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Executive Summary 
 
 
 

Telework, alternately known as telecommuting, is a means for transforming the 
organization of work by allowing employees to work from home or nearby telework 
centers rather than reporting to a centralized office or workplace.  First described over 
30 years ago, utilization of telework grew from the 1990s onward as computer and 
telecommunications technologies facilitated its deployment.  Interest has also grown 
because of the benefits telework is believed to confer on both the employer (e.g., 
increased productivity, decreased operating costs, recruitment/retention of human 
capital) and employee (e.g., increased work-life balance, time savings, reduced 
transportation costs).  Despite these possible benefits, however, telework has generally 
been understood within the context of transportation demand management:  a strategy, 
alongside carpooling, mass transit, and other commute alternatives, to reduce air 
pollution and mitigate traffic congestion.  Hence, there remains a need to consider 
telework’s relevance for economic development. 
 

This project utilized the case survey method to examine 60 telework programs 
through the analysis of case studies collected by municipal clean air and transportation 
initiatives, as well as the business literature.  A coding instrument was developed to 
collect information on telework programs relevant for economic development, including 
rationales and challenges for telework programs, operations factors, costs and savings, 
outcomes of programs, and relevant policy interface.  Cases from the metro Atlanta 
area were also compared to the case survey group as a whole to determine the 
characteristics of telework programs in Georgia.  In addition to the case survey, a 
baseline policy assessment was undertaken to determine what policy interfaces, if any, 
exist for private sector telework initiatives. 
 

The study found that private sector employers’ reasons for establishing telework 
programs include (in order), 1) providing employee-oriented benefits, 2) retention and 
recruitment of talent, 3) increasing employer productivity, 4) reducing employer 
operating costs, and 5) air pollution/traffic mitigation.  Major challenges to employer 
telework programs consist of (in order), 1) telecommunications problems, 2) nonspecific 
computer problems, 3) establishment of management support, 4) cost of programs, and 
5) social issues (e.g., worker isolation, lack of face-to-face contact with co-workers and 
supervisors). 
 

When examining the components of operation for telework programs in the case 
survey, most programs were found to be formalized to some degree.  Though training 
programs were not common, formal guidelines or written policies, as well as feedback 
mechanisms to measure program efficacy, were prevalent.  An analysis of the costs and 
savings revealed that in most cases, employer savings were higher than the costs of the 
programs. 
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The outcomes of these programs are especially significant for economic 
development.  Ninety-seven (97) percent of teleworkers and 88 percent of managers 
reported increases in productivity.  In addition, teleworkers and managers unanimously 
reported better work-life balance and improvement in employee morale/job satisfaction 
as a result of their telework programs.  Regarding time and traffic impacts, 98 percent of 
employees reported a time savings from teleworking, and case studies uniformly 
reported a decrease in the number of miles driven.  Related to these outcomes was the 
finding that a strong majority of teleworkers and managers believed teleworking to be a 
positive initiative or “good for the organization.”  When the case studies were examined 
for factors deemed most important to program success, they were (in order), 1) 
technological considerations, 2) individual implementation between manager/supervisor 
and employee, 3) employer telework policies, 4) involvement/support of upper 
management, 5) feedback mechanisms, and 6) training programs.   
 

Private sector telework programs address a number of issues germane for a 
region’s economic development, including recruiting and retaining human capital, 
increasing employer productivity, and reducing operating expenses.  Given these 
potential benefits, this study then sought to determine what policy interfaces exist for 
private sector telework.  Of the 60 case studies surveyed, policymaking or legislative 
mandates were a major impetus in the establishment of telework for only 17 percent of 
cases.  Of these, key policies addressed through telework programs included the 
federal Clean Air Act, Americans with Disabilities Act, Family and Medical Leave Act, 
and various state clean air laws.  Only 18 percent of the cases reported receiving 
funding from governmental or non-profit sources for their telework programs, but even 
more revealing was the fact that none of the cases reporting receiving any tax 
incentives.   
 

A subsequent baseline policy assessment focusing mainly on state legislation 
found that 19 states currently have laws or statutes involving teleworking.  The majority 
of these laws, however, focus on teleworking in the public sector (13 states) or on its 
role in air pollution reduction and traffic mitigation (9 states).  By contrast, only four 
states make provision for employer-side incentives (e.g. tax breaks) and only three 
states discuss employee-side benefits (e.g. tax incentives, reimbursement programs) in 
their legislation.  Moreover, only two states have established private-public sector 
initiatives to promote telework options.  The results of the policy assessment reveal that 
there may be an ongoing need to address private sector telework in the states, 
particularly the provision of employer-side and employee-side incentives for an initiative 
with known benefits for states’ economic development.   
 

Finally, the survey examined more closely the state of teleworking in Georgia by 
comparing the seven metro Atlanta programs in the case survey with the group as a 
whole.  The findings indicate that programs in the metro Atlanta area tend to be more 
formalized in terms of their operation, particularly in the area of telework training.  
However, there is not as much in the way of subsidies for employees.  While technology 
problems persist as a primary challenge for implementation, more notable is the finding 
that establishing management support was cited as a leading issue.  While 
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management acceptance of telework is a foremost challenge, it was also identified as a 
key success factor. 
 

When considering telework in Georgia, opportunities abound.  Telework has the 
potential for addressing a number of issues relevant for the state’s economic 
development, including bolstering human capital, increasing productivity, and 
decreasing operating costs.  Management support for these private sector programs is 
one of the main challenges to their adoption, but also one of the most critical factors for 
their success.  At the same time, Georgia’s state legislature has taken some steps to 
support private sector telework through the passage of a tax incentive law for employers 
with a telework program.  However, the outcomes of this law are not clear, and 
policymaking in other states suggests that more may be done to promote private sector 
telework in Georgia. 
 
This study concludes with the following recommendations: 
 
1. Educate managers about telework benefits and costs. 
 
2.  Develop employer peer networks to: a) address managerial challenges to 
telework acceptance, and b) bolster management’s role as success factor. 
 
3.  Utilize employer networks for other telework challenges:  technology and social 
issues. 
 
4. Encourage Georgia employers to take advantage of recent tax incentives through 
awareness campaigns. 
 
5. Reframe thinking of policymakers and employers about telework as an economic 
development opportunity (i.e. cultivate new stakeholders to add to Clean Air 
Campaign’s involvement). 
 
In addition to these recommendations, there is an underlying need for improved data 
collection efforts on private telework programs in the state of Georgia.  In particular, 
information on telework outcomes needs to transcend the limitations of self-reported 
data, and collection needs to undertaken by disinterested sources.  More reliable data 
on such programs can help the state to better address the needs of private sector 
telework initiatives. 
 

Finally, telework may have positive impacts for the rural areas of Georgia, either 
through 1) employing residents of rural Georgia who might otherwise relocate out of the 
state for better employment prospects, or 2) bringing employment opportunities 
normally associated with large metropolitan areas to rural Georgia on an individual 
basis.  In both cases, rural areas of the state can retain highly talented residents 
capable of making favorable local impacts.  However, in order for such efforts to 
succeed, it is even more necessary to convert challenges, such as technological 
factors, into strengths.
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1.  Introduction: Telework and Its Significance for Economic 
 Development 

 
 
 

Telework, or telecommuting, is generally defined as a means by which workers 
are able to work from home or nearby telework centers rather than report to a 
centralized office or workplace (Siha and Monroe, 2006; Watad and DiSanzo, 2000; 
Nilles, 1992).  First described over 30 years ago (Nilles, 1975), telecommuting has 
become better realized with the introduction of information and computer technologies 
(ICTs) and advances in telecommunications technology.  In parallel with these 
technological developments, there has been a series of organizational changes among 
employers to facilitate greater acceptance of telecommuting as a viable work 
arrangement.  By the early 1990s, telework became less of an idea and more of a 
reality for employees and employers alike.  As interest in telework’s potential benefits 
grew through the decade and into the early years of the 21st century, so did its 
deployment as a novel work arrangement in both the public and private sectors.  In the 
mid-1990s, the number of teleworkers in the United States was estimated at seven 
million (Feldman and Gainey, 1997).  By 2001, the number had climbed to about 19 
million teleworkers (Davis, 2001).  According to a report issued by World at Work in 
2006 with more conservative figures, the number of Americans whose employers 
allowed them to work remotely at least one day per month had increased 63 percent, 
from 7.6 million in 2004, to 12.4 million in 2006 (WorldatWork, 2007).  Based on the 
federal government’s estimates of 149.3 million workers in the U.S. labor force, the 
study suggested that about eight percent of Americans have employers who let them 
telecommute at least one day per month, and almost 20 percent of the total workforce 
engages in basic telework of some kind.  Given the continuing growth of telework, it 
comes as little surprise that there remains so much interest in this novel work 
arrangement.   

 
In the decades since the concept was first introduced, telework has been 

promoted as a means for conferring benefits on both the employer and employee.  The 
advantages associated with telework are of particular interest for economic 
development, as such initiatives promise to improve recruitment and retention of talent, 
bolster human capital, increase productivity, and reduce employer operating and real 
estate expenses.  While there has been relatively little scholarship explicitly linking 
telework to economic development, researchers have identified a number of areas 
where telework arrangements are germane to economic development. 
 
1.1  Environmental and Transportation Impacts 
 
 In its most recent study, the Texas Transportation Institute found that Americans 
are spending more time in traffic than ever before (Schrank and Lomax, 2005).  
Commuters in the Los Angeles area spent an average of 93 hours per year in traffic, 
while those in the San Francisco area averaged 72 hours stuck in traffic per year.  Not 
far behind was the Atlanta area, which ranked fourth in the survey and whose 
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commuters averaged 67 hours in traffic every year.  As the time lost in traffic in 
America’s largest cities threatens to surpass two work weeks per year, it comes as little 
surprise that telework has been promoted as a means to recover time lost commuting 
and improve the productivity of the nation’s workers.  Among telework’s leading benefits 
is its reported ability to reduce air pollution and alleviate traffic congestion (Handy and 
Mokhtarian, 1995; Novaco, Kliewer & Broquet, 1991).  With the passage of 
environmental legislation during the 1990s, municipalities and state governments have 
promoted telework as part of their transportation demand management (TDM) 
programs, and public sector employers have implemented telework programs primarily 
as a way to address these same concerns.  The federal government also developed its 
own telework program as a means to tackle transportation and environmental issues. 
 
 In the 1990 Amendments to the federal Clean Air Act, Congress mandated the 
first environmental rationales for telework programs.  The legislation specifically 
targeted the 11 states with the worst air quality, and organizations in those states with 
more than 100 employers were required to reduce the number of employees commuting 
each day by 25 percent (Bronson, 1993).  Major cities, including the metro Atlanta area, 
were eventually required to comply with the Clean Air Act’s trip reduction mandates.  
While not specifically indicated as the solution to these environmental and 
transportation dilemmas, telework emerged as one potential solution, alongside 
carpools, vanpools, mass transit, and other initiatives enacted by municipal and state 
TDM programs.  However, Congress more explicitly acknowledged telework’s role in 
alleviating traffic congestion and air pollution with its passage of the Telecommuting and 
Air Quality Act in 2001. 
 
 The public sector, especially the federal government, has been in the vanguard 
regarding the implementation of telework programs to meet transportation and 
environmental goals.  In 1995, the federal government passed the first law designed to 
permit federal employees to telework (Pub. Law 104-52 § 620), and in 1998, it 
established the first Flexiplace Work Telecommuting Programs for agencies in the 
executive branch and made funds available for their implementation.  Two years later, 
Congress mandated that executive agencies make the programs available to all 
employees whose positions permitted the arrangement.  In 2004, the federal 
government took its largest step toward implementing telework programs by requiring 
that the Departments of Commerce, Justice, State, the Judiciary, and the Small 
Business Administration establish a policy in which eligible employees may participate 
in telecommuting to the maximum extent possible without diminished employee 
performance.  In its latest report to Congress in June 2007, the U.S. Office of Personnel 
Management (OPM) reported that about 120,000 of approximately 1.8 million federal 
employees, or 6.6 percent, telecommuted on a regular basis.  When considering only 
employees whose positions were eligible for telework arrangements, the proportion 
increased to 9.5 percent of federal employees (U.S. Office of Personnel Management, 
2007).   
 
 While public sector programs have been among the most visible telework 
programs to address traffic and environmental concerns, the private sector has also 
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played a vital role.  AT&T’s telework programs in New Jersey, Los Angeles, and 
Phoenix were established specifically to address environmental concerns (Dobrian, 
1999), and the firm has a division specifically to address environmental compliance.  
The Prudential Insurance Company also has a “clean air compliance office,” and the 
company’s telework program was expressly begun to address the mandates of the 
Clean Air Act (Betts, 1994).  Hewlett Packard (HP) has also explicitly stated that clean 
air regulations were an important reason why the company became involved in telework 
(Howard, 1998).  By the mid-1990s, HP could claim that between 4,000 and 6,000 of its 
employees were telecommuting at least once every two weeks.  Finally, the efforts of 
Georgia Power to establish telework programs as a means to address environmental 
and transportation concerns gained that company important recognition during the mid-
1990s, an effort further discussed below. 
 
 How do the traffic and environmental benefits associated with telework relate to 
economic development?  Research done by the Environmental Protection Agency 
(EPA) has suggested that teleworkers, despite making more personal trips than workers 
who do not telework, reduce their vehicle use by up to 30 percent (Leonard, 1997).  
Another way of looking at the issue has been the “triple bottom line” that acknowledges 
telework’s benefits for the employer, employee, and society as a whole (Allenby and 
Richards, 1999; Siha and Monroe, 2006).  One provocative study done by the California 
Engineering Foundation in association with key stakeholders from the private sector 
concluded that the State of California could save up to $5 billion per year from fuel costs 
and productivity loss through telework (Cummings, 1992). 
 
