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Testing the Connectivity Paradox:
Linking Teleworkers’ Communication
Media Use to Social Presence, Stress
from Interruptions, and
Organizational Identification

Kathryn L. Fonner & Michael E. Roloff

Scholars emphasize the importance of rich communication media for the development of
teleworkers’ organizational identification, but tests of these relationships have produced
inconsistent results. The connectivity paradox helps explain these findings. The paradox
suggests that teleworkers’ connectivity to others through communication media facilitates
remote work by affording greater social presence, while also negating the benefits of
telework by enabling stressful interruptions. These outcomes of connectivity may benefit
and detract from identification. We propose a model linking the core features of the
connectivity paradox to organizational identification. Teleworkers and office workers
were surveyed, and a multigroup path analysis was utilized. Results indicate that
connectivity increases stress from interruptions and indirectly diminishes teleworkers’
identification.
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Telework is an arrangement in which employees perform part or all of their work
outside the organization’s physical boundaries, primarily communicating via
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technology (Baruch, 2001). Despite its growing prevalence in US organizations
(WorldatWork, 2009), telework adoption has been slower than originally predicted.
In part, this may stem from the assumption that remote work isolates employees
from their colleagues and the organization (Cooper & Kurland, 2002) and thus
diminishes their sense of identity as an organizational member (Thatcher & Zhu,
2006).

However, teleworkers may not be as isolated as is often assumed, because the
availability and ease of use of communication technologies enable a high degree of
connectivity. Essentially, teleworkers may experience a connectivity paradox, whereby
the use of synchronous and data-intensive communication technologies diminishes
their experience of distance and isolation while simultaneously generating a sense of
being overly connected to others in the organization (Leonardi, Treem, & Jackson,
2010, p. 99). The paradox appears to occur as the connectivity afforded by
communicating using various media enables remote work by increasing a sense of
presence and connectedness but also negates the benefits of remote work by
generating interruptions that may threaten teleworkers’ flexibility, focus, and
autonomy. Hence, connectivity may simultaneously afford distinct positive and
negative outcomes. These outcomes may help explain the inconsistent results
identified in research linking the use of specific media to organizational identification.

We propose a model to test the connectivity paradox and its relationship to
teleworkers’ organizational identification. We hypothesize that (a) communication
media use affects teleworkers’ perceptions of social presence and the extent to which
they experience stress from interruptions, and that (b) teleworkers’ experiences of
social presence and stress from interruptions connect communication media use to
organizational identification through significant indirect paths. Because collocated
work settings are associated with both high levels of social presence and stressful
interruptions, the model is also examined in relation to office-based employees.
Below, we discuss the importance of organizational identification in remote work
contexts and outline the hypothesized relationships.

Telework and Organizational Identification

Organizational identification occurs when employees feel a sense of attachment
toward the organization (Cheney, 1983), incorporate the organization into their self-
concept, and feel a sense of belonging within the organization (Mael & Ashforth,
1992). The construct of organizational identification is closely tied to social identity
theory, which focuses on individuals’ cognitive membership in a group and the
emotional value of that membership (Tajfel, 1978, p. 66). Although identification-
focused research has predominantly been conducted in collocated contexts, scholars
have recently emphasized the need to evaluate identification in remote work contexts
(e.g., Fiol & O’Connor, 2005; Scott, 2007). Indeed, some have suggested that
identification may be the “critical glue” that links teleworkers to their organizations,
as it facilitates interactions, aids work group functioning, and encourages extra-role
efforts (Wiesenfeld, Raghuram, & Garud, 1999, p. 777).
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The process of identification has been characterized as a dynamic interchange
between the individual and the organization, which occurs as “individuals begin to
incorporate elements of the collective into their sense of self by enacting identities
and then interpreting responses to these enactments” (Ashforth, Harrison, & Corley,
2008, p. 340). According to the structurational model of identification, organizations
operate across various locations, but it is employees’ daily routines and activities “in a
given locale that provide the context for identifications” (Scott, Corman, & Cheney,
1998, p. 322). Daily workplace experiences such as communication with managers
and exposure to informal norms and formal policies guide employees’ ongoing
enactment of organizational identities (Shamir, 1992). Consequently, employees’
activities and social interactions—“usually with those who are copresent”™—facilitate
the development of their organizational identities and identification (Scott et al.,
1998, p. 322).

However, teleworkers experience less exposure to the interactions, structures, and
guidelines that help solidify the collective and individual organizational identities
that affect identification (Wiesenfeld, Raghuram, & Garud, 2001). Employees who
work remotely most of the time may face the greatest challenge in establishing
organizational identification, as those who telework at low or moderate levels may
still operate within the shared temporal and physical boundaries that facilitate
identification (Thatcher & Zhu, 2006). Teleworkers may begin to feel that they are no
longer “full-fledged members” of the organization as they are solely “connected and
identified by communication technology rather than their physical person” (Ballard
& Gossett, 2007, p. 300). Although teleworkers may proactively manage their
identities by establishing a “virtual presence,” relying on mediated communication
may lead to the feeling that their organizational relationships and identities have
changed (p. 300). Thus, the organizational identification of less extensive teleworkers
may differ from that of more extensive teleworkers (Scott & Timmerman, 1999), and
the relationship between communication media use and organizational identification
is influenced by the extent of time spent teleworking (Wiesenfeld et al., 1999).

Hence, we examine the communication and organizational identification of high-
intensity teleworkers (Gajendran & Harrison, 2007, p. 1529), who we identify as
employees working remotely at least three days a week, compared to office-based
employees working at least three days a week in a collocated environment.
Teleworking intensity represents “the extent or amount of scheduled time that
employees spend doing tasks away from a central work location” (p. 1529). When
teleworkers spend the majority of their time working remotely, they cross a
psychological threshold. Initial evidence indicates that high-intensity teleworkers’
work experiences differ from those of their office-based colleagues. Employees who
telework 2.5 or more days per week experience lower work—life conflict and lower
quality coworker relationships (Gajendran & Harrison, 2007). Similarly, employees
teleworking more than 50% of their workweek have reported experiencing different
stressors and motivations compared to office-centered and nonteleworking employees
working at least 50% of their workdays in a central location (Konradt, Hertel, &
Schmook, 2003, p. 66). Finally, employees teleworking three or more days a week
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have been found to differ in their use of communication media (Wiesenfeld et al.,
1999) and to experience greater job satisfaction and less frequent information
exchange, work—life conflict, stress from meetings and interruptions, and exposure to
general office politics relative to employees working the majority of their time in a
collocated environment (Fonner & Roloff, 2010). Thus, it is important to examine
how the connectivity paradox applies to high-intensity teleworkers, who may be the
furthest removed from the collocated workplace and the interactions that facilitate a
sense of presence, interruptions, and organizational identification. We now outline a
model linking high-intensity teleworkers’ communication media use to their
perceptions of social presence and feelings of stress due to interruptions, and explain
how these relationships are related to organizational identification.

