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<INTRODUCTION

")

54%

of employees say they
would consider quitting
over excessive workplace
monitoring

Since 2009, RescueTime has been helping people
understand and protect their most valuable resource: their
time. With RescueTime for Teams, that same power extends
across your organization - but how you deploy it matters
more than you might think.

We've heard it countless times. A manager senses something
is off - projects are taking longer than expected, output feels
lower than it should be, deadlines are slipping. Their instinct
tells them employees must be distracted, that there's
untapped productivity being left on the table. And the knee-
jerk reaction is almost always the same: let's start tracking
what people are doing.

It's understandable. When you feel like you're not getting enough out of your team, the impulse

to monitor is natural. But it's also almost always the wrong move. Surveillance breeds

resentment, erodes trust, and usually confirms whatever bias the manager already had going in,

while doing nothing to address the actual root cause.

The irony is that most of the time, the problem isn't that employees are slacking off. It's that

something in the way work is structured - too many meetings, unclear priorities, constant

context-switching, broken tools - is quietly making it impossible for people to do their best

work. And in most cases, employees have a sense of where the friction is. They just need the

data to articulate it and a framework for raising it.

RescueTime for Teams is a tool that puts real data in your employees' hands so they can surface

inefficiencies, start better conversations with their managers, and collaborate on solutions that

make everyone more productive. Choosing this approach puts you ahead of the vast majority

of organizations - not because of the software, but because it signals an intent to fix how work
actually happens rather than just assuming you already know where the problems are.

But any tool like this is neutral. A hammer can build a house or break a window. RescueTime

can be the foundation for a culture of trust, self-awareness, and continuous improvement - or it

can become a surveillance mechanism that erodes morale and drives your best people out the

door.

This guide exists to help you use it the right way.

Wwww.rescuetime.com
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WHAT

SURVEILLANCE-STYLE The research is unequivocal: surveillance-style

MONITORING monitoring backfires. A
ing 70 independent studies found that
BACKFIRES spanning

electronic monitoring has essentially zero
correlation with improved performance while

c slightly increasing stress and counterproductive
behavior. found

that monitored employees are actually more likely
to break rules, not less - a finding that should give
every manager pause.

TRANSPARENCY, Meanwhile, rk is equally
AUTONOMY, clear: transparency, autonomy, coaching, and goal-

setting produce measurably better outcomes. High-
gEO-rArlCNH(I;NG AND GOAL trust workplaces see up to 50% higher productivity

and 40% lower turnover. Organizations that
connect productivity metrics with business

outcomes are to sustain
improvement than those that simply track activity.
RESCUETIME AS A The approach in this guide is simple: treat
MIRROR. NOT A RescueTime as a mirror, not a camera. Let your
’ , .
employees see themselves clearly first, then sit
CAMERA

down together to figure out what to do about it.
The result is a team that manages its own time

better, a manager who understands the real
obstacles to productivity, and a relationship built on

collaboration rather than suspicion.


https://hbr.org/2024/02/surveilling-employees-erodes-trust-and-puts-managers-in-a-bind
https://www.atlassian.com/blog/state-of-teams-2024
http://rescuetime.com/
https://www.sciencedirect.com/science/article/pii/S2451958822000616
https://hbr.org/2022/06/monitoring-employees-makes-them-more-likely-to-break-rules
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WHERE DOES ALL
THE TIME GO?

Before diving into the process, it helps to understand the landscape you’re operating in. Modern
knowledge work has a productivity problem, and it’s not the one most managers think it is.

THE HIDDEN COST OF
FRAGMENTED ATTENTION

The average knowledge worker is productive for only about 2 hours
and 53 minutes of an 8-hour workday - roughly 36% of their time at
work (Vouchercloud/Inc. Magazine, 2024). The remaining hours aren’t
lost to laziness; they’re consumed by a relentless stream of
interruptions, context switches, and low-value activities that feel like
work but produce very little.

