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Background

1. In accordance with the proposed methodology for this project, a mailing list of all employers in Wellington with more than 50 staff was obtained.  A total of 235 employers were identified as meeting the study's criteria.  The list of these 235 employers comprised the sample frame for the study and each employer was approached, with a mail questionnaire, to participate.

2. The mail questionnaire was derived from the form developed for the earlier Auckland Regional Council project, developed in conjunction with Mr Carl Davidson, a lecturer in Sociology at Massey University, Albany.  For the Wellington survey, a few changes were made, including the insertion of a new question – Question 11.  

3. The final questionnaire was mailed out to the 235 possible participants on or shortly after April 19.  It was accompanied by a letter explaining the study’s purpose and a request that the completed questionnaires be returned by fax by a May 12 deadline.  Three fax numbers were provided – Telework New Zealand’s, the WRC’s Wellington number, and a third located in my residence.  (A copy of the explanatory letter and the questionnaire are appended to this report as Appendix A.)

Responses

4. By the May 12 cut-off date, 68 responses had been received, although they were still arriving.

5. For the Auckland exercise considerable effort was put into following up those who did not respond. It was decided, for the Wellington exercise, that this effort was probably unnecessary as we already had a large database of responses. 

6. The total number of responses (at May 23) was 87 representing a response rate of 37%. This is considerably higher than the norm for mail surveys, where response rates as low as 10% are not unheard of.  The response rate is especially good considering the bounded time frame available for responses.

7. Of the 87 responses, two were too late to be included and six were incomplete: four acknowledged the survey and stated that they were unable to help and there was a problem with the fax transmission for two surveys.  In the latter cases, attempts were made to get a clean copy sent through but these copies had not arrived by the time analysis commenced.  (An examination of the late returns showed that no significant change to existing results would result from their inclusion.)

8. The 79 useable responses received were subjected to statistical analysis. 

9. The data was coded and entered into an Excel spreadsheet.  Responses to each of the open-ended questions (i.e., Questions 5, 6, 9, 11 and 13) were coded according to a series of broad categories. .  For the purposes of comparison, the same broad categories were used as had been developed for the  Auckland exercise, where these were available.  (These categories had been developed after examining all of the responses to a given question and deciding on broad groupings and suitable descriptive labels.)

10. Frequency tables were generated showing the number and percentage of respondents giving each response (these are shown in Appendix B).  In computing the percentages, the base frequency was taken as the number of respondents for whom a given question was applicable.  Note that this meant the percentages often sum to more than 100% for the multiple-response questions (i.e., Questions 4, 5, 6, 9, 10, 11 and 13).

11. (The percentage results for the Auckland survey are also included in Appendix B for comparison.  Detailed commentary is not provided as the time difference between the two surveys, the slightly different methodology, and the differences between the geography of the two cities introduce too many variables to make any comments useful.)

Conclusions

12. The full results of the Survey are appended as Appendix B.

13. The purpose of the questionnaire was to assess the level of knowledge about, and interest in, teleworking in Wellington.  

14. On the question of interest in teleworking the results are clear; over three-quarters of respondents had positive interest in telework implementation and over half expressed an interest in further information about it.

15. Two questions specifically addressed this: questions 10 and 12.  For Question 10 ("Do you have any interest in seeing telework develop in this organisation in the future?"), 77.2% provided an affirmative response.  For Question 12 ("Would you like to find out more about teleworking?"), 57% responded in the affirmative.

16. There is a reasonably high level of knowledge about the benefits of telework (responses to Questions 5 and 6) although some common misunderstandings persist – particularly the feeling that additional technology was necessary (indicated by the responses to Question 11). 

17. A variety of other conclusions can be drawn from this analysis:

a) Almost half the organisations approached have had some experience with telework, albeit on an 'ad hoc or occasional basis'.  A high 94.7% of these have an interest in seeing telework develop further.  Of those who have not already had experience of telework a lower 61% would like to see it develop further although an additional 12.2% do not have sufficient information.  This supports the great deal of anecdotal evidence that suggests the use of telework will continue to grow once started within organisations.  With the provision of further information this growth should accelerate.

b) Most teleworkers are drawn from senior and professional levels in the organisation at present, reflecting the tendency for telework to start as ‘executive homework’.  (This conclusion is further supported by a number of other studies in the field, including work by Dr Pak Yoong et al. at Victoria University.)  It is normal to expect telework to spread through an organisation, once a formal programme, addressing performance management and ‘trust’ issues, is in place.

