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Abstract
Due to the new information and commu-

nication technologies, it is now possible to dis-
connect work from space and time and to take 
advantage of new ways of organizing work. One 
of the options is teleworking (TW), currently be-
ing implemented throughout Europe due to the 
condition created by the coronavirus pandemic. 
The aim of the paper is twofold: (i) to analyse a 
range of factors (size of the enterprise; foreign 
owner; written strategy; project-driven enter-
prise; disabilities; work-life balance; benefits, 
lack of workers, illness, lower cost, relax at work 
and comfort; renting space, IT level) influencing 
the duration of TW implementation in the small 
and medium-sized enterprises (SMEs) and (ii) to 
better define the differences between the SMEs 
where  TW was introduced in a short time, and 
those introducing it over a longer period. Out 

of the total of 31 factors, six factors have been 
proved to have a different impact on the duration 
of TW implementation (TW implementation due 
to higher efficiency; monitoring is performed 
only according to the results; the managers see 
the disadvantage of TW in its possible misuse; 
the enterprises use internal TW regulations; the 
managers see the main advantage as higher ope-
rational flexibility; the introduction of TW, due to 
the balance of work and family life). All together, 
44,000 SMEs in the Czech Republic were invited 
into the research. The data were collected from 
1,018 enterprises, with 60% of the enterprises 
using TW actively; on average, these enterprises 
have been using it for seven years. 

Keywords: teleworking, career, Small and 
Medium Enterprises (SMEs), management, 
homeworking
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1. INTRODUCTION
The development of teleworking (TW),

defined by the use of modern information 
and communication technologies and the 
mutual trust between an employer and an 
employee, is not hampered by the reluc-
tance of employees, but rather by the re-
luctance of the enterprises. Unlike Western 
Europe and the US, the culture in the Czech 
Republic (CR) is still not fully prepared 
for work flexibility. At the same time, the 
concept of TW allows a better balance of 
personal and professional life. TW is a full-
fledged part of the “work mix” and can be 
greatly complemented by office work, but it 
must always be adapted to the specific pos-
sibilities of the employer and the employ-
ee. This is, also, supported by government 
measures in all EU countries, limiting so-
cial contacts, due to the coronavirus infec-
tion and recommend working from home, 
i.e. creating home offices. As the current sit-
uation shows, companies already engaged 
in TW are ahead of the market.

TW is currently a widely discussed 
topic and an important element of work 
routines, becoming a standard issue for the 
workers. For example, between 2005 and 
2011, the number of teleworkers in the US 
increased by 73% (Fried & Hansson, 2014). 
Such part of professional life is, therefore, 
to be perceived as very dynamic. A sig-
nificant increase in TW is expected for the 
Czech Republic, where the number of tel-
eworkers amounted to 4% in 2018. When 
compared to the amount of 2.6% in 2010, 
which is still by 1.4% less than is the EU 
average. Eurostat statistics show that TW 
is most common in the Netherlands (14%), 
Finland (13.3%) and Luxembourg (12.5%). 
Also, it is more common in countries, 
adopting the Euro currency, with more 
women practicing it than men (specifi-
cally, there were 4.6% women in the Czech 
Republic in 2018) (Eurostat, 2020). TW 

seems to offer an alternative for the women, 
who want to pursue their careers after giv-
ing birth and do not want to lose their jobs 
during the parental leave. Although part-
time work and working shorter hours can 
help mothers reconcile work with family 
requirements, this may also result in long-
term consequences for one’s career. TW of-
fers the possibility of minimizing such loss 
(Chung & van der Horst, 2018).

