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Abstract
Separation of work and personal life is becoming more difficult. With the advances in
technology, the use of personal devices for work, the mobility of work devices and the ability
to remotely work for many, this research poses a question. What does Flexible Working mean
to the worker and the workplace?

Legislatively, Irish workers are protected by the Organisation of Working Time Act (1997).
From the evidence in this study, however, this is often a law that is disregarded and has
questionable applicability in modern working life. The study looks at how the current worker
manages their time and contrasts the working time of this worker with the legislative
directives. It raises a question as to whether organisations are knowingly or unknowingly
disregarding the law. In addition to looking at the organisations role, the law is interrogated
for its applicability and efficacy given the fact that almost twenty years have passed since it
was passed.
1 he demands of the modern worker have led to a drive to work through lunch, check emails
soon after waking and again before going to sleep. It could be questioned, however, whether
the ability to be virtually present at work help to integrate more life activities than the
traditional day. This study shows how workers have abandoned the traditional working week
and the much touted Work-Life Balance phenomenon has been replaced by a newer age
initiative, that of Work-Life Fusion. Modern employees work wherever, whenever and
however. Has the workplace become a drop-in centre for the rare occasion that employees
visit? Or, is the workplace a more effective and efficient location where the employees there
are task focussed and not time focussed?

Gender, family status and age all have an impact on the need and uptake of flexibility. This
study looks at what that impact is. Additionally, the current age profile in Ireland is the oldest
it has ever been. The evolution of dependency is upon us. The traditional care needs of
parenthood continue to exist but have been added to with the need to care for older
dependents, fhis means that flexible working is not a life stage phase that passes, it’s more
likely a continuous cycle.
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Chapter 1: Introduction

1.1 Introduction and Background
Organisations have, for some time now, been ehanging their traditional working
arrangements, first to accommodate the needs and preferences of a highly diverse workforce,
and second with a view to receiving some benefit from a work-life balance approach
(Smeaton et al., 2014). Flexible working is when, where, what and how work is done. Given
that every activity has a consequence, this dissertation looks at the direct consequence of
flexible working on the worker and the workplace. Many public and private bodies have
undertaken studies to look at this impact and many scholars have written at length about this
topic. This study will look at the existing literature surrounding Flexible Working, provide
research and subsequent analysis in the modern environment, linking this back to the
literature.
fhere is a tendency, for some, to confuse Flexible Working with the ability to work from
home. Flexible working is to work in a way that is mutually beneficial to an organisation and
an employee and ensures that work is completed. A common misconception is that being
flexible is the trade-off of working extra time to make up for the privilege of doing a personal
task during the traditional working time. It is the ability to work at an appropriate time in an
appropriate way that allows the balance of business imperatives being met with the ability to
lead a functional life outside of work. It should neither be biased toward the employer or
employee time and should harmoniously benefit both.

Flexible Working has been identified as a strategic organisational advantage (Murphy, 2008).
It can help attract, motivate and sustain employees and the subsequent advantages to the
workplace are noted in employee retention. Conversely, it could be argued that employees
motivated by the level of flexibility could become a financial liability to an organisation and
remain motivated only by the sustainability of conditions, perceived by them, as personally
advantageous. Flexibility could be described as a two way street built on trust. Where an
employee is granted flexibility, this must be reciprocated. Similarly, if an organisation is

looking for an employee to make themselves available wholly to the organisation, this must
be rewarded with trust in the discretion of the employee on how time is managed.

Currently there are five generations co-existing in the work environment. How technology is
utilized in both spheres of work and life is shifting with the advancements in technology
(Haegar and Lingham, 2014). It has long been argued that employees need to have Work-Life
Balance and that the two concepts of Work and Life exist independently of each other
(Kossek and Lambert, 2005; Golden and Geisler, 2007). There is, however, a school of
thought that both are intertwined and there is little separation between Work and Life (Haegar
and Lingham, 2014). There is scope for research to uncover whether there are clear
boundaries between both or whether both arc linked.

Legislatively, the governing law in Ireland for working is the Organisation of Working d ime
Act (1997). I his law provides for the hours of work for employees in the Irish workforce.
I'his includes, but is not limited to, break and rest periods for workers. It does not, however,
provide any direct provision for flexible working. The legislation provides the cornerstone of
the working time so its use and applicability forms a key component of this research.
fhis dissertation looks at what the impact of flexible working is, taking information from
employees and employers to understand their perspective. Results of a survey of 156
employees show their perspective on flexible working and the impact of this. Interviews with
nine candidates including senior leaders provide an organisational perspective on flexible
working.

In looking at the published literature on the topic, there was a gap in any interpretation of the
meaning of flexibility to either the worker or the workplace. A breadth of studies have sought
to define flexibility and understand uptake but the relevance of the impact of the application
of flexibility is under-explored. Many studies have looked at the options available and the
uptake level of these but to do this in isolation can lead to a disregard of the impact. It
appears that flexibility is becoming a hygiene factor for employees, in particular newer
entrants to the employee pool. It is no longer an aspiration to obtain flexibility, it is expected.
As organisations face into a changing workforce approach to working time, they need to
manage this in addition to obeying the overarching legislative framework.
12

1.1.2 Rationale for the Research
This study aims to look at the role of flexibility in the modern workplaee. The laek of clarity
around what flexibility is prompted this study. The belief system that those who are not
present are not working, stood to be challenged. In a changing global economy, how has the
demand for more effort from employees translated into working practices and is there now a
need for more flexibility than ever before?

This dissertation will further look to understand what flexibility really is, how it is utilised
and who is using it. Flexibility would appear to be an evolving concept and this study will
aim to assess if there is reliance for any specific demographics in working society for Ilexible
options. Legislation surrounding work and flexibility is examined with a view to
understanding its applicability. Specifically in the Irish context, the governing legislation is
the Organisation of Working Time Act (1997). How does this apply to the modern day flexile
worker?

Based on the assumption that there are people in working life utilising flexible working
options, it is an aim of this research to identify what options are being used, fhis will need to
be contrasted with the options that are available. How flexibility is being used is assessed.
Does the flexible employee need to remain connected to the workplace when not present or is
flexibility based on completing tasks in a shorter time period? What does this mean for both
the employer and the employee? fechnology has a large part to play in modern working life
and the link between flexibility and technology is explored.

In order to establish the meaning of flexibility, it is necessary to establish who the audience
for flexibility is. Are every employee and every organisation customers of flexibility or is
there a subset based on circumstance? It shall be explored if gender, age and family status
have an influence to both the need and the uptake of flexible options. Similarly, research is
performed to identify which, if any, flexible options are more suitable to specific situations.

13

1.2 Aims and Objectives

This research will provide an analysis of the current working climate in relation to flexible
working. Using the experiences of employees, a detailed analysis will be presented. The
primary aims of this research are to:

Understand the current attitudes to flexible working
Identify the available options to employees
Identify how flexibility is being utilised by employees
Understand the impact for flexibility on the worker and the workplace
Analyse the impact of age, family status and gender on flexible working
Assess the legislative climate in Ireland and its applicability to the modern working

The main objective of this research is to understand what flexibility means to the modern
worker and workplace. Impact analysis to organisational goals must be contrasted with the
impact to personal life. Is there an element of Work-Life Balance in the existence of the
modern worker? The legislative framework is explored for appropriateness and efficacy.

1.3 Chapter Overview

fhis study has five chapters. Chapter 1 provides an introduction to the study setting out the
key aims and objectives. Chapter 2 analyses the existing literature in relation to the topic.
Beginning with definition of the topic, the chapter explores the legislation around flexible
working, who is using flexibility, how it is used and where it is being used. Some key studies
are introduced to demonstrate the existing viewpoints and data in relation to the topic. The
initial focus assesses the global context and then refines this into the Irish context.

Chapter 3 details the methodology used in the research and how the findings from the
primary research are linked to the literature in Chapter 2. The research philosophy of this
study is detailed and the basis for deciding on a Case Study Methodology is explained. The
secondary and primary research methods of data collection are also detailed. The processes
used to gather quantitative and qualitative data, through surveys and interviews are detailed,
14

as is the decision for using a mixed method process for this analysis and why it is perceived
to be the best approach for this study. The processes of sampling, data validity and coding in
relation to this study will be explained in Chapter 3.

Chapter 4 analyses the findings of the primary research in this study. The data that was
gathered is presented to the reader and the significance and meaning of the data is explained.
A critical, comparative analysis of the findings versus the literature is performed to
understand if the findings support the literature, add to it or in any way contradict it.

Chapter 5 identifies the major themes of the study and focussing on the key findings. Some
recommendations for industry are proposed based on the key findings. This aims to make the
learnings of the study useable and transferrable to practice. Some recommendations for
further study are proposed in this chapter to provide further research opportunities. The
limitations of this study are explored and an overall conclusion of the meaning of this paper is
provided.

1.4 Conclusion

I'liis chapter served to introduce the topic of the study and position the reasoning for its need
and proposed value. The structure of the paper was provided as a road map for how the
dissertation will be laid out.

15

Chapter 2:
Literature Review
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Chapter 2: Literature Review

2.1 Introduction

This chapter explores existing literature surrounding flexible working. A broad definition is
given coneerning what flexible working is, with supporting literature identifying who is
availing of flexible working and how those who work flexibly avail of the options. Cunent
literature around the pereeived impact of flexible working is also explored.
The first section looks at the concept of flexibility. It begins by defining what flexibility is
and offers insights into existing legislation around flexible working. Analysis is undertaken
regarding how flexibility is used by the current workforce and the various classifications of
this workforce, whether it is by age, gender, family circumstance or other differentiating
criteria, f urthermore, the types of working options available are explored and ultimately, the
impact of the concept of flexible working is addressed.

2.2 Defining Flexibility

The Chartered Institute of Professional Development (CIPD) (2014a) defines flexible
working as a type of working arrangement which gives some degree of flexibility on how
long, where, when and at what times employees work. The flexibility can be in terms of
working time, working location or the pattern of working. Dourish and Edwards (2000) note
that flexibility in the workplace is the ability to accommodate individual differences in needs,
use, style or task. Organizations are promoting flexibility as a clear benefit to both business
needs and the employee needs (Holbeche, 2001). Aehieving flexibility in the use of labour is
deemed a desired outcome of HRM models (Guest 1987; Boxall and Purcell 2011).
Anderson (2008) offers that flexible working refers to any patterns of work that differ from a
traditional nine to five, five days a week and provides an element of choice for the individual
concerned regarding how and where work is performed.
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Atkinson and Gregory (1986) introduced the concept of the ‘flexible firm’ which focussed on
the ability of organisations to be flexible in how they employed people. The flexible firm
contains a set of core workers and a set of peripheral workers. Depending on the productivity
needs of the organisation, there was flexibility to bring in additional workers. Bryson (1999)
argues that these peripheral workers are more exposed to the raw market forces meaning that
their flexible situation puts them in a precarious position.

Lake (2013) lists the three typical areas that flexibility falls into, specifically:

Flexible time options: for example flexitime, variable hours, compressed working
week, annualised hours, job share, part time work
Flexible location options: for example, home working, telecommuting, other company
sites or ‘work-hubs’: a dedicated remote working location
111.

Flexible Contract options: for example, agency staff, freelancers, contract staff

IBFX’ (2013) proposed eight categories of flexible working arrangements; Permanent parttime work. Job Sharing, Flexitime, Career Breaks/Sabbaticals, Compressed Working Week,
Telecommuting/Uome Working (5 days per week), Telecommuting/Home Working (one or
two days per week) and Personalised Hours. These categories are further explained below.

Permanent Part Time Work

Lugo (2015) categorises Permanent Part Time work as work that is contracted to work a set
number of hours per week on a part time basis. The use of this is an effort to add flexibility
for the employee and would typically not involve a nine to five working role (Lugo, 2015).
Permanent Part time employees are subject to the same legislative protection as full time
workers (Citizens Information, 2014).

Job Sharing

Job sharing is where two or more people are doing the same job on a part time basis to share
a full time position (Campbell and Cowley, 2013). Rosenberg-McKay (2015) proposes that it
is a way to allow parents to continue their careers while raising their families.
18

Flexitime

Flexi-time is the arrangement between an organization and an employee, which allows for a
flexible working hours arrangement that may involve the use of core hours, where an
employee must be present during a specific time frame (Softworks, 2010).

Career Breaks/Sahhaticals

Hadden (2013) posits that a career break is some time taken out of working life to experience
other things. This might be travel, volunteer work or raising a family. The terms Career Break
and Sabbatical are used interchangeably but the distinction for a Sabbatical is that the
duration is more fixed with a guarantee that a job position would remain open for the duration
of the leave (Hadden, 2013).

Compressed Working Week

A Compressed Working Week is the practice of completing the working week in a shorter
time I'rame than the standard Monday to Friday. It often involves practices like a four day
week or a nine day fortnight. The number of working hours remains the same, so employees
might, for example work 10 hours per day for four days to satisfy a 40 contract (Sutherland
and Canwell, 2004).

Telecommuting/Home Working (1 or 2 days per week/ 5 days per week)

Martin (1992) offers that telecommuting is where an employee works from a remote site that
is not the principal place of business of their organisations. This reduces the travel time to
work and uses technology to communicate electronically to the workplace. Home working is
one possible telecommuting option.

Personalised Hours

Personalised hours are an arrangement between an employer and an employee where the
number of hours worked or the pattern of the hours worked differs from that normally in
19

place. Employees are given the opportunity of designing their own working pattern either
permanently or for a specified period (Department of Health, Social Services and Public
Safety, 2001).