c) Major employee motivations behind telework include personal circumstances, the nature of the work, convenience, and the absence of interruptions.  This reflects the norm seen elsewhere although formal programmes reduce the role played by the ‘nature of the work’ as they can open up many additional jobs to the telework approach.

d) Employers reported benefits in productivity, staff retention, morale, lower overheads, and flexibility with other benefits receiving a lower number of mentions.  This again reflects the international norm although lower overheads tend to become more important benefits in mature programmes.

e) Eighteen respondents had employees who had teleworked in the past but who no longer teleworked.  The major reasons given were changed personal circumstances (11 responses) and changed work requirements (7).  This demonstrates the need for telework to be voluntary and responsive to both personal circumstances and company requirements.

f) Once the apparent dependence on technology is overcome, the major keys to further growth in the use of telework appear to be assistance with implementation, telecentres for staff, changes in management mind set, and creating staff demand for telework.  These comments underscore the importance of the suggestions that were incorporated in the original project proposal. 

g) Fifty-five respondents provided both the number of employees and a subjective estimate of how many commuted longer than 30 minutes.  Of the 14,980 employees involved, 4475 (29.9%) were reported to have commutes of longer than 30 minutes.  This percentage varies across the sample from 1.9% to 61.2%, underlining the subjective nature of this conclusion.

h) Traffic, transportation or parking were highlighted by over 82.6% of respondents as a major challenge facing Wellington.  Moreover, these three categories accounted for 69 (39.4%) of the 175 responses to this question.  The high level of concern about traffic issues is no surprise but further supports the importance of these issues as a ‘vehicle’ for telework promotion.

18. It would appear that telework will be an effective alternative to transportation.  There have been few problems with it, the benefits attributed to telework in overseas cases are being seen locally (although with formal programmes in place, these benefits are likely to be greater), and, where there has been experience of telework, it has been a positive experience.

19. Assuming that telework is enabled for one day a week for employees with longer commutes within the respondent organisations, the potential reduction in peak hour trips could be as high as 6%.  (The 30,541 employees accounted for by respondents account for 305,410 commuting trips a week.  If 29.9% of these (the percentage with commutes longer than 30 minutes) teleworked one day a week, 18,263 commuting trips could be saved, i.e. a saving of 5.98%.)

20. If telework grew to two-and-a-half days a week, the saving would be 14.9%,  lower than that indicated by Auckland's results (18.25%) but, given the differences between the two cities, still a significant potential trip reduction.  

21. This research would indicate that the primary focus of future action in this field should be to encourage those who have expressed an interest in implementing telework to implement sound programmes sooner rather than later.  There is also a clear need for further information about telework.

22. The predicted benefits are being experienced by many companies in the Wellington region and the impact of these benefits will increase as companies gain a greater understanding of how telework could help them, adopt formal programmes, and make these programmes available to more staff.  It is also notable that respondents expressed interest in implementation assistance and telecentre projects.

Appendix A: The introductory letter and questionnaire

Name, Title
Company
Address

Dear name,

Research into Telework

Wellington Regional Council has launched a major project to research the potential of telework as a traffic demand management strategy for the Wellington region.  (A brief definition of Telework is provided on the following page.)  

The research aims to assess interest in telework and existing use of this innovative approach.  It takes the form of a brief questionnaire mailed directly to senior managers in organisations with 50 or more employees in Wellington.  Responses will be submitted to statistical analysis and used as a basis for WRC’s traffic demand management planning and strategy development.  

This research project, focusing on employer perceptions of telework, is an important component in the WRC’s Land Transport Strategy.  Not only do employers have a major role to play in implementing telework programmes: they also stand to gain considerable bottom-line benefit.  Your return of the following questionnaire would be of great assistance in ensuring Wellington remains a viable commercial city into the next century.  

If you would be kind enough to glance at the following background information and fax the questionnaire back to me on 0-9-811 8025, 0-9-811 8014 or 0-4-802 0352 (by Friday, May 12, 2000) it would be greatly appreciated.  Please tick the boxes or add comments as appropriate (considering only your Wellington operation).  It should only take a few minutes.  If you would prefer to discuss this questionnaire in person, please call the undersigned on 0-9-811 8024.