2. THEORETICAL
PERSPECTIVES AND
EMPIRICAL BACKGROUND

2.1.	 Definition of TW
TW can be defined as “a work ar-

rangement in which workers perform their 
regular work at a site other than the or-
dinary workplace, supported by techno-
logical connections” (Fitzer, 1997). In its 
study, the European Commission defines 
TW as “flexible working time arrange-
ments and gender equality” (Plantenga et 
al., 2010). By Telework Enhancement Act 
(USA: Telework Enhancement Act of 2010 
Chapter 65 - Telework, 2010), TW refers 
to “a work flexibility arrangement under 
which an employee performs the duties and 
responsibilities of such employee’s posi-
tion, and other authorized activities, from 
an approved worksite other than the loca-
tion from which the employee would other-
wise work”. TW is, also, described in the 
literature as the ability to perform one’s du-
ties regularly from home or another remote 
location, provided that this remote location 
is suitably equipped with computer technol-
ogy, which ensures the subsequent transfer 
of data and documents to the organization 
itself (Caillier, 2012). It is evident that, in a 
time rich in technological advances, there is 
no problem working almost anywhere, and 
the organizations, regardless of their size 
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and area of operation, are becoming aware 
of it (Smith et al., 2018).

2.2.	 Overview of the TW trends in 
the modern economies

TW is characterised by both benefits and 
drawbacks for employers, as well as for em-
ployees. Likewise, there are many forms of 
TW, ranging from occasional out-of-office 
work, to freelancing in co-working centres, 
to working on the road. The share of Czech 
employers offering TW has long been be-
tween one quarter and one third of all enter-
prises. However, the share of teleworkers is 
constantly growing, as reported by Eurostat 
results (2.6% in 2010; 4% in 2018). KPMG 
(2013) finds that one third of Czech enter-
prises offer TW. More than three-quarters of 
Czechs would like to work in this way, how-
ever only 12% of employees use TW. Some 
older Czech surveys among the employers, 
related to TW, are summarized in a study by 
the Research Institute of Labour and Social 
Affairs in the study of Flexible Forms of 
Work in Selected EU Countries (Kotíková et 
al., 2013).

According to the survey of the 
Association of SMEs and Crafts of the 
Czech Republic, 30% of the enterprises of-
fered the opportunity to telework (AMSP, 
2010). A similar share (25%), of the enter-
prises using TW, was confirmed by another 
older study (Václavková et al., 2007). The 
results of the 2013 Regus study (Regus, 
2017), including 26,000 managers from 90 
countries, show that 48% of the managers 
engage in TW for at least half of a week. Of 
these, 55% assume that teleworkers can be 
managed effectively. According to Regus 
(2017), the role of trust in employees and 
their freedom is crucial in TW. When these 
elements are applied, TW brings the expect-
ed benefits: higher productivity, staff reten-
tion, lower operational costs.

The US Telecommuting Forecast esti-
mated the number of American teleworkers 
in 2016 at 63 million (Navrátil et al., 2017). 
A specific indication is the proportion of 
employers offering part-time telework (in 
combination with work at the employer’s 
workplace). According to the 2014 National 
Study of Employers, the share of US busi-
nesses, offering this form of work increased 
from 50% to 67% between 2008 and 2014 
(Navrátil et al., 2017; Regus, 2017). As re-
ported by the Pan-European Labor Force 
Survey (LFS), the share of teleworkers is 
gradually increasing. While in 2009, this 
share within the EU was 12.2%, in 2016 it 
was already 14.5% of all employees. The 
highest share of teleworkers was record-
ed in the Netherlands (37% in 2016) and 
Denmark (35%). Bulgarian and Romanian 
employees use TW least of all EU member 
countries (1.1% and 0.8%) (Navrátil  et al., 
2017).

TW is an opportunity for the families 
with small children, the disabled and, also, 
for workers based outside of the region, in 
which their company is located. The reason 
for a rather low use of TW, despite its ob-
vious advantages in the Czech Republic is 
primarily a lack of confidence in efficiency 
and insufficient legislation.

A wide range of remote tools are cur-
rently available. The boom in informa-
tion and communication technologies for 
TW is mainly due to the constantly falling 
prices of high-performance computers and 
mobile devices, along with the increasing 
ease of use and the penetration of high-
speed Internet into everyday life. If these 
technologies are used effectively, it is pos-
sible to work from virtually anywhere with 
a high-quality Internet connection. One of 
the prerequisites for TW is the level of IT in 
the enterprises, specifically the proportion 
of employees who use smartphones, tablets, 
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laptops and desktop computers. According 
to available surveys, 17% of the EU is 
equipped to work outside the employer’s 
premises (Navrátil et al., 2017). However, 
the results of the presented research show 
that even the size of the enterprise, IT lev-
el and time of implementation have no in-
fluence on the planning of the workplace 
(equipment for workers) and the provision 
of tangible goods.

