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SUMMARY

Title:
Work-life balance policies: The implementation lexitime within a South African organisation

Key terms:
Work-life balance; work-life balance policies; ongsational policies; flexibility at work;

challenges; benefits; South African auditing orgation.

Work-life balance is one of the most central issard concerns for 21century societies, and
according to the American Psychological Associatiatancing work and family is one of the
major challenges for the current generation of eyges. Helping employees balance their work
and family life is viewed as a social and busin@sperative since work-life imbalance
experienced by employees negatively impacts on @eps and society as a whole. Evidence
from a study of international employers indicatgmiicant increases in the implementation and
use of workplace flexibility, more commonly knows #iexitime, as a work-life balance policy.
Research into the use and implementation of fil@ativithin South Africa is limited, especially
with regard to the aspects that influence the ddé&eritime as well as the associated benefits,
challenges and consequences for both South Afriesmployees and organisations.
Consequently, organisations are left to design,lempnt and manage their own flexitime
policies, with very little information or guidanesailable to ensure employee and organisational

benefit.

In this study, a qualitative research design witteaploratory approach was used to explore and
describe employees’ perceptions regarding the im@igation of flexitime. A non-probability
purposive, voluntary sample of 15 participants wasen from the offices of an international
auditing and consulting organisation located inalwtesburg. Data was collected by means of
semi-structured individual interviews and the vérbatranscripts were analysed by means of

content analysis.



Seven themes were extracted from the interviewsjeha variations in the use of flexitime;
factors influencing the use of flexitime; challesgelating to the use of flexitime; perceptions
regarding the use of flexitime; required aspecitstlie effective use of flexitime; consequences

relating to the use of flexitime; and the benafsulting from the use of flexitime.

Organisations should be made more aware of theithdil as well as organisational benefits,
challenges and consequences of flexitime as higfigldy in this research. When implementing
such policies, specific required aspects for tHective use of flexitime should be taken in

consideration. Organisations interested in sucagsmplementing flexitime for the benefit of

both the employee and organisation are advisearnsider the findings of this study and take
heed of the critical findings presented. Effortowld be made to accommodate employee
preferences regarding their use of flexitime. Orgations should be alert to the potential
challenges, consequences and negative perceptioosiisding flexitime and, consequently, the
importance of ensuring that prerequisites or thasgects required for the implementation of

flexitime are in place and perceptions relatinght® policy are managed.



OPSOMMING

Titel:
Beleide aangaande werk-lewe-balans: Die implemiegteran fleksietyd irnn Suid-Afrikaanse

organisasie

Sleutelterme
Werk-lewer-balans; beleide aangaande werk-leweabalarganisasiebeleide; buigsaamheid by die

werk; uitdagings; voordele, Suid-Afrikaanse ouditia

Werk-lewe-balans is een van die mees sentrale kegess 21ste-eeuse instellings, en volgens
die Amerikaanse Sielkundevereniging is die balangeran werk en gesin een van die grootste
uitdagings vir die huidige generasie werknemerd. iord allerweé asn maatskaplike en
besigheidsimperatief beskou om werknemers te helghol werk- en gesinslewe te balanseer
aangesien werknemers se ervaring van werk-lewe-alandn negatiewe uitwerking het op
werkgewers én op die samelewing as gehie€@nlangse studie van internasionale werkgewers
het gedui opn beduidende toename in die implementering van baigéeid in die werkplek,
meer algemeen bekend as fleksietyd, nabeleid aangaande werk-lewe-balans. Daar is nog
weinig navorsing gedoen oor die gebruik en impletex@mg van fleksietyd in Suid-Afrika, veral
met betrekking tot die aspekte wat die gebruik fleksietyd beinvioed, en m.b.t. die voordele,
uitdagings en gevolge wat dit vir Suid-Afrikaanseerlinemers en organisasies inhou.
Organisasies is dus op hulleself aangewese om ieulfleksietydbeleide op te stel, te
implementeer en te bestuur, met weinig inligtingleéling beskikbaar om te verseker dat die

werknemer sowel as die organisasie daarby sal baat.

Vir die doeleindes van hierdie studie is gebruikngak varnn kwalitatiewe navorsingsontwerp
met n verkennende benadering om werknemers se persepsieslie implementering van
fleksietyd te verken en te besknrjd. Niewaarskynlikheids- doelbewuste, vrywillige stpedef
van 15 deelnemers is geneem fhy internasionale oudit- en konsulteringsfirma wat in
Johannesburg geleé is. Data is ingesamel deur iidae halfgestruktureerde individuele
onderhoude en die woordelikse transkripte is odtiur middel van inhoudsanalise.

Xi



Sewe temas is uit die onderhoude verkry, naambkiagies ten opsigte van die gebruik van
fleksietyd; faktore wat die gebruik van fleksietigdinvioed; uitdagings met betrekking tot die
gebruik van fleksietyd; vereiste aspekte vir dieltteffende gebruik van fleksietyd; gevolge van

die gebruik van fleksietyd; en die voordele watgiruik van fleksietyd inhou.

Organisasies behoort meer bewus gemaak te wordieavoordele, uitdagings en gevolge wat
fleksietyd vir die individu sowel as vir die orgaasie inhou, soos uiteengesit in hierdie
navorsing. Wanneer sodanige beleide geimplememtest, moet rekening gehou word met
spesifieke vereiste aspekte vir die doeltreffenaédrgik van fleksietyd. Organisasies wat
belangstel in die suksesvolle implementering vaekdietyd tot voordeel van sowel die
werknemer as die organisasie, word aangeraai ombdigendinge van hierdie studie in
oorweging te neem en deeglik ag te slaan op digekei bevindinge. Pogings behoort
aangewend te word om werknemers se voorkeure rrekkang tot fleksietyd te akkommodeer.
Organisasies moet deeglik bewus wees van die pélensitdagings, gevolge en negatiewe
persepsies rondom fleksietyd, en gevolglik ook denbelangrikheid daarvan om te verseker dat
die tersaaklike voorvereistes (of daardie aspektiewviv die implementering van fleksietyd vereis
word) in plek is en dat persepsies aangaande thelldmestuur word.

Xii



CHAPTER 1

INTRODUCTION

This mini-dissertation explores employee perspestiregarding the use and implementation of
flexitime within a South African organisation. Thikapter presents the problem statement and a
discussion of the research objectives, where tinergé and specific objectives are set out. The

research method is explained and an overview gitelnsiis provided.

1.1 PROBLEM STATEMENT

Recently, organisations have increasingly expeadroompetitive pressure to perform faster and
better and to be more cost-effective (Blyton, Bllors Reed, & Datmalchian, 2006; Duxbury &
Higgins, 2003). Workplaces are experiencing thectff of a rapid rate of change, characterised
by technological advancements and globalisatiorstgla, 2000). Consequently, there has been
a breakdown of the traditional working contractntng the concept of lifetime employment into
a notion of the past (Galinsky, Bond, & Hill, 2004alpern, 2005). Organisations are forced to
accommodate a variety of supply and demand factors,of which is the demand for a secure,
flexible and low-cost labour force. This has cdmited to the introduction of non-standard jobs,
the erosion of ‘standard’ working hours and consedjy the division of working time, resulting
in very long hours worked by some employees ang skort hours worked by others (Blyton et
al., 2006). Employees may find themselves beingcsuitracted, assigned as part-time staff, or
in many cases working extended hours, as deternbgetie needs of the employer (Blyton et
al., 2006).

These recent changes in the nature of work, alatigtte introduction of new technologies (e.g.
cellphones, email, BlackBerries and other mearedesitronic communication) have led to many
workers struggling to balance roles in their world gpersonal lives (Hayman, 2009; Hobsor,
Delunas, & Kelsic, 2001). Some explanations forlt#wk of balance between work and personal
life include the excessive job demands and comdfraihat result from increasing global

pressures and rising financial needs that requakkiwg overtime or working two or more jobs



simultaneously. Evidence of this is found in laspale surveys reporting large numbers of
employees feeling increasing work pressure, whege jobs require ‘working at high speed’ or
‘working to tight deadlines’ (Green & Mcintosh, 2D0 Those working under such conditions
have been proven to be highly susceptible to retrload, work-related stress and burnout, all

of which could be indicators of work-life imbalan@@lutterbuck, 2003).

Until the 1970s, the domains of ‘work’ and ‘familwere regarded as separate areas of concern
(Campbell, 2001). However, since then recognitias been given to the interdependence of
these areas and the importance of individuals misimg a balance when faced by demands
from either area (Mayberry, 2006). The term ‘wafk-balance’ (WLB) has gained widespread
use (Houston, 2005; Jones, Burke, & Westman, 2B@6Catsouphes, Kossek, & Sweet, 2006).
This term does not necessarily refer to equal spent in both domains, but rather to the ability
of the particular individual to fulfil the roles afach domain, which would depend on the
circumstances and context of the individual (Bly&tnal., 2006). WLB is relative in the sense
that what one individual may believe to be balarmether may not (Dancaster, 2006; Fox &
Dyer, 1999). Therefore, WLB refers to an individsaperception of success, regarding the
integration of his or her work and personal life, & to achieve a satisfying quality of life,
overall satisfaction and less stress caused bylingggonflicting role demands (Campbell,
2001).

Although WLB is a very important and critical issimethe 2" century, it was not until recently
that human resource practitioners began viewing VdkB business issue, with benefits for both
the employee and the employer (Clutterbuck, 20B8search supporting the benefits of WLB
for the organisation is substantial, highlighting pasitive though indirect influence on
organisational profit (Michie & Williams, 2003; Mgan, 2009). Both organisations and
employees are becoming increasingly aware of thenpial benefits of employee WLB, some of
which include employee satisfaction and well-beingduced absenteeism and turnover,
successful recruitment and retention, increaseddymtivity and customer satisfaction
(Mayberry, 2006; Morgan, 2009; White, Hill, McGowerMills, & Smeaton, 2003). Flexible
working practices (2004) found that 38% of a sangblemployees would consider leaving their



current employer to gain a better WLB, even if ieant reduced pay. Mayberry (2006) also
states that organisations that invest heavily irB/¥éport lower employee turnover.

Consequently, WLB is one of the top employee camcef today and is commonly discussed
during the recruitment interview process (Cluttetu2003). In the 2003 Best Company to
Work for Survey, 23 companies supported employeeBVék a key aspect in their retention
strategies (Dex, 2004). Furthermore, in a 2008ysatdJohnson and Johnson, employees who
made use of WLB policies took only half as muctkd&ave as those who did not (Morgan,
2009). With such important organisational advargages not surprising that the existence and
use of WLB policies have not only become incredgimgevalent globally (Doherty, 2004;
Ferber, O’'Farrell, & Allen, 1991Kossek & Ozeki, 1998; Reynolds, 1999; Sanichar42@ut
have also led to the adoption of such policies ifewa multinational organisations in South
Africa (Appiah-Mfodwa, Horwitz, Kieswetter, King, &olai, 2000; Mageni & Slabbert, 2005).

WLB policies have been defined as those policies #mhance the autonomy of workers in the
process of coordinating and integrating both wankl aonwork areas of their lives (Felstead,
Jewson, Phizacklea, & Walters, 2002). Over 100at@mms of WLB policies have been identified
by Mayberry (2006). However, according to Lewis addoper (2005), flexitime (short for
‘flexible working hours’) is one of the most pregat and commonly used WLB policies, and it
is still increasing steadily. Flexitime supportgrsficantly higher levels of WLB than traditional,
fixed-hour working schedules (Hayman, 2009). Acaaydto research from the Families and
Work Institute, an employee with greater controkilowork schedules is also more likely to
demonstrate increased employee engagement, retejuio satisfaction and overall well-being
(Powers, 2004). Various additional benefits for trganisation successfully implementing
flexitime include savings on overtime and other nptem employee payments, improved
delivery time and response to client and work de¥sarmetter employee adaptability to the
workload, increased employee motivation, and redueediness and absenteeism (Horwitz et
al., 2000).

In light of the organisational and employee besdditflexitime as well as the potential obstacles

or challenges commonly faced, such a policy wasraateful consideration by employers, since



it is the implementation of such policies that wdffectively determine achieved success
(Mageni & Slabbert, 2005). As a result, WLB polgisuch as flexitime must be developed,
implemented and monitored frequently by organiseti¢Clutterbuck, 2003; Dancaster, 2006;
Duxbury & Higgins, 2001;;; Horwitz et al., 2000)hiE will require insight and investigation into

understanding experiences, views and perceptioadl stakeholders, specifically including the

perceptions of employees regarding their use aftitee.

Although WLB and the use of WLB policies such asxiime have been well represented in
research internationally (Clutterbuck, 2003; Hidkickson, Holmes, & Ferris, 2010), there is a
lack of research regarding WLB policies and morecffally flexitime in the South African
working context (Dancaster, 2006). Even though sdid3 studies have been done in South
Africa, the majority of these studies were crossiseal quantitative studies, focusing more on
the conceptualisation, measurement and associatedmes of WLB (Koekemoer & Mostert,
2010; Koekemoer, Mostert, & Rothmann, 2010; Mard#stert, Geurts, & Taris, 2009;
Mostert, Cronjé, & Pienaar, 2006; Mostert & Rathdor2007; Patel, Govender, Paruk, &
Ramgoon, 2006; Pieterse & Mostert, 2005; Rost & tdias2007;;; ).

Up to the present, South African research on fi@athas focused on labour market flexibility
(Horwitz, Allan, Brosnan, & Walsh, 2000) and atygiavork (Greef & Nel, 2003), neglecting
the WLB context. Consequently, issues surroundinigBVpolicies and flexitime are severely
underrepresented in South Africa (Dancaster, 20@iher limited research available on
flexitime includes the relevance of flexitime inettSouth African workplace, the personal
consequences of flexitime for white working motheasd legislation and flexible working
arrangements (Barling & Barunbrug, 1984; Dancasg06; Mageni & Slabbert, 2005).
Although these few studies do provide some inforomadn the use of flexitime in South Africa,
little information is available regarding the valokflexitime as a WLB policy and contributor to
WLB for the South African employee. Without thissight, human resource practitioners are
likely to develop and implement policies that acd tailored to the needs and requirements of
employees, and consequently organisations might ti@i attain the expected benefits
(Clutterbuck, 2003; Mageni & Slabbert, 2005; Maykper2006). In South Africa, most



organisations are not adequately aware of emplpgegpectives regarding the use of their WLB
policies, with specific reference to flexitime.

Work-life balance / work-nonwork interference

Balancing work and personal life is not easy, ampleyees often have difficulty integrating
these domains. In the literature the balance eraction between these two domains (i.e. work
and personal life) has been well researched antugarterms are used to describe this
relationship, where some of the more recent tenolside work-family interaction, work-family
conflict, work-family interference, work-life integtion and work-nonwork interference (for
overviews, see Byron, 2005; Eby, Casper, Lockwddokdeaux, & Brinley, 2005; Mesmer-
Magnus & Viswesvaran, 2005). One of the first défins in this field of WLB research is that
of Greenhaus and Beutell (1985), which stateswlak-nonwork interference is a form of inter-
role conflict in which the role pressures from thwerk and family domains are mutually
incompatible in some respect. That is, participaiio the work role is made more difficult by
virtue of participation in the family role. This filation suggests that work can either influence
an individual’s private life or an individual's pate life can influence his/her work. Research on
WLB originated as a result of the problems facedahyincreasing number of working mothers
battling to meet the demands of work and family (éhead, 2002). In the literature, the personal
and organisational consequences as a result ohawhg or obtaining WLB have been well
researched (Geurts, Rutte, & Peeters, 1999; GreenlBa Beutell, 1985; Rice, Frone, &
McFarlin, 1992; Frone, Russell, & Cooper, 1993)m8oof the most critical consequences,
according to Hobsor et al. (2001), are increasedlseof stress and stress-related iliness, lower
levels of life satisfaction, higher rates of fanslyife, violence and divorce, increasing incidence
of substance abuse as well as escalating rateseriije delinquency. For a more comprehensive

overview of consequences related to WLB, view Allderst, Bruck and Sutton (2000).