The Connectivity Paradox

Scholars have acknowledged the need to explore the existence of organizational
paradoxes, or the “simultaneous presence of contradictory, even mutually exclusive
elements” in organizational conditions (Cameron & Quinn, 1988, p. 2). Organiza-
tional paradoxes are evident in workplace democracy, employee participation (Stohl
& Cheney, 2001), and gender issues (Martin, 2004). In contrast to logical paradoxes,
“social paradoxes are about a real world, subject to its temporal and spatial
constraints” (Poole & Van de Ven, 1989, p. 565). In part, organizational paradoxes
may exist or emerge based on these temporal and spatial constraints. For example,
work arrangements such as telework may generate inconsistencies in employees’ work
interactions that create a need to identify new ways of conducting work. Telework
may be associated with paradoxes such as flexibility—structure, individuality—
teamwork, and responsibility—control (Pearlson & Saunders, 2001).

Recently, studies have explored organizational paradoxes in remote work contexts,
by examining the extent to which consequences of remote work are incompatible
with each other, such that certain benefits of telework come at the expense of certain
drawbacks of telework. Gajendran and Harrison (2007) proposed and tested a
telecommuting paradox, in which telework was expected to afford greater autonomy
and lower work—life conflict while simultaneously damaging employees’ connections
to their colleagues and supervisors. This paradox was also tested in a study examining
the extent to which telework was associated with additional proximal outcomes that
benefit, and others that detract from, job satisfaction (Fonner & Roloff, 2010).
Neither study supported the proposed telecommuting paradox. Rather, findings
highlighted the benefits of telework and challenged the notion that teleworkers’
relational and informational ties are affected in ways that negatively influence
individual outcomes. Teleworkers appear to experience unique advantages based on
their ability to maintain a sense of distance from the collocated workplace. However,
when teleworkers establish a high degree of connectivity to others in the
organization, this may mitigate some of the benefits of remote work.

The current study focuses on this issue by testing the connectivity paradox
proposed by Leonardi et al. (2010). These scholars suggest that connectivity should
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be viewed as a paradox, as the technologies “that provide the connectivity for
teleworkers to successfully conduct work also create the opportunity for perpetual
connectivity that raises perceived obstacles to work” (p. 99). In other words, the
technologies that help teleworkers overcome their sense of distance and isolation may
also enable levels of connectivity that detract from the potential advantages of
working remotely. In a qualitative study testing this paradox, Leonardi and his
colleagues found that teleworkers’ connectivity diminished their sense of distance
from colleagues while simultaneously negating some of the valued benefits of their
work arrangement, such as flexibility and the ability to work with limited
interruptions. Technologies enabled teleworkers’ sense of connection with others
but also provided a means for office-based colleagues to communicate with
teleworkers at increasing levels, thus spurring the types of interruptions teleworkers
reported trying to avoid by working remotely. Although connectivity diminished
teleworkers’ sense of distance, the “constant connection with the office placed
informants in the center of discussions that they thought they would avoid by
becoming teleworkers” and the “enhanced levels of communication were impeding
them from focusing on their work” (Leonardi et al., 2010, p. 95). Ultimately, the
paradox was evident as the connectivity via various communication technologies
enabled a greater sense of connection with colleagues, but simultaneously counter-
acted many of the potential benefits of remote work, such as the ability to limit
interruptions and focus. We propose a quantitative model that tests this connectivity
paradox and examines its relationship to organizational identification.

To test the connectivity paradox, we evaluate outcomes associated with the
frequency of teleworkers’ communication with their colleagues and supervisor using
various media. Although the availability of various media may also generate
expectations for teleworkers’ connectivity, these expectations will primarily be
captured in the communication that occurs. In other words, when teleworkers feel
they are expected to remain connected, they will be responsive and communicative.
In the preliminary arguments leading to the development of the connectivity
paradox, Leonardi, Jackson, and Marsh (2004) state that, “despite their physical
separation from the office, workers are expected to remain connected to the
organization,” and “the most obvious manifestation of this connection is through
communication” (p. 161). Teleworkers’ communication using various media should
be significantly related to their experiences of social presence and to stress associated
with interruptions.

The first part of the connectivity paradox suggests that through the use of various
communication media, teleworkers decrease the perception of distance and feel more
connected to others. To test this, we examine the relationship between communica-
tion media use and teleworkers’ perceptions of social presence in their workplace
interactions. Social presence represents the degree to which communication media
enable users to evoke a sense of physical presence during an interaction (Short,
Williams, & Christie, 1976), as well as a sense of mutual understanding, involvement,
intimacy, and immediacy (Biocca, Harms, & Burgoon, 2003).
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Communication media afford varying degrees of social presence. Those with the
most available verbal and nonverbal cues are expected to produce the greatest
perceptions of social presence, with face-to-face communication enabling the highest
social presence (Short et al., 1976). However, social presence can be perceived in lean,
mediated environments (Gunawardena, 1995) and lean media such as email should
also contribute to users’ sense of social presence. Thus, we propose that teleworkers’
use of communication media will be positively related to their perceptions of social
presence.

The second part of the connectivity paradox suggests that connectivity may come
at a cost, as the use of various communication media also enables unwanted and
distracting interactions. We test this by examining the relationship between
communication media use and teleworkers’ feelings of stress arising from interrup-
tions. In general, telework enables employees to withdraw from unwanted workplace
communication and to secure uninterrupted time to work (Nardi & Whittaker,
2002). High-intensity teleworkers in particular have been found to derive job
satisfaction from their ability to avoid information overload, meetings and
interruptions, office politics, and work—life conflict (Fonner & Roloff, 2010). In
order to protect their uninterrupted time, teleworkers may strategically manage their
sense of distance from their colleagues (Leonardi et al., 2010). However, rich and
data-intensive communication technologies make it more challenging for teleworkers
to sustain this sense of distance. Increased connectivity exposes teleworkers to
workplace interactions that can be perceived as interruptions, such as scheduled
meetings (Luong & Rogelberg, 2005), informal conversations, (Jett & George, 2003),
and colleagues’ requests for help (Perlow & Weeks, 2002). These interruptions may
generate feelings of stress and time pressure as employees strive to accomplish tasks
(Jett & George, 2003). Unless teleworkers strategically disconnect or otherwise make
themselves unavailable (Leonardi et al., 2010), they will be exposed to interruptions
and in turn may lose some of the advantages of remote work.

H1: Among high-intensity teleworkers, the frequency of communication media
use will be positively related to perceptions of social presence and stress
arising from interruptions.