2.3.	 Advantages and disadvantages 
of TW 

The issue of TW is becoming even more 
important in the 21st century, as a need for 
work-life balance is growing, but the issue 
of traffic congestion and pollution is also 
being addressed (Harpaz, 2002). TW pro-
vides a way to reconcile the demands of 
work and family (Maruyama et al., 2009), 
since with its advent “workers have been 
given the opportunity to perform some or 
all of their duties at home or at an alterna-
tive location” (Caillier, 2012). It will con-
tinue to grow in importance due to increas-
ingly available technologies (Kowalski & 
Swanson, 2005; Roukis, 2006). 

Although telework can be seen as a 
typical “magic concept” (Pollitt & Hupe, 
2011), proper implementation is an im-
portant factor for ensuring that benefits 
outweigh the disadvantages (Ammons & 
Markham, 2004; Madsen, 2006; Rosalee 
Carr, 2006). Major et al.’s (2008) study 
analyzed flexible work organization and 
found that 60% of workers perceived their 
work performance to be better due to TW. 
Martinez et al. (2007) conducted a research 
on 156 Spanish companies and found that 
TW had a positive effect on financial per-
formance and strategic flexibility. Further 
research on this topic took place in Egypt, 
where, apart from work security, key fac-
tors in work productivity turned out to be 

work satisfaction, management support 
and work flexibility (Gamal Aboelmaged & 
Mohamed El Subbaugh, 2012).

Companies, promoting TW, improve 
the public view of society from an environ-
mental perspective (Robert & Borjesson, 
2006) and, also, reduce agency expenses 
and travel costs (Bailey & Kurland, 2002). 
However, the main positive effect is the 
work-life balance, especially for those who 
work long distance and also have a family 
(Golden, 2006; Shockley & Allen, 2007). 
However, there are also a number of dis-
advantages of TW, indicating that it does 
not automatically improve the quality of 
life (Moore, 2006). For example, workers 
may be unable to separate work from fam-
ily in their home offices, which can increase 
stress (Russell et al., 2009; Sullivan, 2012) 

TW brings many benefits, both to the or-
ganization and its employees. Research has 
confirmed a series of TW benefits, such as 
increased workers’ performance, reduced 
organizational costs, higher morale and 
commitment, greater autonomy, reduced 
commuting time (Brenke, 2016; Caillier, 
2012; Cooper & Kurland, 2002; Fonner & 
Roloff, 2010; Masuda et al., 2012, 2012; 
Redman et al., 2009). On the disadvantage 
side, research has identified lower-level re-
lations between co-workers and executives, 
lack of employees’ connection with the or-
ganization (corporate culture), greater stress 
for employees, increased working hours, 
due to more frequent breaks (Cooper & 
Kurland, 2002; Gainey et al., 1999; Harker 
Martin & MacDonnell, 2012; Messenger, 
2017; Reinsch, 1997, 1999; Wiesenfeld et 
al., 2001).  It should be noticed that an ad-
vantage for one employee might be a disad-
vantage for the other. For example, the pref-
erence of TW might be related to a person’s 
personality traits.  Workers, who are rather 
individualistic, creative, not distracted at 
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home and not seeking contact with the en-
vironment, see TW clearly as a benefit. On 
the other hand, the workers who are team 
players, like contact and direct communica-
tion would be rather frustrated due to TW 
(Cooper & Kurland, 2002).

