
Master Thesis 

HALMSTAD 

UNIVERSITY 

Master's Programme in Strategic Entrepreneurship for
International Growth, 120 credits

How do managers handle their time? A
descriptive study about the Temporal
Dispositions of middle- and low-level
managers

Exploring the correlation between Time urgency and
Pacing styles

Master's Programme in Strategic
Entrepreneurship for International Gro

Halmstad 2019-05-21

Myasnik Galstyan, Hebron Tuji



ACKNOWLEDGEMENTS 

  
Firstly, we would like to express our gratitude for valuable suggestions and guidance which we got                
from our beloved supervisor Pia Ulvenblad and examiner Susanne Durst. Secondly, we are very              
thankful to all managers who agreed to participate in our survey and provided us with imperative                
data. 

We would like to thank our parents. We are eternally grateful to you for supporting and believing in                  
us. 

Finally, we are thankful to all our friends for their help and support. Personally, we are grateful to                  
our friend Harrison John Bhatti. Our highest appreciation for everything you did for us! 

Thank you!  

  

Halmstad, 2019-05-21 

  

  

Myasnik Galstyan Hebron Tuji 

  

___________________________                   ___________________________ 

  

  

  

  

  

  

 

 



 
 

ABSTRACT 
 

Title: How do managers handle their time? A descriptive study about the Temporal            
Dispositions of middle- and low-level managers: Exploring the correlation between          
Time urgency and Pacing styles 

Authors: Myasnik Galstyan & Hebron Tuji 

Level: Master thesis, 30 hp 

Keywords: Temporal disposition, Time urgency, Pacing style, Manager 

Background: In modern business environment, time becomes more and more valuable resource for             
organizations. The way managers will organize their time for completing managerial           
tasks, will influence not only job performance but inner feelings and job satisfaction,             
and, eventually, organizational performance. Research uses the term temporal         
dispositions for analyzing how people are seeing the time. Temporal disposition has            
different elements and each of them are considering a different viewpoint of how             
people perceive the time. We found out that the connection between two basic             
elements of temporal disposition, time urgency and pacing styles, are not researched            
properly which leads into a misunderstanding about these concepts. 

Research       What is the correlation between time urgency and pacing styles of middle- and  
Question:       low-level managers? 

Purpose: The purpose of this study is to discover the correlation between two different elements               
of temporal dispositions (time urgency and pacing styles) through measuring the time            
urgency and pacing styles of middle- and low-level managers. Further, this study            
aims to enhance our understanding about Swedish managers’ time urgency and           
pacing styles. Finally, the thesis attempts to expand the academic field of temporal             
disposition through explaining how the way managers are feeling about time (time            
urgency) affects how they are distributing their time for completing managerial tasks            
(pacing styles). 

Method: The quantitative research has been used in this study. A questionnaire with 10 items               
has been developed for this study, and 122 managers have been participated in the              
survey. 

Theoretical     Theories about temporal disposition, management levels and managerial work has  
Framework:   been used. Within the theory of temporal disposition, time urgency and pacing styles  
                         have been examined. 
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Findings: The following correlation between time urgency and pacing styles has been found:             
time urgency is positively correlated with U-shaped pacing style and negatively           
correlated with steady-action style. We have not found any significant correlation           
between time urgency and deadline-action pacing style. Further, this study found           
that time patience (the opposite of time urgency) is positively correlated with            
steady-action pacing style and negatively correlated with deadline-action pacing         
style. Similarly, results have shown that U-shaped pacing style is used both by time              
urgent and time patient managers. Finally, we found that middle-level managers are            
mostly time urgent and using U-shaped pacing style when completing managerial           
tasks while low-level managers are mostly time patient and using steady-action           
pacing style.  
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1. Introduction 
This chapter introduces the main problem which this study aims to solve. First, the background of                
the problem is presented through explaining the importance of time in managerial work. Second, the               
idea of temporal dispositions is presented with its main elements, which are the time urgency and                
pacing styles. Further, different scholars’ viewpoints are discussed regarding the connection           
between time urgency and pacing styles and various explanations are shown because they are              
leading into a misunderstanding about these two elements. Finally, the question of why time urgency               
and pacing styles are important especially for middle- and low-level managers is discussed. The              
discussion is finalized with the research gap and empirical as well as theoretical problems caused               
by the gap.  

1.1 Problem Background 
Time is an essential and very limited resource and how managers are utilizing their time is vital for                  
organizational performance (Chen & Nadkarni, 2017; Hassard, 2017). Nowadays, new market           
tendencies, continuous technological progress and fierce competition require the managers to make            
important decisions and complete projects in shorter and shorter time frames (Khajeheian,            
Friedrichsen, & Mödinger, 2018; Prajogo, 2016). How managers are utilizing their time, have             
tremendous effect on their thoughts, feelings and job quality (Block & Grondin, 2014; Hancock &               
Block, 2012). The middle-level managers (such as managers of a department or a branch) are               
sending the commands and vision of top management to low managers who are directly interacting               
with employees (Rezvani, 2017). In this pyramid structure, all the actors should react on time. If the                 
middle and low managers are not utilizing their time properly, they would fail to complete their                
tasks which eventually would create a situation when the commands of top management are not               
obeyed (Church, 2018). Managers could not plan and complete their tasks and do their liabilities if                
they are not meeting deadlines (Chen & Nadkarni, 2017; Knapp & Zeratsky, 2018; Parker, 2018).               
As a result, organizational performance would decrease. 

Time is a very wide research area and when it comes to organizational context, time continues to be                  
“perhaps the most neglected critical issue” as stated by Kozlowski & Bell (2003, page 364).               
Numerous scholars in future research sections have offered to focus on time management issues in               
organizations (Eisenhardt, 2004; McGrath & Tschan, 2004; Mohammed, Hamilton, & Lim, 2009). 

The term Temporal disposition is used for analyzing the individuals’ behavior towards time.             
Temporal disposition describes how individuals are utilizing their time for completing tasks (Chen             
& Nadkarni, 2017; Hassard, 2017). Although temporal disposition contains many elements, two of             
them would be important from the viewpoint of understanding the temporal behavior of managers.              
The two elements are time urgency, depicting how managers are generally perceiving time (Briker              
& Walter, 2017; Landy, Rastegary, Thayer, & Colvin, 1991; Qamar, Aziz, & Mehboob, 2017), and               
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pacing styles which describes how individuals are distributing their time and effort for meeting              
deadlines (Gevers et al., 2015, Gevers et al., 2016). Time urgency is related to general feelings about                 
time and it is shaping the temporal behavior of managers (Martinez, 2015; Mohammed & Harrison,               
2013). How managers are utilizing their time affects their job performance, the quality of work and                
their inner feelings (Claessens, 2004; Gevers et al., 2015). If managers would try to complete               
managerial tasks according to their temporal dispositions which is unique from person to person, it               
would lead to better work progress, feeling of self-confidence and increased productivity. At the              
same time, if managers are trying to force themselves to finish a task quickly and adopt pacing style                  
which is not fitting them, it would create stress, dissatisfaction from job, fear to lose the job and low                   
work quality (Claessens, 2004). Thus, both time urgency and pacing styles have significant impact              
on managers’ health and job performance.  

How managers are perceiving time (seeing time as enemy and always hurrying or feeling patient               
about time) could shape the way of allocating time for meeting deadlines. In other words, time                
urgency influences the pacing styles of managers. The question of what is the exact correlation               
between these two elements of temporal disposition, still remains not answered. 

As time is significant and constrained for everybody, utilizing time appropriately is beneficial. And              
it is essential to bring issues to light and build information for individuals to have control of their                  
time, to bring down feeling of anxiety, and causes them to focus, which prompts more profession                
achievement by focusing on the temporal dispositions of the middle and low managers and              
investigate how the managers are utilizing their time for completing their tasks as recently acquired               
area of research. 

Thus, this research attempts to discover the connection between time urgency and pacing styles              
which would give the following benefits: firstly, it would fill the gap in temporal dispositions theory                
which currently is lacking to connect these two elements. Secondly, this research would increase the               
awareness among managers about their temporal dispositions. It would help to adapt better time              
management practices, increase job performance and decrease the level of stress among Swedish             
managers. 

1.2 Problem Discussion 
This chapter is going to focus on the following central concepts which are relevant for this research                 
and have been discussed by previous research: Temporal individual differences (temporal           
dispositions) (I), time urgency (II), pacing styles (III), connection between time urgency and pacing              
styles (IV), temporal dispositions of middle- low-level managers (V). Ultimately, the discussion will             
lead into research gap (VI), and the chapter will end with the discussion summary. 

The conceptualization of time is multidimensional and it was outlooked with various fields of study                
(Knapp & Zeratsky, 2018; Maglio & Trope, 2018; Nowotny, 2018; Peetz & Wohl, 2018). The               
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concepts of time and time management are very complex (Muller, 2016) and simultaneously,             
different science directions, such as psychology (Carstensen, 2006; Nowotny, 2018; Wittmann,           
2013), management (Parker, 2018; Selk, Bartow, & Rudy, 2015), marketing (Collom & Lasker,             
2016; Godin, 2018; Varki, 2016), economics (Muda & Hasibuan, 2018), are examining the             
conception from different viewpoints. The main reason is that the time is an indispensable variable               
in human life and particularly, in organizational activities, such as decision-making, planning,            
making of strategy, producing goods, establishing relationships with business-partners (Golden,          
2012). 

Temporal dispositions are relating to people’s behavior towards the time and each element of the               
temporal dispositions are capturing a specific viewpoint of how people are behaving with the time.               
The term temporal disposition is relatively new and it was introduced by Chen & Nadkarni (2017).                
In literature, temporal dispositions are called temporal (or time-based) individual differences (I)            
by scholars (Gevers, Mohammed, & Baytalskaya, 2015; Mohammed & Nadkarni, 2011; Nadkarni,            
Chen, & Chen, 2016; Nowack, Milfont, & van der Meer, 2013; Roe, Waller, & Clegg, 2008; Thoms                 
& Blasko, 2004) and include time urgency, pacing styles and time perspective (shows people's’              
views towards present, past and future). Some authors are considering time urgency and pacing              
styles as basic temporal individual differences while others are adding time perspective. Time             
perspective captures the people’s orientation towards time and divides people into present-oriented            
(focusing more on present and making short-term plans) and future-oriented (focusing on future and              
making long-term plans) categories. Numerous scholars in the field of temporal individual            
differences state that temporal individual differences are capturing various angles of how a person              
sees the time and every person has all the elements of the temporal differences (Bloun & Janicik,                 
2002; Gevers et al., 2015; Mohammed & Nadkarni, 2011; Waller et al., 2001).  

The notion time urgency is quite old and scholars started to research time urgency (II) in the 1970s                  
(Carver, Coleman, & Glass, 1976; Glass, Snyder, & Hollis, 1974) and it was found that some people                 
are always feeling hurry and trying to do everything as quick as possible. They are perceiving time                 
as a very limited resource which should be utilized efficiently. This behavior was named time               
urgency and it was discovered that high level of time urgency could cause coronary heart disease                
(Burnam, Pennebaker, & Glass, 1975; Carver et al., 1976; Glass et al., 1974; Landy et al., 1991).                 
Time urgent people are creating their own deadlines, hurrying to complete tasks and are always               
checking how much time left until the deadline (Briker & Walter, 2017; Landy et al., 1991;                
Mohammed & Nadkarni, 2011; Strube, Deichmann, & Kickham, 1989; Waller, Giambatista, &            
Zellmer-Bruhn, 1999). Similarly, people with the opposite behavior are called non-time-urgent or            
time-patient people (Mohammed & Nadkarni, 2011; Chen & Nadkarni, 2017). They are not             
hurrying, feeling relax and the speed of completing tasks are not important for them. 

Scholars describe time urgency and time patience from the viewpoint of time pressure as well. Time                
urgent people are seeing time pressure as a motivational factor which increases their speed of               
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completing tasks (Briker & Walter, 2017; Martinez, 2015; Strube et al., 1989; Waller et al., 1999).                
Since time urgent people are always hurrying, time pressure is an additional factor for them to finish                 
tasks quickly. Time pressure could create stress among time patient people because they like to               
work in a relaxing atmosphere (Landy et al., 1991). Meanwhile, some scholars mention that time               
pressure could have a negative impact on time urgent people (Gärling, Gamble, Fors, and Hjerm,               
2016; Salas and Martin, 2017) because the brain is not working efficiently under time pressure               
which leads into wrong decisions. Chen & Nadkarni (2017) and Mohammed & Nadkarni (2011)              
argue that time urent people are already seeing the time as a limited resource, therefore, time                
pressure makes them to feel extremely hurried which increases the stress among them. Thus, if time                
urgent people are facing time pressure as well, they are becoming angry and stressed because they                
are trying to complete tasks at shortest time possible. Qamar et al. (2017) adds that time pressure                 
causes stress which leads to lower job performance. However, Avery et al. (2016) state that time                
urgent people are usually scheduling their day and planning which tasks are they going to complete                
during a day. Time pressure cannot make time urgent people stressed since they are not trying to                 
complete everything in one day. Time urgent people know what to do today and what to plan for                  
tomorrow (Avery et al., 2016; Briker & Walter (2017), Martinez (2015), Waller et al. (1999).               
Furthermore, Briker & Walter (2017), Martinez (2015) and Waller et al. (1999) claim that the               
concept of time urgency is not fully understood. Time urgency should not be associated with               
extremely hurrying behavior and if a person is time urgent, it does not mean that he/she is always                  
feeling extremely hurried. Indeed, time urgency describes a behavior when people are trying to              
utilize their time as efficiently as possible through speeding up their efforts. Time urgent people do                
feel hurry, but it does not reach to extreme levels. Otherwise, it would be impossible for time urgent                  
people to focus on something. Qamar et al. (2017) agree with this explanation and clams that time                 
urgency is more widespread than time patience, and very little part of time urgent people are feeling                 
extremely hurried while mostly time urgent people are working faster and they like to complete their                
tasks in a shorter time period. 

