetittieasample who agreed to be
interviewed is significantly less than the numbkquestionnaire respondents._If all
guestionnaire respondents had also been interviesueti contradictions may not have

occurred.

Having established the methodological procedurdeviadd to collect data for this study,
the following chapters of this thesis will preséme data collected and analyse the

information gathered.

Chapter 4 will address the issues relevant to theagement of employees who work at

home. Chapter 5 will address the findings whiehapplicable to the homeworkers

themselves.
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Chapter 4

Introduction to the findings and analysis chapters

The following 2 chapters of this thesis will prest#re data collected and analyse the

information gathered.

The presentation of findings and analysis will d@wboth sets of data collected during
the course of this research, i.e. the quantitatata gathered from the questionnaire and
the qualitative data collected from the intervieamsl focus group discussion. Both sets
of data have been incorporated within the chapteesnphasise the specific
contradictions between the two data sets and albaghlight where the quantitative and
gualitative findings support one another. Howelteshould be noted that only 4 out of
the 10 homeworkers from Company Red completed tlestgpnnaire and therefore
limited generalisations can be made in respedi@fpplicability of these findings to

the whole sample of homeworkers. In contrastywthele sample of 28 homeworkers
from Company Yellow completed the questionnaire emusequently these findings are

of more use.

The findings will be presented based on six therr@tegories which have emerged
from the data. These themes are based on thesanafthe literature pertinent to this
research. A review of the literature identifieduss which are relevant to the
management of homeworkers and also matters affetttose who work from home.
To mirror this structure, the six themes have lsheidled according to their
applicability to either management or homeworkérke six themes have therefore

been organised as follows:-
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This first Chapter, Chapter 4 will present the fimg$ relevant to the management of

homeworkers. 3 themes will be considered in thagpter. They are:-

1. Performance and discipline
2. Management style and status

3. Communication

Concentrating on the issues relevant to the manageof employees who work at

home, this Chapter will address research objedtive

Chapter 5 will then present the findings relevariiose employees who work at home.

3 themes will be considered in this chapter. Téey

4. Flexibility

5. Influence of family and co-residents

6. Sense of belonging

Concentrating on the issues which are applicabiedividuals who work at home, this

Chapter will address research objective 2.

It should be noted that whilst the data has be&goaised in this way, inevitably some

of the themes will also be applicable to both mansgnd homeworkers.
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For each of the two chapters, 3 thematic categankébe used as sub-sections and will
present both the qualitative and quantitative daialicable to that theme. Each sub-
section will begin with a brief introduction to thleeme which draws on the relevant
literature. This introduction will then be follo@evith a summary of the key findings
before a more detailed presentation of the findiagsovided. The sub-section
concludes by summarising the pertinent issues wiéaste been

uncovered by this research. During the coursbaefliscussions, both chapters
compare and contrast the views of managers andwiorkers (research objective 3)
and also examines the influence of job role, $&ilel and organisational size on a

manager’s ability to exercise control (researclecioye 4).

Each chapter concludes by reviewing the key corapas and contrasts between the
two organisations, together with a summary of ihelarities and differences expressed

by the managers and homeworkers involved in tlEsaech.

In order to assist the reader, it may also be betpfpresent below a brief reprise of the

characteristics of the two companies who partieigan this research, i.e. Company

Red and Company Yellow.
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Company Red

Company Red employs 14 data input clerks who peemé&nwork from home. All 14
homeworkers previously undertook their role witthe conventional head office
environment before volunteering to work from honvgorking for different
departments, 3 managers and 4 supervisors arensbfmfor these homeworkers. The
managers and supervisors are all office basedhakieworkers live within 20 miles of
the company’s head office and are required to dtéebi-monthly team meeting with
their manager and fellow homeworkers. Interviewsemundertaken with the 3
managers and 4 supervisors and also with the HRalyan In total, 10 homeworkers
attended the bi-monthly meeting and subsequensfgooup. 4 out of the 14

homeworkers took the time to complete the questoan

Homeworkers of Company Red have to use their owsop@l computer to undertake
their work with their employer only paying for Brdiaand connection. No other
financial assistance is provided. In respechefrtduties, the work is repetitive. The
clerks are required to input data onto the commaogmputer system via their
broadband connection. The connection is passwateégied. The clerks work a set
number of hours each day, depending on their cordirad have hourly input targets to
achieve. This target is slightly less per hountttee equivalent office based data input
clerk. Following the pilot scheme, it was notid¢bdt the internet connection was
slower off site, thereby preventing the clerks fraahmieving the same target as they

would have if working within the office.
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The logging on and off times for each homeworkeegularly monitored and the
manager has the facility to monitor the actual sgsethe homeworkers are working on
and the actual input times, i.e. how long theytakeng to input each individual record.
In addition, quality checks are completed on rangamples of the homeworkers work.

Office based clerks are also subjected to the gaoeess.

Company Yellow

As ICT professionals, these employees work from édon the majority of their time
but occasionally undertake work within their clismremises. Professionally
gualified, these individuals undertake a varietasf§ignments and are used to
autonomous working patterns. With a vast geogcgbliiispersion, face-to-face
meetings between homeworkers and their line maregebe as little as two or three

times a year. The majority of line managers alsckvirom home.

A manager, with two deputies, responsible for 28&workers, agreed to participate in
this research. The 3 managers and the whole téaonmeworkers are vastly
geographically dispersed. Of the 3 managers, ®new based in South Africa for 12
months, another is fairly local in Warwickshire,dtand and the final manager is based
in Yorkshire. Of the 28 homeworkers, the dispars@nges from Scotland, into Wales,
a few in the North of England and a number in thatB of England and only one in
Northern Ireland. All 28 homeworkers completed giestionnaire and all 3 managers

agreed to be interviewed.
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Whilst these homeworkers are geographically digaerthe nature of their work
requires them to work in teams to provide theermis with the technical service and
support they require. These virtual teams chamge fairly frequent basis as the
homeworkers move on to other projects working wlifferent colleagues. These
colleagues can be based here in the UK and alsa@dbi~or each project they are
involved in, their work is overseen by a managspoasible for that particular task.
This manager will change as the projects changaddlition, the homeworkers report
into a line manager who is responsible for conahgcél review of their performance,
general welfare and career prospects etc. TheWworkers are required to submit a
weekly timesheet to their line manager. This tinges is submitted online and outlines
the number of hours/days spent on a project thakweHomeworkers are also obliged
to continually update their Curriculum Vitae whicéin be viewed by all employees of
Company Yellow via the company intranet. This mifation is used to ascertain which
homeworker is best suited to the particular prgj¢icat come on board. The electronic
recording of hours worked, the requirement to updageir CV and also to submit any
expenses in a timely manner are all mandatory tadkkese tasks are not performed it
will negatively influence their annual pay increadéne company’s performance

management system is linked to pay.
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Managing employees who work at home

Introduction to the findings relevant to the mamagat of homeworkers

This chapter will present the findings relevanttte themes; performance and
discipline, management style and status and conwation. Divided into 3 sub-
sections, each theme will explore the impact of @anrking on a manager’s ability to
exercise control. Drawing on the distinct featw&the two case study organisations
involved in this research, the findings demonsthate a homeworkers lack of physical
proximity and visibility a) alters the nature amdieinsity of managerial control, b)
changes managerial status and role and c) nedessataeed to modify the

communication process.

Examples will be provided throughout the discuss@highlight how homeworking at
Company Red has a far more positive influence oramaager’s ability to exercise
control than that afforded to the managers of Camipéellow. To encapsulate the key
points, the chapter will conclude with a brief suamgnof the pertinent findings for each

of the 3 themes.
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Theme 1 - Performance and Discipline

Background to the theme ‘performance and discipline

The shift from an industrial to a service basedheoay has witnessed a rapid influx of
information technology which in turn has boosted ierms of control. Electronic
surveillance of staff allows management to enfaaatrol through a variety of
guantitative and qualitative methods. Whilst Feramd Metcalf (1998) argue that such
electronic tools abolish worker resistance, Baia &aylor’s research (2000)
demonstrates how workers can attempt to claw bacika in highly prescribed
working environments. Supporting Bain and Tayl¢2800) work, this research
illustrates the techniques used by homeworkersito ¢pntrol of their working hours.
As homeworkers can avoid many of the conventiorethmnisms of control (Holton,
2001), performance management systems play a mar@bprole in controlling the
behaviour and output of homeworkers. Managersofdworkers therefore have to
move from a mindset of physical presence to ormutfomes and clearly defined

measure and objectives (Ahshed, 2004).
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Summary of key findings applicable to the themddpmance and discipline.’

All of the homeworkers involved in this study atdgct to the same performance
management system as their equivalent office basekkers. Electronic monitoring of
performance is possible for those homeworkers wakieg routine work tasks. For
those undertaking high skill level roles, 360 degappraisal is used to assess the
performance of individuals who are ‘out of sighflthough motivation can be affected
by homeworking, homeworkers believe that this wogkpractice has improved their
output and reduced their level of sickness abseHR@avever, ill-health and childcare
issues can be used by homeworkers as reasons aghgdahnot undertake their work
and due to the physical detachment and lack dbiityi; management have limited
means in establishing if homeworkers are actualling the truth. Where possible,
management use face to face meetings to reinfomected standards of performance,
although this is not always practical for thoseoesible for a vastly geographically
dispersed workforce. The lack of face to face acindoes influence a line manager’s
ability to impose discipline as homeworkers camg teertain extent, avoid the wrath of

their line manager.
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Detailed presentation of findings for the themeafpenance and discipline.’

* Formal feedback on performance

The individual performance of homeworkers is follpnassessed on an annual basis.
87% of questionnaires respondents confirmed tleat llave received formal feedback
on their performance. Figure 1 highlights that ohikespondents from both

organisations believed that they had remteived any formal feedback.

Figure 1 — Feedback on Performance

My line manager has given me formal feedback on my
performance
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Company Yellow - 25 respondents, i.e. 89.29% of the sample either strongly agreed (25%)
or agreed (64.29%) with this statement. The remaining 3 respondents (10.71%) disagreed.

Company Red - 3 of the 4 respondents agreed. 25% (1 respondent) strongly agreed and 2
respondents (50%) agreed. The remaining respondent (25%) disagreed with this
statement.
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Homeworkers are subject to the same performancaiappsystem as their equivalent
office based workers. From an organisationalgeatsve, the physical location of their
employees (i.e. whether they are office or homedthadoes not influence the method of
assessment used. The relevant appraisal procemhotiderms are applicable to office

based staff and homeworkers.

For Company Red, appraisals are conducted on addaee basis and a hard copy of
the paperwork is completed and signed by bothgmrtie. the homeworker and the
manager. The review focuses on the achievematilyfinput targets, the quality of
input which identifies the number of errors, thentner of days sickness absence during
the last 12 months and finally any developmentaning issues. This assessment of
the homeworker’s performance is deemed to be atecaginput targets and quality
standards are electronically measured and recorfdthe manager explained how this

worked:-

‘| can if | wish go into the system and see whictiividual screens the
homeworkers are working on and what they have dorfar today. | can
monitor time and speed and also accuracy becaus® aeheck of their quality

of input as well and the quantity.” CRLM4

Managers also have access to a vast array of sapbith quantifies the performance

of each team member. This enables the managenipare the performance of

individual members and objectively assess the tdmrion made by each homeworker.
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As the line managers from Company Yellow are un&bkirectly observe the
performance of their homeworkers a more completegyss used to overcome the lack
of visibility. Company Yellow use a performancemagement system which is based
on a 360 degree appraisal. As the homeworkers @ompany Yellow undertake a
variety of different projects and work with manyleagues, feedback is received from
a range of stakeholders. For example, the mamagponsible for each task, the client
who requested the work and a number of other teemlmars who the homeworker has
been working with. Whilst all of this may be comwtled in a virtual manner, it does
mirror the system imposed within head office. Pejek is completed online and sent
confidentially to the relevant line manager. Ttakeholders therefore act as the ‘eyes

and ears’ of the line manager and consequentlgsaatform of control.

Adopting this process, line managers are reliartherhonesty of all parties. Free from
the direct gaze of their line manager, homeworketgd manipulate the system by
providing an over inflated assessment of not omiyrtown performance but also the
performance of one of their colleagues. In reforrthis assessment, the colleague will
also provide a glowing review to their co-workarelmanager. As the line manager
does not see the homeworker undertaking theirgtey the accuracy of the assessment
is not known and could be increasingly subjecti#idently, it is more likely that the
review submitted by the client who requested thekwis an accurate evaluation of the

homeworker performance.
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A Line Manager from Company Yellow explained:

‘Cliques start to form. | know who gets on withaevh. I've got a gut feeling
that two of my team are not quite up to scratchtbey keep having glowing
reports from their colleagues. | am dubious, bedn’t prove anything yet. |
think they are covering for each other — a bit,lijkeu scratch my back and I'll
scratch yours. In the office | would know. | wdlilave proof, but now | have
just got to run with the information | receive —eather | believe it or not.’

CYLM1

Whilst the receipt of the performance measures vaay between the two
organisations, both Company Red and Company Ydmvduct their performance
appraisals on a face to face basis. As the honk@moof Company Red all live within
20 miles of their head office, face to face meetiage easy to arrange. As such, all
appraisals are conducted on company premisesCéimpany Yellow, face to face
meetings are more challenging due to the geograpdiispersion of staff. Managers
are responsible for staff that are based all dveicbuntry and therefore logistically the
travel commitments can be quite gruelling. A gl of the manager’s time can be
invested in travelling to meet their homeworkersatous locations. When conducting
appraisals homeworkers are requested to travlkiotearest company premises.
Appraisals are never conducted in the homeworkemseh but do sometimes take place

at motorway service stations or other public places
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Whilst line managers do endeavour to conduct thesetings on a face to face basis,
one line manager from Company Yellow described hoited company funds can

prevent this:-

‘I relish the chance to see my staff. The perforogaappraisal is probably one
of the main chances | get to meet with each indi@anember of my team. |
certainly benefit from it and | know they do. |sveeally annoyed last year
because | wasn't allowed to travel to Scotlandd@d appraisal on one of my
homeworkers. Budget restrictions meant that tmepamy would not reimburse
my travel expenses and | was left with no optidreothan to do the appraisal

over the phone. | hated that and | felt for thentber of staff.” _CYLM2.

Two out of the three line managers from Companyovetonfirmed that they had
conducted performance appraisals over the phohe.dfawbacks of this were outlined

as follows:

‘For me it is simple. | cannot see if the mesdagereally sunk in and also if
they are really telling me how they feel. They taate over the phone. When
you see someone face to face, you can sort of ghyge have their
commitment, if they are motivated and want to aehie objectives. On the
phone they can say one thing but feel and mearhanot don’t want to set
them up to fail, so | would rather know that | hakeir agreement on the

assessment and future plans.” CYLM1
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If appraisals are conducted over the phone, tleenianager becomes increasingly
reliant on the honesty of their homeworkers aninaitely both parties may not gain
anything from the exchange. Aware of the valu&aoé to face meetings, one line
manager confirmed that even though there were lladgeestrictions imposed, he has
travelled to meet with one of his homeworkers atdwn expense. This comment was
made informally to the researcher when the taperdec had been turned off after the

telephone interview.

The advantages of and need for face to face conuatiom will be considered in
further detail in the following section of this gitar, i.e. when exploring the issues

relevant to the theme ‘communication.’

Whilst managers may not always be able to proweelback on a face to face basis, the
nature of the performance measures (i.e. 360 degamisals and electronic
monitoring), coupled with the questionnaire resgsnslemonstrates that homeworking
does noprevent a line manager from assessing the perfarenaf homeworkers.
However, as discussed, the accuracy of this assessaries between the two

organisations.

Figure 2 identifies that over 80% of the questioremeespondents from Company

Yellow and 75% of the respondents from Company &edaware of how their line

manager rates their performance.
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Figure 2 — Performance Rating
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Company Yellow- the majority of respondents either strongly edr@=14.29%) or agreed

(19=67.86%) with this statement. 14.29% neitheeeg or disagreed and the remaining 3.57%
(1 respondent) disagreed. Company Reu one disagreed with this statement. 3 (75%)

agreed and the remaining respondent ( 25%) neitijrered or disagreed.

From the above questionnaire responses, 1 homewfooke Company Yellow

indicated that they do not know how their line mgararates their performance. 4
indicated that they neither agreed/disagreed.rgnééed as a no opinion response, these
may be the same individuals who in Figure 1, indidahat they have not had their
performance formally assessed by their line managke actual reason for this lack of
feedback is not known, but clearly demonstratesgdbie appraisals are not conducted
on an annual basis. Out of sight, some homeworkessslip through the system with

the line manager forgetting to conduct all of theraisals.

Kirsten Stevens, Doctorate in Social Sciences 134



How does homeworking affect a manager’s abilitgxercise control?

In an office environment, employees observe theiggsnand goings of their line
manager and become aware that others are beingdroi attend a performance review
meeting. At home, homeworkers may not have thaswedge and are therefore
unaware that reviews are being undertaken. Duheagelephone interviews and focus
group discussion with the homeworkers, all agréed their line manager has assessed
their performance. Therefore, the reason behiadatk of appraisals could not be

further explored as it was not relevant to therinesv/focus group participants.

* |Increased control

From the above discussion, it is quite apparent thaheory, homeworkers at
Company Red are subject to the same monitoringegeas as their equivalent office
based workers. However, during the course ofdlbad group discussion, the
homeworkers from Company Red continually refergetheir belief that they were
treated differently. When enquiring about the nianimg techniques utilised by their

employer, the responses included:

- ‘intense.’
- ‘strict rules.’
- ‘we don’t take the mickey.’

- ‘harsh.
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A comment made in the open text box at the endefjuestionnaire offers an

explanation for this perceived inequity of treatmen

‘Provided | do the same job as those in the offideel as a homeworker | am
treated differently. By which | mean as part af ttomeworker team | am at the
‘front line’ so to speak in the sense that in thfece if | didn’t complete my

work given to me for that day there was no consege®e whereas now | feel
that no matter what reason | give for not havimgshied my daily amount of

work it doesn’'t seem to make a difference.’

The homeworkers believe that more questions asedaf they fail to meet their

targets. A focus group participant clarified thisw:

‘When we worked in the office, it was okay to getand have a walk about, go
to the loo and make a cup of tea. As long as yoo'ttake ages and you were
seen at your desk it was okay. Now, if | havergtmy hourly input target |
feel as though | have to explain why...sorry but bwa the toilet for ages. At
work, they wouldn’t bat an eyelid because you aneak and they can see you.

It really gets you down sometimes.” CRHW10

It was evident, during the observation of the bintidy team meeting, that this
perception of unfair treatment seems to be takmtpil on the motivation levels of the
homeworkers. When observing the meeting all ades@dppeared much deflated, with
some looking very tired. This belief was reflectedhe questionnaire responses

provided by 4 of the homeworkers of Company Yellow.
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Figure 3 below shows a sharp contrast in the mitindevels of the homeworkers of

Company Red and Company Yellow. 3 of the respotsdeom Company Red agreed

with the statement — ‘I feel less motivated as méworker.” Only 1 respondent from

Company Yellow agreed, with 20 either strongly dre®ing or disagreeing with the

statement. As the interviews with homeworkers flodampany Yellow were all

conducted via telephone, it was not possible tectly observe their demeanour.

However, the contrast in motivation levels wad stiident, as all of the interview

participants appeared to be very up-beat and gignbeppy. The reason for this

contrast may be due to the increased flexibilitpraled to the homeworkers at

Company Yellow. This issue will be addressed itatlen Chapter 5 when considering

the theme ‘flexibility.’

Figure 3 - Motivation

14

| feel less motivated as a homeworker

0 COMPANY YELLOW
O N=28

m COMPANY RED
mN=4

13
12
10
81 7 7
6 i
4 i
2
211 1 I 1
0 0 0
o L1 I []
Strongly Agree Neither Disagree Strongly
Agree Agree or Disagree
Disagree

Kirsten Stevens, Doctorate in Social Sciences

137



How does homeworking affect a manager’s abilitgxercise control?

With low levels of motivation, it would be realistio assume that the performance of
the homeworkers from Company Red would be negata#écted. This was not an
opinion shared by the homeworkers themselves. r&igudentifies that 75% of the
respondents from Company Red agreed with the séatem'Homeworking improves
my output.” This view was directly supported b tiespondents from Company

Yellow and by management in both organisations.

Figure 4 — Homeworker output

Homeworking improves my output
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For both companiesio one disagreed with the statement. Comyatpw — 7 respondents
strongly agreed, 14 agreed and the remaining dnemts neither agreed or disagreed.
CompanyRed — 1 respondent strongly agreed, 2 agreed anemimaining respondent neither

agreed or disagreed.
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The increased performance/output of homeworkersceaBrmed by management. A
line manager from Company Red described how shenitesly faced with a pleasant

challenge in finding enough work for her homewoskier undertake:-

‘The biggest challenge for me in managing homewsrigefinding them enough
work to do. When we did an initial trial of homenkimg productivity went
through the roof. In the office we would expedithto do about 28 to 30
claims per hour. We didn’t know what to expectyb®mthey would do another
1 or 2 more claims but it just kept on increasirithwa 10% increase being a
minimum. It was great at first but then | hadealty struggle to find them

enough work to do...what a luxury | know!" CRLM1.

When explaining why this situation might occur, remorkers from both organisations
outlined how working at home allows them to just ge with their work and avoid
many of the interruptions that you can get withinoffice environment. These
interruptions included chit chat and gossip frofleamues, being asked to attend
pointless meetings, noise from other people working colleagues encouraging you to

go for a coffee etc.

‘There is a supposition or opinion | think thaydu are not in the office you are
not productive and you are not really working. Hwer, | think the opposite is
true. | think at home you can do it in your owméiscale and without

interruptions and therefore you are actually maoosipctive.” CYHW9

Kirsten Stevens, Doctorate in Social Sciences 139



How does homeworking affect a manager’s abilitgxercise control?

When discussing the theme ‘influence of family aneresidents’ many homeworkers
suggested that family can interrupt their workiagterns. An alternative view is
offered here. Working at home enables homewortkefscus on the task in hand and
avoid the negative influence their colleagues amelihanagers can place on their
ability to concentrate. However, for Company Recteéased output may also be due to
the homeworkers perception that their performas®eibject to increased scrutiny.
Aware of the continuous monitoring of their perf@amee, homeworkers may work
harder to avoid management interrogation and tled t@justify their daily or hourly

activities.

e Taking advantage of the lack of visibility?

Within Company Red, the cyclical nature of contsetomes more apparent when

acknowledging the comment made by one line manager.

‘It's very good because they're out of sight, tloey use their children as an
excuse not to do any work today. If they haveildakho’s ill or they’ve been
summoned to the school or take the child to theéate®r something like that,
they’ll ring up and they’ll say “I'm sorry but cdrdo my work at a different
time.” | get really annoyed about it. Especidfiyve have the need to call them
at home and they are not there. We get very anhagwially and we’re sitting
there thinking “I wonder where she’s got to” and thimk of all things she could
have gone to. But when you ring them up and saywelhwe rang you earlier”
“oh | had a doctors appointment” they've always gmnething to tell you, you

know, they'll cover themselves,” CRLM1
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The Manager describes how her homeworkers haveategropportunity to gain control
as she has limited means in establishing if thengaetually telling the truth. Free
from the direct gaze of their line manager, homéws may be using such excuses in
order to redress their belief that they are suligeatcreased surveillance and scrutiny

of their work.