Additionally, Time in Lieu or Time Off In Lieu (TOIL) is a situation where some employers
give their employees time off instead of paying for overtime. The terms such as when it ean
be taken and how are agreed between employee and employer (GOV.UK, 2014). Rettig
(2006) notes that time can be far more valuable than money and bring rewards that money
eannot.

As noted by Taylor (2014), Gary Hopwood, general manager for Ricoh Ireland, suggests that
the Irish Government should consider implementing flexible working directives and
legislation along the lines of those seen in the UK, Australia and the US, to ensure that staff
can truly avail of the practice. The following section looks at the legislation in place around
flexible working.

2.3 Flexible Working Legislation

In the United Kingdom, any employee with over six months of continuous service can
request flexible working (GOV.UK, 2014). In Ireland, however, there is no direct flexible
working legislation. Flexible hours and flexible working arrangements are generally at the
discretion of individual employers and are not governed by specific legislation. People who
share a job are viewed as part-time workers and have all the statutory entitlements of parttime workers (Citizens Information, 2014).

Robinson (2014) identifies a growing challenge to flexible working. Specifically, the coneept
of liability and who is responsible for the care of the worker when work is completed outside
the traditional work environment. Robinson (2014) references case law in the United States
where employees have been injured in their home office in the course of work duties and
have made compensation claims against their employer. Additionally, it was considered that
there is a need to have employees signing in and out of work from home as where overtime
pay may be applicable.
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Citizens Information (2013) acknowledges that all workers are entitled to have breaks while
they are at work and rest periods between working days or nights. The Organisation of
Working Time Act (1997) sets out the statutory minimum entitlement for employees in
relation to working hours, annual leave, night work, breaks and rest periods (Citizen
Information, 2013). The definition of a rest period is any time that is not working time. The
rest periods set out in the Act are as follows:

(a) Employees are entitled to 11 consecutive hours rest in any period of 24 hours.
In addition, employees should get 24 consecutive hours rest in any period of
seven days, and this should normally follow on from one of the 11-hour rest
periods already mentioned.
(b) As an alternative, the employer can give two 24-hour rest periods in the week
that follows one in which the entitlement described in (a) above was not received.

Unless a contract provides otherwise, the 24-hour rest period referred to above should include
a Sunday (Citizens Information, 2013). faking the United Kingdom as an example where the
legislation has changed and the right to request flexible working options came into law on
June 30**’ 2014, CIPD (2015) cite that there will be future developments in relation to flexible
working arrangements. The processes lor how people are working flexibly are examined in
the next section.

2.4 Utilisation of Flexible Working

Instant messaging, video conferencing, web conferencing and other technological tools are
making the management of flexible working and flexible workers easier (Coleman, 2014).
Fynes et al. (1996) propose that social, economic and technological developments would
continue to intensify the demands for more flexible working patterns in the manufacturing
and service sectors. The concept of allowing employees some individual choice in starting
and finishing times was first introduced in Germany in 1967 (Ministry of Manpower, Labour
Relations Department, Singapore, 2001). At that time, it was a means of relieving transit and
21
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commute time problems. Shortly after, flexi-time began to gain adherents in Switzerland as a
way to attract women with family responsibilities into the workforce. Hewlett Packard is
generally credited with introducing flexi-time in the United States in 1972, after having first
tried it in a German division (Ministry of Manpower, Labour Relations Department,
Singapore, 2001).

Fitzpatrick and Fishman (2008) point to the use of Smartphones, Instant Messaging and
wireless connectivity as a means for employees to work effectively from home. It is further
added that the focus for employees changes to the task being worked rather than the hours at
a desk (Fitzpatrick and Fishman, 2008). Bercovici (2012) posits that the traditional
workaholic mentality of employees working long days in unfavourable conditions has been
replaced by the ‘always-on’ worker, who has different and possibly tougher conditions to
contend with. This ‘always-on’ employee is now eonstantly connected to the workplaee,
especially in the Information Fxonomy and can be working while in the office, in the air or
even while out on a boat fishing.

IBEC (2013) found, in studies undertaken in 2006, 2008 and 2013, that the presence of
llexible working arrangements for employees had decreased. In 2006, flexible options were
available to 81% of employees, this increased slightly to 82% in 2008 before decreasing to
71% in 2013. Furthermore, O’Flaherty (2014) referenees a Morgan McKinley study which
provides the most recent research in Ireland. Based on a survey carried out in 2014, amongst
200 of Morgan McKinley’s elients in the areas of aceounting and finance, financial services,
teehnology, engineering, scienee and office support, it was found that 71% of respondents
were working in exeess of their working week. Three quarters indicated that their work-life
balance was being impaeted and a third of employers were found to be offering work from
home alternatives (O’Flaherty, 2014). In the following section, one of the most prevalent
trends in how flexible working is being utilised is explored.

2.4.1 Bring Your Own Device (BYOD)

Cook (2012) identifies that the most recent trend in flexible working is that of Bring Your
Own Device (BYOD). Almost 75% of employees in high growth markets, for example,
22

Brazil and Russia, and 44% in developed markets already utilise their own technology at
work. I'he indications are that high growth markets are more likely to bring personal devices
to the workplace (Cook, 2012). Martin (2014) identifies organisational benefits in the cost
saving element of BYOD, and the abdication of responsibility of associated hardware and
software costs. A question is posed, however, regarding the impact on the worker and their
willingness to have their personally owned devices monitored and modified by their
employer (Martin, 2014). Morley (2011) identifies the risk of employees having company
mandated restrictions on their personal devices and the erosion of storage space with the
addition of work content.

Two thirds of respondents to a study reported an increase in employee productivity, with 80%
pointing to increased revenues with employees using their mobile devices to communicate
with other workers more frequently, from any location, at any time of the day (Twentyman,
2012). French et al. (2014) propose that while the conception of BYOD is rooted in
employees bringing their mobile devices to work, it has extended beyond this to provide job
satisfaction and mobility to employees in addition to increasing productivity. It is suggested,
however, that there are clear and obvious challenges related to security and the need for
policies and regulation of BYOD (Optimussourcing, 2014). This view is supported by
looking at the advantages and disadvantages of BYOD (Optimussourcing, 2014).
Optimussourcing (2014) proffer that where there is the advantage of the cost to the employer,
this must be contrasted against the cost to the employee who has the responsibility for
purchasing and maintaining the device. There is the wider cost of control such as information
security, where an employee is using their own device to access company information. This
view is supported by Morley (2011), who cites risk in the introduction of malware or loss of
company data through unsecured or mislaid devices. The employer is dependent on the
employee staying current with their device choice to maximise the benefits of technology.
The technical familiarity to one’s own device is tempered by the multitude of devices in use
(Optimussourcing, 2014). Lawrence-Hardy and Haidar (2014) offer that employee’s use of
social media in the workplace is increasing. Many personal devices come readily equipped
with applications for access to the most popular social media sites, such as Facebook, Twitter
and Instagram. Accordingly, employers choosing to embrace BYOD must also embrace
social media (Lawrence-Hardy and Haidar, 2014).
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Having looked at the most prevalent media for flexible working, the next section looks at the
employees who utilise these options.

2.5 Uptake of Flexible Options

Evans (2001) proposes that one of the most striking, long-term trends in the labour market
has been the increase in the proportion of parents at work, and an increase in women staying
in the workforce. It has been noted that too many firms still see allowing employees to work
flexibly as an optional extra, and that flexible working can encourage employees, particularly
women juggling professional and family responsibilities, to stay on and progress into senior
roles (Dowd, 2014). Indeed, women are more likely than men to make a request for flexible
working, as are parents compared to non-parents, and mothers compared to fathers (Smeaton
et al, 2014). According to the Irish Times (2014), new policies by Facebook and Apple
show

the

alternative

thought

process

in

offering

flexibility

to

its

workers.

Apple and Facebook will help pay for female employees to freeze their eggs, signalling a
willingness to spend on perks and benefits in a race to acquire top-flight talent. From January
2015, Apple has offered to pay both full and part-time employees up to (US) $20,000 for
procedure and storage costs for female employees to freeze their eggs (The Irish Times,
2014).

Indeed, The Guardian (2014) questions why flexible working seems to be treated as a women
only issue, defining flexible working as the ability to decide what is important to employees
and when, whether that relates to juggling an alternative career, caring for children or looking
after pets. It is further added that the ‘ fl ex i work force’ is becoming more agile with many
alternative ways of working flexibly such as flexi-time, job-sharing, remote working,
compressed hours, days in lieu, working a week on followed by a week off (The Guardian,
2014).

As well as being considered a female driven initiative, arguments exist that flexible working
arrangements are deemed more applicable to older generations and families. It is proposed,
however, that the newest generation entering the workforce are the most demanding of any
generation and see work-life balance as non-negotiable (The Guardian, 2014). Moreover, the
24

definition of family is changing; the notion of family is not what it used to be (Gillis, 2007).
Soley (1997) suggests that the ‘typical’ family of two married parents, two children, a dog
and a car is being replaced by varied family make-ups of co-habiting siblings, single parents
living with adult children, unmarried parents and previously married parents. With the
demands of an evolving family type, the consequential demands on the availability and
applicability of flexible working are changing. No longer is it the need of only a working
mother or father to have flexible options in relation to family circumstance, rather the
evolving family needs a myriad of options (Soley, 1997). Under proposed new Irish
legislation, parents will be able to split up to 12 months of state supported parental leave.
There could also be bonus paid weeks off work if they agree to split parental leave
(McSorley, 2015).

Silim and Stirling (2004) argue that there is a gender gap across Europe which is preventing
many women from entering the labour force. In the Irish context, IBEC (2013) cite that
uptake levels of flexible working were 41% male versus 59% female. Published data
indicates that the female employment rate remained steady at around 62.5 per cent between
2008 and 2013 (Eurostat 2014). Statistics show that between 2002 and 2011 there was
narrowing of the gender gap in employment as illustrated in Figure 2.1 (CSO, 2015). The
number of males in the workplace decreases, while in the same time period, the number of
females increases. I he narrowing of the gap in gender inequality in the workplace (CSO,
2015) coupled with the trend that flexibility is more female driven (Giele and Holst 2004)
helps to demonstrate that flexibility is more needed and will be more utilised (Houston and
Waumsley 2003).

Fig 2.1 Males v Females in Employment 2002-2011
Total Males and Females m Fiiiploynieiit (Thousand)
Legend
------ Males In Employment
------ Females In Employment
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Source: CSO (2015: online)
CSO data from 2013-2014 shows that the number of males in the labour force that are
employed has risen from 84,1% to 87.5% while for females this has risen from 89.0% to
90.2% (CSO, 2015). A 2008 CSO study titled ‘Working Conditions Quarterly National
Household Survey’ (2008) showed that the availability of flexible working was most
prevalent for females over males, highest for the 45-59 year old age group, as displayed in the
Figure 2.2 below. The study also showed that flexible working is more available to Irish
nationals and becomes more available to the higher edueated, with a 48% availability rate for
3^^^ level edueated employees, versus 20% availability for those with a primary school (or
below) education (CSO, 2008).

Fig 2.2 Flexible working options
% ot employees
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The study further showed that flexible working arrangements were more available to higher
paid employees (CSO, 2008). Pitt-Catsouphes and Sweet (2013) support this in their analysis
that flexible options are available to the more advantaged employees.
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Fig 2.3 Available Arrangements
% of employees
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4
9
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44
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37
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Figure 2.3 identifies the relationship between pay and the availability of flexible working
arrangements (CSO 2008). Where an employee’s income is higher, the employee is more
likely to have llexible working options provided by their employer. This is demonstrated in
Figure 2.3 where 71% of employers provide no flexible working arrangements for employees
earning less than €160 per week, while the number providing no flexible working options to
employees earning over €721 is only 5% (CSO 2008).

IBEC (2013) conducted a survey on conditions of employment. A total of 436 companies
responded to the survey. The total employed by these companies was 141,444 employees.
Figure 2.4 identifies the uptake of flexible working arrangements by gender, showing that all
but two categories (telecommuting and Flexi-time) were availed of by more females than
males. Job Sharing was the most dominated category by one gender, with 91% of females
versus 9% of males availing of this.
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Fig 2.4 Arrangements breakout
Gender breakdown for each of the selected working arrangements (where details were provided).
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The permanent part time uptake level in Ireland can be compared to the rest of Europe in the
work of Silim and Stirling (2004) and the Institute for Public Policy Research (IPPR), who
looked at seven countries across Europe and the uptake of part-time work. In the IPPR study,
it was found that the uptake of part time work was also female dominated across all countries
studied. It has been proposed that the recession in Ireland may explain the changes in how
men and women are utilising part-time working, owing to a decline in availability of full-time
employment in male dominated sectors, such as construction, and a change in the competitive
climate for more female dominated sectors of part-time and vulnerable work (Duvvury,
2015). Between 2007 and 2013, part-time employment of men has doubled, while female
part-time employment reached its peak in 2011. Additionally, for women, the rate of change
has been less than a fifth (Duvvury, 2015).

CSO (2008) state that 34% of workers in their survey had access to flexible working
arrangements. In contrast, IBEC (2013) recorded that 62% of employers state that they offer
flexible working arrangements. In the next section the impact of flexibility is explored.

2.6 The Impact of Flexibility

O’Connell and Russell (2005) highlight that those who work longer hours are more likely to
partake in home-working. This may refleet the downside of homeworking, which appears to
facilitate the intrusion of working time into family time at home. Working hours are then
negatively associated with flexible hours (O’Connell and Russell 2005). A study of two
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equally performing employees with a variation only in start time showed that managers rated
the employees who started later, lower than those who started earlier (Jaffe, 2014). One group
assessed an employee who had a work day from 7am-3pm; the other group had an employee
who worked from llam-7pm. The conclusion of the study was the that the late starting
flexible worker was seen as no different to a poor performing employee, scoring low in
performance and conscientiousness.

