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' The Office for Research in High Technology Education at The University
of Tennessee, Knoxville, is conduct:ing a program of work on high technology
_ _. and its implications for education. ' Funded by the U.S. Department of
IR Educa,tion s Office of Vocational and Adult Education, the program addresses
| , the .8kill requirement:s and #social implications of a technology~oriented
o . T . societ:y. Issueés concerning computer literacy and computer applications are
" a focus of the program. The balance:  between the liberal arts and
* technologicdl skills and the complementary roles they play in enabling
- people, to function in and derive satisfaction from today's high-technology
~ «era-are also addressed. The program's ‘¢fforts are targeted at secondary
.schools, two-year post:-secondary instiitutions, community ~colleges,
° . - universities, andust:rial training personnel "and ‘- other education rand
training groups. | ' ' :
The program consists of three major compo-t‘i'ents: ' ‘
‘e N 2N
. s COMTASK Database. COMTASK is a model of ‘a computerized task invent:ory
.' e . for high-t:echnology occupations. ‘The outcomés wof the COMTASK  system
include a sampling of task ,analyses, the demonsti'ation of How these task
analyses can be rapidly updated,-a manual for conduct:i,ng task analyses to
provide data for the system, and a guide to.using thg" System._ ‘ :

) St:at:e—of—t:he-Art: Papers.. A series of nine papers\i,s being developed
® ! to address high technology and .economic issues -that are of’ major concern to
education. 3

s o . e
At Home In the Office Study. At Home-In the Office iy  an eXperiment
that has placed office workers and telecommuting equipment In' the workers'
homes to study the effects 'moving work to.people rather than peoiﬂe to
) work. The 1mplications for educators, employers, and employees willk: be
significant, as work at home offers a possible avenue of employment For

people living in rutral areas, parents of pre-—school children, handicappedn

individuals, and others. v . , . "l
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home, and laws and agencieé that affect the home worker.

ABSTRACT .

2 This guide is' designed to provide information to persons'interested in

establigshing a home work program. The primary focus of this document is for
people in clerical or support staff positions whose skills.place them fn a

" position to negotiate with one or more employers and “who wish to work at home

as an alternate wark site. The text is divided into two sections——The Heme

. WOrker, and Online Lines. ‘The Home Wofker section provides a summary of the
At Home in ‘the Office Project conducted at The University of Tennessee, sowe.

personality characteristics believed to, be related to successful home work
programs, some characteristics of work that seem to be suited for working at

.

- .1 -~

The second section of the text—-—Online Lines--supplies information to
help home workers select the appropriate hardware and softwate needed for: the
basic work station and optional equipment to -add to the basic design., ¢« Also

included is a chapter on defining a work space for the home office, selecting
the appropriate furnishings, and arranging the home~work station. . Another
chapter explores telecommuting and its suitability for home workers. Also
included.- are some guidelines for work at home, To help develop a better
understanding of high-technology vocabulary, a glossary of terms used in the
modern office has been included. :

Five exercises have been.developed to enable home workers evalué%e the
home work option more precisely. One such exercise_helps to determine. if the
home .worker's personality and current job are suitable for .home work.
Another set of exercises is devoted to (a) assessing software needs, (b)

evaluating available software packages, and“(c) cemparing hardware, software, -

and vendors. Also presented is a sixth exercise to figure the “tost of
starting wp an offiCe in the home. The ‘seventh exercise has beén deslgned to
help ascertain if'telecommuting is an economically feasible option.

Of special interest will be the simulation of a tyeical'home worker's .

day. Situations are pre9ented which offer two. alterpatives.  You must decide

which of the choices that you, as a home worker, will follow. Subsequently,

~ based upon your decision, different scenarios will occur.

« - , °.

- . .
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1 S ‘ . "I. INTRODUCTION
.  @fhe’  advancements in telecommunications ‘have renabled -Toffler's
R prediction of the Elecfronic Cottage to become a viable option for:,gome
° ; individuals. However, very little has ‘been published to help people set up -

a work—-at-home situation.