The diagram below (diagram 1) helps to explain wbigtrol may intensify in this

homeworking environment:

Diagram 1 - The cyclical nature of managerial colnin a homeworking environment

2. In an altempt to redress
this perceived incquity of
trcatment homeworkers use
their lack of visibility te their

1. Homewarkers believe that advantage by providing
their performance is subject to management with excuses why
increased surveillance, they cannot work. Free from

their direct gaze, line managers
have no means in establishing if
the homeworkers are actually
Iclling the truth,

3. Managers become avare of
the increased number of
excuses provided by 1heir
homeworkers. Becoming
suspicious, the intensification of
control increases
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As the previous comment demonstrates, managersrap&hy Red believe that they are
increasingly bombarded with excuses as to why th@ineworkers cannot undertake
their work. The ‘excuses’ generally concern thaltheof the homeworker. Managers
at Company Red genuinely believed that their hormkers have more frequent
episodes of short-term or temporary sickness alesdian their equivalent office based
colleagues. This is not a view supported by themdworkers who completed the
questionnaire. 3 out of the 4 homeworkers from Gany Red agreed with the
statement - ‘| have less sickness absence as awmker compared to the equivalent
office based worker.” Only 3 out of the 28 respemis from Company Yellow
disagreed. 1 respondent from Company Red andobd @ompany Yellow offered no
opinion on this matter. Such a high no opiniorpagse from Company Yellow may be
due to the fact that sickness absence is not aa fss these homeworkers due to the
flexibnility afforded to them in their role. Flebility will be explored in further detail

in the following chapter. Figure 5 provides a liadzavn of the responses from both

organisations.
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Figure 5 — Sickness Absence

I have less sickness absence as a homeworker, compa red to
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Company Yellow- 14 respondents (50%) neither agreed or disdgrdewever, 11

respondents (39.29%) either strongly agreed (@oregents) or agreed (6 respondents) that they
have less sickness absence as a homeworker. flanmeg 3 respondents indicated that they
disagreed with this statement. Company Reub one disagreed. 3 respondents either strongly

agreed (25%) or agreed (50%) and the remainingnelgnt neither agreed or disagreed.

A manager from Company Red explained how her homewe seem to have more

headaches than the office based staff:-

‘The excuses for not working seem to always be tbauving a headache. They
will ring up and say ‘I am sorry | just can’t workhave tried for 5 or 10
minutes but | just can’t focus on the screen andchead is so bad.” | don't

know why they get more headaches.’
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Although management may be suspicious and notJeeliet their homeworkers are
experiencing more headaches, they are obliged wheldth and Safety legislation to
protect the wellbeing of their staff. As data itbplerks, these homeworkers are
regularly staring at their computer screen forrttagority of their working day.
Consequently, the rule regarding the need for haonlesvs to take regular breaks away
from the computer screen was reinforced duringothireonthly team meeting. All
homeworkers were reminded that they should takenanbte break every hour. When
doing so they should log out and return to the magmu. It appeared that very few
were actually doing this. Clearly unhappy aboig tontinued breach of rules, strong
emphasis was placed on this matter by the relestgrgrvisors. Homeworkers were

reminded that any further breaches may resultsaiglinary action.

When observing one of these team meetings it becane apparent that these
meetings are used as a means of controlling tHerpgnce and behaviour of the
homeworkers. The agenda and general tone of tkémgesupported this view. The

meeting observed had the following set agenda items

- Friday working — instruction given not to comgd#flonday’s work on a
Friday evening.

- Messages — homeworkers were advised that somsagessent to
supervisors are being lost. Homeworkers werendead to use the
management email address.

- System downtime — discussed problems with theeseRules regarding

payment when the server is down were reiterated.
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- 5 minute rule break — the need for homeworketake a 5 minute break
every hour.

- Holiday requests — homeworkers were remindedttiegt still need to
give the appropriate notice and not just emaill@nday or the night

before.

For Company Yellow the opportunity to reinforce quany rules on a face to face basis

is extremely limited as line managers only getde their staff about 2 to 3 times a year.

When asking a line manager from Company Yellow hewhought this lack of face to
face contact affected his role, his answer focusethe limit this can place on his

ability to impose disciplinary issues:

‘For me it centres on discipline. You can’t stremgomeone when they have
made a mistake. In an office environment, you @quit them in an office,
close the door and make it crystal clear to thea ey have just cost the
organisation thousands of pounds. Saying this dbemphone does not have
the same effect and the stroppy email you sendnaites can be ignored
because they know what it is going to say. Ituisnfy how they never receive

such emails. A virtual bollocking is just not th@me.” _CYLM2.

This line manager illustrates how homeworkers tare, certain extent, able to avoid the

wrath of their manager when they have failed to glete work or made a mistake.
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In addition to the use of the team meeting to meitd company rules, all of the
homeworkers of Company Red have been providedavitltomeworkers policy.” A

sub-heading within this policy is entitled — ‘Homanking Rules’ and reads:

‘The variety of working is so great, both in cortteand lengths of time, that the
following listing for homeworkers offers a numbédraptions for selection as

required:

Ensure that the work required is clearly understdfad doubt ask.

» Check that the workstation is set up as well asiptes within domestic
constraints, in accordance with supplied guidelines

* Do the work in accordance with those guidelinepeemlly paying
attention to rest breaks from display screen oetipe work — it is easy
when you are at home to ‘forget’ to take breaks.

* Try to keep the work area safe at all times, remagimg children,
visitors etc.

e Report any problems promptly, struggling on mayvséeroic but it

benefits no one if there is something not rightalkhtould be corrected if

identified and reported.’

Homeworkers are asked to sign and return the ptdicpnfirm their agreement to
these rules. In contrast, the homeworkers from @om Yellow have not been asked
to sign any agreements. When asking Company Yeéfltdvey have been given any
information booklets, | was advised that ‘our eowiment is quite unique, there are lots

of processes and stuff. The intranet is huge anddn it will take you ages to get
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through, there is documentation for every bit afighit CYHW?7. Information is
obviously available via the intranet, but it becaguée apparent that this information
was quite difficult to find — *’yeah, | think theris some guide or something like that
available on our intranet, we were sent a link oibce it took ages to find it, so | gave
up in the end. CYHW8Reading the available information is not a maoat
requirement. However, this is quite clearly theector the homeworkers of Company

Red.

Key issues for the theme ‘performance and dis@glin

As managers of homeworkers cannot physically olesdr® performance of their
employees, additional mechanisms of surveillaneesarployed to compensate for the
lack of visibility. These methods include elecimsurveillance and input from other
stakeholders. None of the homeworkers or manageos/ed in this research have
received any formal training in relation to workiaghome and/or managing
homeworkers. Homeworkers undertaking routine @i believe they are subjected to
increased monitoring and therefore attempt to ddavk control by using the lack of
visibility to their advantage. Virtual disciplire@pears to be less effective than that

undertaken on a face to face basis.
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Theme 2 - Management Style and Status

Background to the theme ‘management style andsstatu

Within a conventional office environment, managetrstatus and hierarchical
authority is reinforced via the symbolic referenafferded to those occupying such a
role. As homeworkers work in a completely diffeareantext the social image of
managers becomes irrelevant and therefore managgréave to work harder to
reinforce their status and authority (ValsecchD@0 Adopting a leadership
perspective, managers of homeworkers are recomrddéadecus their attention on
people and abscond from mere monitoring of taskpdetion.

Letting go of their traditional controlling practéis (Hertel, 2005) managers must learn
to delegate responsibility to their team and inw@sé in developing a level of mutual

trust and commitment (Symons, 2003).

Summary of key findings applicable to the themenagament style and status.’

The managers involved in this research do not elibat homeworking has altered
their approach to the management of their staff.fddmal training has been provided
to any of the managers following the adoption ahlebased working. Access to
electronic means of surveillance supersedes ariangager’s need to trust their
homeworkers. For those line managers who do nat hecess to such monitoring
techniques, trust becomes increasingly importama@sagers are unable to directly
observe the performance of homeworkers. All marsagenfirmed that they would not

arrive at their homeworker’s homes unannouncegp8uing Valsecchi’'s (2006)
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proposition regarding the symbolic trappings of agement, this research also
explores the significance of personal power anldi@mfce when managing
homeworkers. The managers from Company Yellowarpt that their role is more
focused on the management of independent peersikghall working towards the same
goal in contrast to the management of a hierar¢lpgople. Managers of Company
Red indicated that homeworking has had little inhperctheir managerial status and

role.

Detailed presentation of the findings for the thémanagement style and status.’

* Employing the same set of management principles

All of the Line Managers and Supervisors from CompRed were asked if they
considered the management of homeworkers to beiffeyent from the management
of their office based workers. The resounding oesp was no. The comment below is

typical of the responses:

‘No, for me it is not that different. | might neee them that often but | can
always contact them via phone or email and the toong system means | can
review their progress. For me it has not beersamd. Obviously the difference
is that they are not physically here, but by atlamts that makes very little

difference to the way | manage them.” CRLM?7.
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The view that managing homeworkers is virtually shene as managing office based
staff is reflected in the fact no formal trainingshbeen provided by Company Red.

Both Managers and homeworkers have received narigaat all, only the issue of a
homeworking policy. Before launching the homewngkpolicy, a number of company
representatives (management and employees) unklerteery brief brainstorm of

some of the issues which might arise due to thagda work location. After the

initial pilot scheme, a formal homeworking poliaycarisk assessment guide was issued

to homeworkers and respective line managers.

Whilst there is a heavy emphasis on health andysaféh forms to complete regarding
an annual risk assessment, a regular risk assesangethe suitability of equipment,
there is a small section on ‘Authorisation for Hemoekers’ and ‘Supervision and

Communication.” The section on Supervision angitwinication reads as follows:-

‘The homeworker should not be out of sight out afich Systems should be in
place to ensure well being. This includes regatantact, discussing the work
and also the context (working environment etcQpesvisors need to develop
skills to do this without appearing intrusive intthat is someone’s personal,
domestic space. Telephone calls, emails and comeation database and

periodic visits will together form the pattern gfpaopriate supervision.’

When asking a line manager from Company Yelloweihiad received any training or
support when he became responsible for homeworkeranswered — ‘you must be
joking. Not in the slightest. I think, well | kmol would have been insulted if they did

ask me to attend a training course. | have wohexd for a long time and | would be
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insulted if someone came along and told me howdnage people.” CYLM2This

line manager certainly did not feel that he woudeeh to employ a different skill set
when managing home based workers. However, whglorgxg his role in more detail,
he explained that although he employs the samef seanagement principles, the

implementation and action is quite different.

The following comment illustrates how the ‘actionay differ:

‘I am there for my staff and they can always contae to discuss things, but |
am like a facilitator as opposed to a task manatgzehomeworking | have to let
them discover things for themselves and take respiity for their actions.
Whilst | can monitor them to a certain extent, dskin’'t have to because | trust
them to get on with it and contact me if they atpegiencing any particular

problems.” _CYLM3

The need to trust homeworkers was certainly areifisat one line manager wished to
discuss when outlining the differences betweemihaagement of homeworkers and

office based staff:-

‘| think you can only do it properly once you unsiiand and trust the people
you manage. | think you do have to trust that@essill deliver. The reason it
worked for me is because | spent time in gettinigntow my staff. | wanted to
make sure they had the tools to do their job andt\ieir feelings were about
working at home...lI wanted to know why they were daitrand what the

believed the benefits and drawbacks were from faispective. | needed to
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meet them face to face first and understand howtibked. Once | felt | could
trust them, | felt more comfortable in letting th&ork from home. | know |
am old school, but | have to see the whites of s in order to gauge if | can

trust them.” CYLM3

Unable to continually see the ‘whites of their éygsmnagers of homeworkers who are
vastly geographically dispersed, argue that in@@@s®mmunication via telephone and
email helps them to maintain a level of mutualttarsd commitment. This will be

explored in more detail in the following theme ‘comnication.’

For the managers of Company Red, trust is not awgsgnificant issue as they have
other means in establishing if their homeworkeesaatually working. For example,
their computer system enables them to constanthyitordogging on and off times,

screens accessed and time and accuracy of inpwasltherefore not surprising that

one manager from Company Red explained:-

‘No | don’t think that they management of homewaskis any different to that
of our office based workers. | think the toolshofv we manage the team are
very similar to the tools we use for the homewaskerhe quality checks are
exactly the same, their throughput figures andatag we run reports are all
logged and completed in the same way. For meetkait a distinction.’

CRLMS.
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These electronic means of surveillance supersededéd to trust homeworkers but for
the managers of Company Yellow, trust plays a ncareial role in the employment

relationship.

This feeling of trust is also reflected in the dque@maire responses as 96.43% (all but 1)
of respondents from Company Yellow agreed withstaéement — ‘My line manager
trusts me to manage myself.” Figure 6 identiflest no one disagreed with the

statement.

Figure 6 — Trust

My line manager trusts me to manage myself
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Company Yellow- Only 1 respondent indicated that they neitheeed or disagreed. 50% (14

respondents) agreed and the remaining 46.43% gp@meents) strongly agreed with this
statement._Company Red/5% either strongly agreed (1 respondent) czexfy(2

respondents). The remaining respondent neitheedgrr disagreed.
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Homeworkers from both Company Red and Yellow belithat their line manager
trusts them. However, due to the job role and tooinig techniques employed at

Company Red managers would know instantly if themeworkers were not working.

For Company Yellow, the daily or even weekly outptihomeworkers is much harder
to assess and therefore the manager has to tatshéir homeworkers will achieve the
agreed completion date for the specific task/ptdjeey are working on. As long as the
work is completed, homeworkers believe that theg manager does not need to know
when they are working. The hours of work are @vaht, as long as the work gets
done. Figure 7 demonstrates how 75% of the questice respondents from Company

Yellow support this belief.
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Figure 7 — Working time

My line manager needs to know when | am working
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Company Yellow- the majority of respondents disagreed. 17.8B%¢pondents) strongly

disagreed and 57.14% (16 respondents) disagreegsp8ndents neither agreed or disagreed
and the remaining 4 respondents (14.29%) agredudtiig statement. Company Redo one
disagreed with this statement. 2 respondents (2@fF€ed and the remaining 2 respondents

indicated that they neither agreed or disagreed.

Unlike the homeworkers from Company Red, Companjoviehomeworkers have a
fairly flexible approach to their hours of work.hdre are no core hours of work and
their day does not tend to follow a set patterheifday is dictated by the telephone
calls they have to make. Due to the internatioadlire of their client list, these calls
can be at differing times of the day and evenilgbetween these calls, the

homeworkers are free to decide how and when thel.wo
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One line manager from Company Yellow explains haxan often call his

homeworkers at home and they are not there.

‘There have been occasions when | have called memrkers and they don’t
answer the phone. Itis not an issue. As loneg get the work done, it
doesn’t matter if they have nipped out to go aredtieir child in the school

play.” CYLM2.

Moving away from management by presenteeism to geanant by outcomes,
Company Yellow managers explained that they daneet to know where or even
when their homeworkers are working. As long ay tten be trusted to complete the
work, the time and location is irrelevant. Agde tquestionnaire responses in Figure 8
illustrate that over 78% of the homeworking respand from Company Yellow

disagreed with the statement — ‘My line managedsée know where | am working.’

Kirsten Stevens, Doctorate in Social Sciences 156



How does homeworking affect a manager’s abilitgxercise control?

Figure 8 — Work location
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Company Yellow- the majority of respondents disagreed with stasement. 64.29% (18
respondents) disagreed and a further 14.29% (4neents) strongly disagreed. Only 2
respondents (7.14%) neither agreed or disagreethangmaining 4 respondents agreed with
this statement. Company Redlthough 2 respondents (50%) neither agreeisagceed the

remaining 2 respondents offered a difference afiopi 1 agreed and the other disagreed.

Company Yellow homeworkers explained that their patar equipment enables them
towork from any remote location with some even intligathat they have used their
laptop and worked in the car whilst waiting forith&hildren to finish their football
practice. This flexibility in work location is natluxury afforded to the homeworkers
of Company Red who explained that they are requoedork at home and have not

been provided with the equipment to make remoteivgra feasible option.

Kirsten Stevens, Doctorate in Social Sciences 157



How does homeworking affect a manager’s abilitgxercise control?

From a management perspective it is therefore reasker for the managers of
Company Red to monitor the work location of theimpdoyees as they will either be at
home or attending the required bi-monthly team mgetFor Company Yellow
managers, the actual location of their homeworlseharder to assess and therefore it
was not surprising to learn that managers do ndérdake unannounced visits to the

homes of their homeworkers.

‘No | would never do that. In fact it has neveossed my mind. For a start it
would take me hours to get there and then therddamino guarantee that they
would be there. They could be all over the plaw lavould have know idea. |
think they would be upset if | did that and | fgemplies that | don’t trust

them.” CYLM3

This line manager went on to explain why he fealsiaannounced visit would be

inappropriate:-

‘| think you have got to respect their own envir@mhas well. The bottom line
is it is their home and it’s like working for themmpany and for themselves so
no you wouldn’t just turn up and knock at the dobthink you’ve got to have a
little bit of respect for that. It is their homadaat the end of the day | just feel it

would be rude.” CYLM3

Homeworkers from both organisations were asked betbally and via the

guestionnaire if they thought it would be accepabtheir Line Manager arrived at

their house unannounced.
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The questionnaire responses detailed in Figurgélight that the majority of
respondents believe it would no¢ acceptable for their line manager to arrivibair

home without prior notification.

Figure 9 — Unannounced visits

It would be acceptable if my line manager arriveda  t my home
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Company Yellow- the majority of respondents disagreed with stasement. 3 strongly

disagreed and 57.14% (16 respondents) disagreeespdndents neither agreed or disagreed
and the remaining 5 respondents indicated thatéfibgr strongly agreed or agreed with this
statement._Company Redhe majority of respondents disagreed with stigement. 1

respondent strongly disagreed and 2 disagreed.réfhaining respondent strongly agreed.
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Homeworkers suggested that visiting them at th@mndé was not an issue, the issues
centred on the ‘unannounced’ aspect of the statenmedicating that they have nothing
to hide, the discussion focused more on their conegarding the tidiness of their

house as opposed to the work itself:-

‘Oh my word, | would spend the first five minutdsrking oh my god | haven't
done the washing up and the kids toys are all theeplace. | would be
embarrassed. If | knew they were coming | wouldehaoovered or whatever
and made sure there was enough milk in the fridgening up like that would

send me into a right old panic.” CYHWS.

Again, this comment reinforces the fact that themaworkers are undertaking work
within the domestic dwelling which is part of thenivate life and some homeworkers
would feel uncomfortable in inviting someone inbeit home without prior

notification.

All of the managers involved in this research statat they have never visited one of

their employee’s home without prior notification.
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* Managerial status and role

Having outlined the line manager’s belief that h@mkers are nomore difficult to
manage than office based staff, the impact ofwlisging practice on individual status

was explored with the managers from Company Redvafidw.

Company Red managers explained that homeworkingdaggative influence on their
managerial status. In fact it might even exemgligir power as homeworkers are
more than aware that their line manager has thHedtyt and opportunity to continually

assess their performance.

For Company Yellow the impact on managerial staig power can be far greater. A
line manager from Company Yellow was very honestnvtiescribing the differences

in their role now they have responsibility for hdmsed workers:-

‘I'll be very honest with you...when | worked in tldfice | could rub their

faces in my superiority. It sounds awful to say bielt the power because | had
the large office and | could look out and see wlas working and who wasn't.
Physically they could see that | had better officmiture than them and | have a
better company car. You are going to think | anfiuhwow. But it has all
changed now. | work at home and so do the pebpleréport into me. My car

is still the same but it sits on my drive for moéthe week and only | can see it.

| think you have to get over the materialistic refeces and be more confident as
a person. The skills are different and I try totgeknow my staff as people,

rather than numbers that report into me. My dtaffw that in theory | sit
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higher up in the organisational chart, but | thaikhem as all different little
businesses and | am not there to tell them whdbtdut to just guide and listen

to them and offer advice to them when | can.” CYLM

This very honest account highlights the difficultys manager has in relinquishing his
positional power and accepting the need to assuroke avhich concentrates on
personal power and influence. This was not araisedlopinion, another line manager

also confirmed:

‘| think that what you do get is, you get much merephasis on personal power
which is the phrase for it | think, and moving aweym positional power.
Whereas, in an old conventional, physically preseietrarchically organised

office, the positional power plays a more significeole.” CYLM2

This line manager went on to explain that he bebdve is ‘managing a group of
independent peers who are, by the very natureenf wwork autonomous. | have to just
trust them to get on with it because we are algraps and are working towards the

same goals. For me, it is not about the manageaienhierarchy of people.’

When specifically asking the homeworkers to desctite primary function of their line

manager, the verbal responses (provided durinfpthes group discussion and

interviews) differed between the two organisations.
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Company Red homeworkers supported the belief tigat ine manager is ‘there to
make sure | have met my targets and to monitor emfopmance. | have to get their

permission to take holidays and let them knowai off sick.” CRHW4

In contrast, Company Yellow homeworkers suggesteddllowing:-

‘Day to day, my line manager has little influenceray performance. They are
not there to check up on me but | know | can alwallsto them if | need to.
Mine probably has no idea what | do. They aredhiemprovide leadership |
think. | know some are more successful than othetshey should help us to
achieve our career goals and achieve all that we twaachieve. They are not a

front line whip to get us all to work harder.” CYW

Although the managers may not have the technicalvkmow to influence the day to
day performance of their homeworkers, the questisanmespondents still believed that
their line manager does have an influence on phezfiormance. Figure 10 highlights
that over 60% of questionnaire respondents from fizom Yellow disagreed with the
statement — ‘My line manager has little influencenay performance. Unfortunately,

none of the homeworkers from Company Red offeredpamon on this matter.
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Figure 10 — Line Manager’s influence
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Company Yellow- the majority of respondents either disagreedl@®#a) or strongly disagreed

(3.57%) with this statement. 7 respondents inditthat they neither agreed or disagreed and
the remaining 4 respondents (14.29%) agreed wighsthtement. Company Redo one
agreed or disagreed with this statement. All redpats indicated that they neither agreed or

disagreed.

Keen to pursue the homeworkers perception of tir@rmanagers role, questionnaire
respondents were also asked to indicate if theyghotheir line manager should
control and maintain their performance and/or ptesthem with inspiration. The
results highlight the homeworkers perception thatrtline manager should undertake
both functional aspects, i.e. to control and maintiaeir performance and also to
provide them with inspiration. Figures 11 and i@vde a detailed summary of the

actual responses to the relevant statements wiikiquestionnaire.
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Figure 11 — Line Manager’s inspiration
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Company Yellow- 17 out of 28 respondents either strongly agoeeatjreed with this

statement. 8 respondents (28.57%) indicated hiegtreither agreed or disagreed and 3
respondents (10.71%) disagreed. Company-Readl one disagreed with this statement. 3
respondents (75%) agreed. The remaining resporidditated that they neither agreed or

disagreed.
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Figure 12 — Line Manager's role
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Company Yellow- a high proportion (35.71%) of respondents ingiddhat they neither

agreed or disagreed with this statement. Howewvkrger number of respondents either agreed
(11 respondents) or strongly agreed (1 respondémnt@spondents (17.86%) disagreed and the
remaining respondent (3.57%) strongly disagreeoimgany Red- no one disagreed with this

statement. 3 agreed and 1 indicated that theliaredigreed or disagreed.