Research from the University of California, Irvine found that it takes an
average of 23 minutes and 15 seconds to fully regain focus after an

interruption. With workers averaging only 3 minutes on any single task
before switching, most people never reach the deep concentration
required for their most important work. RescueTime’s own research

shows that knowledge workers only get 1 hour and 12 minutes of
uninterrupted “focus work” per day.

the average knowledge worker switches
1’200 between applications

TI M Es (Harvard Business Review, 2022)
PER DAY



https://ics.uci.edu/~gmark/chi08-mark.pdf
https://blog.rescuetime.com/communication-multitasking
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https://hbr.org/2022/06/monitoring-employees-makes-them-more-likely-to-break-rules
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https://hbr.org/2022/06/monitoring-employees-makes-them-more-likely-to-break-rules
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THE COMMUNICATION PARADOX 2

Communication tools designed to improve collaboration have become one of the biggest
drains on individual productivity. Employees check email an average of 121 times per day, with
84% leaving their inbox open all day long (CloudHQ, 2025). Twenty-eight percent of the
average workday is spent reading and responding to email alone.

Social media use during work hours has climbed to an average of 1.9 hours per day, up from 1.7
hours in 2023, with 78% of employees reporting regular use during work time (ElectrolQ,
2024). The issue isn’t that people are irresponsible - it’s that digital environments are
engineered to capture and hold attention, and most workers have never been taught strategies
to defend against that.

THE MEETING PROBLEM 3

Meetings have become the single most commonly cited productivity disruptor in knowledge
work. Since February 2020, weekly meetings and calls on platforms like Microsoft Teams have
increased by 192% (Microsoft Work Trend Index, 2023). Sixty-eight percent of employees
report lacking sufficient uninterrupted focus time during their workday, and 57% of the average
employee’s time is spent in meetings, email, and chat rather than creating meaningful output.

Perhaps most telling: 30% of meetings attended are deemed unnecessary by the people sitting
in them, and up to 50% of recurring meetings could be handled through alternative means
(Ambitions ABA, 2024). The cost to U.S. companies alone is estimated at $399 billion annually
in lost productivity from poorly organized meetings (Doodle State of Meetings Report, 2019).

Most employees aren’t unproductive because they’re lazy.
They’re unproductive because they’re drowning in an
environment designed to fragment their attention. RescueTime

helps make that invisible problem visible - and that’s where

improvement begins.



http://rescuetime.com/
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A FIVE-PHASE

The framework below is designed to maximize both productivity improvement and employee
trust. It works because it positions the employee as the primary analyst of their own behavior,
with the manager as a supportive partner - not an auditor.

RESCUETIME’S The employee sees their data first. Always. No exceptions.

GOLDEN RULE They sh?uld neyer walk into a meeting and be SL?rprlsed by
information their manager already has about their work

patterns. This single principle is the difference between a tool
that builds trust and one that destroys it.



http://rescuetime.com/
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PHASE 1

SET THE STAGE
(DAY 1)

How you introduce RescueTime to your team determines whether it becomes a trusted ally or a

resented intrusion. The research here is clear: when employers explain the reasons for
monitoring, more than 50% of workers report being comfortable with it, and simply explaining
scope and purpose boosts acceptance by approximately 70% (Gartner, 2024; HBR, 2024). The

way you frame the first conversation matters enormously.

THE PURPOSE IS

SELF-IMPROVEMENT,
NOT SURVEILLANCE.

Be explicit: “This tool is here to help each of you
understand how you spend your time so you can work
smarter. It’s not about catching anyone doing
something wrong.”

YOU’RE DOING IT
TOO.

Install RescueTime on your own machine and be
transparent about your own results in later discussions.
This eliminates the power imbalance and signals
genuine partnership.

EXPLAIN EXACTLY
WHAT DATAIS
COLLECTED - AND
WHAT ISN°T.

RescueTime tracks application and website usage at a
category level. It does not capture keystrokes, form
input, screenshots, or page content. URLs are trimmed
to site names with query strings discarded. Group
reports show only anonymized, aggregated data.

INDIVIDUAL DATA
BELONGS TO THE
INDIVIDUAL.

Each person’s detailed data is visible only to them. What
they choose to share in their one-on-one is up to them.