 The obvious problem associated with such claims is that they are based on “what 
if” measures of hypothetical savings from teleworking.  There have been relatively few 
efforts to calculate the real economic and transportation savings associated with 
telework, whether in hours saved, tons of carbon dioxide and other emissions reduced, 
gallons of fuel saved, or dollars in productivity recovered.  Nevertheless, the 
environmental and transportation impacts of telework are pertinent to economic 
development.  In addressing the ambiguity of surrounding measurement of these 
savings, Siha and Monroe (2006) have perceptively noted, “The telecommuting 
advocate might simply argue that: ‘Without telecommuting, the air quality would be 
much worse.’ That is probably the best argument one can make when the measures 
that matter most are used.” 
 
1.2  Organizational/Employer Issues 
 

Among private sector employers, traffic and air pollution mitigation has been the 
leading rationale for the implementation of telework programs.  However, employers 
have often had a wider range of reasons for the implementation of telework program 
than their public sector counterparts.  A number of organizational issues that could 
benefit the employer are particularly germane for economic developers.  Researchers 
and advocates have indicated telework’s potential for bolstering human capital, 
improving employee retention and recruitment, increasing productivity and work 
capacity, and decreasing employer operating costs (Pinsonneault and Boisvert, 2001).   
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Particularly significant for economic developers are the employer benefits 

associated with telework.  First, telework has been promoted as a means for improving 
productivity, and a number of employers and the practitioner press have publicized this 
perceived benefit of telework above all others.  One pertinent example is the case of 
IBM, where 87 percent of employees in the company’s alternative workplace program 
believed that their productivity and effectiveness increased significantly (Apgar, 1998).  
In their interviews with 62 teleworkers, Baruch and Nicholson (1997) found that 75 
percent reported being more or much more effective at home than in the office.  This 
proportion of workers claiming increased productivity was about equal to those who 
volunteered to work at home. In that same study, about 48 percent of teleworkers report 
increased hours when working at home.  Bailey and Kurland (2002) suggest that such a 
finding raises the possibility that the teleworkers may be conflating improved 
productivity with an increase in the absolute amount of work performed.  Yet, there have 
been other studies that strongly suggest that telework options results in increased 
productivity for employers (e.g., Baruch and Nicholson, 1997; Bélanger, 1999; Frolick, 
Wilkes, and Urwiler, 1993; Hartman, Stoner, and Arora, 1992).  Critics of such findings 
contend that, with a few notable exceptions (e.g., DuBrin, 1991; Geisler, 1985), claims 
of increased productivity are based on self-reported data.  Nevertheless, an empirical 
study of work that was structured, repetitive, and measurable performed by DuBrin 
(1991) showed an increase in productivity of work-at-home employees.  As Siha and 
Monroe (2006) observe, “productivity benefits described in these articles are to some 
extent counter to the expected result. The potential productivity increases are key to 
company decisions to utilize telecommuting. As long as jobs and people are selected 
carefully for telecommuting, any concerns over productivity are mitigated.” 
 

Telecommuting has been promoted as a strategy to reduce operating expenses 
(Bailey and Kurland, 2002).  While relatively little research exists on this benefit, there is 
some evidence that suggests that telework can provide a savings where employers’ real 
estate costs are high.  Restructuring work in such a way that it can be performed from 
the homes of employees means that employers can relocate to smaller and less 
expensive facilities.  A complete restructuring—the introduction of telework as means to 
shift jobs normally done at a central office to offsite locations—can eliminate such costs 
entirely.  However, such efforts are not without their own organizational challenges.  
 
1.3  Workforce/Employee Issues 
 
 Corresponding to those employer-side issues related to telework is a set of 
employee-side issues relevant to economic developers.  One issue that has received a 
great deal of attention in the literature is that of “work/life balance” or “work/family 
balance.”  The ability of telework to confer greater flexibility upon workers is often cited 
as the major benefit that the employee receives from the arrangement, and this issue 
has been addressed in a number of articles (Mokhtarian et al., 1998; Dixon and 
Webster, 1998; Hill et al., 1998; Bailey and Kurland, 2002).  While scholars have been 
at odds regarding the details, most of them concur that telework has the capacity to 
offer employees greater flexibility regarding the balance between work and home.  
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Another benefit for workers choosing to telework is a potential savings in time and 
transportation costs (Davis, 1995; Hill et al., 1998).  Such issues are important because 
they provide TDM programs with an entrée for promoting telework to workers as a 
commute alternative.  At the same time, employers stand to benefit from the increased 
productivity that may result from eliminating the wasted time a real commute requires. 
 
 Job satisfaction and increased worker morale have been the focus of several 
studies (Bélanger, 1999; DuBrin, 1991).  They have found that teleworkers are often 
satisfied with their work arrangements, particularly if they are not mandatory by their 
employers.  DuBrin found that working conditions, scheduling of one’s own working 
hours, and taking care of family/personal responsibilities were important sources of job 
satisfaction for employees who teleworked.  However, none of these findings should 
imply that telework is free of challenges.  Chevron and Primeau (1996) found that 
teleworkers appreciated the freedom and feel more efficient; however, these employees 
also reported missing the socialization that is part of working in a traditional office.  Care 
in selection of jobs and people for telework, as well as ensuring adequate support, may 
help overcome some of these challenges. 
 

When telework provides benefits for employees, their employers also stand to 
benefit because of the arrangement’s potential for bolstering human capital.  Time 
savings for employees translates into increased productivity for the benefit of 
employers.  Increased job satisfaction and improved worker attitudes may improve the 
maximization and retention of existing talent, as well as indicate that the company is an 
“employer of choice,” thereby increasing its recruitment prospects.  Though not without 
its challenges and costs, telework is a job arrangement with important incentives for 
both employers and employees—benefits which can enhance a region’s economic 
development. 
 
1.4  Telecommuting in the State of Georgia 

 
In Title I of the 1990 Clean Air Act, Congress targeted the 11 states with the 

worst air pollution.  Within those states, organizations with more than 100 employees 
were required to reduce the number of employees commuting to work each day by 25 
percent.  Although Georgia was not among the 11 states originally named in the 1990 
legislation, the Atlanta area increasingly faced smog problems during the early 1990s 
and came under the aegis of this legislation.  So severe were the problems of the 
metropolitan area’s inability to meet the ozone limits specified by the Clean Air Act, the 
Atlanta area was faced with losing federal funds for its highways.  This threat led the 
Atlanta Chamber of Commerce to approach large local employers such as Georgia 
Power and request they develop plans to reduce the number of employees commuting 
to the centralized offices in downtown Atlanta (Tanzillo, 1995). 
 

Telecommuting initiatives within the State of Georgia have received a great deal 
of support from the state government within the last decade, and in many cases, the 
public sector has led the way in telecommuting deployment.  Governor Zell Miller’s 1998 
Executive Order required state employees to reduce single-occupancy commutes 
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during ozone alert days, with telecommuting identified as an ideal commute option.  
Governor Sonny Purdue’s 2003 Order establishing Georgia’s Work Away program and 
subsequent implementation efforts, further illustrate the role that the state government 
has played in telecommuting deployment, at least within the public sector.  Despite the 
state’s leadership in this area, however, it is very apparent that telecommuting initiatives 
have been motivated primarily by environmental concerns—the alleviation of traffic 
congestion on Georgia highways and reduction of air pollution.  Much of the impetus for 
this support, at least during the 1990s, came as a result of federal mandates that both 
states and municipalities reduce their levels of air pollution or risk the loss of federal 
funding for transportation development. 
 

Less understood are the other factors have contributed to the deployment of 
telecommuting within the State of Georgia, especially among private sector employers.  
Within the public sector, the mandate to improve air quality has generally been the 
stated rationale for such efforts.  Maintaining or improving employee productivity and 
increasing employee morale have been secondary issues, or more accurately, 
determinants of when telecommuting might not be an appropriate work arrangement for 
a given employee.  In addition, given the emphasis on reducing traffic congestion, 
telecommuting has generally been understood as a possible option, one among several, 
toward meeting this goal.  In other words, telecommuting exists within the same realm 
as mass transit and car/vanpooling options where public sector commuting options are 
concerned.  So, the opportunity costs and benefits of telecommuting often have not 
been disaggregated from the range of commuting options available for workers in the 
public sector.  Within the private sector, a number of case studies developed by 
stakeholders such as The Clean Air Campaign, suggest that private sector firms tend to 
be somewhat more aware of the possible productivity increases and other employee-
side issues related to telecommuting arrangements.  Nevertheless, reducing commute 
times and contributing to better air quality still remain primary reasons given for the 
support of these options.  Hence, there is a need to further examine the potential 
benefits for private sector telework. 
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2.  Purpose 
 
 

 
In their review of the telecommuting literature, Siha and Monroe (2006) identified 

four types of research on telecommuting—descriptive, conceptual, empirical, and case 
study.1  Their survey suggests that most of the literature on telework has been 
descriptive in nature, providing overviews of the practice of telecommuting and 
discussions of its benefits and drawbacks.  Congruous with this literature has been a 
smaller number of conceptual studies which provide theoretical frameworks, 
propositions, and models for the implementation of telecommuting.  In short, a great 
deal of scholarly attention has been paid to defining telework and describing its various 
features.  Other literature on teleworking has often tended to be proscriptive in nature, 
touting the benefits of the arrangements and suggesting how best to implement the 
practice.  Siha and Monroe also identified some studies which explore the actual 
implementation of telework.  Over 80 percent of these studies have tended to be 
empirical in nature; that is, the articles presenting results from surveying and analyzing 
a large number of companies, usually to determine whether the employers were 
implementing such programs, and if so, how they were putting them into practice.  
Conversely, there is a smaller body of research comprised of case studies that analyze 
the implementation of teleworking in a particular employer.  There have been studies 
undertaken at the micro-level (employer) and macro-level (sector, national), but there 
have been few, if any, which have examined teleworking at the meso-level (municipal 
and state).  This project attempts to examine the practice of telework and its 
implementation in the private sector from the vantage point of the municipal area.   
 

This project is a meta-analysis of telework pilot program case studies in the city 
of Atlanta, compiled by The Clean Air Campaign, and in other cities, compiled by similar 
initiatives funded by the U.S. Department of Transportation’s Congestion Mitigation and 
Air Quality (CMAQ) Improvement Program.  The immediate aim of the project is to 
determine the range of employers which have implemented telework programs, their 
reasons for doing so, and the successes and challenges of such programs.  Much of the 
research into the subject, taking a supply and demand perspective, has presumed 
employee demand (and a technology supply-side) as the primary driver for many 
telework programs.  This project will explore the extent to which employer demand 
might exist.  More broadly, this project seeks to link the implementation of telework 
programs to relevant legislation and policymaking, especially at the state level.  This 
project draws upon case studies from traffic mitigation and air pollution reduction 
initiatives in Atlanta and comparable municipalities to examine rationales for telework 
implementation, challenges to program success, and program outcomes, including 
traffic/time savings, workplace impacts, and changes in productivity.  The information 
gleaned from this study will suggest, in the broadest terms possible, 1) why companies 
develop telework programs, 2) how they work, 3) what their costs and benefits are, and 
4) what policies exist to aid the success of these programs.  The findings of this study 
                                                 
1 Bailey and Kurland (2002) provide another review of the telework literature notable for its 
comprehensiveness, conceptual framework, and attention to future research directions. 
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are intended to demonstrate the relationship between private sector telework and 
regional economic development, and the role that economic developers might play in 
maximizing the success of that relationship. 
 
This study has three specific aims: 
 
1.  Better understand telework beyond the public sector and its focus on air pollution 
and traffic mitigation. 
 
2.  Assess telework characteristics relevant to economic development, especially the 
potential benefits of telework, such as supporting human capital, increasing productivity, 
and reducing employer operating costs. 
 
3.  Determine what, if any, policy interface exists for private sector telework initiatives.   
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3.  Methodology and Operationalization 
 
 
 

This study applied the case survey method (Lucas, 1974; Yin and Heald, 1975; 
Larsson, 1993), a research tool particularly useful when case studies are the primary 
means of research and evaluation; when the unit of analysis is the organization or group 
of organization; and when a broad range of variables and contexts are of interest.  The 
case survey offers a tool to combine the generalization inherent in empirical survey-
driven studies with the depth and contextual richness of the individual case study.   
 
3.1  Case Survey Method 
 

There are four steps involved in the case study method:  1) the collection of an 
appropriate number of case studies based on a set of selection criteria; 2) development 
of a coding scheme to convert the idiographic descriptions in the case studies into 
quantified variables for analysis; 3) coding of the case studies, typically through the use 
of multiple coders to ensure reliability; and 4) analysis of the data collected.  Each of 
these steps was applied in the collection and analysis of data on private sector telework 
programs, with one notable exception.  The author was the only individual available for 
the coding of case studies; hence, inter-coder reliability could not be obtained.  
However, the use of a sole coder, also responsible for all of the analysis, for all of the 
case studies means that whatever biases may have existed in the coding process 
remained constant throughout. 
 