M + .
o . T WOrking-at home is not a new trend. Professionals "in programming, -
research, architecture, word processing, and management, to name but a few.
) career areas, have found working at home a preferfed way to earn an
P - ‘income. In the past.decade advances in telecommunications and computers
| fiave combined to make working at home a more attractive choice for both
workers and .employers. . Employérs are, discovering that ‘some of today's
employeeg are placing increaging value on the quality of 1life and are
looking for way® to overcome (a) the loss of time necessary to commute to -
and from work, (b) the cost of clothes required for*work, ahd (c) the time
® * spent away from their families because of work. In response, businesses
wanting to attract andtretain professional workers have increased both the -

, number of home workers and the scope of the home work performed. 3-_u/

_ The description of home +workers varies 1in individual and
. J&ganizational characteristics. There 18 the individual employed full-time
"'_ ' by a single organization via formal contract’, receiving the same support
and benefits as any other employée but working at home, an alternative work
site. Or there are the self-employed contractors who use the home as their
primary work site, provide for their own support and benefits, and contract
their services to multiple employers. Other categories of home workers are
distinguished by the following factors: (a) the amount of support provided

® - by the home worker vs. support provided by an organization, (b) the number
" of employers to which the employee is contracted, &nd (c) time spent with
the home as primary work site. .

A ‘concept - used to"help distinguish‘ between full-time home worker.
! employed by one company and a contract” worker employed on a contract basis
PN is the. jdea of workplace augmentation vs. workplace substitution (Olson &
g ' Tasley, 1983). Organizationally  linked home work 18 used to augment the.
/%xistinp organizational workplace as an alternative to the -conventional
* ¢ office (Olson ‘& Tasley, 1983). Self-employed home workers use the home as

a substitute work site to replace the conventionai workplace. #

P . "w The information in the following text, exercises, and simulation.is.
- based on (a) a review of current literature on the home work phenomenon,
.and ¥) research conducted at The Unfversity o~ Tennessee, Knoxville. A

review of recent -articles about the potential of working at home provides

_interesting speculation but 1little factual information. There are many
" popular articles describing anecdotal-home work incidents but few published’

PY ‘. . research studies that have investigated the relationship between individual

characteristics fnd the success of working at home. Some proponents of the

.
R +
/ . . ‘.. l ¢ . 4 I‘ ¢
. v .
.




’

"home work, concept suggest that, within the next 15 years, 10 to 15 million .
people will be working at home (Grieves, 1984). These proponents say that
people working at H¥me will be, more satisfied, more.productive, and have
greater flexibility to schedule their lives. Opponents of home work claim

~that home work programs represent a return to tuen-of-the-centuty sweat-

" shopss Some opponents state that employers will use home work programs as
a method ‘to scircumvent minimum-wage and- child-labor 1laws, to reduce
benefits, and to pass on casts to the home warker that traditionally have
been absorbed by the emplo*&r. - ‘ _1

) ‘Home wﬁrk is not for\everyone. This guide should ¢nab1e you to make
an informed decision -abodt your prospects fof a successful work~at—home
program.

P
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The concept of home work is not new.. Historically, the Indﬁstriayl"
Revolution (l700s) marks the beginning of a shift from home~based
businesses to centralized work sites. The shift from hgpme-based businesses ~ ' =

. to centralized work sites was spurred on by improvements in automation and . - U
the development of modern assembly line techniques. ' However, this trend = ..
- may begin to reverse itself 1n the near future. John N@iabitt ‘(in- a

Megatrends, '1982) says that the United States is gradually changing from a
production oriehted soclety 'to an information oriented - ‘society. ° Naisbitt = ;
states that work%is in ‘the United States producing, manipulating\ and-\“'ﬁ\vﬁ\7“