Morgan (2004) states that the biggest 
barrier to implementing TW in an organi-
zation is a negative attitude and an over-
all managerial view of TW. According to 
Kowalski and Swanson (2005), TW is not 
likely to be implemented in organisations 
where managers do not have enough trust 
in their employees. Based on a review of 80 
studies on TW, Bailey and Kurland (2002) 
concluded that it was not possible to claim 
that TW had a positive effect on employee 
satisfaction and productivity. Similarly, 
van der Meulen et al. (2014) confirmed 
that TW does not have a positive effect on 
productivity when work is evaluated by 
a supervisor. According to Golden et al. 
(2006), TW is well-known for its ability to 
promote work-life balance and to increase 
work satisfaction. On the other hand, it is 
usually recommended for the workers seek-
ing career advancement not to telework, as 
TW indicates a lack of commitment to the 
careers. To our best knowledge, no research 
has been carried out in the Czech Republic 
to assess the factors influencing TW and its 
implementation in the SMEs.

3. RESEARCH METHODOLOGY
The aim of the paper is to analyze the

factors, affecting the length of TW im-
plementation in the SMEs in the Czech 
Republic. In other words, this study is try-
ing to identify the differences between the 
SMEs that have been using TW for a short 
period of time and those using it for a long 
time. In the calculation, Ho is set that the 
enterprises do not differ in terms of the 

observed factors and the alternative hy-
pothesis that the enterprises with observed 
factor use TW for a longer time. Data col-
lection was conducted in 2019, as part of 
EF-IGS2017-IGS24B1 research project, 
supported by the Faculty of Economics 
in České Budějovice, where 44,000 SME 
managers were contacted by e-mail. Data 
were tested, by using the Wilcoxon two-
sample test (Freeman et al., 2017; Freund 
et al., 2010) and its asymptotic type. It is a 
non-parametric two-sample test, which is 
most often used, when the presumption of 
data normality is not met. Due to slight vio-
lations of normality, for samples larger than 
30, this does not have a major impact on the 
test results (Devore, 2015; Freeman et al., 
2017).

4. RESEARCH FINDINGS
The research was carried out in 1,018

SMEs in the Czech Republic, of which 
605 (almost 60%) enterprises use TW with 
the average length of seven years. This in-
dicates that TW is used more rarely in the 
Czech Republic, than, e.g. USA, where the 
number of enterprises using it amounts to 
more than 70% (Fried and Hansson, 2014). 
The mode and median values are five years 
in both cases, with the standard deviation of 
5.3 and the variance of 28.1 years. Half of 
the enterprises have been using TW in the 
range between 3 and10 years, with both val-
ues being, simultaneously, time boundaries 
of the lower and upper quartiles (see Figure 
1). The longest time of use is 30 years, due 
to the historical development in the Czech 
Republic. 
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Figure 1. Years of telework in SMEs

Source: Authors

Regarding the size of the enterprise, it 
was not possible to demonstrate any signifi-
cant differences in the use of TW in SMEs. 
The micro-enterprises use it up to 56%, the 
small enterprises up to 62% and in the me-
dium-sized enterprises, the usage amounts 
to59%. More significant differences are 

found according to industry, where TW 
is most often used in administrative enter-
prises (approximately 85% of all the enter-
prises), while it is the least often used in ag-
riculture and transport (33%), as shown in 
the figure below. 

Figure 2. Telework in different industries

Source: Authors
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Out of all tested factors (family influ-
ence, efficiency, flexibility, continuity, na-
ture of work, part-time work, irreplaceabil-
ity, commuting, disability, work life balance, 
motivation, lack of staff, illness, distance, 
parental leave, lower cost, comfort, renting 
space,  home office time schedule, internal 
TW regulations, IT level, equipment, the 
cost of home office, loss of private life, ab-
sence of team, need for self - control, nec-
essary low work efficiency, IT risks, risk of 
abuse, absence of control, error rate),  sev-
eral were found to have different effects on 
the duration of TW. The tested factors, where 
the Mann-Whitney test failed to show a 

difference in the number of years of TW im-
plementation, are presented by Table 1.

The table below summarizes the results 
of testing H0 = x0.50 - y0.50 = 0 versus HA = 
x0.50> y0.50, where x represents the enterpris-
es, implementing the factor, or perceiving it 
as very significant, while y are the enterpris-
es that do not have it, or do not consider it 
significant. The table also shows the result-
ing p-value (tested at the significance level 
of 95%), supplemented by the amount of 
positive and negative values and the empiri-
cal values of U and Z statistics.