It was surprising to learn that over 40% of thesjiomnaire respondents from Company
Yellow believed that their line manager should colrind maintain their performance.
This was not a view reflected by homeworkers whaigipated in the telephone
interviews. The majority of the comments expressaihg the telephone interviews
outlined the homeworkers belief that their line eger should and does not control
their performance. Homeworkers generally feel thair line manager should assist

them in climbing the career ladder and also aet m®ntor and confidant.

Kirsten Stevens, Doctorate in Social Sciences 166



How does homeworking affect a manager’s abilitgxercise control?

The following comment clarifies this view:

‘I go to my line manager to talk things throughhig'is usually over the phone
but | like to talk through my problem. | don’t wiamm to tell me the answer
and he most probably couldn’t but at least he beallable to tell me what he did
in a similar situation. | can tell him anythingdahknow it will not go any

further.” CYHW1

The questionnaire responses for Company Red horkevgoare also surprising as they
indicate that their line manager should not onlgtoal their performance, but also
provide them with inspiration. The reason for tmixed response may centre on the
phrasing of the statement. During the focus gmispussion, the homeworkers were
asked what they believed their line manager’'s tollee. A belief versus the reality can
be quite different. In the previous theme on ‘parfance and discipline’ the
homeworkers from Company Red indicated that thiéydes motivated as a
homeworker. As demotivated workers the homeworketsd be looking for their line
manager to take on another role, one which prowides with inspiration as opposed
to continual dictation. However, this view is om@ly assumption and cannot be

substantiated by any further comment made by theelmrkers themselves.
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Key issues for the theme ‘management style andisstat

Electronic forms of surveillance supersede a mamsageed to trust their homeworkers.
Such monitoring techniques allow a line manageotarol and maintain individual
performance. In the absence of such electroniham@sms, line managers may need to
invest time in getting to know their staff befohey feel comfortable in letting the
employee work from home. Homeworkers from Compéalow believe that their

line manager should act as a mentor and confidaopposed to an enforcer of rules.
Company Red homeworkers believe that their lineaganshould control and maintain
their performance. However, the questionnairearses may also imply a
homeworkers wish for a different approach fromithiae manager — one that provides
them with inspiration. As these homeworkers b@ithat their performance is subject
to increased scrutiny and intensive managerialrognt is possible that they are
looking for a way to break the cycle and ‘escapent the continuous surveillance.

Again, this hypothesis was not authenticated byraomgeworker.
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Theme 3 - Communication

Background to the theme ‘communication.’

Unable to rely on informal and impromptu encounteith staff, managers of
homeworkers need to devote time and effort to@&hbw their staff. Ward and
Shabha (2001) suggest that such communication gteutarefully planned and
considered. Responding to an individual's needémial interaction (Furnham, 2000)
managers must ensure that they dedicate suffitraetto speak to their staff about
issues other than those directly concerning thebas and be prepared to respond to
requests for help. Acknowledging the richness\ailde of face to face communication
(Helms and Raiszadech, 2002), managers who cargwitwith their staff must be
prepared to develop their communication skillstipalarly their need to be a good
listener. Managers will therefore need to lisemvhat is not being said as well as what
the homeworker is actually saying. Ground ruldsictvinclude an agreed etiquette,
can be beneficial for staff who become reliant ora communication as this can help

to clarify expectations and avoid misinterpretatidgler, 2007).

Summary of key findings applicable to the themmfoanication.’

Limited face to face contact does not appear tatingy influence a line manager’s

ability to get to know their staff. Reliant on dirend telephone communication,

managers need to develop their communication gkilensure that the ‘message’ is

being delivered and understood.
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The physical detachment of homeworkers increasesrjanisation’s ability to control
the cascade of information as homeworker haveéunapportunity to access unofficial
channels of communication, i.e. a discussion watleagues in the post room etc.
Homeworkers suggest that face to face communicaionportant to them as it
enables them to interpret and understand peopé¢iaviour and also the culture of the
organisation. Meeting someone face to face cgmtietxplain behaviour patterns and
therefore enhance working relationships. Email mamication can be problematic and
therefore time should be taken to carefully consilde content and tone of an email
before it is distributed. Homeworkers and managgreed that social interaction is

limited as the majority of their conversations téadbe purely business orientated

Detailed presentation of the findings for the théoamenmunication.’

¢ Communication methods

Due to the limited opportunity Managers have totke@ homeworkers on a face to
face basis, different methods of communication Hauge employed. These methods
varied between the two organisations. Manageras ftompany Red use email to stay
in contact with their staff. Managers are fortentiat they see all of their staff at least
once every two months as the homeworkers are efjtorattend a bi-monthly team
meeting. Managers indicated that they rarely tedeyed their staff and preferred to use
email. Company Yellow managers only see theirf stafa face to face basis about 2 to

3 times a year. Telephone calls are the main safrcommunication.
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Emalil is also used but managers explained thatwimeyd much prefer to pick up the

phone and talk to their staff, rather then sendranil. Conference calls are scheduled

on a regular basis between team members withrieerienager facilitating such

discussion.

Even though the face to face contact between mamagehomeworker may be

extremely limited, over 67% of questionnaire respamts from Company Yellow still

indicated that they have sufficient face to faceetimgs with their line manager. Figure

13 provides a summary of the results.

Figure 13 — Face to face meetings
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Company Yellow- 19 respondents (67.86%) either strongly agreedjeed with this

statement. 21.43% neither agreed or disagreethangmaining 10.71% (3 respondents)

indicated that they disagreed. Company Rddrespondent strongly agreed, 1 disagreed and

the remaining 2 respondents neither agreed ogictied.
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The above responses suggest the homeworkers of @gymvellow are satisfied with
the existing frequency of face to face meetingem@any Red homeworkers see their
line manager on a more regular basis, however, ¢jugistionnaire responses suggest
that not all homeworkers are happy with the levdhoe to face contact. This may be
explained by the fact that the face to face mestarg usually conducted on a team
basis with very little opportunity for individual@etings. When observing one of the
bi-monthly team meetings, one team member mademonent at all throughout the
whole meeting with two homeworkers tending to maiige the discussion. Given the
likelihood that some individuals may not feel caleint in expressing their concerns or
voicing their opinions in front of others, one teeomeetings between managers and
homeworkers may encourage a greater interactionndmenation exchange. To my
knowledge, individual meetings only occur on anuairasis, i.e. when the manager

conducts the performance appraisal.

Through the discussions with homeworkers and liaeagyers, it would appear that in a
homeworking environment more onus is placed orethployee to contact their line
manager if they are experiencing any problems. questionnaire responses to the
statement ‘I feel confident in approaching my Imanager to discuss my concerns’ —
suggest that the majority of homeworkers are hapmp this. Please see Figure 14

over the page.
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Company Yellow- only 1 respondent disagreed. 35.71% (10 respusjistrongly agreed and

57.14% (16 respondents) agreed that they feel@emtfin approaching their Line Manager.

Company Red no one disagreed. 2 respondents (50%) neitleedgr disagreed. 1

strongly agreed and 1 agreed.

A line manager from Company Yellow expressed hisrywthat some managers of

homeworkers ‘sideline the welfare stuff in favofibasiness issues.” CYLM3Four of

the homeworkers interviewed confirmed that the migjof their interaction with their

line manager is purely business focused with mihsoaial interaction.
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A homeworker from Company Yellow expressed theinimm that managers do need to

ask how things are going and be prepared to atttenomments received:-

‘A manager can't just leave it to the annual apgakio ask how things are
going. They've got to ring up and ask how yougeting on. In an office
environment, you'll have those times when you kaotive at the coffee
machine at the same time, or you happen to walkgaa other in the corridor
and say ‘hey how's it going’ ..... so maybe the sitbits for that is you've got

to call your people when they’re not expectingAnd homeworkers have got to
be honest. If they do ask you how things are gsayg ‘well not good actually.’
They can only help you if they know about it. dukeep silent — what'’s the

point.” CYHW?2

Company Red homeworkers also agreed that the ryagidriheir interaction with their
manager is purely business focused with very l#tieial chat. However, 50% of the
guestionnaire respondents from Company Red anda®?rof the homeworkers from
Company Yellow agreed that social chat with thieie Imanager is important. Figure

15 provides a breakdown of the responses.
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Figure 15 — Social chat
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Company Yellow- 25% (7 respondents) indicated that they nedlyezed or disagreed,

57.14% (16 respondents) indicated that they agaaddl. respondent strongly agreed. 4
respondents indicated that they disagreed. ComBady 50% (2 respondents) indicated that
they agreed that social chat with their line man@ganportant and the remaining 2

respondents neither agreed or disagreed.
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When asking the interview and focus group participavhy they thought social chat
with their line manager was important the resporsasred on the need to build
improved relationships and ultimately to get to\wreach other better. The following

comment highlights this:

‘It’s all business, business and more businessomoreally cares what is
happening in your world. | could be splitting ugilwmy wife, or just run a half
marathon for charity, but no one knows and no @ks.aThe social side of
things is important and helps you to get to kngeeeson. Maybe if my
manager knew what was happening in my life, it rofgkp to explain my
behaviour and a change in my working patternghdy don'’t ask, they don’t

know and it is not a thing that | would just thravto a conversation.” CYHWS5

The questionnaire responses to the statement liffdynanager knows me well’ —
suggest a positive relationship. 16 out of theeapondents from Company Yellow
indicated that they felt that their line manageeslanow them well. 2 of the 4
respondents from Company Red suggested that teeyhat similar feelings.

However, the knowledge by the manager may onhhbéitmage’ the homeworker
wants to project and it may not be a true accotitiier feelings. Please see Figure 16

for a breakdown of the results.
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Figure 16 — Line Manager knows me
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Company Yellow- 14.29% (4 respondents) strongly agreed withdtsisement and 50% (14

respondents) agreed. 6 respondents (21.43%) teditiaat they neither agreed or disagreed

and the remaining 14.29% ( 4 respondents) disagr€edpany Red 50% (2 respondents)

strongly agreed that their Line Manager knows theati and 2 respondents (50%) indicated

that they neither agreed or disagreed.

A homeworker from Company Yellow explains how hieelmanager has learnt how to

‘read’ him and indicated that his manager is dégigiin tune with his feelings and

thoughts:-
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‘My manager is great — well certainly one of thétéemanagers. He actually
knows me well enough now that the way | word aniearavhen | am using the
instant messaging thing, he can tell what I'm fegli He is quite intuitive like
that. Yeah, you get things like — ‘you’re irritdtaren’t you?’ He can just tell
by the tone of the email if | am happy or annoyet is quite accurate too.’

CYHW9

In response, the respective line manager confitinadhomeworking has made him
think more about the communication process andemprently he believes that he has

become a better communicator:

Yeah, | think you become better at raising questiolifi you haven’t understood
something or you've misinterpreted something oraoody has misinterpreted
something of yours and you don’t get the reaction gre expecting, you get
quicker at just thinking ‘well maybe that wasn’tleaar communication.” You
need to go back round one more time and just se¢smping on. | think it

does turn you in to a better communicator.” CYLM2.

Due to the above comments, it was not surprisingam that 75% of questionnaire

respondents from Company Yellow agreed with theestant — ‘I receive meaningful

communication from my line manager.” Please seger€i 17 over the page.
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Figure 17 — Meaningful communication
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Company Yellow- 60.71% (17 respondents) agreed and 14.29% gémdents) strongly

agreed. 3 respondents (10.71%) disagreed aneniaaning 4 respondents (14.29%) neither
agreed or disagreed. Company Realvery mixed response to this statement. hglyo

agreed, 1 agreed, 1 neither agreed or disagreed alishgreed.

The questionnaire responses offer a quite favoerafgbression of the communication

flow from management to homeworker, particularly@mpany Yellow.

However, a homeworker from Company Yellow elabatate this ‘meaningful
exchange’ when discussing her belief that emailroomication can remove the
emotion from the interaction. She described haavflibw of information between her
and her line manager was fairly succinct and asdnemunication was not face to face,
she felt that her manager was not imparting tmee feelings during the course of the

exchange.
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She explains:-

‘You tend to get involved in formula. By that | arg at the end of an email
there will always be a polite response... at thedmotit will say ‘many thanks
for all your help’ and you know that they don’t lganean it, it is just a polite
way to end the email, you know there is alwaysf ikk# that and you think ‘oh
yeah, I'm sure you are.” There is a lot of forminat which tends to hide

what's really there.” _ CYHW1

Implying that the communication is false, she wamto explain how the scripted

approach can be employed to ensure that the maisageing the company line:

‘For me email is a record and for the manager als@ proof of what is said
and a record that | have done what | should hawe dbhis is the same for the
line manager. lItis like a script at the end & dlay, so it can be false and not
straight from the heart because you know the semaemulled over it before
they have sent it. It is what they ought to say,what they really want to say.
How many times have you sat looking at your scrganting to respond to your
line manager with a few choice swear words....l kndwave but | know | can't.
In a face to face discussion it is your word agdinsirs but in email it is

factual. CYHW1
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A number of homeworkers from both organisationdicored how email had initially
‘put the fear of god into me’ (CYHW&)nd it is only through practice and patience that
they have learned to take their time when prepaorsend an email. One homeworker
from Company Yellow explained how they tend to tyipe email at the beginning of
the day, save it as a draft and then come badKdter and re-read it before they hit the

send button.

‘It does depend on who | am writing the email Tithe thing about email is, you
can be exactly 100% explicit if you choose to tdietime. In the spoken word,
you can't refute it. If people take the time tateit properly...now that is a big
‘if because a lot of people type as they speakfangket to go back and re-read
it. | always try, if | am sending out one whichpistentially emotive, I can
sometimes type it up at 7.30 in the morning, butsemd it until 12 noon. | keep

going back to re-read it and think about changomes of the words.” CYHW1

In agreement, their colleague describes:

‘Yes, | do think you can misinterpret an email iug receive and send them all
the time so you kind of learn to think before yoags the enter key. But if you
are new or it is something that you do infrequentyould imagine that it would
be areal issue. Unless itis really urgent | wilite it and I'll save it as a draft

and I'll come back to it and read it again latestjto make sure.” CYHWS8
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Homeworkers were asked if they felt that they somes found it difficult to
understand the email instructions they receive ftioer line manager. The table below

(Figure 18) identifies that the misinterpretatidremails is_no@n issue.

Figure 18 — Email instructions

| sometimes find it hard to understand email instru ctions | have
received from my line manager
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Company Yellow the majority of respondents disagreed with stasement. 60.71% (17

respondents) disagreed and a further 17.86% (®mnegmts) strongly disagreed. 14.29% (4
respondents) neither agreed or disagreed andrtedmieg 2 respondents (7.14%) agreed.
Company Red again, a mixed response to this question. Hewemore respondents
disagreed. 1 strongly disagreed and 1 disagréedspondent neither agreed or disagreed and

1 agreed.

The reason for this response is reflected in tmengents above, i.e. homeworkers and
line managers become more cautious communicatdrghanefore ensure that the

content of the email is explicit and can therefoeeunderstood.
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Nevertheless, an over reliance on email commuicatan eventually lead to a lack of
understanding for individuals who work in teamsaré&ty meeting the individuals they
work with, Company Yellow homeworkers are requiteadhteract, via email and
telephone, with their other team members in ordeomplete a task. However, the
virtual nature of their relationship can have aateg@ impact on team work and
performance. A line manager from Company Yellowlais a face to face meeting at

the start of a project can be really helpful f&& homeworkers.

‘It is always a good idea to meet with someone wuio are going to be working
with .... You really ought to try and get and make o$that face to face
meeting because it breaks down barriers that yoli ceercome via telephone

and email.” CYLM2

He went on to emphasise the role it plays in bregkiown barriers and building a level

of trust.

‘It's trust actually, because on the telephone emeéil you can’t see the
person’s face, you can't see their reactions, the kou get from the face, the
hand movement and all that kind of stuff. So yavepy hear the words and the
tone of the voice. And you make assumptions t@atthat is the kind of voice |
can trust or that's a dodgy voice, I'm not surewtlibem.” So | feel that when |
meet someone, | sort of break down barriers. Wioerhave met them, you
understand when they say a particular set of wiordscertain way and it's

humorous, whereas before you may not have integbieas humour. Now it is
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that kind of thing that I think you really needrteet the people at least once on
a face to face basis and you get a better worlalagionship with that person as

aresult.” CYLM2

Homeworkers also agreed that face to face commtuimicavas important to them.
Figure 19 illustrates that nfoomeworker from either company disagreed with the

statement — ‘Face to face communication is impotame.’

Figure 19 — Face to face communication

Face to face communication is important to me
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Company Yellow- although 14.29% (4 respondents) neither agreddagreed, 85.72% either

strongly agreed (5 respondents) or agreed (19 melgmbs) that face to face communication is
important._Company Red 75% (3 respondents) indicated that they agraddre remaining

respondent neither agreed or disagreed.
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The value of face to face communication was desdrlty one homeworker who
confirmed that she had misinterpreted the ‘signatgil she met with one of her

colleagues on a face to face basis:

‘I'll give you an example of misinterpreting thegeals. | was working with this
guy based in Italy. He was the bane of my life amerything | said he seemed
to contradict it and it was just a nightmare wogkimith him and | just thought
he was a real awkward sod. And then | got to rhetface to face after | had
been working with him over the phone for about aryd understood within

five minutes of meeting him that the reason we weréang these head to heads
was because he cared so much about the subjecereed@aling with and he
just wanted to get it right and explore all thelas@nd really make it work. |
had taken that as being a real mick taker and soenetho just wanted to find
problems everywhere. He isn'’t like that at alle id a lovely man and we get on

great now we have met.” CYHW3.

A further comment made during the course of onerutw, describes how face to face
contact can not only help individuals to understaacdh other but also to understand the
organisation. This comment was made when askhapseworker if there was

anything they missed from office based work.

‘| think it is the formation of relationships. lean friendships and networking
and people who go for lunch together. They golaa a chat together when
they go to the loo, you know the bustle down theidor and they are nattering

away about all sorts of things, all sorts of sutd@f things that are going on in
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the organisation, so you do get to know the orgdins and know what is really

going on. At home, you can never really plug iGYHW4.

Another homeworker agrees that the water cooletacbiean be so much more telling.

‘I do miss kind of being in the office and havirigpse water cooler
conversations. Not only about what did you seé&etin last night, but also the
gossip. After a really heavy meeting, the conviezaa afterwards are more
telling and you get to know how people really feehat it the real message
being sent. You see, | might think that | am th&/@ne that feels a certain way
and then | meet my mates in the photo-copier ronthl aealise that it is not just

me.” CYHW10

Whilst the above comment identifies the value oEfto face communication, it was
surprising to learn that most homeworkers do nasmiorking within an office. Figure
20 provides a breakdown of the responses fromulestgpnnaire statement — ‘There is

little | miss from office based work’ were as folle:-
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Figure 20 — Office based work

There is little I miss from office based work
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A contrast of opinions between the 2 companies

Company Yellow- slightly more disagreed with this statement thgreed. 32.14% (9

respondents) disagreed and 10.71% ( 3 respondraayly disagreed. 7 respondents (25%)
neither agreed or disagreed and 9 respondentsi@a2 ihdicated that they agreed. Company
Red- 3 respondents (75%) agreed that there is fitdethey miss from office based work and

the remaining respondent (25%) disagreed.

However, during the course of the interviews araifogroup discussion, homeworkers
did express their opinion that one of the downstdesorking at home is the restriction

this places on accessing the unofficial commurocathannels.
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A homeworker describes how the organisation isbgticed to control the cascade of

information:-

‘I mean the thing that you miss a lot is the ur@#fi communication channels,
because you get the official line obviously throwghail and all that sort of stuff
but then only the official view that the companynigyou to see. You don’t get
the rumour mill for want of a better term whichuisderneath, where your
colleagues and so on are actually able to giveaydiiferent view on things.’

CYHWO.

When enquiring why they perceived the ‘rumour ntd’lbe dormant, the homeworker
suggested that he and his colleagues are ‘quiyeylaz know. We cannot be bothered
to call someone to add wood to the fire. We drealbusy for that. If | was in the
office, I might bump into them in the corridor awe would chat whilst we were
walking in the same direction..... we would tell eather what we had heard from
different parties and | would certainly put by petimin. When we are apart from our
colleagues, we have to be more deliberate in omnuoanication and make an effort. |
have thought about it before and | would say | amgto ring ‘John’ and ask him
what he thought, but before you know it the dayd@se and | just didn’t get the

chance. Sad isn’tit.” CYHWO9.
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The Homeworkers involved in this research are meliant on formal communication
which is distributed via email or official letteerst to their home addresses.
Homeworkers of Company Yellow are more dependerthimmethod of distribution
than those of Company Red. Company Red homeworéansf they wish, talk to their
colleagues when attending the bi-monthly team mgsti

However, when observing one of these meetingsas apparent that no time was taken
after the meeting to go and speak to some of tieae based colleagues. All of the
homeworkers disappeared as soon as the meetinnisdebd and didn’t hang around

in the offices. Most of them appeared to head haiteough they may have preferred
to go and have coffee together off site and awamfthe eyes and ears of other

Company Red employees and management.

Key issues for the theme ‘communication’

Controlling the flow of information, managers mashance their communication skills
to avoid any breakdown in their relationship wittmteworkers. Whilst different,
virtual communication can be beneficial as thetemtword can be both clear and
concise if time is taken to prepare an email. Aserconscious communicators,
homeworkers and managers can avoid the vacuunedrbgitheir physical detachment

by undertaking impromptu telephone calls to chatknaividual wellbeing.
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Chapter Summary

This chapter has considered how homeworking affeettormance and disciplinary

issues, management style and status and the comeioni process.

Managers and homeworkers from both organisatioreedghat homeworking does
improve worker output and overall performance. ldeer, the reasons for this increase
in performance differed between the two organisatioFor Company Red, increased
performance may be explained by the homeworkersflibht their performance is
subject to increased scrutiny and therefore, féafftepercussions, high levels of
output are maintained. In contrast, Company Yekowpwlained how working at home
can encourage them to work long hours due to thefieased access to work and the
vast span of available working hours. This willdmasidered further in the following

chapter.

In respect of the impact of homeworking on a manegd style and status, managers
and homeworkers both agreed that unannounced hsitewould be unacceptable.
Whilst home visits are acceptable, prior arrangamshould be made as a matter of
courtesy. None of the managers involved in thisaesh have ever visited the home of
their homeworkers without prior notification. Whasking homeworkers to describe
the primary function of their line manager, tha&sponses reflected the managers own
interpretation of their role. For Company Red,

homeworkers and managers agreed that managers sfamitol and maintain

performance.
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The views of Company Yellow were quite differeianagers and homeworkers
indicated that managers should act as mentors@rfalants as opposed to a role

predisposed to positional power.