trangmitting information are the largest segment of the workforce. T e

‘\‘ ..
b

Workers engaged in information occupations already make up over 60
. percent of the labor force (Naisbitt, 1982).  The U.S. Buyreau of Labor .
Statistics predicts that the demand for workers with informhation processing :
abilities will ‘continue to increase for the nexXt decade at a rate’ of 10 to
12 percent a year (Naisbitt, 1982) .. _ ' .
Modern information processing equipment can allow some workers, such
as word processors, computer programmers, and others whose jobs involve the .
creation, manipulation, or transmifsion of information to move from a
centralized office to a home-based work station (Nilles, 1976). By
combining modern telecommunications facilities such.. as telephones,
teletypewriters, radio, television, or satellite transmiqsion devices with ‘~
modern information processing devices such as word processing equipment or-
computers 1t is now possible for an 1individual to communicate with a
centralized office from a remote work site. The use of telecommunications
equipment and computer systems. as_a substitute for tommuting to work is
.known as telecommuting (Nilles, 1976) Some experts predict that as many
as ,7.9 million workers currently have the potential to" telecommute’
" (Grieves, \9@4)} : ' : '
Although the concept of working at home and telecommuting to’a central
office has been written about extensively in the popular press, little .-
research has actually been conducted to determine the impact of home-based
work on workers, their managers, and their co-workers. In 1light of the
potential number of workers and employers who might congider telecommuting
as an option and the lack of research conducted.in this area, a program of
research was instituted at The University of Tennessee, Knoxville.
Sponsored by the U.S., Department of Education, Office for Vocational and
- Adult Education, th ogram examined aspects of home work. Some factors
of home work' investigited by these researchers included: ' (a) how work
performed 1in the digional, . centralized office changes with the : "
introductjion of a home tk pyogram; (b) how individual job satisfaction is -~ '
affected by working at home} and (c) what the effects of a home work '
program are on home workers, mgnagers, and co-workers.

- : ' ? "




. \ ’ The eighteen month research project conducted at The University of
' ‘ Tennessee. was entitled At Home in the Office (AHIO) and 1s des¢ribed. in
 this. chapter. Descriptions of the people who participated in the;study and

the types of work that were examined are included. Also imcluddd in this

,ii* chapter are some of the preliminary findings of the study. Finally, some -
A ’ ‘ “of our conclusions and ‘observations about the home work project are
offered, - : ; |

Information about the home work progtam was collected by a variety of I
methods including interviewing the participants, -their managers, and their . _
‘ co-workers; havfng the hom¢ workers complete and maintain daily work logs; .
o and obtaining samples of their work. - These data were obtained over a 12 ,/4{
month period out of which the participants were to spend nine months wsing

their homes g8 remote office sites, The program was designed, ta .collect - y
information before the participants began working at home, during the nine . ~.
. months  that. they were working at the, -and (in ‘a follow*bp period) after
/ 4 participants returned to the office. P . .

o . . p

Home workers and their managers were 1nterviewéﬁ?at the beginning of

the project to assess duties and tasks of workers. B&sed up6n the initiadl

.. assessment of office needs, a gpecific work station was configured and

' installed for each home worker. Althouﬁh a duplicate work station in the

L " home 1s not considered to be necessary for all home workers to telecommute,

o for the purposes of this study duplicate work stations were installed
o wispin the office from which the worker had come.

*ijes of Work ' ' < '

‘! - The jobs pegformed by .the_.participants differed 'along’.certain

characteristics. All jobs were selected on the basis of: (a) equipment

considerations; (b) the ' amount of - interaction necessary between the -

participant and other individuals in "the course of work; (c) the amount of

uninterrupted time necessary to complete the taak' and (d) the amount of
® structure built into the Job. T

o

Eguigment. All Jobs were chosen because of their current use of
modern autqmatic office eduipment such’ as word processing equipment or.

facsimile transmission devices. Four types of work stations were

o established. The basic work station cgnsisted of a dedicated word
" - processoY with telecommunications capability, a letter quality printer, ‘and .

Ao a modem to communicate between the home and office work stations. . The

first home office work station configuration consisted of the basic work
A station. The second configuration began with the basic work station &fd
| added a facsimile device to transmit printed or graphic materfal between
i work - stations,. The third configuration 1included. both the basic wor
® . , station and facsimile, and added an extension phone connected directly to
the centralized office. The fourth work station configuration consistad of

;7 | .
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L - . the basic work station, facsimile, office extension phone, and dictation .
' equipment for the transcription of dictated material by the home worker at- .