Work-life balance policies and flexitime

Given the considerable influence of the lack of WbB the employee and organisation,
initiatives aimed at providing employee supporthwi¥LB problems have become more popular
and indeed more commonplace in organisations (Gatskginoglu, & Mann, 2009). Among the

initiatives typically offered by organisations dfie on-site or subsidised child and/or elder care;



(2) flexible working schedules; (3) job sharing gAdlemployee assistance programmes (Dalcos
& Daley, 2009; Hobsor et al., 2001). Although theseconsiderable variation across these
initiatives, according to Dex (2004), most WLB pidis can be divided into five basic
categories, namely flexitime work schedules, fleage or telecommuting, job-sharing, part-time
flexiplace, and sabbaticals or career breaks. Ricanternational studies indicate a greater
focus on the introduction and implementation of kpdace flexibility (flexitime), as compared
to other WLB initiatives (Carlson, Grzywacz, & Kaam2010).

Flexitime is generally categorised as an altereator flexible working schedule which
employees use and which has been identified asatdntresearch on WLB as well as a key
strategy used by policy makers in an attempt tsaemployees in today’s global economy (Hill
et al., 2010). Evidence from the National StudyEofiployers indicates a significant increase
between 1998 and 2009 in the prevalence of emaykering flexitime (Carlson et al., 2010).
According to Hill et al. (2010), flexitime assistsnployees to manage both work and family
responsibilities, by creating the opportunity tonmise work-family conflict and improve

functioning and performance at work and at home.

More specifically, in the literature flexitime isferred to as a variety of flexible work schedules,
all of which offer the employee choice regarding thtart and end of working hours. All
employees must work a specific number of hoursvpeek/month, but are free to vary their
hours of work within certain limits (Robbins, Oderad, & Roodt, 2004). Similarly, according to
Dalcos and Daley (2009), flexitime is the abilitf @nployees to make choices influencing
when, where and for how long they engage in wolkteel tasks. Usually, flexitime involves
each working day having a core of six hours, surded by a ‘flexibility band’ in which
employees may exercise their discretion (Robbinal.et2004). Therefore one employee may
work from 7am until 3pm, whereas another may chdoseork from 8am until 4pm, the core
hours being from 9am until 3pm (Lewis & Cooper, Bp0Flexitime is, however, an umbrella
concept or approach. This is evident in the diffierevays and varying degrees in which
flexibility is offered (Horwitz et al., 2000). Aceding to Lewis and Cooper (2005), variations of
this policy often include differing starting anahihing schedules for each day, the length and

timing of lunch breaks, the length of the workingyd and the compressed workweek. A



compressed workweek allows for variation of thegtnof the week worked, so that employees
may only work for three days a week, while stillnkiag in the total number of hours required
for a workweek (Robbins et al., 2004).

Although flexitime has proven organisational andptayee benefits, there can be no guarantee
of policy success (Carlson et al., 2010). Conseifpyethe design, implementation and
management of such a policy requires careful cenattbn since it is the implementation of
such policies that will effectively determine ached success (Mageni & Slabbert, 2005). As a
result, WLB policies such as flexitime must be deped, implemented and monitored
frequently by organisations (Clutterbuck, 2003; Easter, 2006; Duxbury & Higgins, 2001; ;
Horwitz et al., 2000). This will require furthersight and investigation into understanding
experiences, views and perceptions of all stakehs)dspecifically including the perceptions of

employees regarding the challenges and benefiteediexitime policy and the use thereof.

From the above-mentioned problem statement andhtiitee overview, the following research

questions emerge:

* How do employees make use of the WLB policies (flexitime) offered by their
organisation?

* How do employees experience the flexibility offelsdtheir organisation?

* What are the challenges associated with the impiéatien of flexitime as a WLB policy for
employees?

* What are the benefits associated with the useegitiine as a WLB policy for employees?

* What recommendations can be made to organisamasding the design, development and

implementation of flexitime as a WLB policy?



1.2 RESEARCH OBJECTIVES

The research objectives are divided into a geradjalctive and specific objectives.

1.2.1 General Objective
The general objective of this research is to undats employee perceptions regarding the

implementation of flexitime as a WLB policy withenSouth African organisation.

1.2.2 Specific Objectives
The specific objectives of this research are:
* To determine how employees make use of WLB poli@ies flexitime) offered by their
organisation.
* To determine how employees experience the fleybiffered by their organisation.
* To determine the challenges associated with théeimgntation of flexitime as a WLB
policy for employees.
* To determine the benefits associated with the uds#egitime as a WLB policy for
employees.
« To make recommendations to organisations regarding development and

implementation of flexitime as a WLB policy.

1.3 RESEARCH METHOD

The research method consists of a literature reaietva qualitative study. The results obtained

are presented in the form of a research article.

1.3.1 Literature review

The literature review includes a complete reviewtlé following constructs or concepts:
flexibility at work; work hours; work-life balanceyork-life interaction; work-family conflict;
family-work conflict; organisational policies; woike balance policies

The sources include:



* North-West University virtual library.

» Search engines such &bscoHost, SabinetOnline, SAePublications, Scieimee)
Emerald, JstoandGoogle Scholawill be utilised.

* Some of the journals to be consultediropean Journal of Work and Organizational
Psychology, South African Journal of Industrial &fsylogy, South African Journal of
Human Resource Management, South African JournaPsfchology, Management
Dynamics, South African Business Review, SouttcakfriJournal of Economic and
Management Sciences, Journal of Applied Psycholdgyrnal of Organizational
Behavior, Journal of Community & Applied Social ésylogy, and the Journal of
Applied Psychology.

* The Potchefstroom Campus’ Ferdinand Postma Lik{fdoyth-West University) and
Kingsway Library (University of Johannesburg) Wik visited for articles inaccessible
online.

* Popular media, including newspaper articles, HR amangs, internet forums/blogs and
websites will also be reviewed for recent and ugdi@formation.

* Flexitime policies as developed and implementethieySouth African organisation from

which the sample is extracted.

1.3.2 Research strategy

This study makes use of a sample of South Africapleyees currently encouraged to make use
of the WLB policy offered by their employer (i.¢exitime), by means of interviews. The use of
interviews allows for quality data, providing ahiaccount of the individual experiences of the
implementation of WLB policies. This is appropriasence there is a lack of information
regarding employee perceptions of the implemematienefits and challenges of such policies
in the South African context. The analysis of thetadprovides an exploration and unique

understanding of employee perspectives as ideahtifjethe research objectives.

1.3.3 Research setting

Prior to data collection, it is important to establthe research setting, which, according to De
Vos, Strydom, Fouche and Delport (2005), shouldlibectly linked to the research problem. It

is important to note that the interview as well iess outcomes is shaped by its ‘gestalt’ —

9



otherwise known as the whole interaction of a redea and participant within a particular

context or setting (Terre Blanche, Durrheim, & Rain 2006). Keeping the importance and
influence of this setting in mind, a private intew room situated at the organisation’s offices in
Johannesburg is utilised. This interview room afioparticipants convenient access at a time
(previously arranged) that is most suitable forpgheticipant and his/her schedule. The interview
room is comfortable, temperate and quiet and an‘aiodisturb’ sign is posted on the door, to

ensure privacy and reduce potential disturbances.

1.3.4 Entrée and establishing researcher roles

It is advised that researchers begin their resgan@tess as unobtrusively as possible and ensure
that they are not viewed as threatening intrud®ms Yos et al., 2005). For this reason, an
employee is commonly identified within the orgatisa to introduce the researcher to the
employees of the organisation and the purpose efrésearch. This employee assists by
arranging for the researcher to present to the @ppk at their offices, so that participants may
be identified and interview dates and times may doenged by the researcher. As an
interviewer, the researcher fulfils the role ofiigator, encouraging the interviewee to openly
discuss perspectives, experiences, feelings angjth®. This role implies that the researcher is
the research tool and can therefore have a dinepadt on the quality of research collected
(Richie & Lewis, 2005). The researcher thereforsuees that content is sufficiently covered,
whilst remaining alert to the influence of his/saibjectivity or bias (Richie & Lewis, 2005). In
controlling for interviewer distortion, defined &y deviation from participant’s true response
as a result of interviewer action’, it is criticddat the researcher is aware of his/her personal
views and potential bias and how such subjectivigy influence the objectivity and neutrality
of the research findings (Terre Blanche et al.,&20®Reflexivity in the form of critical self-
examination, incorporating feedback and input ftbenresearch supervisor is ensured during the
interview process to support objectivity and ndityraof the researcher role (Terre Blanche et
al., 2006). In addition, this identifies any potahsubjectivity in the research process (Ritchie &
Lewis, 2005).
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1.3.5 Research participants

A non-probability purposive, voluntary sample of d&rticipants is taken from the offices of an
international auditing and consulting organisatiocated in Johannesburg. Although research
participants are selected in a non-random manmeiudion criteria are implemented to
determine which participants could be includedha study. These inclusion criteria required
that a participant should (1) have access to flegitoffered by the organisation, (2) be willing to
participate in the research (be willing to give ttem consent) after being informed about the
purpose and procedures of the research, (3) bmgvilb be interviewed by the researcher, and
(4) be prepared to have his or her interview tagmeirded. The sample size is determined by the
number of participants accessible and willing totipgoate, and interviews continue until data

saturation is reached (Terre Blanche et al., 2006).

1.3.6 Data collection methods

Data is collected by means of semi-structured vigers held at the Johannesburg offices of a
South African auditing organisation which openlyceuarages employee use of their flexitime
policy. The semi-structured interview is used asrieasuring instrument in this research and is
based on the interpretive approach. This approboWwsathe researcher to gather data and study
the phenomenon from the perspective of the resepacticipant, without the effects of the
researcher’s predetermined expectations or be{fdé&iman, 2003). This is important in this
study since the objective is to identify and untlerd employee perceptions regarding the
flexitime policy offered by the organisation. Inteaws are scheduled at a place and time most
suitable for the participant. Every effort is matte ensure the environment is relaxed and

comfortable for the participant and considerat®given to the atmosphere of the room.

According to Hesse-Biber and Leavy (2004), it igportant for the validity and success of
research outcomes that the participant is at eaie the research process. The researcher
therefore introduces him/herself in a warm andnfitlg manner, detailing the context of the
interview and reiterating its purpose. The partiapis also advised that feedback will be given
to the organisation after completion of the redeahowever, their anonymity will be respected
and upheld at all times. The use of a tape recasdexplained and permission is requested from
the participant, who is also assured that the taperdings will remain anonymous, labelled as a,
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b, c, d, etc. In addition, all recordings are selyjukept in a locked cupboard. It is emphasised
that although the participant has given writteroinfed consent, he or she may withdraw from
the research study at any time. Prior to the dall@ation, an interview schedule is developed,
determining and stating the questions to be askethgl the interviews. All participants are

asked three standard questions:

* In your organisation you are offered and have actes flexitime policy. Please explain
whether you make use of this policy or not, angoifi do make use of such policy, how
do you make use of the policy. If you do not make of the policy, can you please
explain why not?

* Could you please describe what you perceive adectigds when it comes to the use of
the flexitime policy offered by your organisation?

* What do you perceive as benefits resulting fromusbe of the flexitime policy offered by

your organisation?

In addition to the use of these semi-structuredstijoles, the researcher makes use of
communication techniques such as minimal verbgdaese, paraphrasing, reflection, clarifying

and summarising to encourage participant elaboratbm participant feelings, thoughts,

experiences and perspectives (Neuman, 2003). Gdigan\notes, also referred to as field notes,
are taken by the researcher as a means to recaditigent behaviours throughout the interview.

These observation notes are taken during and inatedgiafter each interview and provide a
written account of what the researcher hears, seg®riences and thinks during the interview
(Neuman, 2003). Records therefore include both eoabiobservations and interpretations

highlighting the manner in which participants act react when asked or when answering
guestions, as well as their general behaviour duhe interview process (Hesse-Biber & Leavy,
2004).

1.3.7 Recording of data

The recording of data is done using a tape recosdtér the permission of the participants for
data transcription. It is important to note tha¢ thterview process provides the researcher with
intimate knowledge that is given in confidence; sguently, it is the researcher’s moral and
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ethical obligation to uphold the security and cdefitiality of such data (Neuman, 2003). In
order to meet such ethical and moral obligatioape$ and corresponding transcriptions are
labelled using specific coding according to theelmiew schedule followed. Tapes,
transcriptions and observation notes are kept anong and stored in a safe place, thus ensuring
that neither the data nor the interviewees are segh@s a consequence (Burns & Grove, 1997,
Hess-Biber & Leavy, 2004). Throughout this proceiss,rights of the research participants (the
right to privacy, right to anonymity, right to fatreatment, and right to protection from

discomfort and harm) are considered and upheldn®&rGrove, 1997).

1.3.8 Data analysis

Verbatim transcripts are analysed by means of obraealysis in this study. This method of
gualitative analysis is appropriate to the studyhat it focuses on and gives attention to content
and contextual meaning of the text, assisting #searcher in making replicable and valid
inferences (Hsieh & Shannon, 2005). To begin thayars, interviews are read thoroughly by
the researcher several times, after which parintipesponses are divided into meaningful units,
appearing as sentences or paragraphs. All the ngfahunits are then separated into categories
of major themes. These themes are later reviewddagreed upon by the co-coder. Following
careful analysis of the major themes, the researalhi the help of the co-coder is able to

recognise, explore and summarise smaller and cahlgasub-themes.

1.3.9 Ethical considerations

High standards of ethics and fairness are uphettisnstudy. To guarantee such standards, the
principles as represented by the bullets belowtaken into account throughout the research
process and are reviewed by the ethical committeéeeoNorth-West University. Struwig and
Stead (2001) highlight the critical importance esearch ethics and the code of guidelines to
ensure moral and acceptable research conduct.ettisal approach is respected and is upheld

in the following ways:

* Honesty, fairness and respect are shown toward=amgs participants at all times; the
researcher does not attempt to mislead or dechwerdsearch participants at any time.

Participants are required to provide written infedrconsent, which requires provision of all
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appropriate information, participant competence #&mtl understanding, voluntariness in
participation and the freedom to decline or withdi@ anytime during the research process
(Terre Blanche et al., 2006).

* The rights and dignity of participants are respede all times. This includes respect for
participant privacy, confidentiality and autononBarticipant particulars, including basic
biographical information, remain strictly anonymausl safely protected at all times.

» The welfare of others is of major concern. The aed@er avoids and minimises any harm
befalling the research participant, ensuring datadl garticipant anonymity, whilst
maximising on the potential benefits they may reeeiThis research provides answers to
guestions of value to the participants who stantlewefit along with the organisation as a
result of enhanced organisational insight into ifleme and their use and implementation

thereof.

1.4 OVERVIEW OF CHAPTERS

In Chapter 2, the findings of the research objestiare discussed in the form of a research

article. Chapter 3 deals with the conclusions,tltions and recommendations of this research.