Yours sincerely,

Bevis England
Phone: 0-9-811 8024, Fax: 0-9-811 8025, Email: bevis@telework.co.nz
Note: This project is being conducted for the Wellington Regional Council.  Further information is available from Nick Sargent, Senior Transport Planner, WRC, Ph: 0-4-802 0322.

What is Telework

Within the business context telework has been defined as …

… a management strategy that maximises profit and productivity by enabling, supporting and effectively managing the performance of work in non-traditional work places.

It is best understood as “working from a distance”, based at home or some other location for some of the working week:

· it does not always require a home office (there are alternatives), 

· it is not dependent upon the use of technology although it can be enhanced (in some cases) by the use of recent advances in communication and computers, and 

· most teleworkers do not spend all of their time away from the traditional office.

Telework works best where a formal programme is in place but “as needed” and “occasional” telework can also be useful in some settings.

Telework can deliver many benefits.  Foremost among them are:

· Increased productivity

· Reduced absenteeism

· Easier retention and recruitment

· Lower staff turnover

· Lower training costs

· Reduced traffic and pollution

· Better, more ‘people-oriented’ urban design

There could also be problems.  The most frequently mentioned include:

· Performance assessment

· Lack of trust

· Exploitation

· Set-up costs

· Internal communication

Where telework has been successfully implemented (and there are now some 15 million teleworkers in the States alone) a formal programme has been developed and implemented to maximise the possible benefits and minimise the possible problems.

The bottom line is that where telework works well, it can produce up to $300,000 per annum, per 100 employees, in net gain to the employer.  More information is available at www.telework.co.nz.

Teleworking in Wellington:

A Questionnaire

1.
Does anyone in your organisation currently telework (be it even on a part-time or as ‘needed’ basis)?
( Yes 
( No (Skip to question 8)

2.
Approximately how many people currently telework in your organisation?

________  

3.
Approximately how often do these people telework (for instance, the average number of days per week)?

________  

4.
What kind of positions or roles do the people who currently telework in your organisation fulfill?

(Tick all boxes that apply.)


Managerial (e.g.______________________)
( 


Professional/Technical (e.g.______________________)
( 


Clerical (e.g.______________________)
( 


Sales (e.g.______________________)
( 


Service (e.g.______________________)
( 

5.
Why do these people telework?  














6.
What benefits does the organisation gain from allowing these people to telework?














7.
Is there a formal telework programme in place within your organisation? 
( Yes 
( No

8.
Has there been anyone in your organisation who has teleworked in the past but who no longer teleworks?
( Yes 
( No (Skip to question 10)

9.
Why do these people no longer telework? 














10.
Do you have any interest in seeing telework develop in this organisation in the future?



Yes, wherever possible 
(  


Yes, but only to meet specific individual needs
(


Yes, but not in the next six months
(


Don’t know enough about teleworking
(


No interest
(

Please go on to the next page.

11.
What would make telework more likely for your company and your employees?
(Tick all boxes that apply.)


Assistance with implementation 
(  


Telework centres where staff could work 
(


Improvements in telecommunication or technology
(


Other (please specify)










12.
Would you like to find out more about teleworking?
( Yes (skip to question 14)
( No interest

13.
If you have no interest in seeing telework develop in your organisation, or no desire in finding out more about telework please say why not (please be as specific as possible).


















In order to analyse the potential of teleworking in Wellington, we need to finish by asking you some questions about the nature of your organisation.
14.
What is the main business of your organisation?


15.
How many people does your organisation employ? (please specify whether this is a total number or a FTE figure)



16.
How many staff would typically commute for more than 30 minutes, one way?



17.
What do you think the major challenges facing Wellington businesses in the CBD are?  (E.g. pollution, real estate costs, traffic, infrastructure, recruitment, etc.)
1.____________________

2.____________________

3.____________________

4.____________________


Please amend contact details, if necessary

Name, title


Company


Address


Address


Phone: 


Fax: 


Email:


Please fax completed questionnaire to Bevis England on 0-4-802 0352 or 0-9-811 8025
Thank you for your co-operation

Appendix B: The tabulated responses

Q1.  Does anyone in your organisation currently telework?  [N = 79]

Response
Frequency
Percentage
Auckland's %

Yes
38
48.1
47.9

No
41
51.9
52.1

Missing




Total
79
100.0


Q2.  Approximately how many people currently telework in your organisation?  [N = 38]

Response
Frequency
Percentage
Auckland's %

1
4
10.5
13.0

2-4
10
26.3
21.7

5-9
7
18.4
17.4

10-19
3
7.9
13.0

20-49
7
18.4
17.4

50-99
1
2.6
0.0

100-
2
5.3
13.0

Don’t know
2
5.3
4.3

Missing
2
5.3


Total
38
100.0


Q3.  Approximately how often do these people telework?  [N = 38]

The average number of days per week.