For selection in this study, case studies had to adhere to four criteria.  First, 
included cases had to describe telework programs in the private or third (non-profit) 
sectors; public (governmental) sector programs were not examined in this study.  
Second, the case had to describe, at least nominally, the reasons for implementing the 
telework program, challenges to the program, the nature of telework arrangements, and 
telework outcomes.  Third, the cases had to include the metro Atlanta area, the study’s 
ostensible focus, as well as comparable metropolitan areas in the United States.  
Fourth, published cases had to be more recent than 1995.  In the end, 60 case studies 
were gathered for this study.  The majority of these case studies were collected from 
online resources that wrote and compiled the cases as part of a particular metropolitan 
area’s transportation demand management (TDM) initiative.  The cities involved in this 
study and their relevant publication venues included: Atlanta (The Clean Air Campaign), 
Washington, D.C. (Commuter Connections), Seattle (Commuter Challenge and 
Washington State University), Phoenix (Valley Metro), Denver (RideArrangers), 
Minneapolis (Midwest Institute for Telecommuting Education), and Santa Barbara 
(FlexWork Santa Barbara).  In addition to case studies from these sources, additional 
cases were gathered from the relevant business literature (see Appendix A for a list of 
all the case studies and publication sources). 
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Figure 1:  Program locations for 60 case studies  
(52 from municipal clean air and transportation initiatives; 8 from business literature) 

 
Once relevant case studies for inclusion were identified, four categories of 

variables were developed for analysis.  First, the study compiled a set of descriptive 
variables such as the employer’s location, employer size, number of teleworkers, year 
of the program’s implementation, and the publication date of the case study.  These 
variables were notable for their ability to allow for cross-tabulation of the results.  
Particularly relevant was a comparison of the Atlanta area against other municipal areas 
or the case study group as a whole.  Second, the implementation factors related to 
telework programs were coded, including the rationales for implementing telework, the 
challenges faced by the employer, and success factors (i.e. those factors viewed by 
management as most essential to telework program success).  Also collected as part of 
this variable group was information on whether the employer or employee was 
responsible for paying the costs of telework.  Third, the case survey examined the 
outcomes of the employers’ telework programs.  These variables included both 
employee and supervisor/manager perceptions of whether telework increased 
productivity, improved morale and job satisfaction, and enhanced work-life balance.  
The survey also sought to capture attitudinal information, such as perceptions of 
telework support by management, coworker support for the program, and other related 
measures.  A fourth set of variables examined the policy interface of the telework 
program, including whether the telework program was implemented in response to any 
particular legislation or policymaking, whether the employer received tax incentives for 
the program, whether government or non-profit entities provided any funding for the 
program, and whether there were any private-public sector linkages discernable (e.g. 
sharing of best practices).  In total, the case survey collected 89 variables (see 
Appendix B for a copy of the coding instrument).   
 

After the case studies were collected and a coding instrument was developed to 
capture all the desired variables, the 60 cases selected for inclusion were coded by the 
author.  The data collected was analyzed.  Frequency tables were used to establish the 
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prevalence of each of the variables.  In most cases, the information was collected were 
simple yes/no or evident/not evident answers.  However, some items allowed for open 
ended responses, such as program costs and savings.  Some of this information was 
further evaluated or placed into appropriate categories to provide a fuller picture of the 
telework programs.  In addition, the case studies from the Atlanta area were 
investigated separately, and the responses were then cross-tabulated against the case 
survey group as a whole.  This allowed for a comparative of analysis of Atlanta area 
telework. 
 
3.2  Limitations 
 

There were several limitations of this study’s methodology.  Normally, the case 
survey method requires coding by multiple coders in parallel.  The coded surveys are 
then compared to measure and ensure inter-coder reliability.  Since this project involved 
only a single researcher, inter-coder reliability could not be obtained.  Often, coders for 
case studies only work with a partial rather than the entire set of variables, making the 
establishment of reliability of greater importance.  Since there was only a single coder in 
this study who was also responsible for analyzing the data and authoring the final 
report, whatever biases were inherent in the coding of data remained constant 
throughout the whole project.  In addition, the author was responsible for coding the 
entirety of the case studies rather than a partial set of them or a limited number of 
variables.  While this paper acknowledges and maintains the importance of establishing 
inter-coder reliability, hopefully the use of a single coder with a constant bias provides a 
workable alternative to the established method. 
 

Just as a chain is only as strong as its weakest link, a case survey is only as 
strong as its weakest case survey.  The sources for most of these case studies were 
regional/municipal clean air and transportation campaigns, such as Atlanta’s Clean Air 
Campaign.  Given that most of these initiatives focus on the promotion of telework as a 
commute alternative, it is reasonable to assume a certain bias in favor of the program’s 
success.  While the author did note some biases within some of the case studies, he 
also noted that many provided credible details on the failures of programs.  In order to 
offset some of the potential problems associated with bias, 8 case studies were 
collected from the business literature, which would be assumed to have different 
objectives than the campaigns from which most of the case studies were derived.  One 
important outcome from this study discussed in conclusion is a need for more objective 
reporting on telework programs.  In the absence of such disinterested case studies, 
however, this study concluded that case studies with a potential for slight bias in favor of 
telework programs are preferable to no information on these programs at all.  
 
3.3  Operationalization of Key Concepts 
 

Given the ambiguity that sometimes surrounds terms such as “telecommuting,” 
“telework,” “remote work,” or the “virtual workplace,” some basic operationalization of 
concepts is in order.  Narrowly defined, telecommuting or “telework” (Watad and 
DiSanzo, 2000; Nilles, 1992; Olson, 1983) involves a work arrangement in which 
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employees work from home rather than report to a centralized office location.  Another 
form of telecommuting involves a distributed work arrangement where the employee 
may work from a satellite work center or neighborhood work center, both described here 
as a “telework center” (Siha and Monroe, 2006).  For the purposes of this case survey, 
both forms of work arrangements are defined here as “telework,” and the term 
“telecommuting” is used interchangeably.  Telework is often implemented by an 
employer as a work opportunity for its employees; however, it may also serve as a 
means to restructure the nature of employment for some or all employees.  A common 
example of the latter discussed here is the diffusion of call centers and their employees 
away from a centralized location into the homes of employees.  Despite the reasons 
employers may have for establishing the arrangement, either as an individual 
opportunity or as a means of reorganizing the nature of work, both are considered 
telework for the purposes of this survey. 
 

Because linkages between the geography of telework and policy issues are 
important to this study, it is also necessary to operationalize the locations discussed.  
Telework cases in this study were collected mostly from seven metropolitan areas in the 
United States.  While city names are used for the sake of convenience, employers were 
not necessarily located within the city limits, but rather, within the larger metropolitan 
statistical area (MSA) defined by the U.S. Census Bureau.  Atlanta is defined as the 
Atlanta metropolitan area, including, but not limited to, the 28 counties of the metro 
Atlanta area.  Denver is defined as the Denver-Aurora Metropolitan Statistical area, 
including, but not limited to, the City and County of Denver and its nine suburban 
counties, as well as the larger Denver-Aurora-Boulder Combined Statistical area.  
Phoenix is defined as the Phoenix-Mesa-Scottsdale Metropolitan Statistical Area, 
including, but not limited to, the City of Phoenix, Maricopa County, Pinal County, and 
southern Yavapai County.  Washington, D.C. is defined as including, but not limited to, 
the Washington-Arlington-Alexandria, DC-VA-MD-WV Metropolitan Statistical Area.  
Minneapolis is defined as the Minneapolis-St. Paul-Bloomington, MN-WI, Metropolitan 
Area, and the larger Minneapolis-St. Paul-St. Cloud, MN-WI, Combined Statistical Area.  
Santa Barbara is defined as the Santa Barbara metropolitan area, including, but not 
limited to, Santa Barbara County and the City of Santa Barbara, cities of Goleta and 
Carpinteria, the unincorporated communities of Montecito, Summerland, Isla Vista, and 
Hope Ranch, and adjacent areas. 
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4.  Results 
 

 
 

Provided below are the results of the case survey and baseline policy 
assessment.2  The frequency tables and Atlanta telework cross-tabulation data may be 
found in Appendix C, while Appendix D contains a more comprehensive list of pertinent 
telework legislation.   
 
4.1  Program and Telework Characteristics 
 

The telework case survey involved 60 case studies, 52 of which were derived 
from transportation demand management (TDM) initiatives in 7 metropolitan areas that 
had a telework component and case studies as part of their efforts.  The remaining 8 
studies came from the business literature, and surveyed employers in other 
metropolitan areas such as Houston, Miami, New York, and San Jose.  Figure 2 
provides a breakdown of the case study locations: 
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Figure 2: Breakdown of employer locations (N=60) 
 
The cases were also categorized broadly according to employer type.  Science and 
technology, a category which also encompassed IT and computer firms, was most the 
most common type of employer, at about 30 percent.  Other notable categories of firm 
included healthcare (17%), accounting and finance (10%, and non-profit organizations 

                                                 
2 Source for all case survey results in this section: N. Moon, analysis of 60 case studies, 25 June – 9 July, 
2007 
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(10%).  Other types of employers included legal, publishing/advertising, retail, 
telephone-delivered services, and telecommunications/utilities. 
 

The 60 case studies were also coded regarding both the employer size and how 
many employees participated in the company’s telework program.  Forty-seven (47) of 
the 60 case studies reported the size of the employer.  Of these, middle sized 
businesses dominated, as over 30 percent had between 101 and 500 employees.  
However, small business was also well represented, with 10 percent of the cases 
having less than 50 employees, and an additional 10 percent employing between 51 
and 100 individuals.  Among larger firms, 13 percent of the cases involved employers 
with between 501 and 1,000 employees.  The largest firms, those with more than 
10,000 employees accounted for seven percent of cases.  In addition to coding for 
employer size, the case survey considered for the number of employees participating in 
the telework programs; 49 of the cases disclosed this information.  By comparing the 
employer size with the number of employees participating in telework programs, or 
where percentages were disclosed outright, it was possible to determine the proportion 
of employees participating in a telework program in 46 of the 60 cases, as shown in 
Figure 3: 
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Figure 3: Percentage of employees participating in employer telework programs (N=46) 
 
In 39 percent of the cases where data was available, between 10 and 25 percent of 
employees were participating in their respective companies’ telework program.  In an 
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additional 20 percent of cases, between a quarter and half of workers took part in the 
employers’ programs. 
 

While up to half of a company’s employees participated in telework programs in 
91 percent of these cases, only 9 percent of case studies reported more that a majority 
of the employees were taking part.  This finding is correlated by two other variables 
considered by the case survey, as shown in Figures 4 and 5.  The survey considered 
first whether telework was implemented on a part-time or full-time basis,3 and second, 
whether programs were designed as methods to provide telecommuting for already 
employed individuals, as vehicles for the creation of new jobs, or as means to shift work 
done primarily in a centralized office to offsite locations. 

41%

22%

37%
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Full-time

Both part-time and full-time

 
Figure 4: Nature of teleworking done in company by employees (N=59) 

 

65%

35% Telecommuting for already
employed workers

Shift of jobs done primarily in
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locations

 
Figure 5: Immediate purpose of telework program (N=60) 

 

                                                 
3 Part-time telework was defined as telecommuting/telework done 1 to 2 days per week; full-time telework 
was defined as telecommuting/telework done 3 or more days per week. 
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While there was a considerable number of full-time teleworkers, such arrangements 
were found more in companies that had both part-time and full-time teleworkers.  These 
results were consistent with those findings indicating that a majority of the telework 
implemented by employers served more as a means to provide telecommuting for 
already employed workers, rather than a shift of jobs done primarily in a centralized 
office to off-site locations.  The coding instrument also allowed for a third option, the 
creation of new jobs through telework; however, no instances of this type of 
arrangement were indicated in these 60 case studies. 
 

Another set of variables examined by the case survey pertained to the availability 
and use of telework centers.  The availability of telework centers was evident in only 10 
percent of the 60 case studies surveyed.  Of those six telework centers, four were 
operated by the employer, while it is not evident who operated the other two.  In 
addition, three of the six employers had policies requiring the use of these centers.  In 
general, the use of telework centers as a means for implementing telework 
arrangements was quite low. 
 

Finally, the case survey attempted to determine the type of employee involved in 
teleworking by recording the job functions or activities done while teleworking.  The 
results, shown in Figure 6, suggest the wide array of tasks performed: 
 

Administration or coordination 53% 
Writing or editing 50% 
Data management or computer programming 40% 
Phone-related work 28% 
Scientific or technical work 18% 
Research/analytical work 17% 
Consultations (financial, legal, healthcare, etc.) 15% 
Sales/marketing 15% 
Data entry 10% 
Clerical functions 8% 
Site work/client visits 5% 

 
Figure 6: Job functions or activities done by employees while teleworking 

(N=60) 
 
 

4.2  Implementation Factors  
 

The group of case studies was surveyed to determine the rationales of 
employers had for implementing their telework programs.  In order to avoid ascribing too 
much causality to any one reason, the coding instrument permitted employers to 
provide multiple reasons for the implementation of the program.  Figure 7 illustrates the 
five most common reasons stated for the development of the telework program: 
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Figure 7: Stated reasons for program implementation (N=60) 

 
The highest proportion of employers, 68 percent, stated that a desire to increase 
employee morale, job satisfaction, or work-life balance was a crucial factor in the 
development of the telework program.  Similarly, a goal to improve employee retention 
was the second most common reason cited by employers (63 percent) for the 
introduction of telework.  A desire to increase worker productivity was the third most 
common reason cited by employers, at 57 percent.  While not cited by a majority of 
employers, other notable rationales for the development of telework programs included, 
recruitment of new employees (47 percent), reducing employer operating expenses (43 
percent), and traffic and air pollution mitigation (35 percent).  Beyond these top five 
rationales, other notable reasons included, a) the formalization of ad-hoc or informal 
telework programs, b) improvement of customer satisfaction or service delivery, and c) 
the implementation of organizational changes. 
 