Table 1.	 Mann-Whitney test

Years of telework Yes No U Z p-value
Greater efficiency 77600.50 105714.5 38919.50 2.32018 0.020332
Monitoring is only performed 
according to the results 69484.00 113831.0 37976.00 1.959070 0.049895

They see the possibility of abuse as a 
disadvantage 25674.00 82206.00 17799.00 -2.64395 0.008195

They use internal regulations for TW 48209.50 133896.5 28785.50 2.41702 0.015649
The main advantage is in higher 
operability 46427.50 62383.50 23043.50 2.10445 0.035340

Introduced due to family obligations 
(having children) 20036.00 163279.0 17110.00 -2.09947 0.035777

Source: Authors

As shown by Table 1, the enterprises 
with introduced TW, due to better efficiency 
and use it longer, so it can be assumed that 
the efficiency gains are the main impetus 
for the enterprises to introduce TW, unlike, 
e.g. shortage of workers, commuting, ill-
ness, benefits and lower costs. Regarding 
these factors, the difference in the number 
of years of implementation in the SMEs 
was not proved. On the other hand, the fac-
tor of “better work-life balance”, taking into 
account the employee-child relationship, 

as the main reason for the introduction, is 
mentioned by the enterprises, using TW for 
considerably shorter time than those that do 
not mention this factor. It is assumed the 
enterprises are currently taking this new di-
rection. The difference in both groups is re-
ported by the figure below. The enterprises, 
revealing the difference as not significant 
report the maximum of 30 years and half of 
the values are ranked up to 10 years; while 
the lower quartile in both groups is the 
same.
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Figure 3. Boxplots of TW length in years vs. internal regulations (left) and family obligations (right)

Source: Authors

Other factor, affecting the length of im-
plementation of TW include “internal regula-
tions”. It is proved that the enterprises with 
an internal TW regulation use it longer, as 
shown by Table 1 and Figure 3. The quartiles 
of the two groups of SMEs are very similar, 
but the median is higher for the enterprises 
with internal regulations, as the lower limit 
for half the data. This result is logically de-
termined by the efforts of the enterprises to 
increase TW regulation. The Mann-Whitney 
test also showed the difference, in terms of 
the advantages of TW for the enterprises. 
The enterprises, seeing the “higher operabili-
ty” as the main advantage of TW use it long-
er. On the other hand, the enterprises, seeing 
lower costs, work satisfaction, work-life bal-
ance and time savings as the main advantag-
es did not have a significant relationship with 
the length of TW use.

Another research topic is the compari-
son of the enterprises in terms of TW moni-
toring. The enterprises, monitoring only the 
outcomes (results) of employee work reach 
a higher length of TW implementation in 
years, as shown by Figure 4. On the other 
hand, it was not possible to prove differenc-
es in the enterprises that monitor the work 
of employees on a computer-by-computer 
basis, individually and those that do not 
perform any monitoring due to the trust 
they put in their employees. It can, there-
fore, be concluded that after a longer period 
of time, the employers, using TW, move 
to the simplest method of its monitoring, 
based on employee results and gradually 
eliminate individual control and continuous 
random checks.
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Figure 4.	Boxplot TW length in years vs. the risk of abuse (left) and the type of control (right)

Source: Authors

The last part of the research focuses on 
the disadvantages of TW. In terms of the 
number of years of TW implementation, 
the differences were not proved between 
the enterprises reporting the following dis-
advantages:  loss of private life, absence of 
a team, strong self-control related to OSH 
(Occupational safety and health), IT and 
costs. On the contrary, it was possible to 
prove the difference between the enterprises 
that are worried about the risk of data mis-
use, with TW established for a shorter pe-
riod of time, as shown by Figure 4. 