Next element of temporal individual differences is pacing styles (III) which shows how people are               
allocating their time for completing a task. Pacing styles show when people prefer to put maximum                
effort for completing a task (Blount and Janicik, 2002; Chen & Nadkarni, 2017) . Three types of                 
pacing styles are widespread in current research: U-shaped action, steady-action and deadline-action            
pacing styles (Roe et al., 2008; Chen & Nadkarni, 2017; Blount and Janicik, 2002; Kim et al., 2016).                  
People with U-shaped action pacing style prefer to put maximum effort during the beginning and               
ending periods of given time. U-shaped style helps people to feel competent since they are               
completing some part of a task during the beginning. Аt the middle, U-shaped pacers are taking a                 
break and then they finish the rest part of a task at the ending period of given time (Roe et al., 2008;                      
Blount and Janicik, 2002). Steady-action style refers to people who spread their effort equally and               
step-by-step. People with steady-action style are not hurrying to complete tasks quickly and they              
finish small parts every day (Chen & Nadkarni, 2017). Some researchers connect pacing styles with               

9 

 



 
 

the complexity of a task. If a task is a project and requires long time for finishing, the best way                    
would be the steady-action pacing style. Especially in organizational context, managers have to             
complete big projects and it is impossible to work whole day and try to finish it in a short period of                     
time. They can try to finish it quickly, but the quality of work will be low (Blount and Janicik, 2002;                    
Kim et al., 2016). People with deadline-action style are putting their effort when the deadline is near                 
since the upcoming deadline is energizing them to think faster and finish the task within the                
deadline. The feature of deadline-action style is that people are intentionally waiting until the              
deadline comes because during that time their brain is working actively (Chen & Nadkarni, 2017) .                
Although some authors claim that deadline-action style makes people to hurry and it decreases job               
performance (Blount and Janicik, 2002; Kim et al., 2016), other authors state that if brain works                
faster near the deadline, it helps people to fully focus on the task, therefore, the job quality will not                   
decrease (Roe et al., 2008).  

When it comes to the connection between the time urgency and the pacing styles (IV), a quite                 
interesting explanations are offered by the literature. On one hand, scholars are stating that              
individual temporal differences are capturing different viewpoints of how people are seeing the time              
(Bloun & Janicik, 2002; Gevers et al., 2015; Mohammed & Nadkarni, 2011; Waller et al., 2001).                
Thus, according to the literature, all the elements are different from each other. Since they are                
different, every person has all the elements of temporal dispositions. When focusing on one element,               
scholars are usually explaining how that element is different from others. However, the question              
how one element affects another, still remains out of focus.  

On the other hand, the explanations are leading into misunderstanding about these two elements. For               
example, Chen and Nadkarni (2017, pp. 35-36) discuss the temporal dispositions of top managers              
and in the article, a small section refers to explaining how time urgency differs from pacing styles. It                  
is mentioned that time urgent people are hurrying during the whole period of task completion, and                
they are feeling extremely stressed when the deadline is near. However, the people with early-action               
or deadline-action pacing style are not feeling hurried, and they just put more effort during the                
beginning point or near the deadline. Similarly, Mohammed & Nadkarni (2011, p. 490) state that               
time urgent people are always feeling hurry while people who have deadline-action pacing style do               
not feel hurry. Therefore, it can be assumed that a person could be whether time urgent/time patient                 
or use certain pacing style which contradicts the idea that every person has all the elements of                 
temporal individual differences. The contradiction could lead into wrong conclusions such as that             
time urgent people do not have any pacing styles, people with early-action or deadline-action pacing               
styles cannot be time-urgent or time-patient. This kind of statements cannot be found in the research.                
Here the real idea of Chen and Nadkarni (2017) and Mohammed & Nadkarni (2011) was to show                 
that time urgency and pacing styles are different from each other. That is true, but the problem is                  
that the authors are just showing the difference between time urgency and pacing styles so the                
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following misunderstanding could be created: since time urgency is different from pacing styles,             
there is no any connection between them. 

Simultaneously, Briker & Walter (2017), Martinez (2015), Waller et al. (1999) researched the             
behavior of time urgent and time patient people and the scholars mention that when getting a task,                 
time urgent people are quickly starting not to complete the task, but to plan and schedule how are                  
they going to complete the task and what will be the deadline. Thus, according to Briker & Walter                  
(2017), Martinez (2015), Waller et al (1999) time urgent people are making their own schedules and                
it does not necessarily mean that they are starting to complete task as soon as they are assigned.                  
Indeed, time urgent people are putting their maximum effort during period which they themselves              
are scheduled (Avery et al., 2016). This contradicts the explanation of Chen & Nadkarni (2017) and                
Mohammed & Nadkarni (2011) who mentioned that time-urgent people are always feeling rushed             
and trying to complete tasks as soon as possible. 

These two elements are indeed different concepts, however, how time urgency/time patience affects             
pacing styles, still remains unresearched. The literature is emphasizing that time urgency and pacing              
styles are different elements of temporal individual differences since they are capturing various             
aspects of how people are seeing time. However, the problem is that a misunderstanding would be                
created regarding this idea. If two concepts are different it does not mean that they do not affect each                   
other (Bryman, 2016; Burns & Burns, 2008; Creswell & Creswell, 2017; Sekaran & Bougie, 2016;               
Tseng & Verhoef, 2008; Vogt & Johnson, 2011). Therefore, the research gap is the missing point in                 
the literature which should explain what pacing styles are using time-urgent people and time-patent              
people.  

In organizational context, the research in the field of individual temporal differences focuses on              
three areas: first, organizational teams, second, leaders and teams and third, leaders separately.             
Scholars have already examined the temporal individual differences of teams in organizations and             
how these differences affect team performance (Gevers, Rispens, & Li, 2016; Mohammed &             
Harrison, 2007; Mohammed & Harrison, 2013; Mohammed & Nadkarni, 2011; Waller, Conte,            
Gibson, & Carpenter, 2001). The connection between a leader’s temporal individual differences and             
team performance is researched as well (Briker & Walter, 2017; Li, 2018), and temporal differences               
of leaders is analyzed (Chen & Nadkarni, 2017). The research is lacking to focus on people who are                  
between the leaders and organizational teams. The people are middle- and low-level managers (V).              
The research about the temporal individual differences of leaders mainly focuses on time             
perspective which refers to how people think about time, and in organizational context, time              
perspective is concerned with making strategies which is one of the main tasks of top-level               
management (including the CEO of a company and Top Management Team ((TMT)).            
Simultaneously, time urgency and pacing styles are capturing when and how actually people are              
completing tasks and in organizational context, these two elements relate to daily tasks of              
middle-level and low-level managers. Managerial tasks are changing every day and according to the              
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situation, middle- and low-level managers are completing various tasks (Korica et al., 2017; Kumar,              
2015; Mintzberg, 2015). Therefore, time perspective will not be considered in this research. In              
organizations, top-managers have momentous role since they are developing the path for an             
organization and planning how to reach future goals (Chen & Nadkarni, 2017). However, middle-              
and low-level managers as well are significant actors in companies because they are the thread               
which connects the TMT with employees and the middle- and low-level managers are implementing              
all the strategies and plans of the TMT (Avery, Graham, & Park, 2016; Latham, Mawritz, & Locke,                 
2018a; Qamar et al., 2017; Salas & Martin, 2017). Chen and Nadkarni (2017) analyze the patterns of                 
CEO’s temporal disposition and how it affects strategic decisions. The authors show the importance              
of temporal disposition in decision-making. Mohammed and Nadkarni (2011) examine the situation            
when a team has members with various temporal behavior and claim that team leaders should assign                
tasks according to the temporal behavior of team members which will increase the efficiency and               
motivation of the members. Teams and top-management have attracted the attention of researchers.  

Usually the same person could be considered both as middle- or low-level manager. Managerial              
tasks are not constant and every day the managers have to complete various activities (Korica,               
Nicolini, & Johnson, 2017; Kumar, 2015; Mintzberg, 2015). In some cases, managerial tasks of              
middle and low-level managers are overlapping. For instance, when working on a new project, both               
middle- and low-level managers have essential roles, and they have to control the process and finish                
the project within the deadline. Taking both middle-level and low-level managers would give             
broader perspective and give opportunity to discover the differences and similarities of managers’             
temporal dispositions. Therefore, this study focuses on temporal dispositions of middle- and            
low-level managers in order to understand now only the connection between time urgency and              
pacing styles, but the differences between the temporal differences of middle-level and low-level             
managers. Thus, middle- and low-level managers will be considered in this study.  

The Research gap (VI). The theory of temporal disposition is lacking to fully explain the temporal                
dispositions of middle- and low-level managers. Within the temporal disposition theory, the            
connection of business-strategy and temporal dispositions are analyzed (Chen & Nadkarni, 2017),            
the temporal dispositions of organizational teams are explored (Briker & Walter, 2017; Qamar et al.,               
2017). Furthermore, the question of how to manage a team of employees with diverse temporal               
dispositions is researched (Gevers et al., 2016; Kim et al., 2016) and even new method for                
measuring some elements of temporal disposition (pacing style) is developed (Gevers et al., 2015).              
Nevertheless, how exactly time urgency affects pacing styles, is not researched by current literature              
because, as discussed above, it was assumed that time urgency and pacing styles are different               
concepts and do not influence each other. 

To summarize the discussion, time is a complex notion and the theory of temporal dispositions               
explores different aspects of how people are seeing the time (Hassard, 2017; Martinez, 2015;              
Muller, 2016; Nowack et al., 2013; Roe et al., 2008). The theory offers several elements of temporal                 
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dispositions, two of which (time urgency and pacing styles) are considered as basic elements of               
temporal individual differences (Briker & Walter, 2017; Chen & Nadkarni, 2017; Gevers et al.,              
2015; Martinez, 2015; Mohammed & Nadkarni, 2011; Waller et al., 1999). In organizational             
context, researchers have been examining the temporal dispositions of organizational teams (Gevers            
& Claessens, 2008; Mohammed & Harrison, 2013; Mohammed & Nadkarni, 2011; Waller et al.,              
1999) and leaders (Briker & Walter, 2017; Chen & Nadkarni, 2017; Martinez, 2015). However, the               
theory lacks to explain the time urgency and the pacing styles of middle- and low-level managers                
who are the connecting point between leaders (top managers) and organizational teams (Balogun &              
Rouleau, 2017; Beattie, 2006; Buckingham, 2005; Currie & Procter, 2005; Gatenby, Rees, Truss,             
Alfes, & Soane, 2015; Lauring, Selmer, & Kubovcikova, 2017; Li, 2018; Rezvani, 2017). Scholars              
have already showed that how managers are perceiving the time has a tremendous impact on their                
job performance, inner feelings. If managers are not aware about their time urgency and pacing               
styles, it could lead into stress, job dissatisfaction which eventually would decrease organizational             
performance (Claessens, 2004; Gevers et al., 2015 Martinez, 2015; Mohammed & Harrison, 2013).             
The researchers agree that one person has all the elements of the temporal dispositions since each                
element shows a certain viewpoint of how people perceive the time (Bloun & Janicik, 2002; Gevers                
et al., 2015; Mohammed & Nadkarni, 2011; Waller et al., 2001). Nevertheless, when it comes to                
exploring the connection between time urgency and pacing styles, scholars are putting emphasis on              
how these two elements are different from each other (Chen and Nadkarni, 2017; Mohammed &               
Nadkarni, 2011). Although it is true and these time urgencies and pacing styles are different, the                
explanations by the scholars could lead into misunderstanding that one person can by whether time               
urgent/patient or use one pacing style. This contradicts one of the major ideas of temporal               
disposition theory according to which every element is unique and one person has all the elements.                
Therefore, there is an empirical problem. Furthermore, if time urgency and pacing styles are              
different from each other, it does not mean that one cannot affect another. So, how time urgency                 
affects pacing styles has not been researched yet. Therefore, there is a theoretical problem. The               
theory of temporal dispositions are lacking to explain the connection between time urgency and              
pacing styles and the previous research only explains the differences between these two concepts but               
not the correlation between them.  

1.3 Research Question 
What is the relationship between time urgency and pacing styles of middle- and low-level              
managers?  

1.4 Purpose 
The purpose of this study is to discover the correlation between two different elements of temporal                
dispositions (time urgency and pacing styles) through measuring the time urgency and pacing styles              
of middle- and low-level managers. Further, this study aims to enhance our understanding about              
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Swedish managers’ time urgency and pacing styles. Finally, the thesis attempts to expand the              
academic field of temporal disposition through explaining how the way managers are feeling about              
time (time urgency) affects how they are distributing their time for completing managerial tasks              
(pacing styles). 

