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KEY FINDINGS

Who are today’s teleworkers?  The 1999 Telework America National Telework Survey, conducted by Joanne H. Pratt Associates, found that today’s 19.6 million teleworkers typically work 9 days per month at home with an average of 3 hours per week during normal business hours. In this study, teleworkers, also called telecommuters, are defined overall as employees or independent contractors who work at least one day per month at home during normal business hours.  Teleworkers were found to typically be married, well educated employees, the majority of whom are managers or professionals.  

The study confirms that tele​work enables employees to better manage their work and personal lives.  When they work at home employees are geographically closer to their family members and the institutions and services with which they interact.  Also, that means they can intersperse work and family tasks instead of being absent from work an entire day.  The study documents that teleworkers’ productivity is the same or higher when working at home, and that being able to work at home is an employment incentive. Importantly, the research suggests a transformation away from the Industrial Age day-based model of telework to a project-based, network-centric model characteristic of the Information Age.

Absenteeism is Linked to Meeting Family and Personal Needs

An important finding of this research is that well employees are often absent because they have to meet family and personal obligations during the business day. 

· 80% of teleworkers indicated that they have had to take time during the normal workday for doctor or dentist appointments, while 34% have taken time to meet work persons coming to their homes.  See Figure 20.

· 49% of teleworkers have also had to take time off for other reasons, typically related to banking and legal affairs, car repair,  family events and/or household emergencies. 

· 72% of teleworkers with children  take time off for school and after-school functions and 44% when a child is sick.  Those few teleworkers with adults needing support drive them to appointments and help when they have emergencies or are sick.  See Figures 22-24.

· Teleworkers reported an average of 45.3 occasions per year of absenteeism associated with managing personal and family needs, equaling 165.1 hours/year, or about 22 aggregate working days. (See Table 4 for details.)

· Only about one-third of these hours can typically be scheduled in advance, representing about 20 occasions per year per teleworker.

· If teleworkers were to take a full day off to deal with personal and family needs, they would be absent from work fully 45 days, including:

· 10.2 days for personal needs

· 18.5 days for child-related needs for teleworkers with children

· 16.6 days for adult support for teleworkers with these types of needs

But because each occasion, except for caring for a sick family member, takes only two to four hours to complete, the teleworker has the balance of the day, that is, about one-half a day per event, to work in his or her home office.   

· 54% of teleworkers indicate that they work the same or more hours on days that they work at home while managing personal and household matters that keep them out of the office, underscoring the power of telework to balance home and work life more productively. 

· One-third of teleworkers indicate that they still manage to do some work at home on days spent at home due primarily to personal matters, but that they work less total hours than normal on those occasions. (See Figure 26 for details about how teleworkers manage this time.)

· 14% of teleworkers were either uncertain about these effects, or did not respond to the question.

· Teleworkers also report an average of four bad weather days per year during the past 12 months. Ironically, only 18% of teleworkers say they work at home as a specific response to bad weather, underscoring that employees sense a lack of total commitment by their organization to telework and thus tend to reserve their work-at-home for more pressing needs.

Telework Helps Employees Meet Work/Life Needs

The majority of teleworkers would take personal leave, sick leave or leave work early in order to meet personal needs if they were not able to telework, as summarized in the chart below.

Because teleworkers are able to mix work and personal needs, the number of occasions when they need to be absent from work altogether is reduced, resulting in a cost savings to their organizations. 
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Productivity Increases when Employees Telework

· When working at home, 47% of teleworkers reported in this survey that they are more productive than when they work at their conventional location.

· 42% of teleworkers said their productivity is not impacted by working at home.

· Only 10% of teleworkers reported that their productivity is reduced by working at home, reflecting in part the need to spend occasional time dealing with personal or household needs, as highlighted earlier.

· Some 30% of teleworkers surveyed indicated that their employers do not evaluate their job productivity when they work at home.

Telework helps Recruit and Retain Employees

Telework is a proven employee retention tool, especially during the current full employment economy:

· 53% of teleworkers surveyed indicated it would be “important” or “extremely important” to have the ability to work at home at least some of the time when considering a new employer.  

· Only 14% of teleworkers indicated that the ability to work at home was “not at all” important to their employment consideration.

The survey projected a total of 11.5 million Americans who are currently emp​loyed, whose jobs would allow them to work at home, who are interested in telework and whose employers would be likely to give them permission to do so.  Clearly, increased awareness about telework among employers would strengthen the potential for many organizations to increase employee satisfaction and pro​duc​tivity, while also decreasing absenteeism.

