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A. How Long are Workplace Deadlines and Extensions? 
 
To understand how deadlines are set and adjusted in the workplace, we surveyed working 

adults about their experience of adjusting task deadlines at work. 
 

Participants and Procedure 
We recruited 191 adults (40.31% female; Mage = 34.59 years, SDage = 8.95) who 1) 

worked at least 21 hours a week 2) have experience feeling “that [they] did not have enough time 
to finish a task that was assigned to [them] at work”, and 3) have experience communicating 
with someone at work that they need more time for a task. Participants were recruited on 
Amazon Mechanical Turk to answer the survey in exchange for $0.70. 

Participants were directed to recall their most recent experience asking for an extension 
with the following prompt: “Individuals often communicate with others that they need more time 
for a task in the workplace. Please take a minute to think about the most recent time you told 
someone at work that you need more time for a given task.” They then described the task they 
asked for an extension for, as well as the person they asked. Following this, participants 
answered various questions about this extension request experience. Below, we describe the 
variables that are related to our main research question. All study materials and data are available 
in our OSF repository. 

 
Measure 

Factors that Determined the Deadline. To explore what factors impacted the 
determination of the original deadline, we asked participants:  

“Many factors can contribute to the decision of how much time to allocate to a task. Out 
of 100%, how much did each of the following factors contribute to the determination of your 
original deadline? The numbers should add up to 100%” with the following six dimensions: “my 
manager’s preferences”, “the client’s preferences, team members’ preferences”, “my 
preferences,” “company rules or convention,” “other (text box provided for elaboration)”. 

Using this data, we identified the “primary reason” that determined the deadline, defined 
as the dimension in which each participant allocated the most points. If two or more dimensions 
received equal amounts of points, we indicated all of the dimensions as primary reasons.  

Why the Extension was Needed. Participants described in detail why they had to ask for 
more time using a free-response text box. After that, participants also indicated their reasons by 
answering the following question: 

“Out of 100%, how much did each of the following reasons contribute to why you had to 
ask for more time? The numbers should add up to 100%” with the following dimensions: “I did 
not plan well or work hard enough,” “I had too many personal obligations outside of work,” 
“The assigned deadline was too short,” “The task was too demanding,” “I had too many other 
tasks at work,” and “Other (text box provided for elaboration)”. 

Length of Original Deadline. To explore how long typical deadlines assigned in the 
workplace are, we asked participants: 
“How many days were you originally given to complete the task?” using a slider scale ranging 
from 1 (1 day or less) to 14 (14 days or more). For all participants who answered “1 day or less” 
we followed up with a more granular measure asking how much time in hours participants were 
originally given to complete the task, ranging from 1 (1 hour or less) to 24 (24 hours or more). 
For all participants who answered “7 days” or higher we followed up asking how much time in 
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weeks they were originally given to complete the task, ranging from 1 (1 week) to 12 (12 weeks 
or more). If a participant responded with “4 weeks” or more to this question, we followed up 
with a slider scale asking how much time (in months) they were given to complete the task, 
ranging from 1 month to 12 months or more. 

Length of Extension. Participants noted how much extra time they requested using the 
same metric that was used for the original deadline (either in hours, days, weeks, or months). 

Timing. Participants indicated the timing in which they asked for an extension by 
answering: 

 “When did you communicate with [the person] that you need more time?” using the 
following five categories: “As soon as the task was assigned”, “When I just began working on 
the task”, “While I was doing the task”, “When the deadline was approaching”, and “When the 
deadline had passed”. 

Other. Participants also answered a number of questions related to how they asked for the 
extension (i.e. whether they asked in person or via email, etc., and which exact wording they 
used for the request) how they thought the person who they asked for an extension would react 
and how they actually reacted, and how they felt before and after the extension request. 
Participants who asked for an extension via email were also asked to copy and paste the email 
thread in which the extension request was made.  