1.5 CHAPTER SUMMARY

This chapter presented the problem statement @eadreh objectives. The research methodology

used in this study was explained, followed by &fooverview of the chapters that follow.
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CHAPTER 2

RESEARCH ARTICLE

Work-life balance policies: The use of flexitime wthin a South African organisation

ABSTRACT
The general aim of this study was to understandl@mep perceptions regarding the
implementation of flexitime as a WLB policy withim South African organisation. A
non-probability purposive, voluntary sample of Estwipants was taken from the offices
of an international auditing and consulting orgatian located in Johannesburg, where
the use of flexitime was offered to employees. @ai@le research was conducted in the
form of semi-structured in-depth interviews, whislere later transcribed verbatim and
analysed using content analysis. Seven themesexénacted from the data: variations in
the use of flexitime, factors influencing the usdlexitime, challenges relating to the use
of flexitime, perceptions regarding the use of itiexe, required aspects for the effective
use of flexitime, consequences relating to theafdéexitime, and the benefits resulting
from the use of flexitime. It was apparent thattipgyants were aware of the significant
benefits of flexitime, both for themselves (i.e.pexenced work-life balance and
psychological benefits) and for the organisatioe. (productivity and employee loyalty,
commitment and motivation). Regardless of thesestisn challenges and consequences
of use were experienced both on the individual angknisational level, and were
described by participants in detail. Prerequisftesthe effective use of flexitime were
also described by research participants, who gaygfut insight into the requirements
necessary for successful implementation of flexatife.g. effective communication;
professional discipline; supportive relationshipsntrol and measurement; and informed
awareness and understanding). Negative percepsomsunding the use of flexitime
(which in some cases restricted employees’ useg vaéso identified as an additional
challenge when implementing flexitime. Based ors¢hendings, recommendations were
made for future research and for the organisateganding the implementation of

flexitime.
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International trends and developments such as ligalian, deregulation and constant
technological changes are placing organisation®war the world under considerable
pressure (Dalcos & Daley, 2009; Horwitz, Allan, Bnan, & Walsh, 2000; Nienaber,
2004). As a result, organisations faced with inseglaglobal competition have raised
their expectations regarding employees’ time, perémce, energy and work
commitment (Whitehead & Kotze, 2003). Such expemtat mean that employees are
working longer hours with greater job demands asda result, may find it more difficult
than ever to manage a balanced commitment to hethwork and personal life (Burke,
2004). One of the most central issues and conctns21™ century societies is
individuals’ own perception of achieved integratiointheir work and personal life, also
known as work-life balance (WLB) (Campbell, 200@&ccording to the American
Psychological Association, balancing work and farhife is one of the major challenges
for the current generation of employees (Carlsomzy®@acz, & Zivnuska, 2011).
Employees commonly fail to achieve a healthy badashee to excessive job demands and
constraints as a result of competitive pressuresirfipproved productivity and cost-
effectiveness (Carlson et al., 2011). Consequetiily rising financial needs necessitate
overtime and full-time employment for all adult Isethold members (Hobsor, Delunas,
& Kelsic, 2001). Serious personal and work-relgteablems arise when individuals falil
to effectively fulfil fundamental life or family sponsibilities due to excessive job

demands and constraints (Hobsor et al., 2001).

Recently, helping employees balance their work fandly life is viewed as a social and
business imperative since work-life imbalance eigpeed by employees negatively
impacts on employers and society as a whole (Kbdtelm Demerouti, & Nachreiner,
2010). According to Hobsor et al. (2001), somehef inost critical consequences of poor
WLB include stress, stress-related illness, famsityfe, violence, divorce, reduced life
satisfaction and substance abuse. Such consequileacesbeen proven in research to
translate into escalated absenteeism, turnoverhaatthcare costs, as well as reduced
productivity, employee satisfaction, commitment doyhlty towards the organisation —
all of which negatively impact on organisationalrfpemance and, consequently, on
organisational profits (Rodgers & Rodgers, 198%mhs & Ganster, 1995).
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Given the considerable influence of WLB on the ewgpk and in turn both society and
the organisation, policies aimed at providing emp®support with WLB problems have
become more popular and indeed more commonplacekéCeytinoglu, & Mann,
2009). The general scope of such policies commamiyudes employee assistance
programmes, flexible work schedules, child andldeecare, and job sharing (Dalcos &
Daley, 2009; Hobsor et al., 2001).

According to Carlson, Grzywacz, and Kacmar (20i€3ent research indicates a greater
focus on the introduction and implementation of kptace flexibility (more commonly
known as flexitime), as compared to other WLB atittes or policies. Flexitime is
defined by Dalcos and Daley (2009) as the abilityemployees to make choices
influencing when, where and for how long they ermgag work-related tasks. In the
literature, flexitime is generally categorised asadternative or flexible work schedule
which employees use, and has been identified asatém research on WLB as well as a
key strategy used by policy-makers in an attemptdip employees cope with today’s
global economy (Hill, Erickson, Holmes, & Ferri)1®). Evidence from the National
Study of Employers indicates a significant increbstween 1998 and 2009 in the
prevalence of employers offering flexitime (Carlsgtral., 2010). According to Hill et al.
(2010), flexitime assists employees to manage itk and family responsibilities, by
creating the opportunity to minimise work-familynftict and improve functioning and

performance at work and at home.

Benefits for the individual, organisation and sogidave been proven as direct
consequences of the successful implementation saaiuflexitime (Cooke et al., 2009;
Fischer, Bulger, & Smith, 2009; Richman, Civian,aBhon, Hill, & Brennan, 2008).
Previous studies highlight a relationship betwekexitime and significant individual
benefits, including reduced psychological distré®sger levels of depression and anxiety
(Frone, Barnes, & Farrel, 1994; Major, Klein, & KEhart, 2002) and increased life
satisfaction (Adams, King, & King, 1996; Aryee, P99Research additionally indicates
that flexitime is particularly beneficial for paitsnof young children and those
responsible for the care of elders, affording thecneased capacity to overlap work time
effectively with unexpected child/elder care sitoas (Byron, 2005; Hill et al., 2010).
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Global studies on IBM employees found that the meeeception of an allowed or
accessible flexitime policy results in increaseetls of employee WLB, suggesting that
the mere perception that flexitime is availablémpactful (Hill et al., 2010). According
to Hill et al. (2010), on average when organisaialiowed employees to use flexitime,
employees worked an extra half-day a week, draaigticincreasing overall
organisational performance. Additional noteworthgnéfits of flexitime, according to
Grzywacz, Carlson and Shulkin (2008), include happmnore motivated and effective
employees who are in greater control of their warkl private lives. These employees
feel more trusted and valued by their employers amedthus more likely to stay with
their organisation. As suggested in the literatflexjtime creates a win-win situation for
employers and employees alike, providing an essesttiategy for dealing with workload

stress in today’s global workplace (Grzywacz et2008).

Regardless of these benefits associated with WL4B feaxitime, challenges are to be
expected during the organisational implementationd aise thereof (Cooke, 2005).
According to Fleetwood (2007), the success of fiex@ as a WLB policy can never be
guaranteed. For those tasked with ensuring therageeof critical functions and the
maintenance of optimal workflow, flexitime presenis significant challenge
(Akyeampong, 1993). The loss of direct supervissbmore flexible employees during
working hours is consequently a common complaispeeially where work is allocated
in teams and meetings have to be carefully cooteiha(Akyeampong, 1993;
Clutterbuck, 2003). The potential loss of employeailability for both clients and
colleagues presents another critical challenges-tiplications of which include reduced
productivity and team efficiency, restricting thgpécation and use of flexitime in many
industries (Fleetwood, 2007). According to the @ma&d Institute of Personnel
Development (2000), flexible scheduling is not ploiss for factory or shift work

environments.

Additionally, the negative impact of poor communion and education regarding

flexitime on employee awareness and understandidg @onsequently, on their use of
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flexitime is highlighted in previous literature (@D, 2000). Negative perceptions
surrounding employee use of flexitime is evidenlitgrature and is presented as a major
challenge and frequent cause of stigmas and cae®lties (Dancaster, 2006). Such
stigmas and career penalties are described as &xpexted where the organisational
culture values and rewards long working hours aigh lorganisational commitment
(CIPD, 2000). According to Dancaster (2006), whermanagement/organisational
leadership implicitly or explicitly discourages thse of flexitime, and starts judging staff
on presence as opposed to productivity, such sigad career penalties are more likely
(Dancaster, 2006).

According to Mageni and Slabbert (2005), the imgatation and management of such a
policy will effectively determine its achieved sess. It is therefore critical that
organisations interested in the achievement ofresgéional and employee benefits are
aware of the potential obstacles and challengewdety the implementation of flexitime
and take the necessary precautions to ensure suddss requires close monitoring as
well as investigation and insight into the expetes) views and perceptions of all

stakeholders, especially those of the employee.

In South Africa, most organisations are not adegjyaware of employee perspectives
regarding the implementation of their WLB polici@gth specific reference to flexitime.
The general objective of this study then is to ust@d employee perceptions regarding
the implementation of flexitime as a WLB policy hih a South African Organisation.
The more specific objectives are to determine hmpleyees make use of WLB policies
(flexitime) offered by the organisation, how emmeg experience the flexibility offered
by their organisation, the challenges associaté the implementation of flexitime as a
WLB policy for employees, the benefits associateth wihe use of flexitime as a WLB
policy for employees, and, finally, to make recomtegtions to organisations regarding

the development and implementation of flexitimeaa&'LB policy.

Without such insight, organisations are likely tvelop and implement policies that are

not tailored to the needs and requirements of eyepl® and, consequently, might fail to
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attain the expected and desired benefits (CluttdebR003; Mageni & Slabbert, 2005;
Mayberry, 2006). This article will provide Southri&fan organisations with some insight
for the development and implementation of flexitimpelicies which could be more

beneficial for both employee and employer.

Work-life balance

The balance between work and personal life, comynaierred to as WLB, has gained
widespread interest since the 1970s (Houston, 200%es, Burke, & Westman, 2006;
Pitt-Catsouphes, Kossed, & Sweet, 2006). This loalam interaction between work and
personal life has been well researched, with magynd used to describe this
relationship, some of the more recent including kafamily interaction, work-family
conflict, work-family interference, work-life integtion and work-nonwork interference
(for overviews, see Byron, 2005; Eby, Casper, Lanbey Bordeaux, & Brinley, 2005;
Mesmer-Magnus & Viswesvaran, 2005). One of the flefinitions is that of Greenhaus
and Beutell (1985), which states that work-nonwintierference is a form of inter-role
conflict whereby role pressures from family and kvodomains are mutually
incompatible, i.e. participation in the work roke made difficult by participation in the
family role. Initial research on WLB was in respent® the problems faced by an
increasing number of working mothers battling toeinthe demands of both work and
family (Morehead, 2002). WLB is a critical issuethe 2£' century, with business only
recently becoming aware of the immense value apadatinof WLB for the employee and
organisation (Clutterbuck, 2003). The personal arghnisational consequences of not
having WLB are well documented in the research r{iEroRussel, & Cooper, 1993;
Greenhaus & Beutell, 1985; Rice, Frone, & McFarlif92). According to Hobsor et al.
(2001), some of these consequences include inatesisess and stress-related illness,
lower life satisfaction, escalated levels of famsyife, violence, divorce, juvenile

delinquency and substance abuse.

Overview of Work-life balance literature in South Africa
In South Africa some work-family interaction stuslibave been done, the majority of

which were cross-sectional and quantitative in matiihese studies mainly focused on
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the interaction of work-family demographic diffeces (Coetzer, 2006; De Klerk &
Mostert, 2010; Mostert & Oldfield, 2008; Rost & Med, 2007), the use and
psychometric properties of work-family conflict tnements (Marais, Mostert, Geurts, &
Taris, 2009; Pieterse & Mostert, 2005; Rost & Mdst2007), possible antecedents and
outcomes of work-family conflict (Koekemoer & Modie2006; Mostert, Cronje, &
Pienaar, 2006; Mostert & Rathbone, 2007; Patel,e@der, Paruk, & Ramgoon, 2006),
and finally the measurement of work-family conflietthin the South African context
(Koekemoer & Mostert, 2010; Koekemoer, Mostert, &tlkmann, 2010). Although WLB
policies are very important, they are poorly resbad within the South Africa context
(Dancaster, 2006).

Flexitime as a WLB policy

In light of the influence of WLB on the employeedaarganisation, initiatives such as
flexitime have become more popular in organisati@soke, Zeytinoglu, & Mann,
2009). International studies, more specificallyNarth America, the UK and Australia,
have placed far greater focus on flexitime as caetbdo all other WLB initiatives
(Carlson, Grzywacz, & Kacmar, 2010; Goodstein, 199@ram & Simmons, 1995;
Milliken, Martins, & Morgan, 1998). Flexitime, acabng to Hill et al. (2010), is
increasingly used to assist in the management ok wad family responsibilities by
providing an opportunity for employees to minimiserk-family conflict. Flexitime is
referred to as a variety of flexible work schedulest allow the employee choice as to
when, where and for how long he or she wishes t@ag®a in work-related tasks (Dalcos
& Daley, 2009). Variations in flexitime often inda differing start and finishing
schedules for each day, the length and timing wéhubreaks, the length of the working
day, and the compressed work week (Lewis et ad4pR0

Research has highlighted positive outcomes of titeei for both the employee and the
organisation (Richman, Civian, Shannon, Hill, & Bnan, 2008). Flexitime has been
associated with better mental health and resiliegi@ater productivity and effectiveness,
higher levels of job satisfaction and engagemedtlawer turnover intention (Galinsky,

Bond, & Hill, 2004; WFD Consulting, 2007). Reseaicas proven that even a small
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measure of employee flexibility can significantiyncrease job satisfaction and
engagement whilst lowering stress levels (Corpok&atees for Working Families &
WDF Consulting, 2007). Burud and Tumolo (2004) caenbted in a summary of 550
studies that flexible work practices reduce strabsgnteeism and turnover, and increase
employee satisfaction, morale, commitment and prtvdty. Even the perception that
flexitime is available had a significant impact WiLB and overall satisfaction of the
employee (Hill, Hawkins, Ferris, & Weitzman, 200Research has also examined the
impact of organisational climate and culture ondahiécomes of flexitime (Lewis, 2003),
as well as whether such positive outcomes ceade wwd much flexibility (Lewis,
Rapoport, & Gambles, 2003).

Research regarding the implementation and use edfitifhe as a WLB policy is,
however, limited within the South African conteXancaster, 2006). The few studies
that have been conducted regarding flexitime intlsd@frica focus on labour market
flexibility (Horowitz, 1998) and atypical work patins (Greef & Nel, 2003; Valodia,
2000) as efficiency measures rather than toolsefdrancing employee WLB. South
African research has ignored the application ofifime as a WLB policy, as well as its
potential benefits, challenges and consequencedsoforSouth African organisations and
employees (Dancaster, 2006). In addition, the presites or requirements for the
implementation of flexitime in the South African ntext currently do not exist in
research, nor do the surrounding perceptions aaetians in its use. This information
provides an essential guide for the successful ldpreent and implementation of
flexitime; consequently, the absence thereof pitssancritical gap in this field of

research and a source of concern for organisations.

RESEARCH DESIGN

Research approach

This study made use of a qualitative research desith an exploratory approach to

explore and describe employees’ perceptions reggrtiie implementation of flexitime
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within a South African organisation. Using a quatlite approach, researchers endeavour
to understand the world from the participant’s pecdive and to uncover the meaning of
their experiences prior to scientific explanatidfvdle, 1996). Qualitative research,
according to Terre Blanche, Durrheim, and PairR006), collects data in the written or
spoken language, to be analysed through the itkiidn and categorisation of themes
and sub-themes and therefore allows the reseatch®udy a selected phenomenon in
depth and detail. Such in-depth and detailed aisalyisa phenomenon is critical when
the aim of research is to provide preliminary irigegion and insight into previously
unexplored phenomena, as required for this studyr€TBlanche et al., 2006). Emersion
into the detail of data permits the identificatiohimportant dimensions, categories and
relationships as required for the investigation eshployee perspectives regarding
flexitime (Neuman, 2003). The approach used wasagingpic to the context of the
individual, so that one might understand experieinoce another’s perspective and get
inside the way an individual may see or experig¢heeworld (Neuman, 2003).