1.5 Delimitations 
Sweden 

Sweden is famous for its punctuality and business etiquette (Sabath, 2005; Sweden, 2018). Planning,              
scheduling and finishing activities within given deadlines are essential features of Swedish            
business-culture. In this environment, it becomes significant to explore the temporal dispositions of             
Swedish managers. Because this research has been done in Sweden and temporal dispositions have              
great influence on managers’ daily activities, this study would examine the temporal dispositions of              
Swedish managers. 

 

Industry/sector 

Temporal dispositions of managers from various industries have been researched in this study. Since              
this study focuses on temporal aspects of managers, specific industries or sectors are not considered.  

 

 
 

 

 

1.6 Key Concepts 
 
Temporal disposition 
The word “disposition” means “The way in which something is placed or arranged, especially in               
relation to other things” (Oxford Dictionary, 2019). Temporal disposition is describing how people             
are arranging their time for doing activities or achieving specific goals (Briker & Walter, 2017;               
Chen & Nadkarni, 2017). This definition will be used in this thesis. Originally the term temporal                
individual differences were used by scholars but in this study the term temporal dispositions will be                
used since it is easier for readers to understand.  
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Time urgency 

Time urgency refers to how people are perceiving the time (Landy, Rastegary, Thayer, & Colvin,               
1991). According to the literature people could be divided into two groups (Landy et al., 1991;                
Qamar, Aziz, & Mehboob, 2017; Waller, Giambatista, & Zellmer-Bruhn, 1999): the first group is              
seeing the time as a restricted resource and this type of people are always hurrying to do as many                   
activities as possible in certain period. They are called time-urgent individuals. Time-urgent people             
have negative behavior towards the time. The second group of people perceive the time positively               
and they are called non-time-urgent individuals. They are not hurrying, trying to complete tasks in               
slow speed and usually are feeling relaxed. So, these people are patient about time. In this thesis, the                  
term time-patient individuals will be used instead of non-time-urgent individuals in order to ease the               
understanding of the concept and making the reading more comfortable. 
 
Pacing styles 
Pacing style shows how an individual prefers to spread or allocate his/her efforts throughout the               
given time for a task (Gevers et al., 2015; Blount and Janicik, 2002; Kim et al., 2016). Researchers                  
have formulated several pacing styles, however, three of them are widespread in the literature:              
U-shaped, steady-action and deadline-action pacing styles (Gevers et al., 2016; Roe et al., 2008).              
U-shaped style means that an individual prefers to put much effort during the beginning period and                
the ending period of given time (Blount and Janicik, 2002; Kim et al., 2016). Therefore, individuals                
with U-shaped pacing style are not very active in the middle, they are taking rest between the                 
beginning and the ending (Kim et al., 2016). Individuals with steady-action pacing style are              
allocating their effort equally throughout the given time. These individuals are usually dividing their              
work into smaller activities and completing them every day (Roe et al., 2008; Gevers et al., 2016).                 
Deadline-action pacing style refers to individuals who opt to start working when the deadline is near                
(Blount and Janicik, 2002). They are putting much effort and completing the task just before or                
within the deadline. 
 
Middle- and low-level managers 
A manager is an employee who has administrative position in a company, has a power to assign                 
tasks to subordinates and execute their work (Bartlett & Ghoshal, 1998; Mintzberg, 1973). Managers              
are making important decisions, guiding employees and are responsible for their subordinates            
(Buckingham, 2005). Based on the importance, the three-level management approach is widely            
accepted in business-literature: top-level, middle-level and low-level (Façanha & Resende, 2010;           
Shi et al., 2017). While top-level is responsible for strategic choices of a company (Cui et al., 2019),                  
middle managers are connecting the top and low levels by presenting the goals and strategy of top                 
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management to low-level managers (Rezvani, 2017). One of the responsibilities of middle-level            
managers is to administer the low-level managers and increase their job performance by developing              
working standards. Middle-level managers are the intermediaries between the top management and            
followers working as the word action alignment in between (Leroy, Palanski, & Simons, 2012). 
Low-level managers are communicating directly with employees and these managers are ensuring            
that everything is going according to working plans and schedules (Beattie, 2006; Johnson &              
Powell, 1994). 
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2. Literature Review 
This section contains the views of various authors about temporal dispositions, the tasks of              
managers and management levels. In order to explain the current viewpoints of researchers, three              
theories have been used in this study. First, theory of temporal dispositions (or temporal individual               
differences) has been presented and discussed through focusing on time urgency and pacing styles.              
Second, administrative management theory has been presented in order to explain the            
organizational structures since this study focuses on temporal dispositions of middle- and low-level             
managers. Finally, Mintzberg’s managerial work is presented which discusses the main tasks and             
roles of managers.  

Theoretical Framework 

 

Figure 1. Overview of the theoretical framework 

2.1 Temporal Disposition 
Temporal disposition is the human behavior towards personal time (Chen & Nadkarni, 2017).             
Temporal disposition is analyzing how people prefer to spend their time doing daily activities or               
achieving specific goals. Temporal disposition has two essential elements, such as time urgency             
(Briker & Walter, 2017; Murphy, Boonstra, & Nieuwenhuis, 2016; Landy et. al, 1991), pacing styles               
(Gevers et al., 2016; Shin, OH, & Kim, 2018), time perspective and polychronicity (when a person                
or a group focuses on multiple tasks simultaneously) (Waller et al, 1999). Mohammed and Nadkarni               
(2011) examine the effects of managers’ time urgency and pacing style on team performance and               
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they claim that managers with strong temporal disposition can essentially increase the team             
performance by understanding temporal behavior of team members and authorizing task deadlines            
accordingly. Thus, temporal disposition is an important variable which affects team performance.  

2.1.1 Time Urgency 
Time urgency is a type of the temporal behavior which describes a person’s attitude towards the                
concept of time. Time urgency defines how a person sees the time (Landy et al., 1991; Briker &                  
Walter, 2017; Mohammed & Nadkarni, 2011; Strube, Deichmann, & Kickham, 1989; Waller,            
Giambatista, & Zellmer-Bruhn, 1999). Thus, there are two types of people based on time urgency:               
time urgent and time patient individuals. Time urgent individuals have more negative viewpoints             
about the time and this type of people usually are hurrying and are very strict in time and deadline                   
issues (Carver, Coleman, & Glass, 1976; Glass, Snyder, & Hollis, 1974; Mohammed & Nadkarni,              
2011; Mohammed & Nadkarni, 2017). Time urgent individuals are trying to finish as many tasks as                
possible within given deadline. They think that time is a very limited resource (Landy et al., 1991).                 
Time urgent individuals are feeling hurried all the time. Furthermore, scholar mentions that time              
urgent people are trying to increase time awareness among their employees or colleagues. They              
always are checking the time and are motivating others to work faster and finish the tasks as soon as                   
possible (Briker and Walter, 2017).  

Sutherland (2014) states modern technologies in some context are behalf of time urgent individuals              
because due to the Internet and various online services, time urgent people are getting results in a                 
shorter period of time. In contrast, Belanche, Casaló, and Flavián (2012) and Rau, Zhou, Chen, and                
Lu (2014) discuss how new technologies affect people and they mention that time urgent people are                
seeing online advertisements and services as a time wastage and therefore, time urgent people are               
trying to circumvent the online services and offerings. Thus, time urgent people are trying to get                
information from the Internet while spending as little time on other online content as possible               
(Fuchs, 2014). Qamar et al. (2017) find that time urgent lifestyle is more widespread and people are                 
trying to complete many tasks as soon as possible which negatively affects the quality of their work.                 
However, Briker and Walter (2017) find that time urgent leaders create strong impressions among              
employees and time urgency helps to increase the leaders’ autocratic status.  

People with the opposite temporal behavior are called time patient individuals (Mohammed &             
Nadkarni, 2011) or non-time-urgent individuals (Chen & Nadkarni, 2017). Time patient people are             
feeling relaxed, they are not hurrying to finish tasks quickly and not forcing other people to hurry.                 
Waller et al (1999) found that groups with time patient individuals could complete tasks              
simultaneously or work on more than one task at the same time. Meanwhile, groups with time                
urgent individuals are usually focused on one task and their activities are strictly scheduled. Time               
urgent people tend to schedule all the upcoming activities before they start the tasks. They like to                 
plan and arrange activities (Avery et al., 2016). Simultaneously, non-time-urgent individuals are            
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trying to work in a relaxed environment and without hurrying because feeling hurry might affect               
them negatively (Landy et al., 1991).  

Time patient people are not sufficiently focus in urgent situations and they see hurrying as a                
stressing factor (Salas & Martin, 2017). Time pressure can be an amplifying factor for time urgent                
people because they like to deliver results in shortest time possible (Maruping, Venkatesh, Thatcher,              
& Patel, 2015). Similarly, time pressure can have a negative impact on time patient people because                
they may lose their focus and motivation when they are forced to complete tasks quickly (Briker &                 
Walter, 2017; Salas & Martin, 2017). Gärling, Gamble, Fors, and Hjerm (2016) and Salas and               
Martin (2017) mention that time pressure and stress negatively affect decision-making process. The             
situation could be worse in case of time patient individuals because their brain is not working                
efficiently under time pressure. Nevertheless, time urgent people could work effectively with time             
pressure because hurrying is a natural behavior for them (Landy et al., 1991; Mohammed &               
Nadkarni, 2011). Thus, time patent individuals are more flexible and adoptable while time urgent              
individuals are more focused, organized and scheduled.  

2.1.2 Pacing Styles 
The second element of temporal behavior is the pacing styles. The term pacing style shows how                
individuals allocate their endeavor throughout given time for completing a task (Chen & Nadkarni,              
2017). Pacing style shows how intensively are people working on tasks and during what moment               
they are putting the maximum effort in order to finish the tasks. Originally, pacing style was                
analyzed by Blount and Janicik (2001) when they introduced the term temporal responsiveness. The              
temporal responsiveness is individuals’ capacity to plan and schedule their activities in order to              
complete the tasks within deadline. The authors analyzed how individuals in organizations are             
utilizing their time for completing tasks in given terms. All individuals have specific temporal              
behavior and managers should take the employees’ temporal behavior into consideration when            
scheduling tasks. Navarro et al. (2015) discuss how important and serious issue has time become in                
present days. The authors are looking to the concept of time from psychological viewpoint and they                
argue that individuals’ timing preferences, such as how they prefer to distribute their endeavor for               
completing tasks, are essential for their productivity and when managers are taking individual             
temporal behavior seriously it could increase the motivation level of employees (Cernas Ortiz &              
Davis, 2016; Navarro et al., 2015).  

Although the term pacing style is not used by Navarro et al. (2015), the discussion of the authors is                   
connected with the term. Furthermore, the authors also debate about the idea that temporal behavior               
is not a stable variable and it changes over time. The similar issue was discussed back in the 1990s                   
when Chatman (1989) and O'Reilly III, Chatman, and Caldwell (1991) showed that if organizational              
environment is matching with personal temporal behavior, employees are working more efficiently.            
Nevertheless, how individuals are adjusting their temporal behavior, has not got much attention at              
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that time. Blount and Janicik (2001) as well talked about changes in temporal behavior, however,               
they take specifically working schedule as the focus of their research. Schedules are facilitating              
individuals for increasing their performance (Clark, 1985). Blount and Janicik (2001) find that             
timing and schedule changes are usual situations in organizations and the authors suggest that              
managers should try to inform employees about schedule changes as advance as possible because              
the sooner employees are informed about timing changes, the better they will react and they can                
adjust their daily activities.  

Blount and Janicik (2002) present the pacing style based on two variables: the exact amount of time                 
available for task completion, and how the effort is distributed within available time. The pacing               
style illustrates at what points of available time the individuals are putting maximum and minimum               
effort. Gevers and colleagues (2006) invite attention to practical viewpoint of pacing styles. The              
authors state that in everyday life how is planned is not overlapping with how actually has the task                  
has been completed. Although many people would prefer to finish the task quickly, they are ending                
up with working near to deadline and under time pressure. Gevers et al. (2006) interviewed 25                
individuals for determining their pacing styles. Sixteen interviewers stated that in reality they are              
pacing their time quite differently from how they would prefer to do it. Therefore, there is a big                  
dissimilarity between preferences and actual behavior. 

There are three different types of pacing style: early-action pacing style, steady-action pacing style              
and deadline-action pacing style (Chen & Nadkarni, 2017; Gevers et al., 2015). People with              
early-action pacing style are concentrating all their effort during the beginning period of a task (Shin                
et. al, 2018). The main motivation of early-action style is that if a person finishes the task (or the                   
main part of it) long time before deadline, he/she feels relaxed when the deadline comes. Managers                
with early-action pacing style are stimulating their employees to complete a task at the beginning of                
a given period so before the deadline the task is finished (Chen & Nadkarni, 2017). Individuals with                 
early-action pacing style start a task immediately after getting the task (Kim et al., 2016).  