~the home work station. e . hE

A

Interaction. The amount- of interaction between the worker and other
individuals 1is important in the 'selection of a job to be conducted at

® V' hgme. .If the Job requires the worker to interact frequently with other
) .people, then the job may not.be appropriate for a home work program. Olson
’ (1982) stages that jobs requiring little or no interaction with others are.' - ,

best suitel for home work programs. The amount of, work-related intgraction

between a participant and aghers was established by the number of hours a

participant was Trequired to be present in the central office per~week..°

SuperviBors determined tha- amount of -tdme that workers spent 1in the

.. office. Each office’ had differnt requirements ranging from no time (O

" hours), 1 full day, (8 hours), 3 half days (12 hours), to 2 ‘full days (16
hours) in the of fice., . o

Uninterrupted time., Jobs ‘that required periods of unintexrrupted time

to complete their tasks were selected as better suited for the home work'
project. This job characteristic was -chosen as appropriate for ‘the jobs to
be - conducted at’ home so as to ‘take advantage of “the potential that ‘home
work has for estublishing periods of unintd%rupted time. The participants
initially estimated the amount of time necessary to complete their specific
job 1f they were able ‘to proceed uninterrupted, These estimates ranged‘ ]
from less than an hour for some tasks to two full .days (16 hours) for other
tasks.

- ‘ . . T
Task structure. The task structure of the jobs was considered to ‘be
~an 1important factor in the selectiohibof jobs to participate 1in the _
- work—at—hpme program. Since the structure of the job was expected to _ .
differ 1in the home  work environment, compared to the office work
environment, the task structure of the jobs selected ®epresented a range of
task structures. For the purposes of this study, task structure was .

e

determined by four fcharacteristics' - feedback (to *the worker from the -®
task) task complexity; job clarity, and goals (to be met) ,
- ]
- Each participant was asked to evaluate the amount of feedback they ' -
received about the quality of their work. ~ One: ‘worker saild that '.she
received little feedback from her job. - The other three workers said that
- they received a large amount_of feedback. " : e
Task complexity refers to the variety of skills A that the workers .
believed to be necessary to acc mplish their’jobs.- These v¥lues ranged'
from very low to- high task compleAity-. : -
&

Job clarity refers to the way that she participants felt when asked if
they knew what was required of them to adequately complete their work. The .
workers rgaponses.ranged from low job clarity to high job clarity. '

N .
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' All particioants were asked if they had clear goals or well

estab1i~h£d deadline ‘requiYemerits in order to successfully complete, their -

work. , All had clearl;\defingi goals to meet, but the time required «to meet
those deadlines ranged from ss.than an hour for some tasks to three weeks
for other tasks. Overall. ,the participant s task structure ranged from
*very low to high, Table l describes the. fodr home work stations and task
charadteristics. : : - ’

R C e v . » A.‘
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. TABLE 10

R " HOME WORK STATLONS AND TASK. CHARACTEé&STICS -
Site Equipment : rr‘_v Time in Office Time per Task Task Structure
1 Basic Work station* 2 days each week 1-16 hours = High
2 Basic Work station 0 days o 1-16 houré‘ Moderaﬂs‘ y

Facsimile S . o ! I
3 - Basic Work station * '3 1/2 days - 4—16‘hpurs‘ * Very Low
Facsimile : : v - R
Extendion phone . ‘ b !
. ¢ . Op ) :
4 Basic Work station 1 day 1-4 hours . Low
Facsimile ‘ e — ‘ ‘
’ Extension)phone - ' = . . : |
Dictation ' '

*Basic workstation consists of word processor with telecommunications
capability, letter quality printer, and modem.,

In addition to identifying the task structure characteristics of
feedback, complexdty, clarity, and goals, each worker was asked to complete
a detailed task analysis describing the task performed- by the worker and
the amount of -ttme necessary to complete .the task. Figure 1 shows a sample
'?ist of tasks that might be performed by a worker. '

Each worker completed a task analysis for ‘their particular job. The
initial task analysis was used to establish the precise tasks that wer
performed by the worker in the centrdl office. Five months into the femoxé
work program a second task analysis was completed by each.worker while
working at home . in order to compare work in the central office with work
conducted at home, a