Kennedy (2012) posits that there is a worry that the result-only concept could morph into a
new way for employers to ensure that employees are ‘on’ all the time, even when they are
technically not working, stating that only 11% of Irish employers are actually doing
something about flexible working despite lofty pronouncements by 74% claiming they are
open to it. Only 26% of those organisations that have flexible working practices offer remote
desktop working. Smeaton et al. (2014) identify the costs associated with implementing
flexible working in the United Kingdom as amounting to £241.24 per person. It is argued,
however, that by having flexibility, there are clear benefits to the employer. Productivity
increases, absenteeism decreases, recruitment gains and employee retention show the
positivity of implementing flexible practices (Parsons 2014; Smeaton et al, 2014). Parsons
(2014) proposes that the ability to balance work and home life has been in huge demand by
workers. By providing this freedom, companies will be able to increase the quality of life for
their employees, reducing stress levels at work and achieving a higher level of job
satisfaction.

2.6.1 Advantages of Flexibility
Regus (2012), in a multi-national study, identified that staff availing of flexible working are
more energised and motivated. In addition, Regus (2012) further points to increases in
revenues and productivity where employees are availing of flexible working. A range of
advantages for employers with regard to the use of flexible working practices have been
identified by Humphreys et al. (2000: 26) specifically:

An ability to match work provisions more closely with customer/product demand
reduced fixed costs e.g. teleworking
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aiding recruitment and retention of employees
increased productivity and efficiency
improved staff morale
reduced stress and sick leave
reduced absenteeism
provision of a wider pool of potential employees

Skorstad and Ramsdal (2009) propose that there are those who understand flexible working
from a purely positive perspective acknowledging that flexibility is not exclusively for the
benefit of the organisation, it is equally beneficial to the employee. To the employee, flexible
working brings varied and challenging work, empowerment and improved employability.
Skorstad and Ramsdal (2009: 1) state that:

"'The

changing environment is in itself conducive to the emergence of new forms

of organization that are dependent on the skills and discretion of their
employees.”

Paul (2008:15) identifies some key advantages to flexible working, specifically:

•

Reduced costs to employers in terms of office space and equipment

•

Reduced absenteeism - especially in the case of working parents

•

Work-life balance for employees

Hein (2005) also points out an advantage of flexible working for family life and avoiding
traffic. Hein (2005) further recognises the positive impact on absenteeism and adds to this the
advantages of reduced turnover and a more attractive recruiting environment.

Stredwick and Ellis (2005) identify the clear business advantage to flexible working and
highlight the 24 hour economy and the flexible availability of employees to meet customer
demands. It is further proposed that this working process opens up access to new labour
markets in ways that the traditional working time would not.
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Flextime (2015:Online) point to their research of over 1000 employees and supervisors in
conjunction with City of London University to show some clear advantages of workplace
flexibility. Among their findings, they identify reduced stress and improved morale as well as
the reduction in overtime costs. It is proposed that flexibility can be listed as an employee
benefit and there is noted strength in the relationship between management and employees
where flexible options are available. While there are clear stated advantages to flexibility, this
is countered by some clear disadvantages as explored in the next section.

2.6.2 Disadvantages of Flexibility
Skorstad and Ramsdal (2009), note that there are those who argue that flexibility is a
disadvantage on the basis that it leads to more intensified work, less control and more
precarious working conditions as cited in (Sennett, 1998; Quinlan et ai, 2001; Burchell et al,
2002).

Paul (2008:18, 36) identifies some key disadvantages, specifically:

•

Difficulty Monitoring employee progress

•

May not be suitable for work that involves a significant amount of employee contact

•

Scope for miscommunication between employees

Avery and Zabel (2001) similarly point to the challenges of monitoring the employee’s
progress and also add that it may leave the organisation short of available staff Furthermore,
James (2012) identifies that working more than 40 hours per week consistently leads to
burnout, and cites the Ford Motor group as having noted that 40 hours per week was ideal.
He further references that working 20 hours additional to this gives only a small increase in
productivity and is sustainable only in the short term (three to four weeks). In contrast,
Bercovici (2012) notes that; holidays, lunch hours and other breaks boost productivity
dramatically. Pettinger, (2002) acknowledges that there are advantages to the organisation in
the short term for employees to work extended hours or even bring work home with them.
I'his short term gain, however, leads to long term loss with a risk of burnout of employees
31

and a drop in productivity as a consequence. The most common disadvantage is workplace
stress (Pettinger, 2002).

The Health and Safety Executive’s (HSE) (2015: online) definition of work related stress is:

“The adverse reaction people have to excessive pressures or other types of
demand placed on them at work.”

O’Rourke (2014:26) defines stress as:

“A reaction of the body secondary to an aggressor or stressor.”

CIPD (2014b) identify that people become stressed when they feel they don’t have the
resources they need (whether material, financial or emotional) to cope with these demands. If
people feel too much stress, for too long, mental and physical illness may develop.
Oecupational stress poses a risk to most businesses and compensation payments for stress are
inereasing. It is important to meet the challenge by dealing with excessive and long-term
causes of stress (CIPD, 2()14b). O’Rourke (2014) posits that modern workers do not work
hard physically but are confronted by psychological, emotional and social pressures at home
and at work, fechnological advances allow employees to be permanently in touch with work
via smartphones and laptops (Joyce, 2014). Joyce (2014) notes that there is a thin line
between being a hard worker and being a workaholie.

Indeed, stress at work is widely recognised as a global challenge. People working long hours
are doing so to the cost of their health and well-being (Dewe et al, 2010). A 2003 CIPD
study titled “Eiving to work?” found that 25% of people reported health issues as a result of
working long hours with 40% reporting that it had a negative impact on their domestic
relationships and most reporting that it had a negative impact on their job performance as
well (Dewe et ai, 2010).

According to Kennedy (2012), Irish workers are feeling the pressure more than workers
elsewhere. Almost three in five Irish workers experienced stress level inerease in year 20112012, compared to 43% of British workers and 48% of workers in the United States
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(Kennedy, 2012). Sixty two percent of respondents to a Regus survey said that more flexible
working arrangements would help to reduce staff stress (Kennedy, 2012). Amelda and Davis
(2011) identified the importance of exploring the impact of flexibility on stress to provide
some evidence as to whether it is a solution or a cause. Rhode (2002) proposes that excessive
workloads are a leading cause of disproportionally high rates of stress, substance abuse,
reproductive dysfunction, and mental health difficulties.

fhere is a noted link between the availability of flexibility and the reduction of stress
(Cooper, 2010). The 2005 British Social Attitude Survey states that some employees feel
under pressure (Bell and Bryson, 2005). Over a fifth of employees feel they never have
enough time to get anything done, while 23% state that they come home from work
exhausted and 18% stated that they always find their work stressful. Seeley and Hargreaves
(2003) identify the challenge of email in the working environment with workers, staying late
or working from home to clear the backlog of emails.
AXA PPP Healthcare (2014) identify, via a study, that 25% of employees work longer hours
because it is expected, or part of their organisational culture. It is further added that 10% of
employees work through their lunch break. Branham (2005) proposes that one of the signs
that an employee may be stressed or overworked is that they are working through lunch,
indicating the crossover between work and life. Calnan (2015) identifies, through a study by
Leerdammer in 2014 that those who work through lunch work 19 additional days a year.
Calnan (2015) references the data the average lunch break is 26 minutes 28 seconds,
amounting to 133 additional hours annually on the basis that employees finish no earlier as a
result of the additional working time. Furthermore, Hunt (2012) identifies the health risk of
employees sat at their desk all day, citing that this sedentary lifestyle increases the risk of
blood clots. Computers have been found to contain more than three times the levels of
bacteria-related contamination than on the average toilet seat (The Huffmgton Post UK,
2015).
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2.7 Work-Life Fusion

Haegar and Lingham (2014) identify the need to explore Work-Life Fusion as a follow on
study to their researeh acknowledging that the advancements in technology has a direct
impact on how people manage work and life. Appelo (2014) posits that work-life balance is
the recording of time worked and balancing this with time spent relaxing whereas the concept
of Work-Life Fusion harmonises the working life with the social life. Appelo (2014) cites the
example of the business trip on which a spouse attends stating that this is a seamless
combination of his working life and personal life. Hogan and Hogan (2007) refer to the same
concept, calling it Work-Life Integration. 4'he goal of work-life integration is: to have a
satisfying, healthy, and productive life that includes work, love, and play; that integrates a
range of life activities with attention to personal and interpersonal development (Hogan and
Hogan, 2007).

Haegar and Lingham (2014:10) identify a cross generational shift to the concept of WorkLife Fusion stating that their findings:

“Uncover a trend toward ‘Work-Life Fusion,’ which is salient and significant not
only to the Millennials, but also to GenXers as they transition toward this shift.”

It is proposed that the lines between work and life are blurred through technological
advancements. There are now up to five living generations active in the workplace; therefore,
employers need to be supportive of technological advancements while understanding that the
crossover exists from work into life as it does from life into work (Haegar and Lingham,
2014). Morgan (2013) proffers that employees have become email slaves adding that there
has been the development of a ‘rapid response expectation’.

Gant and Kiesler (2002) posit that there is a regression in place with regard to flexibility. The
early twentieth century worker lived in proximity to the workplace and had a great deal of
fusion or integration. The rise of technology such as motorised transport, clear policies on
restricting personal activities such as phone calls in the workplace meant a clear distinction of
the lines between personal and work life. The further technological advances, however, have
served to reintroduce the fusion of work and life and the workplace mind-set is changing
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(Gant and Kiesler (2002). In the next section, the concept of flexibility being a change is
further explored.

2.8 Change and Flexibility

The introduction of flexible, family friendly working arrangements implies change. As with
any change process, resistance is inevitable (Huczynski and Buchanan, 1991). Resistance
may come from a number of sources. Where the implementation of flexible working
arrangements is employee-driven, for example, employers may not perceive that there are
benefits in such arrangements for them. Concerns of employers in relation to such initiatives
may include increased training costs, higher direct costs (part time employees who receive
pro-rata benefits), communications difficulties, and the increased challenges presented by
managing a flexible workforce (Emmott and Hutchinson, 1998).
Research by Powell (1999) suggests that while senior management may adopt and encourage
the use of llexible working arrangements, it is often less senior managers who may resist
innovative programmes and policies. Such managers tend to focus on what they believe will
be in their short-term best interest when making decisions as to whether subordinates should
avail of such policies. First line managers are seen as one of the key groups who must buy
into changes in the nature of work arrangements (Powell, 1999). Unions and other staff
representatives may also resist the introduction of flexible working arrangements. It has been
suggested that trade unions in Ireland and the UK have been slow to respond to the changes
implied in the use of flexible working in comparison to Nordic Countries (Brewster 1998).
Roche (1994) suggests that this problem may be exacerbated by the fact that part time
workers and those in atypical employment tend to be characterised by lower levels of
unionisation than workers on full-time conventional contracts. Similarly, Fynes et al. (1996)
argue that unions may fear that demands for more flexible working will erode their
bargaining position, therefore unions are often reluctant to reconsider the standard, ‘male
oriented’ working week. Given that flexibility serves an individualistic need primarily, their
concerns may be that the collective mentality will disappear, and organisations will use this
to disband the group ethos. Finally, employees themselves may resist and fear the
introduction of flexible working arrangements (Fynes et al., 1996).
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As indicated above, those working in some forms of atypical employment may be more
exposed to issues such as job insecurity, and inequality in areas such as pay and conditions of
employment. Above all, such concerns need to be addressed constructively through a
collaborative approach (Fynes et al, 1996). CIPD (2014c) refer to a Cambridge University
study on how flexible working contracts are damaging employee health. Employer driven
arrangements such as zero hours contracts are causing anxiety, stress and depression where
employees are forced to work overtime at short notice to make a living wage. Indeed, PittCatsouphes and Sweet (2013) identify that there is ‘bad flexibility’ in professions such those
in the fast food and retail sectors because there are at the mercy of solution focussed factors
such as rosters and the flexibility that exists here is weighted heavily toward the organisation.

In a reverse to the trend toward flexibility, Goudreau (2013) points to Yahoo CEO Marissa
Meyer’s statement to Yahoo employees in 2013, requiring all employees to be present, citing
the need for collaboration to make Yahoo a great place to work. Mayer’s decision was
followed by Best Buy who also reversed their flexible working options. Pitt-Catsouphes and
Sweet (2013) speculate regarding whether the tide is truly turning against flexible working. It
is questioned whether it is possible to measure a clear Return on Investment (ROI) for the
organisation. Very few studies have linked flexible working with business-relevant metrics,
such as sales performance, cost savings, and productivity (Pitt-Catsouphes and Sweet, 2013).

2.9 Conclusion

This chapter explored the current literature surrounding the research topic. A framework was
created to explore what the topic is, how it is perceived to being utilised and the known
impact based on the studies to date. Literature was examined from a variety of viewpoints,
identifying the perceived advantages and disadvantages and referenee was made to emerging
trends and concepts such as BYOD and Work-Life Fusion. The proposals and findings of
others will form a foundation for the analysis of the findings in Chapter 4. The next chapter.
Chapter 3, discusses the methodology used in this study.
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Chapter 3:
Methodology
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Chapter 3: Methodology

3.1 Introduction
This chapter outlines the research methodology used while carrying out primary and
secondary research. For this study, the chapter explains the link between theory and research
and the other influences, which affect the choiee of research design. A Case Study research
methodology was selected and a mixed methods approach was utilised via a combination of a
survey and semi-structured interviews. A survey was used to specifically target employees
within indigenous and multinational organisations based in Ireland. Once all surveys were
completed, semi-structured interviews were completed based on the organisational impact
dimension.