DEFINE THE
TIMELINE.

Tell the team they’ll have one to two weeks of quiet data
collection before anyone looks at anything. This
removes the pressure of feeling watched from day one.


http://rescuetime.com/
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H ht ber install
TECHNICAL (5 e ey wore
SETU P device. During setup, encourage

them to:

CUSTOMIZE THEIR ACTIVITY CATEGORIES. 1

What’s “productive” varies by role. Slack might be essential for a support lead and a distraction
for a developer. Each person should adjust categories to reflect their actual job.

SET THEIR WORK HOURS. 2

RescueTime can distinguish between work time and personal time. Configuring this correctly
ensures reports reflect working patterns, not evening browsing.

EXPLORE THE DASHBOARD BRIEFLY 3

Explore the dashboard briefly so they know where to find their reports when the time comes.
But stress that they shouldn’t obsess over the data during the collection phase - just let it run.

Never introduce RescueTime in a context that implies the team
has a productivity problem. Frame it as a professional
development opportunity. “We’re investing in tools to help
everyone work more effectively” lands very differently than

“We need to figure out why productivity is down.”

Wwww.rescuetime.com @
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PHASE 2 “oeis

For the next one to two weeks, the goal is to collect a representative sample of how each

person actually works. This means working as normally as possible - no heroic productivity
theater, no anxious avoidance of certain websites. The data is useful only if it reflects reality.

WHY TWO A single week can be skewed by an unusual

WEEKS? project, a holiday, or a.n atypical meeting
load. Two weeks provides enough data to

smooth out anomalies and reveal true
patterns. It also captures both “heavy
meeting” weeks and “deep work” weeks,
which is important for understanding the

full picture.
MANAGER’S During the collection period, the manager’s
ROLE DURING job is simple: do nothing. Don’t ask about
the data. Don’t hint at it. Don’t check team-
THIS PHASE

level reports. This period is about building
the habit and establishing trust. If
employees sense the manager is already
drawing conclusions, the entire
collaborative framework is undermined
before it begins.

Use this time productively: install
RescueTime on your own machine, let your
data accumulate, and start preparing for the
analysis phase by reviewing the discussion
guide in Phase 3.

WwWw.rescuetime.com 11
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SELF-ANALYSIS
PHASE 3 s

At the end of the collection period, ask each team member to spend 30 to 45 minutes
reviewing their own RescueTime data. Provide them with the following guide to structure their
analysis. The Self-Analysis Worksheet: Ask each employee to review their data and answer

these questions:

AREA OF ANALYSIS

QUESTIONS TO EXPLORE

PRODUCTIVE TIME

What percentage of your day is spent on high-value
work? Does this match your expectations? When are your
most productive hours?

TOP DISTRACTIONS

Which applications or websites consume the most time
without contributing to your core work? Are there any
surprises?

COMMUNICATION LOAD

How much time do you spend in email, Slack, or other
messaging tools? Does this feel appropriate for your role?

MEETING BURDEN

How many hours per week are spent in meetings? Which
meetings feel essential, and which feel like they could be
shorter, less frequent, or replaced by an async update?

CONTEXT SWITCHING

How frequently do you bounce between applications?
Can you identify periods of sustained focus vs.
fragmented attention?

PEAK PERFORMANCE What time of day do you do your best focused work? Are
you protecting that time or filling it with meetings and
messages?

AFTER-HOURS WORK Are you working outside your defined work hours? If so,

is this by choice or because daytime hours are too
fragmented?

Encourage employees to note two or three things that surprised them and two or three areas

where they see clear opportunity for improvement. These observations become the foundation

for the collaborative discussion in Phase 4.


http://rescuetime.com/
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PHASE 4 v

This is the most important step in the entire process. The one-on-one meeting is where self-
awareness becomes shared understanding, and where individual insights become actionable
plans. Get this right, and you’ll build a relationship grounded in mutual respect and genuine

problem-solving.