Linking the Connectivity Paradox to Organizational Identification

The aforementioned hypothesis tests the connectivity paradox and extends the
current literature by examining relationships between teleworkers’ use of specific
communication media and outcomes related to connectivity—namely, social
presence and stress from interruptions. We propose these outcomes will be related
to teleworkers’ organizational identification and build on previous research
emphasizing the relationship between communication media use and organizational
identification. For teleworkers, technology use may enhance identification by
“enabling the frequency, depth, and interactivity of communication processes”
(Wilson, O’Leary, Metiu, & Jett, 2008). Teleworkers’ use of rich media may help
establish a sense of proximity and similarity and promote feelings of identification
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(Pratt, Fuller, & Northcraft, 2000). Indeed, qualitative findings suggest that virtual
workers use technologies to establish relationships and maintain communication
crucial to their identification process (Leonardi et al., 2004).

However, quantitative studies examining the direct relationships between tele-
workers’ use of specific communication media and their identification have produced
relatively weak support for these relationships. In one study, use of advanced phone
technologies was significantly related to teleworkers’ organizational identification,
but use of electronic messaging technologies, basic desktop technologies, and delivery
service technologies was not (Scott & Timmerman, 1999). In another study,
significant relationships between teleworkers’ communication media use and
organizational identification emerged only when the amount of time spent
teleworking was included as a moderating variable (Wiesenfeld et al., 1999).
Employees working in the office less than two days a week experienced a significant
positive relationship between email use and identification, and those working in the
office two or more days a week experienced a significant positive relationship between
phone use and identification. Finally, Timmerman and Scott (2006) found that
communication media use was only related to virtual workers’ identification with
their team when attributes of their communication were evaluated as moderating
variables. Specifically, communication attributes influenced the relationship between
email use and team identification. Clearly, there is some evidence that communica-
tion media use has a positive relationship with identification, but overall these
findings have been relatively weak and inconsistent.

The connectivity paradox may help explain these findings. The paradox suggests
that increased connectivity via use of communication media may produce advantages
(e.g., social presence) and disadvantages (e.g., stressful interruptions) for teleworkers.
This builds on adaptive structuration theory (DeSanctis & Poole, 1994), which notes
that despite the inherent structural potential or restrictiveness of communication
technologies, they can be appropriated in ways that both constrain and enable
interaction. Put simply, employees’ choices regarding technology use may affect
qualities of their social interaction, which in turn affect key outcomes. Similarly, the
connectivity paradox suggests that teleworkers’ use of communication media may
influence their work interactions in positive and negative ways, which should help
explain outcomes such as organizational identification. Specifically, the weak or
nonsignificant relationships found between communication media use and organiza-
tional identification may be explained by the contradicting benefits and challenges
associated with the use of these media. The relationship between communication
media use and organizational identification may be best explained by examining the
perceptions of social presence and feelings of stress that are derived from
communicating through these media.

First, we propose a significant indirect relationship between communication media
use and organizational identification, through social presence. Increased use of
communication media should be positively related to teleworkers’ perceptions of
social presence, which in turn should augment the feelings of understanding and
common ground that facilitate organizational identification. Social presence has been
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equated with greater personalized communication and awareness of communication
partners (Ramirez & Zhang, 2007), and higher social presence conditions lead to
greater information accuracy, communication richness, appropriate communication,
and discussion quality (Lowry, Roberts, Romano, Cheney, & Hightower, 2006).
Experiencing enhanced communication and the ability to better observe organiza-
tional norms will aid teleworkers’ development of organizational identification. Just
as proximal environments help employees achieve common ground (Olson & Olson,
2000) and encourage positive social judgments of others (Burgoon et al., 2002), work
environments enabling a higher degree of social presence should produce similarly
positive experiences. When employees feel a sense of connection in their
interpersonal interactions, they will be more likely to perceive and adopt organiza-
tional norms, enact organizational identities, and feel a sense of belonging.
Experiencing social presence should positively affect employees’ organizational
identification, and social presence should help explain the relationship between
communication media use and identification.

Second, we propose a significant indirect relationship linking communication
media use to organizational identification, through stress from interruptions. This
may seem counterintuitive, as communication with others is an essential part of
enacting one’s organizational identity. However, organizational identification not
only includes the cognitive component through which employees perceive the extent
to which they belong and are a typical organizational member, it also incorporates an
affective component, through which employees experience the rewards of being an
organizational member (Tajfel, 1978). Feelings of stress from interruptions may
detract from the extent to which organizational membership is perceived as
rewarding, as employees generally react negatively when meetings and interruptions
increase their sense of time pressure and impede task accomplishments (Jett &
George, 2003). When employees perceive that meetings and interruptions inhibit
their focus, slow task completion, and generate stress, they may associate fewer
benefits with organizational membership.

Avoiding unwanted interruptions may be especially important for teleworkers,
who may expect their organizational role to afford the benefits of relative flexibility
and control over the work-home boundary. Telework and other nonstandard work
arrangements generate new forms of the psychological contract (Sparrow, 2000), in
which employees expect a certain degree of temporal flexibility and separation from
the organization (Ballard & Gossett, 2007). Constant connectivity and frequent
contact with organizational members may be perceived as a direct obstacle to
achieving the valued and expected benefits of the telework arrangement (Leonardi
et al., 2004). Hence, teleworkers may perceive ongoing interruptions as a violation of
their psychological contract, which has been linked to organizational identification in
conceptual research (Rousseau, 1998). Teleworkers who feel the organization is not
protecting the expected benefits of their work arrangement may be less likely to
perceive the rewards of organizational membership or may experience greater
challenges enacting their desired organizational role, and therefore may experience
lower organizational identification. Increased stress from interruptions should be
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negatively related to teleworkers’ organizational identification, and this relationship
will help explain the connection between media use and identification.

H2: (a) Social presence will be positively related to organizational identification,
and (b) stress from interruptions will be negatively related to organizational
identification.

H3: Communication media use will be indirectly related to organizational
identification through (a) social presence and (b) stress from interruptions.

Testing the Model for Office-Based Employees

Based on the prevalence of geographically distributed teams and the pervasive use of
communication technologies to complete work, the connectivity paradox may also
apply to office-based employees. These employees may also struggle to balance
maintaining a sense of connection with others and avoiding stressful interruptions.
Collocated work arrangements invite work-related interruptions (Hunton, 2005), and
constant connectivity (Perlow & Porter, 2009) and interruptions (Perlow & Weeks,
2002) can create stressful and dissatisfying outcomes among collocated employees.
Although office-based employees may not have the same expectations for flexibility
and autonomy as do teleworkers, they may feel less rewarded by their organizational
membership if their sense of boundary control is threatened. Office-based employees
may experience high levels of social presence due to their access to face-to-face and
other forms of communication media, but this highly interactive environment may
also enable frequent interruptions that generate anxiety and time pressure (Jett &
George, 2003). Thus, office-based employees’ organizational identification may be
affected by their perceived social presence and sense of stress from interruptions.