3.2 Research Philosophy
This study aligns with Pragmatism. Pragmatism is based on the argument that the most
important determinant of the epistemology, ontology, and axiology you adopt is the research
question (Saunders et al, 2007:109). It could be claimed that Pragmatism is a middle position
(Greene 2007). Cameron and Price (2009:57) offer that Pragmatism is:

“Of considerable relevance to most business research.”

Pragmatic inquiry tends to use an array of conceptual lenses to look at an issue and consider
the usefulness of a concept, rather than focussing on the rightness, and the consequences, of
concepts and inquiry (Cameron and Price, 2009). For this research study, it is critical to look
at the impact of flexibility and whether flexibility is useful or not. The moral or social
validity of the concept is almost irrelevant in the analysis. Saunders et al, (2007) further state
that mixed methods, both qualitative and quantitative, are possible, and probably highly
appropriate, in one study using a pragmatist approach. This is detailed further in the next
section where the methodology of using a Case Study approach is explained.
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This study also uses aspects of Ethnological research. Ethnological research focusses on
people and how the subjects interpret their own behaviour within their own environment
(Walliman, 2011). The methodology uses Inductive Reasoning which draws on inferences of
how a person will probably act (Feeney and Heit, 2007). Inductive reasoning starts from
specific observations or sensory experience and then develops a conclusion from these
(Walliman, 2011). This study focusses on the participant’s responses and their perceived
impact of flexibility. Logical conclusions are then inferred from these responses.

3.3 Data Collection: Secondary Research

To establish a theoretical base for the study, a literature review was undertaken. A literature
review is a critical in-depth review of research already undertaken (UCD, 2014). Cameron
and Price (2009) offer that a literature review should be coherent, critical, contemporary and
conclusive. To ensure the coherency of the section, the topic was broadly introduced, defined
and the scope narrowed in a logical flow. The writings and conclusions of the literature were
critically assessed and contrasted, where possible, with opposing views.
1he literature used came from a number of sources; newspapers, business journals, research
papers of others, industry studies and books. Much of the information was accessed online
owing to the ease and convenience of this method. Given the topicality of the subject of
flexible working, it was advantageous to create online alerts to maintain awareness of
changes in trends. Library aceess was used to review the theoretical building blocks for the
topic and online options like Google Scholar provided current information.

3.4 Data Collection: Primary Research

The primary research method in this study is that of a mixed methodology. Mixed Methods
and Qualitative Research Software (2012) propose that mixed methods researeh offers the
best of both worlds: the in-depth, contextualized, and natural but more time-consuming
insights of qualitative research coupled with the more-efficient but less rich or compelling
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predictive power of quantitative research. Although a relatively new approach, mixed
methods research has been embraced by the scientific community in their practice, academic
journals, and major volumes of work (Teddlie and Tashakkori, 2009). Creswell (2003) points
to mixed methods research coming of age, and concludes that the inclusion of only
quantitative or qualitative methods falls short of the major approaches being used today in the
social and human sciences. This form of research is further explained below. Before
exploring the mixed methods approach, however, it is important to first individually assess
the methods of quantitative and qualitative research.

3.4.1 Qualitative and Quantitative Research

Qualitative research is multi-method in focus, involving an interpretive, naturalistic approach
to its subject matter. This means that qualitative researchers study things in their natural
settings, attempting to make sense of or interpret phenomena in terms of meanings people
bring to them. Qualitative research involves the studied use and collection of a variety of
empirical methods; Case Study, personal experience, introspective, life story, interview,
observational, historical, interactional and visual texts; that describe routine and problematic
moments and meanings in people’s lives (Denzin and Lincoln, 1994:2). Qualitative research
is ‘subjective’ in nature. It emphasises meanings, experiences (often verbally described) and
description. The information gathered in qualitative research can be classified under two
categories of research, namely, exploratory and attitudinal (Buckley and Naoum, 2005). In
this study, an inteipretation of the descriptive nature of the experiences of the interview
candidates is required. Personal observations of the author are used to complement the data
and this type of research is not quantifiable. The absence of quantification should not
undermine this type of research. The ability, in this study, to use open ended questions allows
for the participants to provide detailed experiences and insights into the topic.

In qualitative research, the use of theory is less clear than in quantitative design because there
is no standard terminology or rules about placement. A theory may emerge during the data
collection and analysis phase of the research or be used relatively late in the research process
as a basis for comparison with other theories. The placement of theory in qualitative research
tends to be towards the end of the study (Buckley and Naoum, 2005). Qualitative processes
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are more suited to the ehanging direetion of a study, allowing a researeher to adapt the
researeh to meet the directional change. This technique is less suited to quantitative research
where a more structured comparison is more appropriate.

Quantitative research is ‘objective’ in nature. It is defined as an inquiry into a social or
human problem, based on testing a hypothesis or a theory composed of variables, measured
with numbers, and analysed with statistical procedures, in order to determine whether the
hypothesis or the theory hold true (Creswell, 1994). Quantitative data is, therefore, not
abstract, they are hard and reliable; they are measurements of tangible, countable, sensate
features of the world (Bouma and Atkinson, 1995).

Buckley and Naoum (2005:53) note that quantitative research is selected under the following
circumstances:
1.

When it is required to find facts about a concept, a question or an attribute.

2.

When the aim is to collect factual evidence and study the relationship between these
facts in order to test a particular theory or hypothesis.

fhis study falls into the first circumstance listed above where the question looks at what the
impact of tlcxible working is on the worker and the workplace. The research looks to a
quantifiable measure of this impact.

Quantitative research uses numbers and statistical methods. It tends to be based on numerical
measurements of specific aspects of phenomena and it abstracts from particular instances to
seek general description or to test casual hypotheses. Quantitative research also seeks
measurements and analyses that are easily replicable by other researchers (Buckley and
Naoum, 2005).

Thomas (2003) offers a simplistic distinction between quantitative and qualitative methods
noting that qualitative is rooted in the kinds of characteristics while quantitative is more
focussed on the amounts. While some researchers focus on one type of research, this study
uses a mixed method approach.
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3.4.2 Mixed Method Research

Creedon (2014) notes that the process of using mixed method research provides for increased
reliability and validity of findings. The ability to triangulate results using two or more
research methods provides the researcher with confidence in the research outcomes. Many
researchers have attempted to provide definitions of 'mixed methods', with some
inconsistency between these definitions. According to Tashakkori and Teddlie (1998:17-18),
key researchers in mixed methods research have defined a mixed method study as combining:

"Qualitative and Quantitative approaches into the research methodology of a
single study or multi-phased study."

Mixed methods designs have been defined as those which include at least one quantitative
method (designed to collect numbers) and one qualitative method (designed to collect words),
where neither type is linked to a particular inquiry paradigm (Greene et ai, 1989). Similarly,
mixed methods have been defined as quantitative and qualitative data collection and analysis
within a single study, with data integrated at some stage (Creswell et al., 2004). In this latter
definition there is the additional requirement of integration between methods.

Some of the definitions above require the presence of two separate approaches to data
collection. Bryman (2006) analysed mixed method articles and found that, the integration did
not happen between the Qualitative and Quantitative sets, proving that they can, and do, exist
independently in published literature. Bryman (2007) found a myriad of reasons for the
absence of integration. In some cases, it was the methodological bias of the author towards
one position, while in others it was the timeline of the study that proved a limitation. A single
method of data collection including both qualitative and quantitative approaches has been
labelled intra-method mixing as opposed to inter-method mixing (Johnson and Turner, 2003).
When a single method is used, it is not considered to be a genuine combination of
quantitative and qualitative research because it does not reflect the strengths of the different
methods. It is proposed, however, that an emphasis on inter-method mixing is considered to
be too limiting by other researchers who are interested in mixing across the different stages of
a study and call these studies 'mixed model studies' (Tashakkori and Teddlie, 1998). The
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method used in this study is intra-method mixing which is the concurrent or sequential
mixing of two or more methods (Johnson and Turner, 2003).

3.4.3 Rationale for Using a Case Study Approach

The main research approach used is Case Study research. Case studies use multiple methods
for data collection including surveys and interviews (Cameron and Price, 2009). While this
dissertation explores multiple organisations, this proves to be a positive when using Case
Study research. One of the limitations of using Case Study research is that it becomes
difficult to generalise based on one case and it is better to have a few cases from which to
retrieve data (Wisker, 2001). Robson (2002: 178) defines Case Study research as:

“A strategy for doing research which involves investigation of a particular
contemporary phenomenon in its real life context using multiple sources of
evidence.”
1 he defining characteristic of a Case Study is a specific focus on a single case (or small set of
cases) studied in its own right (Robson, 2002). The flexible design which a Case Study
methodology facilitates research in the broadest sense and therefore provides a solid set of
empirical data for evaluation (Eisenhardt, 1989). Case studies are also extremely useful when
seeking to test a set of hypotheses. (Flyvbjerg, 2006). Multiple methods (survey and semistructured interview) of data collection are used. Johansson (2003) notes that case studies use
different methods are combined with the purpose of illuminating a case from different angles:
to triangulate by combining methodologies.

The organisations who took part in the study have demonstrated a preference for anonymity
in the dissertation. For this reason, the candidates who participated and the companies that
they represent were assigned reference codes. To position the culture and background, a
general narrative about the company is provided in Figure 3.1 below to offer context:
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Table 3.1 Participating Organisations
Code

Narrative

Organisation A

Multi-national manufacturing organisation
with a presence in Ireland

Organisation B

An Irish semi state organisation providing
utilities

Organisation C

Multi-national accommodation provider with
a presence in Ireland

Organisation D

Multi-national manufacturing organisation
with a presence in Ireland

3.4.4 Research Tools
A number of tools were used in carrying out this research:
•

Internal Web Survey Tool
o

rhe author had access to a dedicated online survey tool which is used to
deliver surveys globally.

o

rhis tool has been used extensively and provides a user friendly interface
as well as the ability to export data to Microsoft Excel and use Pivot tables
for data analysis

•

Intercall
o Teleconferencing tool for phone interviews
o Allows for recording of call

•

Microsoft Excel
o Pivot tables in Microsoft Excel were used to map out the dimensions,
questions and groups involved.
o Pivot tables were also used to analyse the results obtained from the survey.

•

Samsung Galaxy-S5
o The standard voice recorder application was used to initially record the
details of the semi-structured interview for later transcription.
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•

Kindle Fire
o Voice Recorder App for Android used as a back-up process

The primary objective for using the tools mentioned above was to gather the information
needed in a recorded structured way that provided for the further interrogation of the data. All
tools used needed to complement each other and the process of compiling the research
findings.

3.5 Sampling

A survey of 156 participants, performed anonymously of employees in industry was used to
understand how people work flexibly, how long they work and the impact of this. A
breakdown of the results can be found in Chapter 4. Of the 156 participants, the gender
breakdown was almost equal (49% Female, 51% Male), 86% of respondents were EU
employees, a further 11% were North American with 3% from Asia. Almost 80% of the
respondents were Irish workers. Quantitatively, respondents were given multiple choice
questions and in addition, comments were sought to facilitate qualitative analysis.
Additionally, semi structured surveys were used to provide qualitative data and in part some
quantitative data was taken from these interviews. A table representing this audience can be
found in Appendix 5.
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Fig 3.1 Participant Nationalities in the Sur\ ey

Source: (Author of Study 2015)
Giving consideration to the breadth of the research position and allowing for the likelihood
that all people who work will have an opinion on how they work, it was necessary to sample
a subset of this audience. The aim of the sampling was to ensure that there was a
representative spread of the key demographics including:

•

Men versus women

•

Older (over 40) versus younger (24-39) employees

•

Managers versus non-managers and in certain cases senior leaders.

Roberts (2004) posits that sampling is the process for selecting a number of individuals for a
study to ensure that they are representative of the larger group also referred to as the
population. It is the population that is of interest to the researcher and the process for
selection should be sufficiently robust to allow for generalisations.
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This sampling extended through the survey and into the interviews. For the survey, the
researcher’s network was exploited using colleagues and extending this to two other
organisations to eliminate single source bias. Non-probability sampling was chosen for this
study. The subjective judgement of the author was used to decide who would provide the
depth of analysis required. A combination of Quota Sampling and Convenience Sampling
was used. From a quota approach, it was necessary to seek a balance of the key demographics
mentioned previously. From a convenience perspective, time constraints and ease of access
meant that this was a logical and effective approach.

The scope of the audience required was professionals in full time employment. For the
purpose of the study, knowledge workers, as opposed to front line manufacturing workers
were chosen. This was done to deliberately exploit the legislation which accounted primarily
for the manufacturing worker. Had a scenario arisen where an unemployed person had
responded, they would have been excluded from the data. Surveys were submitted under
anonymity and respondents were asked to complete their responses in the workplace.

3.6 Validity and Ethics

In order to make this research valuable, the processes used provide for internal validity and
external validity. Internal validity is the extent to which the ideas about cause and effect are
supported by the study. External validity is the extent to which the findings can be
generalised to other settings. In many ways, the approaches of Pragmatism and Mixed
Methods are middle ground and the theorists reference this greatly. It can be argued,
however, that middle ground could similarly be described as best of both worlds. The
rationale for using both surveys and interviews was to use the survey first as a means of
providing insights which could be further explored in the interview process. This adds value
to the data in an intra-method mix. Both processes were used to complement each other with
the surveys providing the direction for the interview questions and the interviews addressing
the demographies in the survey.

Oliver (2010) posits that it is important to consider ethics early in the project. The basis for
the research could depend on the ethical decisions made. For the purposes of this study, it
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was decided to conduct anonymous surveys to engage the participants in a free divulgence of,
what could be perceived to be, private data. Additionally, interviews were conducted and
within the study, the names and organisations of the employees are protected by a coding
system, known only to the author and only available to supervisory staff of this study or in
accordance with any legislative need. All data was collected and retained in accordance with
the Data Protection Act (1988).