 
Results and Discussion 

How Adjustable are Deadlines at Work? 145 of the 191 respondents (59.9%) of 
respondents reported that the deadline for the task that they most recently asked an extension for 
was set based on the preferences of their supervisor (40.5%), team members (7.4%), or 
themselves (12.0%), as opposed client preferences (24.8%) or external deadlines (15.1%) that 
would be difficult to adjust for. 

How Long are the Deadlines and Extensions? 83 out of 191 respondents (43.5%) 
indicated their deadlines in days as opposed to hours (34.6%), weeks (12.6%), or months (9.4%). 
We converted all reported lengths of deadlines and extensions reported in hours, weeks, and 
months into fractions or multiples of days. Then, we dropped the data points that lied outside the 
mean ± 1 IQR, which left us with 161 samples of deadline lengths and 175 samples of extension 
lengths. The mean length of the assigned deadline was 3 days (SD = 3.17). The median length of 
extension for these deadlines were 1.94 days (SD = 2.19). Thus, in our studies we created 
scenarios with 2-5 day long assignments and requests for 1-2 day long extensions. 

When Do Employees Ask for an Extension? Extensions were most frequently requested 
“when the deadline was approaching (40.8%)”, followed by “While I was doing the task 
(39.3%),” “When I just began working on the task (12.0%).” Only 5.8% asked “As soon as the 
task was assigned” and 2.1% asked “When the deadline had passed”. 
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B. Survey of Employee’s Most Recent Experience with Deadlines (Study 1 Details) 
 

Measures 
Extension Request Target. First, we asked participants whom they would have asked 

for an extension to: “If you had to extend your deadline for the task you described above, who 
would you have asked? (Please write the role of that person in the organization (e.g. my 
manager, my coworker, my client).” using a free-response format. If they “did not have to ask 
anyone to extend [their] deadline,” the participant could select one of the following options: “It 
was a self-set deadline,” “The deadline was assigned by another person, but I did not have to 
communicate with anyone and could just take an extension if I needed one,” and “Other (Please 
help us understand the situation using the text box below)”. 

Deadline Characteristics.  
Tight Deadlines. To assess whether the participant thought the deadline was too tight, 

such that it would have been beneficial to move the deadline back, we asked participants’ 
agreement to the following three statements about the deadline they described on a -3 (Strongly 
Disagree) to +3 (Strongly Agree) scale: “I felt stressed out about the deadline while working on 
the task”, “I would have felt less stressed if I had more time to work on the task”, “The deadline 
was too tight for me to do a good job on the task”. We created a separate variable indicating 
whether the participant perceived the extension as beneficial by recoding the mean of these 
responses as 1 if 1 (Somewhat Agree) or higher and 0 otherwise. 

Adjustable Deadline. To assess whether participants perceived the deadline as being 
costly to adjust, we asked their agreement to the following three statements using a -3 (Strongly 
Disagree) to +3 (Strongly Agree): “Giving me extra time to work on the task would require a lot 
of effort for [the person],” “Giving me extra time to work on the task would have caused 
inconvenience for [the person],” “[The person] would have felt uncomfortable giving me extra 
time to work on the task.” We created a separate variable indicating whether the participant 
perceived the deadline as not-costly to adjust by recoding the mean of these responses as 1 if 0 
(Neither Agree nor Disagree) or lower and 0 otherwise. 
 
 Construct Question Coding 
Deadline 
Characteristics 

Tight 
Deadlines 
(alpha = 0.81) 

I felt stressed out about the 
deadline while working on the 
task 
I would have felt less stressed if 
I had more time to work on the 
task 
The deadline was too tight for 
me to do a good job on the task 

1 if 1 (Somewhat Agree) 
or higher and 0 
otherwise 

 Adjustable 
Deadline 
(alpha = 0.91) 

Giving me extra time to work on 
the task would require a lot of 
effort for [the person] 
Giving me extra time to work on 
the task would have caused 
inconvenience for [the person] 

1 if 0 (Neither Agree nor 
Disagree) or lower and 0 
otherwise. 
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[The person] would have felt 
uncomfortable giving me extra 
time to work on the task. 
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C. Why Do Employees Avoid Asking for an Extension? 
 