The case studies were also surveyed to gauge what employers viewed as the 
greatest challenges to the implementation of their telework programs.  Again, the case 
survey allowed for multiple responses.  The top five challenges to implementation are 
provided in Figure 8: 
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Figure 8: Stated challenges to program implementation (N=60) 
 
Ranking first and second were, respectively, telecommunications related problems (37 
percent) and nonspecific computer problems (27 percent).  After these technology 
related challenges, organizational issues next posed the greatest difficulties, particularly 
the establishment of management support for the program (23 percent).  Also salient 
was the prominence of social complications (15 percent) and security issues (13 
percent) related to telework.  Though negligible in comparison, other challenges 
included, a) managers’ lack of means for assessing what workers do offsite, b) 
establishing worker acceptance for the program, c) management of a high number of 
teleworkers, and d) the fact that not all positions were appropriate for telework options. 
 
4.3  Program Operation 
 

Another set of variables examined the actual operating factors of the telework 
program.  An overwhelming majority of the employers in the case studies appear to 
have implemented their programs internally, rather than rely upon external means of 
implementation, such as outsourcing the program or utilizing an external consultant to 
develop the company’s program.  Not surprising was the fact that a decisive majority of 
employers (85 percent) had a formal telework policy in place, including rules and 
guidelines.  Almost as many (83 percent) also had established feedback mechanisms 
such as focus groups and surveys to measure the programs’ success.  Given the high 
level of acceptance for these measures to ensure the management of telework, it is 
somewhat surprising that a significantly lower number of employers reported telework 
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training programs for employees (33 percent) and supervisors/managers (15 percent).  
Figure 9 provides a breakdown the operations factors for the case survey group: 
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Figure 9: Key components of telework program operation (N=60) 
 

One set of operating factors that deserves separate attention are those related to 
the economics of the telework program.  Three-fourths of the 60 employers reported 
subsidizing or furnishing the ICTs used by workers when telecommuting, while one-
fourth made provision for the office furniture, supplies, and other equipment used by 
teleworking employees.  This issue leads to the larger question of what employers 
actually paid for their programs and what, if anything, they saved from them.  Nine case 
studies among the group of 60 reported both costs and savings from their programs, as 
shown in Figure 10 below:
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Figure 10: Reported costs and savings for telework programs 
(N=9) 

 
Of the nine employers, seven reported savings as greater than program costs.  
Generally, as program costs increased, so did savings.  The last two employers here 
(Employers 8 and 9) recorded savings in excess of $2,000,000 per year.  At the same 
time, this chart conveys the wide range of telework programs according to the size of 
the employer.   
 
4.4  Outcomes 
 

The case survey instrument included a number of variables to determine the 
outcomes for the telework programs in question.  One measure of the program’s 
outcome relied upon the responses of teleworking employees, managers and 
supervisors, and coworkers to assess the impact of the program.  Because it was 
dependent upon opinion, Likert-type items were developed to measure what were 
essentially attitudinal variables.  Another measure of the program’s efficacy, more 
objective in nature, focused on such variables as the reduction in miles driven or air-
pollution reduction, as well as the overall outcomes for the program. 
 

In those cases where a response was evident (N=34), 97 percent of teleworkers 
reported an increase in productivity due to telework.  None reported a decrease, and 
only 3 percent reported that there was no change.  Though less positive in their 
assessments, managers and supervisors confirmed workers’ assessments.  In those 
cases where an answer was discernable (N=43), 88 percent of managers reported an 
increase in productivity, while only 12 percent reported no change. 



 26

 
Another subset of variables examined the effects of telework on the 

environmental factors associated with work.  In all of these instances, telework was 
again viewed as a positive initiative.  In all cases were a response was evident, 
teleworkers unanimously agreed that greater life-work balance resulted from 
teleworking (N=39), as did higher levels of job satisfaction or employee morale (N=42).  
Likewise, managers of teleworkers all agreed that their employees experienced better 
life-work balance from teleworking (N=27) and increased job satisfaction or morale 
(N=44).  Regarding support in the workplace for employer teleworking programs, results 
were generally positive.  Of those teleworking employees who gave a discernable 
answer (N=48), 96 percent of employees believed that their managers and supervisors 
supported telework; the remainder were split, two percent each, between a neutral and 
negative response on the matter.  When co-worker support for telework programs was 
examined, 96 percent of teleworking employees (N=24) agreed that coworkers 
supported telework programs; four percent were neutral on the issue.  Regarding overall 
support for telework, employees indicated that telework was a positive initiative or “good 
for the organization” in 83 percent of the 60 cases surveyed.  Reporting for managerial 
support was even higher; in 95 percent of the 60 cases, managers indicated that 
telework was a positive initiative or “good for the organization.” 
 

Finally, the case survey considered the overall factors for success in the telework 
programs considered.  The coding scheme permitted multiple responses.  Figure 11 
presents the leading success factors as identified by the case studies: 
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Figure 11: Factors identified as most important for program success (N=60) 
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4.5  Policy Interface and Baseline Policy Assessment 
 

The next set of variables inquired whether any policy interface for the telework 
programs was discernable, and if so, its extent.  The case studies were read to 
determine whether there was any evidence that the telework programs were developed 
in response to any particular legislation or policymaking.  Seventeen (17) percent of the 
60 cases surveyed indicated that policy was a major impetus behind the program’s 
development.  Of these, the federal Clean Air Act and state air pollution or traffic 
congestion legislation was most frequently cited.  However, several employers also 
noted that the implementation of the Americans with Disabilities Act (ADA) of 1990 and 
the Family and Medical Leave Act of 1993 were also important determinants in the 
development of an employer telework program. 
 

Another important policy issue is the funding of private sector telework programs.  
In reading through the case studies, 18 percent of employers reported receiving funding 
from public sector (government) or third sector (non-profit organization) sources.  While 
there was some evidence of employers receiving funding for their programs, by 
contrast, none of the employer case studies indicated tax incentives as a reason for the 
implementation of the telework programs.  Underlying these findings, which suggest a 
very limited policy interface for telework programs, only three percent of the cases 
provided evidence of linkages between public sector and private sector telework 
programs. 
 

In addition to coding and analyzing policy variables, a baseline policy analysis 
survey was conducted involving the states covered by the telework case studies.  First, 
it is important to note the prevalence of telework related legislation in the United States, 
as demonstrated in Figure 12: 
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Figure 12: States with legislation or policymaking covering telework  

 
Nineteen states currently have laws or statutes involving teleworking.  The 

majority of these laws, however, focus on teleworking in the public sector (13 states) or 
on its role in air pollution reduction and traffic mitigation (9 states).  By contrast, only 
four states make provision for employer-side incentives (e.g. tax breaks) and only three 
states discuss employee-side benefits (e.g. tax incentives, reimbursement programs) in 
their legislation.  Moreover, only two states have established private-public sector 
initiatives to promote telework options.  The results of the policy assessment reveal that 
there may be an ongoing need to address private sector telework in the states, 
particularly the provision of employer-side and employee-side incentives for an initiative 
with known benefits for states’ economic development.  A more comprehensive list of 
state telework legislation may be found in Appendix D. 
 
4.6  Metro Atlanta Programs 
 

Seven case studies for the metro Atlanta area were included as part of this case 
survey.  By comparing the Atlanta cases to those from the group as a whole, it is 
possible to determine in what ways the Atlanta cases were similar to and different from 
the broader trends revealed in the aggregate case survey.  Cross-tabulations for four 
sets of variables are presented: 1) rationales for implementation, 2) challenges to 
implementation, 3) program components, and 4) success factors.  Figure 13 suggests 
that the rationales for implementing telework programs in the metro Atlanta area were 
quite similar to those discerned in the overall case study, but that the challenges were 
different in some important ways: 
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  Case study group (N=60) Metro Atlanta cases (N=7) 
Reasons for 
implementation 

1. Employee-oriented 
2. Recruitment/retention 
3. Increase employee productivity 
4. Decrease operating expenses 
5. Traffic/air pollution reduction 

1 (tie). Employee-oriented 
1. Recruitment/retention 
2 (tie). Increase employee 
productivity  
2. Traffic/air pollution reduction 
2. Formalization of ad-hoc 
telework 

Challenges to 
implementation 

1. Telecom problems 
2. Nonspecific computer problems
3. Establishing management 
support 
4. Cost of program 
5. Social issues 

1 (tie). Telecom problems 
1. Establishing management 
support 
2 (tie). Non-specific computer 
problems 
2. Social issues 
2. Childcare related issues 

 
Figure 13: Comparison (by rank) of implementation rationales and implementation challenges 

for the entire case study group and the metro Atlanta area 
 

For the most part, the metro Atlanta area shared the same reasons for implementation 
as the case survey group.  The only notable difference was that the formalization of ad-
hoc or informal telework programs was more prominent among the Atlanta group’s 
reasons for implementation.  However, there is a greater contrast when viewing the 
challenges to implementation.  Technology issues were the leading issues confronted 
by both groups, but within the Atlanta group, the establishment of management support 
was a very prominent challenge.  Also, a significant number of cases in the metro 
Atlanta group identified childcare-related issues (i.e., proving to management that 
telework was not a replacement for childcare in one case) as important challenges. 
 

The next set of cross-tabulated variables examined the similarities and 
differences between telework program operation in Atlanta and the entire case survey 
group, as illustrated in Figure 14: 
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Figure 14: Comparison (by percentage) of the components of operation for telework programs in 

the case study group and metro Atlanta area 
 
Regarding evidence for formal telework polices and guidelines and feedback 
mechanisms to measure telework performance, the case study group and Atlanta 
subset were comparable.  These two components were evident in all seven metro 
Atlanta cases.  However, the Atlanta subset contrasted from the overall case survey 
group in two major areas.  Employer subsidies or provisions for ICTs and 
telecommunications, as well as office furnishings and supplies, were noticeably less 
evident among the Atlanta group.  However, training programs for teleworkers and 
managers/supervisors were significantly more evident in the Atlanta case studies.  This 
particular distinction is correlated by the success factors for the programs as a whole 
and the metro Atlanta group: 
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  Case study group (N=60) Metro Atlanta cases (N=7) 
Telework 
program 
success factors 

1. Technological considerations 
2. Individual implementation 
between employee and manager  
3. Employer telework policies 
4. Involvement/support of upper 
management 
5. Feedback mechanisms 
 

1 (tie). Technological 
considerations 
1. Individual implementation 
between employee and manager 
2. Telework training programs 
3. Involvement/support of upper 
management 
4. Employer telework policies 

 
Figure 15: Comparison (by rank) of success factors cited for telework programs in the case 

study group and the metro Atlanta area 
 
 Finally, when considering the policy interface for Atlanta area telework programs, 
none of the case studies indicated that programs were implemented in response to 
legislation or policymaking.  Subsequent phone interviews, conducted informally, with 
four of the employers confirmed this finding.  In only one case did an employer report 
receiving funding from public or third sector sources to help implement the program.  
However, in no instances did the case studies indicate that employers received tax 
incentives for their programs.  The issue of employer tax incentives for telework has 
been in important one within the State of Georgia.  In 2007, the Georgia General 
Assembly passed into law a new tax incentive (O.C.G.A. § 48-7-29.11) that would 
permit employers to deduct $1,200 for each teleworking employee, up to a maximum of 
$20,000 per year.  The effects of the law did not apply to these cases at the time of their 
publication, and the law is designed to promote new telework initiatives rather than 
support existing ones. 



 32

5.  Discussion 
 
 
 

The passage of the federal Clean Air Act in 1990 was prescient for the adoption 
of telework.  Throughout the 1990s and 2000s, telework became increasingly popular 
as a means to help reduce air pollution and alleviate traffic congestion.  Part of this 
increased deployment may be explained by its embrace of the public sector, particularly 
the federal government and state agencies, to meet clean air and traffic mandates.  
Another explanation involves telework’s role within transportation demand management 
(TDM) programs, such as metro Atlanta’s Clean Air Campaign.  While these efforts 
increased the deployment of telework, they have also furthered understandings of 
telework as a commute alternative, existing alongside mass transit, vanpooling, and 
carpooling as another means to deal with declining air quality and increasing traffic 
pressures.  There is a need to transcend the limitations of viewing telework as a 
commute alternative.  Non-attainment issues and clean air remain important to a 
municipal area’s development prospects, but telework may confer many other benefits 
that are relevant to economic development.   
 

When examining the rationales of why private sector employers develop telework 
programs, it is most telling that air pollution and transportation ranked fifth overall.  
Rather, the leading reason cited by the companies in the case survey related to human 
capital issues, providing employees with intangible benefits and increasing the 
employer’s prospects for recruitment and retention of talent.  Throughout the case 
studies, a recurring reason cited by many employers for establishing their programs was 
a desire to become an “employer of choice.”  Particularly in competitive industries or in 
employment areas where salaries for professionals tend to be lower than normal (such 
as non-profit organizations), the ability to telework was viewed by these companies as a 
means for becoming an “employer of choice.”  When considering the outcomes of these 
60 programs, the case survey seems to indicate that telework has the potential to 
address this critical concern of employers.  Teleworkers and management unanimously 
agreed that work-life balance and job satisfaction/worker morale improved as a result of 
the programs.  These two indices suggest how telework can positively influence human 
capital issues. 
 