For interview candidates, consent forms were provided, a copy of which can be found in
Appendix 3. All participants were advised of the process for data collection and assurances
provided on the steps that would be taken to protect the confidentiality of each contributor.
All interviews were recorded on an audio device and fully transcribed. A copy of the audio
file and the transcribed data will be retained in separate, secure, password protected locations
beyond the study. Additionally, a document mapping the identity codes to actual participants
is held in a separate password protected location with no reference to the title of the research.
Wiles (2013) offers that anonymity is the primary researcher process for protecting the
identity of the participants.
I'he topic was explained to participants in advance of the study and each was given the
opportunity to cease participation. This level of informed consent (Oliver, 2010), sought to
reassure the participant of the ethical approach to the study and to encourage free speaking
without fear of consequence. During the interview, the questioning process was standardised
so as not to introduce researcher bias during the study.

3.7 Surveys
Groves et ah (2004: 6) define surveys as:

“A systematic method for gathering information from (a sample of) entities for
the purposes of constructing quantitative descriptors of the attributes of the larger
population of which the entities are members.”

48

Penwarden (2014) analyses the difference between a survey and a questionnaire, proposing
that while the terms are often used interchangeably, surveys and questionnaires are separate
entities. Effectively, a survey is a measure of opinions or experiences of a group of people
through the asking of questions. This is opposed to a questionnaire, which is defined as a set
of printed or written questions with a choice of answers, devised for the purposes of a survey
or statistical study. Penwarden (2014) concludes that when conducting a survey, the list of
questions used is called a questionnaire. For the purpose of this research, the approach used
will be that suggested by Penwarden. Using this definition and on the basis that the process
used in this study measures opinion and experience, the term survey will be adopted.

A survey was used to provide quantitative and qualitative data in this research. Cameron and
Price (2009) explain that surveys are a cost-effective means of gathering large amounts of
data. Surveys provide for both qualitative and quantitative analysis by using both statistical
information and open ended questions. A full record of the structured questions used can be
found in Appendix 1. Importantly, the process of using semi structured interviews means that
some questions used are not listed. All questions used can be in Appendix 4.
A number of context specific needs also influenced the choice of a web-based survey:

•

Given the geographically dispersed nature of the audience, the use of surveys
allows for each respondent to respond to the questions posed in a convenient
manner for them (Albarran et al, 2006).

•

Research shows that the use of internet-based surveys allows access to
populations who may otherwise not be accessible (Striener and Norman, 2003;
Jones, 2014).

•

On the basis that respondents would respond to the survey during their working
hours, this reduced the level of effort to be expended by respondents.

•

Survey instruments are useful when seeking to gather a large quantity of data in a
relatively short period of time (Biggs, 2010).

fhe limitations of surveys exist in the low response rates and the consequential lack of data
that is obtained (Cameron and Price, 2009). Furthermore, Cameron and Price (2009) identify
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the time eonsuming proeess of analysing open answers. For the purpose of this research, it
then proves valuable to introduce an interview process.

In this study, an objective was set to obtain at least 60 responses to the survey. To encourage
full and frank participation without fear of reprisal, participants were not asked to provide
their name. The survey was distributed within the researcher’s professional network, to
employees of indigenous and multi-national organisations. The responses from the surveys
were used to shape the direction of the interviews. This was done by identifying key themes
and trends and exploring them further. The next section explains the semi-structured
interview approach.

3.8 Semi Structured interviews
Biggs (2010) correlates structured interviews and surveys identifying the limitation in the
scope of the structure and the responses. Conversely, Biggs (2010) acknowledges the greater
freedom of an unstructured interview with the scope for more information to be drawn out
but again identifies the limitation of the researcher going off topic. For the purposes of this
research, semi structured interviews were deemed more appropriate.

A semi structured

interview is one that contains structured and unstructured sections and has both standardised
and open-ended questions (Walliman, 2011). Use of a semi-structured interview instrument
provides the flexibility to capture organisation impact in a deeper manner and also serves to
triangulate the results obtained from respondents to the survey. Methodological Triangulation
involves the use of mixed methods of data gathering process, for example interviews and
surveys as used in this research. The perspectives of different data collection techniques are
then explored (Cameron and Price, 2009).

Qualitatively, interviews provide scope for the insight into the thought process of the
contributors and allow for the development and exploration of ideas not provided for in the
surveys. In the interests of time in this study, only one round of interviews was undertaken
and these were done face to face, where possible. Due to scheduling challenges, two of the
interviews were performed via telephone, and recorded using Intercall and a back-up mobile
recording device. Interviews are an opportunity to meet the subjects of the research and gain
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context and background (Wisker, 2011). Face to face interviews offer the advantage of being
able to seeing the interviewing and react to their body language to gain more value
(Walliman, 2011). While interviews are suitable for quantitative data collection, it is their
qualitative nature that offers more value (Walliman, 2011).

There are limitations to the use of interviews, Cameron and Price (2009) propose that the
time consuming nature of the question development, access planning, travel and data
transcription could be six times greater than the interview itself Communication skills are
needed by the researcher to extract useful information from the interview and to ensure that
the main themes of the research are addressed (Cameron and Price, 2009). Holloway (2005),
similarly points to the limitations of the time consuming process and also adds the challenge
of the reliability of data as it is based on how people say they might behave and may not be a
true reflection on reality.
For the pui*pose of this study, the basis of the interview was the responses to the survey. Nine
people were selected as a representation of the key demographics in the survey. This was
done to complement the survey results and to ensure validity of the data. Consideration was
given to age, job level (manager versus non manager), gender and parental status. While
some structured questions were designed and can be viewed in Appendix 4, there was
sufficient scope to deviate from the questions and explore other avenues as appropriate. This
was done with the knowledge of the survey findings as a research base. The next section
details how the data was measured.

3.9 Measurement of Data

For the survey, nominal measurement of the data will be used. This is quite a basic process
but allows the data to be broken into categories and provides for the exclusion or inclusion of
data as required such as gender distinctions, employment status or nationality (Walliman,
2011). The nominal scale simply places people, events, perceptions into categories based on
some common trait (Garger, 2014). This approach is suitable for this study as it looks to
make logical correlations between gender, age, status and the links to the impact of flexible
working.
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A multivariate analysis of the data was undertaken. Multivariate analysis looks at the
relationship between two or more variables (Walliman, 2011). For this research, the impact of
flexibility based on nationality, age, gender and accessibility to flexible options was assessed
and regression techniques were utilised.

3.10 Coding

The process of coding and analysing qualitative data is a critical part of the dissertation
process (Foss and Waters, 2003). Gibbs (2007) proposes that coding is how the data being
analysed is defined. Typically, this involves the linking of data in a thematic manner and
applying a name to this. This name that is applied is the code. Ezzy (2002) proffers that
coding is the process of disassembling and reassembling the data.

f or this study, a thematic approach was used and the questions and responses were cross
tabulated to allow for side by side analysis of the data. The starting point for the thematic
analysis of the data was to transcribe the recorded interviews. According to Gibbs (2007) this
is the easiest way to code data. This approach ensures that all responses can be attributed to a
question. The transcripts were reviewed to ensure that any additional answers offered were
added and accounted for. Due to the nature of semi-structured interviews, some open
discussions took place and this led to responses that fell outside the scope of the structured
questions. Furthermore, not all structured questions were answered by all participants owing
to their applicability.

do develop key themes in the data, all responses that were coded in the data were further
categorised by thematic element. Where questions related to impact, for example, this was
further subdivided into organisational impact, personal impact and impact on others. This
ensured that as data was analysed, appropriate reference was given to pertinent information.
The transcribed interviews were copied into a Microsoft Excel spreadsheet and a pivot table
was used to pull together the data on an individual question basis. While the structured
element of the interview set out the key themes in a structured order, the responses from the
candidates to some questions linked more appropriately to earlier sections. The cross
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tabulation of the data provided a means of extracting common themes and developing the
research argument.

The coding used was concept driven, taken both from the existing literature available and
from the early transcripts. The qualitative element of the survey data further provided a basis
for the key themes. This was done by analysis of the comments of participants to questions.
King (1998) recommends the construction of a template, comprising of a hierarchical
arrangement of potential codes. In doing this, it must be acknowledged that this template will
be amended as new ideas and new ways of categorisation are detected in the text. In this
study, the original themes evolved in response to the data. The method of constant
comparison (Glaser and Strauss, 1967) was used to seek meaning from the interview data.
Strauss and Corbin (1990) identified some key techniques for the coding of data, such as,
analysis of words, phrases or sentences. Picking out specific text and listing possible
meanings helps to find new meaning within the data. Furthermore, the ‘flip-flop technique’
where extremes on any dimension can be explored was used which helped to develop
interdependencies within the data such as the association of gender, age and family with
relation to the need for llexibility.

3.11 Conclusion

This chapter focussed on the link between the literature and the findings. Detailing the
philosophical and methodological approaches, the chapter explained the use of pragmatism
and a Case Study approach. The chapter explained the reasons for using a survey and semi
structured interviews, in addition to providing an understanding of the audience and the
reason for their selection. With relevance to the data, the process for gathering the key themes
was explained. The next chapter. Chapter 4, introduces the findings of the study and provides
an in-depth analysis of these findings.
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Chapter 4: Findings
and Analysis
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Chapter 4: Findings and Analysis

4.1 Introduction
This chapter presents the findings of this research. The data from the surveys and interviews
is presented and analysed for meaning. A comparison is made to the content of the findings
with reference to the literature and focus and analysis is given to what themes are represented
by the findings. The chapter begins by looking at the breakdown of how employees are
working, then broken out into where this is done, the key demographics and the availability
of flexibility

4.2 How Employees are Working Flexibly
When asked if the majority of their work was office based, 83% of respondents globally said
it was. Almost one in four respondents indicated that they were using their own personal
devices for work, with one in ten using their own mobile phone for work. Given that
employees were asked to select all that applied, and as outlined in Figure 4.1, it was clear
from the responses that employees were using multiple connectivity options for work related
activities. I'here are challenges presented by employees using personal devices for work in
relation to the ‘always-on’ employee, as referenced by Bercovici (2012). If employees are
using personal devices, they are more likely to be available to work as these deviees are
usually carried on their person. In the case of mobile phones or tablet computers, there may
be crossover with personal activities. It is probable that this level of crossover inereases the
likelihood that the employee will be working outside of the regular working times. Of those
who indicate their use of personal devices for work related activities, 41% of employees
indicated that they are using these outside of work hours.

During the interview process, the typical working day was discussed. A growing trend of
employees checking emails just after they wake and before they go to sleep was discovered.
Four of the nine interview respondents noted that the first thing they do in the morning is to
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check emails. It was stated that they formed a habit of doing this. Candidate 5 noted that he
did this as preparation for the day ahead by reading emails, and to assist in understanding
what was happening in the U.S. office while he was asleep. Pettinger (2002) and James
(2012) both pointed to the risk of burnout arising from this type of behaviour, but the
interview candidates all showed positivity towards this option. All four indicated that it was
part of their routine, and were of the opinion that they could be more effective working at a
time and in a location that suited them. Effectively, this arguably infers that sections of the
workforce who utilise this level of flexibility, where they work from wake time to sleep time,
are only ever not working when they are asleep. Assuming that they are not sleeping more
than 11 hours per night, this puts these employees in direct contravention of the Organisation
of Working Time Act (1997) which states that there must be 11 hours consecutive rest
between finishing and restarting work, aside from some exceptional circumstances.

A secondary concern for organisations in the use of personal devices, identified by
Optimussourcing (2014) and Lawrence-Hardy and Haidar (2014), is a security concern.
Organisations abdicate control of devices that they do not own and any internal social media
policies become more difficult to enforce. Additionally, the crossover of work into social
time that exists for employees conversely exists for employers as employees use personal
devices in the work context. The opportunity for personal calls, personal emails and
socialised life activities during work hours is increased.

A key driver for asking about the use of personal electronic devices was to identify if the
trend towards Bring Your Own Device (BYOD) was apparent. Further research in the future
would help to understand if this was the case. Additionally, it could be observed whether
there is a trend developing that fixed location devices such as landlines and personal
computers are being replaced by mobile devices. This has a strong impact on flexibility
where fixed location devices require a worker to be present in one location versus the
mobility option where employees become always available. The topic of BYOD was further
explored in the interview process and the element of cost was introduced by the researcher. A
general observation was that more senior employees within an organisation tended to have
devices such as mobile phones provided to them where more junior employees tended to use
their own devices. Both categories appeared to have laptops provided by their organisations
and the more junior employees were more likely to use a personal device. Where employees
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did use a personal device, the costs associated with this were borne by the employee. Apart
from the purchase cost, which is logically assumed would be the responsibility of the owner,
phone charges, broadband connectivity, electricity and maintenance were all borne by the
employee. In many cases, these costs were negligible as they were parts of agreed bundles
and meant no clear charge was incurred but on occasion, in the case of mobile phones, costs
were incurred and not claimed back from the organisation. While there are clear accessibility
advantages and familiarity with personal devices allows employees to work more effectively,
there is the risk of employees paying for their own flexibility.