Response
Frequency
Percentage
Auckland's %

Up to 1
10
26.3
30.4

Up to 2
9
23.7
8.7

Up to 3
3
7.9
17.4

Up to 4
2
5.3
4.3

Up to 5
6
15.8
13.0

Varies
1
2.6
17.4

Don’t know
2
5.3
4.3

Missing
5
13.2
4.3

Total
38
100.0


Q4.  What kinds of positions or roles do these people fulfil?  [N = 38]

Response
Frequency
Percentage
Auckland's %

Managerial
18
47.4
56.5

Professional/Tech
27
71.1
60.9

Clerical
8
21.1
13.0

Sales
11
28.9
13.0

Service
9
23.7
13.0

Q5.  Why do these people telework?  [N = 38]

Response
Frequency
Percentage
Auckland's %

Personal circumstances 
21
55.3
34.8

Nature of work 
14
36.8
34.8

Convenience 
8
21.1
21.7

No interruptions 
7
18.4
26.1

Efficiency 
6
15.8
8.7

To complete jobs
4
10.5
8.7

Travel hassles
3
7.9
8.7

Improved service

0.0
4.3

Live outside the City

0.0
13.0

Q6.  What benefits does the organisation gain from allowing these people to telework?  [N = 38]

Response
Frequency
Percentage
Auckland's %

Productivity 
20
52.6
21.7

Retention of staff/skills
11
28.9
17.4

Morale 
10
26.3


Lower overheads
9
23.7
21.7

Flexibility
9
23.7
4.3

Responsiveness
5
13.2
17.4

Being a good employer
4
10.5
17.4

Efficiency
1
2.6
26.1

Competitive Edge
1
2.6


Q7.  Is there a formal telework programme in place within your organisation?  [N = 38]

Response
Frequency
Percentage
Auckland's %

Yes
8
21.1
8.7

No
29
76.3
91.3

Missing
1
2.6


Total
38
100.0


Q8.  Has there been anyone in your organisation who has teleworked in the past but who no longer teleworks?  [N = 79]

Response
Frequency
Percentage
Auckland's %

Yes
18
22.8
8.3

No
58
73.4
81.3

Possibly
1
1.3


Missing
2
2.5
10.4

Total
79
100.0


Q9.  Why do these people no longer telework?  [N = 18]

Response
Frequency
Percentage
Auckland's %

Personal circumstances
11
61.1
75.0

Work requirements
7
38.9
25.0

Company changes
4
22.2


Productivity down
1
5.6


Q10.  Do you have any interest in seeing telework develop in this organisation in the future?  [N = 48]

Response
Frequency
Percentage
Auckland's %

Yes, whenever possible
14
17.7
25.0

Yes, to meet specific needs
39
49.4
39.6

Yes, not in next 6 months
10
12.7
6.3

Don’t know enough
5
6.3
18.8

No interest
12
15.2
16.7

Q11.  What would make telework more likely for your company and your employees?  [N = 79]

Response
Frequency
Percentage

Implementation
10
12.7

Telecentres
8
10.1

Technology
37
46.8

Change in management
7
8.9

Staff demand
4
5.1

More proof of benefits
2
2.5

Legislation issues
1
1.3

Lower costs
1
1.3

Q12.  Would you like to find out more about teleworking?  [N = 79]

Response
Frequency
Percentage
Auckland's %

Yes
45
57.0
75.0

No interest
34
43.0
25.0

Missing




Total
79
100.0


Q13.  If you have no interest in seeing telework develop in your organisation, or no desire in finding out more about telework please say why not.  [N = 34]

Response
Frequency
Percentage
Auckland's %

Impractical due to nature

of business
19
55.9
50.0

Already have sufficient

information/knowledge
6
17.6
25.0

Present arrangements

work well
2
5.9
8.3

Missing
7
20.6
16.7

Total
34
100.0


Q15.  How many people does your organisation employ?  [N = 79]