£




- A3 Select tasks (text; files, communications, “etc.)

o oo FIGURE 1 | | ‘
o | AAMPLE JOB ANALYSIS FORM . o -

it
|

d o A_ G ‘k \\0 ~ Not Performed ..
T L ;-Q 1 .~ Very Little

< i' ';'~\. .51 3 ~.Limited Amount . A o
v oo A = Moderate Amount L ' \
/<; © ¢ iy 1 4~ Considerable Amgunt ,
{i . S 5§* Great Amount . - \\\
o L :."?‘ o w ) N
S 1 "nWORD PROCESSING B (A\ g
“These tagks involVe “whalt you do to make the word )processing .equipment

fwork~-the selecting and sthing of  buttons. to make the machine operate.’.
They do not “inglude’s, the ;ypigg portion of. the work nor . the editing, v

proofing,- and 80 forth L (; f , . o
! ‘g-f R ﬂp_:.-u L - . Time spent
Task : AN UL B doing task
{ N l'. . .. . . . G
- Al Turn on or turn off equipment . ‘ / .
A2 Select program (Word" processing, graphics, printing, .
) communications, utilities/backqu etc.) .

M -

4
-

A4 Request tasks (create, use, display, etc.)

[N .

A5 Select and enter'input command £
(Just - the commands=-not..the typing)

- Managers _ o A . S ;

(3

The managers of each office Were intervfewed to determine why they.

decided to begin a homeg- abrk program, what their expectations were -

regarding the program, and why .they selected the person 'chosen to

. participate. Generally, the managers wete enthusiastic about the potential

of ‘a home work program., Managers felt that such a home work program coul:

- provide their workers with the opportunity to complete their jobs in less'

time than it would normdlly .take tp complete in the office. They.felt that
working at home would result in.a. .reduction in the number of interruptions
that "-occurred in, the office. Equally important was- th fact that all
managers viewed the. opportunity .to work at home as a non-traditional
benefit that could ‘be given to &n employee. Thus, the home work program

.was seen as a reward to the. worker, with the possibility of improving

[
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' opinion, could work very well without constant'supervision. At least one
' of the managers felt that working at home was a way ta retain the gervices A\

fof a very good employee who otherwise might have left the department. . .
I‘-l 2 - . .
) ) ; , , C Y o ' ' )
WOTkerSp : ' - o ' o -
—_—— N . ,
i, One'w’ participant was chosen' from each of four departments at The e
University of Tennessee. The participants were all female, .ranging in age
‘from- 20 tp 35, married, and with ‘dependent childyen. All of the homg.
- workers. were classified as support staff by the.University. All of th

- combining career and family needs.

B

! '

employee performance simoltaneously. Managers stated that”thE‘home workers
were chosen because they were excellent employees and, in the managers'

participants had expressed an interest in working at home as a way of

An initial_interview was conddcted with each home- worker to ascertain
their reasons for wanting to work at home and their expectations for the -
home work program. Although each,worker had unique reasons for wanting to
work at home, they also had - some commen bonds. All wished to spend a
greater amount of .tdme with their children. One partjicipant said that it
would be the. last year for her child to be at home before beginaing-school
and she,wanted to spend that time with the child. A commonly cited reason
for working at home was the high cost of child care: services. All
participants indicated that a portion of their earnings went .toward child -

_care cos'ts; they anticipated that working at home would be an option that
could reduce some of their expenses. All said that they felt that their .
job could be completed more efficiently and with greater speed if they had .
_fewer interruptions’ during the day. -

A

When asked . about expectations for the home work program one
participant replied that she expected to be happier at home than in the
office. ~She said that ghe believed 'working at home would relieve some
anxieties and frustratjons that’ had built up in the office. 'All workers
said that they expected to be able to work as WQll or better at home when
compared to_ the office. They -all said that they did not expect their.
family ldfe to interfere with their job performance, and that. they did not
expect their relationships with their supervisors and .co-workers to
change. “oN o - ‘ _ . - v . "