RQ: To what extent do the aforementioned relationships apply to office-based
employees?

Method
Sample and Procedure

The sample included 89 high-intensity teleworkers and 104 office-based employees.'
Snowball sampling was used to recruit participants to complete an online survey by
sending emails to personal contacts and to the alumni of a terminal Master’s in
Communication program at a midsized University. A study description and a link to
the online survey were also posted on two telework websites: The Telework Coalition,
http://www.telcoa.org, and Gil Gordon Associates, http://www.gilgordon.com.” To
qualify, participants self-selected into one of two categories (office-based employee or
telecommuter), based on their current work arrangement. Participants were not given
survey access if they indicated they did not fit into either category. After data
collection, 11 participants were removed because they did not meet study criteria.
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Demographics. Several demographic items were included based on their potential
link to study variables (see Table 1). Age may be associated with career demands, and
organizational position (ranging from administrative to executive) and organization
type (e.g., publicly or privately owned) may be associated with communication-
related expectations, job stress (Raghuram & Wiesenfeld, 2004), and organizational
identification. Organizational tenure and job tenure may affect how employees
respond to certain work arrangements (Bailey & Kurland, 2002) and their
organizational identification. Gender may be relevant, as women may exert more
effort to adjust to remote work (Hill, Miller, Weiner, & Colihan, 1998). Marital status
and children may increase employees’ desire to avoid interruptions in order to
prevent work—life conflict. Teleworking participants were significantly older,
#(191) =4.56, p <.001, r=.30, had longer job tenure, #(191)=3.29, p<.0l,
r=.22, and organizational tenure, #(191) =4.40, p <.001, r=.30, and were more

Table 1 Demographic Information and Descriptive Statistics

Teleworking employees Office-based
(N=89) employees (N=104)
M SD M SD
Age (years) 42.55 10.21 35.80 9.93
Organizational tenure (years) 10.36 8.95 5.40 6.67
Job tenure (years) 5.83 6.59 3.30 3.96
Frequency % Frequency %
Gender
Male 36 40.40 50 48.00
Female 52 58.40 53 51.00
Missing 1 1.10 1 1.00
Marital status
Single 9 10.10 37 35.60
Married 75 84.30 59 56.70
Divorced 5 5.60 8 7.70
Has children
Yes 64 71.90 45 43.30
No 25 28.10 59 56.70
Organizational position
Administrative 5 5.60 9 8.70
Entry level 4 4.50 7 6.70
Between entry level/midmanagement 23 25.80 28 26.90
Middle management 37 41.60 39 37.50
Upper management 5 5.60 10 9.60
Executive 5 5.60 3 2.90
Other 10 11.20 7 6.70
Missing 0 0 1 1.00
Type of organization
Privately owned 35 39.30 40 38.50
Publicly owned 44 49.40 40 38.50
Nonprofit 3 3.40 8 7.70
Public sector/government 4 4.50 5 4.80
Public education 1 1.10 6 5.80
Other 2 2.30 5 4.80
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likely to be married, ;(2 (2, N=193) =18.59, p <.001, @ =.31, and have children, )(2
(1, N=193) =16.01, p <.001, @ = —.29. There were no significant differences in
gender, organizational position, or organizational type.

Measures

Table 2 includes bivariate correlations and alpha coefficients. Table 3 lists scale items
and descriptive statistics. Unless otherwise noted, scale items were rated using a 7-
point Likert-type scale, with 7 representing the highest rating for a particular item.

Work arrangement. Participants self-selected into one of two work arrangement
categories. Telecommuters were those who have an ongoing arrangement to work at
least three days a week from a remote location in which they are physically isolated
from members of their organization (Konradt et al., 2003). We label these high-
intensity teleworkers (Gajendran & Harrison, 2007). Office-based employees were those
working in a collocated environment with members of their organization at least
three days a week. This category included consultants as well as employees working in
nonoffice work settings such as hospitals and schools. No independent contractors
were included in the sample.

Communication media use. Participants rated how frequently they communicate
with two separate targets (supervisor, colleagues) using face-to-face, videoconferen-
cing, phone, instant messaging, and email, on a 7-point scale from “not at all” to
“very often.” Responses regarding communication with each of the two targets were
summed and averaged to create a measure representing the overall use of each
medium (e.g., Wiesenfeld et al., 1999). Prior to doing so, a principal components
factor analysis was used to identify factors with items classified on a given factor
using the 60/40 rule as a benchmark (McCroskey & Young, 1979). An exploratory
analysis was used, as previous studies examining teleworkers’ media use with specific
communication partners have either not conducted a factor analysis (e.g., Wiesenfeld
et al, 1999) or have not factor analyzed items by medium and communication
partner (e.g., Scott & Timmerman, 1999). Factor analysis results conducted among
each of the samples indicated support for five two-item factors, representing use of
face-to-face communication, phone, videoconferencing, instant messaging, and email
with one’s supervisor and colleagues.

Social presence. There is no widely accepted measure of social presence, but the
original measure developed by Short and colleagues (1976) is the most commonly used
(Biocca et al.,, 2003). This includes the semantic differential items: unsociable—
sociable, insensitive—sensitive, cold—warm, and impersonal—personal. Building
upon these, Gunawardena (1995) developed 17 items to measure social presence in
a computer-mediated conference environment. Of these, Gunawardena and Zittle



Table 2 Bivariate Correlations and Alpha Coefficients for Study Variables

Variable 2 3

4 5

6

7 9 10 11 12 13 oc
1. Work Arrangement —.69"" 327 .02 207" 207 —.03 —.28" .06 327 23" 30" 29" NA
2. Face-to-Face —.24" 03 —.247  —21™ .08 30" —.03 19 —.10 —.18* —.23" .88
3. Phone .09 .04 39" .14 .04 .10 23" .19 23" .08 .76
4. Video Conferencing 19 12 .03 18" .05 17" .02 19" —.12 .82
5. Instant Messaging .11 .01 12 —.05 —.29" =197 —17" =07 .92
6. Email .04 12 11 —.05 —.10 —.05 .04 .83
7. Social Presence —.15" 25" —.04 .03 —.11 .09 .80
8. Stress from Interruptions —.15" =197 —19" —.10 —.17" .89
9. Identification 15" 11 A8 —.12 .88
10. Age 517 62" 50" NA
11. Job Tenure 55" 26" NA
12. Organizational Tenure 35 NA
13. Children (N =0, Y =1) NA

*p <.05, **p < .01.
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Table 3 Scale Items and Descriptive Statistics for Study Variables