Research method

Sampling

A non-probability purposive, voluntary sample of participants was taken from the

offices of an international auditing and consultorganisation located in Johannesburg.
Although research participants were selected iorarandom manner, inclusion criteria
were implemented to determine which participantdatde included in the study. These
inclusion criteria required that a participant slail) have access to flexitime offered by
the organisation, (2) be willing to participatetive research (be willing to give written

consent) after being informed about the purpose@ondedures of the research, (3) be
willing to be interviewed by the researcher, angl §&¢ prepared to have his or her
interview tape-recorded. The sample size was dicetly the number of participants

willing and accessible to participate, and intemgecontinued until data saturation was
reached (Terre Blanche et al., 2006). The problethe demographic characteristics of
the participants are provided in Table 1.
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Table 1

Characteristics of the participan{dl=15)

Item Category Frequency Percentage (%)
Gender Male 6 40
Female 9 60
Age 20 — 29 years 2 13,30
30 — 39 years 10 66,70
40 — 49 years 2 13,30
50 — 59 years 1 6,70
Language Afrikaans 1 6,60
English 8 53,30
Sepedi 3 20
isiZulu 3 20
Level of position Assistant Manager 2 13,30
Manager 5 33,30
Senior Manager 4 26,70
Partner 3 20,00
Associate 1 6,70
Director/Director
Household situation Married/With  partneB 53,30
children at home
Married/With  partner 4 26,70
children no longer living
at home
Single with no children 3 20
Number of children 0 5 33,30
1 4 26,70
2 3 20
3 2 13,30

30



Table 1 continued

4 0 0
Number of children 5 0 0

6 1 6,70
Support at home Domestic helper 15 100

Nanny/Au pair to care 2 13,30

for children

Stay-at-home husband 1 6,70

Table 1 indicates that the sample was mostly reptesive of female (60%), English-
speaking (53,3%) employees between the ages oih@038 years (66,7%). Although
most participants had children (66,7%), some padids had no children (33,3%). The
majority of participants were married or living witn partner, with their children still
living at home (53,3%). All of the participants haddomestic helper to assist with
household chores (100%), but very few were asslsfesinanny/au pair to mind children
(13,3%) or by a stay-at-home husband (6,7%). Tineptawas more representative of
participants from the senior levels, such as theagarial (33,3%) and senior managerial

level (26,7%), with a few at partner (20%) and asse director or director level (6,7%).

Research setting and establishing researcher roles

Prior to data collection, it is critical to estali entry into the research field, which
should be in line with the choice of the researatbfem (De Vos, Strydom, Fouche, &
Delport, 2005). This research field required idigrdiion of an organisation offering
employees access and use of flexitime as a wagkbidlance policy. Prior to the
interview process, meetings were established with management of an appropriate
organisation, to discuss the objectives and praesdof the research as well as to obtain

written permission to undertake the research.

It is advised that researchers begin their resgamtess as unobtrusively as possible to

ensure they are not viewed as threatening intrudémss potentially reducing the
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accuracy and reliability of the information gathee(®e Vos et al., 2005). For this reason,
an employee was identified within the organisationintroduce the employees to the
researcher and the purpose of the study. This em@plarranged for the researcher to be
introduced to the employees, in order to identégearch participants and schedule

suitable interview dates and times.

It is important to note that the interview as wadlits outcomes is shaped by its ‘gestalt’,
otherwise known as the whole interaction of a rnedea and participant within a
particular context or setting (Terre Blanche et 2D06). With the importance and
influence of this setting in mind, a private intew room situated at the Johannesburg
offices of the organisation was utilised. Care ek&n to ensure the interview room was
comfortable, temperate and quiet, located withitoavenient distance from the offices
for privacy. A ‘do not disturb’ sign was posted e door to ensure privacy and reduce
potential disturbances.

The researcher acting as the research tool encerithg interviewee to openly discuss
perspectives, experiences, feelings and thoughtscansequently has a direct impact on
the quality of research collected (Ritchie & Lew2§05). In light of this, the researcher
attended qualitative training with emphasis on rwieav skills and specifically
communication techniques. Interview training hasaor effect on the quality of data
collected and, according to Lewis-Beck, Bryman hiza (2004), is especially necessary
where in-depth and detailed data is required. Horesf to control for interviewer
distortion, it was critical that the researcher wasstantly aware of her personal views
and potential bias and how such subjectivity mdljuémce the objectivity and neutrality
of the research findings (Terre Blanche et al.,&20Reflexivity in the form of critical
self-examination took place during the intervievogass. The researcher took time to
reflect on interview performance and influence mtach interview and any concerns
were discussed with the co-researcher. A co-reBeaassisted with the development of
the interview schedule, provided support duringadadllection and reviewed the quality
of the information gathered.
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Data collection methods

Data was collected by means of semi-structuredvicidal interviews, which, according
to Fontana and Frey (2005, p. 645), provide onthefmost influential ways in which
researchers try to understand fellow human beihlgs. semi-structured interview refers
to a method of data collection where a single unsver is guided by a flexible interview
schedule and makes use of active listening andingdb allow for in-depth detail and
understanding (Forrester, 2010). Common to all ssmrctured interviews, these
interviews focused on subjective accounts of irdlial experience, without presuming
that the issues or experiences were known in advéifcrrester, 2010). Based on the
interpretive approach, these interviews allowed ribsearcher to gather data and study
the phenomena from the perspective of the partitjpgrobing further when

unanticipated topics came up (Neuman, 2003).

Hesse-Biber and Leavy (2004) state that it is irtgadrfor the validity and success of the
research outcomes that participants are at eakethvdtresearch process. The researcher
therefore gave a warm and friendly introductiontadimg the context of the interview
and emphasising its purpose. The participants Wetker advised that feedback would
be given to the organisation after completion & thsearch and that their anonymity
would at all times be respected and upheld. Theotisetape recorder was explained and
permission was requested from the participantsrbetee interviews commenced. Tape
recordings were anonymous but alphabetical labeleewused to allow for interview
differentiation and were kept locked in a cupboatdring the research process.
According to Creswell (2003), the protection ofalat an important research issue, since
data should be protected from loss, destruction amauthorised access in a secure
location. It was emphasised to participants thiuoaigh they had given written consent,

they could withdraw from the research at any time.

Prior to the data collection, an interview scheduges developed and evaluated, stating
the questions to be asked during the interviewsr afapport was established and
participants felt comfortable and ready for cona&os. All participants were asked three

standard questions: (1) In your organisation yauddfered and have access to flexitime,
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please explain whether you make use of flexitimaa? If the participants stated that
they did use flexitime, the researcher would a3l@wv do you make use of flexitime? If
the participants stated that they did not use tilee, the researcher would ask (b) Why
not? Next, participants were asked: (2) Could ylmage describe what you perceive as
challenges when it comes to the use of flexitinferefl by your organisation? And then:
(3) What do you perceive as benefits resulting ftbm use of flexitime offered by your

organisation?

Semi-structured questions and the use of commuacaechniques such as minimal
verbal response, paraphrasing, reflection, clarffyand summarising were used by the
researcher to encourage participant elaboratiorieelings, thoughts, experiences and
perspectives (Neuman, 2003). Observation notegrwibe known as field notes, were
taken by the researcher immediately after eachviet® and were categorised into three
types: methodology notes, personal notes, and ¢kieal notes (Hesse-Biber & Leavy,
2004). Methodology notes referred to possible atfites on the research process, such as
environment, comfort, interruptions, etc. (Best2®10). Personal notes reflected the
researcher’s experience of herself, including haoteonal and physiological state, as
well as her experience of the participant, whiatiuded references to body language and
behaviour (Bester, 2010). Theoretical notes inaluckamarks on factors contributing to
the content of the interview, such as researchtgumssadjusted, emerging themes/topics,
reminders for the researcher, and suggestionsnterviews to follow (Bester, 2010).
These observation notes therefore provided a wratzount of what the researcher saw,
heard, experienced and thought during the intervaawd consequently contributed more

depth and detail to the research findings.

Recording of data

With the permission of participants, interviews wetape-recorded and transcribed
verbatim for later analysis. In addition to thise tresearcher wrote detailed observation
notes immediately after each interview, to be usedater analysis. In order to ensure
confidentiality, the corresponding observation sgptéranscriptions and tapes were

labelled using alphabetical coding according to ititerview plan (e.g. interview one
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coded as interview A and interview two as interviBjvknown only by the researcher.
Observation notes along with the transcriptions tapes used were safely stored to
ensure data could not expose or exploit particp@daturns & Grove, 1997). Throughout
this process, the participants’ rights to privaggonymity, fair treatment, and protection

from discomfort and harm were upheld and approgiyaespected (Neuman, 2003).

Data analysis

Verbatim transcripts were analysed by means ofestrdnalysis in this study. Content
analysis, according to Hesse-Biber and Leavy (20@&fers to a systematic technique
that gathers and compresses large bodies of textsipecific and identifiable content
categories for analysis. This method of qualitaawalysis is appropriate to the study in
that it focuses on and gives attention to contert eontextual meaning of the text,
assisting the researcher in making replicable aaldl vinferences (Hsieh & Shannon,
2005). To begin the analysis, interviews were regmloughly by the researcher several
times, after which participant responses were @dlicthto meaningful units, appearing as
sentences or paragraphs. All the meaningful unéeewthen separated into categories of
major themes identified, which were later reviewseed agreed upon by the co-coder.
Following careful analysis of the major themes itded, the researcher with the help of
the co-coder was able to recognise, explore andrguise smaller and comparable sub-
themes as presented in the tables highlightingarekefindings to follow. Although
comprehensive field notes were taken after ea@nim@w to be included later as part of
the data analysis process, no noteworthy new mganas abstracted or contrasting
evidence or findings suggested. As, according td/De et al. (2005), researchers do not
always utilise the observation notes in the firglart, rather they have the prerogative to
review observation notes and decide if inclusiow&ranted based on the content and

value added.

Strategies employed to ensure quality data
Quality data provides a detailed description ofrmearcher’s experience and immersion
into the research and represents the authentipgiges and context of the research

participants (Neuman, 2003). Quality data prin@pté credibility (checking the truth
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value of the findings), transferability (ensuringpopécability of the findings),
dependability (ensuring consistency of the find)ngsxd conformability (ensuring
neutrality or freedom from bias) were upheld in thsearch (Appleton, 1995; De Vos et
al., 2005; Guba, 1981). To ensure that such priesigrere upheld, particular methods
were incorporated in the following ways: (1) préspiinterview training was done to
enhance the interview skills and confidence of agearcher; following this training,
pilot interviews were conducted to evaluate theerview schedule and to give the
researcher the opportunity to gain the necessaéeywiew practice. (2) Each stage of the
research was clearly and carefully described, @xplga what was done and why; this
was done to ensure that the exact process was amadt and neutrality upheld
throughout all the interviews. (3) Comprehensiveesiation notes were collected after
each interview for additional detail, depth and Iquaof data. (4) An independent co-
coder was utilised for applicability, where an etpeesearcher was approached to
independently review the main and sub-themes ifledtiand to confirm agreement
between researchers. (5) Finally, the interpratatiof findings were discussed with
participants and peers to ensure truth value. Wais done following a presentation of
research findings made to the organisation by meainsa feedback session to

management.

Reporting

In the findings that follow, each of the major tresnthat emerged from the data as
agreed upon by researchers will be described seharRarticipants’ experiences of each
of the major themes are presented and discussdd thet help of selected quotes
(interview excerpts), to illustrate the typical peases as well as those more complex
requiring some further explanation. Minor modifioas involving the omission of words
were made to some of the interview excerpts withaftecting meaning, in order to
achieve a more compact statement and to assistedtler understanding (De Vos et al.,
2005).
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FINDINGS

From the data analysis of the interviews, sevemnita@mes were identified. The first
two themes related to the various ways in whichigpants seem to use flexitime and to
the factors influencing their use. Thereafter aditeghal three themes on the challenges,
perceptions and required aspects for effectiveaidéexitime were extracted. The last
two themes that were evident from the interviewsenthe consequences and benefits
relating to the use of flexitime. These seven theara their sub-themes are described in
more detail below. For illustrative purposes, agted meaning and explanations are
also provided in the tables to follow.

Theme 1: Variationsin the use of flexitime
The initial theme that emerged from the interviewas the participants’ individual
preferences regarding the use of flexitime. From thsponses it was evident that

flexitime is used in a variety of ways, which aregented in Table 2 below.

Table 2

Variations in the use of flexitime

Sub+themes Associated Meaning / Explanation
] Employee determines the start and finish work timésriving
Rearranged working hours per . ) . ]
day earlier/later at work, leaving earlier/later fronork (e.g. working from
9 am to 6 pm instead of 8 am to 5 pm).
Interrupting working hours for nonwork activities.g. leaving work for
two hours to attend to family matters); Dividingeds working day into
Interval work smaller hours of work and nonwork (e.g. workingyounhtil 2 pm to be
able to spend time with children in the afternoand resuming work
after a few hours when it is more convenient.
Spillover of working hours to the following day; \Wking longer or later
Overflow of working hours hours to catch up on time lost on previous daysyRiig overtime in

order to meet deadlines or make up for lost workimg.
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Table 2 continued

Working extra hours per day in order to still wdHe full amount of
hours per week and thus allowing for time/daydair during the week
Compressed/Extended work  (e.g. working longer hours for three days to allfaw two days off);
week Working more days in a week to allow for days/tiok later (e.g.
working six consecutive days and taking one workotmy off the
following week).

] . Using individual freedom to work from locations eththan the office
Flexi-location ] ) _ _
premises (e.g. working from home or client offices)

Reduced workload resulting in reduced working hogesy. 50%
Reduced portfolio reduced portfolio to allow for only a half-day wode a four-hour

working day).

In this study, it was evident that the use of fiilexe was unique to each individual and
his/her work preference. Individuals seem to chwrseearrange their work and their use
of flexitime depending on their own work scheduleadapersonal preferences.
Interestingly, although theearrangement of working hours per days seemingly the
most popular among the participants, this was sucbmmon practice that participants
did not regard it as a formal use of flexitime, ather as an example of a normal
working arrangement. Some participants admittednéwer formalising or signing
documents affirming their use oéarranged working hourseven when making frequent
use of it. More formal use of flexitime was tbempressed work week a means to work
additional hours/time each day to work the requidd hours and as a result take
time/days off for personal use. Alternatively, somarticipants use theverflow of
working hoursas a way to work in or catch up on unproductivekivay time in order to
complete/meet deadlines. The following quotestitate how some employees make use

of flexitime:

You can work until Wednesday and finish your 40rspthen Thursday and Friday are your own.
If | have something planned for Friday afternoothwny parents then | work hard for maybe four

days putting in an extra two hours every day $ehtmy Friday is off(Participant 1.)

| took off last week for a wedding in the middletbings, so | just had to work in the time back to
meet all my deadline§Participant 8.)
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Flexi-locationwas also very popular among participants wheréiggaants were given
the freedom to work from locations other than tlugisks or the office premises. Few of
the participants made use of or referred to eithereduced portfolicor the extended
work week. Reduced portfoliwas utilised to reduce employees’ responsibilitesl
consequently the required working hours, allowimg ¢mployees more time for nonwork
activities. The extent to which a portfolio wasuedd was dependent on the employee’s
situation and preference, this use of the policg iméerestingly, more commonly used by

women and working mothers. lllustrated in the failog quote:

A lot of women went on reduced portfolios whichanethat their workloads were cut and their

pay was cut accordinglyParticipant 9.)

Additionally, employees would occasionally claimtake time/days off work to make up
for extra time worked as a result of demanding \wo@#ls or deadlines, therefore

extending their work week. An example of this ighlighted in the quote below:

If you work two days over a weekend, you can jaketthose two days off latefParticipant
4.)