In this pilot study, we qualitatively explored why employees avoid asking for more time 
on adjustable deadlines. 

Participants and Procedure 
We recruited 76 adults (56.34% female; Mage = 43.78 years, SDage = 12.37) working paid, 

full-time through a nationally representative survey panel. In addition to these participants, 18 
survey respondents were excluded from the analyses due to low-quality responses. This 
exploratory survey was part of a bundle of surveys asking about people’s experience with 
deadlines. The full data (including the excluded participants) can be found in our OSF repository. 

Participants briefly described the most recent time they had a deadline that (1) they felt 
was not enough to complete the task (2) could have asked for an extension (3) but did not. Then, 
in a separate textbox, they described the reasons that led them to not ask for an extension. 

Two researchers familiar with the research question independently read through the 
description and coded the data on the following dimensions: (1) whether the respondent needed a 
deadline extension (2) whether the recipient thought the deadline extension was possible. Then, 
for responses where the respondent needed the extension and thought it was possible, the 
researchers jointly generated five categories of why they chose not to ask for more time: “Fear of 
appearing incompetent”, “Too afraid to ask”, “To not inconvenience others”, “To not be 
disappointed in myself”. 

Results and Discussion 
53 out of 76 respondents (69.7%) successfully described a situation in which they did not 

adjust the deadline even when it would have been helpful for them to do so. Among them, most 
(32 out of 53; 60.4%) did not ask for an extension because they thought the deadline was non-
adjustable. 

Among the remaining 21 participants who experienced a stressful yet adjustable deadline 
but did not ask for an extension, 14 (66.7%) indicated that they avoided asking for an extension 
due to impression concerns (e.g. “I did not want my boss to think I wasn’t up to the task.”). In 
addition, 3 (14.3%) indicated that they did not want to inconvenience others by asking for an 
extension, while 3 (14.3%) described being too afraid to ask. Only 1 participant described not 
wanting to be disappointed in oneself. 
These findings suggest that impression concern is a key deterrent for employees’ making 
extension requests on adjustable deadlines. 
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D. Does Attitude Towards Extension Request Predict Employee Wellbeing? (Preliminary Study Details) 
 
 

Construct Question Scale 
Time Stress Please read each of the following statements carefully. Use the scale 

provided to indicate how much you agree with each statement. 
- There have not been enough minutes in the day  
- I have felt like things have been really hectic 
(Adapted from Kasser and Sheldon (2009)) 

7-point scale (1 (Strongly 
Disagree) - 7 (Strongly Agree)) 

Happiness Taking all things together, how happy would you say you are? 
(Fordyce, 1977) 

11-point scale (0 (Not at all) - 
10 (Extremely)) 

Affect Please think about what you have been doing and experiencing during the 
past four weeks. Then report how much you experienced each of the 
following feelings, using the scale below. 
- Enjoyment 
- Happiness 
- Anger 
- Sadness 
- Stress 
- Worry 
(Adapted from SPANE (Jovanović, 2015)) 

6-point scale (1 (Very rarely or 
never) – 6 (Very often or 
always)). 

Attitude toward 
extension request 

Some task deadlines in the workplace are adjustable. For these deadlines, 
people may ask for more time to work on your task. That is, people make 
extension requests. 
In general, how comfortable do you feel making extension requests for 
adjustable deadlines at work? 

7-point scale (1 (Not at all) - 7 
(Extremely)) 
 
Reverse coded to indicate the 
level of discomfort for analyses. 

Proficiency in 
Delegating Tasks 

Compared to other people in your position, how much do you delegate your 
tasks to your employees or colleagues?  
(Adapted from Akinola, Martin, & Phillips, 2018) 

7-point scale (1 (Much Less) – 
7(Much More)) 

Work-life Conflict Below are a series of statements with which you may agree or disagree. 
Using the scale provided, indicate your agreement with each item. 
- The demands of my work interfere with my home and family life. 
- The amount of time my job takes up makes it difficult to fulfill family 
responsibilities. 