Two additional pacing styles similar to the early-acton style were introduced by Claessens (2004).              
The first one is called U-shaped pacing style which means that individuals are putting main effort                
during the beginning period of a task and during the ending period. Between starting and ending                
periods, individuals with U-shaped style are preferring to have break. Gevers et al. (2015) discuss               
the U-shaped pacing style and mention that these individuals are working actively during the              
starting and ending of given time and they are scheduling the activities for having working time and                 
time for rest. Thus, U-shaped pacing style could be seen as a combination of early-action and                
deadline-action pacing styles. The U-shaped pacing style found more popularity in research than             
early-action style, and the U-shaped pacing style will be used in this study.  
 
Time-urgent managers would prefer to utilize their time as efficiently as possible (Briker & Walter,               
2017; Martinez, 2015). If they have a task to complete, they would start doing it in a short period.                   
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This style overlaps with early-action pacing style, when individuals are putting much effort during              
the beginning of the task and then they are relaxing themselves (Shin et. al, 2018; Waller et al.,                  
2001). However, in organizational context, managers are responsible for the quality of their             
employee’s work, therefore, they are always controlling the process of task completion (Andersson             
& Florén, 2011; Buckingham, 2005; Kumar, 2015; Mintzberg, 1973; Vinton, 1992). If a task              
involves employees as well, then the time-urgent managers are trying to push the employees to               
finish the task faster (Briker & Walter, 2017; Martinez, 2015). For example, if a manager is required                 
to write a financial report in one month, then the manager would assign the task to employees. Even                  
if the task is completed long time before the deadline, the managers will check everything again and                 
then they report to higher management that the task is completed. This style is similar to U-shaped                 
pacing style when individuals are putting effort during the beginning and the ending of a task (Shin                 
et. al, 2018; Gevers, Rispens, & Li, 2016). Time-urgent managers would most likely try to complete                
their tasks quickly and finish them before the deadline comes. If managers are hurrying to finish the                 
tasks, they would prefer to put maximum effort during the beginning when they have just got the                 
tasks. Thus, time urgent managers would prefer to use U-shaped pacing style, so when the deadline                
comes, they would feel relax. Similarly, time patient managers will avoid taking much pressure and               
they will not prefer to put much effort for finishing a task in a short time. Thus, it could be assumed                     
that: 

Hypothesis 1 (H1): Time-urgency is positively correlated with U-shaped pacing style. 

Another additional pacing style is called inverted U-shaped style which means that individuals are              
completing the major part of a task halfway towards deadline (Claessens, 2004). Individuals with              
inverted U-shaped pacing style are putting more effort when half of given time has already passed                
and when the deadline is coming, they are decreasing their efforts. Nevertheless, research found that               
inverted U-shaped style is not widespread among individuals (Gevers, Rutte, & Van Eerde, 2006;              
Roe, Waller, & Clegg, 2008). Gevers et al., (2006) included these two additional styles during the                
interviews. Three participants had early-action, two participants had steady-action, four participants           
had U-shaped action and sixteen participants had deadline-action pacing styles. Therefore, no            
participant had inverted U-shaped pacing style. The possible reason is that it requires concentration              
and very structured working schedule. From beginning to halfway towards deadline, individuals            
need to gather all the information necessary for their task and then accelerate their efforts for                
completing the task long time before the deadline (Roe et al., 2008). 
 

Steady-action pacing style refers to individuals who are distributing their efforts equally throughout             
all the period (Chen & Nadkarni, 2017). Steady-action individuals usually have high capacity of              
planning and scheduling tasks. They like to divide the tasks into small subtasks and daily spend a                 
specific amount of time for completing them. (Claessens, Van Eerde, Rutte & Roe, 2004) argue that                
splitting tasks into subtasks is a natural behavior because it is easier for people to split the task and                   
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focus on one subtask at a time instead of all the time focusing on the end-result. The reason of this is                     
that if people concentrate only on the end result, it would deflect them from certain steps for getting                  
the result (Latham et al., 2018a; Latham, Mawritz, & Locke, 2018b).  

Time patient managers are trying to not pressurize themselves for completing the tasks (Chen &               
Nadkarni, 2017; Martinez, 2015; Mohammed & Harrison, 2013; Mohammed & Nadkarni, 2011).            
Furthermore, they would prefer to distribute their efforts equally throughout given time of tasks.              
Steady-action pacing style requires daily activities throughout the whole period of given time. This              
ideally matches with time-patient behavior because the managers could feel relaxed and divide their              
work into small daily activities (Bluedorn, 2002; Chen & Nadkarni, 2017). This will decrease the               
feeling of stress and managers could complete small parts of task every day until the deadline. This                 
means that time-patient managers would prefer to use steady-action pacing style and time-urgent             
managers would avoid it. Therefore, it could be expected that: 

 

Hypothesis 2 (H2): Time-urgency is negatively correlated with steady-action pacing style  

Deadline-action individuals apt to start working on tasks quite late, in some cases near to deadline                
(Demerouti & Mäkikangas, 2017; Waller et al, 2001). They are putting maximum effort for              
completing a task when the deadline is coming. Deadline itself is a motivation factor for               
deadline-action individuals because they are working hard when time is running out. Gevers et al.               
(2015) even state that deadline-action individuals would feel comfortable with jobs requiring quick             
decisions and swift actions, for instance, newspaper editor. 

Simultaneously, Roe et al., (2008) interviewed 167 employees from different organizations and            
found out that individuals with inverted U-shaped style are showing better job performance             
compared to other pacing styles. Next is deadline-action style which shows high job performance.              
People with U-shaped pacing style has lower job performance than people with deadline-action             
style. One possible reason is that individuals with U-shaped pacing style are easily getting distracted               
by other tasks while deadline-action individuals are more focused on completing their tasks since              
the deadline is coming (Roe et al, 2008). 
 
Nevertheless, time-patient managers might not be able to complete some complex managerial tasks             
before the deadline (Briker & Walter, 2017; Landy, Rastegary, Thayer, & Colvin, 1991; Martinez,              
2015). Time-patient managers are working slower than time-urgent managers. For instance, if top             
management requires to make a report in a short period of time, time-patient managers will feel                
stress from the beginning. The stress will not allow them to fully concentrate on the task and they                  
intentionally will postpone their activities for task completion. When the deadline is coming, it will               
force managers to intensify their efforts in order to complete the task on time. Thus, it could be                  
assumed that in complex situations, time-patient managers will use deadline-action pacing style.            
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Moreover, if time-patient managers are not feeling stressed and the task is not very complex, then                
the deadline could be seen as a motivation for working faster (Waller et al., 2001; Gevers &                 
Claessens, 2008). Thus, they will fully focus and finish the task near the deadline. Simultaneously,               
time-urgent managers are always hurrying and trying to complete their tasks as soon as possible.               
These type of managers would see the time as a very limited resource so they would try to finish                   
tasks quickly and use the rest of time for other tasks (Briker & Walter, 2017; Landy et al., 1991;                   
Martinez, 2015; Waller, Giambatista, & Zellmer-Bruhn, 1999). Thus, managers with high time            
urgency would not intentionally wait until the deadline is near, indeed, they would try to finish the                 
task earlier so they could use the rest part of time efficiently. This means that time urgent managers                  
would not prefer to work near the deadline. At the same time, deadline-pacers see the deadline as                 
motivation for working faster (Mohammed & Nadkarni, 2011; Gevers et al., 2015) which means that               
deadline is not a pressure for them. Therefore, time patient managers could use the deadline-action               
style and not feel pressurized.  Consequently, it could be assumed that: 

Hypothesis 3 (H3): Time-urgency is negatively correlated with deadline-action pacing style.  

Gersick (1988) found that mostly groups are putting their main effort during the second half of a                 
project, therefore, they are completing the project mainly near the deadline. However, Karau and              
Kelly (1992) examined how creativity and originality are connected with time in which groups are               
completing projects. The authors found that groups who has less time or works near the deadline,                
has lower performance and the lowest level of creativity.  

2.1.3 Deadline-action Pacing Style and Procrastination 
 

The term procrastination defines a situation when a person postpones his/her actions voluntarily             
even though he/she knows that postponing might lead to negative consequences such as low-quality              
work or lower performance (Breig, Gibson, & Shrader, 2018; Steel, 2007). The literature views              
procrastination as a negative habit because a person who procrastinates activities understands that it              
is inefficient behavior. However, people are procrastinating usually and in some cases the             
procrastination could cause depression (Reinecke et al., 2018). Procrastination is widespread not            
only in everyday life, but in organizations as well (Goerg, Kube, Radbruch, & Weinschenk, 2016).  

Deadline-action pacing style is also concerned with postponing the actions. Nevertheless, unlike            
procrastination, people with deadline-action pacing style are intentionally delaying their activities           
because they are expecting positive consequences due to the delay (Mohammed & Harrison, 2007;              
Mohammed & Nadkarni, 2011). For instance, many individuals with deadline-action pacing style            
mentioned that putting maximum effort when a deadline is near, gives them more energy and they                
are performing their best when they are working close to the deadline (Gevers et al., 2015, p. 505).                  
Simultaneously, almost all procrastinators are trying to get rid of procrastination (Steel, 2007).  
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2.2 Administrative Management Theory 
Administrative management theory describes organizations as formal structures where every          
member has specific responsibilities and authority level (Thompson, 2017). Organization is a group             
of people who share common goals and work together for achieving the goal (Bluedorn, 2002). Each                
of these people have specific responsibilities and roles. According to their roles and responsibilities,              
organizations have structures which means that each person is responsible for specific tasks             
(Bluedorn, 2002; McGrath & Rotchford, 1983; Mintzberg, 1989; O'Reilly III et al., 1991).             
Introduced in the 1900s by Henry Fayol, administrative management theory connects organizational            
performance with the efficient organizational structure and disciplines (Khorasani & Almasifard,           
2017; Peaucelle & Guthrie, 2015) Formal organizations have hierarchical structures (Casson, 1994;            
Façanha & Resende, 2010) which contain managers of different levels (Lauring, Selmer, &             
Kubovcikova, 2017) and other employees (Korschun, Bhattacharya, & Swain, 2014). Bartlett and            
Ghoshal (1998) define managers as organizational employees with authority to execute the work of              
other employees and guide them for better performance. Managers have special power or authority              
to access organizational resources (for example technologies, employees, budget, knowledge) in           
order to make decisions and increasing the organizational performance (Mintzberg, 1973). 

2.2.1 Management Levels 

Most of organizations have hierarchical structure of management which is similar to a pyramid              
(Façanha & Resende, 2010; Shi, Wu, & Tseng, 2017). The levels of the pyramid is going up based                  
on authority and power. This means that the ground level of the pyramid has limited power and                 
authority, while the upper levels have greater authorities and more power of influence. In most               
organizations, there are three levels of management: top-level, middle-level and low-level. The            
higher the level of management, the fewer are the number of managers. Accordingly, there are many                
low-level managers, much less middle-level managers and very small number of top-level            
managers. 

Top-level managers are responsible for the organization's strategy and development plans (Cui,            
Zhang, Guo, Hu, & Meng, 2019). Their decisions are crucial for the whole organization. Top-level               
managers could have different names, such as executives or senior managers. They are making the               
strategy of organization, developing the goals, mission and vision of a company. For instance, the               
top managers are Chief Executive Officer (CEO), President, Chief Operating Officer (COO), Chief             
Information Officer (CIO), Chief Financial Officer (CFO), Board of Directors and Vice president.             
The group of the top managers is called Top Management Team (TMT). 

Middle-level managers are implementing the goals and plans of TMT. Most importantly, middle             
managers are a linkage between TMT and low-level managers (Rezvani, 2017; Leroy et al., 2012).               
As a connecting point, middle-level managers are delivering the ideas and plans of TMT to               
low-level managers. Middle managers are guiding the low-level managers and are trying to             
ameliorate the performance of low managers through controlling and assisting (Currie & Procter,             
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2005). For example, middle managers are creating information systems for low managers and their              
employees, establishing a system of standards for measuring the group performance. If a conflict              
arises between team members or work groups, and if low managers are unable to solve the issue,                 
usually middle managers are taking the responsibility and solving the problems (Floyd & Lane,              
2000). Middle managers are as well creating the reward system and are ensuring that low managers                
are employees are following the organizational policies. The managers of a department, branch, and              
general managers are middle-level managers. They are responsible for their department or branch             
and they are implementing the TMT plans and goals to their departments (Manville, Greatbanks,              
Krishnasamy, & Parker, 2012; Rezvani, 2017). 

Low-level managers are directly interacting with employees and they are assigning daily tasks to the               
employees. Low-level managers sometimes are called just lower managers, operative managers or            
first-level managers (Beattie, 2006; Johnson & Powell, 1994). The main role of low managers is the                
execution and control of employees and low managers are assisting the employees for completing              
their tasks efficiently (Johnson & Powell, 1994; Porter, Muller, & Rehder, 1989). Low managers are               
responsible for product quality and they must follow that the production is going according to daily                
or monthly plans (Cowherd & Levine, 1992). Low managers are serving as a role model for                
employees and employee performance will increase if low managers are guiding employees            
appropriately (Harris, 2001). Line managers, supervisors, managers of production section, office and            
store managers are presenting the low-level management (Heraty & Morley, 1995). 