Fig 4.1 Use of personal or eompany owned devices
8. Do you use any of the below for work activities (tick all that apply)
135 : 27.6%
Landline (Company Owned)
11
2.2%
Landline (Personally Owned)
11.0%"
54
Mobile Phone (Company Owned)
56 ^IA%
Mobile Phone (Personally Owned)
Personal Computer (PC) (Company Owned)
73 "1a9%'
11
2.2%
Personal Computer (PC) (Personally Owned)
Tablet Computer (Company Owned)
9
1.8%
21
Tablet Computer (Personally Owned)
4.3%
98 20.0%
Laptop Computer (Company Owned)
19
3.9%
Laptop Computer (Personally Owned)
Source (Author of Study, 2015)

Fig.4.2 Use of personal devices
9, If you selected a personal device in the above question, please select
what you use it for (Tick all that apply)
78 17.3%
Check emails during work hours
74 16.4%
Check emails outside work hours
84 18.6%
Make/Receive work related calls during work hours
59 13.1%
Make/Receive work related calls outside work hours
Perform general work related tasks during work hours
65 14.4%
Perform general work related tasks outside work hours
50 11.1%
40 8.8%
Not Applicable
Source (Author of Study, 2015)
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Figures 4.1 and 4.2 indicate what devices people are using for work and, further to this, what
personal devices are being used. Notably, every respondent used some form of technology for
work which is perhaps simply reflective of the modern age organisations are in.

Of the 156 respondents, 132 used a company owned landline which serves as the traditional
communication media. It can be seen, however, that more flexible forms of media are
available. Specifically, 54 of 156 use a company owned mobile phone, 9 of 156 use a
company owned tablet computer and 98 of 156 use a company owned laptop. This
demonstrates the organisational contribution to flexibility through the provision of hardware
that can be utilised remotely and speaks somewhat to the ‘always on’ employee as discussed
earlier. Furthermore, there is clear evidence of employees using their own personal devices
for work related activities. This shows some reliance from organisations on BYOD with 56 of
156 employees using their personal mobile phone for work, 21 of 156 using their own tablet
computer and 19 of 156 using their personal laptop computer. This is potentially a growing
trend in industry as organisations look to avail of technological advances give employees the
freedom to access information as they need to in return for their flexible availability. The next
section looks at the location for work and overtime.

4.3 Where Work is Done, and Overtime
Globally, 87% of respondents to the survey stated that they were working additional hours
outside their base contract. In the Irish context, this does not vary dramatically with 90%
indicating that they work additional hours. For those who are working additional hours, more
than one in five are doing so at home while 65% of respondents indicate that they are staying
at work late and doing this work in the office. The data suggests that there are two clear
choices for work location; work from home or in the office. For the interview respondents
who travelled, they indicated that working from airports or hotels was also common. One
respondent. Candidate 1, indicated that he worked from a location other than these stating
that he worked from anywhere using his iPhone.

The primary task undertaken by employees working at home outside working hours is
catching up on emails. All nine respondents indicated that some level of working from home
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was undertaken and in all cases this work was done through email. Observationally, it can be
seen that email is the driver of work planning and execution and this supports the offering of
Morgan (2013) that employees work is dictated by email. It was noted by Candidate 9 in the
interview process, and as shown below, that a reduction of email is a possible improvement
opportunity for flexibility:

“I wish we could cut down the emailing culture. Emails beget emails and it is
impacting our productivity” (Candidate 9, Manager at Company A).

This supports the contention of Seeley and Hargreaves (2003) that employees are spending
time managing emails. Employees are being sent and copied on more emails that ever before.
It was indicated further by Candidate 9 that the culture of emails is a workplace challenge and
it has replaced workplace conversations. This presents challenges on two fronts. Firstly, the
increase of email traffic invariably leads to an increase in workload. The need to check emails
in the morning and at night is a key trend that was apparent from the interview process.
Secondly, the reduction of human interaction and human contact is one of the key reasons for
the policy changes of Marissa Mayer as noted by Goudrcau (2013). Employees within 10 feet
of each other in the workplace are emailing each other which has the consequence of
reducing conversation and team morale and also adding to the virtual communication mass
and contributing to the backlog that appears to need addressing outside the working day. The
impact of employees completing their overtime in the office is that they are not getting home
at a reasonable time which has the potential to affect their personal life. Similarly, for those
employees who are completing overtime at home, while they may be physically present,
emotionally they are still in a workplace. This may then lead to some level of work-life
conflict.

During the interviews, candidates were asked to discuss the personal impact and the
comments below from two candidates pointed to a level of work-life conflict:

“1 would say that my wife has mentioned my flexible working. On occasion, 1
have been reading emails and not engaging with her” (Candidate 1, Manager at
Company A).
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“I’m not a huge fan of working from home and I sometimes find this stressful”
(Candidate 3, Manager at Company A).

This provides evidence to support the findings of Gant and Kiesler (2002), who identified
that technology has led to the regression to the work practices of the early twentieth century
when work was located where people lived and the so called traditional workday of nine to
five had not yet been invented. Work is an ongoing part of life in the modern technological
age. Where this becomes a bigger challenge is when work has to take the secondary role to
the life of the employee. There is the potential for the breakdown of the employee-employer
relationship where one side becomes more demanding of flexibility. If the employer becomes
insistent on full commitment during the natural workday, discretionary effort on behalf may
be withdrawn by the employee. Similarly, an employee not meeting targets for the employer
may see unwillingness, for the employer, to continue with the provision of flexible options.

Fig 4.3 Location of Overtime Work

At home
Both office and home but mostly home
Both office and home but mostly office
I do not work any overtime
In the office
In the office or in the lab
Location other than home or office
Location other than home or office Its dependent on
occasion
Location other than home or office on airplanes
No Response

11%
10%
29%
6%
36%
1%'
1%
1%
1%
5%
Source (Author of Study, 2015)

Based on the data in Figure 4.3, it can be seen that almost nine in ten people are working
beyond their working week, with the majority doing so in the office. Candidates were
questioned regarding the extent of this work. It was indicated that 12% of employees are
working in excess of 10 hours per week extra on top of their contracted time. Given that the
majority of contracts indicated by respondents was 38 hours and over, it can be implied that a
proportion of this demographic and working more than 48 hours per week regularly. Taking
into account the law in the EU, the maximum working week (with the exception of the UK
60

who has opted out) is 48 hours per week maximum. The data in this study shows that 11% of
employees are in contravention of this legislation. Taking only Irish employees from the data,
the number again rises to 12%. This then presents a real risk that Irish employees and
employers are not adhering to the Organisation of Working Time Act (1997) which states that
an employee cannot work on average 48 hours per week when averaged out over three
months. This raises the question of the applicability of a law that was written in the last
century. A generational change and technological advancements put many of the work
practices observed in this study at risk of being categorised as illegal. This raises the question
as to whether the Organisation of Working Time Act (1997) has become an antiquated law
that employees and employers deem not fit for purpose. The audience for the survey was
professional workers and w'ould be classified as knowledge workers. This introduces the
possibility that the law, which is applicable to all, was designed for a specific demographic.
At the time this law was introduced, there was a growing economy with a strong basis in
manufacturing and direct labour, technology was not advanced to a great degree and
knowledge workers provided a far smaller proportion of the workforce. Four of the nine
interview candidates did not know the duration of the legal working week in Ireland. All
candidates were employed in Ireland and would be classified as knowledge workers. Two of
the candidates were of the opinion of that the legal working week in Ireland was 60 hours per
week.

“I have no idea what the average working week is. 1 would say that it is 60 hours
per week” (Candidate 1, Manager at Company A).

“I’m not aware of how long the legal working week is. I would think that it is 60
hours per week” Candidate 5, Staff at Company D).

While there is no expectation for employees to have a full understanding of the details of the
legislation, the above shows indicates the disparity between modern thinking and the existing
legislation.

The survey and interview data demonstrated that employees are often working beyond the
legal standards. When directly asked whether employees have worked more than an average
of 48 hours per week, averaged over three months any time in the last three years, 59% of
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Irish workers stated that they did. Additionally, 7% of those who said that they did work
more than 48 hours per week also said that they worked through lunch every day. Overall,
almost one in five Irish employees stated that they worked through lunch three or more times
a week with only a quarter of Irish employees taking a lunch break every day. The literature
from Berovici (2012) and Branham (2005) indicates that the practices that are apparent from
the data are leading to less productivity and increased stress. Calnan (2015) points to the level
of additional days in the year being worked by employees by not taking the assigned breaks.
Again, a question is raised with regard to the legislation around breaks. Are the level of
breaks provided for necessary or conversely are employees being exploited by needing to
reduce breaks and work harder?

Two of the nine interview respondents stated that they regularly worked through lunch and
ate at their desk if they needed to. Three of the nine interviewees indicated that while they
took a lunch, it was culturally unacceptable to take the full time entitlement so they took a
reduced lunch of 30 minutes or less.
“I take about 30 minutes for lunch and maybe take coffee but I do not take a
formal morning break” (Candidate 1, Manager at Company A).
“I work through lunch. I bring food from home and eat at my desk” (Candidate 8,
Staff at Company A).

“I usually eat lunch at my desk. I do not take a morning break; nobody in my
office takes a morning break” (Candidate 2, Manager at Company B).

Four of the nine interviewees stated that they took a full lunch entitlement. Candidate 4 added
that within their organisation, a no cutlery at the desk policy was introduced to discourage
people from eating at their desk. This appears to address a growing health concern in the
office place supporting the views of The Huffmgton Post UK (2012). Employees eating at
their desk, spilling crumbs and food as they use electronic equipment that is not routinely
cleaned and sanitised in any way, are at risk of causing bacterial infection. As well as the
personal health impact, there is a need for breaks as pointed to by Hunt (2012).
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Age and gender were factors when looking at who was most likely to work through lunch
with the age group of 35-49 consistently the highest percentage that work through lunch. Of
the 76 people, of 156, who recorded that they routinely worked through lunch, 50% of these
were aged 35-49. Lunch working tended to lean slightly toward males, with 55% of the
survey respondents who work routinely through lunch being male.

Fig 4.3 Amount of overtime worked
11. If you answered yes to the above; How many hours on average per
week would you work beyond your basic contract?
Less than 3 hours
36 ^
23.1% =
58
3-6 hours
37.2%
7-8 hours
25
16.0%
6.4^7
10-12 hours
10
More than 12 hours
8
5.1%
“
12.2%
Not Applicable
19
Source (Author of Study, 2015)

Fig 4.4 Working through lunch (Irish Employees)
No -1 always take my break
Yes - 1-2 times per week
Yes - 3-4 times per week
Yes - but not regularly
Yes - every day
No Response

25%
25%'
11%
29°^
8%
2%
Source (Author of Study, 2015)

It can be seen in Figure 4.4 that almost half (44%) of employees stated that their employer
was aware that they had worked in excess of the legislated working time, either by a clocking
in system (28%), or through being informed by the employee or a designate (16%). One
survey respondent in the study indicated that they had signed a waiver indicating that they
would work more than 48 hours per week.

“1 have signed a waiver that 1 will work over 48 hours a week” (Survey
Respondent 133, An Irish Male working in the United Kingdom).
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Many responses in the study indicated that during busy periods of the year, more overtime is
needed by the business, for example, at the end of the fiscal year. For those who worked
overtime, 64% indicated that they were not compensated in any way for this overtime. In the
interview process, this topic was explored further to identify if workers were working in
excess of 48 hours per week when averaged over three months. It was found that six of the
nine candidates who were interviewed stated that they were working in excess of 48 hours
per week typically. While this provides evidence to the case that employees are working
outside the maximum working week as stated in the Organisation of Working Time Act
(1997), it would appear, from the interview contributions below, that employees do not feel
pressured to do this and much of this work is by personal choice.

“I choose to check emails at night and on weekends. It’s not required but I do it to
keep on top of things. 1 have got into the habit of doing it” (Candidate 3, Manager
at Company A).

“With regard to me, it is not a company request. It is my choice to work this
additional time” (Candidate 5, Staff at Company D).

“I manage working additional hours by using technology. I can catch up at home
or during vacation and this would be my own choice” (Candidate 1, Manager at
Company A).

Indeed, this offers evidence from participants of this study that the legislation is practically
irrelevant. Employees are task focussed and the ‘on-demand’ nature of work is more
applicable to them. They understand what is needed and are so engaged in the process that
they appreciate that it is a choice when they work. These findings also support the findings of
Coleman (2014) that technology is, in fact, making working life easier. Furthermore, the
study seems to contradict the findings of O’Connell and Russell (2005). Specifically, when
negatively associating flexible working with working from home. It is clear that employees
perceive the ability to work flexibly as a positive.

The topic of working beyond the traditional working day was further explored in the
interviews and all nine candidates were salaried employees, who were not compensated
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directly for the overtime. Five of the nine candidates indicated that they completed much of
their overtime while not measured by any time and attendance system. In these situations the
employer, is not formally aware of any excessive working hours. This work goes unseen and
it may well be convenient for an employer not to see this work. In seeing this, the employer
may then be forced to act upon any legislative infringements. While the legislation is
questioned within this study, it is a worrying trend that employers could be knowingly
flouting legislation. Employers must assume a responsible role of care for an employee.
Candidate 5 appeared to seek this level of tracking when asked what one improvement there
could be in relation to flexible working:

“1 would like to see a process for accurately predicting or calculating hours. 1 do
not know my hours. 1 am unclear of the rules as they apply to me. I wish there
was an application or something that started a timer when I was working”
(Candidate 5, Staff at Company D).

The data indicates a distinct gender difference in the number of hours of weekly overtime
worked. Male respondents who worked more than 10 hours overtime was 19%, when taken
globally. This rose to 20% in the Irish context. In contrast, 4% of females worked more than
10 hours overtime per week, dropping to 3% in the Irish context. Females in the study did not
work more than 12 hours overtime in any country whereas 10% of males (11% in Ireland)
stated that they worked more than 12 hours overtime per week. Those stating that they were
working beyond a three monthly average of 48 hours per week were mostly male. Seventy
four percent of the male respondents stated that this was their practice while this compared to
46% of females stating that they worked beyond the 48 hour, three monthly average.