BEFORE THE Review your own RescueTime data. Coming to this conversation

MEETING having done the same exercise yourself transforms the dynamic
from “boss reviews employee’s work habits” to “two professionals
comparing notes on a shared challenge.” Be prepared to share
your own surprises and struggles. Vulnerability from a manager is
one of the most powerful trust-building tools available.

SETTING THE Open the meeting by sharing one or two of your own insights first.
ometning like: “| looked at my data, and | was genuinely surprise
TONE S hing like: “I looked yd dl genuinely surprised

to see that | spend almost three hours a day in email. | had no idea it
was that much. What stood out to you when you looked at yours?”

@ ¢ 0 0 ©

This accomplishes several things simultaneously: it normalizes the
experience of being surprised by your own data, it demonstrates
that the tool reveals universal challenges rather than individual
failings, and it makes the employee feel safe sharing their own
findings.

THE Approach this conversation with genuine curiosity, not

MANAGER’S judgment. Your goal is to learn something you didn’t know
about how your team member’s day actually works. If you find
MINDSET y 4 Y Y

yourself thinking “they should be doing X differently,” pause
and ask yourself: “What about their environment is causing this
pattern?” The answer is almost always more interesting - and
more actionable - than individual behavior change.

WwWw.rescuetime.com 13
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KEY DISCUSSION AREAS

PRIORITY
ALIGNMENT.

Compare the employee’s time allocation with what you both
agree are their highest-impact responsibilities. If a developer
is spending 40% of their day in communication tools, that
might indicate unclear expectations about responsiveness,
too many meetings, or a team communication structure that
needs adjustment. Often, the solution is organizational, not
individual.

COMMUNICATION
PATTERNS.

Discuss how much time is consumed by communication and
whether the current pattern serves the team. Is the employee
checking Slack every few minutes because they feel pressure
to respond instantly? That’s a conversation about team norms,
not individual discipline. Research shows that employees
check email 121 times per day on average, and most of that
checking is driven by expectation rather than necessity.

MEETING LOAD.

Review meeting time together. Ask which meetings the
employee finds valuable and which they attend out of
obligation. This is a chance for the manager to take action:
canceling, shortening, or restructuring meetings is one of the
highest-impact things a manager can do to improve team
productivity.

FOCUS TIME AND
DEEP WORK.

Review meeting time together. Ask which meetings the
employee finds valuable and which they attend out of
obligation. This is a chance for the manager to take action:
canceling, shortening, or restructuring meetings is one of the
highest-impact things a manager can do to improve team
productivity.

ENVIRONMENTAL
FACTORS.

Explore whether distractions are driven by the work
environment itself. Open office noise, constant Slack
notifications, unclear priorities that lead to task-switching -
these are systemic issues the manager can help address.


http://rescuetime.com/
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SET GOALS, BUILD
STRATEGIES, AND
ITERATE (WEEKS 3+)

The one-on-one should conclude with a short list of concrete goals and strategies. Research

found that people who write down their goals, share commitments with another person, and
send weekly progress updates achieve their goals 76% of the time, compared to 43% for those
who merely think about them. This phase puts that research into practice.

SETTING GOALS IN RESCUETIME

RescueTime’s built-in goal system lets employees set specific, measurable targets tied directly
to the data they’re already tracking. Effective goals should be:

SPECIFIC “Spend at least 3 hours per day on Focus Work
activities” rather than “be more productive.”

MEASURABLE Tied to metrics RescueTime already tracks, such as time
in specific categories, Productivity Pulse score, or hours
spent on particular applications.

REALISTIC Based on the baseline data from the collection period,
not aspirational fantasies. If someone is currently at 2
hours of focused work per day, a goal of 3 hours is
reasonable. A goal of 6 hours is not.

TIME-BOUND Set a check-in date. Two to four weeks gives enough
time to experiment with strategies and see results

without losing momentum.

Www.rescuetime.com @
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THE CHECK-IN CADENCE

Establish a regular check-in rhythm. Gallup research shows that employees with quarterly
progress checks are 90% more likely to be engaged and 2.1 times more likely to feel the
process is fair and transparent. For the initial improvement phase, bi-weekly check-ins work
well:

WEEK1AFTER GOAL-SETTING 1

Quick 15-minute pulse check. Are the strategies working? Any roadblocks?