Teleworking Office-based
employees employees
Measures M (SD) M (SD)
Communication medium use with supervisor and colleagues:
e Face-to-face 2.59 (1.30) 5.28 (1.52)
e Phone 5.47 (1.61) 4.34 (1.77)
e Videoconferencing 1.47 (1.15) 1.43 (0.92)
e Instant messaging 3.75 (2.62) 2.75 (2.32)
e Email 6.39 (0.93) 5.85 (1.59)
Stress from interruptions:
e How often do you feel your work is interrupted due to 3.20 (1.36) 3.92 (1.91)
scheduled meetings?
e To what extent are you frustrated due to the number of
meetings you must participate in?
e How often do you feel pressure because meetings take
you away from your work?
e To what extent do you feel interrupted when colleagues
talk with you?
e How often do your colleagues’ conversations with you
take you away from your work?
e To what extent do your colleagues’ conversations with
you generate anxiety, given the work that you need to
get done?
Social presence:
e Not at all interactive—very interactive 499 (1.07) 5.06 (0.91)

Not at all immediate—very immediate
Very impersonal—very personal
Very unsociable—very sociable
Very insensitive—very sensitive
e Very cold—very warm
Organizational identification:
When someone criticizes my organization, it feels like a 5.17 (1.39) 5.00 (1.29)
personal insult
e [ am very interested in what others think about my
organization
o When I talk about this organization, I usually say “we”
rather than “they”
e This organization’s successes are my successes
o When someone praises this organization, it feels like a
personal compliment
e If a story in the media criticized this organization, I
would feel embarrassed

(1997) identified the six that best represent the social connection and intimacy
afforded to communication partners. These six items were used in the current
study, including the original items above, and two additional items: not
immediate—immediate, and not interactive—interactive. A confirmatory factor
analysis verified the one-factor model, 7% (4, N=193) =4.36, p=.36, CFI =1.00,
RMSEA =.03.
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Stress from meetings and interruptions. Building upon research outlining the
negative consequences of meetings (Luong & Rogelberg, 2005) and interruptions (Jett
& George, 2003), an original six-item scale was used to represent employees’ anxiety,
frustration, and stress due to meetings and interruptions. A confirmatory factor
analysis verified the one-factor model, ;{2 (4, N=193) =1.58, p=.18, CFI =1.00,
RMSEA =.06.

Organizational identification. Mael and Ashforth’s (1992) six-item scale was used.
A confirmatory factor analysis verified the one-factor model, %% (6, N=193) =8.85,
p=.18, CFI =1.00, RMSEA =.05.

Results

Prior to testing the proposed model, the correlation matrix was used to identify
between-group differences and other relationships of interest (see Table 2).
Teleworkers were significantly more likely to communicate using the phone, instant
messaging, and email, but less likely to use face-to-face communication relative to
office-based employees. The two groups did not differ significantly in their use of
videoconferencing. None of the communication media were significantly related to
organizational identification, which aligns with previous studies that found
nonsignificant relationships between various communication media and teleworkers’
organizational identification (e.g., Scott & Timmerman, 1999). Teleworkers experi-
enced significantly less stress from interruptions compared to office-based employees,
but the two groups did not differ in their perceptions of social presence or feelings of
organizational identification.

Two analyses were used to test the model. The preliminary analysis involved a
multiple-group path analysis using AMOS 7.0 (Arbuckle, 2006) with Maximum
Likelihood Estimation.” This was used to determine whether the model could be
applied to both samples, and to identify which parameters should be constrained as
equal or allowed to vary across the two groups. Conventional standards were used,
CFI >.95; and RMSEA <.06 (Byrne, 2001). The unconstrained and partly con-
strained models were compared for fit differences.

The primary analysis was conducted using Mplus (Muthen & Muthen, 2007), as
the current version of AMOS does not test the individual indirect paths from a
predictor to the outcome variable. A multiple-group path analysis with Maximum
Likelihood Estimation was used to produce standardized parameter estimates and
95% bias-corrected confidence intervals for direct and indirect relationships specified
in the model. A bootstrapping method was used to evaluate each direct and indirect
path; 5,000 possible samples were created.

Preliminary analysis. The model included paths linking each of the five
communication media to social presence and to stress from interruptions, as well
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as paths linking social presence and stress from interruptions to organizational
identification. Demographic covariates were also included (age, job tenure,
organizational tenure, marital status, children). The model achieved a good level of
fit, ;{2 (42, N =193) =53.88, p=.10, CFI =.97, and RMSEA =.04, 90% CI (.000,
.066). Critical ratio tests indicated that two unstandardized parameter estimates
differed significantly between samples: instant messaging —stress due to
interruptions, z= —2.84, p <.05; teleworkers, p =.20, SE=.05, p <.0001; office-
based, p = —.02, SE=.06, p=.77; and stress due to interruptions —organizational
identification, z=4.26, p <.05; teleworkers, p = —.39, SE =.10, p <.001; office-
based, p =.18, SE =.09, p=.06. The overall model fit both samples with only two
deviations. Next, all parameter estimates were constrained as equal across teleworking
and office-based groups, with the exception of these links: instant messa-
ging —interruptions and stress from interruptions —identification. The partly
constrained model was a good fit, ){2 (52, N =193) =61.54, p=.17, CFI =.98,
and RMSEA =.031, 90% CI (.000, .058). A chi-square difference test was conducted
to determine whether the chi-square statistics of the unconstrained and the partly
constrained models differed significantly, ){2 (10, N =193) =7.66, p <.66. Con-
straining some parameters as equal did not significantly affect the model fit; a partly
constrained model was used for hypothesis testing.

Primary analysis. Using Mplus, a multiple-group path analysis was conducted for
the partly constrained model (see Figure 1). The model achieved a good level of fit, y*
(52, N =193) =62.18, p=.16, CFI =.97, and RMSEA =.05, 90% CI (.000, .083).
Table 4 includes standardized direct effects for teleworkers.