As participants discussed the variations in the afsélexitime, they also highlighted
some aspects that, in addition to their own worfgrences, also influenced their use of
flexitime. Consequently, these factors were categdr as theme two, i.e. factors

influencing the use of flexitime.

Theme 2: Factorsinfluencing the use of flexitime

From the interviews, it became evident that thesaniaywhich participants used flexitime
were not always just dependent on the individualg\ preference, but were also dictated
by other specific factors, which are presentedabl& 3 below.
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Table 3
Factors influencing the use of flexitime

Sub-themes Associated Meaning / Explanation

Clients’ needs and expectations The use of flexitime depends on clients’ expectatiof working
hours and presence at work; Flexitime differs fdiert-facing
employees.

Work pressure and workload  Heavy workload; Deadlines (e.g. closely scheduled/@ changing
deadlines); pressure to complete work on time.

Leader/manager Managers ‘buy in’ into flexitime; Managers’ undemsting and

perceptions/approach/needs andupport towards flexitime; Demonstrated use of ifime, the way

expectations management uses flexitime influences the accessusedhereof for
employees.
Scope of work Nature of the work; Inherent job requirements (gab requires

employees to be at the office all day); Level o§iion (e.g. partner
or director less likely to make use of flexitimeatha trainee, due to
workload and work pressure); Departmental workialjuce.

Personal choice/style Use influenced by personality of individual; Worgipreference (e.g.
rather work early in the mornings or later in theeming); Lifestyle
and individual preferences regarding use of timg.(aould rather
spend time with family as opposed to working lateréngs).

Personal commitments andHaving private/personal concerns and obligationsg. (efamily

responsibilities responsibilities); Personal responsibilities whidhfluence the
scheduling of working and nonworking hours.

Support and infrastructure of Access to support at home (e.g. having a childparehtal care/

flexi-location domestic help) that is able to adjust or be flexibt required when
there are changes in the work schedule; Having nfirastructure
available to comfortably work from home (e.g. cocthéty and

working space).

Workload and work pressurefrequently referred to as deadlines, proved tosigmificant
influencers dictating the majority of participanisse of flexitime. Although employees are
offered and have access to flexitime, deadlinesofien so tight that employees cannot always
afford to take time off and are sometimes forcedvtok overtime. In addition, client-facing
participants highlighted the expectation of somientt for employees to be present during

traditional working hours, as a means to monit@irtinput, which makes the use of flexitime
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challenging and difficult. Participants indicatdaat individual visibility during client working
hours is often necessary and very important totdieas they may become concerned that the

work is not being done, as illustrated by the respdelow:

When you have a client, they want to see you warkiaring their working hours. If you are not worgin

those hours, they wonder where you are and wigairgy on.(Participant 11.)

Although flexitime was formalised in a policy aable to all employees, participants conveyed
that its use could not be assumed throughout tg@n@sation. Rather the attitude, support or lack
thereof offered by a manager would directly inflteran employee’s access and consequently
use of flexitime. Participants highlighted that somanagers disallowed or frowned upon
employees who utilised flexitime, whilst othersthaligh more supportive, were still not
completely comfortable with employees’ use theréwkrestingly, according to the participants,
managers who were married with children were peetkito be more understanding and
supportive of the use of flexitime. Only a few papants stated management’s full support in

the use of flexitime, as noted in the following tgio

Some partners buy into flexitime easier than oth€here are always those that say ‘oh you are heavi

early?’ (eyebrows raised) or those that don't takimto account that | worked until 11 pm yesterday

(Participant 7.)

The quote above highlights that participants araravof the negative perceptions surrounding
the use of flexitime, as well as the importancen@naging such perceptions. This need to
manage the perceptions of others was mentionedeaason why some employees choose not
to make use of flexitime. An illustration of parpants’ awareness of these perceptions is
provided in the quotes below:

Also, just to add, if you are seen it is good, kten you are not around but you are still working
somewhere, it's like ‘what’s going on@Participant 2.)

| know some people feel guilty leaving the officeer for lunch when their managers are around just
because there is this belief you are not work{RRarticipant 4.)

There is this idea that if you work flexible howseu don’t care about your career, you don't take it
seriously and so the company won't take you selyoParticipant 7.)
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Managers are seemingly aware of these percepaodsgaution employees accordingly:

So what | say to people is work at home if you needlo something, that's fine, but bear in mind the
perception that you may be creatifBarticipant 8.)

An interesting perception noted during the intemgewas that the use of flexitime negatively
impacts on career development and that in ordeergoloyees to have career success, they need

to be visible and work extra hours. The followingptg illustrates this perception:

There is a perception of one of my senior manatfeas she won't progress in her career if she uses
flexitime... So she just won't use {{Participant 7.)

Negative perceptions were also apparent when soamgcipants commented opersonal
preferences These participants mentioned that one’s priaritieould influence one’s use of
flexitime and therefore if one’s career were a ipiyo then the use of flexitime would be less
likely. Senior employees emphasised their greamklads and work pressures limiting their
ability to take time off, as opposed to more juri®rel employees who, with less workload and
work pressures, enjoyed greater access and usexdinfie. Additionally, participants from the
support staff, tasked with providing internal sugigo the organisation (HR, Finance, etc.), saw
the nature of their work and job requirements asrédason why they were not granted access to
flexitime.

Also noteworthy was the influence of personal cbac working style on the participants’ use of
flexitime. Participants frequently referred to thefoice of working hours as a logical reflection
of their lifestyle, stage of life and prioritiesy gsimply their preference as a ‘morning’ or
‘evening’ person. Additionallypersonal commitments and responsibilitieat individuals have,
such as childcare, largely influenced their usefletitime, illustrating the influence of the
participants’ life stage. Those participants withildren especially emphasised the influence of
flexible support and infrastructure at homehere they were able to accommodate any changes
in the work schedules, which allows them to make as flexitime in order to meet tight

deadlines:
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Some people have nannies, maids or even their {saaémome that they can just call and say pletase s

with the kids | am going to be working late, whishgreat, but like me, if you don't, you have tave

work at a specific time(Participant 7.)

Very closely related to these above-mentioned facteere the specific and more general
challenges which employees experienced when impiange flexitime. These challenges are

categorised as theme three, i.e. challenges rglatithe use of flexitime.

Theme 3: Challengesrelating to the use of flexitime

From the responses, it became clear that the usBexifime is not without challenges.
Participants experienced specific individual chales such as having to maintain
productivity/performance, disengaging from work,e thnfrastructure or alternative work
locations, managing and maintaining balance betwmssaonal life and work as well as time
management. The more general challenges identliigdoarticipants related rather to the
implementation of flexitime and included aspectshsas the inconsistent understanding and
knowledge of flexitime, possible misuse of flexisBmmanagement of perceptions, formal and
informal use of flexitime, managing employee praduty and output, availability of
employees, ineffective communication and, finallge nature of work. The individual and

general challenges are elaborated on in Table 4% drsdow.

Table 4

Individual challenges relating to flexitime

Sub+themes Associated Meaning / Explanation
Having to maintain Keeping up productivity while using flexitime; Aahiing
productivity/performance deadlines and outputs; Maintaining performance/fpctidity

equal to those individuals who work regular hounsl ot use
flexitime; Not being able to compare or compete hwthe

productivity of individuals who do not use flexiten
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Table 4 continued

Disengaging from work Having difficulty disengaging mentally from work wh
participating in nonwork activities (e.g. working ¢hinking
about work when at home or participating in nonwackivities);
Constantly working; Working longer and more hours.

Infrastructure of alternative work Critical resources lacking at home (e.g. no corimiégtat home);

locations Unsupportive work environment at home (e.g. difi¢a work at
home with children present).

Managing and maintaining balance Finding it difficult to balance children/babies amebrk/career

between personal life and work responsibilities; Mothers want to be home, but algEish to
pursue a career; Maintaining/pursuing personal difel career
goals; Calculating and maintaining outputs of rexuportfolio.

Time management Challenge to successfully plan, juggle and meetkwaith
nonwork demands and responsibilities, when emp®yase
managing both at the same time (e.g. difficultyrteet deadlines

and attend to personal responsibilities such ddlrelni all in one

day).

Challenges for the individual

Maintaining one’s productivity/performance was désed by some participants as more
challenging when working flexitime as compared wrking fixed hours. This challenge is most
common when flexitime is used to postpone work as result of personal
commitments/responsibilities, laziness or pdiate managementyhich then understandably

negatively impacts on the achievement of deadamesoutputs:

It is hard keeping up with the productivity of argen working eight until six, sometimes you lookdba

because you can’t go the extra milearticipant 6.)
In contrast, other participants admitted to wogkifar longer hours or even working
consistently, taking little or no personal or fitame as a result of their inability tdisengage
from work This inability to disengage was further mentiorfed its negative influence on
management and maintenance of participant perslieahnd work where, rather than spending
time with family or friends, some participants istld this time to continue working. The lack of
infrastructure such as connectivity was highlightexda significant challenge and reason why

some of the participants preferred not to work fraternative working conditions.
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Table 5

General challenges with implementation

Sub-themes
Inconsistent understanding/

knowledge of flexitime

Possible misuse of flexitime

Management of perceptions

Formal and informal use

Managing the productivity/outputs of

employees

Availability of employees

Ineffective communication between

employees

Difference in nature of work

Associated Meaning / Explanation

Poor communication and information on what is mebmgt
flexitime within the specific organisation; Uncldaformation on
how employees should use flexitime; Unclear infaiora on
who qualifies for flexitime; Lacking and inconsisténformation
regarding the management of employees’ use of tiifeg|
Misconceptions and misunderstandings surroundangtiine.

No discipline procedure established for employeasabmisuse
of flexitime; Lack of discipline of employees leatts misuse of
flexitime; perceptions that junior staff are indoh to misuse
flexitime.

Managing assumptions/beliefs that one must be seeking to
be working; Misconceptions of who should use fliex@ (women
with children only); Perceptions influence indivalsg’ attitude
towards flexitime.

Use of policy unstructured and informal by some kayges,
making it difficult to monitor and control the uieereof.

Control and management of employees’ productivibemw not at
desk/office; Knowing whether or not employees arerking;
Controlling teams and team productivity; Trust impmoyee’
commitment when they are not present.

Infrequent access to employees; Expectation of -fadace
availability; Employees not always available fogemt matters;
Availability for the client.

Poor, inconsistent communication between manageplayee
and colleagues; Employees not always present dactable to
discuss work schedules; Location and task progresgiletion.
Departments and positions with specific expectatioand
requirements for face availability, limiting empkxy ability to

work from home/alternative locations.
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Challenges with the implementation

One of the major challenges relating to the impletagon of flexitime is the management of
employees in terms of their productivity, perforro@n availability, and their perceptions
regarding flexitime. Irrespective of the apparemtaseness of flexitime in the organisation,
responses revealed a significant lack of knowlealy# understanding regarding the use thereof
among employees. Misconceptions were common arainodmay use it, who may not and how
one might apply for use. Responses made it apptranhtew employees actively discuss the use
of flexitime with their managers, possibly as autesf the negative perceptions surrounding its
use. According to participants, women, and moreifipally mothers, were regarded by many
employees as the only rightful users of flexitintteys restricting the use to other employees.
Another common perception was that if you are mavak, you are misusing flexitime and not
working. Employees aware of this notion would tliere restrict their use. These perceptions
pose a greater challenge when they are held by geamand directors who have the authority to

restrict employee access and use.

The misuseof flexitime was a major challenge for participamh managerial positions, who
referred to their inability to determine whetherpdoyees are in fact working or even at client
locations when they are not at the office. In addjtmany participants highlighted their concern
regarding the lack of disciplinary processes atgleor the misuse and abuse of flexitime.
Common in the responses was the likelihood of jueimployees to misuse flexitime and the
consequent challenge for managers to monitor tlegirmore closely. Some managers stated that
they refuse access until junior employees haveeurdiieir ‘professional maturity’ and earned

the use of flexitime.

Availability of employeesand in some cases face-to-face availability, isrofin expectation of
clients and colleagues dependent on an employeasfistance or the completion of tasks. This
expectation, coupled with the dynamic and ever-ghmpn demands of the environment,
influences employee access and use of flexitimeneSparticipants cited the unavailability of

colleagues as a significant challenge and concern:
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| don't have a problem with people using flexitinnetil the point where it impacts negatively on nijligy

to deliver, then | get voicey about (Participant 14.)

Client-facing employees who were not always gramtecess to flexitime by managers or their
departments consistently cited this as a challesmgee clients do not understand or support

flexitime and are known to become irritated by eoypkes who do use it.

It is clear from the above that negative percepgtion perceptions regarding flexitime pose a
significant challenge to management and employeesn the participants’ responses, various
specific and more general perceptions came to.lighwas apparent that perceptions play an
important role, and may be considered a contribiatdhe dynamic between factors of flexitime.
The specific perceptions mentioned were categoriaedthe next theme, indicating the

perceptions that exist regarding the use of flmati

Theme 4: Perceptions regarding use of flexitime

Various specific perceptions exist regarding thelef position and management, personal life
and situation, and visibility. The most common é&mdjuently identified perceptions are listed in
Table 6 below.

Table 6
Perceptions regarding flexitime

Sub-themes
Perceptions regarding level of position and Perceptionsregarding personal life and situation

management
Flexitime is more attractive to the younger Flexitime is more popular with working mothers
generation, as the older generation is not and/or women

educated about it.

The use of flexitime will hinder career progress/ Flexitime promotes self-fulfilment

development

Not all managers buy in and support the use of For managers to be supportive, they need to be

flexitime married with kids
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Table 6 continued

Perceptions regarding level of position and Perceptions regarding personal life and situation

management
Only senior staff use flexitime correctly and Employees with children are granted more access to
efficiently flexitime

Support staff should not have access to flexitime mplByee feel cared for by the organisation due to
flexitime

Junior staff need to prove themselves before givEmployee feel more in control of their work anddgim

access to flexitime, and this use must be due to flexitime

supervised

Employees from higher management level have

work overload, always work overtime and cannot

afford access to flexitime

Flexitime is an attraction and marketing tool,

useful for talent management

Flexitime helps avoid employee burnout
Flexitime encourages employee loyalty
Flexitime reduces organisational overheads
Visibility

Visibility at work is important

Less visibility means you are not working — must

be seen to be working

Clearly, numerous perceptions exist among partitgpaegarding the use of flexitime. In

addition to these perceptions regarding flexitipasticipants also indicated certain aspects that

are very important for the effective use of flaxié within the organisation. These aspects were

almost seen as minimum requirements for the effectse of flexitime (categorised as theme 5).

Theme 5: Required aspects for effective use of flexitime

Participants emphasised significant aspects thatprésent would greatly improve the

implementation and individual use of flexitime. Bleeare presented in Table 7 below.
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Table 7

Required aspects for effective use of flexitime

Sub-themes
Critical resources

Individual planning

management

Effective communication

Professional discipline

Job performance

Supportive relationships

Employee availability

Control and measurement

Informed awareness

understanding

and

Associated Meaning / Explanation
Resources such as 3G and cellphones are requirednsare

connectivity and access to employees at all tirdesilability of
support staff is a requirement to provide assigamoen necessary.
Individual planning and managing of unique working
time/schedules/day for successful management df wod nonwork
responsibilities (e.g. use of personal diary oraoiger to manage
time and ensure that objectives are met).

Continuous and advanced communication between empdo
clients, colleagues/teams. Continuous and advamnadagement
regarding work schedule/hours, work locations, waqrtogress,
expected completion of work and availability of dayees.

Required employee accountability, responsibilityatanity and
motivation towards the organisation and the wor#t emtheir use of
flexitime.

Achievement of deadlines, completion of required rkwcand
fulfilment of working hours and satisfaction of eglit needs and
expectations.