The next section looks at the demand for flexibility across the specific demographics of
gender, family status and age. The following section focusses on the key demographics of
this study in relation to flexible working.
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4.4 Gender, Family Status and Age

For the puiposes of the research, analysis of the demand for flexibility by gender, family
status and age was performed. The Guardian (2014) and The Irish Times (2014) suggest that
flexible working is a female friendly initiative. Evans (2001) and Dowd (2014) identify a
trend of flexible working being toward women and parents. The survey research somewhat
supported these viewpoints, with 16% of female respondents stating that there were no
flexible options available to them. This compares to 19% of men stated that they had no
flexible options. This was further explored in the interviews, where candidates generally
indicated that they were of the opinion that flexibility was more important to females than
males and that this, combined with parenthood, was often the reason for a need for flexible
working. Seven candidates were asked if flexibility was needed more by one gender or
another, of the seven, five stated that women needed more flexibility. Furthermore, six of the
seven indicated the need was for parents more than non-parents. No participants specified
that male, non-parents needed more flexibility. This has importance in relation to the
narrowing workplace gender gap. As more women come in to the workforce, it is logical that
the demands for workplace flexibility and the options on offer will be availed of by men.
Candidate 3, a married father of two children, indicated in his interview that this was an area
he would like to see availed of by men when stating:

“1 would like to see more men avail of part time working. Culturally it is a female
dominated area” (Candidate 3, Manager at Company A).

Gender balance in the workplace is becoming more critical than ever. The emergence from
the Industrial Age of physically demanding work into the Information Age has shifted the
gender need dynamic. The needs for workers have never been more gender balanced so
processes are being put in place to address the historic imbalance. The flexible options that
have been driven by female parents will become equally valuable to male parents into the
future as the gender imbalance in parental leave rights is addressed as noted by McSorley
(2015). In line with a societal shift, where more men are encouraged to take parental leave,
there will be a natural rebalancing of the workplace gender demographic. By removing the
taboo that flexibility is the domain of the female and of the parent, and that it is now equally
available and availed of, it will close other organisational gender imbalances. The expectation
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is that more gender equality would be seen in senior management positions. The traditionalist
mentality of the woman’s place being in the home has extended to the working mother’s
expectation to combine working life with motherhood. The subsequent lack of visibility in
the workplace combined with the presenteeism of male counterparts must be a factor in what
has materialised to the current imbalance at the senior levels of organisations. There is scope
for further study beyond this research to look at where flexible options are availed of equally,
is there any impact at a senior level of organisations?

The data in this study somewhat contradicts the CSO (2008) findings that the older age group
(45-59) had more flexible options. It was found that the largest category in this study that had
flexible options were 35-49 year olds. Of those who recorded that they had flexible options,
just under half (49.5%), were in the 35-49 year old category. ITis was supported in the
interviews, where it was identified that employees over 35 had more need for flexibility. Five
of the nine candidates were asked if flexibility was required more by younger employees, up
to the age of 34, or older employees, over the age of 35. Four out of five candidates asked,
replied that flexibility was more required by older employees, with one candidate offering no
preference, fhe data in the study had a bell curve effect with flexible options becoming more
available as employees got older but peaking at 35-49 with a drop off in availability for those
over 50. This again supports that viewpoint that the demand for flexibility comes more from
parents. Seven of the candidates were asked if flexible working was needed more by parents
or non-parents. Six of the seven stated that is was needed more by parents with one person
saying neither. Candidate 4 specifically points to her experience of this as a non-parent:

“Flexibility is given to parents, especially mothers. If 1 have to do something that
didn’t involve children, I think the company would be more reluctant to allow me
the time” (Candidate 4, Staff at Company D).

Candidate 2 further indicated that her need, as a parent, for flexibility existed and that
this cascaded to an employee under her direct supervision:

“1 have a working mother reporting to me whose flexibility needs are similar to
my own” (Candidate 2, Manager at Company B).
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This supports the theory of Smeaton et al. (2014) that parents are more likely to request
llexible options. Similarly, there was an indication from four of the seven of the candidates,
that females were more likely to need flexibility, the other three responses indicated that
neither males nor females required flexible options more. It is interesting that the indication is
that flexibility is seen as a female, parent need more than any other demographic. Despite the
confusion from The Guardian (2014) on why flexible working is treated as a female only
issue, the interviews suggest that that this is where the demand resides. Candidate 2 proposed
that not only was it seen as a female, parent driven requirement but that she, as a manager
would question a request for flexibility from a male non-parent. Candidate 9, a manager at
Company A, offered an interesting observation that in his role, he is seeing more evidence of
demand for flexibility for the care of aging dependants, such as older relatives, than for
young children which might point to a new flexibility trend as it becomes clear that people
are living longer. This supports the view of Soley (1997) that the family definition is
changing, fhe next section looks at the options available to employees for flexible working.

4.5 Availability of Flexible options
f or the purpose of the survey, the eight categories identified by IBEC (2013) were used as a
guideline for flexible options available. These categories are; Permanent part-time work. Job
Sharing, Flexitime, Career Breaks/Sabbaticals, Compressed Working Week, Telecommuting
or Home Working (five days per week), I'elecommuting or Home Working (one or two days
per week) and Personalised Hours. In their responses, respondents identified one further
category. Parental Leave, which was not included in the selection but was recorded in the
results.

A quarter of respondents indicated the absence of any of the most common flexible working
options for them, as identified by IBEC (2013). More than one in five indicated the ability to
work from home, while a third of employees can avail of time in lieu. Working from
home/telecommuting is the nexus of what people believe flexible working to be and this is
evident in the data. Pitt-Catsouphes and Sweet (2013) suggest that flexible working does not
offer a clear Return on Investment but this perspective is challenged by the data, specifically
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in the interviews where there is a suggestion that the availability of flexible options has a
direct and positive impact on employee engagement.

Almost 35% of respondents indicated that they availed of Time in Lieu. When this is cross
referenced with the 63% of respondents who say that do not get paid overtime, it arguably
demonstrates organisational flexibility in providing time as a reward. As is discussed later,
this is an interesting trend which sees organisations providing time as a reward. Sixty percent
of the respondents that recorded that they worked overtime indicated that they get no
compensation for this. This again highlights a contravention of the law in this matter and
increases the risk of burnout as discussed earlier. During the interview process, three
candidates did identify that they had received time in lieu, specifically as compensation for
time travelled. Candidate 3 noted that they had the ability to take time as needed, and
indicated that working in a trust culture allowed this. Where time is used as compensation, it
can act as a greater reward than money, fhis supports the assertions of Rettig (2006), and in
particular the assertion that time can be more appropriate and beneficial as a reward. It may
point to a growing trend in a challenging economy. If employees can feel more rewarded by
time this may increase their discretionary effort toward the organisation and create a win-win.
Traditionally, the process of industrialisation saw time compensated by money. Where time is
compensated by time as shown here, it works to the motivation of a different set of workers
who value their time. In earlier analysis, it was proposed that those more likely to need or
avail of flexible options are parents and females. In the case of parents, time becomes a
valuable commodity. Additionally, CSO (2008) data showed that the higher paid employees
were more likely to have flexibility. By combining these two pieces of data, it can be
logically inferred that the employees who have time in lieu are financially secure and that in
their hierarchy of needs, they are beyond the need for security needs.

I'rust appears as an interesting output from the interviews. Two candidates who have
flexibility or support flexibility spoke of trust in a positive way.

“My team feel trusted and are treated like adults” (Candidate 3, Manager at
Company A).
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“We have a time and attendance system but I keep no record of my employee’s
flexible working. I operate on trust” (Candidate 3, Manager at Company A).

In contrast, two candidates without, or with limited, flexibility spoke of trust as a need:

“I would like a little bit more flexibility around working from home and putting
trust in people which, I feel, needs to be given back as well” (Candidate 7, Staff
at Company B).

“1 feel I need to justify working from home and others do as well in my opinion. 1
still think there is a large level of trust in employees needed in my organisation”
(Candidate 2, Manager at Company B).

Having flexible options available to employees, whether utilised or not, can have a positive
impact on absenteeism rates, engagement and motivation. Specifically, three candidates were
asked if they felt that the availability of llexible options had an impact of employee
engagement. All three noted that it had a positive impact on engagement:
“Yes. 1 think employees are more engaged where they have flexibility”
(Candidate 9, Manager at Company A).

Conversely, it was noted by one interview candidate, that it can reduce team morale, and in
some cases, cause a level of conflict where flexibility is available to some but not to others.
Candidate 3 noted that there was a different application of the flexible options for them
versus others when stating:

“The person next to me has flexible options and 1 don’t which is difficult for me.
My child is finished school early and 1 had to take two hours holidays to mind
her. That said, 1 still had to work the night before to stay on top of things”
(Candidate 3, Staff at Company A).

The second largest flexible working category noted by survey respondents was compressed
hours. Almost 5% of the respondents indicated that they availed of compressed hours. This
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equated to 10 out of 156 respondents. Looking at the question regarding how many people
had this option available, 11 out of 156 indicated they did. This means that almost all who
have this option avail of it which may represent an opportunity for organisations. Candidate
1, in the interview process, noted that given the effort to planning and organising a work day,
it would be logical to utilise a compressed hours option, stating:

“1 would like to see a scenario of four days per week with three days off. I see a
lot of benefits to having this level of flexibility” (Candidate 1, Manager at
Company A).

Candidate 3 who has management responsibility mused that this is an option that has not
been considered previously and Candidate 9 who has director responsibility added that it
could be a valuable addition to an extensive flexibility program within their organisation,
fhis appears to combine the willingness of workers to work additional hours, as represented
by the high overtime numbers and the desire for time as a reward. Compressed hours could
benefit organisations as a longterm reward, avoiding burnout and engaging employees more.
While this would seem a logical future state, there are noted challenges with this approach.
Candidate 3 pointed to an international customer base and formed the opinion that this would
be an unworkable solution. Similarly, the study shows that employees are already generally
working beyond the working day so the direct, measurable benefit to organisations would not
be apparent.

The other categories, as noted by IBEC were either not available to respondents or they were
not availed of This would indicate that the options in the IBEC study were not deemed
valuable by organisations or the vast majority of employees. Five respondents had the option
of working from home five days per week, and all took this option. Of the 10 respondents
that had a reduced working week available, six availed of this option. Twelve respondents
reported that they had the option of Permanent Part Time Work, but only four availed of this.
Eight people had the option of Job Sharing but only two of those availed of this. Of the 16
people who had an option of a Career Break, only one of the respondents took this option. It
is interesting that the lower ranking options were availed of by almost all who had this. This
would appear to show that organisations should focus on a small subset of flexible options
and offer others on an as requested basis. This would satisfy the majority of what employees
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seek and ensure that there is clarity around the options available. There is a risk to employers
that when putting in place a wide range of flexible options that it becomes difficult and
expensive to manage. Offering a smaller subset and constantly reviewing this based on the
demand from the employees would help to ensure that the policies remained current, fresh
and effective.
There is the possibility that some respondents did not seek some of these options and were
they to seek them they would be available. The trend here is that demand is greater for a
limited number of flexible options and organisations may find that focussing on flexitime,
telecommuting and time in lieu would prove more beneficial. Putting in place guidelines but
not policies around these options would also add value. The application of flexibility cannot
be restricted by a policy. Allowing the discretion of a manager or department lead to apply
flexibility within guidelines provides for a trust based organisation and supports a mutually
beneficial approach to working arrangements.

Fig 4.5 Flexible Working options
19. Have you taken any of the below llexible working options where available
to you? (Tick all that apply)
Work from home (less than 5 days per week)
49 22.7%
Work from home (5 days per week)
5
2.3%
Reduced working week
6 ^ 2.8%
Time in lieu
75 34.7%
Compressed hours (working basic hours in less days)
10
4.6%
Permanent Part time work
4
1.9%
Job Sharing
2
0.9%
Career break
1 12.2%
1 have none of these options
54 25.0%
Other; I have not needed to avail as of yet
1
0.5%
Other; Never looked for them
1
0.5%
Other; No
1
0.5%
Other; Parental Leave
1
0.5%
Other; Parental Leave Policy
1
0.5%
Other; Work from home 5 to 6 days per year
1
0.5%
Other; Flexible in one offs
1
0.5%
Other; Time off for college
1
0.5%
Other; Very rarely
1
0.5%
Other;
1
0.5%
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When asked if the impact of flexible working was positive or negative, 87% of respondents
indicated it was positive to the employee but only 73% thought it was positive for the
workplace indicating that the respondents may see flexible working as more beneficial to the
employee. This was further explored in the interviews where the candidates indicated the
opposite generally. Four of the six candidates who were asked if there was a net winner from
flexible working options responded that it was the organisation. One respondent felt it was
win-win while one felt that it benefitted the employee more.

“The organisation benefits more. I work far beyond what I am contracted to do. I
travel the world, stay in hotels and when 1 am doing this I am still working,
reading emails, having meetings and 1 never quantify this” (Candidate 5, Staff at
Company D).

Within the survey, almost four in ten respondents indicated that their workplace was a better
place because of flexible working while 35% responded that their workplace would be better
if they had flexible working options.

Flexibility was deemed so important to 37% of the survey respondents that they noted that if
it was removed then they would consider leaving the organisation. It is important for
organisations to be aware that it is important to sustain these options to retain staff It was
further explored in the interviews and it was recorded that flexible working options proved to
be an attractive proposition for perspective employees and had a role in attracting talent.
Candidate 5 stated that:

“One of the reasons I joined this company was the flexible options available”
(Candidate 5, Staff at Company D).