H1 proposed positive direct effects between teleworkers’s communication
media use and social presence and their stress from interruptions. Although all

Face-to-Face

Phone Social Presence

Organizational
Video conferencing Identification

Stress from
Interruptions

Instant Messaging

Email

Figure 1 Partly Constrained Model for Teleworkers. Darker Lines Indicate Statistically
Significant Relationships, p <.05.
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Table 4 Partly Constrained Model for Teleworkers

Standardized direct effects 0 SE
Face-to-face —»social presence .084 .065
Phone —social presence 127 .076
Videoconferencing —social presence .003 .081
Instant messaging —social presence .024 .073
Email —social presence —.005 .054
Face-to-face —stress from interruptions 156" .057
Phone —stress from interruptions .077 .065
Videoconferencing —stress from interruptions .1497 .073
Instant messaging —stress from interruptions 369" .086
Email —stress from interruptions 135" .046
Social presence —identification 254" .065
Stress from interruptions —identification —.393" .093

*p <.05; **p <.01; **p <.001

communication media except email were positively related to teleworkers’ percep-
tions of social presence—with phone communication showing the strongest link to
social presence, p =.13, z=1.68, p =.09, 95% CI ( —.021, .276)—none of these were
significant relationships. Conversely, teleworkers’ face-to-face, videoconferencing,
instant messaging, and email communication were significantly related to increased
stress from interruptions: face-to-face communication, p =.16, z=2.75, p <.006,
95% CI (.044, .269); videoconferencing, p =.15, z=2.04, p <.042, 95% CI (.006,
.296); instant messaging, p =.37, z=4.29, p <.001, 95% CI (.201, .534); and email,
p=.14, z=2.95, p <.003, 95% CI (.045, .225). H1 was partially supported.

A post-hoc analysis was conducted to determine whether certain communication
media had a stronger influence on social presence and stress from interruptions than
others. Within-group pairwise parameter comparisons from the partly constrained
model were evaluated for teleworkers. No significant differences were identified.

H2 proposed (a) a positive direct relationship between social presence and
organizational identification, and (b) a negative direct relationship between stress
from interruptions and organizational identification. As predicted, teleworkers’
perceptions of social presence were positively related, p =.25, z=3.91, p <.001, 95%
CI (.127, .382), and stress from interruptions was negatively related, p = —.39,
z= —4.22, p<.001, 95% CI (—.576, —.211), to organizational identification.
Pairwise comparisons from the partly constrained model indicated that the stress
from interruptions —organizational identification relationship was significantly
greater in magnitude relative to the social presence —organizational identification
relationship, z = — 5.483, p <.05. H2a and H2b were supported.

H3 proposed indirect relationships linking communication media use to
organizational identification, through (a) social presence and (b) stress from
interruptions. None of the indirect relationships linking communication media use
to organizational identification through social presence were significant. However,
the indirect relationships linking teleworkers’ media use to identification through
stress from interruptions were significant for the following media: face-to-face,
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p=—.06, z=—2.18, p<.03, 95% CI (—.117, —.006); instant messaging,
p=—.15 z= —3.16, p <.002, 95% CI (—.235, —.055); and email, p = —.05,
z= —247, p <.013, 95% CI (—.095, —.011). H3a was not supported; H3b was
partially supported.

Testing the model among office-based employees. Next, the multiple-group path
analysis was tested for office-based employees (see Figure 2). Some of the direct
effects found in the teleworking model were supported for office-based employees
(see Table 5 for standardized direct effects). Similar to teleworkers, all communica-
tion media except email were positively related to office-based employees’ percep-
tions of social presence, but these relationships were not significant. Office-based
employees’ phone communication also had the strongest association with social
presence, p =.16, z=1.72, p=.09, 95% CI (—.023, .345). Congruent with
teleworkers, office-based employees’ use of face-to-face communication and email
was positively related to their stress from interruptions; face-to-face, p =.19, z=2.83,
p <.005, 95% CI (.059, .325); and email, p =.25, z=3.21, p <.001, 95% CI (.095,
.394). The relationship between videoconferencing and stress approached statistical
significance, p =.13, z=1.85, p <.06, 95% CI ( —.007, .259). However, their use of
instant messenger was not significantly related to stress. Pairwise parameter
comparisons revealed no significant differences in magnitude in the relationships
between each of the communication media and social presence and between each of
the communication media and stress from interruptions. For office-based employees,
perceived social presence was significantly related, p =.23, z=3.75, p <.001, 95% CI
(.111, .336), but stress from interruptions was not significantly related, p =.18,

Face-to-Face

Phone Social Presence

Organizational
Video conferencing Identification

Stress from
Interruptions

Instant Messaging

Email

Figure 2 Partly Constrained Model for Office-Based Employees. Darker Lines Indicate
Statistically Significant Relationships, p <.05.
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Table 5 Partly Constrained Model for Office-Based Employees

Standardized direct effects 0 SE
Face-to-face —»social presence 112 .091
Phone —social presence .161 .086
Videoconferencing —social presence .003 .073
Instant messaging —social presence .024 .075
Email —social presence —.010 .107
Face-to-face —stress from interruptions 1927 .068
Phone —stress from interruptions .090 .076
Videoconferencing —stress from interruptions .126 .068
Instant messaging —stress from interruptions —.008 .100
Email —stress from interruptions 245" .076
Social presence —identification 233" .062
Stress from interruptions —identification 175 .098

*p <.05; **p <.01; **p <.001

z=1.79, p=.07,95% CI ( —.016, .366), to organizational identification. None of the
indirect relationships specified in the model were significant.

Discussion

We tested the proposed connectivity paradox among teleworking employees and
investigated its relationship to organizational identification. Study results extend
current knowledge regarding the disadvantages of connectivity and build upon the
limited extant empirical data evaluating teleworkers’ experience of interruptions and
associated outcomes (Hunton, 2005). Tests of the model among office-based
employees also provide unique insight.

Overall, teleworking and office-based employees’ use of communication media was
significantly related to experiencing stress due to interruptions, but was not
significantly related to feeling a personal connection in workplace interactions.
Face-to-face communication and email use were related to increased stress among
teleworking and office-based employees, and teleworkers’ instant messaging and
videoconferencing were also associated with stress. Clearly, teleworkers were the most
negatively affected by stress from interruptions. Teleworkers’ perceptions of social
presence and their stress from interruptions were significantly related to organiza-
tional identification, but the latter relationship was greater in magnitude. Significant
indirect relationships connected teleworkers’ use of face-to-face communication,
instant messaging, and email to their organizational identification, through stress
from interruptions. The negative relationship between teleworkers’ stress from
interruptions and their organizational identification is crucial to understanding the
link between media use and organizational identification. These findings highlight
several conclusions about connectivity that align with Leonardi and colleagues’
(2010) qualitative study and extend the literature on identification in the remote
work context. To follow, we highlight five primary conclusions and potential
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interpretations of study findings and address considerations for the model moving
forward.

First, although the connectivity paradox was not supported, some of its basic
tenets were upheld. The connectivity paradox presumes that connectivity is both
advantageous and detrimental to teleworkers, by enabling personal connections and
collaborative work while also inviting unwanted interruptions that potentially
threaten some of the valued attributes of remote work. Study findings indicate
that frequent use of most communication media may “enable distributed work” by
positively affecting social presence, but that connectivity is more likely to “undermine
the benefits of working away from team members” (Leonardi et al., 2010, p. 88) by
generating stressful interruptions. Although the use of face-to-face, videoconferen-
cing, instant messaging, and phone communication were positively related to
teleworkers’ perceptions of social presence, these relationships were not significant.
The benefits of increased communication on perceptions of social presence appear to
be minimal. However, teleworkers’ use of all types of communication media except
the telephone increased their stress from interruptions. The increased communica-
tion afforded by various media is not necessarily positive, and there may be distinct
disadvantages associated with connectivity.