Employers also indicated that they developed telework programs to reap direct 
benefits, such as increased productivity and decreased operating costs.  First, the 
results of the case survey suggest that teleworkers and managers both believe that 
employee productivity increased as a result of telework.  Both groups differed on the 
extent of that increase, with managers more conservatively estimating the increase at 
between 0 and 20 percent.  This measure is notable because it is lower than many of 
the aforementioned claims of productivity increases in the practitioner literature.  
However, it is important to note that even increases in productivity of less than 20 
percent can have a dramatic impact on a company’s bottom line.  Second, the fact that 
seven of nine of employers reported savings in excess of the telework programs’ costs 
suggests the role that telework may play in reducing operating costs. 
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An obvious limitation with findings related to increased productivity and 

decreased operating expenses merits further discussion.  One of the common problems 
cited by scholars of telework is the reliance on self-reporting data for measuring 
productivity increases.  Such data may be biased in favor of showing positive outcomes.  
This study also relied upon self report data for measuring changes in productivity, but 
two points are worth mentioning.  Though there may be some bias, it is worth noting 
that overall claims of productivity increases were lower than in other studies and may be 
considered more realistic.  Second, individual case studies occasionally noted other 
measures of productivity.  In one case, managers noted how two employees increased 
sales by 122% after teleworking was initiated.  Nevertheless, there remains an 
important problem of data collection, especially where changes in productivity are 
concerned. 
 

If telework may confer benefits on employers that are congruous with the goals of 
economic developers, two questions need to be addressed?  First, what are the 
challenges of such programs, and 2) what have policymakers done, or may do, to 
promote the successful deployment of private sector telework? 
 

When examining the leading challenges faced by telework programs, 
telecommunications and computer issues remained paramount.  In spite of the vast 
technological advances made in Internet and other communications technologies over 
the last decade or so, employers still point to the difficulty associated with deploying 
virtual private networks (VPNs) and other technologies essential to teleworking.  They 
also note the centrality of IT departments and the importance of security issues.  In 
several cases, employers noted that the processing power of home computers was 
occasionally inadequate for employees engaged in scientific or technical jobs, thus 
limiting their prospects for this arrangement.  Another issue that was occasionally 
raised, especially relevant for the adoption of telework in rural Georgia, was the lack of 
broadband deployment in rural areas.  The lack of advanced telecommunications 
services in these areas may prevent workers living in these areas from taking high-
wage, professional jobs with employers based in larger metropolitan areas. 
 

Other important challenges for telework programs included acceptance of the 
program by management.  In some cases, upper management expressed strong 
support for the program, but the middle managers or supervisors charged with 
implementation showed some resistance for the program.  In other cases, some 
managers enthusiastic for telework noted that other managers within the company did 
not share similar sentiments.  Another issue, specific to the Atlanta case studies, 
involved problems associated with upper management perceptions that telework could 
serve as a substitute for proper childcare services.  In addition to these organizational 
challenges were the social complications arising from telework.  Most frequently cited 
were problems associated with a lack of face-to-face contact between teleworkers and 
managers or between co-workers.  In several case studies, occasional problems of 
contact or teamwork were noted between teleworkers and non-teleworkers.  The final 
major challenge associated with telework programs were issues of costs.  Though more 
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companies reported savings greater than the program’s costs of operations, high 
startup costs remained a problem with telework initiatives.  Particularly cited were the 
costs associated with telecommunications services and computer equipment. 
 

In order to deal with these and other challenges associated with private sector 
telework initiatives, the case survey examined what policy interfaces existed for 
telework programs.  The study found that non-governmental organizations, particularly 
regional or municipal transportation initiatives, provided some support for companies, 
often in the form of grants to pay for telework consulting services.  However, there was 
almost nothing in the way of assistance from federal or state government agencies 
mentioned in the case studies.  In some cases, employers noted that policymaking or 
legislative mandates were rationales for the development of their telework programs, 
particularly compliance with the federal Clean Air Act and various states’ air pollution 
laws.  However, in none of the cases was there any indication of tax incentives or other 
measures to help companies institute their programs.4  
 

Why is a policy interface between state governments and private sector telework 
programs important?  As noted before, support for private sector telework within state 
and local governments has generally been based on issues germane for transportation 
demand management—the reduction of air pollution and mitigation of traffic congestion.  
These are certainly important issues; non-attainment of these mandates may have 
detrimental effects for a region’s economic development.  For example, those states 
and municipalities unable to comply with the Clean Air Act risk loss of funding from the 
Department of Transportation and other federal programs.  State agencies and the 
transportation initiatives they support have often viewed teleworking as another means 
to ensure compliance with such mandates. 
 

However, a focus on clean air and transportation attainment may obscure the 
other positive aspects associated with telework relevant to a state or municipality’s 
economic development.  Rather than adopt telework programs to avoid punitive 
measures such as loss of funding, another approach may be to promote private sector 
telework because of the benefits it can bring a region in the form of human capital and 
companies with more productive employees and lower operating costs.  The 
development of policies such as tax incentives or public-private partnerships may help 
promote successful private sector telework programs capable of stimulating a region’s 
economic development. 
 
5.1  Discussion of Telework in Georgia 
 

The results of the case survey reveal that telework programs in the metro Atlanta 
area generally have similar characteristics with others throughout the nation.  However, 
there are some important differences that may have implications for economic 
development: 

                                                 
4 It should be noted that in one case from the Washington, D.C. area, an employer that worked closely 
with the Department of Defense noted that it had received assistance from federal telework programs 
regarding sharing of best practices. 
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First, the programs in the metro Atlanta area tend to be more formalized than 

others in the case survey group.  Those case studies unanimously reported having 
formal telework policies/guidelines and feedback mechanisms for measuring telework 
efficacy.  Even more revealing was the observation that the Atlanta group had far more 
in the way of training components.  Eighty-six (86) percent of these programs had 
teleworker training, versus 33 percent of the entire case survey group.  Likewise, 86 
percent of the Atlanta cases reported having training programs for managers or 
supervisors, compared with just 15 percent among the survey group as a whole.  
However, metro Atlanta programs reported noticeably fewer subsidies for 
telecommunications services computer equipment, office furniture, or supplies for 
teleworkers. 
 

When examining the rationales for the metro Atlanta area programs, they were 
generally the same as the entire case survey group.  While air pollution and traffic 
concerns were viewed as important, even more significant were employer concerns for 
human capital, especially the recruitment and retention of the best talent possible, as 
well as increasing productivity.  The only major difference between the case survey 
groups and the subset was the use of telework programs in the Atlanta area for the 
formalization of ad-hoc telework programs.  This stated reason suggests that other 
employers in the area have teleworkers operating on an informal basis.  Given this 
possibility, subsequent efforts might focus on determining the extent of ad hoc telework 
in the Atlanta area.  Such an effort by interested stakeholders could provide 
opportunities to assist employers with the formalization of their programs. 
 

A comparison of challenges also suggests that the Atlanta area faces issues 
common to other programs throughout the nation.  However, some differences warrant 
special attention.  First, the establishment of management support, especially at the 
point of telework implementation between employees and supervisors, is more 
prominent in the Atlanta area.  Such organizational challenges must be met in order to 
increase the success of private sector telework for the area.  Another issue specific to 
the Atlanta area was a perception among some employers that telework could serve as 
a substitute for childcare.  This issue stands along other social factors which also need 
to be addressed in order to optimize the success of the metro Atlanta areas telework 
programs.   
 

It is important to remember that the Atlanta area’s telework programs are 
implemented for reasons relevant to the region’s economic development.  Such 
programs have the potential to bolster the area’s human capital, increase private sector 
productivity, and decrease the operating expenses incurred by employers, all while still 
addressing Georgia’s efforts to improve transportation and air quality.  However, the 
technological, organizational, and social challenges faced by the metro Atlanta area’s 
employers need to be addressed in order to ensure success.  In fact, an examination of 
the leading success factors for Atlanta telework programs demonstrates that while 
management support is a leading challenge for Atlanta telework, it is also a crucial 
factor for success.  Recommendations made in the next section will especially highlight 
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the role that management needs to play in successful telework for Georgia’s private 
sector. 
 

Finally, other areas of Georgia, particular the state’s rural regions, deserve some 
attention.  While this survey of telework programs included few cases from rural or 
suburban regions, the employment of full-time teleworkers living in rural areas was a 
consistent theme.  Employers based in large metropolitan areas, including Atlanta, 
noted that telework programs were essential for the employment of talent who lived in 
rural areas and were unable to relocate, or for the retention of workers who needed to 
relocate to more rural areas.  Hence, an important implication for this survey is that 
telework may have positive impacts for the rural areas of Georgia, either through 1) 
employing residents of rural Georgia who might otherwise relocate out of the state for 
better employment prospects, or 2) bringing employment opportunities normally 
associated with large metropolitan areas to rural Georgia on an individual basis.  In both 
cases, rural areas of the state can retain highly talented residents capable of making 
favorable local impacts.  At the same time, it may be possible to transfer some of the 
findings of the metro Atlanta programs to the rest of Georgia, especially the state’s 
medium sized cities such as Augusta, Savannah, Macon, and Columbus. 
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6.  Recommendations and Conclusion 
 
 
 

This study demonstrates telework’s potential for furthering Georgia’s economic 
development.  While already recognized by the state’s transportation demand 
management programs as an important commute alternative and a means to address 
air pollution and traffic congestion, telework’s benefits can further the economic 
development of the state by bolstering human capital, increasing productivity, and 
decreasing employer operating costs.  However, in order for this novel work 
arrangement to reach its full potential, the challenges to successful telework programs 
must be met.  Among these are the technological, organization, and social issues 
already discussed.  However, as the case of management support demonstrates, these 
challenges may be turned into important success factors for programs in the Atlanta 
area and Georgia as a whole.  Additionally, there may be a role for policymaking and 
legislation to provide a more sound footing for private sector telework in the state.  This 
paper concludes with a set of recommendations that can begin to address some of 
these concerns: 
 
1. Educate managers about telework benefits and costs – Awareness is 
 perhaps the leading barrier to the adoption of telework in the private sector. 
 Employers made aware of telework’s possibility to address human capital issues, 
 increase productivity, and reduce costs will be more amenable to its 
 implementation.  At the same time, there is a need to overcome some of the 
 myths surrounding telework and educate employers about challenges to 
 successful telework. 
 
2.  Develop employer peer networks to a) address managerial challenges to  
 telework acceptance, and b) bolster management’s role as success factor – 
 Managers are crucial to telework success, but they may also be an impediment 
 to success.  Peer networks can facilitate support by allowing more experienced 
 teleworking firms to provide advice and guidance for other employers seeking to 
 develop telework options. 
 
3.  Employer networks for other telework challenges:  technology and social 

issues – Managers may utilize similar networks to share best practices and other 
insights on overcoming the major impediments to private sector telework 
success. 

 
4. Encourage Georgia employers to take advantage of recent tax incentives 

through awareness campaigns – Although recent initiatives to provide 
employer tax incentives for telework suggests that Georgia is beginning to 
address the issue, the outcomes of this legislation are not clear.  At the same 
time, subsequent efforts to support private sector telework through policymaking 
may hinge upon how receptive employers are to current policymaking. 
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5. Reframe thinking of policymakers and employers about telework as an 
economic development opportunity – The Clean Air Campaign has been an 
invaluable promoter of telework in Georgia; however, opportunities exist to 
cultivate new stakeholders who recognize and can promote telework’s 
contribution to the state’s economic development. 

 
In addition to these recommendations, there is an underlying need for improved data 
collection efforts on private telework programs in the state of Georgia.  In particular, 
information on telework outcomes needs to transcend the limitations of self-reported 
data, and collection needs to undertaken by disinterested sources.  More reliable data 
on such programs can help the state to better address the needs of private sector 
telework initiatives. 
 
 Finally, a few points should be made about telework’s implications for rural 
Georgia.  While the case studies under consideration here were derived from the 
Atlanta area, findings from other areas strongly suggest that Georgia’s second-tier cities 
(Augusta, Macon, Savannah, Columbus, etc.) and rural communities can also benefit 
from telework efforts.  Telework may have positive impacts for the rural areas of 
Georgia, either through 1) employing residents of rural Georgia who might otherwise 
relocate out of the state for better employment prospects, or 2) bringing employment 
opportunities normally associated with large metropolitan areas to rural Georgia on an 
individual basis.  In both cases, rural areas of the state can retain highly talented 
residents capable of making favorable local impacts.  However, in order for such efforts 
to succeed, it is even more necessary to address some of the challenges discussed 
here.  Particularly important is a need to ensure that technological factors crucial to 
telework, such as broadband deployment, are catalysts and not impediments to its 
implementation. 
 