5. CONCLUSION
TW owes its growing popularity main-

ly to the development of technology and 
the emerging generation of millennials, 
which cares more about personal freedom 
and self-realization than previous genera-
tions. Allowing TW is and will be a very 
important factor in finding work for the 
‘Generation Y’. It can be assumed that 
it will be even more important to for the 
‘Generation Z’. The research carried out in 
1,018 SMEs in the Czech Republic shows 
that almost 60% of the enterprises use TW 
in some way. On average, they have been 
using it for seven years. 

The future research tasks are related 
to comparing the situation of TW before 
the coronavirus disease (Covid-19), as de-
scribed by this study, and after its emer-
gence, for the same organizations. As the 
results of other studies suggest, this period 
had a great influence on TW. For instance, 
industrial sectors, such as transportation 
and storage, accommodation and food ser-
vices, wholesale, retail and repair provide 
relatively still few opportunities for people 
to telework. Other sectors, such as informa-
tion and communication industries, profes-
sional, scientific and technical activities, 
financial and insurance activities, and real 
estate activities, provide more TW oppor-
tunities. TW has also been used more fre-
quently by more educated workers, as well 
as by the older generations, which is more 
at risk due to the current pandemic (Office 
for National Statistics, 2020). The meas-
ures aimed at protecting the citizens from 
the coronavirus disease (Covid-19) seem to 
have added a boost to the implementation 
of TW and research has shown that this will 
also add major cyber security issues to en-
terprises of all sizes (Tabrez, 2020). At the 
beginning of 2020, several governments 
recommended that companies facilitate TW 
to avoid social contact among employees. 
For instance, the Spanish Health Minister 
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asked companies to promote telework, as 
a measure to face the coronavirus in Spain 
and several protocols were published to 
help companies in their implementation of 
telework (Belzunegui-Eraso & Erro-Garcés, 
2020). 
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RAD NA DALJINU U MALIM I SREDNJIM 
PODUZEĆIMA U ČEŠKOJ REPUBLICI PRIJE 

POČETKA KRIZE KORONAVIRUSA

Sažetak
Zbog razvoja novih informacijskih i komunikacijskih tehnologija, danas postaje moguće razdvojiti 

posao od vremena i mjesta njegova obavljanja te koristiti nove mogućnosti za njegovu organizaciju. 
Jedna od opcija je i rad na daljinu, koji se trenutno provodi širom Europe, zbog uvjeta, koji nastaju 
zbog pandemije koronavirusa. Cilj rada je dvostruki: (a) analizirati niz čimbenika (veličinu poduzeća, 
vlasništvo, formalizaciju strategije, projektnu usmjerenost poduzeća, posebne potrebe zaposlenika, od-
nos radnog i privatnog života, pogodnosti za zaposlenike, nedostatak radne snage, bolest zaposlenika, 
niže troškove, mogućnost opuštanja i komfora na radnom mjestu, najam poslovnog prostora i razinu 
informatičke opremljenosti), koji djeluju na duljinu implementacije rada na daljinu u malim i srednjim 
poduzećima (MSP) te (b) bolje odrediti razlike između MSP-a, u kojima je rad na daljinu uveden u 
kraćem, u odnosu na MSP-ove, koji su ga uvodili dulje vrijeme. Od ukupno analiziranog 31 čimbenika, 
za šest (implementacija rada na daljinu zbog više učinkovitosti; nadzor samo nad rezultatima rada; 
menadžment shvaća mogućnosti zlouporabe rada na daljinu; poduzeća koriste interne propise za rad 
na daljinu; menadžeri uviđaju da je veća operativna fleksibilnost temeljna prednost rada na daljinu; 
uvođenje rada na daljinu zbog uravnoteženja rada i obiteljskog života) utvrđeno je da imaju različito 
djelovanje na duljinu implementacije rada na daljinu. Ukupno je 44,000 MSP-ova iz Češke Republike 
pozvano na sudjelovanje u istraživanju. Podaci su prikupljeni od 1,018 poduzeća, od čega je 60% ak-
tivno koristilo rad na daljinu, i to u prosječnom trajanju od sedam godina.

Ključne riječi: rad na daljinu, karijera, mala i srednja poduzeća (MSP), menadžment, rad od kuće