· 26% of employed workers surveyed who do not currently telework indicated they had jobs that would allow them to work at home, totaling 23 million workers.

· 60% of those who had work tasks that could be done from home were  interested in teleworking.

· Of those qualified and interested in work from home, 45% said their employers would be agreeable, 40% said they would not, and 11% said they did not know if their employers would be agreeable to their teleworking.

· 10.4 million Americans would like to work at home, but do not believe their employers would agree to it.

Job Satisfaction Increases for Teleworking Employees

· 55% of teleworkers indicated they are more satisfied with their jobs after starting to work at home than they were before, while 33% said working at home had no impact on job satisfaction.

· Only 7% of teleworkers said they were less satisfied with their jobs after beginning to work from home.

Telework Saves Commuting Time 

· 87% of teleworkers drive to and from work alone, reflecting the typical American commuting pattern.

· Only 4% reported using car or van pooling, while 2% use public trans​portation. Others take trains, walk or rely on other forms of trans​por​ta​tion.

· Teleworkers drive an average of 18 miles one-way to work each day, taking 26-27 minutes each way.

· When adding errands to their commute, teleworkers report adding 7.9 more miles to a typical round-trip commute on that day.

· On days that they work at home, teleworkers report driving an average of 9.3 miles/day for personal and family errands.

· By working at home, teleworkers save 52.9 minutes each workday, or, in effect, one hour per day. This is the equivalent of 6 days/year, assuming one day of work-at-home per week, less two weeks’ vacation time.

· Annually, telecommuting decreases round trip commuting by roughly 1,800 miles per year per teleworker, representing a significant cost savings for individual telecommuters.

The Bottom Line for Employers and Employees

Teleworkers seek a blend of job-related and personal benefits to enable them to better handle their work/life responsibilities.  When employees telework, emp​loy​ers benefit from decreased costs of absenteeism and from gains in productivity, increased customer satisfaction and improved job satis​faction. Of benefit to emp​loyees, them​selves (and underlying their increased job performance) are tele​work​ing employees’ feelings of accomplishment and satisfaction when they can excel in both their work and family life.

An approximate dollar estimate for the potential overall value of telework can be generated as follows:

Savings from Absenteeism: Based on the average salary reported by tele​work​ers combined with the average number of days absent on which tele​workers are able to work from home, the survey indicates that employers can save 63% of the cost of absenteeism per teleworking employee, or $2,086 per employee per year.

· Without teleworking, absenteeism would cost $3,313 per year per employee, assuming each employee takes one full day at their current salary/wage rate for days on which they need to manage needs associated with absenteeism. (See details in Table 7.)
· With teleworking, employees surveyed were able to be absent at an equiva​lent rate of only $1,227 per year.

· Employers of teleworkers thus gain an average of $2,086 per teleworking employee per year saved from the amount of time those teleworkers would otherwise be absent, or 63% of the typical annual salary/wage cost of absenteeism for those teleworkers if they were not able to work from home.

· Teleworkers surveyed reported $44,000 average annual income, as pre​vi​ously noted, which is equivalent to $169/day based on working 261 days/year.

Gains from Increased Productivity: Teleworkers reported productivity gains equal to approximately $1,850 per teleworker per year.  This figure is achieved by calcu​lat​ing the percent increase in self-reported productivity per day reported by tele​workers against their average salary/wages, as follows:

· The average productivity increase reported by telecommuters is 22% per day worked at home.  Using the estimate of $169 in daily salary/wages per teleworker, 22% repre​sents a $37 gain in value per tele​work​er per day for organizations that facili​tate telework. Annualized, this equals $1,850 in productivity gains for 50 days of telework, or if employees worked 150 days at home, $5,550 per year. 

· Prorated for just those 47% of teleworkers who reported productivity gains less the 10% who said their productivity decreased (42% saw no change), the net daily benefit is $685 per teleworker who averages just one day per week at home or $13 billion for 19.6 million teleworkers.

Gains from Increased Employee Retention: For every teleworker who is retained, the employer avoids a cost of replacing that employee of $7,920 per teleworker.

· The estimate reflects an assumption that organizations spend, on average, one-third of an employee’s salary to recruit that employee. Based on survey findings, this equals $14,667, on average, per active teleworker.

· These estimates also reflect the finding that 54% of teleworkers surveyed said that the ability to work at home was important or extremely important to them in considering a new job. Retention of just these teleworkers would amount to a cost avoidance of $7,920 per teleworker, prorated over all teleworkers, as indicated.