7-point scale (1 (Strongly 
Disagree) - 7 (Strongly Agree)) 
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(Adapted from Netemeyer, Boles, & McMurrian, 1996) 
 

Table 1: Mean, Standard Deviation, and Correlation of Variables (Preliminary Study) 

 Mean SD (1) (2) (3) (4) (5) (6) (7) (8) (9) 
Time 
Stress 4.26 1.70 (0.85)         

Happiness 7.05 1.93 -0.27***         

Positive 
Affect 4.34 1.10 -0.27*** 0.78*** (0.90)       

Negative 
Affect 2.79 1.27 0.54*** -0.46*** -0.47*** (0.89)      

Extension 
Request 4.08 1.84 -0.14*** 0.33*** 0.27*** -0.06      

Delegation 4.76 1.55 0.12** 0.20*** 0.14*** 0.15*** -0.24***     

Work-life 
Conflict 3.45 1.80 0.64*** -0.24*** -0.27 0.54*** 0.05 0.21*** (0.93)   

Female 0.45 0.50 0.16*** -0.03 -0.05 0.07 0.13** -0.02 0.05   

Age 37.42 9.94 -0.07 0.05 0.02 -0.17*** 0.01 -0.12** -0.12** 0.13**  

Tenure 7.41 6.25 -0.08 0.07 0.07 -0.15*** -0.05 -0.04 -0.09* 0.08* 0.60*** 
N = 599; Diagonal values represent reliability (Cronbach’s α) of multi-item scales. 
* p < .05; ** p < .01; *** p < .001 

 



Running head: IT DOESN’T HURT TO ASK (FOR MORE TIME) 
 
 

10 

E. Commonly Held Impression Motivations at Work 
 

In this exploratory survey, we aimed to understand what positive impressions employees 
are most motivated to maintain in the workplace are. 

 
Participants and Procedure 

We recruited 408 adults (82.35% female; Mage = 39.98 years, SDage = 12.12) who worked 
at least 21 hours a week and work with a direct supervisor to answer a survey through a 
nationally representative survey panel. Participants indicated how much they are concerned that 
their supervisor sees them along seven different traits using a 1 (Not at all) to 7 (A great deal). 
These seven traits – competent, motivated, pitiful, authentic, likeable, powerful, moral – have 
been theorized by Jones and Pittman (1982) as seven impressions people strive to maintain at 
work. 

This exploratory survey was a part of a larger study examining workplace experience, in 
which participants completed several measures unrelated to the present hypothesis. These 
measures and analyses for exploratory measures can be found in our OSF repository. 
 

Results and Discussion 
Employees were most concerned with being perceived as competent (M = 5.80, SD = 

1.63) and motivated (M = 5.66, SD = 1.57) to their supervisors, followed by seeming moral (M = 
5.53, SD = 1.72), authentic (M = 5.33, SD = 1.70), likeable (M = 5.33, SD = 1.67), powerful (M = 
4.42, SD = 1.74), and pitiful (M = 2.13, SD = 1.72). Based on these findings, in Study 2 we 
focused on the employees’ perceived impact of extension requests on how competent, motivated, 
authentic, and moral they would appear to their supervisors.
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F. Study 2 Task 
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Describe the events captured in the image below, as many as you can and as 
detailed as you can. 
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G. Key Measures (Study 4, Study 6) 
 
 

Study 4 
 

Construct Question Scale 
Impact of Time Ask 
on Employee Image 

My asking for more time to work on the task, compared to not 
asking for more time, would make my supervisor see me as… 

7-point scale (-3 (Much less 
competent), 0 (About the same), to 
+3 (Much more competent); -3 
(Much less motivated), 0 (About the 
same), to +3 (Much more 
motivated)) 

(Predicted) Impact 
of Time Ask on 
Employee Image 

The employees’ asking for more time to work on the task, compared 
to not asking for more time, makes me see the employee as… 
 

7-point scale (-3 (Much less 
competent), 0 (About the same), to 
+3 (Much more competent); -3 
(Much less motivated), 0 (About the 
same), to +3 (Much more 
motivated)) 

Likelihood of 
Extension Grant 

How likely would your supervisor (you) give you (the employee) 
more time to work on the task? 