Response
Frequency
Percentage
Auckland's %

50-99
17
21.5
2.1

100-199
24
30.4
29.2

200-299
13
16.5
22.9

300-399
4
5.1
2.1

400-499
4
5.1
14.6

500-999
7
8.9
8.3

1000-
5
6.3
12.5

Missing
5
6.3
8.3

Total
79
100.0


Q16.  How many staff would typically commute for more than 30 minutes one way?  [N = 79]

Response
Frequency
Percentage
Auckland's %

1-49
31
39.2
12.5

50-99
13
16.5
14.6

100-149
3
3.8
14.6

150-199
1
1.3
8.3

200-499
5
6.3
12.5

500-999


2.1

1000+
1
1.3


Most


6.3

Don’t know


16.7

Missing
25
31.6
12.5

Total
48
100.0


Q17.  What do you think the major challenges facing Wellington businesses in the CBD are?  [N = 79]

Response
Frequency
Percentage
Auckland's %

Traffic 
48
60.8
81.3

Real estate, and costs
28
35.4
41.7

Business/staff leaving for Auckland or Australia
19
24.1


Recruitment 
17
21.5
16.7

Parking
15
19
35.4

Infrastructure
14
17.7
56.3

General business issues 
8
10.1


Other 
8
10.1
18.8

Public transport 
6
7.6
18.8

Pollution
3
3.8
6.3

Telecommunications infrastructure
3
3.8


Disaster planning
2
2.5


Rates
2
2.5


Weather
2
2.5


Power supply


6.3

Movement to suburbs


4.2

Additional Information:

Question 10:

23. Simply adding the individual percentages for the three “Yes, . . .” responses gives a 79.7% affirmative response but fails to take into account the two respondents who gave multiple responses to this.  The actual percentage responding in the affirmative is 77.2%.

Cross-tabulating Questions 1 and 10:

24. Two thirds of all respondents are interested in seeing telework develop in their organisations.  However, it seems that actual experience of telework has quite an influence on this level of interest.  All but two (i.e., 94.7%) of those organisations currently using telework are interested in seeing it develop further, whereas only 61% of those organisations not currently using telework are interested in its development (although another 12.2% do not have sufficient information about teleworking).

Q1:  Does anyone in your organisation currently telework?


Q10:  Are you interested in seeing telework develop in this organisation?


Yes
Don’t know enough
No Interest 
Total

Yes
36 

94.7%
0 

0.0%
2 

5.3%
38

No
25 

61%
5 

12.2%
10 

24.4%
41

Total
61 

77.2%
5 

6.3%
12 

15.2%
79

25. It is notable that this is very similar to the results of the Auckland exercise although, in Auckland, the percentage of those with no experience of telework who intended to make more use of it in the future was only 44% (with 28% wanting more information).

Commuting employees:

26. The 75 organisations for which we know the number of employees combine to give a grand total of 30,541 employees.  Of these organisations, only 55 provided an estimate of the number of employees commuting for more than 30 minutes.  Of the 14,980 employees in these 55 organisations, 4475 (i.e., 29.9%) commute for more than 30 minutes.  Note that:  (1) this percentage varies hugely across individual organisations - between 1.9% and 61.2% in fact, with an unweighted mean of 26.8%; and (2) clearly some of the larger organisations were not prepared to guesstimate the number of employees commuting more than 30 minutes.

Major challenges facing Wellington:

27. Fully 82.6% of the 70 respondents to Q17 reported at least one of "traffic", "parking", and "public transport" as a major challenge facing Wellington.  Moreover, these three categories accounted for 69 (i.e., 39.4%) of the 175 responses to this question.  The 12 respondents who did not mention traffic as a major issue thought that either business drift north or offshore, real estate costs, or both were important problems.

Cross tabulating Questions 4, 10 and 11

28. Question 4 indicated the position held by teleworkers within the company enterprise.  Comparing responses to this question with the responses to questions 10 and 11 (future intentions and what might make telework more likely) could be useful in shaping future steps in the promotion of telework. The following three tables show how responses to each of these three questions are spread over the other two.  A number of possible conclusions could be drawn from each of these tables.  