Managers and homeworkers all agreed that workitgate does alter the
communication process. Becoming more cautious aancators, managers and
homeworkers confirmed that email communicationreanove the emotion from the
exchange as individuals do not feel comfortablenparting their true feelings. Hiding
behind the content of the email, these exchangesnhe scripted and are used as a

record of the interaction as opposed to a moreataseans of communication.

Similarly, both parties also agreed that the majaf their interaction with colleagues
and management is purely business orientated. tdlegthone calls and emails get
straight down to business with no social pleasestbeing exchanged. As such,
management confirmed that the welfare of workersbEneglected with more onus
being placed on the homeworker to notify their nggmaf they are experiencing any

problems.

It is also apparent that limited face to face contan negatively effect the formation of
relationships. Managers and homeworkers both woeti that virtual contact is
problematic, as it can lead to misinterpretatiangdividuals find it harder to get to
know each other. Consequently, face to face conwation is desirable, especially

when undertaking teamwork.
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These findings have also demonstrate how variahlels as job role, skill level and

organisational size can influence a line managsyibty to exercise control.

In Company Red, the nature of the work undertakethé homeworkers has a positive
impact on the line manager’s ability to maintaiml amcrease the level of managerial
control. Performing low skill level, repetitivesies, managers are able to electronically
monitor and assess the performance of their homeasgr In contrast to the
conclusions drawn by Felsteatlal. (2003), the adoption of electronic forms of
surveillance are, in this context, an effective metof control. Superseding the need to
trust homeworkers, electronic surveillance enathlese managers to view (in a virtual
manner) the work undertaken and the times/houvgodt. Believing that their
performance is subject to increased scrutiny, tradworkers of Company Red attempt
to redress this perceived inequity of treatmentwaswltheir lack of visibility to their
advantage. Free from the direct gaze of theirivamager, these homeworkers
frequently advise management that they do notie#lenough to work and therefore
can temporarily claw back some control (Bain angldia 2000). However, the

decision to use such excuses does in the longariave the opposite effect as line
managers become frequently suspicious and therdémide to intensify the level of

surveillance and overall managerial control.
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In contrast, the nature of the work undertakenhgyttomeworkers at Company Yellow
can negatively influence a line manager’s abilitykercise control. Unable to physical
observe or electronically monitor the performanttheir homeworkers, managers
become increasingly reliant on the assessmentsdaaby other stakeholders
(McCreadyet al., 2001). Managing by outcomes (Ashed, 2004) réatien
presenteeism, the line manager’s role is alteresh&obased on personal power and
influence (Hertel, 2005), rather than positionalvpoand status. With the balance of
power more in the employee’s favour, managers éxgdshow homeworking reduces
the effectiveness disciplinary sanctions as homkersrare able to directly avoid the
wrath of their line manager. Describing themseleelse at the ‘mercy’ of the
homeworkers, managers, in this context, suggesethail communication can be
problematic due to frequent misunderstandings asatipted approach to the

communication exchange (Pauleen and Yoong, 2001).

Having examined the issues pertinent to the masagdromeworkers, the following

chapter will now explore the affects of this woripractice on the homeworkers

themselves.
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Chapter 5

Working at home

Introduction to the findings relevant to homeworker

This chapter will present the findings relevanttte themes; flexibility, influence of
family and co-residents and sense of belongingided into 3 sub-sections, each
theme will explore the impact of homeworking onaarteworker’s ability to gain

control in the employment relationship. Drawingtba distinct features of the two case
study organisations involved in this research fith@ings demonstrate how
homeworking can a) alter the available span of wgykours, b) inhibit the freedom of

family members and c) neglect the social need®ofdworkers.

As per the previous chapter, examples will be mtedithroughout the discussion to
highlight how skill level, job role and organisatal size can affect the balance of
power in a homeworking employment relationship. €oring with the discussions in
the previous chapter, this chapter demonstratesthewwomeworkers from Company
Red become increasingly constrained and derivadarbenefits from this working
practice. Conversely, the homeworkers from Compégilow, can due to the nature of

their work, benefit from the increased flexibilafforded to them by homeworking.

To encapsulate the key points, the chapter wilckate with a brief summary of the

pertinent findings for each of the 3 themes.
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Theme 4 - Flexibility

Background to the theme ‘flexibility’

The flexibility afforded to many homeworkers is salered to be a significant benefit
to those employees who seek autonomy in theiramtehours of work (Tietze and
Musson, 2003). The opportunity to balance work l#ieccommitments is particularly
appealing for employees with young children or dideelatives to care for (Hakim,
2004). As the Government has accepted proposalsaiage the current restrictions on
an employee’s right to request flexible workingasugements (under the Employment
Act 2002), organisations will in the future havectmsider requests from a far greater
proportion of the workforce (i.e. those employeéih whildren under the age of 16).
As such work flexibility will be increasingly soughy employees. Whilst this
flexibility may be particularly appealing, Sullivaamd Lewis (2001) also warn that too
much flexibility can lead to a loss of control &e tchoice’ afforded to many

homeworkers can negatively effect their performahealth and family life.

Summary of key findings applicable to the thenesithility.’

The homeworkers involved in this research haveediify degrees of flexibility in their
working hours. Company Yellow homeworkers areraquired to work a set number
of hours per day and can generally manage theirtomanand working week. In
contrast the homeworkers from Company Red are medjto work a set number of
hours per day. However, constant computer semadalgms can prevent them from

undertaking their work with strict rules imposedaeding the implications of this
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‘down-time.” Due to the increased flexibility dfgir role, Company Yellow
homeworkers believe that this working practice éxalsanced their quality of life and
has had a positive influence on their family lif/hilst this flexibility is, in the main
advantageous, homeworkers also warned of the wesftectively manage their time
due to the possible danger that work can encropoh their personal/family time,

thereby resulting in a loss of control.

Detailed presentation of findings for the themexibility’

* The degree of flexibility

The homeworkers involved in this research have ddfgrent degrees of flexibility in

their working hours.

Company Red homeworkers are all data input clemkisa@e contracted to work a set
number of hours per day. The majority are paretmembers of staff and their hours
vary from between 4 and 7 hours per day. Theylsds@ daily input targets to achieve.
These targets are not overzealous and are sligisiythan the office based staff.
Following a pilot scheme, it was noticed that thieinet connection was slower off site,
thereby preventing the clerks from achieving thee#argets as they would have if
working within the office. A reduced daily inpurget was therefore agreed for
homeworkers. No homeworker indicated that thedutrtargets were unrealistic.
Company Red pays for the homeworker’s broadbandexdion to enable them to
access the company’s software via their own intecaenection. However, this remote

access can be very problematic. Homeworkers fratyuexperience problems
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accessing the company’s system, with the systeshitrg on a regular basis. If the
system crashes — through no fault of their owne-itbmeworkers cannot work. One of

the homeworkers explained how frustrating this lsan

‘As a homeworker | feel | have less time to mysalpecially if the system
should go down as it is hardly ever we get to thlectime off our shift and even
then it isn’t the equivalent to the time spent waitwhich seems to be
somewhat unfair to us just because we have notigegto do that can be
considered ‘work’ whereas in the office there denty of other things to do

when the verification system is down/lack of worlCRHW?2

This view was supported by other homeworkers duttiegcourse of the focus group

discussion.

A line manager described the procedure:-

If our system goes down, if the server goes dowhranthing can be done for at
least three hours then the clerks don’t have tthdw full 7 hour shift, you

know, we’ll knock off 3 to 4 hours. If it is dowfor less than three hours, say an
hour or two, they still have to achieve their tasgerhey have to make up that
time. But if it is their fault, their internet coaction or computer then obviously
it is up to them to get it up and running. | meaive got a lady back in the
office today because she is having problems wittbheadband provider and

it's really causing her issues, so she has conedizly — which they can do, if

we’ve got a spare screen they can come in.” CRLM5
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The homeworkers do have the option to come intmtfiee, and this would not be an
unreasonable alternative as all the homeworkeesarthin 20 miles of the office.
However, it is more than evident that there isti@diamount of free space and
computers within the office. When visiting the quany, the HR Manager stated that
the homeworking initiative has been encouragechbycbmpany due to the limited
amount of office space they have. Basically, th@gany is outgrowing its premises
and therefore homeworking was implemented as amaltive strategy. When
conducting a tour of the office building, the craadsurroundings were quite apparent
with no free desk space visible. The likelihoocaotommodating all of the
homeworkers within the office is minimal and therefit is unknown how Company
Red would respond if all of their homeworkers asteeketurn to the office when the

system goes down or when experiencing problemstivéin own internet connection.

The frustration caused by the frequent computeresgaroblems was expressed with

deep exasperation during the focus group discussion

‘I am full-time. | have been working until 11.30raght to try and make up the

time. | am bloody knackered, it's not fair.” CRHW

‘I have been available to work since 6 this mornifidpe server was down. Itis
not my fault that | couldn’t work. It's been a r@gghtmare in recent weeks.
We had months of no issues and then all of a sutldeems to go down all the

time.” CRHW9
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Reiterating the inconvenience the ‘down time’ canse, another homeworker

explained:-

‘I work part-time and like to get up at 6 and dfea hours before | take the kids
to school. If the server is down, | can’t do thidy supervisor will phone after
9am and tell me the system is back on again bthibytime it is not convenient
to me. Trying to catch up in the evening is natgble as | have to take my
children to football or gymnastic or whatever.wéas available to work and it is

not my fault | couldn’t.” _CRHW?7

Homeworkers are available to work, but the serveblems frequently prevent them
from undertaking their work. Whilst managementicated that this is happening on a

less frequent basis, the homeworkers advised mét ikaa regular occurrence.

Homeworkers stated that they are regularly leftiwgito see if the system is up and
running again. In line with the three hour rufaghie server goes down for more than
three hours, the homeworkers have a proportiohefmorkload reduced. For example,
if it goes down for 4 hours, the clerks only haveviork 3 hours, as opposed to their full
7 hour shift. However, the homeworkers indicatet this rarely occurs as the system
seems to ‘miraculously come back to life before3heur deadline’ (CRHW1). In this
situation, the frustration deepens, as homewoltkave lost time waiting for the system
to work but still have to complete their full shifEor example, if the system goes down
for 2 % hours, the homeworkers have to make uptitnatwhen the system is working
again. As the above comments demonstrate, thersgroblems and the strict company

rules negatively affect the homeworkers ability&on control of their working hours
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and patterns. Questionnaire respondents were asleeinment if they felt that

homeworking enabled them to take control of thearky

Figure 21 — Taking control

Homeworking enables me to take control of my work
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Company Yellow- 75% either strongly agreed (8 respondents) mealy(13 respondents).

25% (7 respondents) neither agreed or disagreethp@ny Red- 1 respondent (25%) strongly

agreed and the remaining 3 respondents (75%) neiieed or disagreed.

As the above figure demonstrates, 3 out of thesgaedents from Company Red did
not express an opinion on this matter. It was etquethat a large proportion of
respondents would have disagreed or even stromgggieed with the statement. It was
also surprising that 25% agreed that homeworkirsggemabled them to take control of
their work. This positive response could be exmdiby the opportunity homeworking
presents them to work outside of the normal offioars of work. The spread of

available hours to work was deemed to be a distideantage for the homeworkers.
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A line manager from Company Red explained how t@aunity to work outside of
normal office hours enabled her homeworkers to wiotke evening if they wanted to,

thereby reducing the hours they were required tkwiee following day:-

‘We’ve got one who works very early in the mornisgge’s got a child, she

takes her to nursery, she’s not of school agenegisae does her work very
early and then when she comes back, and she hasostavonderful figures

and she’s fine because she gets on early....we#arty hours in the morning -
about 4 o’clock in the morning something like thatl does half of it before the
little one gets up and then she does a bit themwshe gets back, and then when
she’s settled down at night, the little one, sh@disome at night and take it off

tomorrow’s work. They’re allowed to do that.” CRUM

As the office is closed in the evening, this oppoitly would not present itself to the
office based data input clerks. The flexibilityaafled to homeworkers was also

reiterated by another supervisor from Company Red:-

‘Two of my homeworkers are part time and they sbdrop off half way

through the day and carry on doing what they’rangolhey both enjoy doing

it. One of them because she’s got a little githimsery where she can just go on
at 5 o’clock, do it til about 8 o’clock, take herniursery, come back finish off
and then she’s got the rest of the day with the/baind then the other lady, |
think she prefers it, she looks after an elderlyhepand so she can do her 4
hours and then she’s got all day to do what mundsieer to do. | mean

sometimes one of them does do it in the eveningisdfs got to go out the next
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day, she’ll e-mail us “I've done this last nightdaeise | can’t do it in the

morning”. CRLMs2

A line manager from Company Red describes how wgrkit home has facilitated

greater family time for their homeworkers. —

‘the benefit is they can adapt working to theirgoeral life and circumstances.

At the office we are here from 9 until 5 which il@ge chunk of your day.

When you want to pay your bills you can only geafttork when most places
are shut. One of our homeworkers gets up at 6ahwanks for a couple of
hours, she then does the nursery and school ralecbome and works again
for a few more hours, then goes to pick her kidskhg and then she has got the
rest of the day to spend with her family. Shelhagded more free time when

her family are at home instead of running arourgl@ing all the tasks that she

couldn’t do if she was in the office from 9 until &ZRLMs4

A homeworker from Company Red supports this vied explains how she can
complete her household chores either before shis stark or after she has done her

input —

‘I normally have a load of washing on the line bhef6éam, after | have done my
input for the day it is normally dry and then | deon it and put it away all
before the kids come back from school. If | wawatk, | couldn’t do this and |

would have to do it all at the weekend or in thereng.” CRHW?2
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Some of the homeworkers work fairly unsocial hdoraccommodate all areas of their
life. This is particularly important for those hemorkers who have small children as it
enables them to juggle work and family commitmeri®wever, it should be noted that
the computer server problems regularly contribatéhé necessity to work unsocial
hours in order to make up for the lost time. Muldif server issues, Figure 22
highlights that 1 out of the 4 homeworkers who ctatga the questionnaire strongly

disagreed with the statement - ‘Homeworking hasaanbd my quality of life.’

Figure 22 — Quiality of life

Homeworking has enhanced my quality of life
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Company Yellow- 85.71% of respondents either strongly agreeb{28 = 8 respondents) or

agreed (57.14% = 16 respondents) that homeworlkisghhanced their quality of life. 3
respondents neither agreed or disagreed and tlaemeg respondent strongly disagreed.
Company Red 50% (2 respondents) indicated that they neitgezead or disagreed. However,
the remaining 2 respondents had contrasting siopigons, i.e. 1 strongly agreed and

1strongly disagreed.
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The responses from the homeworkers of Company Wedl@ much more positive and

this can be explained by the increased flexibdityheir working hours.

Company Yellow have a very flexible approach tohbers of work. There are no core
hours of work and their day does not tend to folboget pattern. Their day appears to
be dictated by the telephone calls they have toenaakl because of the international
nature of their client list, these calls can bditiering times of the day and evening. In
between these calls, the homeworkers are freedidelaow and when they work. Free
to manage their own time, these homeworkers work &g hours. When discussing
their hours of work, it was evident that the homekees believed that they work longer
hours than they did when they worked within theceff One homeworker explained

why:

‘When | worked in the office, security would ofteame along and tell me it
was time to go home. When the building shut | doltlwork anymore. When |
got home, after a 1 %2 hour drive, | didn’t feellined to get my laptop out again
and work....in any case my wife would have killed m#&brking at home it is
different. Work is always there and my spare roatmere | work, is always
open, so | can work whenever | want to. My daylteto start really early about
6.30am. I'll go and check my emails, reply to scane then have breakfast. |
will be sat at my desk by 8.00am. | always lookngtemails again at night
around 10pm because | am dealing with internatiolahts who need a

response. However this does not mean that | arkimgpfrom 6.30am until
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10pm. | tend to dip in and out of work. Howeuaecause | can, | do work at

weekends as well so the hours soon clock up.” CBHW

These homeworkers are not contracted to work awaber of hours each week, their
contract stipulates that it is the hours to dojéiee To comply with relevant Health and
Safety Legislation and the Working Time Directitlegy are required to complete a
weekly timesheet stipulating the exact number efrbovorked each day. When
discussing this with the homeworkers, it would agbat this is not an accurate
reflection of their actual hours of work, i.e. thegrk a significantly higher number of
hours than they put down on their timesheet. Tlestionnaire responses support the
view that the homeworkers from Company Yellow wimkger hours than their
equivalent office based staff. Figure 23 identifieat over 67% of respondents
disagreed with the statement — ‘1 work the samelbyermf hours as the equivalent

office based worker.’

Kirsten Stevens, Doctorate in Social Sciences 205



How does homeworking affect a manager’s abilitgxercise control?

Figure 23 — Hours of work

I work the same number of hours as the equivalento  ffice based
worker
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Company Yellow- the majority (67.86%) of respondents eitherglead (46.43% = 13

respondents) or strongly disagreed (21.43% = Goralgnts). 6 respondents (21.43%) indicated
that they neither agreed or disagreed. Company-Redone disagreed. 3 (75%) agreed that
they do work the same number of hours and the réntarespondent indicated that they

neither agreed or disagreed.

3 out of the 4 respondents from Company Red agreddhey do work the same
number of hours as an office based worker. Theseeworkers undertake work at
different times of the day and in chunks of howw®pposed to one long shift, however,
they do work the same number of hours. The phl&ication of work within the home
does not result in an increase in the actual numbleours spent inputting data.
Nevertheless, the server problems can result ineddsne as the homeworkers wait for

the system to reboot to enable them to carry oh thigir data input.
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Company Yellow homeworkers are not faced with seslrictions and during the
course of the telephone interviews it was more tqgyarent that the increased span of
available working hours has largely had a positifleience on their quality of life.

Most of the discussion centred on the opportuity working practice provides them

to be more actively involved in family life:

‘Working at home allows me to dip out of work whiemant and go and see my

family if they are at home’” CYHW10.

Another homeworker from Company Yellow explains Hoemeworking has enabled

him to have breakfast with his family —

‘| tend to get up at a more reasonable time ang pel the kids up, we all have
breakfast together and then | go into my officaladut the time | would have
been getting into the office. Working at home jgises me that extra family

time which is great as the kids are growing up.faSty HW9.

Company Yellow homeworker’s also explained how wagkat home can be a real
benefit to them if they have been travelling t@wots offices for three or four days a

week.

‘If you have been at a customer’s site for 3 dggs, can be shattered and want

to relax a little when you are back at home onTthersday or Friday. | don’t

mean relax because you are still at work, butaam At home it means | can have
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a slightly less intense day. | can get my washirie washing machine and get
it hung up on the line in between calls and alt 8wt of good stuff. It then

means | am not spending my weekend doing all myasticichores.” CYHWS3.

With such autonomy in their role, Company Yellowrteworkers explained that they
need to be extremely disciplined in order to sgtigith areas of their lives, i.e. work
and home life commitments. When asking the questoe respondents if they found
it easy to manage their time, the majority of rexfents from Company Yellow agreed.

Figure 24 provides a breakdown of the results.

Figure 24 — Time Management

| find it easy to manage my time
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Company Yellow the majority (71.86%) either agreed or strongjsead that they find it easy
to manage their time. Over 40% (12 respondettshgly agreed with this statement.
Company Red- No one disagreed with this statement, with Begistrongly agreeing or

greeing that they find it easy to manage their time
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However, a difference of opinion was offered duriihg interviews with homeworkers
and management from Company Yellow. When discgdsia flexibility of their hours
of work, Company Yellow homeworkers outlined howrlwoan encroach on their
personal time due to the physical location of warthin their home. For example, 1
homeworker explains how the presence of work withenhome can be ‘incredibly
tempting because | can just nip back in there @nd/on with my work. If | am
actually working on something and have requestetetiting and | know the answer
will appear in the evening, at 10 0’Clock at nigistl go upstairs | may wander in and
see if they have replied. | do try to close therdand keep out, but it is difficult to just

stop yourself having a quick look at your email€YHW?2

Another homeworker from Company Yellow agrees wagkand living in the same
environment can be a challenge in terms of managing time and the number of
hours you work. He advises homeworkers to ‘learddtach yourself from work. If
you go to an office, you have the commuting timewatch off, if you work at home
you don’t have that. My spare room where | workls my personal office, so | can’t
just close the door at the end of the working daytill need to catch up on my
personal business and therefore | still tend tehaguick look at my work emails even

in the evening.”_CYHWS.
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Management offered an alternative perspectivecudsing the need for homeworkers
to be incredibly disciplined, a line manager fromn@pany Yellow explains how his
homeworkers need to learn how to manage themsefvbgy will become sidetracked
and not complete their work. ‘Some homeworkerslmadistracted by non-work
activities such as the sudden need to watch dag-hevision all day’ CYLM3.
Towards the end of the conversation he explainedmmeworkers need to ‘manage
what they are doing and manage themselves becatme lyou know it the day has
gone and you are then left with no choice but t&eng the hours in your time and not
work’s time.” | suppose that’s personal choice, lbam sure some family members will

get annoyed if family time is overshadowed by wimke.’

Both homeworkers and managers clearly believesglatiscipline is an important
aspect even though they are coming at it from diféepoints of view. Understandably,
management are focusing on the limits this worlgragtice can place on the stimulus
to undertake work and homeworkers view the locabiowork within the home as a

temptation to work all of the time.
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Key issues for the theme “flexibility’

The flexible nature of work undertaken within thente offers distinct advantages to
both the employer and the homeworker. For the aorieer, the flexibility is clearly
linked to the benefit this has on their personadwinstances and family situation. For
the employer, this working practice can improvéfsttention and the performance and
delivery of work. Working within the home, timef-managed properly — can be used
to assist the homeworker to get ahead with therkwbereby reducing the pressure on
the following working day. Whilst time managemaeras not considered to be an issue
for the questionnaire respondents, the views affdteing the interviews/focus group

discussion tell a very different story.

Managers and homeworkers also offered a differehopinion on this subject with
management focusing on the non-work distractiomnisthe homeworkers expressing
their concern that they could not detach themsedhags work. It would seem that
homeworkers do need time to adjust to the flexiaieire of homeworking. It was also
not surprising to learn that the respondents framg@any Red believe that they work
the same hours as an office based worker. Thasgely due to the nature of their job
role and the restrictions imposed by their employesr Company Yellow, their job

role is quite fluid which therefore enables thenmanage their own time. However,
the most significant findings from this theme ceston the influence technology has on
a homeworkers performance. For Company Red, reaumess (via their own internet
connection) to the company’s computer systemsablpmatic and on several occasions

has led to a loss of control from the perspectivih® homeworker.
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Whilst available to work, the system failure pretgethem from undertaking their
duties. Homeworkers become frustrated as they(tieelugh no fault of their own) that
the time they had allocated for family activitiessto be replaced by the need to

complete their daily work targets.

Theme 5 - Influence of family and co-residents

Background to the theme ‘influence of family andesidents.’