WEEK 2-4 2

Deeper review of the data. Compare current patterns to the baseline. Celebrate wins and
troubleshoot what isn’t working.

MONTHLY THEREAFTER 3

Ongoing maintenance. By this point, many improvements will be self-sustaining, and check-ins
can become lighter and less frequent.

Www.rescuetime.com @
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RECLAIMING

Once you’ve identified the patterns through the phases above, here are the
evidence-based strategies most likely to produce real improvement. Recommend
these to employees based on what their data reveals, and experiment with them

yourself.

Wwww.rescuetime.com @
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STRATEGY [1] e
BATCH YOUR COMMUNICATIONS

The single most impactful change most knowledge workers can make is to stop treating email
and messaging as a real-time medium. Research by Gloria Mark and colleagues at UC Irvine

found that email duration is significantly negatively related to daily productivity - the more time
spent on email per day, the lower the assessed productivity for that day. A separate study
found that reducing notifications to just three batches per day produced a moderate but
measurable improvement in productivity, attentiveness, and sense of control.

How to do it

Set specific email check times. Three times per day is a strong starting
point: once in the morning, once after lunch, and once before end of
day. Close your inbox and messaging apps between these windows.

Communicate expectations. Let your team and key stakeholders know
your schedule. “I check email at 9, 12, and 4. If something is urgent, call
or text me.” Most people will respect this - and many will quietly adopt it
themselves.

Turn off push notifications. Every notification is an interruption, and
every interruption costs 23 minutes of recovery time. Let the information
come to you on your schedule, not the app’s schedule.

Use RescueTime to track the change. Set a goal to keep email and
messaging below a target number of hours per day. Watch your
Productivity Pulse improve as communication time decreases.

Www.rescuetime.com
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STRATEGY [2] e
TIMEBOX YOUR DAY

Timeboxing - the practice of pre-allocating specific blocks of time to specific tasks - was ranked
the most useful productivity technique out of 100 methods surveyed by Harvard Business
Review. Cal Newport, author of Deep Work, estimates that a 40-hour time-blocked week

produces roughly the same output as a 60-plus hour unstructured week, while also providing
clearer boundaries between work and personal time.

How to do it

Plan tomorrow before you leave today. At the end of each workday,
spend 10 to 15 minutes blocking out tomorrow’s calendar. Assign every
hour a purpose: deep work, meetings, email processing, administrative
tasks, breaks.

Protect your peak hours. Use your RescueTime data to identify when
you do your best focused work. Block those hours for your most
important tasks and treat them as non-negotiable. If your data shows
you’re most productive from 9 to 11 a.m., schedule no meetings during
that window.

Batch similar tasks. Group administrative work, email, and low-
concentration tasks into a single block rather than scattering them
throughout the day. This reduces context switching and preserves your
deep work blocks.

Set a hard stop. Time blocks should have firm endings. If you allocated
90 minutes to a report and it’s not finished, move the remainder to
another block rather than letting it bleed into your next task. The
constraint actually improves focus.

Www.rescuetime.com
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STRATEGY [3] @
USE DISTRACTION BLOCKERS DURING FOCUS TIME

Willpower is a limited resource, and digital environments are deliberately designed to override
it. Research shows that distraction-blocking software leads participants to rate their
productivity significantly higher and to sustain focus for meaningfully longer periods.
RescueTime’s built-in Focus Sessions feature makes this easy by blocking sites and apps you’ve
categorized as distracting and silencing notifications during focus sessions.

How to do it

Activate FocusTime during deep work blocks. \When you begin a time-
blocked focus session, start a Focus Session in RescueTime. This
automatically blocks distracting websites and apps and silences
notifications.

Automate it through your calendar. RescueTime can automatically
trigger a Focus Session when it detects calendar events containing
Hfocustime or #focus. Add these hashtags to your deep work blocks and
let the tool do the rest.

Start small. If blocking all distractions feels aggressive, begin with 60-
minute sessions and work up to 90 or 120 minutes. The Pomodoro
Technique - 25-minute work sprints followed by 5-minute breaks - is a
gentler entry point that research shows improves self-rated focus by 15 to
25 percent.