. .
@ i ¢
I

Job Satisfaction B

o , :
" A job’ satisfaction questionnaire, the Job Description Index (Locke,

et.al., 1969), wab administered to the participants one month before they

.began working at ‘home yfor two  reasons: . (1) to asseéss each - person's

satisfaction with their "job while in the office"and (2) to establish a

base level of satisfaction, to be compared' against later measures of

satisfaction. The Job Description Index (JIDI) identifies'five factors that- -~ ™ f

$ .
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_contribute - to* jdb” satisfaction-~work, . supervision, people, .pay, and
promotion, The {h@sults of the inigial job satisfaction measureg are
-reported 1n Tableflh (Tor protect ‘the identities of -the home workers, the
reporting of thely Jo¥, satisfaction responses 1in Table 2 does not
correspond to %heﬁw,rk siteés listed in ¢Table 1.) ' C

- fas " TABLE 2° - .
~ J¢| INITIAL JOB SATISFACTION RESPONSES
ol v
. B .: . R “ - .. .
_ R Y i ). Satisfaction With .o Ty,
"“Pargiciggnt ' ‘Ew'k‘ Superv{sibn “People Pay Promotion o
. als , . . ! . ’ . . o
1 ; Mo@Jﬂ@te . High High ' Moderate Loy, v
. .,f‘.’ 11,’ ~ . / . N ] A o N .
2 M érsté‘ . High Moderate . Low " Low . - [
' ' IQ;::"’, ) ; . . . ~¢ .
3 L&%- ‘ 'Hign Very Low * Low . . Very Low ' 7
. \," R .
" 4!',‘:.' . - 0 ) - )
4 Hygh “High High High High |
) ' Pk o , A S

L]

»!vf'fi',l, ' Tk

All of J t*e participants reported they weré satisfied with ' the
supervision xhar they received from “their respective managers. However,
responses variéd from very low to high for the Ffour other categories.
Overall, one worker sald that she was not gatisfied with her current job;
another worker was very satisfied with her job. The other two workers said

that they were generally satisfied ‘'with their -jobs, but that. there were
aspects of their: work with which they were not satisfied (e.g., promotion
opportunities). ‘ _

4 . ! - .

Once the participants began working at home,  the managers and workers "
were interviewed on a monthly basis. After the home work program had been '
in operation for five months An interview was conducted with co-workers of
the home workersi. The purp of these interviews. was to solicit ‘the
observations of individuals not formally part of the home work. program but
nonethelessvaffected by it.

v

\

Changes in Work-Related Activities

The first two months that the work-at-home program ,was -in operation
was a peériod of adjustment for both the home worker and the central
office. Some aspects of the remote work program that necessitated
adjustments by the icentral office and home worker were: (1) egtablishing
the work stations, (2) work pickup and delivery, and (3) redefinition of

tasks and responsibilities. o




-
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Work statioris., Initial adjustments had to be made by both the central
officgs and the home workers in establishing their respective work
stations. . The central offices were able to establish work stations with
relative ease. The office space that had been occupied by the home worker
could be converted into a new work station. The home worker had to elther
create a new work station or convert existing home space into a remote work
station, Each home worker established a_.permanent work station, but its
location in the home varigd according to the needs and desires’ of -the home
worker. Some workers set up their work stations as separate offices away
‘frém the rest of the house; other workers incorporated their work-stations .
into the flow of hoysehold, activities. In the first home work ‘situation,
the workers were able to separate themselves from the household environment

~ when it was "time %o go to work," thereby creating a division between home
- and work roles. In  the second work—at~home environment, the workers merged
- their work roles within their hqme roles. This allowed them the

opportunity .to complete their ' job~related tasks while also engaging
“household-related tasks (e.g., childcaré) . ‘ : -

WOrk transmission. Since the types. of work performed by the home .

workers differed between departments, each office and home worker pair nfade
different arrangements .about the transmission and delivery of work. For
the workers who were: required to be in the office sometime during the week,

"the pick up and ‘delivery of work was simplified. Generally, they would

pick up or deliver material only on the days that they were to be in the
central office. For the one person who was to stay at home all week, a
courier system was devised to transmit work between the central office and
her home work station., That is, her husband would stop off on his way home
from his job to pick up. or deliver material. These work transmission
procedures evolved during the first two months of. aperation in response to
the different demands placed on the offices and home workers.