Thus, two basic assumptions of the connectivity paradox were supported. First,
teleworkers’ sense of connection with others does not appear to be hindered by their
limited access to face-to-face communication and reliance on mediated commu-
nication. Teleworkers and office-based employees reported similar perceptions of
social presence, indicating that working remotely does not necessarily diminish the
sense of personal connection in workplace interactions. Teleworkers feel overly
connected to, and have good reason to protect their sense of distance from, the
collocated workplace, as suggested by Leonardi and his colleagues (2010). The use of
various communication media may aid employee collaboration, but higher
connectivity also invites interactions and disruptions that place unwanted demands
on teleworkers’ time. As teleworkers incorporate various media into their work
routine, their colleagues may perceive them as more available for meetings, task and
social exchanges, and “live” conversations. In turn, these interruptions generate stress
and may threaten some of the known advantages of remote work, such as autonomy,
productivity, and work—life balance (Shia & Monroe, 2006).

Second, results provide new insight into the relationship between connectivity and
teleworkers’ organizational identification. Previously, scholars have suggested that
“by changing the social, physical, and psychological context of work,” telework may
increase the need for organizational identification while also making identification
more difficult to develop and sustain (Thatcher & Zhu, 2006, p. 1079). The rationale
behind this argument is that telework may lead to isolation and uncertainty regarding
the relationship with the organization (Baruch, 2000) and that a reliance on mediated
communication presents an obstacle to teleworkers’ enactment of organizational
identities (Thatcher, Doucet, & Tuncel, 2003). Our study questions some of these
assumptions and provides an alternate view on the challenges associated with
teleworkers’ connectivity and organizational identification. Contrary to the notion
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that distance from the collocated workplace hinders teleworkers’ organizational
identification, findings indicate that teleworkers feel less identified with the
organization when constant connectivity threatens the expected benefits of their
work arrangement. Compared to employees in other alternative work arrangements
(e.g., temporary work) whose organizational identification is hindered when they are
kept at “arm’s length” from the organization and its members (Gossett, 2002, p. 385),
teleworkers’ organizational identification appears to be hindered by stressful
interruptions brought on by frequent communication with colleagues and super-
visors.

Third, teleworkers may expect or desire certain levels of connectivity, and when
that threshold is crossed, they may begin to perceive fewer rewards associated with
organizational membership. High-intensity teleworkers in particular may hold
distinct expectations for communication norms, levels of information exchange,
and other issues related to workplace interactions. Conversely, employees working
primarily in a collocated environment may anticipate and be inoculated against the
effects of ongoing communication. Our study supports this notion. Office-based
employees reported significantly greater levels of stress due to interruptions
compared to teleworkers, but their organizational identification was not related to
this stress. Previous research has also shown that office employees need and exchange
more information than field employees, and that their job satisfaction is more closely
linked with receiving a variety of information (Rosenfeld, Richman, & May, 2004).
Office-based employees may feel that a high degree of connectivity with others is
expected and therefore not problematic to their organizational identification, whereas
teleworkers may feel that constant connectivity counters their organizational role
expectations. Teleworking arrangements may enable or require a nontraditional
psychological contract with the organization (Sparrow, 2000), in which employees
provide hard work and extra-role effort in return for flexibility, autonomy, and the
ability to manage their work-life boundary.

Fourth, teleworkers may react negatively to work-related interruptions because
they have a lower need for organizational identification or they have a greater desire
to balance organizational, occupational, and home-based identities (Thatcher & Zhu,
2006). When work-related interruptions generate time pressure and make it more
difficult for teleworkers to manage their workload, teleworkers may experience
difficulty maintaining their other-related identities. Although it is possible that
different identities are “loosely coupled” (Mael & Ashforth, 1992), in that changes in
one may not affect the other, it is likely that one’s personal, group, organizational,
and occupational identities are both compatible and competitive (Scott et al., 1998).
When employees perceive competition between their identities—especially those
related to personal and work-related roles—this may generate role conflict and lead
to negative outcomes (Kossek & Ozeki, 1998), including lower organizational
identification.

Fifth, tests of the connectivity paradox among office-based employees suggest that
collocated workplaces enable communication, but that more communication is not
always better. Office-based employees’ use of face-to-face and email communication
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was related to feelings of stress due to interruptions. Although office-based
employees’ feelings of stress from interruptions were not related to their organiza-
tional identification, this stress may be linked to other negative individual and
organizational outcomes. Previous research suggests that collocated employees may
become frustrated when they cannot avoid unwanted interruptions (Perlow & Weeks,
2002) and experience positive outcomes when the organization provides ways to
disconnect from workplace communication (Perlow & Porter, 2009). Our study
extends this line of research by providing initial evidence that office-based employees
may also need to proactively manage their connectivity to avoid unwanted and
stressful interruptions. This will be an important area of continuing research, as
geographically distributed teams, knowledge-work, and new technologies become
more prevalent in organizations and decrease the gap between teleworking and office-
based employees’ communication and experiences.

Although this study provides useful findings, we acknowledge that some relation-
ships were not supported in the proposed model. Specifically, it was surprising that
none of the communication media were significantly related to social presence.
Perhaps additional contextual variables should be evaluated in order to fully
understand the relationship between communication media use and feelings of
presence in remote work environments. Some scholars have suggested that “social
presence should be conceptualized as a transient phenomenological state that varies
with medium, knowledge of the other, content of the communication, environment,
and social context” (Biocca et al., 2003, p. 469). This reinforces some aspects of
Carlson and Zmud’s (1999) channel expansion theory, which notes that users’
perceptions of communication medium richness will be influenced by their
experience with the medium, communication partner, topic, and organizational
context. Future considerations of the social presence afforded within teleworkers’
interactions might also evaluate contextual issues in addition to the frequency of
medium use and the availability of verbal and nonverbal cues.

Burgoon and colleagues’ (2002) interactivity principle may also inform adapta-
tions of the model. Future studies examining the connectivity paradox might explore
how structural aspects of communication media (e.g., contingency, participation,
proximity, and synchronicity) enable stress from interruptions as well as “processual”
aspects of interactivity, including degree of involvement, interaction ease and
coordination, and mutuality (p. 660).