The findings from this research support the workelsteacet al. (2005) and Sullivan
(2000) as the homeworkers also identified the erike their family members/co-
residents can have on their working patterns. Askwand home become entangled, the
homeworker is increasingly accessible to their famiembers and as such there can be
an expectation that the homeworker can be distudbeidg the course of their working
day. A separate dedicated workspace within theehallows the homeworker to detach
themselves from homelife activities and avoid @uee the level of interruption. As
identified by Tietze (2005) a few of the homewoskemvolved in this study have
enlisted particular symbolic referents to signather household when and when they
cannot be interrupted, some with greater successdthers. Acknowledging that their
home is still a domestic dwelling, homeworkers dbwish to inhibit the freedom of

their family.
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Summary of key findings applicable to the themituamce of family and co-residents

Although the questionnaire responses highlightatl femily/co-residents do not
negatively influence the working patterns of theesmeworkers, the comments
expressed during the interviews and focus grougudson reveal a difference of
opinion. For family members and co-residents it tzke a while for a routine to be
established as all parties try to get used to tesgmnce of work and the homeworker
within the domestic setting. As none of the homkers were provided with any kind
of formal training, the challenges and drawbacks&artking at home became an
evolutionary and personal process with most legrtoncope as time went on. The
participants from Company Yellow discussed theuifice of family/co-residents from

a far more negative perspective than those fromgamy Red. Company Red
homeworkers believe that their family members offierat support to them during the
course of the working day and due to the natuteef work it is quite possible that
family members can assist the homeworker to cormaphegir work tasks. For Company
Yellow the assistance of family is not feasible tlm¢he nature of their work.

Company Yellow homeworkers are constantly interactwith clients and work
colleagues via telephone calls and therefore tmricentration is paramount. The
disturbance of family members during the coursthe$e conversations is not helpful as
the homeworkers are trying to maintain a senseafepsionalism and high standards of

performance.

Kirsten Stevens, Doctorate in Social Sciences 213



How does homeworking affect a manager’s abilitgxercise control?

Detailed presentation of findings for the theméltiance of family and co-residents.’

As identified in the previous theme regarding tleeible nature of homeworking, work
can overshadow personal family time. However apgosite situation can occur where
other family members and/or co-residents interthptworking patterns of

homeworkers due to their increased access, i.g dtgeat home.

This is a particularly pertinent issue for the haaeers of Company Yellow.

Working long hours, these homeworkers are incrghsccessible to their family
members. Company Red homeworkers undertake disagrtiproportion of their work
at times when their family members are not at hameuring unsocial hours when the
rest of the household is still asleep. Weekendimgris not undertaken by the
homeworkers of Company Red. In contrast, Compagiio homeworkers tend to
work into the evening and at weekends and duegm#@ture of their work, these
homeworkers interact with their client base througgular conference calls, some of
which necessitate evening calls. As such, theyrames likely (than Company Red) to

be working at times when the rest of the houselsoéd home.
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Consequently, during the course of the telephotesviews, Company Yellow
homeworkers provided many examples of how homewgrkan be problematic. For

example:

‘I know | have got a conference call to completé@in and | am also aware that
this is the time the kids come back from swimmingvbatever. Colleagues do
understand but if you have got screaming kids éenlthickground it doesn’t look
good to clients. Also for me I can be really woikihard and concentrating on a
project | am trying to complete and the kids keeping in and asking me to
help them with their homework or whatever. | do ggappy because | was just
about to crack it and then they come in and | lagdrain of thought. To them

a puncture of their bike it a major issue, butrfa it can wait and then world
war three erupts until | think, you know it is gker just to stop what | am doing

and get on with it. Otherwise | will never heage #nd of it.” CYHW?2

Although the above example indicates that familynbers can negatively influence

their working patterns, the questionnaire responsasrasted with the comments

expressed during the interviews.

The responses from the questionnaire indicatedianaity members/co-residents do not

negatively influence the working patterns of theesmeworkers (Please see Figure 25).
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Figure 25 — Influence of family/co-residents
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Company Yellow the majority (70.37%) of respondents disagreit @nly 14.68% agreeing

that family can have a negative influence on ttarking patterns. Company Redb0%
indicated that they neither agreed or disagredt rémaining 50% had contrasting opinions,

i.e. 1 agreed and 1 disagreed.

Over 70% of respondents from Company Yellow exmédsbkeir belief that family
members do not have a negative effect on their wgnkatterns. This was not the
general opinion of those who participated in therviews. The comment below was

typical of the responses:

‘| have got used to it now but it takes a whilet tie office, | suppose you do
receive phone calls from your family.....you can aje/aut the phone down and
emphasise the fact that you have got to get baalotk. At home it is not that

simple. My wife will come into the room where | amorking and talk to me
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and | find it much harder to get rid of her...I kntat sounds awful but face to
face | find it harder to say ‘hey look love, | gotget on with it.” | don’t think
she realises it and thinks she can always havatanth me but | start to think
— would you really be asking me these things ibvat the office? | doubt
whether she would call me to tell me these minomgth and would wait until |
got home, but because | am there, then she thimkskay to interrupt me. |

love my wife to bits but it drives me up the walhsetimes.”_CYHW1

The issue here centres on the physical accessyfaminbers have to homeworkers
with all parties taking time to get used to thisrking practice. Interestingly, no
homeworker had received any kind of training iratieh to the influence of
homeworking on family issues. The homeworkers @xpld that it took their families a
while to get used to their working patterns andnderstand how homeworking would
impact on their family life. ‘Initially it was aovelty factor. Up until then I'd had the
traditional go out to work in the morning and cobaek in the evening. | think it is
important to tell your family what is going to hagp At first they thought, oh dad’s at
home | can go and interrupt him and they've nowrled that they don’t. Actually now
they're very good, | mean if they do poke theirdeem it's normally for things like
would you like a coffee....... S0 just because you'reesgsible to them, they just assume
that you are available to them.” CYHW®&stablishing ground rules and the
development of ‘signals’ seems to benefit the hoorkers and their families. One
homeworker of Company Yellow recalled how he ukesdoor as a signal to his family
if he can or can’t be interrupted — ‘if | close whgor, they know not to disturb me, only
for a real urgent problem. If the door is open #re} can see me it is easier for them to

communicate with me and ask if | can be disturb&lYHWS5.
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Conversely, another homeworker explained how skerffarmed her family ‘look | am
not here, I'm invisible so just carry on as you Wbnormally and forget that | am at
home.” CYHWA4. Unfortunately, family members are sometimes umaéblcarry on as
normal’ as homeworking can inhibit their freedowr, €xample — ‘if my wife wants to
do something, | know this is going to sound stepgictl, but if she wanted to vacuum,
| do actually say to her ‘hey can you not vacuurtimaés when | am on the phone.”
CYHW2. Domestic tasks were certainly a bone of conterftto homeworkers. For a
homeworker that is at home on their own duringwioeking day, the expectation of
their contribution to household chores was menticee potentially problematic - ‘I
don’t really mind that much, but my wife thinks timae working at home means that
when the washing machine has finished, | haveigw to put the washing on the line.
| get the biggest glare in the world if | don’t dpso although it is not convenient at all
| try to do it for the sake of family harmony.” C¥12. A line manager from Company
Yellow who is also a homeworker agreed that thee perception that even when you
are not physically typing or on the phone, youarailable to help with domestic
chores. ‘When | don’t seem to be working hard aml staring at my PC, my wife will
walk past the room and say ‘you’re not working tptizen?’ | tell her that | am and |
am just thinking things through. In response, lélsay, ‘right whilst you’re doing that

can you think and fix that broken cupboard dooCYLM3.
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As the above discussions highlight, Company Y ellmmeworkers focused on the
influence of family members from a negative persipec In contrast, Company Red
homeworkers did not make any negative referentieetinfluence of family members.
Their general view was that having other membetbi@family at home during the day
was advantageous if only in the respect of ‘somébere to make me a nice cup of tea
and a sandwich so | can get on with my input’ omgone to answer the phone so |
don’t get carried away chatting with me friendslfmrger than | should.” During the

focus group discussion, the following comment wiae anade:-

‘| love being a homeworker. | have trained my daegto do the data input
now. She is getting quite fast now. | can juavkeher to it, or if | want to make
a cup of tea or something, she can take over wislsit things out at home. |
can even go into town and do my shopping if | want.don’t know how much

| should pay her.’

Whilst this comment was made in the context ofi@jat is not known whether this

was fact or fiction. As these homeworker perfoapatitive tasks, the job could be
easily passed to other members of the family withloeir line managers knowledge.

As previously explained, the homeworkers are moaddy their employer, but as this
is electronic surveillance, the line manager isideg on the quantity of work
completed, the speed of completion and the accur@bgy do not use web cams and
therefore do not monitor the actual individual peniing these tasks. Whilst this
‘opportunity for assistance’ was not mentioned lnagement during the course of the
interviews, it is likely that they are aware of fieasibility homeworking data inputs

clerks have to make use of family members timesapport. Although the
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homeworkers from Company Yellow are also ‘out ghsithe nature of their work

restricts the likelihood of their work being unagen by anyone else.

Key issues for the theme ‘influence of ‘family aneresidents.’

Previous research has focused on the negativemftufamily members/co-residents
can have on a homeworker’s ability to gain contfadheir working patterns. This
research also demonstrates that homeworking caallynbe problematic for family
members and homeworkers as each party gets useatkdeing undertaken within a
domestic setting. Exploring the impact this hashengeneral rhythm of the household,
Company Yellow homeworkers have a greater oppdstuaiengage with family
members during the course of the working day dubedlexibility of their work.
Consequently, any disturbances or interruptionsem®significant. Company Red
homeworkers did not consider the influence of fgfd-residents in as much detail as
Company Yellow. A few comments were made in relato the assistance family
members can offer. A passing comment was madespect of the likelihood that
family members can actually carry out the work sagkthe homeworker. This was a
view expressed by only one of the homeworkers harkfore it is not known if other

homeworkers engage their help of their family/csidents.
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Theme 6 - Sense of belonging

Background to the theme ‘sense of belonging.’

According to Helms and Raiszadeh (2002:243) ‘tHie@is not only a place to work
but also a place to socialise and to be socialgedhe culture of the company.” Direct
social interaction during the early stages of emyiplent helps the new employee to
appreciate the acceptable and unacceptable fortmshaiviour in terms of actions and
demeanour. In a homeworking environment, informathods of evaluating and
accepting the culture of an organisation are drenalét reduced. The inability of
homeworkers to have a chat at the photocopier ptextkese employees from catching
up with the comings and goings of the organisaiod this can therefore restrict the
new employee’s sense of belonging. For those hari@ss who have been with the
organisation for a number of years, their physigthchment and limited opportunity to
supplement the official company messages with tileative interpretations of fellow
workers, can lead to a reduced sense of engagement.

Consequently, organisations employing homeworkexg use training courses and
implement ‘buddy’ schemes to control behaviour.isTih turn may increase

involvement, aid commitment and enable the homeearodk feel that they belong.

Summary of key findings applicable to the themess®f belonging.’

Overall, the participants in this research do redtelve that homeworking has reduced

their sense of belonging to their organisation.weeer, for those homeworkers who

rarely see their colleagues or attend meetingoampany premises, face to face
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interaction and visits to company premises can @rage a homeworker’s identity with
and commitment to their organisation’s culture. @gng with the need to ‘anchor’
themselves with the organisation, most homeworkelisated that they would struggle
to cope if they were new to the organisations aewl to homeworking. As all of the
homeworkers involved in this research have workedHeir organisation for a
significant period of time, they were aware of tfteems and values of their
organisation, prior to undertaking homeworking.y$ttal detachment and lack of
visibility does not affect a homeworkers identitioa with their team. Homeworkers
are provided with the opportunity to socialise vthiir colleagues, although few make
a concerted effort to do so. Social interactiothwblleagues is important to
homeworkers, although this interaction is undentakea virtual manner, i.e. through

the use of computer software packages such as MSN.

Detailed presentation of the findings for the théssmse of belonging.’

Questionnaire respondents were asked if they &ttqf their organisation. Figure 26

identifies that the majority of respondents frorm@any Yellow and half of the

respondents from Company Red agreed with the staten'| feel part of my

organisation.’
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Figure 26 — Sense of belonging

| feel part of my organisation
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Company Yellow- only 2 respondents disagreed with this statem2h43% (6 respondents)

neither agreed or disagreed, but the remaining3?4 dither strongly agreed (14.29% =4
respondents) or agreed (57.14% = 16 respondeiatishhity feel part of their organisation.
Company Red- a very split response. 1 strongly agreed, kalre neither agreed or disagreed

and 1 disagreed.

* Social interaction

When predicting what the results might be in resgdo this statement, it was
envisaged that the majority of homeworkers from @any Red would express a sense
of belonging to their organisation. This predintiwwas made based on the physical
proximity of their homes to their organisation’sadeoffice, the fact that they are
required to attend a bi-monthly team meeting ardotiganisation is relatively small in

size. The questionnaire results do not suppastdbinjecture. However, questionnaire
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responses were only secured from 4 out of the bielnmrkers who attended the focus
group and therefore a more positive response nhighve been received if this line of
guestioning had been taken during the course dbthes group discussion. Due to
time restrictions, social interaction was only Hyienentioned by one homeworker.
Commenting on the effort made by line managersvolve the homeworkers in all

social activities and emails, she described howsamguthese emails can be:-

‘I can be merrily working away and an email popsapay it is claire’s

birthday and there are cakes available for everyotige kitchen. It makes me
smile because to begin with you think they arerntigkhe mickey because you
know you would really like one but you can’t becaysur at home. However, |
do like it because | like to know what it going oviou see, if | know that
person, | might send them an email to wish theragpi birthday. The other
emails tend to be about moving your car becauseay@blocking someone in
.... It always seems to be the same few people.aBpiit second you do think
about your own car and then realise you are at heordet is sitting on the drive.
| still like to receive all these emails becaustill feel part of the team that

way... does that sound silly?” CRHW?7.

In addition to the daily/weekly emails, all of themeworkers from Company Red are
invited to attend the company’s Christmas partyfddunately, none of them accept
this invitation and prefer not to attend this fuont Company Yellow also has regular

company events throughout the year and again thmeWorkers rarely join in.
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When specifically asking the questionnaire respaotsli they were provided with the
opportunity to socialise with their work colleagukss than 40% of the respondents
from Company Yellow indicated that they were pr@ddvith the chance to socialise

with their work colleagues. Figure 27 provides eatdown of the full results.

Figure 27 — Opportunity to socialise

I am provided with the opportunity to socialise wit h my work
colleagues

~
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Company Yellow- slightly more respondents agreed with this statd, although it was a

fairly even split. 32.14% (9 respondents) disadreed 3.57% (1 respondent) strongly
disagreed. 25% (7 respondents) offered neithereaigor disagreed. Of the remaining 11
respondents, 2 strongly agreed and 9 agreed wdlstdtement, Company Red’5% (3
respondents) either strongly agreed (1 respondentgreed (2 respondents) that they are
provided with the opportunity to socialise withitheork colleagues. The remaining

respondent chose not to answer this question.
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The relatively low response rate from Company Yelweas surprising due to the fact
that the line managers confirmed that an annuagéiuid dedicated to such events. One

line manager explained:-

‘One of the things that you lose with remote woskisrthat you don't get the
teaming side of things. For us, our organisatimegievery single manager a
budget of £25 per person, per reportee, twice a yga | can take the team out
for lunch, dinner, however | want to spend it.fdant while | was away on
holiday, one of my fellow managers took his team eavited some of the others

who are Warwick based, to the dogs.” CYLM1

The homeworker’s response to this matter was &®afsl-

‘Yes you can get invited to these things and | daiways go because
geographically it is a nightmare to find a locattbat suits everyone.
Somewhere along the line, someone gets a roughadddias to drive the
furthest. The social side does depend on how goadline manager is at
organising such things. Sometimes they prefeotd dne on one, so you spend
time only with your line manager and not as onetbagn. For me it is not an
issue, but for others who want to see the wholmteae to one ‘treats’ are just
not the same.” CYHW1

It would therefore appear that the ‘teaming’ sifi¢he social budget is discretionary

which therefore explains the questionnaire respgonse
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In addition to face to face socialisation, Compa@low homeworkers also have
access to an instant messaging computer softwakaga which they regularly use to
interact with colleagues. This software has a gugbose — to allow employees to
virtually converse about business issues and toralslicate corridor discussions and
social exchanges. All of the homeworkers (from @any Yellow) who were involved
in this study confirmed that they regularly usestinstant messaging service. When
discussing the practicalities of using such a systeomeworkers advised that it is an
informal environment which members use to have armohitchat about rubbish and
take the mickey out of each other. CYHW3omeworkers have a very relaxed
approach about using this facilities, even expiagrihat they don’t worry about spelling
or grammar and often use text type speak to makedhversation flow quickly.
Access to this instant messaging service is pezddiy be advantageous to team
camaraderie. Company Red homeworkers also haesstz a similar software
package. However, when observing the bi-monthdyteneeting, the homeworkers
were reminded that they can use this tool. Ma$ihdit seem aware of it and were
reluctant to make use of it. One of the homewakenfirmed that she has never used

it and would not feel comfortable in doing so.
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e« Team membership

Whilst only a proportion of the homeworkers hav&hance to socialise with their
colleagues, the questionnaire responses to trensat — ‘| consider myself to be a
member of a team’ — indicate that this limited abaiteraction does not negatively

affect a homeworkers identity as a member of tteeim. Please see figure 28 below.

Figure 28 — Team membership

| consider myself to be a member of a team
18 17
16
14
12
0O COMPANY YELLOW
10 O N=28
g - m COMPANY RED
6 m N=4
6 i
4 i
2 2 2
2 1 + 1
0 0O O
0 O O I
Strongly Agree Neither Disagree Strongly
Agree Agree or Disagree
Disagree

CompanyYellow - the majority (85.18%) of respondents eitagreed (62.97%) or strongly
agreed (22.22%) that they feel part of their te@mespondents disagreed with this statement
and 2 indicated that they neither agreed or digsggr€ompany Red no one disagreed with
this statement. 2 respondents (50%) either stycamyleed or agreed. 2 respondents (50%)

neither agreed or disagreed.
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For Company Yellow the positive responses are hithen Company Red as they are
regularly required to undertake project work withexr members of their team. These
joint tasks can therefore unite the team and hatih éeam members to acknowledge the
contribution made by individual members. For CompRed, the nature of their work

is very isolated. Individual performance doesaf@ect the performance of other
members and therefore their commonality centreg @mlthe reporting procedure, i.e.

they report into the same line manager.

However, the lack of teamwork within Company Reégloot appear to affect their
awareness of where they fit within the overall stuwe of their team. Figure 29
illustrates that no respondent from either orgdimsalisagreed with the statement — ‘I

know where | fit in within the structure of my tedm
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Figure 29 — Team structure

I know where I fit in with the structure of my team
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Company Yellow- ALL respondents agreed with this statement — 67.88%egpondents)

agreed and 32.14% (9 respondents) strongly agr@ethpany Red- no one disagreed with this
statement. 1 (25%) strongly agreed, 2 respondB@®) agreed and 1 respondent (25%)

neither agreed or disagreed.

Similarly, homeworkers are also aware of their posiwithin the overall
organisational structure. Figure 30 provides akdewn of the responses to the

questionnaire statement — ‘I know where | fit irtlte overall organisational structure.’
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Figure 30 — Organisational structure
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No respondent from either company disagreed withdtatement Company Yellow- 27 out

of the 28 respondents either strongly agreed aeapwith this statement. The remaining
respondent neither agreed or disagreed. Compathy- RB% (3 respondents) either strongly
agreed (1 respondent) or agreed (2 responderasthiy know where they fit in to the overall
organisational structure. The remaining responheitated that they neither agreed or

disagreed.

Company Yellow has a vast intranet service whieady illustrates the structure of the
organisation. One manager was kind enough to atteto view the relevant sections
of the intranet. For example, a search for arviddal revealed a significant amount of
data — a photograph, reporting procedures, projeudsrtaken and relevant skills. All

members of Company Yellow have access to this mmébion.

Kirsten Stevens, Doctorate in Social Sciences 231



How does homeworking affect a manager’s abilitgxercise control?

Jokes were made in relation to the photographsegdast the intranet. It was evident
that some of them were very old — “Bill’ has a ptevhich is obviously 20 years old,
he looks like he is wearing his Sunday best....no d@as he look like that now!.’
CYHW1. Whilst these photographs may be a little outaiedaccess to this
information was deemed to be beneficial in ordeéptn a face to a name’..... ‘realise

who | was talking to all the time’....’remind me thHatave worked with them before.’

* Overcoming a sense of detachment

For the homeworkers who have limited face to fam®arct with colleagues and are
rarely required to attend meetings on company @esimany still saw the value of
visiting their organisation’s offices. Company & homeworkers can, if they wish,
travel to one of the company’s offices and makeaithe hot desk facilities. One

homeworker explains why he felt the need to da this

‘Well it is all about getting the mix right. Thealback is the face to face
contact being lost, the sense of belonging beindext by the absence of
people...well two things really. | think it is natgt face to face, but I think it's
the physical-ness of saying | am in something,ysigll thing, an office, that
belongs to the company that | supposedly work fw.it is not just people, it is
also the physical environment as well that encceesdlge sense of belonging.

CYHW?2
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Another homeworker also believes that the hot deskties are extremely helpful,

especially to those workers who are new to therosgdion:-

‘When you are new you can go into an office andkbmee of the hot desks that
we have. So it is not your desk but it just that yre in a space with the people
and the people will help you and orientate you ymal can therefore pick up the

culture of the organisation in that way.” CYHW4

This homeworker went on to explain how she beliaveguld be impossible for
someone new to go straight out to working at hoflee believes that a period of
‘anchorage’ within the organisation is requiredftibefore anyone should be allowed to

work from home:-

‘I am so glad | worked for the organisation for hile before | agreed to work
from home. | couldn’t have done it without firstderstanding the organisation.
| think you have to see other people and get tawkii@m and observe their
behaviour to truly appreciate what it is all abotlihat period of anchorage is
essential. If you can’t have that, | would try aget into the office as much as

possible.” _ CYHW4

Kirsten Stevens, Doctorate in Social Sciences 233



How does homeworking affect a manager’s abilitgxercise control?

The comment above suggests that a mixture of homkavgpand office based work
would be beneficial to new employees and alsodsdlwho wish to reaffirm their
sense of identify and belonging. This was a vitse gaupported by the Managers from

both Company Red and Company Yellow:

‘I would be very uncomfortable if we employed somemew who then went
straight out to working at home. | would give HRght good bollocking
because | don't think we would keep them. | wotiltke it because | think
you need to see it to understand it and if youogloameworking and you have
never met anyone you are working with and you donderstand how the
organisation ticks you can be in a right old pickie | personally think you
would sink. [ certainly know that this is not aampany’s policy and | hope it

stays that way.” CYLM1

‘No our policy is that they would need to work hérethe offices) for atleast 6
months before they went out to homeworking. | ligout faces to names and
when they are new they are still learning the jot aeed to see others in
action...the old fashioned sitting by nellie’ is intnt and when you are at
home you might feel daft if you have to ring uptal time to ask questions
about how to do things. In the office, you can tekperson next to you or ask

your supervisor.’”_CRLM5

Kirsten Stevens, Doctorate in Social Sciences 234



How does homeworking affect a manager’s abilitgxercise control?