Good and trusting relationships between employeemagers and
colleagues; Guidance for employees in the schegludiih working
times and arrangements.

Employee availability and some visibility are reguai by colleagues,
managers and clients for the mentoring and transfetnowledge
within the organisation.

Guidelines for careful management of use of flex#tji Guidelines
for immediate and effective discipline for misuséeasurement of
outcomes/output and productivity as control foruss Making use
of a planning or scheduling board to communicate measure use
of flexitime, and recording the use thereof, Ensudhere are
employees to ‘stand in’ or cover for those empleydbat are

unavailable.

andEducation and awareness for all organisational ldet® promote

access; Understanding of employees’ working

preferences/differences and, consequently, theilquen use of

flexitime; Expectations regarding employees’ useusth be known.
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The need focritical resource such as connectivity and employee face-to-faedadbility was
continuously referenced by participants, awarenefimportance of continuow®mmunication
This communication was highlighted as a criticajuieement for the successfplanning and
managemendf work tasks:

This environment is tough; people expect thingsesgen if you are working flexible working hours or
flexi-location, you have to be responding all tirae. Connectivity helps me send a reply — if natth

night, then early the next mornin@d?articipant 6.)

The need forindividual planning and managememtas also consistent in the responses.
Participants provided personal examples of whey fiaéed to effectively plan and manage their
schedules, and of the consequences they facedurd-ad plan was described by some of the
participants as disrespectful towards colleaguéents and managers who are likely to be
affected. Consequentlyprofessional disciplinewas largely emphasised by participants in
managerial roles, who, as evident in the quotevibettescribed the demonstration of qualities
such as maturity and responsibility as necessargrfployee access and use of flexitime:

You need to own it, just because you are on flexdtdoesn’'t make it anyone else’s problem. You rieed
be responsible and professional in your use. If gouo lunch, put your phone on forward and follops

on the calls, be responsib{@articipant 14.)

Associated with professional discipline wiab performancewhich all participants emphasised
with equal fervour. Participants agreed that emgdsyshould not make use of flexitime if its use

negatively impacts their performance, as illusttdielow:

If you do not complete what you need to it willedf other employees and the service lines withén th

organisation, our clients, targets and deadlinegos have to be respectful of thélRarticipant 12.)
The apparent lowered employee job performance Vgasraised as a concern for management.
As a result, some managers seemed to lack treshployees’ use of flexitime and consequently
offered less support. Many participants describeshagement trust in employees as a critical
determiner of employee access and use of flexiti@emmunication in the form of
scheduling/planning boards was suggested and reglibg participants who felt that this was a
necessity for the management and scheduling of vasks, and as a means to notify colleagues

when working different hours or from different ldicens. Such communication is critical to
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ensure awareness when an employee is not avaitabtbat other employees can be on standby

to assist if necessary.

Employee availability and visibilityvas emphasised as an essential support for theféraof
knowledge and the development of supportive relatiips, as necessary for the mentorship of
junior employees and the successful planning aedtiflexitime. Such sentiments are shared in

the participant quote below:

Employees need to have access to more senior eegdoyhey need to know who they are and build

relationships with them; this will help them growdadevelop to their best potentigParticipant 10.)
Participants with children highlighted the importanof flexible support staff at home, able to
adjust in response to changing work scheduleseoéthployee, especially where client deadlines
and demands so easily change, as highlighted ifollosving quote here:

Sometimes you have many client deadlines, you havee flexible and so does your support at home
because you cannot get rigid in terms of your msifenal capacity. So you need to be flexible andlema

sure your support structure at home fits that mddRarticipant 9.)

Central to control and measurement of flexitime waes expressed need for careful recording
and scheduling of the ways in which employees lesatime. Several requests for established
guidelines were made, as well as for a companydiisary process for the misuse of flexitime.

This misuse was taken as a serious concern fasrtfenisation and management, especially the

frequent association of the misuse of flexitime amdor employees:

Some rules or guidelines should be establishe@iwthanagers; there should also be some kind t&fieri
to explain why some people get flexitime and otfsns't, just to make it fai{Participant 14.)

When you notice they are abusing it, which happgms,must address it quickly and disciplinary pises
must be followed(Participant 7.)

Participants frustrated by the lack of support aihagement in their use of flexitime expressed a
need for managers to understand the employee’suenlifestyle and daily challenges with
reference to their working preferences, and towalbppropriate employee access and use as
required by the employee. An additional need fopleyee guidelines for use of flexitime,
criteria for qualification of use and expectatiorgarding employee performance and use were

raised by participants . lllustrated below:
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As a manager, you need to know who your employezsiuad what is their working preference, much like
you need to know their strengths and weakneg&articipant 7.)

Education around the policy is necessary, partibulsince several old school managers don't recsgni
the benefits or know-how to manage its use, so ph&tyrefuse employee use who lose ¢Rarticipant
5.)
Not all of the required aspects as referred to astigipants were in use at the time of the
interviews, although their importance was emphasibeom the interviews, it became clear that
when some of the above-mentioned required aspexthaent there are consequences.

Theme 6: Consequencesrelating to the use of flexitime

The use of flexitime evidently is not without coat)d many consequences can be linked to

required aspects not currently present. These goesees are presented in Table 8 below.

Table 8

Consequences relating to the use of flexitime

Sub+themes Associated Meaning / Explanation

Delay in work/deadlines Delays in work and client deadlines due to rescliegluor

postponement of work, and poor planning.

Reduced productivity andReduced output; Employee not present at the ofiiceé therefore

performance unavailable, so that when new work is receivet, @&ssigned to other
employees present; Team members not all presefiegtiofy team
performance.

Perceived influence on careerlack of potential experience/opportunities when alft office;

growth Reduced exposure to mentors/ more senior staff;r Rweer
development/ achievement of career goals.

Increased workload Given more work than normal; Working longer houfgprk shifted
to available colleagues.

Health consequences Sickness and tiredness due to a busier life, balgnwork and
personal responsibilities/pressures.

Influencing personal life Less time for family, friends and themselves whearking, as
opposed to enjoying personal time (e.g. schedubhgme so that
employee works during what traditionally or ordihashould be ‘off
time’, thereby reducing available personal timehvgmily, etc.).

Development of perceptions Assumptions are created when employees are noemgresd no

indication is given where the employees are or ey are doing.
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Delay of work/deadlinesas the most frequently cited consequence dueselém with regard
to work schedules, lack of planning and lazinesanWparticipants described times when they
kept postponing work, which resulted in their woikitirelessly without sleep to meet deadlines
or missing them completely. Interestingly, thoseowhentioned delays of work/deadlines as a
consequence also warned of the potential of workomgmuch, using flexitime to work after

hours when they should be with friends and family.

Surprisingly, productivity or rathereduced productivityappears as a consequence and later
again as a benefit. Several participants recaifeest when colleagues failed to make up for time
taken off work, and consequently their productistyffered. Moreover, participants described
times when colleagues were not present when ne@mtslprojects were allocated, consequently

these colleagues contributed less productivithéirtteam, department or organisation:
There are people that are not working their fodurs a week. They see flexitime as a way to do Hunge
else and to take the time off, and they don’t neaely catch this time ugParticipant 9.)

In light of this reduced productivity/performan@égse monitoring of employee use of flexitime

was described and openly despised by some of tiigipants, who labelled it patronising and

saw it as a reason to rebel, as illustrated here:

| have been in situations where | have been maitand | get very defiant and say fine | am outare at
four on the dot(Participant 14.)

Interestingly, where some participants mentionediuced productivity/performancas a
consequence, others experienced an increase in whoekload due to flexitime — possibly
highlighting a shift of workload from employees nggiflexitime and not present in the office to
those present and available at work. When employeelsing flexitime are not present to accept
urgent work, this work is reallocated to those aygpes present, regardless of whether or not
they are already busy, as evident in the followdgoghment:

If you are in a meeting and one person has gotteed o’clock, it often results in other people ddering
what would be their load and then it is a dispréipaoate amount of work getting shifted to other gleo

(Participant 14.)
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Complaints about increased workload were commomyMuarticipants stated that after working
overtime for many days to meet deadlines, manageud see that employees were not so busy
and, instead of allowing time off, give additiovabrk. In some cases, participants admitted to
acting busy just to avoid getting more work, aglent in the following quote:

When you work towards a deadline, you work in eightrs and then overtime to get it done, but then

afterwards other managers see you are not budyegagtve you more work. You end up working sixty or
seventy hours a week, so it is better to just loegy.(Participant 1.)

Participants commented that it was not uncommoméosonal time to be spent working instead
of enjoying personal activities such as meditatiemercise and relaxation. Some of the
participants attributed their tiredness and exhamsto doing too much in one day, made
possible by flexitime, which was pushing them tcatvbome described as the point of illness and

health consequences.

Concerns forcareer growthwere evident in some participants, who blameddéeelopment of
perceptionswithin the organisatianin particular the perception that if one is notla office,
one is not working and does not take one’s caresoussly was blamed for the extra hours that
some participants chose to work just to ensure peiple could not comment on their
productivity. The awareness of the danger of suelcgptions is clearly illustrated in the
following quotes:

| always say to people: work at home if you needdsomething but bear in mind the perception yay m
be creating(Participant 8.)

So that is why | choose to rather work for about &xtra hours at home, just to be sgRarticipant 6.)
Despite the above-mentioned consequences, parisi@so indicated the benefits that they
reaped from working flexitime (theme 7).

Theme 7: Benefits resulting from the use of flexitime

Many individual and organisational benefits wersoapresent and are presented in Table 9

below.
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Table 9
Benefits resulting from the use of flexitime

Sub-theme Associated Meaning / Explanation

Individual benefits

Opportunity to manage Employee free to attend to and manage personalomsgplities,

responsibilities in personal life commitments and appointments when necessary.

Opportunity to control work Structure and management of working hours to suitpleyee
responsibilities, preferences, workload and deadlin

Experienced work-life balance Personal time for relaxation, exercise, study psegofamily, domestic

responsibilities and social time.

Traffic management Ability to avoid peak traffic times; Less time spevasted in peak
traffic times.
Psychological benefits Reduced anxiety and stress, and increased expediehappiness,

passion, energy, enjoyment and gratitude.

Organisational benefits

Attraction and retention Assists talent attraction and retention of emplgsye&mployees
attracted by flexitime; Employees less likely tave and often return
to the organisation due to flexitime policy.

Productivity Increased output from efficient use of time; Useflekitime to work
later, longer hours to meet outcomes and clientliidtezs and make up
for time lost.

Employee concentration Improved focus due to preferred working times, im@arning person
and afternoon person; Improved focus due to workimgquieter
locations (home); Reduced distractions/interrugiga.g. e-mail and
calls) due to a quieter working environment; ARilito concentrate
easier.

Employee loyalty, commitmenEmployee commitment, loyalty and support for ananigation that

and motivation cares for their well-being; Results in increased tivation and
willingness to go the extra mile; Employees are pyapo work

overtime to complete work in time.

Individual benefits
Opportunity to manage responsibilities in persord& and control work were benefits

consistently mentioned in the interviews. Partiniigaexpresseéxperienced work-life balance
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as a result of their new-found feeling of contreldafreedom to spend time at their own
discretion, rather than feeling anxious to justvéedhe office, as highlighted in the following
quote:

There is no feeling of anxiousness that you havebéoat work. You cannot schedule a personal
appointment, you know that if you have to steptouyo see your specialist or go get medicine thiatriot

going to be frowned upofParticipant 4.)
Participants went into great detail when describingir experiencegsychological benefits.
These benefits included reduced levels of streslsaaxiety, and increased levels of energy,
passion and overall happiness in participants’ wgrkenvironment, and were attributed to

increases in experienced work-life balance.

The achievement of bonuses or performance incentivas expressed by participants as
individual benefits of improvegroductivityas a result of flexitimeParticipants felt that they
were achieving more and attributed this to tlogiportunity to control workaccording to unique
working preferences, such as working early in tlegmmg or at home to avoid distractions and
interruptions. In addition, participants stated fihexitime allowed them to maintaproductivity

by making up for unproductive work time as a resfitexams or illness. Many of the
participants commented on the avoidance of pedkicttames as optimisation of productive
time; consequently, many employees arrange workimgrs in order to miss such times, the
benefits of which are detailed in the quote below:

There are distinct examples of improved produgtivitn audit team in Midrand started work at sixtlie
morning and then left at three because they werng @arly and were not stressed from traffic; theref

they were more productivéParticipant 14.)

Organisational Benefits

Critical in a demanding, client-facing environmesitthe ability to be flexible in response to
changing deadlines and workloads. Flexitime alléovsthis adaptability and in doing so assists
the organisation with achievement of client dealiand overall organisational productivity and

performance, as illustrated below:

Because the needs of the client change all the tiowe might be slow this week and have many deadlin

the next. So you need to have that flexibility tegnthe client’s deadline@Participant 8.)
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Flexitime as arattraction and retentiorstrategy was a recurring sub-theme within partiaipa
responses. Several of these participants detadiselsovhere employees returned to the company
primarily due to the ‘privilege’ of flexitime. Othgoarticipants described flexitime as the reason
they worked at the organisation, stating that t@yld not work and manage their personal lives
without it. Several participants commented on tiexe as a marketing tool for the organisation,
most frequently delivered by word of mouth and egsly effective with younger generation

employees. An example of flexitime as a marketod is offered in the following quote:

Flexitime makes the company attractive to the detsvorld. You would be surprised how many peopée ar

interested in working here just because of it al¢Rarticipant 7.)

Many participants interpreted flexitime as an espien of organisational care and concern for
the employee. Attributed to this were accordingpéaticipant responses, heightened levels of
employee loyalty, commitment and motivatiasulting in enhancegroductivity. Participants
commented on their willingness to work overtime et deadlines and complete tasks,
knowing that they would be granted time off. Soratipipants declared their obligation to work
longer and harder in exchange for the care thensgtion offers employees, as noted in the

following quote:

If they are giving you that flexibility, then | alys feel | have to do all my work. | can’'t not. Jhare
being so nice to me, how could | let them down byfimishing my work (Participant 8.)

In addition toemployee loyalty, commitment and motivatiparticipants described enhanced
levels of employee concentratiomnd energy as contributors to improvpdoductivity a
repeatedly referenced sub-theme. InterestinglyJenddme participants use time off to relax,

others use this time to start and complete additioork.
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DISCUSSION

WLB and the associated organisational policies sashflexitime have recently become an
important research area for human resource p@wits (Dancaster, 2006; Kossek & Ozeki,
1998; Reynolds, 1999; Sanichar, 2004). Due to th@us organisational and employee benefits
associated with WLB, the popularity and use of spohcies (i.e. flexitime) by organisations
both internationally and nationally have increaé&dpiah-Mfodwa, Horwitz, Kieswetter, King
& Solai, 2000; Mageni & Slabbert, 2005). The gehelaective of this study was to explore and
understand employee perceptions regarding the fuexdime as a WLB policy within a South
African organisation.

The findings of this research give valuable infotiova with regard to the way in which

employees experience their use of flexitime. Sevajor themes were extracted from the data,
supporting the findings of previous research antkriofg unique contributions to existing

research. The initial theme that emerged highligjlatevariety of employee preferences in their
particular use of flexitime. The variations in thee included rearranged working hours per day,
interval work, flexi-location and compressed andeaged work week — all of which are in

accordance with previous literature (Dex, 2004)e Tise of rearranged working hours was so
popular among participants in this study that isviequently considered and referred to as a
‘normal working arrangement’, and participants caoniy neglected to formalise or discuss this
working arrangement with superiors. Reduced poasolvere unique to this study. This use of
flexitime allowed employees to reduce responsiegitand, consequently, workload in order to

ensure further flexibility.