‘Redefinition of work. When each department initially considered
establishing a work-at-home program, certain jobs were selected as more ’

1appropriate for home work than others. No job consisted of a single task

to be completed by the workers, but. instead, each job contained multiple-
tasks for 'which the workers were responsible. In addition, while - the
workers were 1in the central office they would assidt co-workers on an
informal basis by temporarily assuming gutjes ‘and responsibilities not
listed in their formal job descriptions. With the introduction of a home -
work ptogram, changes occurred in ‘the types of tasks that the home workers

,completed.  These task changes resulted in the redefinition of the job
" responsibilities for the workers, their managers, and co-workers. ’

Tor example, a problem that quickly arose for one department concerned
the answering of the telephone Although not part of the home worker's job.
description, the office found that the worker had spent considerable “time
‘in_answering .the telephone. When she began working at home, the office ‘had
to assign a different person the responsibility”™ of ansyering the
telephone, Reducing the amount of time that ths home workeg spent on the

.
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phone increased the amount of time she was able to coricentrate on her-

formal duties. but resulted in a change49f duties for 'a co-worker. The home
worker felt that she was able to do her. job more efficiently. The

co-worker felt that 8he was being asked to assume the home. worker's job
‘and, when interviewed, sald that she was unhappy with the situation.

All of the departments 1nvolved with the AHIOIatudy reported changes ‘

in the duties and responsibilities of the home workets and thedr co-workers
during the first two months of the study.. Overall, the net result of
redefinition of duties and ‘responsibilities was a clarification of what
work was to be completed by the home' Workers and what work was to' be
performed by.their co—workers.

In general, the nature of the work to 'be completed by the -home workers
was changed to reduce- the amount; of interaction between  the home workers
and others, Increase the amount of uninterrupted time that could be, spent
on a'task, and increase the amount of structure -for the job. Co-workers of -
the home workers were formally ‘assigned or informally’ assumed some of the
previous' duties and responsjibilities of the home worker."

“Once the initial adjustment ‘period had ended each office and home
worker ‘had an established, standardized work routine that they wusually .

" would follow, The offices had established procedures for the transmission

and reception of work acceptable to both the office managers and the ~home
workers. The home workers had determined when they would usually begin and
end their work day and when they would actually be processing their day's
work., For .gxample, one home worker stated that she would begin her work
day at 8:00 a.m, and might not finish until 9:00 or 10 p.m. that night.
However, during the day she would work for a ‘few hours in the morning, take.
a break perform ‘some household tasks, run. errands, spend time wi%h her
family and friends, and after dinner she would complete her job-related
duties 'while watching television with her husband. So that although her
"official” work day went from 8:00 a.m. to 1Q p.m,, the actual amount of

time spent on job-related tasks was less than her traditional eight hour
day. .

The'majority of home workers participating in -this program were able
to complete their work in less time than expected. One pgrson said she- was

- able to complete in two hours at home the same amount of work that would "

have taken all day in the offigce. ~ °The workers attributed their

productivity to three factors: reduced. interruptions, fewer distractions, -
-and greater ease in the start up of work. While at home,they experienced.

longer periods of time without interruptions. Thus, they were better- able

to complete a task in one sitting rather than o be itterrupted and have to
regsume the task later. They also reported ere were fewer distractions

working at home than there were in the central ‘office, )

Interruptions and distractions can be distinguished from each other by
the amount of choice that a person has in responding, Interruptions are

oL _ ' - . | J’Ls , S
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¢f’were solicited from the home workers, managers, and co-workers. Theé JDI

caused by an external agent (e.g., the phone ringing, or a child crying)
apd a worker must respond immediately to the cause of the interruptions.
Distractions (e.g., a-plece of cake in the refrigerator) are more voluntary
in nature.,» That is, a worker/may put off or refuse to ‘succumb td the
distraction, but must react quickly to an interruption.,‘ :