Question 4
Q 10a
Q 10b
Q 10c
Q 10d
Q 10e
Q 11a
Q 11b
Q 11c

Mngerial (n=18)
27.8%
61.1%
5.6%


22.2%
11.1%
50.0%

Pro/Tech (n=27)
22.2%
70.4%
3.7%

3.7%
18.5%
18.5%
48.1%

Clerical (n=8)
25.0%
75.0%



25.0%
50.0%
50.0%

Sales (n=11)
45.5%
54.5%



18.2%
27.3%
63.6%

Service (n=9)
44.4%
55.6%



11.1%
33.3%
66.7%

a) Further growth of telework among managerial, professional/technical, and clerical staff is likely to be based on increased demands from employees, i.e. expressions of ‘specific individual need’.

b) Employers with sales and service staff appear more prepared to encourage telework wherever possible although these two categories also showed the highest concern over the present telecommunications and technology environment.

c) Telecentres rated very highly among those with clerical staff, but this is probably not too surprising.  The supervision and control possible in a telecentre environment would be helpful for managers of clerical workers.

Question 10
Q 4a
Q 4b
Q 4c
Q 4d
Q 4e
Q 11a
Q 11b
Q 11c

Yes, wherever (n=14)
35.7%
42.9%
14.3%
35.7%
28.6%
35.7%
28.6%
57.1%

Yes, needs (n=39)
30.8%
48.7%
15.4%
15.4%
12.8%
5.1%
10.3%
64.1%

Yes, 6 mths (n=10)
10.0%
10.0%



40.0%
10.0%
40.0%

Don’t know enough (n=5)







20.0%

No interest (n=12)

8.3%







d) The most likely candidates for increased telework will be found among companies with professional or technical staff, with sales and managerial staff also figuring strongly.  Technology advances and implementation assistance were the most important supporting developments.

e) For those who intend to implement telework programmes in six months or longer, implementation assistance became as important as technology concerns.

f) It’s worth noting that those who ‘don’t know enough’ mentioned technology as an issue.

Question 11
Q 4a
Q 4b
Q 4c
Q 4d
Q 4e
Q 10a
Q 10b
Q 10c
Q 10d
Q 10e

Implement. (n=10)
40.0%
50.0%
20.0%
20.0%
10.0%
50.0%
20.0%
40.0%



Telecentres (n=8)
25.0%
62.5%
50.0%
37.5%
37.5%
50.0%
50.0%
12.5%



Technology (n=37)
24.3%
35.1%
10.8%
18.9%
16.2%
21.6%
67.6%
10.8%
2.7%


g) Interest in implementation assistance appears reasonably evenly spread although those with professional or technical staff already teleworking and those who would like to see it expand wherever possible figure strongly.

h) Telecentres appear more popular among those with non-management staff teleworking.

i) Concerns about technology predominated among those who intended making more use of telework to meet specific needs.

Comparing respondents to the overall survey population

29. Noting that it could be desirable to analyse the types of businesses that have responded (by size and business type) and compare that with the survey population, the following table was drawn from the data available.  (Four respondents did not provide the number of their employees and I do not have this information for the total survey population.)

Business type
% of 
responses
% of 
database
Diff.
Response as % of total data base
Average size (by employees)
% of emp’ees covered by survey

Government
32.9%
26.9%
6.1%
44.8%
715.6
58.6%

Other white collar
19.0%
14.8%
4.2%
46.9%
170.6
7.2%

Professional services
16.5%
19.0%
-2.5%
31.7%
252.0
10.7%

Other non-white collar
16.5%
21.3%
-4.8%
28.3%
430.5
15.5%

Financial sector
10.1%
10.2%
-0.1%
36.4%
200.75
5.6%

Other
5.1%
7.9%
-2.8%
23.5%
204
2.7%

a) Respondents to our survey were within 5% of the full data set, with one exception – government enterprises.  The survey also received good representation (a third or more) in all the most important business categories.  The survey thus represents a reasonable sample of the survey population.

b) The exception seems to increase the importance of the survey.  Government employers accounted for 32.9% of our responses and 58.6% of all employees covered by the survey (at an average of 715.6 per employer).  As large employers they are important targets for future work in this field.

c) Other white collar employers (another target group for telework) responded in higher numbers than their share of the total database would indicate while non-white collar employers responded in lower numbers.  The former would be expected to be interested in telework while the latter are not normally considered as tartgets..

Cross-tabulating business type with Questions 10 and 11

30. Looking at the likely intentions of employers and would they think would make telework more likely further underlines the conclusions reached in the foregoing table.