Review what gets blocked. Periodically check your RescueTime
distraction categories. You may need to reclassify applications as your
role evolves or as you find that certain “neutral” apps are actually
significant time sinks.

Www.rescuetime.com
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STRATEGY [4] @
AUDIT AND REDUCE MEETING LOAD

With the average knowledge worker spending 57% of their time in meetings, email, and chat,
reclaiming even a portion of that time can dramatically increase output. Ninety-three percent of

executives surveyed by Atlassian believe the same outcomes could be achieved in half the time
with better focus.

How to do it

Conduct a meeting audit. Review all recurring meetings on your
calendar. For each one, ask: Does this meeting have a clear purpose and
agenda? Could the outcome be achieved asynchronously? Does
everyone in the room need to be there? If the answer to any of these is
no, restructure or eliminate the meeting.

Implement “no-meeting” blocks. Designate certain days or half-days as
meeting-free for the entire team. This creates guaranteed focus time and
sends a clear message that deep work is valued.

Default to 25 and 50 minutes. Instead of 30-minute and 60-minute
meetings, default to 25 and 50 minutes. This builds in transition time and
creates gentle pressure to stay focused.

Require agendas. Research shows 63% of meetings are conducted
without a predefined agenda. A simple rule - no agenda, no meeting -
can dramatically reduce wasted time.

Www.rescuetime.com
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STRATEGY [5] @
ESTABLISH TEAM COMMUNICATION NORMS

Many communication-related productivity issues aren’t individual problems - they’re systemic
ones. If your team’s RescueTime data reveals that everyone is spending excessive time in
Microsoft Teams, Slack or email, the solution is to address the team culture, not to ask each
person to individually resist the pull of their inbox.

Norms Worth Establishing

Define response time expectations by channel. For example: email
within 24 hours, Slack within 4 hours, text or phone for anything truly
urgent. Making these expectations explicit removes the anxiety that
drives constant checking and allows everyone to turn off notifications

Respect focus signals. WWhen someone has their RescueTime Focus
Session active (set in Slack) or has “focus” on their calendar, the team
norm should be to hold non-urgent messages until the session ends.

Move conversations to the right medium. A 15-message Slack thread
that could have been a 3-minute phone call wastes everyone’s time.
Establish guidelines for when to chat, when to call, and when to send a
structured email.

Reduce notification noise. Encourage the team to mute channels that
aren’t directly relevant to their work and to use @mentions judiciously
rather than broadcasting to entire channels.

Www.rescuetime.com
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STRATEGY [6] @
CREATE A PERSONAL PRODUCTIVITY DASHBOARD

RescueTime’s Productivity Pulse provides a single score from O to 100 that summarizes how
much of your time was spent on productive activities. Encourage employees to use this as a
personal benchmark - not a target to maximize at all costs, but a compass to indicate whether
changes are moving in the right direction.

Making the Most of the Dashboard

Set a baseline. After the two-week collection period, note your average
Productivity Pulse score. This is your starting point...

Track trends, not individual days. A single bad day means nothing. A
downward trend over two weeks means something is changing that
warrants attention.

Celebrate the wins. When you see improvement - an extra hour of
focused work per day, a Productivity Pulse that’s climbed 10 points -
acknowledge it. Small wins fuel continued effort.

Don’t chase perfection. A Productivity Pulse of 100 is neither realistic
nor desirable. Breaks, casual browsing, and social interactions are part of
a healthy workday. The goal is to be intentional about how you spend
your time, not to eliminate every moment of non-work activity.

Www.rescuetime.com
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<WHY THIS APPROACH WORKS @

THE

The collaborative framework outlined in this guide isn’t just a feel-good alternative to
surveillance. It’s the evidence-based approach, backed by decades of organizational
psychology research and recent large-scale workplace studies.