Key issues for the theme ‘sense of belonging.’

An opportunity to visit the physical office premssef their organisation and the chance
to interact with colleagues can assist a homewsrgense of belonging. This
interaction with colleagues does not have to ba tate to face basis, as virtual chat
rooms greatly assist a homeworkers sense of teainaspm camaraderie. Access to
additional information, made available via compariyanet sites, can also be beneficial
to homeworkers who wish to learn more about theeagles they are working with.
The receipt of ‘social’ emails was viewed positivbly homeworkers as a method of

involving them in the comings and goings within tféce and/or company.
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Chapter Summary

This chapter has considered; the varying degreéexalbility afforded to homeworkers;
the positive and negative influence of family mensb@n a homeworkers ability to gain
control over their hours of work and; the impacthog working practice on a

homeworker’s sense of belonging and identity.

These findings have identified how the flexibleuratof work undertaken within the
home offers distinct advantages to both managetshenhomeworkers. For managers,
this working practice improves performance butfomeworkers the flexibility is
clearly linked to the benefit this has on theirgmeral circumstances, family situation
and overall quality of life. Managers and homeverskboth agree that self discipline is
important for individuals who work from home. Piding differing perspectives,
managers focused on the limits this working practian place on the stimulus to
undertake work, whereas homeworkers view the looaif work within the home as a

temptation to work all of the time.

As the managers of Company Yellow are also homesverthey consequently agreed
that family members can negatively influence thekivg patterns of homeworkers.
The homeworkers of Company Yellow described howiliamembers can have a
negative influence on their working patterns arduoe their ability to gain control of
their hours of work. With no restrictions regagliheir hours of work, Company
Yellow homeworkers also agreed that too much fléigtcan result in overzealous

work tendancies with work encroaching on familyaigsullivan and Lewis, 2001).
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Due to the increased span of available working sidusmeworking at Company
Yellow is more likely to inhibit the freedom on fadgnmembers (Sullivan, 2000) as
these homeworkers regularly work long hours artdregs when family members are at

home.

Due to the routine nature of the work undertakethieyhomeworkers of Company Red,
family members could assist the homeworkers toesehiheir daily input targets,
thereby enabling the homeworkers to claw back cb(@ain and Taylor, 2000) in an
attempt to address the imbalance caused by thedneégerver problems. Although
available to work, these homeworkers cannot workmtine system crashes and they
therefore have to make up this time when the systam and running again. The
office based data input clerks are not subjectedesame rules if the in-house
computer system crashes. As discussed in thequeehapter, the homeworkers
acknowledge this inequity in treatment, and do whessible attempt to redress this

imbalance.

Managers and homeworkers from both organisatioreedghat homeworking should
not be offered to new employees. All agreed tina¢ spent within an office
environment is crucial to assist a new employegctept and appreciate the norms and
values of the organisation. This period of ‘aney&’ can help individuals to form

relationships and get to know the people they balworking with.

These findings have also demonstrated how homewsodfeCompany Red are, on

balance, placed in a less favourable position thase from Company Yellow. The

nature of the work undertaken by the homeworkeiSahpany Red, enables
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management to restrict the degree of work flexypdind control their hours of work.
In contrast, the nature of the work undertakenhgyttomeworkers of Company Yellow
has a positive influence on their ability to woléibly. Any challenges to their

autonomy come mainly from family members, as opgdsananagerial constraints.

Having presented the findings relevant to managedshomeworkers, the following
chapter will explore the research question in th@ext of the case study organisations
used in this research. The most significant caichs will be identified with the

implications of this research disclosed.
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Chapter 6

Conclusions

Aim and objectives of this research

The aim of this research was to explore how thetjme of management control differs
in a homeworking environment. Contrasting orgaiosa were chosen to explore if
factors such as job role, skill level and orgamisetl size are contributory factors in the
managerial control process. As previous reseaasicbmpartmentalised the
perspectives of homeworkers and their managessrésearch wished to address this

disparity by assessing the views of both managetshameworkers.

This thesis therefore sought to explore the questio

‘How does homeworking affect a manager’s ability teexercise control?’

The specific research objectives were as follows:

1. To critically explore the practicalities of managinomeworkers, in order to
assess the impact of this working arrangementmarsager’s ability to exercise
control.

2. To critically evaluate the experiences of homewshe respect of how they are
managed and the specific challenges and benefit®ing at home.

3. Compare and contrast the views of managers andworkers in order to

identify any similarities and differences in themayment relationship.
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4. To specifically examine the influence of a homeveoik job role, skill level and

organisational size on a manager’s ability to eisercontrol.

Significant conclusions from this study

Direct control is possible for small organisation®@mploying workers undertaking
repetitive work tasks. For larger organisations emloying skilled autonomous

workers, direct control is problematic.

Supporting the views of Smith and Thompson (1998} 5the findings from this
research demonstrate how the ‘shadow of sciemtiinagement continues to fall over
contemporary work organisations, reinforcing greatanagerial control.’
Management practices in Company Red are entrenolieztlitional approaches
founded on the need to closely control the work laglshviour of employees. With the
introduction of homeworking within their organisati the existing systems of control
have intensified due to the manager’s lack of tamst increased suspicion. For these
managers, control is an important aspect of tludér and the adoption of electronic
forms of surveillance assists these managers tiwad@nd monitor the performance of

their homeworkers via virtual methods.
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In contrast to the conclusions drawn by Felsitaal. (2003), the adoption of electronic
forms of surveillance are, in this context, an @ffee method of control. Constrained
by the constant computer system failures, theseslarkers appear to derive limited
benefits from this working practice. Whilst Feraied Metcalf (1998) have argued that
electronic surveillance abolishes worker resistatiefindings from this research
support the views of Bain and Taylor (2000) as hworkers can and do attempt to
claw back control. Consequently, as homeworkee& $o divert the attention of their
line manager (Knights and McCabe, 1998), theiroastiand the physical location of
work within the home, contributes to the intensihd cyclical nature of the
management control process. The diagram belowlalpyto explain the cyclical

nature of managerial control in a homeworking emvinent.

The Cyclical Nature of Managerial Control

2. In an atiempt to redress
this perceived inequity of
trecatment homeworkers use
their lack of visibility te their

1. Homewsrkers believe that advantage by providing
their performance is subject to management with excuses why
increased surveillance, ihey cannot work. Free from

their direct gaze, ling managers
have no means in establishing if
the homeworkers are actually
Ielling the truth,

3. Managers become awore of
the increased number of
excuses provided by their
homeworkers. Becoming
suspicious, the inlensification of
control increases
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Working in a highly prescribed environment, the leovorkers of Company Red, can to
a certain extent, be compared to those studiedyttyeB (1978) who concluded that
homeworkers in the 1Band 19" Centuries were insecure, exploited, undefended and
often unnoticed. In contrast to Bythell's (1978nclusion, Company Red
homeworkers do have secure employment terms arditors, are protected by
relevant legislation governing the employment refathip and regularly attend
meetings with their line manager and other colleagn the company’s head office.
Whilst these homeworkers are not an ignored arélaeofvorkforce, they are treated
differently and similar to Bythell’'s research, tadsomeworkers are subject to

exploitation.

Exploitation may seem a harsh word to use; howeherstrict rules regarding the need
for these homeworkers to make up for the compuytsiem ‘downtime’ demonstrates
how these workers can regularly be placed in addeataged position. Management
use the lack of proximity to their advantage bylgiog differing rules to homeworkers
compared to those applicable to their equivaleit@based workers. Organisations
such as the National Group of Homeworking (2008)aware that many unscrupulous
employers are still taking advantage of this vudisge sector of the labour market but
the majority of their focus tends to be on secuthgrequired employment status,
rights and protection of homeworkers (Hansard, 208& Company Red homeworkers
are in receipt of such rights and work in a nomsarged environment, it would seem
that such exploitation may continue. No formakgances have been raised by these
homeworkers, which may indicate that they are téaf repercussions or the
‘exploitation’ is, in reality, not that significantHowever, as no formal objections have

been received, this practice is likely to continue.
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This situation may change in the future if homewagkbecomes mandatory. To date
all of the homeworkers have volunteered to worknfttome and therefore may be more
accommodating of the ‘differences.” As the compargands and more employees are
given no option other than to work from home, obgets may be received by those

unwilling to accept these differing rules.

In contrast, homeworkers who have high task digmretnd autonomy in their role as in
Company Yellow, are placed in a more favourabletjprsas they can, due to the
nature of their role, manage their own time andgpas of work. Unable to monitor
work, either physically or virtually, homeworkingecessitates that managers redefine
their role around facilitation, leadership and ped influence (Hertel, 2005 and
Symons, 2003). However, managers confirmed tlegt Were unprepared for this
change and had some initial difficulties in relirgfung their hierarchical status and the
material referents afforded to individuals with lsyositional power. In Company
Yellow, homeworkers cannot be evaluated on tha&s@nce and therefore the
evaluation has to be based purely on the achieveof@mjectives (Ashed, 2004).
Managers are responsible for conducting the arperébrmance appraisal but are
reliant on the input received from a variety offeliént stakeholders. The accuracy and
objectivity of the performance assessments proviesiich stakeholders is
guestionable. Managers are dubious of the glonepgrts received from the
homeworker’s colleagues who contribute to the assest, but have to accept them at
face value as they have limited means to estatiimhsuch assessments are indeed
false. Managers described the shift in the balah@@wer within the employment

relationship, often feeling as though they ardnat'tmercy’ of their homeworkers.
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Homeworkers can gain greater control of the comgation process and can often
avoid the wrath of their line manager. In thisigtton, trust plays a more pivotal role as
managers have to trust that their homeworkersdeiiver and provide an honest
assessment of their performance. As a large eraplafyvastly geographical dispersed
homeworkers, team meetings are not feasible asgeamnhave great difficulty in

getting all of their team in one place at one timeeinforce accepted standards of
performance. This is not the case for Company R&d,as a small employer of
homeworkers, have a greater opportunity to medt alltof their 14 homeworkers in

one location as all of the homeworkers live withiB0 mile radius of the head office.

Managing homeworkers (Research Objectives 1 and 4)

Data collected from the two case study organisatiliustrate the variations and
commonality in management practice. Chosen far thstinct features, these case
study organisations also demonstrate how job stié,level and organisational size are
contributory factors in the management control psesc The findings specifically
reveal how a homeworkers lack of physical proxinaitygl visibility a) alters the nature
and intensity of the managerial control procesghanges managerial status and role

and c) necessitates modification of the commuroogpirocess.
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In Company Red, the nature of the work undertakethé homeworkers has a positive
impact on the line manager’s ability to exercisetoa. As the homeworkers are
undertaking repetitive work tasks using a computentrol is easier to maintain as
managers can electronically monitor the individadformance of each homeworker.
Managers are able to produce reports which idetitgyhours of work and also the
guantity and quality of work. Such measures cbotg to the objectivity and validity

of the annual performance appraisal. Contractedbit a set number of hours per day,
these homeworkers are required to achieve dailytitgzgets using their own computer
and internet connection. Working in a fixed looatii.e. home, managers are aware of
the times when the homeworkers are working andthksio speed of input. If their
performance falls below the required standard ethibmeworker has not logged into
the network when contracted to work, the manageofines immediately aware and can
address this by either telephoning the homeworkenwiling them. The manager can
also formally address this at the next bi-montklnh meeting of homeworkers. These
meetings are conducted on a face to face basiatsertied by all the homeworkers. At
such meetings the manager has an opportunityriéoree their positional power and
hierarchical position by reiterating the companigsuthe expected standards of
performance and control the dissemination of infation. As all of the homeworkers
live within a 20 mile radius of the head officeethanagers could also, if they wished,
quite easily visit the employee at their home teathon progress and reinforce the rules

and procedures of the organisation.
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As a consequence of the job roles occupied by theseworkers, workers expect to be
managed in this manner and therefore more readilg the form of managerial

control employed the managers at Company Red.

These workers would not expect to be given com@atenomy, and opposing the
advice that homeworking managers should changerniaagement style to one based
on leadership, motivation and coaching (Hertel,3308ue to the nature of the work
performed by these homeworkers, control and commsaimgvitable. How can you
lead, inspire and motivate a team of homeworkederiaking repetitive work tasks?
Task discretion is not feasible and therefore timeapagers cannot be expected to
abscond from monitoring mere task completion asmbik is designed around the need
to achieve the daily input targets. Contrary teiegl that managers need to work harder
to build relationships with their homeworkers (G&rR006) and take time to get to
know their staff, the nature of the work undertakgrthe homeworkers negates the
need for these managers to devote time to suchtagi As long as the tasks are
completed on time and to a satisfactory standhedpéersonal attributes of the
homeworker is irrelevant. The management stylgtadbis also inherently linked to
the culture of the organisation: one founded ondnahical tiers, low trust relations and
strict bureaucratic procedures. All of the homédweos have worked for Company Red
for a significant period and therefore these waskeave already embraced the cultural

norms and values of the organisation and accepgethanagement practices.
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In contrast, homeworkers at Company Yellow wouldk tb the nature of their role and
skill level, find such forms of control totally uo@eptable. The culture of the
organisation would not support a management sgiéred on autocratic command and
control. Used to autonomous patterns of work,ahmsfessional individuals are highly
skilled and would not welcome strict managerialtoairtechniques such as those
adopted in Company Red. Their perceptions of dabdgpmanagement practice
became particularly apparent when discussing thalslity and possibility of
homevisits. Homeworkers suggested that they wbeldurprised if their manager
decided to visit them at home and they would akssuspicious of their intentions.
They expect to be trusted and would therefore Ipg wecomfortable if their manager
decided to check-up on them. Luckily, for the haragkers, the luxury of a quick

homeuvisit is not afforded to the managers of Corgpéellow.

Due to the vast geographically dispersion of statinagers would need to travel miles
to visit their homeworkers, and if undertaking arannounced visit, the manager would
have no guarantee that the homeworker would beraeh Company Yellow
homeworkers are not contracted to work a set numideours per day and can
consequently manage their own diary. They are fa¢égoto work at times to suit them
and their working patterns are only regulated leydbreed deadline dates for the
projects they are working on. Managers therefareemno idea when their
homeworkers are working and also where they ar&ingias they are also free to work
at any of the company’s hot desking facilities. m@aunication therefore becomes
problematic as emails can be ignored until the ivoonker decides they are working
and also telephone calls can be diverted straoghbicemail as the homeworker is not

free to take the call.
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The balance of power is certainly in the homewaHKavour as managers do not have
an opportunity to enforce their positional powdtore emphasis is therefore placed on

the line manager’s personal power and influence.

If performance is unsatisfactory, it would not bemediately apparent to the line
manager. They would only become aware if, theraateclient who requested the
work, decided to formally complain or as a consegeeof the annual performance
appraisal. Unable to directly observe the perforcezof their homeworkers, managers
are reliant on the assessments provided by a yarietakeholders. As previously
discussed, the objectivity of this appraisal predegjuestionable as managers are
unsure if the accounts provided by other stakelsldee an honest and accurate
assessment of performance. Consequently managgrihame limited means in
establishing the truth and controlling the ovepaliformance assessment.

Due to the nature of the work performed by thesadworkers, it is essential that the
line manager appreciates the individual strengtiodsveeaknesses of individual team
members. Rather than rely on the information rexkvia the performance
assessments, the manager has to undertake adidstadindies in order to get to know
his staff better. In contrast to Company Red, @éhiesmeworkers work in teams and
undertake a variety of different projects. Thegoalepresent the company when
interacting with and working for a variety of difemt external clients. Knowing which
person is right for each project and each partiatllant is essential to maintain the
professional and reputation of the company. Theagaer is responsible for allocating
the homeworkers to each project and thereforeigine choice has to be made. In this

situation, the manager is also reliant on the hoonkers honesty.
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If the homeworker is struggling, the manager hasvap of knowing unless the
homeworker decides to notify their manager. As éaorkers often feel
uncomfortable in imparting their true feelings email, these managers have to work
harder to get to know their staff and also lisewhat is being said, but more
importantly, what is not being said (Gerke, 2008 dahoda, 1982). As the majority of
their interaction is purely business focused, maragonfirmed that the welfare of
homeworkers can often be neglected. Avoiding tmuum created by their physical
detachment, managers suggested that impromptiuhtaiepcalls (just to check on the
individual wellbeing) could help to replicate thdarmal corridor discussions which

occur within an office environment (Ward and Shal#@91).

Working at Home (Research Objective 2)

Data collected from both organisations illustrateel many challenges and benefits of
working at home. The findings demonstrate how hearking can a) alter the
available span of working hours, b) inhibit thesldlem of family members and c)

neglect the social needs of homeworkers.

This research reveals, that although initially s, the flexibility often afforded by
homeworking, can actually be detrimental. Withr@ased access to work,
homeworkers warn of the danger that work can ewtrogon personal/family time.
Homeworkers therefore have to be incredibly sed€ighlined to prevent an ‘overspill’
into the opposite area of their life, i.e. work msreadowing their available family time

or family negatively affecting a homeworkers workipatterns (Sullivan, 2000 and
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Felsteacet al. 2005). The influence of family and co-residengs certainly an issue
which sparked much debate amongst the homewonbarscularly those from
Company Yellow. For homeworkers undertaking roeitiepetitive work tasks, it is
feasible that family members can undertake routiaek tasks. This opportunity would
not be afforded to all job roles. All homeworkagreed that it takes time to adjust to

working at home as homeworking is likely to inhithie freedom of family members.

When discussing the impact of homeworking on tlntity with and commitment to
their relevant organisations, the participants ined in this research do not believe that
homeworking has reduced their sense of belongitigeio organisation. Homeworkers
in both organisations were provided with the oppaity to socialise with their
colleagues, although very few accepted such inerniat For homeworkers who rarely
get the chance to see their colleagues on a fadeeeédoasis, the use of ‘chat software’
Is beneficial as it can replicate the normal cosaons they would have within an
office environment. Virtual chatrooms can therefgreatly assist a homeworkers sense
of team spirit and camaraderie. For those homesvenlwho meet on a more regular
basis, such as those at Company Red, virtual dfiatage is not utilised. However, the
receipt of ‘social’ emails was viewed positively bgmeworkers from both companies
as a method of involving them in the comings andg®within the office and/or

company.
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The Homeworking Employment Relationship  (Research Objective 3)

No homeworker or manager who participated in tesearch had received any kind of
formal training in relation to challenges and chesthey could expect when working at
home or managing homeworkers. The nature of thikiwg practice does present
managers and homeworkers with distinct challengdstaerefore a need for relevant
training is quite apparent. Managers and homewsnkeed to be aware of and
prepared for the many changes this method of wgrkiifi have on all areas of their

life. With prior knowledge, homeworkers and mamragee better placed to respond
positively to any difficulties they may encounté&upporting the findings of Harris
(2000:425), the managers and homeworkers involvelis research were all ‘issued
with an information pack and then packed off homgdt on with it.” For Company
Red, the ‘information pack’ came in the form ofign®d agreement which all staff were
asked to read, sign and return. For Company Y dllmarrangements were more
informal as homeworkers and managers were onlgtéideto the information and asked
to read the material at their leisure. A largeportion of Company Yellow Managers
and homeworkers confirmed that they had not attechfut source the available

material.
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Training is particularly important for those empé@g who are a) new to the
organisation and b) new to homeworking. Managedshteomeworkers agreed that time
spent within an office environment is crucial tsiasa new employee to accept and
appreciate the cultural norms and values of thamsgtion. Agreeing with Helms and
Raiszadeh (2002:243) ‘that the office is not onplace to work but also a place to
socialise and be socialised into the culture ofcirapany’ both parties agreed that it
would be unacceptable for a new employee to bedaske/ork immediately from

home.

Both homeworkers and managers confirmed that unargsal homevisits would not be
acceptable. Although both parties appreciateghtitential need for managers to visits
their employees at home, all agreed that prioffication should be provided as a
matter of courtesy. As no manager from either camyghad undertaken homeuvisits,
this research could not further explore the potémtioblems and shifts in the dynamics

of the employment relationship as unravelled btealdet al. (2003).

With limited opportunity to meet on a face to fd@sis, email becomes a more readily
accepted means of communication in a homeworking@mment. Both managers and
homeworkers explained that this method of commuiaieas problematic as it can lead
to a variety of misinterpretations. During facddoe conversations, individuals are
bombarded with frequent non-verbal signals whiehadten far more telling than the
actual words conveyed. Unable to read betweehrtég, individuals make their own
interpretations of the words contained in the emad consequently this can lead to

many misunderstandings.
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Homeworkers and managers provided examples whgitlighted how virtual teams,
who have never had the opportunity to meet, asedéective than those who meet on a

face to face basis.

Implications and value of this research

Management control in a homeworking environmeitisinder-researched area and
this research offers further insights into the pcacof management control in this
context. These new insights include how variablesh as job role, skill level and
organisational size can influence a line managsbikty to exercise control. To date,
the specific impact of these variables has raregnbexamined. The diversity of work
undertaken within the home has therefore been sgped in favour of a generalised

assessment of the practice of management.

As research on management control in a homewokingonment is certainly in its
infancy, further investigation will be requiredhd case studies used in this research
and the research undertaken by Felsttad. (2003) are quite distinctive and therefore
it would be impossible to generalise these finditaghe whole population of
homeworkers. Subsequent research should thersdeteto include differing variables

in order to generalise the findings to a wider gapon of homeworkers.
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Future research

The participants involved in this research ideatlfthat working at home and managing
homeworkers differs from conventional practices thAese participants were not
provided with any form of training prior to the iatduction of this working practice, it
would be interesting to explore why organisatioeglact to adequately train and
prepare their staff for a homeworking employmerdtrenship. For those that do train
their staff, an evaluation of the content and ftsativeness would also be a useful

activity to assist current and potential employsreomeworkers.

A further area worthy of exploration is a homewaikéength of service with their
current employer. The participants involved irsttesearch confirmed that a period of
‘anchorage’ within the organisation is essentidbb®someone works at home. This
‘anchorage’ allows the employee to assess and aipfgahe cultural norms and values
of the organisation. A comparative study would¢fere be beneficial to evaluate the
experiences of homeworkers who have worked for therent employer for a
significant period of time and those homeworker®ale new to the organisation, i.e.

new starters.

Another useful comparative study could also evaltla¢ experiences of homeworkers
who have worked within the conventional office enwment prior to homeworking,
and those employees who have not, i.e. individwals have always worked at home or

location independent workers.
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In addition, some of the participants involvedhristresearch described how family
members and co-residents can have a negative meuen their working patterns.
Adding to the limited understanding of the consemqas of homeworking on family
boundaries (Sullivan, 2000), it would be interegtio examine the views of the family
members themselves and therefore investigate ‘ishalike to live with a

homeworker.’