 

2.3 Managerial Work 
 

Managers are taking various roles and functions every working day (Mintzberg, 1973). There are              
multiple tasks which managers in all three levels are completing during a day. These tasks are                
changing and each day manager could find themselves doing specific activities based on current              
situation. For instance, a manager must try to find a solution for a conflict which has raised between                  
subordinates or negotiate with other companies’ managers in order to sign a contract between their               
companies. Mintzberg (1973) mentioned that there is not one single and specific task which all               
managers are doing because managerial roles and tasks are changing depending on the situation,              
goals or expectations. One major work about managerial tasks is the book Mintzberg on              
Management: Inside the Strange World of Organizations (Mintzberg, 1989), where Mintzberg           
developed ten managerial roles and presented it with three categories. Two out of three categories               
contain three managerial roles, while the third category includes four managerial roles. Each of the               
roles creates tasks and responsibilities. 
  
The first category, called “Interpersonal”. This relates to low-level managers. First role is a              
manager as an authority which means that low-level managers have power to assign responsibilities              
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and motivate subordinates. Second role concerns with leadership which means that managers have             
to control the work of subordinates and if required, facilitate them and increase the employees’               
performance. The third role shows the importance of communication and sees managers as             
communicators. Managers have to create reliable business network, communicate with subordinates           
and use their communication skills in negotiations (Mintzberg, 1989). Both middle- and low-level             
managers could go to negotiations. 
 
The second category is called “Informational”. This roles are concerned mainly with middle-level             
managers since they are linking top managers with low managers. Firstly, middle-level managers             
managers have to occasionally look for information about the market and industry, which will help               
to be aware of current market trends. Secondly, middle managers have to efficiently transfer the               
information to subordinates or lower managers in order to create awareness in a company. This role                
is discussed by Rezvani (2017) and Currie and Procter (2005) who mention that especially              
middle-level managers are responsible for taking the information from top management and            
effectively convey the information to low-level managers. Thirdly, managers are required not only             
to convey the information inside the company, but outside of it as well. If necessary, middle-level                
managers are meeting with government members or with a public in order to present an important                
information about their organizations (Mintzberg, 1989). 
  
Finally, the third category involves the tasks which managers are completing for implementing new              
ideas and changes within their organizations. The category is called “Decisional” and it is              
associated with top-level managers. First role is manager as an entrepreneur which means that top               
managers are responsible to apply organizational changes (for example new corporate rules,            
technologies, changes in strategy). The second role requires managers to take initiative when a              
problem arises during the implementation of changes. Top-level managers have to communicate            
with employees and if needed, persuade and explain to them why the change is required. The third                 
role concerned with allocating organizational resources including staff, technology and budget. Top            
managers must decide how to utilize the organizational budget and how to spread human resources               
efficiently between organizational departments. The fourth role is managers as negotiators which            
means that managers have to present companies’ goals, interests and problems during negotiations             
with business partners or government members (Mintzberg, 1973, 1989). 
 

2.4 Analysis Model 
 

The following figure presents the analysis model (Figure 2). 
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Figure 2. The visual model of focus research area of this thesis (created by the authors). 

The analysis model was created based on the purpose of this study and literature review. After                
studying current literature about temporal dispositions it has been found that time urgency and              
pacing styles are basic elements of temporal dispositions and they are covering various aspects of               
how people are utilizing their time. In order to find how time urgency affects pacing styles, three                 
hypotheses have been developed based on the literature. Each of the hypotheses shows the possible               
connection of time urgency with one of three pacing styles. This makes easier to answer the research                 
question and find out what pacing styles are using time urgent/time patient managers. Three              
hypotheses are covering all possible connections between the time urgency and pacing styles             
because the testing of each hypothesis leads to specific conclusions. For example, the first              
hypothesis assumes a positive correlation between time urgency and U-shaped pacing style.            
Simultaneously, this hypothesis assumes a negative correlation between time patience and U-shaped            
pacing style. Similarly, the second hypothesis assumes a negative correlation between time urgency             
and steady-action style which means that with the same hypothesis, it is assumed that steady-action               
style is positively correlated with time patience. The reason of this is that the literature has already                 
proved that a person could be whether time urgent or time patient. For H1 and H2 it has been                   
assumed the opposite correlation as well. For H3, it is assumed to have negative correlation between                
time urgency and deadline-action style and this means positive correlation between time patience             
and the deadline-action style. Thus, in order to not make the study too complex and have odd                 
hypotheses, only three hypotheses have been created which are capturing all the possible             
connections between time urgency and pacing styles.  
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3. Methodology 
This section presents the method which was used for this study. The quantitative method has been                
chosen for this study. Whole research procedure is presented including the questionnaire which was              
specially developed for this research. 

 

Figure 3. The research design (based on Sekaran & Bougie, 2016) 
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3.1 Research Approach 
The purpose of this thesis is to measure time urgency and pacing style of middle- and low-level                 
managers and enhance our understanding of managers’ temporal dispositions. Two elements of            
temporal disposition are taken for this research: time urgency and pacing style. Among other              
components of temporal disposition, these two are giving a basic understanding of individuals’             
temporal perception of time. The purpose of this study was undertaken with a descriptive approach               
with the goal to describe relevant aspects of the phenomena of interest from an individual,               
perspective. According to Sekaran & Bougie (2016) descriptive studies that present data in a              
meaningful form thus help to understand the characteristics of a group in a given situation, think                
systematically about aspects in a given situation. 
 
With the objective of the research question, the unit of analysis has been clearly identified as a                 
division unit of analysis, the data will be aggregated on the division of middle and low-level                
managers from the organizational hierarchy. While conducting this research firstly, scientific articles            
have been found about temporal dispositions, time management in organizations, managerial tasks,            
and management levels. For finding appropriate articles, the following keywords have been used:             
time, temporal disposition, time urgency, pacing style, management level, time management. 
Three theories have been used as a theoretical basis for the thesis. Administrative management              
theory is used for describing managers and management levels. Managerial work is chosen in order               
to explain how managers are working and what tasks they are completing every day. Finally,               
temporal disposition theory is used which consists of several categories, including time urgency and              
pacing styles. 
 
Based on the literature review, three directional hypotheses were postulated because the direction of              
the relationship between the variables is shown as (positive/negative). The hypothesis has been             
formulated in order to explore the temporal dispositions of the managers and understand what is the                
connection between time urgency and pacing styles. The directional hypothesis was chosen because             
it explains and predicts the direction and existence of a specific relationship which fits the aim of the                  
research question.  
 
Previously, time urgency and pacing styles were measured by using one item and data gathered from                
personal interviews. For measurement, participants were shown various graphs and they were            
required to select the one which suits with how they are distributing their time for completing tasks                 
(Mohammed & Nadkarni (2011) and Gevers and Claessens (2008) for review). Shamir and Kark              
(2004) already show that graphs are coherent for measuring job performance. Nonetheless, measures             
based on one variable are not trustworthy (Wanous, Reichers, & Hudy, 1997) since even a small                
inaccuracy in calculations could lead into wrong conclusions (Nunnally & Bernstein, 1994; Shah et              
al., 1992). Moreover, one item shows only one perspective and measuring a concept from one               
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perspective is less authentic (Bergkvist & Rossiter, 2007; Wanous et al., 1997; Zuckerman, 2007).              
Temporal disposition has several elements and single-item measurement would strongly limit the            
understanding of the concept. Thus, an alternative method was required which would allow             
measuring temporal disposition with its basic elements. Consequently, this study used a quantitative             
approach to answer the research question of correlation between time urgency and pacing styles of               
middle- and low-level managers and also how time urgency affects pacing style. Quantitative             
research often translates into the use of statistical analysis to make the connection between what is                
known and what can be learned through research. Collecting and analyzing data using quantitative              
strategies requires an understanding of the relationships among variables using either descriptive or             
inferential statistics to draw a conclusion about populations and to estimate the parameters of those               
populations (Trochim, 2006). 
 

3.1.1 Deductive approach  
 
The researchers of this study have a desire to be able to find and narrate the connection of elements                   
in time disposition based on the theories of previous researches and recently collected data from the                
questionnaires prepared for this study. The following procedure relates to the deductive approach.             
According to (Creswell, Hanson, Clark Plano, & Morales,2007) deductive research implies moving            
from theory to hypothesis and then organize the data. The deductive approach is ordinarily utilized               
for quantitative research. This investigation formulated hypothesis dependent on the existing           
theories and framing an exploration intend to test the assumptions. When a deductive method is               
applied for a research project, the researchers formulate some hypotheses that need to be tested               
followed by, utilizing a relevant methodology, tests the hypothesis (Creswell & Creswell, 2017). 
 
Using a deductive approach is advantageous for having a conceivable clarification permitting the             
advancement of testable assumptions, certain outputs can be expected. The inductive approach does             
not imply taking account of theories when developing research questions and targets. This approach              
aims to produce meanings from the data set collected in order to discover patterns and connections                
to build a theory (Saunders & Lewis, 2012). Therefore, by considering all this convenience              
deductive approach was adopted, firstly by considering the purpose of the research and secondly by               
looking into the approach that is most desirable to test a hypothesis formulated based on, explore a                 
new or emerging area within the discipline, and to answer explicit research questions. Therefore, it               
is found that the deductive approach best suits this study. 
 
Sample design  
 
The purpose of this study is to measure temporal dispositions of middle- and low-level managers               
and uncover the connection between two different elements of the temporal disposition. The             
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researchers determined to focus on the target population of managers because of the lack of               
research. For this research, the element from the entire population focuses on middle and low-level               
managers. The selected elements of the population are from both public and private sectors which               
are currently working. These sectors were chosen because the research gap is noticeable in both               
sectors. The samples have been selected by using simple random sampling this implicates random              
sampling is commonly used to brace statistical analysis of a dataset, or for hypothesis testing (Olken                
& Rotem, 1986). Study of a sample rather than the entire population is also sometimes likely to                 
produce more reliable results. This is mostly because fatigue is reduced and fewer errors will,               
therefore, result in collecting data, especially when a large number of elements is involved. The use                
of samples to obtain relatively precise information about a population is a very efficient technique               
(Delice, 2010). Also, all elements in the population have higher generalizability of the findings              
(Sekaran, 2003). For this reason, the study used simple random sampling to choose the samples               
from the entire population instead of taking the entire population. 
 
The companies chosen for the study were selected from the list of companies found on various                
websites and the contact person were communicated via email. Moreover the personal network of              
the researchers was used to find and select 60% samples from the entire population. To check if the                  
sample was drawn from a normally distributed population a normality test was performed.             
Normality and other assumptions are significant for when these presumptions do not hold, it is               
difficult to make exact and dependable inferences about the reality (Field, 2009). As it is seen in                 
Appendix 2, the normality test shows dots which are closely plotted to the straight line, which                
indicates a small or no deviation from normality and there are no extreme cases observed. Therefore,                
and it can be possibly assumed the sample can generalize the population. 
 

The formula used for Simple Random Sampling was calculated as follows. Calculation of the              
sample size (n) 1.96 for a confidence level (α) of 95%, p = proportion (expressed as a decimal), N =                    
population size, e = margin of error assuming a 5% sampling error (E) (Bryman, 2016). The target                 
population was 15000 which is acquired from the SCB (2019). From a total of 375 questionnaires                
which has been distributed, a total of 125 questionnaires were returned back, 250 questionnaires              
remained in the hands of the respondents while 3 were discarded because it was not filled up                 
correctly. A total of 122 responses were collected, which equals a response rate of 32.53%. 
The participants were asked a brief demographic questionnaire, as shown in Appendix 1, to help the                
researchers document the level of candidate diversity in the study. Based on this 66.1% of the                
respondents were male while 33.9% were female.  

Data collection 
 
Both primary and secondary data were used for this research. The primary data was directed by                
means of a survey with the assistance of the questionnaire, see appendix 1. The survey research                
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method was utilized to collect data from the chosen sample of individuals. The survey method was                
chosen because the respondents of the questionnaire were geographically dispersed, therefore survey            
research type was advantageous while collecting the data. Moreover, secondary data was used             
including scientific articles, books, and academic journals. There are several advantages of using             
secondary data with both the access to relevant information being faster and using the data to answer                 
the research question (Hox & Boeije, 2005). 
  
While collecting the data from middle and low-level managers, the researchers conducted with             
minimum interference by the researcher with the normal flow of work. In this study, beyond               
administering a questionnaire to the managers, the researcher has not interfered with the normal              
activities in the organizations. In other words, researcher interference has been minimal since the              
objective of the study is to examine the relationship between time urgency and pacing style with                
regards to the perspective of the middle- and low-level managers so, it was not necessary to use                 
another type of interference because the researchers did not want the respondents to affected by               
reactivity through the interference of the researchers. 
  
The managers have been contacted through emails which included the brief introduction about the              
research and its purpose. Then the managers were asked to follow the link for the survey and it was                   
mentioned that the survey will take only two minutes. They were likewise approached to choose               
their job role, among middle and low-level manager in the organization they are working. In order to                 
get as trustworthy data as possible (Bryman, 2016; Sekaran & Bougie, 2016), the online page as                
well included brief introduction to survey (presented in Appendix 1) which mentioned the following              
sentence: “Describe yourself as you are now, not as you wish to be in the future”. 