For Question 10:

Business type
Yes, wherever
Yes, 
needs
Yes, 
in 6 mths
Total +ve resp.
Need 
info.
No 
interest

Professional Services (n=13)
15.4%
76.9%
7.7%
100%
0.0%
0.0%

Financial services (n=8)
12.5%
37.5%
37.5%
87.5%
12.5%
0.0%

Government (n=26)
19.2%
46.2%
19.2%
84.6%
7.7%
11.5%

Other white collar (n=15)
26.7%
53.3%
0.0%
80.0%
6.7%
20.0%

Other non-white collar (n=13)
15.4%
46.2%
15.4%
77.0%
0.0%
30.8%

Other (n=4)
25.0%
0.0%
0.0%
25.0%
25.0%
50.0%

a) White collar employers, particularly those in the professional or financial sectors, are likely to make more use of telework than others.

b) Ensuring the employee demand (i.e. the expression of personal needs) exists could be critical to ensuring this growth takes place.

For Question 11:

Business type
Implementation
Telecentres
Technology issues

Government (n=26)
19.2%
11.5%
38.5%

Professional services (n=13)
23.1%
15.4%
61.5%

Financial services (n=8)
12.5%
12.5%
62.5%

Other white collar (n=15)
0.0%
6.7%
53.3%

Other non-white collar (n=13)
0.0%
7.7%
38.5%

Other (n=4)
25.0%
0.0%
25.0%

c) Implementation support is viewed as more important than Telecentres.  This could be due to relatively low levels of knowledge of what telecentres can do – which could be addressed by the implementation support and briefings offered.

d) Implementation support and briefings can also address the strong perception that technology needs to be improved.  (At base, technology and telecommunications can always be improved, particularly once demand grows.)

Appendix C: Other work in the field

31. In the course of publicising and processing this research exercise, research conducted by Phil Kerslake as part of a larger project, was brought to our attention – by both Mr Kerslake, now of Opus International Consultants, and his Chief Executive at Opus, Mr Rutledge.  A number of the results can be compared to those we gained.  The definition of telework used by Mr Kerslake and the position of the respondents within the company might explain some of the differences between the two sets of results, as might the inclusion of ‘virtual officing’ and ‘hot-desking’.

Summary of Research Findings
Comment

a) Over 60% of respondents agreed that Telecommuting and virtual officing were viable work practices. 
This is a lower percentage than we found.  We found 77% intended to make more use of the practice, i.e. thought it was viable.  Experience following up the Auckland survey indicates that the real figure is somewhere in between.

b) In 63% of companies “a few staff” were encouraged/permitted to work from home but only 4% encouraged or permitted “many staff”.  The remainder did not allow it at all.
This correlates well with our results.  While only 48.1% said they had experience of telework 63.1% had less than 20 teleworkers while 5.3% allowed more than 100.

c) Of those who had experience of either telework or desk sharing 79% were satisfied with the results.
94.7% of our respondents who had experience intended to make more use of the practice, indicating a higher level of satisfaction that reported in Kerslake’s work.

d) Over 50% thought that use of telework had increased either marginally (39%) or significantly (12%) since 1996 and 51% thought that this use would continue to increase marginally (41%) or significantly (10%).
This is again lower than our results

e) Only 31% thought that overheads could be reduced and productivity enhanced by the practice although a further 47% were unsure about this. 

f) It was notable that only 12% implemented alternative work place strategies for cost savings and better productivity with the majority citing productivity and other business benefits (25.5%) or other (29.5%).
Taking these two responses together, it appears, firstly that issues such as staff retention, morale and the nature of the job (identified as major factors in our results) are indeed more important than the direct tangible results, for most employers.  Secondly, I am not surprised at this.  If telework is implemented for primarily non-tangible objectives, it cannot be expected to deliver tangible results.

g) Over 70% thought that factors such as the need for face to face contact for business and social reasons, potential feelings of isolation and the loss of visibility for promotion, would slow the practice of telecommuting and virtual officing.
Hitting all of these issues within a single question distorts the issue somewhat.  However, Kerslake’s results are supported in the phrasing used by many of those respondents who ‘had no interest’ in further information.  (Similar issues, particularly face-to-face contact, also surfaced in Bentley and Yoong’s work at Victoria.)

h) It was also notable that although 55% expected to remain solely CBD employers, 17.5% would utilise satellite offices in addition to a CBD presence and 4% expected that they would move entirely to suburban locations.
If we can provide the telecentres these employers are expecting to use, could we capture 17.5% of the commuting traffic?
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