Using the six thematic categories emerging fromathaysis of the literature, it is also
evident that there is a further area requiring stigation: the impact of homeworking
on an individual's sense of belonging and identilelms and Raiszadeh (2002) have
considered the value of workplace socialisationdalditional research would be helpful
to evaluate how and if organisations can maintaen'invisible thread.” As identity and
a sense of belonging form part of the psychologicatract, it would be interesting to
build on this research to then explore how homewmgrknay negatively affect the

psychological contract.

Kirsten Stevens, Doctorate in Social Sciences 255



How does homeworking affect a manager’s abilitgxercise control?

Final Thoughts

The erosion of physical presence and visibilitysioeallenge conventional
management practice. This research demonstrateththnature of the work and duties
performed by homeworkers are key contributory fescto a manager’s ability to
exercise control in a homeworking environment. lugy the temptation to treat
homeworkers as a homogenous group and focus dmvisble’ aspect of this

working practice, future research should exploeediversity of roles performed within
the home in order to further examine how skill leweganisational size and job roles

alter the practice of managerial control.
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Appendix A

Content of email sent to potential questionnaire respondents

Dear
Homeworking Research

I wonder if you would be able to help me? My name is Kirsten Krauth and I
am a doctoral student at the University of Leicester. I am currently
undertaking some research concerning the issues of homeworking. For the
purposes of my research, I am classifying a homeworker as someone who
mainly works in their own home or someone who uses home as a base to then
travel to client's offices to undertake work.

Due to the nature of your job role, you evidently have first hand
experience of homeworking and as ‘experts’ in this area, I wish to obtain
your views in order for me to fully appreciate the varying issues involved in
homeworking. I would therefore be extremely grateful if you would spare a
maximum of 15 minutes of your time to complete my online survey. My
survey can be accessed at the following address:
http://www.surveyshare.com/survey/take/?sid=66964.

Completion of this survey is of course voluntary. Please be assured that
your responses are completely anonymous. I would appreciate it if you
could complete my survey by Monday 28™ January 2008.

If you do have any queries, concerns or additional issues that you would like
to discuss with me, please feel free to email me at k.krauth@coventry.ac.uk

Thank you for taking the time to consider my request.

Kind regards

Kirsten Krauth
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Appendix B

Management Control and Homewaorking

Welcome to my survey. My name is Kirsten Krauth and | am a Senior
Lecturer in Human Resource Management at Coventry University. | am
currently undertaking research for my doctorate concerning the issue of
homeworking. For the purposes of my research, | am classifying a
homeworker as someone who mainly works in their own home or
someone who uses home as a base to then travel to clients offices to
undertake work. Due to the nature of your job role, you evidently have
first hand experience of homeworking and as 'experts' in this area, |
wish to obtain your views in order for me to full%/ appreciate the varying
issues involved in homeworking. Completion of this survey is of course
voluntary. Please be assured that your response will remain completely
anonymous. This survey will take you no longer than 15 minutes to
complete.

Thank you for participating.

Copyright © 1999-2008 SurveyShare Online Survey Tool. All Rights Reserved.

Personal Details

1) Gender
- select here —

2) Employment status
- select here —

3) Sector Type
- select here —

4) Industry Sector
- select here —

5) What is your highest qualification?
- select here —

6) How long have you worked for your current employer?
- Lessthan 1 year
- 1lto 2years
- 3to5years
-  6to9years
- Over 10 years

7) How long have you been a homeworker?
- Lessthan 1 year
- 1lto2years
- 3to5years
-  6to9years
- Over 10 years

8) Briefly describe the role you undertake.
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9)

10)

11)

12)

13)

14)

15)

16)

17)

18)

19)

20)

How does homeworking affect a manager’s abilitgxercise control?

Why are you working at home?

If you were undertaking a conventional office based role, how many miles would you
need to travel each day in order to get to work?

- 0-20 miles

- 21-40 miles

- 41-60 miles

- 61-80 miles

- 81+ miles

Do you live on your own?
Yes
No

If you answered yes to the above question, for most of the working day are you the only
person in the household?

Yes

No

Do you have any caring responsibilities?

Yes

No

Does your line manager regularly visit you at your house?
Yes
No

Is your performance formally assessed by means of an appraisal system?
Yes
No

Do you have a dedicated work station/area within your home?
Yes
No

Do you share this workspace with other members of your family/co-resident?
Yes
No

Did your employer provide you with any financial assistance to set up your work area at
home?

Yes

No

Has your employer provided you with the necessary equipment (i.e. computer, chair,
printer etc.) to work from home?

Yes

No

Has someone from your organisation been to visit you at home to assess your work
area?

Yes

No
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How | cope with Homeworking

21)

22)

23)

24)

25)

26)

27)

28)

| find it easy to manage my time
Strongly Agree

Agree

Neither Agree or Disagree
Disagree

Strongly Disagree

Homeworking has enhanced my quality of life
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

Work has overtaken my home
Strongly Agree

Agree

Neither Agree or Disagree
Disagree

Strongly Disagree

| can effectively manage non-work distractions when working at home
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My family/co-residents negatively influence my working patterns
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My family/co-residents have seen a different side to my personality since | have
become a homeworker

Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My working day has a clear structure
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

I think it would be easy for someone new to adapt to homeworking
Strongly Agree

Agree

Neither Agree or Disagree

Disagree
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29)

30)

31)

32)

33)

34)

35)
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Strongly Disagree

Work flexibility is important to me
Strongly Agree

Agree

Neither Agree or Disagree
Disagree

Strongly Disagree

Homeworking enables me to take control of my work

Strongly Agree

Agree

Neither Agree or Disagree
Disagree

Strongly Disagree

I think homeworking would suit everyone
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| feel less motivated as a homeworker
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| am able to interact with my fellow workers
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

There is little | miss from office based working
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

Face to face communication is important to me
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree
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36)

37)
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Social chat with my line manager is important to me
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

Social chat with my colleagues is important to me
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My performance as a homeworker

38)

39)

40)

41)

42)

43)

Homeworking improves my output
Strongly Agree

Agree

Neither Agree or Disagree
Disagree

Strongly Disagree

My organisation values people who work long hours
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| work the same number of hours as an equivalent office based worker
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

I am competent in the use of ICT and my other work equipment
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

I am aware of any promotion opportunities within my organisation
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

If | decided to apply for promotion, | believe my application would be given the
same consideration as those received by office based staff

Strongly Agree

Agree

Neither Agree or Disagree

Disagree
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44)

45)

46)

47)

48)

49)

50)

51)
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Strongly Disagree

I am provided with the opportunity to socialise with my work colleagues
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| perceive there to be a ‘them and us’ divide between office based workers and
homeworkers

Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| feel part of my organisation
Strongly Agree

Agree

Neither Agree or Disagree
Disagree

Strongly Disagree

| consider myself to be a member of a team
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

I know where | fit in to the overall organisational structure
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

I know where | fit in within the structure of my team
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My employer recognises employees who achieve high standards of
performance

Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My employer rewards employees who achieve high standards of performance
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree
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52)

53)

54)
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My employer encourages me to be both creative and innovative in my role
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| feel that homeworkers are often perceived to be lacking in commitment
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

I have less sickness absence as a homeworker, compared to an equivalent
office based worker

Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My relationship with my line manager

55)

56)

57)

58)

59)

| need to talk to my line manager on a daily basis
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| feel confident in approaching my line manager to discuss any of my concerns
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

I have sufficient face to face meetings with my line manager
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| receive meaningful communication from my line manager
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| sometimes find it difficult to understand email instructions | have received from
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60)

61)

62)

63)

64)

65)

66)

67)
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my line manager

Strongly Agree

Agree

Neither Agree or Disagree
Disagree

Strongly Disagree

| feel confident in seeking clarification when it is unclear what my line manager
expects from me

Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| receive regular communication from my line manager
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My line manager does not worry about the number of hours | work
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My line manager trusts me to manage myself
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My line manager needs to know when | am working
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My line manager needs to know where | am working
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| believe that homeworkers are more difficult to manage than office based staff
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My line manager knows me well
Strongly Agree
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68)

69)

70)

71)

72)

73)

74)

75)
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Agree

Neither Agree or Disagree
Disagree

Strongly Disagree

My line manager understand that | have other commitments outside of work
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

It would be acceptable if my line manager arrived a my home unannounced
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| believe that my line manager’s role is to provide me with inspiration
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| believe that my line manager’s role is to control and maintain my performance
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My line manager has little influence on my performance
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My line manager is aware of my career aspirations
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

| have to prove to my line manager that | am working
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My line manager expects me to respond to emails immediately
Strongly Agree
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76)

77)

78)

79)

80)

81)

82)
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Agree

Neither Agree or Disagree
Disagree

Strongly Disagree

My line manager has given me formal feedback on my performance
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My line manager has outlined my current strengths in respect of my
performance

Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My line manager has outlined my current developmental needs in respect of my
performance

Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My line manager and | have developed an action plan to address any of my
development needs

Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

My line manager encourages me to develop new skills
Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

I have received adequate training and development to enable me to undertake
my current role

Strongly Agree

Agree

Neither Agree or Disagree

Disagree

Strongly Disagree

I am aware of the core competencies that are valued in my organisation
Strongly Agree
Agree
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Neither Agree or Disagree
Disagree
Strongly Disagree

83) I know how my line manager rates my performance
Strongly Agree
Agree
Neither Agree or Disagree
Disagree
Strongly Disagree

84) My line manager welcomes any suggestions that may improve individual, team
or company performance
Strongly Agree
Agree
Neither Agree or Disagree
Disagree
Strongly Disagree

85) Are there any additional comments you would like to make regarding your

experience of homeworking? Please feel free to express your views below.
Thank you
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Appendix C

Participant Information Sheet - Interviews with Line
Managers and Supervisors at Company Red

Participant Information Sheet

Study Title

Controlling the invisible: issues of control in homeworking.

Research Question

‘How does homeworking affect a manager's ability to exercise control?’

What is the purpose of the study?

5. To critically explore the practicalities of managing homeworkers, in order to
assess the impact of this working arrangement on a manager's ability to exercise
control.

6. To critically evaluate the experiences of homeworkers in respect of how they are
managed and the specific challenges and benefits of working at home.

7. Compare and contrast the views of managers and homeworkers in order to identify
any similarities and differences in the employment relationship.

8. To specifically examine the influence of a homeworker's job role, skill level and
organisational type/size on a manager's ability to exercise control.

Due to the nature of your job role, you evidently have first hand experience of managing
home-based workers and/or of working from home. As 'experts'in this area, you already
have a wealth of practical knowledge concerning this topic. In order for me to fully
appreciate the varying issues involved in the management of home-based workers, I wish
to obtain the views of both management and worker representatives.

Do I have to take part?

Your involvement is entirely voluntary and it is up to you to decide whether you wish to
take part. If you do decide to take part you will be asked to sign a Consent Form. You will
still be free to withdraw at any time without giving any reason.

What will T be asked to do if I take part?

After providing your consent, interviews will be conducted with the relevant
managers/supervisors of home-based workers. The interviews will last for no longer than
an hour. The interviews will be recorded and a full transcript of the interview will be
provided.
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In addition to one to one interviews, I will also be observing a bi-monthly team meeting of
home-based workers and their respective managers/supervisors. My role will be purely
observational and you will therefore not be required to undertake any particular task that
is not normally requested by your manager during these meetings.

T will also be conducting a focus group of home-based workers. This will last for no more
than 30 minutes and participation is completely voluntary. Comments raised during this
discussion will not be recorded. As soon as the focus group has ended, the researcher will
type up a summary of the key points made during the discussion. A copy will be made
available to all participants of the focus group. Individual anonymity will be protected,
with no names identified in the ftranscript.

What are the possible benefits of taking part?

Participation in this research provides an opportunity for you to express your views on the
management of home-based workers. Ultimately, recommendations will be developed from
this research to guide employers and employees who are undertaking home-based work and
managing home-based workers.

What are the possible disadvantages and risks of taking part?

None are foreseen.

Will my taking part in this study be kept confidential?

Your employer, other participants and myself as researcher, are the only parties whom will
be aware that you have taken part in this study. You may decide that you wish to tell
others. The data collected will not be used in any way that is attributable to any
individual. All data collected from you and others will be stores electronically at the
University and will be password protected. Where data are used in research publications T
will ensure anonymity and privacy of the individual in the way I report my findings.

What will happen to the results of the research study?

The comments made during the individual interviews and those expressed during the bi-
monthly feam meeting and focus group will be ultimately analysed and contribute to the
completion of a doctorate thesis and any subsequent research papers.

Who is organising and funding this research?

This research project is being undertaken by Kirsten Krauth, Senior Lecturer in Human
Resource Management, Coventry University.

Contact for Further Information

If you have any questions about this research, please feel free to contact me on:-

Email: k.krauth@coventry.ac.uk
Phone: 024 76888453
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Consent Form

Name of respondent:

1. T confirm that I have read and understood the participant information sheet for
the above study and have had the opportunity to ask questions.

Please initial box to
indicate agreement

2. T understand that my participation is voluntary and that I am free to withdraw at
anytime without giving reason.

Please initial box to
indicate agreement

3. I am aware that whilst every effort will be made to maintain confidentiality of the
information I provide, this can only be done within the limitations of the law.

Please initial box to
indicate agreement

4. I agree to take part in this research project

Please initial box to
indicate agreement

Signature of participant: Date:

Signature of researcher: Date:
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Appendix D

Prompt Sheet/Aide Memoir used during interviews with Line

Managers/Supervisors and homeworkers

Communication

Performance

Trust

Control

ICT Competence

Welfare
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Face-to-face
Email
Telephone
Social

Concerns/Disciplinary Issues
Formal/Informal Appraisal
Monitor

Home visits
Surveillance

Ground Rules
Access
Targets/Outputs

Support
Training

Sickness Absence
Work/life Balance
Health & Safety
How coping?
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Appendix E

Question 1 - Gender

25

20
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10

GENDER

22

1
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3
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Company Yellow - 22 respondents were male and 6 female.

Company Red - 1 male and 3 female respondents

Question 2 - Employment Status
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Company Yellow - 25 of the respondents were employed on a full-time basis and the

remaining 3 as part-time members of staff.

Company Red - 3 respondents were full-time and 1 part-time.

Question 3 & 4 - Industry Sector

Kirsten Stevens, Doctorate in Social Sciences

201



How does homeworking affect a manager’s abilitgxercise control?

INDUSTRY SECTOR
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Company Yellow - 26 of the 28 respondents indicated that they worked within the
Computing and IT sector. 1respondent chose Business Services and the remaining
respondent highlighted ‘other public sector.’

Company Red - only 2 respondents answered this question. 1 indicated that they worked
within the Business Service sector and the other suggested that their sector was ‘none of
these.

Question 5 - Highest Qualification

What is your highest qualification?
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Company Yellow - exactly 50% of the respondents indicated that ‘A’ Level's are their
highest qualifications. 7 respondents (25%) have a first degree and 5 respondents 17.9%
have a Masters degree. The remaining 2 respondents indicated that GCSE's/O Levels are
their highest qualification.

Company Red - 75% (3 respondents) have GCSE's/O Levels and the remaining 25% have ‘A’
Levels.

Question 6 - Length of service with current employer
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How long have you worked for your current
employer?
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Company Yellow - 14 respondents (50%) have worked for this organisation for more than
10 years. 11 respondents (39.28%) have between 6 to 9 years service. 2 respondents have
between 3 to 5 years service and the remaining respondent has worked for this
organisation for less than 1 year.

Company Red - 1 respondent has worked for this organisation for more than 10 years. 1
for between 6 to 9 years, 1 for between 3 o 5 years and the remaining respondent has
between 1 and 2 years length of service.

Question 7 - Time as a Homeworker

How long have you been a homeworker?
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Company Yellow - the largest proportion of respondents (46.42%) have been a homeworker
for between 3 to 5 years. 6 respondents have been a homeworker for between 6 to 9
years and 8 have only been a homeworker for between a year and 2 years. The remaining
respondent has been a homeworker for less than 1 year.
Company Red - 1 respondent has been a homeworker for less than 1 year. 2 respondents
have been a homeworker for between 1 and 2 years and the remaining respondent has been
a homeworker for between 3 and 5 years.

Please see end of this section for results for Questions 8 and 9.
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Question 10 - Miles to travel to work

If you were undertaking a conventional office based
role, how many miles would you need to travel each
day to get to work?
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Company Yellow - if these homeworkers were required to travel into work each day, 14
(50%) would travel between O to 20 miles to get to work. 10 respondents would travel
between 21 and 40 miles. Of the remaining 4 respondents, 2 would travel for 41 - 60 miles
and 2 would have to travel over 81 miles to get to the office.

Company Red - All 4 homeworkers would need to travel less than 20 miles to get to the
office.

Question 11 - Live on own

Do you live on your own?
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Company Yellow - Over 92% (26) respondents do not live on their own. The remaining 2
respondents indicated that they do not share their house with anyone.

Company Red - only 1 respondent lives on their own. 3 share their home with family/co-
residents.

Question 12 - On own during the day
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18
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Are you the only person in the household during the

day?
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Company Yellow - of the 26 respondents that indicated that they do not live on their own,

16 said that they are the only person in the household during the day and 10 indicated that
others are at home during the course of the working day.

Company Red - of the 3 respondents who share their household with others, 2 are on their
own during the day and 1 is not.

Question 13 - Caring responsibilities

Number
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Do you have any caring responsibilities?

22

0O COMPANY YELLOW
m COMPANY RED

YES

o

NO

Company Yellow - 6 respondents do have caring responsibilities and 22 do not.

Company Red - 1 respondent do have caring responsibilities and 3 do not.

Question 14 - Line Manager visits
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Does your Line Manager regularly visit you at your
house?
30 28
25 4
20 |
15 O COMPANY YELLOW
m COMPANY RED
10 |
5 4
0
YES NO

All respondents from Company Yellow and Red indicated that their Line Manager does not
regularly visit them at home.

Question 15 - Performance Appraisal

Is your performance formally assessed by means of
an appraisal system?
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Company Yellow - the performance of all respondents is formally assessed by means of an
appraisal system.

Company Red - 2 respondents indicated that they participate in a performance appraisal
system and 2 suggested that their performance was not formally assessed by this means.

Question 16 - Dedicated work station/area at home
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Do you have a dedicated work station/area within
your home?
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Company Yellow - 26 of the 28 respondents do have a dedicated work station/area within
their home. 2 respondents do not.

Company Red - 75% of respondents do have a dedicated work area at home and 25% do
not.

Question 17 - Share workspace with family?

Do you share this workspace with other members of
your family/co-residents?
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Company Yellow - 1 respondent decided not to answer this question. Of the remaining 27
respondents, 17 indicated that they do not share their work space at home with other
members of their family or co-residents. 10 respondents indicated that they do share
this space.

Company Red - 1 respondent does share their work area with others and 3 do not.

Question 18 - Financial assistance
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30

Did your employer provide you with any financial
assistance to set up your work area at home?
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Company Yellow - the vast majority (89.28%) of respondents had no financial assistance

from their employer to set up a work area at home. 3 respondents indicated that financial
support was provided.

Company Red - All 4 respondents had no financial assistance from their employer.

Question 19 - Equipment

16

Has your employer provided you with the necessary
equipment (i.e. computer, chair, printer etc.) to w ork
from home?
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Company Yellow - a 50/50 split response to this question. 14 respondents indicated that

their employer has not provided them with the necessary equipment to work from home
and 14 suggested that they have received the required equipment.

Company Red - All 4 respondents have not been provided with the necessary equipment to
work from home.

Question 20 - Assessment by employer
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Has someone from your organisation been to visit
you at home to assess your work area?
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Company Yellow - All 28 respondents indicated that no one from their organisation has
been to visit them at home to assess their work area.

Company Red - 3 respondents indicated that someone has visited their house to undertake
an assessment and 1 suggested that this was not the case.
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How I cope with Homeworking

Question 21
I find it easy to manage my time
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Company Yellow - the majority (71.86%) either agreed or strongly agreed that they find it
easy to manage their time. Over 40% strongly agreed with this statement.

Company Red - No one disagreed with this statement, with 75% either strongly agreeing
(50%) or agreeing (25%) that they find it easy to manage their time.

Question 22
Homeworking has enhanced my quality of life
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Company Yellow - 85.71% of respondents either strongly agreed (28.57%) or agreed
(57.14%) that homeworking has enhanced their quality of life. 3 respondents neither
agreed or disagreed and the remaining 3.57% strongly disagreed.

Company Red - 50% indicated that they neither agreed or disagreed. However, the

remaining 50% had contrasting strong opinions, i.e. 25% strongly agreed and 25% strongly
disagreed.
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Question 23
Work has overtaken my home
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Company Yellow - 53.57% of respondents either strongly disagreed (3.57%) or disagreed
(50%) that work has overtaken their home. 25% indicated that they neither agreed or
disagreed and the remaining 21.43% agreed.

Company Red - No one agreed with the statement. 50% disagreed and a further 25%
strongly disagreed. 25% indicated that they neither agreed or disagreed.

uestion 24
| can effectively manage any non-work distractions when
working at home
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Company Yellow - 78.57% either strongly agreed (28.57%) or agreed (50%) that they can
effectively manage non-work distractions. Only 2 respondents (7.14%) disagreed and the
remaining 4 respondents neither agreed or disagreed.

Company Red - No one agreed with this statement, but 75% indicated that they neither
agreed or disagreed. However, the one person that did comment indicated that they
strongly agreed with this statement.
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Question 25
My family/co-residents negatively influence my work ing
patterns
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Company Yellow - the majority (70.37%) of respondents disagreed with only 14.68%
agreeing that family can have a negative influence on their working patterns.

Company Red - 50% indicated that they neither agreed or disagreed. The remaining 50%
had contrasting opinions, i.e. 25% agreed and 25% disagreed.

Question 26

My family/co-residents have seen a different side t
personality since | have become a homeworker
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Company Yellow - 44.44% either strongly disagreed or disagreed. The largest % (37.04%)

of respondents indicated that they neither agreed or disagreed. Only 5 people agreed

with this statement.

Company Red - 75% disagreed and 25% agreed.
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Question 27

My working day has a clear structure
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Company Yellow - the majority (57.14%) of respondents either strongly agreed (21.43%) or

agreed (35.71%) that their working day has a clear structure. 32.14% disagreed. The
remaining 3 respondents (10.71%) indicated that they neither agreed or disagreed.

Company Red - no one disagreed with this statement. 25% strongly agreed and a further

25% agreed. 50% neither agreed or disagreed.

Question 28

I think it would be easy for someone new to adaptt o
homeworking
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Company Yellow - Slightly more disagreed than agreed. However, there was a mixed
response to this statement. 9 people (32.14%) agreed, 9 people also stated that they

neither agreed or disagreed, with the remaining 10 respondents indicating that they either

strongly disagreed (3.57%) or disagreed (32.14%).
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Company Red - Again quite a mixed response to this statement. 50% agreed, 25% neither
agreed or disagreed and 25% disagreed.