3.2 Questionnaire design  
 

This thesis is the first attempt to use more advanced and contemporary measurement method for               
temporal dispositions of Swedish middle- and low-level managers. The method is based on another              
method called PACED (Pacing Action Categories of Effort Distribution,) which is developed by             
Gevers et al. (2015, p. 506). For developing a method for measuring pacing styles Gevers et al.                 
(2015) conducted four studies in two countries and developed a questionnaire with 9 items. They               
offer an effective tool for measuring pacing styles. Five-point Likert scale (Joshi, Kale, Chandel, &               
Pal, 2015 for review) is applied as a response format. 
  
PACED is used for measuring the pacing styles. The PACED method offers a questionnaire with               
nine items and each of the items are connected with others. Thus, even if managers try to choose                  
answers which are not matching with the reality, other questions would cover the mistake since all                
the questions are specially developed to explore the temporal dispositions from various angles.             
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However, this thesis had two methodological challenges. Firstly, this study aims to measure both              
time urgency and pacing styles. One approach would be to send two various questionnaires but it                
would be less efficient and time-consuming. Thus, it would be better to use one single method by                 
combining the questions for measuring time urgency and pacing styles of managers. Secondly, the              
units of the research are managers and not just individuals who require questions regarding              
managerial tasks. Therefore, it has been chosen to adjust the PACED method for managerial context               
through editing some of the questions and adding questions about time urgency. (Landy et al.,1991)               
offered Behaviourally anchored rating scales (BARS) for measuring time urgency. The method is             
effective and trustworthy, however, it is quite different from questionnaires which have been chosen              
as a main method for the thesis. The Time Urgency Index developed by (Qamar et al. ,2017) is a                   
modern measurement tool for time urgency which is based on a questionnaire. Consequently, two              
statements have been taken from the questionnaire of Time Urgency Index and have been added to a                 
questionnaire of PACED (Gevers et al., 2016, p. 540): 
  
1. “I always seem to be rushing between places and events for completing working tasks” 
2. “I’m often frustrated by the slowness of people and I frequently find myself pushing my                
subordinates so that we can finish a project or a task” 
  
Simultaneously, one question from PACED has been replaced by one of the added statements (“I do                
not get much done on projects until the due date is close”). Ultimately, a new method with 10 items                   
(statements) of structured questions has been developed which allows measuring both time urgency             
and pacing styles with close-ended questions and it outlined with the Likert scale to survey how                
strongly subjects agree or disagree. The questionnaire is presented in the Appendix section             
(Appendix 1). 

3.2.2 Data Analysis 
 
For the classification, analysis and interpretation of the primary data collected by using             
questionnaire from middle and low-level managers, descriptive statistics, Pearson's product-moment          
correlation, and simple linear regression were applied to give an understanding and interpretation of              
data gathered through the use of analytical and logical reasoning to learn the patterns and               
relationships between variables of the study, descriptive statistics were used to provide a description              
of the main attribute of the data in a study, give simple summaries about the sample, methods and                  
standard deviations of every included variable of the exploration. Followed by descriptive statistics             
Pearson’s correlation was used to predict and find a linear relationship between the variables of the                
study and measure of the strength of a linear association between two variables. Simple Linear               
regression was used to interpret predictive analysis. It was also used to examine if a set of predictor                  
variables adequately predicts an outcome of the variable, to see which variables, in particular, are               
significant predictors of the outcome variable. 
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For valuable analyses, the software tool R programming was used visualizing the research findings              
in the form of diagrams for the data obtained from primary sources. This software was utilized to                 
analyze the data gathered in view of the fact that it is open source, produces quality HD graphics and                   
R prefers data arranged with variables in columns and observational units in rows. This makes it                
able to identify each of these crucial requirements to understand statistical procedures. Thus, R              
programming was picked from other software for the study. 
 

3.2.3 Ethical consideration  
 
In the course of the research process, the individual information of people is requested, data are                
stored and deducted to answer a particular research question. It is exceedingly essential to be               
morally and ethically correct all through the whole research process to handle the information              
gathered. There are different ethical issues, which have to be appraised. In the event that the                
researcher requests respondents take an interest in the survey, the privacy of the members must be                
guaranteed and the respondents must be educated that the support is wilful with the privilege to                
withdrawal at any time (Sekaran & Bougie, 2016). Mannered treatment of the respondent is              
important to keep away from pressure, stress inconvenience or any kind of harm and the respondents                
should be informed how many minutes the survey will take (Saunders & Lewis, 2012). 
  
For the above reasons, all the data gathered from the respondents were retained confidentially. In               
addition to this to guarantee privacy, the possibility of being anonymous was predetermined to each               
of the respondents. There ought to be no deception or distortion in chronicling the information               
gathered all through the examination. In this manner, the information is exhibited with no change as                
it is collected from the respondents for the nature of the study. 

3.2.4 Reliability and validity 
According to (Sekaran and Bougie,2016), validity implies that the instrument, strategy, or procedure             
used to measure an idea will measure without a doubt the proposed idea (Bryman.2016). As per                
(Sekaran and Bougie,2016) characterize reliability the degree to which results are consistent after             
some time and an accurate representation of the all-out populace under examination is alluded to as                
reliability and if the results of an investigation can be reproduced under a comparative approach, at                
that point the exploration instrument is viewed as reliable. A test could be reliable, researchers will                
get a similar result no matter when or where they take it, within reason of course. But that does not                    
mean that it is valid or measuring what it is supposed to measure. A test can be reliable in the                    
absence of being valid. Nevertheless, a test cannot be valid unless it is reliable. 
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In this study, the reliability and validity were checked. The regression and the Anova table presented                
below in the analysis section shows the process and the methods used to measure the intended                
variables and their relationships. 

4. Results & Discussion  
In this section, the data gathered from respondents have been analyzed and interpreted based on the                
analysis model. First, the results of hypotheses testing have been presented including the             
background information of respondent under the demographic variables, followed by correlation           
analysis, simple linear regression analysis and finally descriptive statistics. Second, the results have             
been discussed in order to find out whether the results are matching with the theory or not. 

Demographic Profile 

The demographic data appraised in this study were gender and job of the role of the managers. 

Respondents’ Gender 

The respondents were asked to specify their gender so as to guarantee that the outcomes acquires the                 
perspectives on both gender orientation. The outcomes were introduced in the Figure 4. 

 

                            Respondents gender percentage 

 

Figure 4.  Respondent’s gender 
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Respondents’ gender 

The gender composition of respondents indicate that 66.1% of the respondents were male while              
33.9% of the respondents were female. The findings indicate that the male and female variance is                
significant. This implies most participants in this study are male which does not show an equal                
distribution.  

 

Job role 

The respondents were asked to specify their job role since the study wants to examine low and                 
middle level managers.  

The following figure shows the Respondents’ job role percentage (Figure 4). 

 

             Figure 5.  Respondent’s job role 

The job role composition of respondents indicates that 58.2% of the respondents were low level               
managers while 41.8% of the respondents were middle level managers. This implies most             
participants in this study are low level managers. Additionally, the number of the respondents              
between the two levels of the management did not have considerable difference it was consistent to                
one another. This helped the researchers to find the two dimensions with respect to time disposition                
components. 

Inferential analysis  

Inferential statistics are the arithmetic and rationale of how the theorizing from test to populace can                
be made (Vogt, 2011). Inferential statistics are firmly attached to the logic of hypothesis testing. For                
this study the inferential analysis includes correlation, descriptive statistics and simple regression            
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analysis to assess the connection between time urgency and time pacing. In addition to reject the                
null hypothesis with no relationship between variables. 

Correlation Analysis 

In this section, correlation analysis was exploited to answer the main research question. The              
correlation of time urgency and pacing style was examined. This analysis has given correlation              
coefficients that demonstrates the strength and the direction of a connection between the variables.              
The strength of the correlation is shown by the correlation coefficient (Koo & Li, 2016). 

The maximum correlations are shown with the range in between –1 or +1, and a minimum of 0. This                   
value designates the connections between the variables. If the variables are changing in the same               
direction, if one increases with the other, the correlation coefficient is possibly to be high and                
positive. If a change occurs in a different direction for one versus the other the outcome will be a                   
high correlation coefficient with a negative nature. In Pearson's correlation r measures the linear              
relationship between two variables, say X and Y. A correlation of 1 indicates the data points                
perfectly lie on a line for which Y increases as X increases. A value of -1 also implies the data                    
points lie on a line; however, Y decreases as X increases.  

The result produced from R indicate that the Pearson correlation between pacing style and time               
urgency is r = 0.1894805. This finding shows the number found is near to one which infers there is a                    
positive connection between the two variables. 

According to the guideline proposed by Evans (1996), the strength correlation suggested for the              
absolute value of r (Table 1): 

 

.00-.19 “very weak” 

.20-.39  “weak” 

.40-.59  “moderate” 

.60-.79 “strong” 

.80-1.0 “very strong” 

  

Table 1. Strength correlation for the absolute value of r 

Based on the guidelines suggested by Evans (1996) the result found by r = 0.1894805 shows that                 
there is a correlation but it is very weak. 

37 

 



 
 

 

Regression Analysis 

Simple Linear Regression Model Fitting 

To discover the predictive values of the variables a simple regression analysis was done. Regression               
procedures assume that the dispersion of points is linear. As explained by Burns and Burns (2008), a                 
straight line approximates the relationship between the dependent variable and the independent            
variable.  1

The above correlational analysis can only demonstrate the connection and strength of the linear              
relationship. Linear regression needs the relationship between the independent and dependent           
variables to be linear. It is also important to check for outliers since linear regression is sensitive to                  
outlier effects. There are five assumptions to check if linear regression could be applied and these                
assumptions can best be tested with scatter plots. In their summary of the assumptions of multiple                
regression, the first of four assumptions given focus by Osborne and Waters (2002) is the normality                
assumption. Osborne & Waters state: “Regression assumes that variables have normal           
distributions” (Osborne & Waters, 2002, page 1). They do not explicate which variables in              
particular they are referring to, but the implication seems to be that multiple regression requires that                
the predictor and/or response variables be normally distributed. This assumption can best be             
checked with a histogram and a fitted normal curve or a Q-Q-Plot. The second assumption is that                 
there is little or no multicollinearity in the data. The third assumption is multicollinearity occurs               
when the independent variables are not independent from each other. The forth important             
independence assumption is that the error of the mean has to be independent from the independent                
variables. The last assumption model errors are usually accepted to have an obscure finite variance               
that is consistent over all dimensions of predictor variables. This supposition is called the              
homogeneity of variance assumption (Bryman, 2016; Sekaran, 2016; Osborne & Waters, 2002). 

This can be checked with a goodness of fit. After considering all the assumption, normality of both                 
predictor and predicted variables and the linearity of relationship between the independent and             
dependent variables were checked, and the results are presented as follows. Furthermore, normality             
was applied to test if the data is normally distributed (Appendix 2). As it is perceived from the                  
output graph below, the regression line sloping from bottom left to top right, which indicates a                
positive relationship between the dependent and independent variables. 

 

1 Simple linear regression is based on result the straight line on a scatter graph that ‘fits ‘the scatter 
points best, as closely possible (Burns and Burns, 2008). 
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Figure 6. Time urgency and pacing style linear regression 

The above table shows the data with an upward pattern moving from left to right, this indicates a                  
positive correlation between X and Y. As the X-values increase the Y-values tend to increase.  

Numerical summary  

The output provides a brief numerical summary of the residuals as well as a table of the estimated                  
regression results (Table 2). 

Coefficients Estimated 
std 

Error t value Pr(>|t|)

Intercept 2.77321 0.14871  18.649  <2e-16*** 

Time urgency 0.08648 0.04091  2.114  0.0366* 

Signif. Codes 0*** 0.001** 0.01* 0.05 

  

Table 2. Regression coefficients 
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From the above table it is shown that the t-value of 2.114 and p-value of less than 0.0366                  
corresponds to the individual test of the hypothesis that "the true coefficient for variable Time               
urgency equals 0". Also, two versions of r-squared shows how much of the variation of the response                 
variable is explained by our predictors, and not by error. In this study, the model explains around                 
3% of the variation of percent pacing style. The last row of results is the test for the hypothesis that                    
all regression coefficients are zero while testing the null hypothesis (H3), there is no linear               
association between time urgency and pacing style we reject the null hypothesis (F1,120 = 4.469,               
p-value = 0.0366, or t = 2.114, df = 120, p-value is 0.3659). For a one-unit increase in Time urgency                    
there is an 8 % increase in pacing style. This shows the relation between the two variables when                  
one factor increase in time urgency there will an increase in time pacing. 

Data summary table (Table 3). 

Pacing style Time urgency 

Min.   :1.500 Min.   :1.000 

1st Qu.:2.625  1st Qu.:2.625  

Median :3.000  Median :4.000  

Mean   :3.074  Mean   :3.475  

3rd Qu.:3.500  3rd Qu.:4.375 

 Max.   :4.500  Max.   :5.000 

.  

Table 3. Data summary 

Median is the value which is inhabited pies the middle place when all the examinations are arranged                 
in an ascending/descending order (Gravetter & Wallnau, 2000). It divides the frequency distribution             
exactly into two halves. From the above table it is can been that the Median 4.000 can be explained                   
most of the answers from the respondents are on the fourth likert scale which is agree and this                  
number also shows the midpoint for time urgency. On the pacing style column, it can be observed                 
that the median is 3.000 which shows the midpoint and most respondents are on the third likert scale                  
which occurs to be neutral.  
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Anova (Analysis of Variance) 

The following table shows the output of the ANOVA analysis and assesses the significance factors               
by comparing the response variable means at different factor levels (Table 4). 