 In conclusion, telework has already proven to be transformative for the way 
Americans work, and there is every reason to believe that it will only continue.  While 
the role of telework in addressing transportation and environmental issues remain 
important, so too is a need to conceptualize the economic development benefits of this 
novel work arrangement.  Furthermore, there are opportunities to develop policies and 
other ways to bolster telework in the private sector.  With such efforts, employers may 
continue to see benefits in terms of human capital, increased productivity, and lower 
operating costs.  Regions such as the Atlanta area and state of Georgia may profit from 
these stronger, efficient, flexible employers and their employees.  
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Appendix A:  Case Study List and Inclusion Criteria 
 

 
 
Metro Atlanta – Compiled by the Clean Air Campaign, Atlanta, Georgia 
 
Biolab: A Chemtura Company 
Children’s Healthcare of Atlanta 
Drew Eckl & Farnham, LLP 
GE Energy 
Georgia Conservancy 
Georgia Power 
Quintiles 
 
Metro Seattle – Compiled by Commuter Challenge, Seattle, Washington 
 
Active Voice 
Alliance Data Systems  
The Bon Marche 
DDB Seattle 
Davis Wright Tremaine, LLP 
Electronic Data Systems 
Frank Russell Company 
Fred Hutchinson Cancer Research Center 
Guardian Life Insurance Company 
Hewlett-Packard Company 
Holland America Line 
KCTS Television 
Macy’s 
Ross & Associates Environmental Consulting 
Seafirst Bank 
Washington Dental Service 
Washington Mutual 
 
Metro Phoenix – Compiled by Valley Metro, Phoenix, Arizona 
 
America West Vacations 
Big Brothers Big Sisters of Central Arizona 
Carollo Engineers 
Cigna Healthcare of Arizona 
Community Church of Joy 
Information Network Corporation 
Waste Management 
Mariscal, Weeks, McIntyre, Friedlander, P.A. 
America West Vacations 
Bull 
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IBM 
Mayo Clinic of Scottsdale 
 
Metro Washington, D.C. – Compiled by Commuter Connections 
 
Acacia Group 
BDM International 
Marasco Newton Group 
Southern Management Corporation 
Unisys-Federal Systems 
Unisys-Outsourcing 
United Planning Organization 
KPMG, LLP 
Macro International 
National Wildlife Federation 
 
Metro Denver – Compiled by RideArrangers 
 
Alpine Access 
Rocky Mountain Center 
SKLD Information Services 
 
Metro Minneapolis – Compiled by the Midwest Institute for Telecommuting 
Education 
 
Abbott Northwestern Hospital 
Sopheon 
 
City of Santa Barbara – Compiled by FlexWork Santa Barbara 
 
Veeco Systems 
Superconductor Technologies 
 
Miscellaneous – Published Case Studies 
 
Mapics (multi-site) 
CompuCom (Dallas headquarters) 
Netifice Communications (multi-site: Atlanta, New York, Phoenix, Houston, and Miami) 
McKesson Health Solutions (multi-site) 
Cisco Systems (San Jose) 
Sun Microsystems (multi-site; Santa Clara, CA headquarters) 
SSM Health Care (St. Louis) 
Merrill Lynch (New York, Somerset, NJ, and Jacksonville, FL) 
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Criteria for Inclusion in Case Survey 
 
1. Private or third sector employers (no public sector) 
 
2. Case has to describe reasons for telework, challenges to telework implementation, 
nature of telework arrangements, and telework outcomes 
 
3. Cases to include Atlanta area and comparable metropolitan areas within the U.S. 
 
4. Cases to be more recent than 1995 
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Appendix B: Telework Case Survey Coding Instrument 
 

 
 
Georgia Tech Enterprise and Innovation Institute and School of Public Policy 

Program in Science and Technology Innovation Policy (STIP) Internship 
Telework and Telecommuting Programs within the Private Sector 

 
Case Survey Coding Instrument (89 variables) 

 
Name of Employer      _____________________________ 
 
I.  Employer Data 
 
1.  Employer’s location     1. _______    
 1. Atlanta 
 2. Denver 
 3. Phoenix 
 4. Seattle 
 5. Washington, D.C. 
 6. Minneapolis 
 7. Santa Barbara 
 8. Other (specify)     _____________________________ 
 
2.  Employer type      2. _______ 
 1. Healthcare 
 2. Accounting/Financial 
 3. Science/Technology 
 4. Legal 
 5. Publishing/Advertising 
 6. Retail 
 7. Manufacturing 
 8. Telecommunications/Utilities 
 9. Telephone-delivered services 
 0. Other (specify)    _____________________________ 
  
3.  Number of employees     3. _______ 
   
4.  Number of employees participating in  4. _______ 
 telework pilot program  
 
5.  Year of pilot program’s initiation  5. _______  
 
6.  Year of publication for case study  6. _______ 
  
II. Implementation 
 
7.  Nature of teleworking done in company? 7. _______ 
 1. Part-time teleworking 
 2. Full-time teleworking 
 3. Both part-time and full-time teleworking 
 0. Unable to discern 
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8.  Telework program serves primarily as  8. _______ 
 means to provide 

 1. telecommuting for already employed workers. 
 2. creation of new jobs through the deployment of 
  telework. 
 3. shift of jobs done primarily in a centralized office 
  to offsite locations. 
 0. Unable to discern 
 
9a. Availability of telecommuting/telework 9a. _______  

centers for the use of employees. 
 1. Evident 
 2. Not evident 
 
9b. If 9a = #1, Are telework centers operated 9b. _______  

by employer or external entity? 
 1. Employer 
 2. External entity 
 0. Unable to discern 
 
9c. If 9a = #1, Employer requirements that 9c. _______  

employees utilize telework centers  
when teleworking. 

 1. Evident 
 2. Not evident 
 
10. Job functions/activities performed when 
 teleworking 
 1. Evident 
 2. Not evident 
 
a. Writing or editing     10a. _______ 
b. Data entry      10b. _______ 
c. Data management or computer programming 10c. _______ 
d. Administration/coordination   10d. _______  
e. Phone-related work     10e. _______ 
f. Scientific or technical work   10f. _______ 
g. Clerical functions     10g. _______ 
h. Others (specify)     10h. _______ ________________ 
 
11. Stated employer rationale(s) for implementation 
 1. Evident 
 2. Not Evident 
 
a. Retention of existing employees   11a. _______ 
b. Recruitment of new employees   11b. _______ 
c. Formalization of ad-hoc or informal  11c. _______ 
 telework program 
d. Increase worker productivity   11d. _______ 
e. Traffic/Air pollution mitigation   11e. _______ 
f. Compliance with policymaking or regulations 11f. _______ 
g. Availability of telework    11g. _______ 
 consultation services 
h. Increase employee morale or job   11h. _______ 
 satisfaction. 
i. Implement organizational changes   11i. _______ 
j. Reduce employer operating expenses  11j. _______ 
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k. Increase overall profitability of company 11k. _______ 
l. Implement business continuity/emergency 11l. _______ 
 management planning 
m. Improve customer satisfaction or service 11m. _______ 
 delivery 
n. Provide expanded business hours   11n. _______ 
o. Provide reasonable accommodations for  11o. _______ 
 employees with disabilities 
p. Others (specify)     11p. _______ ________________ 
 
12. Challenges to program implementation 
 1. Evident 
 2. Not evident 
 
a. Lack of evaluation criteria for program 12a. _______ 
b. Establishing management support for  12b. _______ 
 program 
c. Cost of the program     12c. _______ 
d. Telecommunications-related problems  12d. _______ 
e. Nonspecific computer problems   12e. _______ 
f. Lack of teleworker training   12f. _______ 
g. Lack of manager/supervisor training  12g. _______ 
h. Managers lack means for assessment  12h. _______ 
 of what teleworkers accomplishing 
 offsite 
i. Teleworkers’ lack of understanding about 12i. _______ 
 how work is being evaluated 
j. Social complications resulting from  12j. _______ 
 teleworking 
k. Security issues related to telework  12k. _______  

practices   
l. Establishing client acceptance for program 12l. _______ 
m. Management of a high number of teleworkers 12m. _______ 
n. Accounting for telework-related equipment 12n. _______ 
o. Program’s complexity difficult to manage 12o. _______ 
p. Not all positions available for telework 12p. _______ 
q. Others (specify)     12q. _______ ________________ 
 
13. Telework Program Components of Operation 
 1. Evident 
 2. Not evident 
 
a. Written policy and guidelines   13a. _______ 
b. Training program for teleworkers   13b. _______ 
c. Training program for managers/supervisors 13c. _______ 
d. Employer Subsidy or Provisions for   13d. _______ 
 ICTs or Telecommunications Services 
 
If #1, specify amount or provisions, if known _____________________________ 
 
e. Employer Subsidy or Provisions for Office 13e. _______ 
 Furnishings or Supplies  
 
If #1, specify amount or provisions, if known  _____________________________ 
 
f. Limits on how long an employee may telework 13f. _______ 
g. Feedback mechanisms (focus-groups, surveys) 13g. _______ 
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14. Telework implementation undertaken via 14.  _______ 
 1. In-house program. 
 2. Outsourcing or external consultant. 
 0. Unable to discern 
 
15. Employer reporting its costs for the  15. _______ 
 telework program? 
 1. Yes  
 2. No 
 
If #1, specify costs.     _____________________________ 
 
16. Employer reporting its savings from the 16. _______  
 telework program? 
 1. Yes 
 2. No 
 
If #1, specify savings.     _____________________________ 
 
III. Telework and Policy Interface 
 
17. Indications that telework program  17. _______ 

implemented in response to municipal,  
state, or federal legislation or  
policymaking. 

 1. Evident 
 2. Not evident 
 
If #1, specify reason (law, policy), if known. _____________________________ 
 
18. Employer receiving any funding from  18. _______ 
 public sector or third sector sources. 
 1. Evident 
 2. Not evident 
 
If #1, specify amount, if known.   _____________________________ 
 
19. Indications that the employer receiving 19. _______ 

tax incentives or “tax breaks” from 
government entities for the  
implementation of its telework program. 

 1. Evident 
 2. Not evident 
 
If #1, specify amount, if known.   _____________________________ 
 
20. Indications of linkages between public 20. _______ 
 sector telework programs and private 
 sector telework pilots (e.g. training, 
 best practices). 
 1. Evident 
 2. Not evident 
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IV. Outcomes 
 
Productivity 
 
21. Change in productivity when teleworking. 21. _______ 
 Teleworking employees reported: 
 1. Decrease 
 2. No change 
 3. Increase 
 0. No answer discernable 
 
Specify amount/degree of change, if known. _____________________________ 
 
22. Change in productivity when teleworking. 22. _______ 
 Managers/supervisors of teleworkers  

reported: 
 1. Decrease 
 2. No change 
 3. Increase 
 0. No answer discernable 
 
Specify amount/degree of change, if known. _____________________________ 
 
Workplace 
 
23. Greater work-life balance resulted  23. _______  

for employees who teleworked. 
 Teleworking employees:   
 1. Disagreed 
 2. Were neutral on the issue 
 3. Agreed 
 0. No answer discernable 
 
Specify percentage, if known.    _____________________________ 
 
24. Greater work-life balance resulted  24. _______  

for employees who teleworked. 
 Managers/supervisors of teleworking  

employees:   
 1. Disagreed 
 2. Were neutral on the issue 
 3. Agreed 
 0. No answer discernable 
 
Specify percentage, if known.    _____________________________ 
 
25. Higher levels of employee morale or job 25. _______  

satisfaction resulted from teleworking. 
 Teleworking employees: 
 1. Disagreed 
 2. Were neutral on the issue 
 3. Agreed 
 0. No answer discernable 
 
Specify percentage, if known.    _____________________________ 
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26. Higher levels of employee morale or job 26. _______  
satisfaction resulted from teleworking. 

 Managers/supervisors of teleworking  
employees: 

 1. Disagreed 
 2. Were neutral on the issue 
 3. Agreed 
 0. No answer discernable 
 
Specify percentage, if known.    _____________________________ 
 
27.  Managers were supportive of employer’s 27. _______ 

teleworking program. 
 Teleworking employees: 
 1. Disagreed 
 2. Were neutral on the issue 
 3. Agreed 
 0. No answer discernable 
 
Specify percentage, if known.    _____________________________ 
 
28. Coworkers were supportive of employer’s 28. _______  
 teleworking program. 
 Teleworking employees: 
 1. Disagreed 
 2. Were neutral on the issue 
 3. Agreed 
 0. No answer discernable 
 
Specify percentage, if known.    _____________________________ 
 
Time/Transportation Impacts 
 
29. Teleworking employees reported:   29. _______ 
 1. Time lost from days spent  

teleworking. 
 2. No time savings from days spent  

teleworking. 
 3. Time saved from days spent  

teleworking. 
 0. No answer discernable 
 
If #1 or #3, specify in minutes, if known. _____________________________ 
 
30a. Teleworking employees reported:  30a. _______ 
 1. An increase in miles driven 
 2. No change in miles driven 
 3. A decrease in miles driven 
 0. No answer discernable 
 
If #1 or #3, specify increase or decrease,  _____________________________ 

if known. 
 
30b. If 29a = 3, specify air pollution  30b. ________________________ 
 impacts, if known. 
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V. Assessment Factors 
 
31. Telework pilot programs in the   31. _______  

case study were: 
 1. Reduced or terminated following  

the pilot period. 
 2. Maintained at the same levels  

following the pilot period. 
 3. Expanded following the pilot  

period. 
 0. No answer discernable 
 
32. Employees report teleworking is a  32. _______ 
 positive initiative or “good for the 
 organization.” 
 1. Evident 
 2. Not evident 
 
Specify percentage/number of workers,  _____________________________  

if known. 
 
33. Managers/supervisors report teleworking 33. _______  

is a positive initiative or  
“good for the organization.” 

 1. Evident 
 2. Not evident 
 
Percentage percentage/number of managers,  _____________________________ 
 if known. 
 