The above telework value estimates do not attempt to factor in savings associated with working from home during bad weather, or the intangible value of improved employee morale associated with increased job satisfaction reported by teleworkers.  Nor do they estimate the savings to the employer when an employee recuperating from his or her own illness or surgery is able to do a few hours of work at home.

The Incidence of Telework Continues to Rise

· The estimated 19.6 million adult American teleworkers (18 years or older) represent 10 percent of U.S. adults.  Again, these are individuals defined as working at least one day per month at home during normal business hours.  Although they were not differentiated in the study, about 78 percent of respondents were employees and 22 percent contract workers. 

· Other definitions of telework may yield different total population estimates. For example, Cyber Dialogue estimates that 29.5 million U.S. adults currently “use the Internet for business purposes from home.” Most of these Internet users indicate their use of the Net for business at home is very limited, such as doing email or occasional Web searches, but the large number of such individuals confirms that the concept of “telework” is still evolving.

· Some of the 19.6 million total teleworkers found in the Telework America survey classified themselves in more than one workstyle category, illustrating the challenges associated with attempting to precisely measure workstyles that tend by nature to stretch conventional definitions of employment.  For example, in addition to having jobs as an employee or contract worker, some had additional work as self-employed and/or home business operators.  Those who were identified as being only self-employed or home business owners, but not employees or independent contractors, were not asked additional questions.  Thus the 19.6 million teleworkers in this study are only those who met the general survey screening criteria describe above.

Employees Working Long Hours Equip their Homes for Work

Telework has evolved in the U.S. primarily on an informal basis, rather than through creation of large, formally structured programs. Employees them​selves typically initiate requests to work at home during normal hours. In this context, the total hours and the specific hours worked at home tend to vary and to be extended into both before and after normal business hours: 

· Employees work long hours, significantly above the “standard” 35-hours work week.  Forty-two percent work 50-75 hours per week.

· Teleworkers typically work 1-2 days per week at home, or 5.5 days/month, based on the median reported in the survey.

· Those employees who telework average 11 hours/week worked at home, but only 3 hours/ week worked at home during normal business hours. Other hours worked at home are before or after normal business hours, with less than 3 hours worked at home on weekends.

· 10% of teleworkers reported that they receive overtime pay, averaging 6.2 hours per week of paid overtime work. 

· Teleworkers tend to extend the business day, working up to 10 hours either at the beginning or end of the day but reserve their week-ends for themselves.

· Most teleworkers have worked at home well over a year. Indeed, 33% of teleworkers have worked at home more than 6 years, while only 17% have worked at home one year or less.  

· 45% of teleworkers have a separate home office, while others typically share a family space when performing income-related work at home.

· 27% of teleworkers report that their workspace at their employer’s location has been reduced in size or shifted to a shared space. 

· The home office task breakdown of teleworkers is found in Figure 16, which highlights that the largest proportion of time is spent on computer use (38%), followed by reading/planning/analyzing (24%) and phone work (17%).

Telework is a Flexible Way to Restructure the Future Workplace 

Telework is increasingly being recognized not as a luxury but as a necessary component of the evolving structure of modern work essential for helping employees better balance work and home life. This survey confirms what many have long suspected, namely, that significant absenteeism is associated in the U.S. with employees’ requirement to address personal and household needs during normal business hours.

These research findings suggest that substantial savings are realized by employers that facilitate telework through a combination of fewer days absent from work coupled with reduced costs of recruiting and increased productivity gains.  The savings just from less absenteeism and increased employee retention total more than $10,000 per teleworker per year.  Thus, an organization with 100 employees, 20 of whom telework, could potentially realize a savings of $200,000 annually, or more, when productivity gains are added.   Forward-looking employers are already capitalizing on the newfound power of the Internet to expand the level of telework support to realize these gains.

The total potential savings in just the three areas of absenteeism, productivity and retention would be further increased if the employers of the 11.5 million potential teleworkers plus the reluctant employers of another 10.4 million “wannabes” would allow their employees to join the 19.6 million who already work at home.

There is clearly a bottom line impact available to organizations that have not yet discovered telework or those that perhaps actively discourage it out of fear of the unknown. As Labor Secretary Alexis Herman recently put it, “We need to rework the workplace so that there is room for family responsibilities and commitments as well [as a strong work ethic].” This survey confirms that telework will be an important part of the “reworked workplace” of the 21st Century.
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