  Df Sum Sq Mean Sq F value Pr(>F)  

Time urgency 1 1.035 1.0353 4.469 0.0366 

Residuals 120 27.801 0.2317     

Signif. codes 0.001*** 0.01** 0.05* 0.1 1 

 

Table 4. Anova Result 

This is the result F(1, 120) = 4.469, p<0.05 

The degrees of freedom of the numerator is 1 and the degrees of freedom of the denominator is 120                   
and the actual result of the test is 4.469 and the p value is 0.0366 which is a lot less than .05 we can                        
conclude that the result is significant. 

Thus, this study found the following correlations between time urgency and pacing styles: firstly, it               
has been found that time urgency is positively correlated with U-shaped action pacing style. Our               
findings show that time urgent managers are mainly using U-shaped action pacing style which              
allows them to finish their tasks by putting maximum effort during the beginning and the ending                
periods of given time. Since time urgent managers are hurrying to complete their tasks, U-shaped               
pacing style helps them to feel satisfied with their job when they are finishing the main part of the                   
task during the beginning period. Later, when the deadline is near, time urgent managers are again                
putting some effort in order to finalize their activities and make final steps for completing the task.                 
Regarding time urgent managers, our findings show that middle-level managers are more time             
urgent than low-level managers. This might be due to the fact that middle-level managers are a                
connecting line between top- and low-level management. Thus, they are simultaneously working            
with top managers and low managers and they have to transfer the information from up to down and                  
vice versa. This creates more pressure and middle managers are hurrying to finish their tasks               
quickly. 
 
Unlike time urgent managers, time patient managers are mostly using steady-action pacing style             
which allows to complete tasks without taking stress. As previously discussed, some managerial             
tasks (writing reports, negotiations, managing a project) require a longer time and in these cases               
managers prefer to complete the tasks with small steps but every day. Our findings show that time                 
patient managers are mainly using steady-action pacing style with almost all tasks. Steady-action             
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pacing style has become a habit and no matter how difficult the task is, time patient managers are                  
completing them by dividing into small parts and completing one part every day. This study found                
that low-level managers are mainly time patient so they are trying to complete their tasks by                
dividing their work into smaller parts and every day finishing one small part. The questionnaire               
developed for this study has two statements about steady-action pacing style: “I work in a slow, but                 
steady, manner to complete tasks” and “I pace myself to work on projects a little bit every day or                   
every week instead of doing several hours of work all at once”. Managers who chose strongly agree                 
or agree for these two statements, mostly chose “strongly disagree” for the following statements: “I               
always seem to be rushing between places and events for completing working tasks” and “I do most                 
of the work on tasks in a relatively short time before the deadline”. Thus, time patient managers                 
prefer to work slowly, but every day. 
 
For time urgency, it has been found that more than half of the respondents (60,7%) are time-urgent.                 
The first statement of the survey was “I always seem to be rushing between places and events for                  
completing work tasks” which are designed to determine the time urgency of managers. Almost one               
fifth of the respondent managers (19,7%) chose “strongly agree” for this statement while 41%              
chose “agree”. Therefore, time-urgency is more widespread among Swedish managers than           
time-patience. This matches with the statements of Qamar et al. (2017) who found that in reality                
time-urgent behavior is more widespread than time-patent behavior. 
 
One statement concerning time urgency led into an absorbing finding. The statement “I’m often              
frustrated by the slowness of people and I frequently find myself pushing my subordinates so that we                 
can finish a project or a task” was supposed to be connected with time urgency since the literature                  
mentions that time-urgent managers are not only hurrying but also encouraging their subordinates to              
hurry and finish tasks quickly. Therefore, according to the literature, if a manager strongly agrees or                
agrees with this statement, it shows that the manager is most likely time urgent. However, 49.2% of                 
respondents chose agree and 18% chose strongly agree. This means that almost ⅔ part of               
respondents (68%) are not satisfied with the work of their subordinates. The same managers who               
chose strongly agree or agree for that statement, also chose strongly disagree or disagree for the                
following statement: “I always seem to be rushing between places and events for completing              
working tasks”. This statement is for indicating time urgency. Consequently, both time urgent and              
time patent managers think that their subordinates are slow and they are encouraging them to work                
faster. Thus, pushing subordinates to work faster is not only a behavior of time urgent managers.                
This is an interesting point which needs further research.  
 
When testing the H3 (null hypothesis) if there is no correlation between pacing style and time                
urgency, we reject the null hypothesis (r = 0.189, t = 2.114, with 120 degrees of freedom, and a                   
p-value = 0.03659). As pacing style increases so does time urgency. The 95% confidence interval               
for the correlation between pacing style and time urgency is (0.012, 0.355). Note that this 95%                
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confidence interval does not contain 0, which is consistent with the decision to reject the null                
hypothesis on the study. Surprisingly, we have found that both time-urgent and time-patient             
managers do use deadline-action pacing style and there is not any significant correlation between              
time-urgency and deadline-action style. For example, 41% of managers chose strongly agree or             
agree (particularly, 32% chose “agree” and 9% chose “strongly agree”) for the statement “I do               
most of the work on tasks in a relatively short time before the deadline” and almost half of them are                    
time-urgent (since they chose strongly agree or agree for statements describing time urgency).             
Another half is time-patient managers. Similarly, 58,8% of managers chose strongly disagree or             
disagree for above-mentioned statement and again, almost half of them are time-urgent and another              
half are time-patient. One possible reason could be that both time-urgent and time-patient managers              
could see the deadline as a motivational factor and maximize their efforts when the deadline is near                 
which is how the theory is explaining (Mohammed & Harrison, 2007; Mohammed & Nadkarni,              
2011). However, this finding is not fully matching with the description of time-urgency by Chen &                
Nadkarni, (2017), Glass et al. (1974), Landy et al. (1991) and Mohammed & Nadkarni (2011)               
because time urgency was described as a behavior when a person is always hurrying and trying to                 
complete tasks quickly. Logically, as it was hypothesized, time-urgent manager should not wait until              
the deadline comes because the manager is hurrying to complete a task as soon as possible. At least                  
from managerial viewpoint, time-urgent managers would hurry to complete many tasks in a short              
period of time. Although, if the later studies about time urgency is considered, an interesting               
description could be found which was discussed in problem discussion part. Briker & Walter (2017),               
Martinez (2015), Waller et al. (1999) researched the behavior of time urgent and time patient people                
and the scholars mention that when getting a task, time urgent people are quickly starting not to                 
complete the task, but there are planning and scheduling how are they going to complete the task                 
and what will be the deadline. Thus, practically, time-urgent managers are not extremely hurrying to               
complete their tasks. Indeed, time urgent people are making their own schedules and it does not                
necessarily mean that they are starting to complete task as soon as they are assigned. Time urgent                 
people are putting their maximum effort during period which they themselves are scheduled. From              
this viewpoint, our study found that mostly this period is matching with the beginning and the                
ending periods of given time, which means that time-urgent managers are putting their effort during               
the beginning and the end of a given time (U-shaped pacing style).  

An interesting finding is that even time-urgent managers are using the deadline-action style. In this               
case, the difference between the deadline-action style and procrastination should be considered            
which was discussed in section 2.1.3. Because managers with deadline-action style are            
intentionally delaying the completion of tasks, the deadlines are motivators for them which make              
their brains to work faster, hence, complete tasks in a shorter period. Otherwise, if the difference is                 
not considered, the situation when time urgent manager uses deadline-action style, is not logical.              
Why should a manager who tries to complete tasks faster, intentionally wait until the deadline               
comes? The possible answer is that although a manager is time-urgent, he/she feels confident about               
a task and believes that near the deadline the task will be completed quickly. This connection                
between time-urgency and deadline-action style touches the topic of how people perceive the time              
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and how the concept time-urgency is described which has been shown in problem discussion part.               
Time-urgency in some cases is seen as “extreme” behavior when people are extremely hurrying all               
the time. However, extreme hurrying would make the life very difficult and stressful for time-urgent               
people, and as Qamar et. al (2017) showed, in real life time urgency is not reaching to extreme                  
levels. Indeed, time-urgent people do try to finish task faster but not immediately and without               
thinking. They just want to get quick results and achieve more goals in a given period of time, while                   
time patient people are usually relaxed and not hurrying.  

The following table shows the correlation between the time urgency and the pacing styles for               
middle-level managers (Table 5). 

Temporal dispositions U-shaped action style Steady-action style Deadline-action style 

Time urgency       

Time patience       

  

                                                                                    

Positive correlation                               Neutral                                Negative correlation 

Table 5. Correlation of Time urgency/time patience and pacing styles (middle-level managers) 

The following table shows the correlation between the time urgency and the pacing styles for               
low-level managers (Table 6). 

Temporal dispositions U-shaped action style Steady-action style Deadline-action style 

Time urgency       

Time patience       

 

                                                                                           

        Positive correlation                               Neutral                                Negative correlation 

       Table 6. Correlation of Time urgency/time patience and pacing styles (low-level managers) 
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As it shown in the tables 5 and 6, the correlation is almost the same for middle- and low-level                   
managers. However, for middle-level managers, there are no strong correlation between time            
urgency and steady-action style. This could be concerned with time urgent behavior because our              
studies show that middle-level managers are mostly time urgent. Since the role of middle-level              
manager is very significant, most of the time these managers are working simultaneously with top               
management and low-level managers. They have numerous tasks to complete so it is more natural               
for them to try to finish tasks faster and start another task. However, with some complex tasks                 
(long-term projects), time urgent managers might use steady-action style because it is taking a long               
time to finish the task and it depends on both managers and employees.  
 
When it comes to low-level managers, our findings show negative correlation between time urgency              
and steady-action style. This overlaps with the theory according to which time urgent people are               
hurrying to complete tasks faster, thus, they do not have enough patience to complete tasks with                
small steps but every day. Raher, they prefer to put effort and finish a task in a short time. Since the                     
main tasks of low-level managers are assigning responsibilities and controlling (Mintzberg, 2015), it             
is natural that time urgent managers would make employees to work faster. For example, if a                
low-level manager has to make a report and send to a middle-level manager, then most probably the                 
low-level manager would make the report with his employees. If the manager is time-urgent, he/she               
possibly would not prefer to wait until employees write the report every day and part by part.                 
Indeed, the manager would try to convince employees to seat and finish the report in a short time                  
period.  

5. Conclusion  
 
The purpose of this study has been to discover the correlation between time urgency and pacing                
styles. With modern technologies and swiftly-changing market environment, time becomes more           
and more significant for organizations and, particularly, for managers who have to complete their              
managerial tasks and make decisions in shorter time period. In this situation, how managers are               
utilizing their time, essentially influences their inner feelings, job satisfaction and job performance.             
Since the research on temporal dispositions is growing and its basic elements, such as time urgency                
and pacing styles, have been researched either separately or in correlation with other elements.              
However, theory of temporal dispositions has been lacking to explain what is the connection              
between time urgency and pacing styles. This research has made a notable step for filling the                
research gap by examining how time urgency affects pacing styles. This study not only found that                
time urgency and pacing styles are connected with each other, but showed how exactly they are                
connected (Tables 5 & 6). In introduction it has been discussed that although previous studies have                
focused on various elements of temporal dispositions, the correlation between time urgency and             
pacing styles got slight attention due to misinterpretation. Because previous research showed the             
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difference between time urgency and pacing styles, it was assumed that these elements do not have                
any effect on each other. This study attempted to find how time urgency affects pacing styles and                 
show the exact correlation between these two elements. Therefore, how managers generally perceive             
the time significantly affects how they are spreading their effort for completing tasks.  
 
A significant finding is that both time urgent and time patient managers could use the same pacing                 
style. When formulating the hypotheses for this study it was assumed that one possible correlation               
between time urgency and a pacing style has the opposite correlation for time patience and the same                 
pacing style. However, our findings show that U-shaped pacing style is quite widespread for both               
time urgent and time patient managers. This is overlapping with the Mintzberg’s managerial work              
(Mintzberg 1973; Mintzberg 2015), according to which managers’ routine is not strict because             
managers are completing different tasks every day. Furthermore, many of the tasks are not planned               
or expected (for instance to solve a sudden conflict between employees, respond to customers’              
complaints, sending necessary information to top level managers), therefore, it would be very             
difficult to complete only planned and scheduled tasks (Korica, 2017). In this situation, managers              
are using U-shaped pacing style, thus, they are putting maximum effort during the beginning period               
and near the deadline. When managers are completing some part of tasks during the beginning               
period, it gives them satisfying feelings. In the middle managers might focus on other tasks (such as                 
unexpected events or urgent orders from top management) but they will not feel stressed because               
they have already completed some part of the primary task. Then, managers could increase their               
efforts near the deadline and finish the remained part of the task.  

Of course, in organizational context, other factors as well could have significant impact on how               
managers complete tasks. For instance, the complexity of a task, the desire of managers to actually                
finish the task, unexpected events. Nevertheless, this study focused only on time urgency and pacing               
styles of managers and attempted to discover how these two elements of temporal disposition are               
connected. 