Employees’ use of flexitime was, however, not soléépendent on preference, since certain
factors were identified by participants as influerscthat, in some cases, dictated or disallowed
employee use. Of the influencers identified in tkisidy, only personal choice/style and
leader/manager perceptions were supported by peviterature (Bianchi & Milke, 2010;
Cooke, 2005). The most common and powerful infleesclescribed by participants were work
pressures and workload, client needs and expecsats well as leader/manager support or lack

thereof, presenting valuable and unique insights iitexitime research. Other influencers
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mentioned by participants were nature and scop&ook, inherent job requirements, personal
choice/working style, personal commitments and oasjbilities, and supportive infrastructure
(e.g. childcare that is flexible to adjust to chaggwork schedules). Noteworthy was the
frustration evident in those participants whoseeascand use of flexitime were obstructed or

reduced by such influencing factors.

Linked to these factors were specific and genetallenges employees faced. Specific
individual and organisational challenges were itiedt by participants. Of the individual
challenges, only maintenance of productivity amdetimanagement were evident in previous
research (Grainger & Holt, 2005; Horwitz, Kieswett€ing, & Solai, 2000; Mageni & Slabbert,
2005). Prevalent organisational challenges incluelgloyee misuse of flexitime, inconsistent
understanding/knowledge of flexitime, management mdrceptions (specifically those
influencing employee use), maintaining productitatytput, and ineffective communication
between employees. Of these themes, only misuse fl®fitime, maintenance of
productivity/output, and the prevalence of peraapsi are evident in literature (Cooke, 2005).
Perceptions were commonly referenced by particgyaarid, according to participants, referred
specifically to the level of position and managetersibility, and personal life and situation,

none of which were evident in previous literature.

Participants further highlighted certain aspectat,thf present, would greatly improve the
implementation and individual use of flexitime. Exales were: critical resources, individual
planning and management, job performance, profeakidiscipline, effective communication,
supportive relationships, and employee availabil®f these required aspects, only critical
resources and planning were suggested in previessarch (Mageni & Slabbert, 2005). It
became clear that when some of the required aspeete absent, there were certain
consequences, such as delays in work/deadlinesjcedd productivity and performance,
perceived influence on career growth, increasedklad, health consequences, influence on
personal life, and the development of percepti@ighese consequences, only the development
of perceptions and delays in work/deadlines werpasmt in existing research (Bianchi &
Milkie, 2010).
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Despite these consequences, participants cited noaggnisational and employee benefits
resulting from the use of flexitime. Although beitefsuch as experienced work-life balance,
traffic management, productivity, and attractiond aretention are well documented in the
literature (Cooke, 2005; Cooke et al., 2009), miawdywidual benefits, such as the opportunity to
manage responsibilities in personal life and thpoounity to control work and psychological
benefits, were unique to this study, along with quei organisational benefits, including

employee concentration, loyalty, motivation and oatment.

In conclusion, this study brought to light sevemtca or critical themes, some supported by
literature whilst others were original, unique fimgs — all, however, allowing for greater
understanding and awareness of employee perceptiotiee use of flexitime within a South

African organisation.

Important limitations are evident in this reseaacinl should be mentioned. One major limitation
relates to the use of one particular organisatiothis study, which may imply that the themes
identified and discussed in the research are asgdan and policy specific. Insight into broader
aspects surrounding flexitime could have been pexviif a greater sample of more than one
organisation was used. Caution is therefore advisélde generalisation of the research findings
to other flexitime policies used or developed ihastorganisations. Moreover, the participants in
this study did not reflect the cultural diversitgdacontext of South Africa and consequently

cannot be interpreted as such.

Organisations are advised to be aware and accontimgdaf the unique preferences of
employee use of flexitime, as this is a reflectodran individual's working preference and style.
Influencing factors that significantly reduce theewf flexitime must be identified and quickly
addressed by the organisation. Communication andagidn of employees regarding the policy
and its use are crucial and should be prioritisedoalingly. This education is especially
important for those employees in management argefship positions who have the influence

to either strengthen or effectively reduce employse
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Recommendations for future WLB research includdargtion into the use of flexitime among
different groups, as may be dependent on life sdoa home situation and need of use.
Additional research could also investigate otherBAfiolicies currently in use in South Africa,
and could determine the effectiveness of thesecigslii.e. the extent to which these policies

actually achieve and support employee WLB.
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CHAPTER 3

CONCLUSIONS, LIMITATIONS AND RECOMMENDATIONS

In this chapter, conclusions regarding the studygven according to the general and specific
objectives. The limitations of this research arscdssed, followed by recommendations for the

organisation and future research.

3.1CONCLUSIONS

Given the influence of flexitime as a WLB policydathe considerable lack of existing South
African research in this regard, the objective lnk tqualitative study was to shed light on
employee perceptions regarding the implementatidlexitime in a South African organisation.
From the data, seven main themes were extractedfirbh two themes highlighted various ways
in which participants used flexitime as well as fhetors influencing their use. Three themes
identified the challenges, perceptions and requaigakcts for the effective or successful use of
flexitime; and the last two themes highlighted tb@sequences and organisational and employee
benefits of this policy.

The initial themevariations in the use of flexitimeighlighted how employees make use of
flexitime and was related to the first researcleotiye, being employees’ use of flexitime. From
the findings, it was apparent that employees mamgue use of flexitime, in accordance with
their working style or preference. Popular and mrasly researched uses of flexitime were
rearrangement of working hours per dand flexi-location giving employees the freedom to
work from locations other than office premises (P2R04; Lewis & Cooper, 2005; Robbins,
Odendaal, & Roodt, 2004Rearrangement of working houvgas so common that participants
viewed it as an example of a normal working arramget. Compressed work weelalso
represented in the literature, presented a moredised use of the policy, allowing participants
to work in the required hours per week in fewer kirog days to allow for time/days off (Dex,
2004; Robbins et al., 2004). Some participants @iexitime in order to work in or catch up on

unproductive work time, used more specifically teahdeadlinesReduced portfoliowhereby

69



an employee’s work responsibilities and consequemttjuired working hours are reduced as
dependent on an employee’s situation and preferemes not evident in the literature or
common among participants. Interestingly, it wasni to be used more by women, and more
specifically working mothers. Participants’ use wasdently impacted by some influencing
factors. Examples of the stronger influencing fexteerework pressure and workloadlient
needs and expectationmanagerial influence, and perceptior@f the influencers highlighted,
only personal choice/style and leader/manager paores are supported by previous literature
(Bianchi & Milkie, 2010; Cooke, 2005). Interestiggmanagers with children were described by
participants as more likely to support employee okdexitime. Moreover, very few of the
participants stated that they had full managemappart in their use of the policy.

Also apparent in the interviews was that participawere aware of the many negative
perceptions surrounding their use of flexitime. Wmber of participants admitted that the need to
manage such perceptions was in fact the reasorsamg participants chose not to make use of
flexitime at all. These perceptions, although mfe broadly in previous literature, centre
around the importance of visibility in the workpéadhe perceptions regarding level of position

and management, and those regarding personahlifsituation (Cooke, 2005).

Such perceptions represented just one of the miagljeages associated with individual use and
implementation of flexitime (Cooke, 2005). Theintenance of productivity and performance
was, in accordance with previous literature, casda central challenge. Employees admitted to
often using flexitime to postpone their working aoitments in favour of personal
responsibilities, or as a result of poor time mamagnt or laziness (Horwitz, Kieswetter, King,
& Solai, 2000; Mageni & Slabbert, 2005). Intereghn) other participants admitted to working
for much longer hours, even constantly, and compthiabout being unable to disengage from
work, a challenge not previously cited in liter&uf his inability to disengage was described by
participants as directly influencing their managamand maintenance of WLB. Instead of
spending time with family and friends, some papieits used this time to continue working.
Lack of infrastructure, especially around connettjwvas highlighted as a significant challenge
and — although unrepresented in the literature s eited as the reason why some participants

were unable to work from alternative locations.
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Regarding the objective of challenges with the Bnmtntation of flexitime, noteworthy
challenges for implementation were seen regardnoguyctivity, performance, availability and
the perceptions of flexitime. Irrespective of tiveaaeness of the policy within the organisation,
participant responses revealed an obvious lackoiledge and understanding regarding its use
among employees. Confusion was common around wisaewtiled to it, who was not, and how
one should apply for use. It was further appareat very few employees had actively discussed

their use of the policy with managers.

General challenges, and more specifically emplogkallenges, were identified within the
research. According to participants, employees gdigebelieve that women, particularly
mothers, are the only rightful users of flexitintleereby restricting the use to other employees.
Misuse of the policy was seen as a major chall@amgeng participants in senior positions, who
expressed their inability to ensure that employeere working or at clients when absent from
the office. Some concerns were raised around thkedfa disciplinary process for misuse/abuse
of the policy. Some of these participants assodi#iiés misuse with junior employees, whom
they refused access until professional maturity praven. Availability of employees, and in
some cases face-to-face availability, was commetdyed by participants as an expectation of
those clients and colleagues dependent on the ge®lior assistance. This expectation, along
with the changing demands of the environment, p@selitect challenge for employee access
and use. Of the employee challenges, only maintanah productivity and time management
were evident in previous research (Grainger & Ha@05; Horwitz et al., 2000; Mageni &
Slabbert, 2005). Moreover, of the organisationadlleimges identified, only the misuse of
flexitime, maintenance of productivity/output, atiee prevalence of perceptions are evident in
literature (Cooke, 2005). It was found that soméhete identified challenges were precursors to
the experienced consequences as emphasised bgrtiogppnts.

Of the consequences described by participants,tbelglevelopment of perceptions and delay in
work/deadlines were apparent in existing reseamlanthi & Milkie, 2010). Delay of
work/deadlines the most frequently referenced consequence, dsprding to participants,

accredited to employee freedom with regard to veatkedules, poor planning, and in some cases
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laziness.Reduced productivity and performaneas highlighted by several participants who
recalled times when colleagues did not make uprfoe taken off work, resulting in productivity
lost. However, of those who mentioned delays inkidwadlines and lost productivity, some also
warned of the potential of working too much, usitexitime to work after hours when they
should be relaxing or spending quality time witlefids and family. Furthermore, while some
participants mentioned reduced productivity as @sequence, others experiencedrameased
workload perhaps highlighting a shift of workload from doyges using flexitime and not
present in the office to those present and avaldbt work. Complaints about increased
workload were common. Participants stated that afteking overtime for many days to meet
deadlines, managers would see employees not cyrtargy and, instead of allowing time off,
they would give them more work to complete. Somdigpants admitted to acting busy to

avoid getting more work.

Notwithstanding these consequences, it was appdhantthere were considerable benefits
associated with the use of flexitime as a WLB pofimr employees — this relating to benefits, the
last specific objective of this study. Common engpk benefits were thgpportunity to manage
responsibilities in personal lifand tocontrol work.Participants expressed experienced WLB as
resulting from a new-found feeling of control amdddom to spend time at their own discretion.
Participants went into great detail describingrtleeiperiencegsychological benefitsncluding
reduced stress and anxiety and increased ovemlfgnpassion and overall happiness in their
working environment. All of which they believed lbe attributed to increasexperienced WLB
Participants believed they were achieving moreheirtwork and described their achieved
performance incentives and bonuses as the consegjwéroptimisation of working time and
improved productivity. Benefits, more specificalgxperienced work-life balance, traffic
management, productivity, and attraction and resantare well documented in the literature
(Cooke, 2005; Cooke et al., 2009). However, othdividual benefits such as the opportunity to
manage responsibilities in personal life, oppotiuto control work, and psychological benefits

are some of the unique contributions of this study.

In addition to employee benefits, participants hgitted many organisational benefits

associated with the use of flexitime. Accordingthie findings, flexitime allows for flexibility
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and adaptability of an organisation, especiallythamse that are client facing and deadline driven.
Flexitime was found to assist with the achievenwntlient deadlines and overaroductivity
and performance of the organisation. In additidexifime was strongly referenced as an
attraction and retentiorstrategy. Participants cited instances where emgployeturned to the
organisation after resignation, primarily becau$ehe privilege of this policy, whilst other
participants stated flexitime as the reason why thverked at the organisation. Flexitime was
also described as a marketing tool most frequetglwered by word of mouth and especially
effective with the younger generation. Severalipgants interpreted flexitime as an expression
of organisational care and concern on the parhefdrganisation for their people. Heightened
levels ofemployee loyalty, commitment and motivatiegre attributed to this interpretation, all
of which greatly enhancing overall productivity.ri®@pants described their willingness to work
overtime to meet deadlines, knowing they would éearded. In addition to employee loyalty,
commitment and motivation, participants describelamced levels of employee concentration
and energy as contributors to improved productividy repeatedly referenced sub-theme.
Organisational benefits highlighted in the studfeohg unique contributions to the literature

include employee concentration, loyalty, motivataard commitment.

Additionally, participants mentioned aspects tlnatyt believed were minimum requirements for
the effective use and implementation of flexitirRequired aspects for effective use of flexitime
were critical resourcesand effective communicatiorwhich was further seen as a necessity for
successful planning and management of projects vemitk tasks. The need fandividual
planning and managementas also consistently mentioned by participantsp vpinovided
personal examples of when they had failed to phahad the consequences they faced as a result.
This failure to plan was considered by some padicis as disrespectful towards clients,
colleagues and managers who would be affected.agoestly professional disciplinevas cited

as a requirement — along with the maintenance opl@me job performanceand the

demonstration of maturity and responsibility —éonployee access and use.

Communication was consistently referenced as ainejaspect. Participants suggested the use
of scheduling or planning boards as a means tdynooileagues when working different hours

or from different locationsEmployee availabilityand visibilitywas also consistently referenced
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as a required aspect, especially critical for thadfer of knowledge/skills and mentorship within
the organisation. Those participants with childngghlighted the importance of flexible support
staff at home available to accommodate the changory schedules of the employee. The need
for control and measurement of employee use ofititle® was apparent, and participants
emphasised the necessary development of employkeenanagement guidelines along with a
well-defined disciplinary process to manage po&trdbuse of the policy. Of the requirements
mentioned by participants, only critical resourcaesd planning are suggested in previous
research, therefore highlighting yet another sigaift contribution to literature on the use and

implementation of flexitime (Mageni & Slabbert, Z)0

3.2 LIMITATIONS OF THIS RESEARCH

Although the present research revealed valuabtanmdtion on the use and implementation of
flexitime, it is also important to note some lintitans of the study. One major limitation relates
to the research field in terms of the specific aigation used in this research and the specific
policy of flexitime offered by this organisationh@& present research field only included one
organisation, which might imply that the specificemes, including benefits, challenges,
consequences and perceptions, identified in tisisareh are organisation and policy specific. A
sample including more than one organisation coaldehprovided insight into broader aspects
surrounding flexitime. Therefore, although valuabiedback was given to the specific
organisation used in this research, caution shbelexercised with the generalisation of the
findings to flexitime policies used or developed ather organisations. Nevertheless, it is
important to note that some of the themes that getewere already found in previous studies
and could serve as indication of some general riggli examples of which were aspects
influencing the use of flexitime (Bianchi & Milki€010; Cooke, 2005) and some individual and
organisational benefits (Cooke, 2005; Cooke et28l09; Mayberry, 2006; Michie & Williams,
2003; Morgan, 2009; White, Hill, McGovern, Mills, 8meaton, 2003).

Another limitation was that the participants usedthis study did not accurately reflect the
cultural diversity and context of South Africa, @nit was not in the objective of this study to

determine any possible differences between emplg@eeptions across employees from
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various cultural groups. Results from samples d@natmore representative in terms of cultural or

language groups in South African might yield diffiet results.

Although the researcher did receive training anacbong regarding the interview process and
techniques, the level of skill acquired by researshremains a limitation worth mentioning.
According to Terre Blanche, Durrheim and Paint®0@), explorative research requires a certain

skill level in order to extract the detail and mess from participants.