7-point scale (3 (Extremely 
Unlikely) to +3 (Extremely Likely)) 

Relationship 
Closeness 

(Aron, Aron, & Smollan, 1992) 7-point scale (pictogram of 
overlapping circles, increasing in 
degree of overlap) 

 
 

Study 6 

Construct Question Scale 
Expected Output Perfection Compared to the proposal that the employee 

would have submitted, I expect the proposal that 
took [1 more day / 3 more days / 2 more weeks] to 
complete to be... 
- of excellent quality 

7-point scale (-3 (Much less), 0 (About 
the same), +3 (Much more)) 
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- in need of minimal attention from me 
- flawless 
(Adapted from Besser, Flett, Hewitt, & Guez 
(2008)) 

Impact of Extension Request on 
Employee Image 

Compared to not asking for more time, the 
employee's asking for [1 more day / 3 more days / 
2 more weeks] to work on the task makes me think 
of the employee as being… 
 
[Competent] 
- competent 
- capable 
- intelligent 
(Adapted from Fiske, Cuddy, Glick, & Xu (2002)) 
[Motivated] 
- committed to their job 
- motivated to do their job well 
- engaged in their job 

7-point scale (-3 (Much less), 0 (About 
the same), +3 (Much more)) 
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H. Multiple Choice Attribution Analysis (Study 6) 
 

Method 
In the page following the free-response description of why they thought the employee needed more time, participants answered 

the same question in a different format, by selecting all choices they agree with from a list of eight possible reasons generated based 
on a pilot study (e.g. “They wanted to do a really good job at the task”). We recoded participants’ responses based on whether they 
chose a reason that relates to the employees' strive for perfection, the employees' shortcoming, or factors that are uncontrollable by the 
employee. See the table below for a more detailed coding scheme: 

 
Employee’s 
Shortcoming 

- They procrastinated. 
- They did not manage their time well. 
- They lacked the skills to do the task. 
- They were not motivated to do the task. 

Employee’s Strive 
for Perfection 

- They wanted to do a really good job at the task. 

Reasons External to 
the Employee 

- They were busy due to other tasks at work. 
- Unexpected complications came up. 
- They were busy due to non-work-related reasons. 

 
Results 

As with our open-response measure, the multiple-choice measure revealed that supervisors were less likely to attribute the 
extension request to the employee’s strive for perfection and more likely to attribute it to negative qualities of the employee when the 
requested extension date is longer than the originally assigned timeline. 

 
Attribution Short Long b 95% CI IDE Longer b 95% CI 
Employee’s 
Striving for 
Perfection 

66.3% 49.5% -0.70 * 
(0.29) [-1.28, -0.13] 0.08 

[-0.03, 0.21] 49.0% -0.02  
(0.28) [-0.57, 0.53] 

Employee’s 
Shortcoming 41.6% 56.6% 0.60 * 

(0.29) [0.05, 1.17] -0.05 
[-0.17, 0.07] 61.8% 0.22 

(0.29) [-0.35, 0.78] 

External 59.4% 57.6% -0.08 [-0.64, 0.49] 0.02 
[-0.10, 0.14] 58.8% -0.05 [-0.51, 0.61] 
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I. Extension Request vs. Help Request 
 

Participants and Procedure 
We recruited 394 working adults to answer a survey based on an imagined workplace 

interaction. The study followed a 2 (Role: Junior vs. Senior) × 2 (Request Domain: Extension vs. 
Help) between subject design. Participants were randomly assigned to one of two roles: junior 
employee or senior employee. Participants who were assigned to be junior employees imagined a 
workplace interaction based on the following scenario (word changes in the senior employee 
condition are shown in brackets): 

 
“Imagine you work at a firm where you work closely with a senior colleague [work 
closely with a junior colleague]. 
This colleague’s evaluation of you [Your evaluation of the junior 
colleague] will determine the pay raise you [they] will receive at the end of the year.  
Today, the senior colleague asked you [you asked the junior colleague] to draft a 
proposal for a fundraising event that your department will host this year. Hosting the 
event is one of the most important projects of your department. This is your [the junior 
colleague’s] second time planning the event.  
The colleague wants you [You asked the junior colleague] to submit the proposal by the 
end of tomorrow.” 
 