Finally, additional tests of the model may benefit from examining collea-
gues’ expectations—both perceived by teleworkers and reported by office-based
colleagues—for teleworkers’ connectivity, in addition to examining teleworkers’
strategic choices for utilizing communication media to deal with those expectations.
Perhaps the paradox is more clearly evident when expectations for connectivity and
strategies for appropriating media are considered. Our model tested the paradox by
examining teleworkers’ self reported connectivity. This may reflect strategic behavior
aimed at increasing connectivity but could also reflect responses to contacts from
others. It is possible that the paradox is more evident when employees are asked about
expectations for connectivity and their strategic use of media (cf. Leonardi et al., 2010).
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Practical Applications

Communicating via technology will be necessary for most teleworking employees to
remain active and productive members of their organizations, and may lead to
constructive outcomes such as establishing collaborative partnerships and accom-
plishing tasks. However, study results indicate some disadvantages of frequent
interaction with others via various communication media. Therefore, teleworkers
should strategically manage their connectivity in order to balance the benefits and
drawbacks of communicating with others.

Telworkers may benefit from establishing clear expectations with their supervisors
and colleagues regarding technology use and connectivity. Often, teleworkers’
frustration stems from office-based colleagues’ tendency to go “overboard” in
making sure they are not left out of the office communication loop (Leonardi et al.,
2010, p. 95). By proactively communicating with colleagues about connectivity
expectations, teleworkers may construct boundaries that alleviate some of the stress
associated with supervisory and collegial communication. Although communicating
about connectivity expectations may appear to diminish teleworkers’ autonomy and
flexibility, it may enhance their ability to schedule time to disconnect and focus on
work. These strategies may also be useful for office-based employees, who benefit
from scheduled blocks of “quiet time” to work uninterrupted (Perlow & Weeks,
2002), and from prescheduled time away from workplace communication (Perlow &
Porter, 2009). Transparency regarding teleworkers’ availability may also benefit office-
based employees, who have been found to experience dissatisfaction when telework is
prevalent in the organization (Golden, 2007).

Study findings emphasize a need to address the stress and time pressure associated
with the constant barrage of workplace communication. For both teleworkers and
office-based employees, face-to-face and several forms of mediated communication
were associated with stress from interruptions. More communication is not always
better, and organizations should develop cultural norms focused on streamlined
communication. This may include limiting mass emails, diminishing the number of
weekly meetings, creating information stores and other locations where employees
can proactively access information, and fostering an environment where employees
can schedule uninterrupted time to work. In addition, results indicate that phone
communication generally does not induce the degree of stress relative to other forms
of communication media. Organizations may wish to promote phone communica-
tion and simultaneously encourage employees to be cognizant of overcommunication
using other forms of communication media.

Limitations and Future Directions

We acknowledge limitations to our study. Participants were not selected randomly;
the study evaluated high-intensity teleworkers and findings may not transfer to other
types of telework arrangements. Self-report data may not reflect accurate assessments,
and because the study was conducted using a cross-sectional design, inferences
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cannot be clearly drawn about causality. Future research should examine employee
communication patterns and identification development over time. Initially,
teleworkers’ use of specific media may enhance their perceptions of social
presence—and ultimately their organizational identification—but over time these
benefits may decline and the hindrances of increased communication may become
more salient. Future studies should also examine employees working within the same
team or organizational norms. In addition, we did not account for teleworking
employees’ previous work in the collocated office, or the degree of geographic
distribution among employee work teams, both of which may have affected study
variables. The model outlines the proposed directionality of relationships, but
alternative directions may also need to be considered. Although we did not measure
whether teleworking was voluntary or required, it is possible that employees chose
telework to avoid stressful interruptions. The stressful interruptions employees
experience may prompt work arrangement and technology use choices. Similarly,
although our model suggests that teleworkers who experience higher stress from
interruptions will experience lower organizational identification, it is possible that
teleworking employees with a stronger sense of organizational identification may
experience lower levels of stress associated with interruptions because they perceive
greater relevance of that communicative activity for the organization and their role
within it.

Numerous potential directions emerge from this study. One next step includes
exploring whether telework affects employees’ felt need for connectivity and the
desire to enact organizational and other-related identities. Teleworkers may assume
their work arrangement will be isolating (Connaughton & Daly, 2004), which may
shape expectations regarding availability, connectivity, and the types of interactions
they will engage in with others. Alternatively, teleworkers may primarily identify with
their work team. Relationships between media use, feelings of presence, and stress
may relate to team communication attributes that have been linked to team
identification in previous research (Timmerman & Scott, 2006). Scholars should
explore relationships between teleworkers’ communication-related expectations and
experiences and their development of organizational and team-based identification.

Studies should also identify issues related to boundary management and
identification. Teleworkers who are able to structure boundaries and alleviate the
stress associated with workplace interactions may feel greater identification and
belonging. Scholars should build upon Leonardi and colleagues’ (2010) findings to
explore how teleworkers manipulate their use of technologies in order to regain
control over their work environment and sustain a sense of distance from the
workplace. This would identify the spatial, temporal, communicative, and behavioral
boundaries that teleworkers develop to prevent spillover between work and home.
Scholars might also consider coworkers’ expectations for teleworkers’ connectivity
and how those factor into teleworkers’ management of their connectivity and work-
home boundary.

Finally, individual differences and contextual factors may moderate relationships
in our model. Extraversion and previous time working in the collocated office might
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influence the extent to which teleworkers’ increased communication with others
generates stress. The need for organizational identification, the importance of other-
related identities, and the desire for rigid or fluid work-home boundaries may affect
the extent to which interruptions negatively influence teleworkers’ organizational
identification. Job autonomy, task interdependence, and whether teleworking is
voluntary may also influence model outcomes.

In sum, our results indicate that teleworkers sustain a high level of connectivity to
the workplace despite limited face-to-face communication. However, frequent
connectivity is positively related to stress due to interruptions, which is negatively
related to their organizational identification.

Notes

[1]  Twenty two participants had limited missing data; nearly all of these missed just one survey
question. Missing data did not form a pattern and appeared to be due to oversight rather
than a deliberate attempt to skip certain questions. Each scale item was missing between 0
and 3 responses. To determine how missing data were distributed among the two groups, a
new variable was created to code for subjects with at least one value missing on a study
variable. A chi-square test revealed no significant difference in missing data among
teleworking and office-based groups, ;{2 (1, N=193) =.95, p=.33, ® = —.07. Because
empty cells were few and were distributed across scale items and the two groups, these 22
cases were included in the sample. No data were missing from demographic controls used in
the study.

[2]  Twenty telecommuters and fourteen office-based employees accessed the survey through one of
the telework-related websites.

[3]  Telework and office-based work were labeled as grouping variables, which produced separate
unstandardized parameter estimates for each group and one set of fit statistics for the model.
Critical difference ratios, or z-scores, were used to compare differences between the
parameter estimates derived for each sample.
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