One distraction oft&n mentioned by the participants as present in the
central office was the desire to converse wWith' cd-workers about
nonwork-related topics. The home workers. reported *that when working at
home, the amount of soclal interaction between themselves and  their
-.co-workers was reduced and the nature of fhe interaction.was changed. The
ho e workers said that they talked with their co-woskers for short periods

time, less frequently, and usually about work-related 1ssyes when

working at hpme. When the workers were 'in the central office, they would

be more likely to talk with their co-workers for long periods”of time, more

-frequently,- and about nonwork-related issues. - <
N Iy

The third factor that the participants said. helped increase their .
productivity was the reduced amount of time necessary to begin working.
- The workers stated that -they were able to begin a task as soon as they
desired and they did not have to depend upon other individuals in order to -
accomplish their fasks. They reported -that they knew what needed to be-
accomplished and when the task needed to be completed., They said that
their work was upually waiting for them at the start of their day and that
the time normal spent waiting for work was reduced or eliminated.

Changes in Job Satisfaction

While the work-at-home pwogram was in operation, satisfaction measures

" (Locke, et. al., 1969) wad administered to the home workers twice while the
work—at—home program was in progress at different times to determine if the

home worker's satisfaction with the five factors measured by the JDI (i.e.,

Work, Supervision, People, Pay, and-Promotion) changed while 'they were

- participating in the home work program. The managers were interviewed on a

monthly basdis and asked to evaluate the performance of the home workers and
the effects of the wdrk-at-home program on the employees who remained in

,the office, and to provide an overall evaluation' of the program. The

managers were also agked during each interview session if they would
continue the home work program after the nine month study period had
ended, The co~workers were interviewed once to determine their overall
satisfaction with the home work program and their evaluation of the future
success within their department. .
. . F .

™e home workers. , When interviewed, the participants of the work-at-
hoge study said that overall .they were very Batisfied with the home work
program, They stated that ‘working at home allowed them the freedom to be
with their family while maintaining a career. However, some, of the workers

13
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had compIaints'about‘some aspects of the home work .program. One worker -
felt that she was doing far more at home than she would do if she were in - o
A . the central office. She viewed the.fact that she was more efficient at-
home as a possible detriment. She felt that her co~workers were '
/ transferring their tasks to her as .a way of reducing their; work load. |
.» Despite feeling that she was working harder than she would in the central -

of fice, -she still felt that she was better 0{5 working at home because of -

-

the opportunity to schedule.her own time. ¢ ? 7
. ‘ % Another -worker had the opposite pr&ilem.’ .She_steted that she'had;
S largé periods .of time with'no work 'to complete. She said that she would- {x ?
) have preferred to be busier -during the day. She added that, as long as she .
did not have any work to finish, she would prefer being at home to being in =~ ] .
the central officeq : ‘ ’
gV - | & T
L An inspection of the home workers' responses on the JDI reVealed that -
four out of the five. factorg tested remained constant during the study.- - ¢

_peridd. The: only‘faCtor that ppeared to change was the home workers
-* reported satisfaction with promotion. ‘Each ‘of the home worker reported a
decrease in their satisfaction with promotion opportunities. That 1is, they
felt less satisffied with their chances - for promotion at the end of the
study period than they did- at the beginning of the study (See Table 3).

- d. «
‘ o -  TABLE 3 ta
-~ i , - FINAL. JOB SATISFACTION RESPONSES _
| 3 Satisfaction Witbh'. ‘ B % ‘
Participant * Work .Ir;uperrision People Eﬁi . _ Promotion
1 , Moderate High Hiéh Moderate Very Low
) 2 Modgrate i Hign - Moderate\ Low -.Véry iow
v~ 3 . Low  High “Very Low Low > véry”st
4y o High ‘ High _i High . High ~ Low |

, ~Although, initially, three of the four workers reported low
satisfaction with promotion, all four workers were less satisfied at the
end of the study period than they were in the beginning. When asked about v
their delreased satisfactiog with promotion opportunities, most of the_ home
*workers' replies expressed the idea that their current jobs had’ limited
potential for advancement. They stated that they desired better jobs not,
currently available to them. From the Home workers' responses to further
questioning, it begame agparent ‘that during the work-at-home experience,
there were increased future job ‘expectation, When home workers compared