Question 29

Work flexibility is important to me
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No respondent from either company disagreed with this statement

1 respondent from each company indicated that they neither agreed or disagreed.
Company Yellow - 60.71% strongly agreed and 35.71% agreed that work flexibility is
important. Company Red - 75% either strongly agreed (25%) or agreed (50%).

uestion 30
Homeworking enables me to take control of my work
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No respondent from either company disagreed with this statement

Company Yellow - 75% strongly agreed (28.57%) or agreed (46.43%) with this statement.
7 respondents (25%) indicated that they neither agreed or disagreed.

Kirsten Stevens, Doctorate in Social Sciences 304



Company Red - 75% neither agreed or disagreed, although the 25% that did comment,

How does homeworking affect a manager’s abilitgxercise control?

indicated that they strongly agreed with this statement.

Question 31
I think homeworking would suit everyone
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No respondent from either company agreed with this statement

Company Yellow - 75% disagreed and 17.86% strongly disagreed. The remaining 2

respondents neither agreed or disagreed.

Company Red - 75% disagreed and 25% strongly disagreed.

Question 32
| feel less motivated as a homeworker
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A contrast of opinions between the 2 companies
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Question 33
| am able to interact with my fellow workers
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Company Yellow - 67.85% (18 respondents) either strongly agreed (10.71%) or agreed
(57.14%) that they are able to interact with their fellow workers. 4 respondents (14.29%)
disagreed with this statement and the remaining 5 neither agreed or disagreed.

Company Red - a split response with 50% disagreeing and 50% either strongly agreeing or
agreeing with this statement.

Question 34
There is little | miss from office based work
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A contrast of opinions between the 2 companies

Company Yellow - slightly more disagreed with this statement than agreed. 32.14%
disagreed and 10.71% strongly disagreed. 25% neither agreed or disagreed and 9
respondents (32.14%) indicated that they agreed.

Company Red - 75% agreed that there is little that they miss from office based work and
25% disagreed.
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Question 35
Face to face communication is important to me
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No respondent from either company disagreed with this statement

Company Yellow - although 14.29% neither agreed or disagreed, 85.72% either strongly

agreed (17.86%) or agreed (67.86%) that face to face communication is important.

Company Red - 75% indicated that they agreed and 25% neither agreed or disagreed.

Question 36
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Company Yellow - 25% indicated that they neither agreed or disagreed, 57.14% (16

respondents) indicated that they agreed and 3.57% strongly agreed. 4 respondents

indicated that they disagreed.

Company Red - 50% indicated that they agreed that social chat with their line manager is
important and 50% neither agreed or disagreed.

Question 37
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Social chat with my colleagues is important to me
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Company Yellow - 85.72% either strongly agreed (17.86%) or agreed (67.86%). Only 1
respondent disagreed and the remaining 3 respondents (10.71%) indicated that they
neither agreed or disagreed with this statement.

Company Red - 75% agreed that social chat with their colleagues was important. 25%
disagreed with this statement

My performance as a Homeworker
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Question 38
Homeworking improves my output
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No respondent from either company disagreed with this statement
For both companies, 25% strongly agreed, 50% agreed and 25% neither agreed or
disagreed.

Question 39
My organisation values people who work long hours
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A contrast of opinions between the 2 companies

Company Yellow - more than half (57.15%) either strongly agreed (17.86%) or agreed
(39.29%) that their organisation does value people work long hours. 3 respondents (10.71%)
disagreed and 2 respondents (7.14%) strongly disagreed. The remaining 7 respondents
(25%) indicated that they neither agreed or disagreed with this statement.

Company Red - no one agreed. However, 75% indicated that they neither agreed or
disagreed. The 25% that did comment indicated that they disagreed.

Question 40
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| work the same number of hours as the equivalent o ffice based
worker
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A contrast of opinions between the 2 companies

Company Yellow - the majority (67.86%) of respondents either disagreed (46.43%) or
strongly disagreed (21.43%) with the suggestion that they work the same number of hours
as of fice based staff. 6 respondents (21.43%) indicated that they neither agreed or
disagreed.

Company Red - no one disagreed. 75% agreed that they do work the same number of hours
and the remaining 25% indicated that they neither agreed or disagreed.

uestion 41
| am competent in the use of ICT or my otherwork e quipment
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Company Yellow - ALL (100%) respondents agreed with this statement.

Company Red - no one disagreed with this statement but 50% offered no opinion.

Question 42
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| am aware of promotion opportunities within my org anisation
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The majority of respondents for both companies agreed that they are aware of promotion
opportunities within their organisation.

Company Yellow - 78.57% either strongly agreed or agreed and 75% of the respondents
from Company Red agreed with this statement.

Question 43
If | decided to apply for a promotion, | believe my application
would be given the same consideration as those rece ived by
office based staff
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Company Yellow - the majority (71.43%) of respondents either agreed (42.86%) or strongly
agreed (28.57%) that their application would be given the same consideration as office
based staff. 14.29% (4 respondents) disagreed and a further 3.57% (1 respondent)
strongly disagreed with this statement. The remaining 10.71% ( 3 respondents) neither
agreed or disagreed.

Company Red - no one disagreed with this statement. 25% strongly agreed and 50%
agreed. The remaining 25% indicated that they neither agreed or disagreed with this
statement.

Question 44
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| am provided with the opportunity to socialise wit h my work
colleagues
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Company Yellow - slightly more respondents agreed with this statement, although it was a
fairly even split. 32.14% disagreed and 3.57% strongly disagreed. 25% offered neither
agreed or disagreed. 3.14% agreed and 3.57% strongly agreed with this statement.

Company Red - 75% either strongly agreed (25%) or agreed (50%) that they are provided
with the opportunity to socialise with their work colleagues. 25% indicated that they
neither agreed or disagreed.

Question 45

| perceive there to be a 'them and us' divide betwe en office
based workers and homeworkers
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Company Yellow - the majority of respondents disagreed (53.17%) and 17.86% strongly
disagreed. 5 respondents (17.86%) neither agreed or disagreed and 3 respondents either
agreed or strongly agreed.

Company Red - 50% neither agreed or disagreed with the remaining 50% highlighting
contrasting opinions - 25% agreed and 25% disagreed that there is a ‘them and us' divide.

Question 46
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| feel part of my organisation
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Company Yellow - only 2 respondents disagreed with this statement. 21.43% offered
neither agreed or disagreed, but the remaining 71.43% either strongly agreed (14.29%) or
agreed (57.14%) that they feel part of their organisation.

Company Red - a very split response. 25% strongly agreed, 25% agreed, 25% neither
agreed or disagreed and 25% disagreed.

Question 47
| consider myself to be a member of a team
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Company Yellow - the majority (85.18%) of respondents either agreed (62.97%) or strongly
agreed (22.22%) that they feel part of their feam. 2 respondents disagreed with this
statement and 2 indicated that they neither agreed or disagreed.

Company Red - no one disagreed with this statement. 50% either strongly agreed or
agreed. 50% neither agreed or disagreed.

Question 48
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| know where | fit in to the overall organisational
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No respondent from either company disagreed with this statement

Company Yellow - 27 out of the 28 respondents either strongly agreed or agreed with this
statement. The remaining respondent neither agreed or disagreed.

Company Red - 75% either strongly agreed (25%) or agreed (50%) that they know where
they fit in to the overall organisational structure. The remaining 25% indicated that they

neither agreed or disagreed.

Question 49
I know where I fit in within the structure of my te am
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Company Yellow - ALL respondents agreed with this statement - 67.86% agreed and

32.14% strongly agreed.

Company Red - no one disagreed with this statement. 25% strongly agreed, 50% agreed

and 25% neither agreed or disagreed.

Question 50
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Company Yellow - the majority (85.71%) of respondents either agreed (50%) or strongly

agreed (35.71%) that their employer recognises employees who achieve high standards or
performance. 1 respondent (3.57%) strongly disagreed and the remaining 3 respondents

(10.71%)

Company Red - 50% agreed, 25% neither agreed or disagreed and 25% disagreed.

neither agreed or disagreed.

Question 51
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Company Yellow - only 2 respondents disagreed. 64.28% either strongly agreed or agreed

and 28.5

7% neither agreed or disagreed.

Company Red - 50% agreed and 50% disagreed.

Question 52
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My employer encourages me to be both creative and i nnovative
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Company Yellow - the majority of respondents agreed with this statement. 25% strongly
agreed and 50% agreed. Of the remaining 7 respondents, 5 (17.86%) neither agreed or
disagreed, 1 disagreed (3.57%) and 1 (3.57%) strongly disagreed.

Company Red - 75% neither agreed or disagreed but the 25% that did comment indicated
that they agreed with this statement.

Question 53
| feel that homeworkers are often perceived to be |  acking in
commitment
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Company Yellow - the majority (67.86%) of respondents either disagreed (50%) or
strongly disagreed (17.86%) that homeworkers are often perceived to be lacking in
commitment. 17.86% neither agreed or disagreed and 14.29% agreed with this statement.

Company Red - no one agreed with this statement. 75% neither agreed or disagreed .
25% disagreed.

Question 54
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the equivalent office based worker
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Company Yellow - 50% neither agreed or disagreed. However, 39.29% either strongly
agreed (17.86%) or agreed (21.43%) that they have less sickness absence as a
homeworker. The remaining 10.71% indicated that they disagreed with this statement.

Company Red - no one disagreed. 75% either strongly agreed (25%) or agreed (50%) and
the remaining 25% neither agreed or disagreed.
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My relationship with my Line Manager

Question 55
I need to talk to my line manager on a daily basis
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Company Yellow - the majority of respondents disagreed with this statement. 60.71%
disagreed and a further 17.86% strongly disagreed. Only 1 respondent strongly agreed
and 4 agreed. The remaining respondent neither agreed or disagreed.

Company Red - No one agreed with this statement. 50% disagreed and 50% neither
agreed or disagreed.

Question 56
| feel confident in approaching my line manager to discuss my
concerns
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Company Yellow - only 1 respondent disagreed. 35.71% strongly agreed and 57.14% agreed
that they feel confident in approaching their Line Manager.

Company Red - no one disagreed. 50% neither agreed or disagreed. 25% strongly agreed
and 25% agreed.
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Question 57

I have sufficient face to face meetings with my lin e manager
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Company Yellow - 19 respondents (67.86%) either strongly agreed or agreed with
this statement. 21.43% neither agreed or disagreed and the remaining 10.71% (3
respondents) indicated that they disagreed.

Company Red - 25% strongly agreed. 25% disagreed and the remaining 50%
neither agreed or disagreed.

Question 58
I receive meaningful communication from my line man ager
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Company Yellow - 60.71% agreed and 14.29% (4 respondents) strongly agreed. 3
respondents (10.71%) disagreed and the remaining 14.29% neither agreed or disagreed.

Company Red - a very mixed response to this statement. 25% strongly agreed, 25%
agreed, 25% neither agreed or disagreed and 25% disagreed.
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Question 59
| sometimes find it hard to understand email instru ctions | have
received from my line manager
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Company Yellow - the majority of respondents disagreed with this statement. 60.71%

disagreed and a further 17.86% strongly disagreed. 14.29% neither agreed or disagreed
and the remaining 2 respondents (7.14%) agreed.

Company Red - again, a mixed response to this question. However, more respondents

disagreed. 25% strongly disagreed, 25% disagreed. 25% neither agreed or disagreed and

0,
25% agreed.
Question 60
| feel confident in seeking clarification when it i s unclear what
my line manager expects from me
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Company Yellow - all respondents agreed with this statement. 25% strongly agreed and

75% agreed.

Company Red - no one disagreed. 50% strongly agreed, 25% agreed and the remaining 25%
neither agreed or disagreed.
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uestion 61
I receive regular communication from my line manage r
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Company Yellow - no one disagreed with this statement. 75% agreed and a further 10.71%
strongly agreed. 4 respondents (14.29%) neither agreed or disagreed.

Company Red - 50% disagreed. 25% neither agreed or disagreed and 25% strongly agreed
with this statement.

uestion 62

My line manager does not worry about the number of hours |

work
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Company Yellow - although 25% neither agreed or disagreed, more respondents agreed
with this statement. 46.43% either strongly agreed or agreed. The remaining 8
respondents (28.57%) disagreed with this statement.

Company Red - the majority of respondents disagreed with this statement (75%). 25%
agreed.
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Question 63
My line manager trusts me to manage myself
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No respondent from either company disagreed with this statement

Company Yellow - no one disagreed with this statement. Only 1 respondent indicated that
they neither agreed or disagreed. 50% agreed and the remaining 46.43% strongly agreed
with this statement.
Company Red - 75% either strongly agreed or agreed. No one disagreed. The remaining
25% neither agreed or disagreed.
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60%

My line manager needs to know when | am working

57.1.49
k4

50%

50%

(3

50%

40%

30%

17.86%

0O COMPANY YELLOW
m COMPANY RED

20%

10%

0%

14.29 1
10.71
0% 0% 0% 0%
Strongly Agree Neither Disagree Strongly
Agree Agree or Disagree
Disagree

Company Yellow - the majority of respondents disagreed. 17.86% (5 respondents) strongly

disagreed and 57.14% disagreed. 3 respondents neither agreed or disagreed and the

remaining 4 respondents (14.29%) agreed with this statement.

Company Red - no one disagreed with this statement. 50% agreed and 50% indicated that
they neither agreed or disagreed.
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Question 65
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Company Yellow - the majority of respondents disagreed with this statement. 64.29%

disagreed and a further 14.29% strongly disagreed. Only 2 respondents (7.14%) neither
agreed or disagreed and 14.29% agreed with this statement.

Company Red - although 50% neither agreed or disagreed the remaining 50% offered a
difference of opinion. 25% agreed and 25% disagreed.

Question 66
| believe homeworkers are more difficult to manage
based staff
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Company Yellow - 17.86% agreed with this statement, but the majority of respondents

67.85% either strongly disagreed or disagreed. 4 respondents indicated that they neither

agreed or disagreed.

Company Red - no one agreed with this statement. 50% disagreed and the remaining 50%
indicated that they neither agreed or disagreed.
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Question 67
My line manager knows me well
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Company Yellow - 14.29% strongly agreed with this statement and 50% agreed. 6

respondents (21.43%) indicated that they neither agreed or disagreed and the remaining

14.29% disagreed.

Company Red - 50% strongly agreed that their Line Manager knows them well and 50%

indicated that they neither agreed or disagreed.

Question 68
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Company Yellow - the majority of respondents agreed with this statement. 67.86% agreed
and a further 17.86% strongly agreed. 3 respondents indicated that they neither agreed
or disagreed and 1 respondent (3.57%) indicated that they disagreed.

Company Red - 50% agreed with this statement. 25% disagreed and 25% neither agreed

or disagreed.
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Question 69
It would be acceptable if my line manager arriveda  t my home
unannounced
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Company Yellow - the majority of respondents disagreed with this statement. 10.71%
strongly disagreed and 57.14% disagreed. 14.29% neither agreed or disagreed and the
remaining 5 respondents indicated that they either strongly agreed or agreed with this
statement.

Company Red - the majority of respondents disagreed with this statement. 25% strongly
disagreed and 50% disagreed. The remaining 25% strongly agreed.

Question 70
| believe that my line manager's role is to provide me with
inspiration
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Company Yellow - 17 out of 28 respondents either strongly agreed or agreed with this
statement. 8 respondents (28.57%) indicated that they neither agreed or disagreed and 3
respondents (10.71%) disagreed.

Company Red - no one disagreed with this statement. 75% agreed. The remaining 25%
indicated that they neither agreed or disagreed.
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Question 71
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Company Yellow - a high proportion (35.71%) of respondents indicated that they neither

agreed or disagreed with this statement. However, a larger number of respondents either
agreed (39.29%) or strongly agreed (3.57%). 5 respondents (17.86%) disagreed and the
remaining respondent (3.57%) strongly disagreed.

Company Red - no one disagreed with this statement. 75% agreed and 25% indicated that
they neither agreed or disagreed.
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Company Yellow - the majority of respondents either disagreed (57.14%) or strongly

disagreed (3.57%) with this statement. 25% indicated that they neither agreed or
disagreed and the remaining 4 respondents (14.29%) agreed with this statement.

Company Red - no one agreed or disagreed with this statement. All respondents indicated
that they neither agreed or disagreed.
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Question 73
My line manager is aware of my career aspirations
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Company Yellow - the majority of respondents agreed

. 64.29% agreed and 17.86%

strongly agreed with this statement. 2 respondents (7.14%) disagreed and the remaining

10.71% indicated that they neither agreed or disagreed.

Company Red - 50% indicated that they neither agreed or disagreed and the remaining

50% offered a difference of opinion. 25% agreed and 25% disagreed.

Question 74
I have to prove to my line manager thatl am workin g
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Company Yellow - 64.29% disagreed and a further 25% strongly disagreed with this
statement. 2 respondents (7.14%) neither agreed or disagreed and the remaining

respondent (3.57%) indicated that they agreed.

Company Red - 50% indicated that they neither agreed or disagreed and the remaining

50% offered a difference of opinion. 25% agreed and 25% disagreed.
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How does homeworking affect a manager’s abilitgxercise control?
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Company Yellow - the majority of respondents disagreed with this statement. 64.29%

disagreed and a further 10.71% strongly disagreed. 6 respondents (21.43%) neither
agreed or disagreed and the remaining respondent (3.57%) indicated that they agreed.

Company Red - again, 50% of respondents neither agreed or disagreed with this
statement. The remaining 50% offered a difference of opinion, 25% agreed and 25%

disagreed.
Question 76
My line manager has given me formal feedback on my
performance
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Company Yellow - 89.29% either strongly agreed (25%) or agreed (64.29%) with this

statement. The remaining 3 respondents (10.71%) disagreed.

Company Red - the majority of respondents agreed. 25% strongly agreed and 50% agreed.
The remaining 25% disagreed with this statement.
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Question 77
My line manager has outlined my current strengths i n respect
of my performance
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Company Yellow - 66.4% either strongly agreed (7.14%) or agreed (59.26 %) with this
statement. 5 respondents (18.52%) neither agreed or disagreed and the remaining 4
respondents (14.81%) disagreed.

Company Red - no one disagreed with this statement. 25% strongly agreed and 25%
agreed. 50% neither agreed or disagreed.

Question 78

My line manager has outlined my current development al needs
in respect of my performance
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Company Yellow - 18 respondents out of 28 indicated that they either strongly agreed (2
respondents = 7.14%) or agreed (15 respondents = 53.57%) with this statement. 25%
neither agreed or disagreed and the remaining 4 respondents (14.29%) disagreed.

Company Red - no one disagreed. 25% strongly agreed and 25% agreed. 50% neither
agreed or disagreed.
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Question 79

My line manager and | have developed an action plan to
address any of my developmental needs
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Company Yellow - the majority of respondents either strongly agreed (7.14%) or agreed
(71.43%) with this statement. 5 respondents (17.86%) neither agreed or disagreed and
the remaining respondent disagreed.

Company Red - 25% strongly agreed. 50% neither agreed or disagreed and the remaining
25% disagreed.

Question 80

My line manager encourages me to develop new skills
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Company Yellow - 24 out of the 28 respondents either strongly agreed (21.43%) or agreed
(64.29%) with this statement. Of the remaining 4 respondents, 2 disagreed and 2
indicated that they neither agreed or disagreed.

Company Red - 50% of respondents neither agreed or disagreed with this statement. The
remaining 50% offered a difference of opinion, 25% agreed and 25% disagreed.
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Question 81
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Company Yellow - 59.26% agreed and 22.22% disagreed. The remaining 5 respondents

(18.52%) neither agreed or disagreed.

Company Red - no one disagreed with this statement. 50% agreed and the other 50%

neither agreed or disagreed.

Question 82
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Company Yellow - the majority of respondents either strongly agreed (18.52%) or agreed

(62.96%) with this statement. 4 respondents (14.81%) indicated that they neither agreed
or disagreed and the remaining respondent (3.57%) disagreed.

Company Red - again, 50% of respondents neither agreed or disagreed with this
statement. The remaining 50% offered a difference of opinion, 25% agreed and 25%

disagreed.
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Question 83
I know how my line manager rates my performance
80.00% 750%
70.00% BT,
60.00%
50.00% -
0 COMPANY YELLOW
40.00%
m COMPANY RED
30.00% -+ 250,
20.00% 1 14,299 14.29
04
10.00% { 357%
0% ,_|O% 0% 0%
0.00%
Strongly Agree Neither Disagree Strongly
Agree Agree or Disagree
Disagree

Company Yellow - the majority of respondents either strongly agreed (14.29%) or agreed

(67.86%) with this statement. 14.29% neither agreed or disagreed and the remaining

3.57% (1 respondent) disagreed.

Company Red - no one disagreed with this statement. 75% agreed and the remaining 25%

neither agreed or disagreed.
Question 84
My line manager welcomes any suggestions that may i mprove
individual, team or company performance
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Company Yellow - All respondents either strongly agreed (32.14%) or agreed (67.86%) with

this statement.

Company Red - No one disagreed with this statement. 75% agreed and the remaining 25%
neither agreed or disagreed.
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Appendix F
Research Proposal

Research Question
How does homeworking affect a manager’s ability to exercise control?’

Research Objectives

9. To critically explore the practicalities of managing homeworkers, in
order to assess the impact of this working arrangement on a
manager's ability to exercise control.

10. To critically evaluate the experiences of homeworkers in respect of
how they are managed and the specific challenges and benefits of
working at home.

11. Compare and contrast the views of managers and homeworkers in
order to identify any similarities and differences in the employment
relationship.

12. To specifically examine the influence of a homeworker’s job role,
skill level and organisational type/size on a manager’s ability to
exercise control.

Researcher
Kirsten Krauth. Senior Lecturer in Human Resource Management at
Coventry University. Doctoral student at the University of Leicester.

Email: k.krauth@coventry.ac.uk Tel: 024 76888453
Supervisor: Dr Glynne Williams, University of Leicester
Email: gw67@le.ac.uk Tel: 0116 2525984

Research Methodology

The aim of the intended research is to explore the experiences of
managers and employees involved in home-based working.

In order to acquire data and uncover the various facets of this working
practice, access is sought to organisations whom employ home-based
workers. A mixed methods approach will be adopted, utilising case studies,
interviews and questionnaires.

It is anticipated that data collection will occur in two stages. Firstly
through the distribution of an online questionnaire. It is hoped that this
will be achieved during January 2008. Managers will be asked to forward
an email from the researcher to their homeworkers. The email will contact
a URL address containing the online questionnaire.
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Participation is completely voluntary and the researcher will have no way of
knowing who has completed the questionnaire - anonymity is therefore fully
assured. The second phase will involve telephone or face to face interviews
with managers/supervisors and/or homeworkers. Participants will be issued
with a Participant Information Sheet and be asked to sign a consent form.
Participants can withdraw from the study at anytime without giving reason.
Again, anonymity and confidentiality is assured. Timescales and access to
individuals will be negotiated with each organisation who agrees to take
part in this study.

Confidentiality

The hard copies of the transcripts, completed questionnaires and a
research diary will be stored in a secure and lockable filing cabinet. These
documents will not be labelled in any way that connects them to an
individual. Anonymity and privacy will be ensured, as any published findings
will not be attributable to the organisation and any individual. Electronic
version of the transcripts and other data collected from the
questionnaires, together with types notes from any observations, will be
password protected. Once the data has been analysed, it will be destroyed.
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