5.1 Contributions to Current Research 

5.1.1 Theoretical Contributions 
The theory of temporal dispositions explores various aspects of how people are seeing the concept               
of time. Within the theory, scholars have been using several elements of temporal dispositions              
which are helping to analyze the concept of time from different angles. The elements include time                
urgency, pacing styles, time perspective, polychronicity. Mohammed and Nadkarni (2011) analyzed           
how time urgency, pacing styles and temporal diversity affect team performance, Waller et al.              
(1999) showed the connection between time urgency and polychronicity, time urgency was            
examined separately (Briker & Walter, 2017; Landy et al., 1991; Martinez, 2015) and pacing styles               
was researched as well (Gevers et al., 2015; Shin et. al, 2018). However, the connection between                
time urgency and pacing styles has been remaining out of focus. This study contributed to current                
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theory by exploring how time urgency affects pacing styles. In order to make the concepts clear,                
some scholars explained what was the difference between the time urgency and pacing styles which               
was leading into misunderstanding that people could be whether time urgent/time patient or use              
specific pacing style. This study contributed to current theory by reflecting to this misunderstanding.              
Our results show what pacing styles are using time urgent and time patient managers and we proved                 
that time urgency affects pacing styles.  
  
Furthermore, scholars have been examining temporal dispositions of top managers and           
organizational teams. The middle- and low-level managers who are the connecting points between             
top managers and teams, have remained out of research. Our study contributed to the theory through                
analyzing time urgency and pacing styles of middle- and low-level managers and our findings show               
what is the difference between temporal dispositions (time urgency and pacing styles) of middle-              
and low-level managers. 

5.1.2 Methodological Contributions 
Our study has developed a questionnaire which can be used for measuring time urgency and pacing                
styles. Before, separate methods have been used in order to measure these elements of temporal               
disposition. However, using a single method for measurement would save time and resources. Our              
questionnaire could be used by managers for measuring their time urgency and pacing styles, as well                
as they could use the questionnaire for their subordinates. For instance, recruiters could use the               
questionnaire when they want to hire a manager for specific projects in order to see what temporal                 
dispositions have the manager and find out whether it matches with the job requirements or not. It is                  
already mentioned by Gevers, Mohammed, and Baytalskaya (2015, p. 531) that questionnaires can             
be used for checking how the pacing style of candidates matches with the job requirements.  
  
Furthermore, our questionnaire could be used in time management training programs for showing             
the correlation between time urgency and pacing styles. As Gevers et al. (2015) and Qamar, Aziz,                
and Mehboob (2017) mention, people could increase their efficiency if they are aware about their               
temporal dispositions. Finally, scholars could use our questionnaire for measuring pacing styles and             
time urgency of individuals or organizational teams. Researchers could develop new questionnaire            
based on one developed in our study. 

5.1.3 Practical Contributions 
The deadlines are unique motivators which help to concentrate on a task and try to finish it within                  
given time (McGrath and O’Connor, 1996). However, in real life, managers have multiple tasks              
every day and sometimes it is difficult for them to complete all the tasks efficiently (Khorasani &                 
Almasifard, 2017) and find effective time management strategies (Knapp & Zeratsky, 2018;            
Latham, Mawritz, & Locke, 2018a, 2018b). Steel and König (2006) developed the Temporal             
Motivational Theory which has offered interesting time management strategies in order to increase             
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the work efficiency. For instance, Steel and König (2006) offered to divide the task into smaller                
parts and make deadlines for each part. Since smaller parts are easier to complete, it would motivate                 
managers to continue working on their tasks because after completing a small part of a task,                
managers would feel competence. In other words, if a task seems very big and difficult (such as                 
making a huge report or make a big project plan) it demotivates managers. Nevertheless, if               
managers would divide the task into small parts and make first steps to complete one small part, it                  
would increase their motivation. Moreover, Burgess, Enzle, and Schmaltz (2004) found that if             
people themselves are dividing their work and making own deadlines, it increases job performance.              
Considering the fact that all managers have individual temporal differences (temporal dispositions),            
a single time-management strategy will not work for everyone. Thus, our studies examined the              
correlation between time urgency and pacing styles and discovered that time-urgent managers will             
most likely use U-shaped action pacing style while time-patient managers will use steady-action             
pacing style. Time-patient managers are not feeling hurried and they prefer to complete their tasks               
by small steps but every day. Therefore, making own deadlines is not a good time management                
strategy for time-patient managers. Simultaneously, time-urgent managers prefer to complete the           
main part of their tasks at once or in shorter time period. Accordingly, dividing tasks into smaller                 
parts is not an effective strategy for time-urgent managers.  
 
Thus, as a practical implication, time urgent managers could make their own deadlines and schedule               
when exactly they are going to start working on a task. Since this study has found that time urgent                   
managers are mostly using U-shaped action style, managers could make schedules according to the              
pacing style. Accordingly, after getting a task, time urgent managers could make a schedule to fully                
focus on the task at the beginning (for example during the first week) and complete at least 50% of                   
the task. The remained part of a task they could complete later, when deadline comes.  
 
At the same time, managers who are time-patient, steady-action style should be a perfect choice for                
them. They could divide a task into smaller subtasks and make a daily schedule about which percent                 
of the subtasks they are going to complete. For time-patient managers who use U-shaped action               
style, a good time management strategy could be to divide the task into smaller parts, then plan                 
which part they will finish during the beginning period and which part near the deadline. Moreover,                
a good strategy could be to finish most part of the task (50-70%) during the beginning period                 
because time pressure will be increased near the deadline and it might create a stress for the                 
time-patient managers. 
  
Finding their level of time-urgency and pacing style is an important implication for managers. They               
should firstly understand which pacing style they are using mainly and are they time-urgent or               
time-patient. Awareness about temporal dispositions would help managers to decrease their stress            
and increase job satisfaction because when managers are completing tasks according to their             
temporal dispositions, they are showing better results and feeling satisfied (Avery, Graham, & Park,              
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2016; Claessens, Van Eerde, Rutte, & Roe, 2004; Gärling, Gamble, Fors, & Hjerm, 2016; Gevers,               
Mohammed, & Baytalskaya, 2015; Gevers, Rispens, & Li, 2016). For example, time-urgent            
managers are using U-shaped action pacing style. If managers know this fact they can plan to work                 
on a specific day or period and complete the bulk of a task on that period. This will increase job                    
performance and give satisfaction to managers. Similarly, time-patient managers are using           
steady-action pacing style so they should try to complete a small part of a task every day and by                   
seeing the progress they will feel satisfied and will deliver results with higher quality.  

5.2 Limitations & Future Research 
This study has several limitations. Firstly, only two elements of temporal disposition are taken for               
the research. Time urgency and pacing styles are significant elements, however, the temporal             
disposition is a wide concept which has more components. For instance, another important element              
is the temporal depth which shows how long is the time horizon for making plans or organizing                 
activities (see Nadkarni, Chen, and Chen (2016) for review). Thus, temporal depth refers to a               
long-term or short-term planning preferences of individuals. Since the managerial tasks includes the             
planning activities, temporal depth could be a great basis for future research. Particularly,             
researchers who are interested with the area of the temporal dispositions, could examine the              
temporal depth of middle- and low-level managers or discover the correlation between the temporal              
depth and pacing styles of the managers. Particularly, one way for future research could be the                
following topic: “How the way managers plan future activities affects their pacing styles?” Some              
managers are future oriented which means that they are planning their activities based on what effect                
they will have in the future. This means that future-oriented managers are trying to focus on future                 
success and long-term planning. Thus, it would be interesting to see which pacing styles are using                
the future-oriented managers. 
  
Next limitation refers to the research place. This study is based only on Sweden and takes only                 
Swedish middle- and low-level managers into consideration. Therefore, it would be interesting to             
organize similar research for two and more countries in order to discover the differences between               
temporal dispositions of managers from different countries. Such research might lead to discovering             
a specific pattern in temporal disposition which is typical for a country or a region. For example,                 
temporal dispositions of managers could be examined through taking Nordic region and finding             
similarities and differences between managers of the countries. Moreover, a particular industry or             
sector could be taken for the research. This study analyses the temporal dispositions of middle- and                
low-level managers from various industries of Sweden. Future research should focus on one or two               
specific industries and detect how an industry affects temporal disposition of the managers. 
  
This study focuses on middle- and low-level managers. Scholars interested in the field of temporal               
dispositions, should do a research for other organizational members, such as employees and groups.              
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In addition, Universities or public organizations should be taken for the research. In this context it                
would be relevant to analyze time urgency/time patience and pacing styles of university professors              
(by using the questionnaire developed in this study (Appendix 1)) and find out how professors’               
temporal dispositions affect teaching quality.  
 
Additional way for continuing this research is to focus on other characteristics of managers, such as                
age, gender or previous experience. For instance, the question “Could age of managers and gained               
experience change the managers’ time urgency and pacing styles?”. Thus, it would be interesting to               
explore how the age and experience affect temporal dispositions because it could be a situation               
when a manager realizes that using other pacing styles could increase the job performance.              
Moreover, through using time management theories and practices (Church, 2018; Knapp &            
Zeratsky, 2018; Latham et al., 2018; Muller, 2016; Nowotny, 2018; Parker, 2018), future             
researchers could try to develop new time management strategies for time urgent and time patient               
managers.  
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APPENDICES 
 

Appendix 1. The questionnaire 
 

The questionnaire  has been used for gathering data from middle- and low-level managers. 

When you have to work on a project or managerial task with a time limit, how do you generally                   
distribute your workload from the moment you get the project or task until the deadline? Please                
indicate the extent to which you agree or disagree with each statement by circling the corresponding                
number according to the scale below. Describe yourself as you are now, not as you wish to be in the                    
future. 
  
  

1. I always seem to be rushing between places and events for completing working tasks. 

● Strongly disagree 
● Disagree 
● Neutral 
● Agree 
● Strongly agree 

 

2. I’m often frustrated by the slowness of people and I frequently find myself pushing my               
subordinates so that we can finish a project or a task. 

● Strongly disagree 
● Disagree 
● Neutral 
● Agree 
● Strongly agree 

 

3. I do most of the work on tasks in a relatively short time before the deadline. 

● Strongly disagree 
● Disagree 
● Neutral 
● Agree 
● Strongly agree 
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4. I work steadily on tasks, spreading my work out evenly over time (e.g. 3 hours per week                 
until the deadline). 

● Strongly disagree 
● Disagree 
● Neutral 
● Agree 
● Strongly agree 

 
5. The effort I put into projects is high at the start, low half-way through, and high again at the                   

end. 

● Strongly disagree 
● Disagree 
● Neutral 
● Agree 
● Strongly agree 

 

6. I invest most of my effort toward the beginning and end of projects or tasks. 

● Strongly disagree 
● Disagree 
● Neutral 
● Agree 
● Strongly agree 

 

7. I pace myself to work on projects a little bit every day or every week instead of doing several                   
hours of work all at once. 

● Strongly disagree 
● Disagree 
● Neutral 
● Agree 
● Strongly agree 

 

8. I generally do not work until there is time pressure from an approaching deadline. 
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● Strongly disagree 
● Disagree 
● Neutral 
● Agree 
● Strongly agree 

 

9. I work in a slow, but steady, manner to complete tasks. 

● Strongly disagree 
● Disagree 
● Neutral 
● Agree 
● Strongly agree 

 

10. I put in more effort at the beginning of tasks as well as right before the deadline, but am less                    
active during the middle of the work cycle. 

● Strongly disagree 
● Disagree 
● Neutral 
● Agree 
● Strongly agree 

Appendix 2. Normality test 

Statistical errors are common researches and about half of the published articles have at least one                

error (Curran-Everett D, Benos DJ, 2004). A significant number of the measurable methodology             

including correlation, regression, t tests, and analysis of variance, in particular, parametric tests,             

depends on the assumption that the information pursues normal distribution or Gaussian distribution             

(Curran-Everett D, Benos DJ, 2004). The connection coefficient is utilized when the factors             

contemplated are normally distributed. This coefficient is affected by extreme values, which may             

overstate or lower the strength of relationship, and is consequently, it is unsuitable when one or both                 

variables are not normally distributed. 

To check the validity assumption for a data set a QQ plot was applied. 
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Figure 7. Normally distributed errors 

As it is seen from the above figure , the dots are closely plotted to the straight line, which indicate a                     

small or no deviation from normality and there are no extreme cases observed. Therefore, the               

assumptions of simple linear regression have been met and we can possibly assume that the model is                 

accurate and can probably generalize to the population. 

Normality of both predictor and predicted variables and the linearity of relationship between the              

independent and dependent variables were checked, and the results are presented as follows. 
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Figure 8. Normally distributed errors 

The quantile-quantile (QQ) plot is to allows to see if two data sets come from the same distribution.                  
While plotting the theoretical and sample quantiles usually the theoretical quantiles are plotted on              
the x-axis while the samples are plotted on the y-axis. In practice data sets are compared to the                  
normal distribution.  2

From the above qq plot it can be seen that the plots are much up the straight line which shows the                     
dataset are normally distributed. 

 
 

2 Normal distributions are important in statistics and are often used to represent real-valued random 
variables whose distributions are not known. 
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Appendix 3. The figure of thesis contribution 
 

The contribution of the thesis: visual image (created by the authors) 

 

 

 

 

Figure 9. Contribution of the thesis 
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