34. Factors viewed by management as most important to telework program’s  

success. 
 1. Evident 
 2. Not evident 
 
Personal 
a. Involvement/support of upper management 34a. _______ 
b. Individual manager implementation and   34b. _______ 
 relationship between manager and   
 teleworking employee 
 
Organizational 
c. Telework training programs    34c. _______ 
d. Employer telework policies    34d. _______ 
e. Employer provisions/subsidies   34e. _______ 
f. Feedback mechanisms and tools to measure 34f. _______ 
 telework effectiveness 
 
Technological 
g. Technological considerations   34g. _______ 
 
Policy 
h. Government/policy support    34h. _______ 
 
i. Others (specify)     34i. _______ ________________



Appendix C: Selected Data from Case Survey 
 
 
 
Frequency tables 
 
1) Employer's location Frequency Frequency (%) 
 Atlanta 7 12%
 Denver 3 5%
 Phoenix  11 18%
 Seattle 17 28%
 Washington, D.C. 10 17%
 Minneapolis 2 3%
 Santa Barbara 2 3%
 Other 8 13%
    
2) Employer Type Frequency Frequency (%) 
 Healthcare 10 17%
 Accounting/Finance 6 10%
 Science/Technology 18 30%
 Legal 3 5%
 Publishing/Advertising 1 2%
 Retail 1 2%
 Manufacturing 0 0%
 Telecommunications/Utilities 3 5%
 Telephone-delivered Services 3 5%
 Non-profit 6 10%
 Other 9 15%
    
3) Number of Employees Frequency Frequency (%) 
 1 to 10 0 0%
 11 to 50 6 10%
 51 to 100 6 10%
 101 to 500 18 30%
 501 to 1,000 8 13%
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 1,001 to 2,000 2 3%
 2,001 to 5,000 2 3%
 5,000 to 10,000 1 2%
 10,001+ 4 7%
 Unknown 13 22%
    
4) Number of employees participating telework program Frequency Frequency (%) 
 1 to 10 7 12%
 11 to 20 9 15%
 21 to 30 5 8%
 31 to 50 8 13%
 51 to 100 9 15%
 101 to 200 4 7%
 201 to 500 4 7%
 501 to 1,000 0 0%
 1,000+ 3 5%
 Unknown 11 18%
    
4a Percentage of employees participating in telework program   
 0-5% 7 12%
 5-10% 8 13%
 10-25% 18 30%
 25-50% 9 15%
 50-75% 3 5%
 75-100% 1 2%
 Unknown 14 23%
    
    
5) Year of telework program's initiation Frequency Frequency (%) 
 1995 or earlier 18 30%
 1996-1997 7 12%
 1998-1999 10 17%
 2000-2001 10 17%
 2002-2003 4 7%
 2004-2005 9 15%
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 2006-2007 0 0%
 Unable to discern 2 3%
    
6) Year of publication for case study Frequency Frequency (%) 
 1999 or earlier 16 27%
 2000-2001 6 10%
 2002-2003 8 13%
 2004-2005 16 27%
 2006-2007 14 23%
 Unable to discern 0 0%
    
7) Nature of Teleworking Done in Company Frequency Frequency (%) 
 Part-time teleworking 24 40%
 Full-time teleworking 13 22%
 Both part-time and full-time teleworking 22 37%
 Unable to discern 1 2%
    
8) Telework program serving as means to provide Frequency Frequency (%) 
 Telecommuting for already employed workers 39 65%
 Creation of new jobs through deployment of telework 0 0%
 Shift of jobs done primarily in a centralized office to offsite locations 21 35%
 Unable to discern 0 0%
    

9a) Availability of telecommuting/telework centers for the use of employees Frequency Frequency (%) 
 Evident 6 10%
 Not evident 54 90%
    

9b) 
Among employers with telecommuting centers, operated by employer or external 
entity? Frequency Frequency (%) 

 Employer 4 67%
 External entity  0 0%
 Unable to discern 2 33%
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9c) Employer requirements that employees utilize telework centers when working Frequency Frequency (%) 
 Evident 3 50%
 Not evident 3 50%
    
10) Job functions/activities performed when teleworking Frequency Frequency (%) 
a) Writing or editing 30 50%
b) Data entry 6 10%
c) Data management or computer programming 24 40%
d) Administration or coordination 32 53%
e) Phone-related work 17 28%
f)  Scientific or technical work 11 18%
g) Clerical functions 5 8%
h) Site work/Client visits 3 5%
i) Research/analytical work 10 17%
j) Consultations (financial, legal, health, etc.) 9 15%
k) Sales/marketing 9 15%
l) Others 4 7%
    
11) Stated employer rationale(s) for implementation Frequency Frequency (%) 
a) Retention of existing employees 38 63%
b) Recruitment of new employees 28 47%
c) Formalization of ad-hoc/informal telework programs 10 17%
d) Increase worker productivity 35 58%
e) Traffic/Air pollution mitigation 21 35%
f) Compliance with policymaking or regulations 5 8%
g) Availability of telework consultation services 5 8%
h) Increase employee morale, work/life balance, or job satisfaction 41 68%
i) Implement organizational changes 9 15%
j) Reduce employer operating expenses 26 43%
k) Increase overall profitability 3 5%
l) Implement business continuity/emergency management planning 8 13%
m) Improve customer satisfaction or service delivery 10 17%
n) Provide expanded business hours 9 15%
o) Provide reasonable accommodations for persons with disabilities 2 3%
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p) Accommodate changed use of work space 3 5%
q) Account for work done off-clock (e.g. non-billable hours) 2 3%
r) Gain upper or middle management for telework more broadly 1 2%
s) Support global nature of company 2 3%
t) Others 6 10%
    
12) Challenges to Program Implementation Frequency Frequency (%) 
a) Need for certain evaluation criteria 4 7%
b) Establishing management support for program 16 27%
c) Cost of the program 11 18%
d) Telecommunications-related problems 22 37%
e) Nonspecific computer problems 16 27%
f) Lack of teleworker training 2 3%
g) Lack of manager/supervisor training 2 3%
h) Managers lack means for assessing what teleworkers do offsite 5 8%
i) Teleworkers' lack of understanding about how work evaluated 2 3%
j) Social complications resulting from telework 10 17%
k) Security issues related to telework practices 8 13%
l) Establishing worker acceptance for program 5 8%
m) Management of a high number of teleworkers 5 8%
n)  Accounting for telework-related equipment 1 2%
o) Program's complexity difficult to manage 6 10%
p) Not all positions available for telework/individualizing position an issue 5 8%
q) Union-related issues 2 3%
r) Promoting/marketing program 1 2%
s) Telework and childcare related issues 3 5%
t) Negative impacts on nonteleworkers 6 10%
u) Merger/Restructuring/Management Turnover 4 7%
v) Others 13 22%
    
13) Telework program components of operation Frequency Frequency (%) 
a) Written policy and guidelines 51 85%
b) Training program for teleworkers 20 33%
c) Training program for managers/supervisors 9 15%
d) Employer subsidy or provisions for ICTs or telecommunications 45 75%
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e) Employer subsidy for office furnishings or supplies 15 25%
f) Limits on how long an employee may telework 4 7%
g) Feedback mechanisms (focus groups, surveys) 50 83%
    
14) Telework implementation undertaken via Frequency Frequency (%) 
 In-house program 49 82%
 Outsourcing or external consultant 10 17%
 Unable to discern 1 2%
    
15) Employer reporting its costs for the telework program? Frequency Frequency (%) 
 Yes 14 23%
 No 46 77%
    
15a) Estimated total costs/year (among those reporting) Frequency Frequency (%) 
 $0-10,000 2 14%
 $10,001-50,000 4 29%
 $50,001-100,000 2 14%
 $100,001-500,000 2 14%
 $500,001-1,000,000 0 0%
 $1,000,000+ 4 29%
    
16) Employer reporting its savings from the telework program? Frequency Frequency (%) 
 Yes  17 28%
 No 44 72%
    
16a) Estimated total savings/year (among those reporting)   
 $0-10,000 2 12%
 $10,001-50,000 3 18%
 $50,001-100,000 2 12%
 $100,001-500,000 4 24%
 $500,001-1,000,000 1 6%
 $1,000,001+ 5 29%
    

17) Telework program implemented in response to…legislation or policymaking Frequency Frequency (%) 
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 Evident 10 17%
 Not evident 50 83%
    
18) Employer receiving funding from public/third sector sources? Frequency Frequency (%) 
 Evident 11 18%
 Not evident 49 82%
    
19) Employer receiving tax incentives from government entities? Frequency Frequency (%) 
 Evident 0 0%
 Not evident 60 100%
    
20) Linkages between public sector telework and private sector telework  Frequency Frequency (%) 
 Evident 2 3%
 Not evident 58 97%
    
21) Change in productivity when teleworking, reported by teleworkers Frequency Frequency (%) 
 Decrease 0 0%
 No change 1 2%
 Increase 33 55%
 No answer discernable 26 43%
    
21a) Degree of change (increase) among those so reporting Frequency Frequency (%) 
 0-20% 1 20%
 20-40% 3 60%
 40-60% 1 20%
 60-80% 0 0%
 80-100% 0 0%
    
22) Change in productivity when teleworking, reported by managers Frequency Frequency (%) 
 Decrease 0 0%
 No change 5 8%
 Increase 38 63%
 No answer discernable 17 28%
    
22a) Degree of change (increase) among those so reporting Frequency Frequency (%) 
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 0-20% 8 89%
 20-40% 1 11%
 40-60% 0 0%
 60-80% 0 0%
 80-100% 0 0%
    
23) Greater work-life balance resulting for teleworkers, reported by teleworkers Frequency Frequency (%) 
 Disagree 0 0%
 Neutral on the issue 0 0%
 Agree 39 65%
 No answer discernable 21 35%
    
23a) Percentage of teleworkers in agreement, among those cases so reporting  
    
    

24) Greater work-life balance resulting for teleworkers, reported by managers Frequency Frequency (%) 
 Disagree 0 0%
 Neutral on the issue 0 0%
 Agree 27 45%
 No answer discernable 33 55%
    

25) 
Higher levels of employee morale or job satisfaction from teleworking, 
reported by teleworking employees Frequency Frequency (%) 

 Disagree 0 0%
 Neutral on the issue 0 0%
 Agree 42 70%
 No answer discernable 18 30%
    

26) 
Higher levels of employee morale or job satisfaction from teleworking, 
reported by managers Frequency Frequency (%) 

 Disagree 0 0%
 Neutral on the issue 0 0%
 Agree 44 73%
 No answer discernable 16 27%
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27) 
Managers supportive of employer's teleworking program, teleworking 
employees report Frequency Frequency (%) 

 Disagree 1 2%
 Neutral on the issue 1 2%
 Agree 46 77%
 No answer discernable 12 20%
    

28) 
Coworkers were supportive of employer's teleworking program, reported 
by teleworking employees Frequency Frequency 

 Disagree 0 0%
 Neutral on the issue 1 2%
 Agree 23 38%
 No answer discernable 36 60%
    
29) Teleworking employees reported Frequency Frequency (%) 
 Time lost from days spent teleworking 0 0%
 No time saved or lost from days spent teleworking 1 2%
 Time saved from days spent teleworking 48 80%
 No answer discernable 11 18%
    
30) Teleworking employees reported Frequency Frequency (%) 
 An increase in miles driven 0 0%
 No change in miles driven 0 0%
 Decrease in miles driven 40 67%
 No answer discernable 20 33%
    
31) Telework program in case study was: Frequency Frequency (%) 
 Reduced or terminated 3 5%
 Maintained at the same level 12 20%
 Expanded 33 55%
 No answer discernable 12 20%
    
32) Employees report teleworking is a positive initiative Frequency Frequency (%) 
 Evident 50 83%
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 Not evident 10 17%
    

32a 
Percentage of employees reporting telework as positive, among cases so 
reporting Frequency Frequency (%) 

 0-20% 0 0%
 20-40% 0 0%
 40-60% 0 0%
 60-80% 0 0%
 80-100% 6 100%
    
33) Managers/supervisors report teleworking is a positive initiative Frequency Frequency (%) 
 Evident 57 95%
 Not evident 3 5%
    

33a 
Percentage of managers/supervisors reporting telework as positive, 
among cases so reporting Frequency Frequency (%) 

 0-20% 0 0%
 20-40% 0 0%
 40-60% 0 0%
 60-80% 2 33%
 80-100% 4 67%
    

34) 
Factors viewed by management as most important to telework programs 
success Frequency Frequency (%) 

a) Involvement/support of upper management 29 48%

b) 
Individual manager implementation/relationship between manager and 
teleworking employee 37 62%

c) Telework training programs 14 23%
d) Employer telework policies 31 52%
e) Employer provisions/subsidies for teleworkers 5 8%
f) Feedback mechanisms and tools to measure telework effectiveness 16 27%
g) Technological considerations 39 65%
h) Government/policy support 0 0%
i) Others 12 20%
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Cross Tabulations for Metro Atlanta 
 
10) Job functions/activities performed when teleworking Frequency Frequency (%) ATLANTA Frequency (%) 
a) Writing or editing 30 50% 6 86% 
b) Data entry 6 10% 1 14% 
c) Data management or computer programming 24 40% 0 0% 
d) Administration or coordination 32 53% 6 86% 
e) Phone-related work 17 28% 2 29% 
f)  Scientific or technical work 11 18% 4 57% 
g) Clerical functions 5 8% 3 43% 
h) Site work/Client visits 3 5% 0 0% 
i) Research/analytical work 10 17% 1 14% 
j) Consultations (financial, legal, health, etc.) 9 15% 1 14% 
k) Sales/marketing 9 15% 2 29% 
l) Others 4 7% 0 0% 
      