3.3 RECOMMENDATIONS

Notwithstanding these limitations, the current gthds important implications for organisations

and future research.

3.1.1 Recommendations for the organisation

Organisations wishing to successfully implementmprove on already existing policies can

learn from the information and recommendations gmesd in this research. Firstly, to support
employee use, it is recommended that organisatmmnsaware and accommodating of the
particular variations in employee use of flexitimederstanding that the use of flexitime is

unique to each individual and his/her working prefice. Those employees who feel supported
and encouraged in their use of the policy are nlitedy to make use of it, and realise its

individual and organisational benefits (Bianchi &, 2010; Cooke, 2005).

Personal choice and working preference is justafhe factors influencing — in some cases
significantly reducing — the use of flexitime agilighted in the research. Such influencing
factors likely to reduce employee use of flexitisteould be identified by the organisation and
addressed directly. Where the influence of high kwpressure and workload is evident,
organisations should address this wherever posdiplemaking feasible plans to support
employee use of flexitime, examples of which maglude redistributing or reducing allocated

workload. Where client needs and expectations edeiaing employee access to and use of
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flexitime, organisations should protect an empléayeight to make reasonable use of flexitime,
by stipulating and explaining employee use of tiex¢ to clients upfront.

The level of awareness and knowledge is cruciatawtrol for any negative perceptions and
misunderstandings surrounding the policy, espscialthere such perceptions and
misunderstandings are held by those in managemdatadership positions (Bianchi & Milkie,
2010; Cooke, 2005). In such cases, the organisationld actively encourage use of flexitime,
especially among those in more senior positions wifluence and power, whilst highlighting
the significant benefits of flexitime for both tlmployee and the organisation. Campaigns,
induction programmes and awareness days are juske sexamples of how awareness,
understanding and effectively employee use of filed can be promoted throughout the
organisation. Human resource practitioners are meeended to continuously advertise and
promote the use of flexitime to both new and emgtmployees and in doing so slowly revise
and update the organisational culture.

Internal infrastructure such as managerial and eyeg guidelines, stipulations and qualifying
criteria for the use of flexitime are critical ftihe success of such a policy. Organisations are
advised to assess employee performance and cdmdnban outputs, rather than perceived time
worked, as a means to reduce any impact of usdegitime on career development. To
discourage potential misuse of flexitime, an assted disciplinary policy and procedure for the
control and treatment of those employees misusimg benefit should be developed and
implemented where appropriate with urgency. Thesgpiirements will not only control and
manage the potential misuse of flexitime, but wio increase its perceived fairness as well as

support from management, now with more control @raployee use.

Organisations are advised to make use of varioudesmi@f communication, i.e. boards or
intranet facilities to support interaction betwesamployees and their clients and managers when
using flexitime — especially with regard to workihgurs, working locations, progress on tasks
and availability for new projects. Such a means@mhmunication is also necessary to support
and allow for further planning and scheduling @xitime in advance. Employees can notify

colleagues when they will be working out of officalternate working hours, etc. so that
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deadlines, meetings, projects, and, where necesséaynd in’ employees can be coordinated

accordingly.

3.1.2 Recommendations for future research

With the valuable information gained in this studyis recommended that research continues
with regard to the use of flexitime in South Afridaurther investigation is recommended with
regard to the use of flexitime among different ganand cultural or language groups in South
Africa (Dancaster, 2006). Such investigations co@xplore and compare the possible
differences with regard to the preference of userayrsuch groups and how they might make
use of flexitime differently, as dependent on thmrticular life situation and home situation or

their needs.

Furthermore, although a vast amount of researdisewiith regard to flexitime as a WLB policy,
(Mayberry, 2006), little is known about the implemegion and use of other WLB policies in
South African organisations (Dancaster, 2006). feusiudies could be done to explore other
WLB policies currently in use in other South Afmc@rganisations. Related to this, research
should focus specifically on the effectiveness aths WLB policies. Although valuable
information was obtained regarding the implemeatatf flexitime as one WLB policy in South
Africa, much work still needs to be done with rebty the measurement of the effectiveness of

WLB policies and specifically the effectivenesdlekitime as a WLB policy.

From the results in this study, minimum requirersemiere proposed for the effective
implementation of flexitime. Future studies coukklthis information and develop intervention

studies for organisations for the implementatiotheir flexitime policies.

A quantitative study could also be undertaken basethe findings in this study, investigating
the prevalence of the themes identified in thiglgtwithin a larger organisation, thus allowing
for a broader reflection or view of employee petmeys regarding flexitime throughout an
organisation. Quantitative studies, specificallygaling work-life balance and well-being-

related outcomes that were found in this studyrecemmended.
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WorkWell: Research Unit for People, Policy and
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INFORMED CONSENT FORM

Consent form for those willing to participate irsearch tittedWork-life balance policies: The
use of flexitime in a South African organisation.

Introduction:

The principle researcher is Caroline Downes, masttudent in Industrial Psychology at the
North-West University. The focus of the researcbnsflexitime, which is not very common in
South African organisations, nor very well reseatth

This consent form serves as an invitation to pigdie in this research. Should you have
guestions or concerns, please feel free to co@aailine Downes directly.

Purpose of the Research:

Flexitime is a relatively new concept in the SoAfrican workplace and not much research has
been done investigating employee experiences dhis research places focus on the benefits
and challenges as experienced by the employebas@odlicies may be re-evaluated and altered
if and where necessary.

Type of Research Intervention:
This research will involve your participation in arividual semi-structured interview that will
take approximately one hour.

Participant Selection:

You have been invited to take part in this reseaad to your exposure and employee access to
flexitime. This will contribute much to the undeastling and knowledge of employee use and
perceptions thereof.

Voluntary Participation:

Your participation in this research is entirely wafary. It is your choice whether or not to
participate. This choice will have no bearing ompaunt on your job or on any work-related
evaluations or reports. You may change your mirtdrland stop participating, even if you
agreed earlier.

Procedures:

You will be asked to participate in an interviewthwCaroline Downes. This interview will take
place in a comfortable room located at your officksyou prefer not to answer a particular
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guestion during the interview, you may say so amel interview will move on to the next
guestion. No one else will be present at the int@ry

The entire interview will be tape-recorded. Howevey one will be identified by name on the
tape. The tapes will be kept in a safe, off therpses. The information recorded is confidential
and no one else (except Eileen Koekemoer) will haseess to the information documented
during your interview. The tapes will be destroydr analysis of data is complete.

Risks:

In general, no personal information is sought. €hera risk that you may share some personal
or confidential information by chance, or that yoay feel uncomfortable talking about some of

the topics. However, we do not wish for this to fp&p. You do not have to answer any question,
or take part in the interview if you feel the quess are too personal or if talking about them

makes you uncomfortable.

Reimbursements:
You will not be provided any incentive to participan the research.

Confidentiality:

Information about research participants will notdtered with anyone outside of the research
team. Information collected will remain private. YAmformation about you will have a number
as opposed to a name. Only the researchers wil kmioat your number is and this will not be
shared or given to anyone.

Sharing the Results:

Nothing shared in the research will be attributegidu by name. The knowledge attained by the
research will be shared with you and your orgaiusabefore it is made available to the public.
Each participant will receive a summary of the hssand there will also be a presentation at
your organisation, which will be announced lateolldwing this, the information will be
published so that those interested may learn frenwasearch.

Right to Refuse or Withdraw:

You do not have to take part in this research @ ylo not wish to do so, and choosing to
participate will not affect your job or job-relateslaluations in any way. You may stop
participating in the interview at any time that ywish. You will also be given an opportunity at
the end of the interview to review your discussiemlarks, and you may request to modify or
remove portions of those if you do not agree with motes or if you believe that | did not

understand you correctly.

Who to Contact:
If you have any questions or queries, you may hskntnow or later. Please feel free to contact
Caroline Downes at the following e-mail addrestownes123@gmail.cam
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CERTIFICATE OF CONSENT

| have read the foregoing information, or it has ben read to me. | have had the
opportunity to ask questions about it and any quesbns | have asked have been answered
to my satisfaction.

| consent voluntarily to be a participant in this gudy.

Signature of Participant

Date

Day/ Month/ Year

For the Researcher:

| have ensured that the participant accurately undestands the information required for
informed consent. | confirm that the participant was given the opportunity to ask questions
about the research and all the questions asked weamswered correctly and to the best of
my ability.

| confirm that the individual has not been coercednto giving consent, and that the consent
has been given freely and voluntarily.

Signature of Researcher

Date
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EXTRACTION OF TRANSCRIPTION

All interviews were transcribed verbatim from trepés recorded during the interviews. The

following is an extraction from one of the tranptions of an interview conducted.

Researcher: In your organisation you are offered dwave access to a flexitime policy. Please

explain whether you make use of this policy or not

Interviewee: Yes, | do

Researcher: OK

Interviewee: Um, | mean | don’t have kids or angthiike that so | don’t use it you know |
know working differently is a very set programmeybu want to work nine to three and two
hours at home, you need to actually apply forat] don’t work in such a structured way, but |
generally come in at nine and | work until six yknow and most evenings as well so it is very
much you know and if | need to go to the doctomtlhgust go when | want and work in the
hours. You know if | have a meeting in the aftenmad twelve until two then | am not going to
come back to the office afterwards. | will work fmochome. | find it less disruptive. So in our
team it is very accepted, um it is very acceptiée, ¢veryone kind of does it. You have quite a
few people that have got kids that work say eviem diight to two thirty and have a few hours at

home or nine until three or nine until four, sorthare whole lot of different time arrangements.

Researcher: OK, so you find in your department peeape using it quite a lot

Interviewee: Ja, and | mean like sometimes thezepaople like me who work in Pretoria and
then will go like three before traffic is too mudiecause usually if we go now we are just going
to spend two hours in traffic. So | use it a latf for the kids mainly | think.

But also sometimes you just need peace and quiedtaiie office there are sometimes too many
interruptions and then you need to finish repastsich makes it difficult to concentrate. So you

work from home. It's a lot quieter and you actuast things done.
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Researcher: You get more done?

Interviewee: Because here it's one of those bexjafih you need to be in an office a lot you do
need to have that balance, but also you can’tvikek at home to get things done because you
need to be visible. I think it is very much antatle perception thing as well, so what | always
say to people is work if you need to do somethivad’s fine, but bear in mind the perception that
you may be creating. It is not like everyone isahatg you and going ‘oh that persons not here’
but if five times out of ten they come and look you to do something and you are not here, you
create the perception that you are not at work@aoneed to balance that out. So each person
needs to take responsibility, to make sure thatwibik they are allocated is done that's the most
important and that they are around and they ardad@ um if they are constantly not available
working from home people are going to get irritatddh. And the management will get irritated
or clients, whatever it is. Of course you have ¢calvailable on your cellphone, um you know at
least within an hour you must reply or call back. IShink it does work well. | think it is that

balance zone sometimes people just take it a hittleoo far.

Researcher: How do they take it too far?

Interviewee: Well | think they just sometimes s@K well | can just work those hours in later at
home’ and then you never get them online or you seme-mail and you don’t get e-mails back.
But you can see a trend like you can see when pepih’t working or the work is not getting
done. | mean that is what we are judged on andishahat we judge our junior staff on. If the
work is not getting done, then you know that theg mot working, so they can’'t say ‘Oh |
worked for six hours at home'. If the work is nbete, then there is no proof. So it needs to be
balanced and I think it needs to be managed cahstamd | think it is also a personality thing.

Researcher: Personality?

Interviewee: They are like well you know | am neally going to take responsibility. | have got

this freedom, so if someone nags me, | will dafithey don’t, I am not going to do it. So it's
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important that you kind of see that this type ofsp@ needs to be under a lot of pressure,
because if they are under pressure they work atteyf are not under pressure they kind of slack
off. So | think you have just got to look at albe aspects at once. You can'’t just say sure put in
this um policy or initiative in place and everyon#l just adhere to it and it will work brilliantly

| think you have got to constantly manage it asl.w&e have gone through patches where we
have said ‘Well you know what try and be a bit masgble in the office because we are actually
getting comments from people from other departmiemisich has happened before. There are
other departments that don’t use the policy any toene and say ‘Oh your staff are never here’.
So you know you have got to balance it as wellyulhave got to be aware that you can create
these perceptions too. Um. Especially if other gassin other departments aren’t using it, they

won't understand it you know.

Researcher: Why would they not be using it?

Interviewee: There are. | have heard of other depants that aren’t in fact. | think it is the
directors. So as much as we are sure anyone cahtbeee are certain directors that don't really

want it to be used and they probably just put @fqiressure on their staff to be in the office.

Researcher: OK. So the directors really influendee textent to which it is used?

Interviewee: Ja Ja, | definitely think so you kndwnean our main director uses it and you know
he is always supportive. He says ‘Do whatever yeadnto do as long as the work is being
done’. He doesn’t really care where you are doirfgpm you know, so the responsibility is on

us to do it. You get some directs who want to seegr everyone here at eight and leave at five,

and if they are not there then something is wrgngt's not always easy. Um.
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WORK PROTOCOL FOR CO-CODER

The data analysis includes the following:

* Field notes for each interview
» Transcriptions of each interview (original and stated transcriptions)

* Initial themes identified from transcriptions

Analysis protocol
During the coding process, the following is dongpag of the data analysis:
» To obtain an overall picture of the context, thajioly read interviews several times.
» Condense the actual text into meaningful units téseres or paragraphs) that emerge
from the responses of the participants regardieg #xperiences.
* Sort or categorise all the meaningful units intganghemes.
* From the broad themes, explore and summarise sismaller themes in order to obtain

various sub-themes.

The following steps are also used during the datdysis and coding process:

» Defining the recorded units

» Defining the coding categories

» Testing the coding on a sample of text

* Assessing the accuracy of the sample coding
* Reuvising the coding rules

* Coding of all the text
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EXAMPLE OF OBSERVATION NOTES

Interview Notes

Participant: 1A
Date: 3 November 2010
Place: Offices in Sandton, Johannesburg, South Africa

The following are observed during the course of thenterview:

Methodology: Interview conducted in a comfortable and quietrdo@om with comfortable
chairs, although the air conditioner and a vaculearer could be heard. The participant signed
the consent form and as evident from body language responses throughout the interview,
was open, friendly and relaxed. At times it waslent that the participant was aware of the tape
recorder. Eager to participate, the participant e@gaged and spoke in depth, although at times
spoke on things that were not so important. Theruew lasted for 34 minutes, but was

interrupted briefly by a tea lady.

Personal: The researcher felt anxious about the interviepeeslly since it was the first one.
The participant helped to calm the situation byhgeelaxed, and soon the researcher was able to
relax too. The researcher was stumbling over watdsst, anxious not to lead the participant’s
responses and at times felt frustrated after ngsspportunities and cues of the participant that
should have been probed more closely. The resaaathienes struggled to guide the participant

to the desired information and was frustrated wihernnterview went off the topic.
Theoretical: Themes that stood out included the impact of tHeEyon productivity, client and

managerial influence and the impact of flexitimepamnsonal time. Some specific challenges that

came out in the interview were around planning yaauhger staff using the policy incorrectly.
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ROLE OF THE INTERMEDIATOR

The role of the intermediator is to assist with tidentification of employees willing to

participate in the research and to support theareker in the coordination of the interview date,
time and location with the participant. The intechagor also assists with the explanation of the
objective of the study and the research procepattiicipants with questions or merely interested

in the research.

The inclusion criteria determined that a participstmould:

(1) have access to flexitime offered by the orgatns;

(2) be willing to participate in the research (bélimg to give written consent) after being
informed about the purpose and procedures of Seareh;

(3) be willing to be interviewed by the researcher;

(4) be prepared to have his or her interview tameirded.
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