Then, depending on their conditions, the junior employees were reminded: 
“You could ask for more time[help] - that is, you could ask the senior colleague if you 
can submit the proposal by early next week instead[if they could draft the proposal with 
you].” 
 
The senior employees were told that the junior colleague either asked them for more time 

or help, with a similar script. 
Measures 

(Predicted) Effort in Granting the Request. Junior colleagues predicted how effortful it 
would be for the senior colleague to grant their request by answering “How effortful do you 
think it would be for the senior colleague to give the extra time (help) you requested?” on a 1 
(Not at all) to 7 (A great deal) scale. Senior colleagues made the same prediction using an 
analogous scale.1 

(Predicted) Impact of Request on Employee Image. To predict their senior colleague’s 
perception of their extension requests, junior employees responded to a scale similar to that of 
Study 3. Specifically, they completed the statement “My asking for more time [help] to work on 
the task, compared to not asking for more time [help], would make my senior colleague see me 
as…” using a 7-point scale ranging from -3 (Much less competent), 0 (About the same), to +3 
(Much more competent). Junior employees also completed a similar scale to predict how 
motivated they would appear to their senior colleague due to their extension [help] requests. 

                                                        
1 We also measured 1) the predicted (actual) impact of the extension (help) request on the junior colleague’s image 
and 2) predicted (actual) requestee discomfort when asking for an extension (help). The data and analysis code can 
be found on our OSF repository. 
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Senior colleagues completed an analogous scale to indicate their perception of the employees’ 
extension [help] requests. 

Results 
 

 

  
N = 394; 
Error bars indicate 95% Confidence Interval 

 
(Predicted) Effort in Granting the Request. We conducted a two-way ANOVA 

predicting participants’ rating of how much effortful it would be for the senior colleague to grant 
the request. We observed a significant main effect of request domain, F(1, 390) = 21.33, p 
< .001, h2 = .05, such that participants predicted it would be more effortful for the senior 
colleague to grant help (M = 4.39, SD =1.43) than extra time (M = 4.03, SD =1.52). There was 
neither a significant main effect of participant role (p = .900, h2 = 0.00004) nor an interaction 
effect (p = .206, h2 = 0.0004). Thus, both the requestees and requesters perceived granting extra 
time to be less effortful than granting help. 

(Predicted) Impact of Extension Request on Perceived Employee Competence.  
Unlike the supervisors in Study 3 (and its replication studies), senior employees 

perceived their junior colleagues as less competent when the junior colleague asked for more 
time (MS = -0.39, SDS = 1.29), t(101) = -3.07, p = .003, d = -0.43. Furthermore, junior employees 
did not significantly overestimate how incompetent their senior colleague would perceive them 
for their extension request (MJ = -0.60, SDJ = 1.40), t(199) = -1.07, p = .284, d = -0.15, 95% CI 
[-0.43, 0.13]. 

(Predicted) Impact of Extension Request on Perceived Employee Motivation.  
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Unlike the supervisors in Study 3 (and its replication studies), senior employees 
perceived their junior colleagues as less motivated when the junior colleague asked for more 
time (MS = -0.19, SDS = 1.29), t(98) = -2.73, p = .007, d = -0.39. Furthermore, junior employees 
did not significantly overestimate how incompetent their senior colleague would perceive them 
for their extension request (MJ = -0.40, SDJ = 1.47), t(199) = -1.12, p = .265, d = -0.16, 95% CI 
[-0.43, 0.13]. 