11) Stated employer rationale(s) for implementation Frequency Frequency (%) ATLANTA Frequency (%) 
a) Retention of existing employees 38 63% 5 71% 
b) Recruitment of new employees 28 47% 4 57% 
c) Formalization of ad-hoc/informal telework programs 10 17% 4 57% 
d) Increase worker productivity 35 58% 4 57% 
e) Traffic/Air pollution mitigation 21 35% 4 57% 
f) Compliance with policymaking or regulations 5 8% 0 0% 
g) Availability of telework consultation services 5 8% 1 14% 
h) Increase employee morale, work/life balance, or job satisfaction 41 68% 5 71% 
i) Implement organizational changes 9 15% 1 14% 
j) Reduce employer operating expenses 26 43% 2 29% 
k) Increase overall profitability 3 5% 0 0% 
l) Implement business continuity/emergency management planning 8 13% 0 0% 
m) Improve customer satisfaction or service delivery 10 17% 2 29% 
n) Provide expanded business hours 9 15% 1 14% 
o) Provide reasonable accommodations for persons with disabilities 2 3% 0 0% 
p) Accommodate changed use of work space 3 5% 1 14% 
q) Account for work done off-clock (e.g. non-billable hours) 2 3% 0 0% 
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r) Gain upper or middle management for telework more broadly 1 2% 0 0% 
s) Support global nature of company 2 3% 1 14% 
t) Others 6 10% 0 0% 
      
12) Challenges to Program Implementation Frequency Frequency (%) ATLANTA Frequency (%) 
a) Need for certain evaluation criteria 4 7% 1 14% 
b) Establishing management support for program 16 27% 3 43% 
c) Cost of the program 11 18% 1 14% 
d) Telecommunications-related problems 22 37% 3 43% 
e) Nonspecific computer problems 16 27% 2 29% 
f) Lack of teleworker training 2 3% 0 0% 
g) Lack of manager/supervisor training 2 3% 0 0% 
h) Managers lack means for assessing what teleworkers do offsite 5 8% 0 0% 
i) Teleworkers' lack of understanding about how work evaluated 2 3% 0 0% 
j) Social complications resulting from telework 10 17% 2 29% 
k) Security issues related to telework practices 8 13% 1 14% 
l) Establishing worker acceptance for program 5 8% 0 0% 
m) Management of a high number of teleworkers 5 8% 0 0% 
n)  Accounting for telework-related equipment 1 2% 0 0% 
o) Program's complexity difficult to manage 6 10% 1 14% 
p) Not all positions available for telework/individualizing position an issue 5 8% 0 0% 
q) Union-related issues 2 3% 0 0% 
r) Promoting/marketing program 1 2% 0 0% 
s) Telework and childcare related issues 3 5% 2 29% 
t) Negative impacts on nonteleworkers 6 10% 0 0% 
u) Merger/Restructuring/Management Turnover 4 7% 0 0% 
v) Others 13 22% 1 14% 
      
13) Telework program components of operation Frequency Frequency (%) ATLANTA Frequency (%) 
a) Written policy and guidelines 51 85% 7 100% 
b) Training program for teleworkers 20 33% 6 86% 
c) Training program for managers/supervisors 9 15% 6 86% 
d) Employer subsidy or provisions for ICTs or telecommunications 45 75% 4 57% 
e) Employer subsidy for office furnishings or supplies 15 25% 1 14% 
f) Limits on how long an employee may telework 4 7% 0 0% 
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g) Feedback mechanisms (focus groups, surveys) 50 83% 7 100% 
      
14) Telework implementation undertaken via Frequency Frequency (%) ATLANTA Frequency (%) 
 In-house program 49 82% 7 100% 
 Outsourcing or external consultant 10 17% 0 0% 
 Unable to discern 1 2% 0 0% 
      

17) Telework program implemented in response to…legislation or policymaking Frequency Frequency (%) ATLANTA Frequency (%) 
 Evident 10 17% 0 0% 
 Not evident 50 83% 7 100% 
      
18) Employer receiving funding from public/third sector sources? Frequency Frequency (%) ATLANTA Frequency (%) 
 Evident 11 18% 1 14% 
 Not evident 49 82% 6 86% 
      
19) Employer receiving tax incentives from government entities? Frequency Frequency (%) ATLANTA Frequency (%) 
 Evident 0 0% 0 0% 
 Not evident 60 100% 7 100% 
      
20) Linkages between public sector telework and private sector telework  Frequency Frequency (%) ATLANTA Frequency (%) 
 Evident 2 3% 0 0% 
 Not evident 58 97% 7 100% 
      

34) 
Factors viewed by management as most important to telework programs 
success Frequency Frequency (%) ATLANTA Frequency (%) 

a) Involvement/support of upper management 29 48% 3 43% 

b) 
Individual manager implementation/relationship between manager and 
teleworking employee 37 62% 5 71% 

c) Telework training programs 14 23% 4 57% 
d) Employer telework policies 31 52% 2 29% 
e) Employer provisions/subsidies for teleworkers 5 8% 0 0% 
f) Feedback mechanisms and tools to measure telework effectiveness 16 27% 0 0% 
g) Technological considerations 39 65% 5 71% 
h) Government/policy support 0 0% 0 0% 
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i) Others 12 20% 2 29% 
 



Appendix D: Relevant Telework Legislation 
 

 
Currently, 19 states have laws or statutes involving telecommuting5 

 
 Nine states (AZ, CA, CT, IL, NC, NJ, NY, TX, WA) have laws involving 

telecommuting and the environment or traffic congestion. 
 

 Thirteen states (AZ, CA, FL, GA, IA, MN, MO, NC, NY, OR, SC, VA, WA) have 
legislation to promote teleworking in the public sector. 

 
 Four states (AZ, CA, GA, WA) have statutes dealing with employer incentives for 

teleworking. 
 

 Three states (AZ, CA, WA) have statutes discussing the reimbursement of 
employees for teleworking. 

 
 Two states (CO, VA) have established public-private sector initiatives to promote 

telework options. 
 

 Three states (CA, MS, VA) have statutes linking telework to employment 
opportunities for people with disabilities. 

 
 One state (CA) explicitly links telework to job creation and human capital 

retention. 

                                                 
5 Source: Sloan Work and Family Research Network (2005), and N. Moon, Survey of LexisNexis, 3-6 
August, 2007 
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Telework Legislation Related to the Environment 
 
New York 

 NY CLS ECL § 3-0301  (2007) 
Establishes as one of the functions of the Department of Environmental 
Conservation: “Develop a plan to maximize the use of telecommuting to conserve 
energy otherwise used by the personnel of the department in commuting to their 
assigned workplace.” 
(NOTE: Similar mandates also established for New York’s Department of 
Economic Development, Department of Public Service, and Department of 
Transportation) 

 
Texas 

 Tex. Health & Safety Code § 382.05193  (2007) 
Establishes emissions permits guidelines for facilities unable to reduce 
emissions.  To gain permits, facilities must include a telecommuting program for 
the owner's or operator's employees 

 
Telework Legislation Related to Transportation/Traffic 
 
California 

 Title 2, Div. 3, Part 5, Chapter 3, §14200.1 
“The Legislature finds and declares the following: (1) Telecommuting can be an 
important means to reduce air pollution and traffic congestion and to reduce the 
high costs of highway commuting. (2) Telecommuting stimulates employee 
productivity while giving workers more flexibility and control over their lives. (b) It 
is the intent of the Legislature to encourage state agencies to adopt policies that 
encourage telecommuting by state employees.” 

 
Washington 

 Rev. Code Wash. (ARCW) § 28B.130.005  (2007) 
Finds that additional transportation demand management strategies are required 
to mitigate the adverse social, environmental, and economic effects of auto 
dependency and traffic congestion.  All public and private entities that attract 
single-occupant vehicle drivers must develop imaginative and cost-effective ways 
to encourage walking, bicycling, carpooling, vanpooling, bus riding, and 
telecommuting. 

 
Telework Legislation Involving the Public Sector 
 
Minnesota 

 Minn. Stat. § 16E.05 (2006) 
No state agency may propose or implement a capital investment plan for a state 
office building unless the agency has developed a plan for increasing telecommuting 
by employees who would normally work in the building, or the agency has prepared 
a statement describing why such a plan is not practicable. 
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Missouri 
 § 208.339 R.S.Mo. (2007) 

The Office of Administration, Division of Personnel, shall explore telecommuting 
employment options for aid to families with dependent children recipients. 

 
Oregon 

 ORS § 240.855 (2005) 
It is the policy of the State of Oregon to encourage state agencies to allow 
employees to telecommute when there are opportunities for improved employee 
performance, reduced commuting miles or agency savings. 

 
North Carolina 

 N.C. Gen. Stat. § 143-215.107C  (2007) 
The Office of State Personnel shall implement a policy that promotes 
telework/telecommuting for State employees.  It shall be the goal of the State to 
reduce State employee vehicle miles traveled in commuting by twenty percent (20%) 
without reducing total work hours or productivity. 

 
South Carolina 

 S.C. Code Ann. § 8-11-15 (2006) 
State agencies may use alternate work locations, including telecommuting, that 
result in greater efficiency and cost savings. 

 
Telework Legislation Involving the Private Sector 
 
Arizona 

 A.R.S. § 49-588 (2007) 
Major employers are required to provide regular employees with information on 
alternate mode options and travel reduction measures.  They are also required to 
develop a travel reduction plan should consider: 1) establishment of a full-time or 
part-time work at home program for employees, and 2) establishment of a 
program of adjusted work hours which may include telecommuting, compressed 
workweeks or staggered work hours. Work hour adjustments should not interfere 
with or discourage the use of ridesharing and transit. 

 
California 

 Div. 1, Part 1, Chapter 4, Article 8, §882 
The state legislature finds that “Significant investment in communications 
infrastructure can play a key role in improved delivery of education and health 
care. It can also relieve transportation problems, provide for job retention and 
creation, and improve the quality of life through telecommuting and improved 
access to information.” 
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Illinois 
 625 ILCS 33/15  (2007) 

Small business owners may implement voluntary programs to encourage the use 
of carpooling, mass transit, vanpooling, telecommuting, compressed work weeks, 
clean fuel vehicles, and other measures that either reduce the number of 
commuting trips by their employees or reduce the emissions associated with 
those commuting trips for the purpose of creating emission reduction credits that 
may be used by the owners of stationary sources to satisfy the post-1996 
emission reduction requirements under the Clean Air Act Amendments of 1990. 

 
Telework Legislation Involving Public-Private Sector Initiatives 
 
Colorado 

 C.R.S. 43-1-1202 (2006) 
Allows Colorado’s Public-Private Initiatives Program to solicit, consider, and enter 
into public-private initiatives involving the use of telecommuting to reduce 
transportation demand. 

 
Virginia 

 Va. Code Ann. § 2.2-203.2  (2007) 
Governor’s Secretary of Administration charged with advising and assisting 
localities in planning, developing and administering programs, projects, plans, 
policies and other activities to promote telecommuting by employees of state 
agencies or localities.  Secretary also to advise and assist private sector 
employers in Virginia in planning, developing and administering programs, 
projects, plans, policies and other activities for telecommuting by private sector 
employees and in developing incentives provided by the private sector to 
encourage private sector employers in the Commonwealth to utilize employee 
telecommuting. 

 
Telework Legislation with Employer Benefits 
 
Georgia 

 O.C.G.A. § 48-7-29.11 (2007) 
Allows employers to claim income tax credits of up to $1,200 per teleworking 
employee, with a limit of up to $20,000 per employer. 

 
Washington 

 Title 70, Chapter 70.94, §70.94.996  
Washington’s Department of Transportation to administer a performance-based 
grant program for private employers, public agencies, nonprofit organizations, 
developers, and property managers who provide financial incentives for ride 
sharing, using public transportation, using car sharing, or telework. 
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Telework Legislation with Employee Benefits 
 
Arizona 

 A.R.S. § 41-786 (2007) 
Directs the state government to develop program to reimburse state employees 
up to 100 percent for telecommuting connectivity. 

 
California 

 Cal Rev & Tax Code § 17149 (2007) 
Excludes compensation by employer for travel to or from a telecommuting facility 
in the computation of gross income for personal taxes. 

 
Washington 

 Title 70, Chapter 70.94, §70.94.996  
Washington’s Department of Transportation to administer a performance-based 
grant program for private employers, public agencies, nonprofit organizations, 
developers, and property managers who provide financial incentives for ride 
sharing, using public transportation, using car sharing, or telework. 

 
Technology/Telecommunications Related 
 
Colorado 

 C.R.S. 24-79-101 (2006) 
Legislative declaration finding that a “patchwork of local fees and taxes, or the 
addition of state fees and taxes to those already imposed on business activity, 
will tend to discourage new investment, reduce the number of jobs available in 
the state, and dissuade consumers and employers from enjoying the economic, 
social, and environmental benefits offered by use of the Internet, 
including…telecommuting.” 

 
Disability Related 
 
California 

 Title 2, Div. 3, Part 6.5, Chapter 2, §15276   
The state government shall conduct studies to consider opportunities created by 
telecommuting and teleworking for the employment of, and the enhancement of 
working life for, persons with disabilities. 

 
Mississippi 

 Miss. Code Ann. § 37-33-53  (2007) 
The state’s vocational rehabilitation for the blind laws allow technical assistance 
and other consultation services to conduct market analyses, develop business 
plans, and otherwise provide resources, to the extent those resources are 
authorized to be provided through the statewide workforce investment system, to 
eligible individuals who are pursuing self-employment or telecommuting or 
establishing a small business operation as an employment outcome. 
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Virginia 
 Va. Code Ann. § 51.5-18  (2007) 

Technical assistance and other consultation services to conduct market 
analyses, develop business plans, and otherwise provide resources to the extent 
such resources are authorized to be provided through the statewide workforce 
investment system, to eligible clients pursuing self-employment or telecommuting 
or establishing a small business operation as an employment outcome. 
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