TRUST DRIVES High-trust organizations consistently outperform their low-
PERFORMANCE trust counterparts. Research compiled by

found that high-trust workplaces experience up to
50% higher productivity and 40% lower turnover.
7| demonstrates that at least 70% of the
variance in team engagement is explained by manager quality
and leadership style - not policies, not tools, not surveillance
systems.

When you give employees the autonomy to analyze their own
behavior and the agency to design their own improvement
plan, you’re building exactly the kind of trust that drives these
outcomes. Conversely, when monitoring is imposed without
transparency, 56% of employees report increased stress and
tension, and 55% report feeling anxious or burned out

( ).
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<QUICK REFERENCE

THE

AT A GLANCE

SET THE STAGE WHO DOES WHAT
DAY 1 Manager introduces the tool and the collaborative

framework to the team

KEY PRINCIPLE

Transparency and framing matter more than the tool itself
QUIET COLLECTION ?E,\\/Iggri?frz \I;Z::ﬁ-erTime quietly; manager does not
WEEKS 1-2 review any data

KEY PRINCIPLE

Let reality speak without performance anxiety
SELF-ANALYSIS WHO DOES WHAT
END OF WEEK 2 Each employee reviews their own data using the self-

analysis worksheet

KEY PRINCIPLE

The employee sees their data first, always
COLLABORATIV WHO DOES WHAT
E ONE-ON-ONE Manager and employee discuss findings together;
WEEK 3 manager shares their own data too

KEY PRINCIPLE

Curiosity, not judgment; partnership, not audit
GOALS AND WHO DOES WHAT
ITERATION Employee sets RescueTime goals; bi-weekly check-ins
WEEK 3 ONWARD refine the approach

KEY PRINCIPLE

Written goals plus accountability equals achievement
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<COMMON PITFALLS 7|>

COMMON PITFALLS
TOAVOID

USING TEAM-LEVEL DATA TO SINGLE PEOPLE OUT.

Even aggregated reports can feel like surveillance if a manager starts making
comments like “someone on the team seems to be spending a lot of time on social
media.” Team-level data is for identifying systemic patterns, not for detective work.

TREATING PRODUCTIVITY PULSE AS A PERFORMANCE METRIC.

The moment you tie RescueTime scores to performance reviews, you’ve
transformed a personal development tool into a surveillance system. Employees will
game the metric, and you’ll lose the honest data that makes the tool useful.

SKIPPING THE SELF-ANALYSIS STEP.

The temptation to skip straight to the one-on-one discussion is strong, but the self-
analysis phase is where genuine self-awareness develops. An employee who walks
into a meeting having already analyzed their own behavior is a partner in problem-
solving. An employee who’s hearing about their data for the first time from their
manager is a defendant.

IGNORING WHAT THE DATA SAYS ABOUT THE ORGANIZATION.

If everyone on the team is drowning in meetings and email, the problem isn’t the
team - it’s the organizational culture. Be prepared to advocate upward for structural
changes when the data calls for it.

EXPECTING OVERNIGHT TRANSFORMATION.

Habit change takes time. Research on the Pomodoro Technique and time-blocking
shows meaningful improvement in focus, but the effects build over weeks, not days.
Set realistic expectations and celebrate incremental progress.
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<THE BOTTOM LINE @

THE BOTTOM The organizations that get the most from RescueTime for

LINE Teams are the ones that treat it as what it was designed to be:
a tool for self-awareness and collaborative improvement. Not
a surveillance camera. Not a leaderboard. Not a way to catch
people slacking.

When an employee installs RescueTime and discovers - on
their own terms, with their own eyes - that they’re spending
three hours a day in email and only ninety minutes on their
most important work, something shifts. That realization
doesn’t need a manager’s reprimand to be powerful. It needs
a manager’s support to become a plan.

That’s what this guide is about. A process where the
employee discovers, the manager supports, and both parties
grow. A process where data serves people, not the other way
around.

Start with trust. Let the data tell its story. And build something
better together.
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<CONTACT @)

CONTACT US

RESCUETIME

P/ 888-215-8635

W/ www.rescuetime.com

<E/ contact@rescuetime.com

A/ 8111st Ave, Suite 480, Seattle, WA 98104 @)
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