I'his point was further pursued, and Candidate 5 was asked what he would do if his current
flexible options were removed:

“I could not do this role if I did not have flexibility” (Candidate 5, Staff at
Company D).
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Interestingly from a gender perspective, fewer females would consider leaving an
organisation if their current flexibility options were removed. The difference was minor (39%
females versus 41% males). Given that the difference was negligible, no solid conclusions
could be inferred from this.

Age was a factor with 84% of respondents in the age categories 26-34 and 35-49 stating their
consideration to leave if their flexible working options were removed, dhis supports the
argument that flexibility is important to those who would be at an age where family
responsibilities are at their peak. These findings strongly contradict the proposition of PittCatsouphes and Sweet (2013) that the tide is turning against flexible working. Truly, if the
tide were to turn against flexible working and the removal of flexibility as seen in Yahoo and
Best Buy were to continue, it would lead to a turnover of staff which in turn creates costs for
the organisation through recruitment, training and lost knowledge. As organisations look to
the future state of Ilexibility, focus must not be lost on the appreciation that employees have
of their current options and a change in these that was regarded as a removal of options may
trigger the employees exit.

4.6 Conclusion
This chapter provided the analysis of the primary research, interpreting the results of the
mixed method research of surveys and interviews and analysing the finding versus the
literature. The next chapter. Chapter 5, seeks further meaning from these key findings and
offers some potential opportunities based on these findings.
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Chapter 5:
Conclusion
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Chapter 5: Conclusion

5.1 Introduction
This chapter discusses the key findings of the study. Specifically, there were key findings in
relation to legislation, work-life balance versus fusion, the impact to the worker, the impact to
the workplace and the confusion around flexibility. In Chapter 4, these findings were
analysed and this analysis will be used to derive a meaning and a proposed future state for the
topic of flexible working. In addition to discussing the key findings, this chapter will also
note the limitations of the study.

5.2 Key Findings
Irish legislation, namely the Organisation of Working Time Act (1997), created in the last
century before the explosion of technology is being ignored by the modern worker according
to this study, llie law, that was written when manufacturing was a far larger industry, is still
observed by a shrinking percentage in the manufacturing and service industries. Realistically,
only those paid on an hourly basis are under the auspices of this law. This is where the law
has merit, to protect those workers who have a structured and traditional working day and are
at risk of being exposed to longer hours and insufficient rest periods.

It is apparent in this study, that there is no provision in this law for the knowledge worker or
the trans-international worker. These workers are task driven, working across many time
zones and were they to follow the legislation their roles become difficult. Specifically, the
legislation around minimum rest times is a threat to the ability of a trans-international worker
to be available across multiple time zones. A law that is designed for shift rotation and
traditional nine to five working becomes difficult to enforce when a person, based in Ireland,
can provide a business solution to both Australia and the United States in one day. The law
is unworkable to many and were the law to be observed strictly, many organisations,
primarily multinationals, would be compromised. In the modern age of globalised business,
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customers are available 24/7. Any restrictions enforced upon employers regarding their
serviee provision offers eompetitive advantage to those who can meet the demands of the
customer. The legislation needs to be reviewed in light of the modern business climate.
Amendments should include provision for those working outside of the offiee and recognise
that there are situations like global travel, teleeommuting and flexitime which have a direet
impaet on rest periods and hours worked. As said by Samuel Adams, a law is useless unless
religiously observed. Based on the findings of this study, this law is being routinely ignored.
Data in the study pointed to workers who are task focussed and not time focussed. A law that
focuses on clock watching and a clear divide between work time and down time is not
appropriate to this genre of worker.

Home life is often interrupted by the need to check in on the working world and there is a
clear lack of separation between the working life and personal life. According to the results of
this study, the concept of Work-Life balance is dead. Balance indicates a separation of the
two and this is not the case any longer. More appropriate is the newer concept of Work-Life
Fusion. A simple test of this fusion is an analysis of one’s free time. Soeial discussion is often
dominated by workplaee experiences, social networks are filled with work colleagues, down
time is spent reviewing the work interaetions or planning future work aetivities.

In the work context, life overlaps similarly; holidays are planned and booked from the office
desk using a work computer or phone. Bank visits, children’s sehool events and other
activities taking place in the traditional work time are now possible to attend. In the eourse of
the study, it was noted that, the working day now spans from wake time until sleep time. This
does not mean that employees are working 16 hours per day; rather they are fusing life and
work so effectively that there is a seamless transition from one to the other. One interview
candidate described the coneept perfeetly when stating that he was not an ‘always-on’
employee, but rather an ‘always-available’ employee. The savvy employee is one who knows
how to manage this fusion and meet the personal and business demands while being ‘alwaysavailable’. The risk to those who don’t manage the fusion is burnout and stress through being
‘always-on’. There is a subtlety in the distinction between the two but it points to a growing
mind-set in the modern worker that there is a greater need to work smart than to work hard.
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This study showed a significant instance of employees working from waking time to sleeping
time and an erosion of their down time. The traditional working week is gone for many
according to the study. The knowledge worker specifically is adhering to a new routine. This
new routine, however, may actually be an old routine under a new guise. It was found that
with the evolution of technology has brought with it a regression to an older working process.
Historically, when employees lived where they worked, there was an element of natural
Work-Life Fusion. This working practice was disturbed by a transition to motorised transport
and an evolution to what is now described as the traditional working patterns.

Breaks in the working day are often now limited to a few minutes, typically less than 30
minutes, hurriedly sustaining nutritional needs at the desk. Getting outside or away from the
desk is often not considered by the modern worker. A1 fresco has been replaced by ‘A1
De.sko’, the eating of lunch at one’s desk. This finding supported the literature and it should
be noted that there is a wealth of health risks associated with this practice. There are short
term health risks of illness to workers who are eating at their desk. Additionally, there are
longer term risks associated with long periods without exercise, both physically and
emotionally.
fhe research question in this dissertation asks what flexible working means to the worker and
the workplace. The findings of this study indicate that from a worker’s perspective, flexible
working means working through lunch, working beyond 48 hours per week, being connected
to the office by a technological anchor, being ‘always on’ or ‘always available’ for the
organisational bat signal that summons the worker to don their cape and begin fighting the
email war. Conversely, flexible working also means that parents are seeing more of their
children growing up; workers are not tied to a traditional nine to five, five day week. Workers
can be effective on their own terms and can be compensated based on their task performance
and not their presence at a desk.

In the workplace, findings indicate that flexible working means that employees are doing
more work that they are paid for, working beyond their time, making themselves available in
pursuit of task completion. Discretionary effort from employees is high and they are highly
motivated to deliver results where they feel trusted and are given the freedom of choosing
how to work, within structured boundaries. In contrast, workplaces are becoming drop in
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centres for passing eolleagues who, through their flexibility, are not physieally present and
under the direct supervisory eontrol of their organisational leaders. It was discussed how
Yahoo and Best Buy had addressed the challenge of the remote worker by bringing
everybody baek on site and restricting Home Working.

The literature indieated a strong bias toward females for flexibility and moreover, toward
parents. The primary research data supported this to some degree with slightly higher
availability of flexibility options for females. There was, however, significant data to suggest
that the demand for flexibility is growing for men. In line with new legislation being
introdueed in Ireland to support equality for parental leave, the data pointed to the demand for
the stereotypical classification of flexibility as the preserve of females to be removed. As
workplace equality grows, the logieal consequence is that the disparity of flexible working
uptake, in relation to gender will narrow.

Flexible working is often confused with the ability to work from home and the practice of
telecommuting. Many in this study took this view and it has to be noted that the reason for
the confusion is that this is seen as the most required and utilised flexible option. Other
options were noted but their uptake was limited. The largest impacting factor for the
participants was where and when work was done. Many workers are involved in the
evolution of the traditional work practices into the prevalenee of technology and they are
experiencing the conflict of meeting both demands. The expectation of being present in the
workplaee still exists for some as well as the additional demand of technological availability
outside of the working day. For some, this change in practice has been positive. Female
parents appear to be reaping the benefits of flexibility more than most and their demands for
flexibility are being met by the employer. Further to gender and family status, flexibility is in
greater demand for older employees, those above 35 are looking for flexibility and this
refleets that the need for maturity is great for flexible working. With age and seniority, there
is an understanding of what is required to fulfil the tasks and the ability to understand the
give and take nature of flexibility. Additionally, a level of organisational confidence and selfassurance is more likely to be present.
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5.3 Recommendations for Research
Further research opportunities exist after this study. Based on the key finding in relation to
the Irish legislation, the applicability of the Organisation of Working Time Act (1997) should
be researched. It has been shown, in this study, that there are gaps in the applicability of this
legislation and a deeper study across multiple employers and employment sectors should look
to understand the scale of relevance of the legislation.

Further research is needed to understand the impact of Work-Life Fusion. Longer term
research on the effects on health and family life as well as a productivity analysis would help
to understand if fusion of both work and life is a positive or negative practice. Similarly,
analysis could be undertaken to assess what the optimum conditions for effective work and
life harmonisation are.

The practice of Bring Your Own Device (BYOD) is a growing trend. It would be appropriate
to study the growth and uptake of this within organisations. Observationally, there is an
increasing reliance from employees on their own devices for work connectivity. In this study,
the number of participants utilising personal devices for work related activity was analysed.
Much of the usage appears to be complementary to the existing, employer sponsored, media.
It should be examined to what extent the traditional landlines and computers offered by
employers are being replaced by personal devices. This would have significance in
understanding if the potential threats of BYOD explored in this study will be realised.
Furthermore, such a study would help employers to assess the future state of the technology
needs. It could be understood if the focus should be on building support structures for
employee’s personal devices or whether continued capital investment in a receding form of
communication tools is appropriate.

A study on the impact of flexibility to career progression would of significance in relation to
this topic. As employees continue to avail of flexible options, is their lack of visibility in the
workplace having an impact on the prospect of promotion? A comparative analysis would
need to be undertaken to look at the career progression of employees who avail of specific
flexible options versus those that do not to understand and quantify the impact. Are those
who are availing of flexibility reducing their prospect for promotion? Furthermore, the type
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of flexibility being availed of the employee should be assessed. Does a reduced hours worker,
for example, have the same accessibility to promotion as a worker completing a standard
working week? Such a study would give an insight into organisations true attitude to
flexibility. If it is accepted that an organisation supports flexibility and that there is no
negative impact on the organisation of an employee partaking in flexibility, then a logical
inference is that the flexible worker would have equal opportunities for progression.

Part of the research in this paper looked at the influence of family status on the need for
flexibility. A wider study, looking at non-parents and parents of a similar age and career
level, would help to understand the relationship between family status and the need for and
uptake of flexibility. Similarly, it was noted in the data that a higher age demographic in
society is providing an emerging challenge in society, that of older dependant relatives and
the potential need for flexibility to offer care to this demographic would provide scope for
study.

An extension of the research findings in this study is possible and the ability to perform this
without the time restrictions of a Masters dissertation would allow more scope for research.
Additional family demographics, such as number of children and dependant relatives could
be explored. Additionally, a wider interview process to include representation of all flexible
working categories as well as representation of employees who have no flexible options
would give a more in-depth analysis of the topic. The research in this study was limited to
salaried, knowledge workers. There is scope to take the learnings from this and analyse the
applicability to other categories, for example, hourly paid employees.

5.4 Recommendations for Practice
Flexibility goes bad when it is weighted too much in one direction. If the employee is using
flexibility to create a scenario where they are absent with permission and not working toward
the goals of the organisation, there is clearly no Return on Investment (ROl) to the
organisation and the arrangement should cease. Similarly, if the flexible options create stress
or anxiety for the employee but are of great benefit to the organisation, they are limited in
their effect and could well lead to resignation. While the term flexible does not lend itself to
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formality, it is important that the arrangements are regularly reviewed for efficacy. It is also
appropriate that the options that are available are communicated to employees. Many
organisations have resisted the implementation of formal procedures in relation to flexibility.
While this is understandable owing to the paradox of formality and flexibility, the uncertainty
regarding availability and application needs to be addressed.

It is suggested that it would be appropriate to provide flexible guidelines within an
organisation and set in place the boundaries that exist. Within these there should be scope for
application as deemed appropriate to the local business and department need. Managers or
department leads should be empowered to support the flexibility of their employees but this
cannot be done in the absence of direction. Human Resources (HR) have a role to play in the
definition of what is an appropriate form of flexibility. HR should be a contact point for
support and training in relation to flexibility, offering training of managers on the local
implementation, as a consultant for queries in relation to application and to provide
governance to ensure that guidelines are being followed.

The findings in the study indicate organisational ignorance of the hours being worked by
employees. While it is convenient for employers to turn a blind eye to the late hours being
worked, there is a duty of care owed to the employee and this must be taken seriously.
Putting in place guidelines and awareness for the working hours of employees is an important
first step. In addition to this, where systems are in place that identify the working time of
employees, HR have a role to monitor and provide governance on behalf of the organisation.
Where systems are not in place, options should be assessed to put them in place. Remote or
desktop sign-in options and virtual clocking systems are available and should be utilised.

Organisationally, an assessment of the fitness for purpose of BYOD is needed. The findings
show that many employees are utilising their own devices in the workplace already and a
level of unnecessary duplication of device provision is evident. In an era of restrictive
budgets, there may be scope for organisations to reduce the provision of specific hardware in
lieu of employees own devices being used. Conversely, organisations may need to undertake
an evaluation of how company information is being accessed on non-company owned or
controlled device to understand if there is a risk. Furthermore, there is scope for BYOD
policies to be put in place.
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5.5 Limitations

There were some noted limitations in this study. A trend that developed within the study was
the impact of family status on flexibility. The survey did not account for the analysis of this
demographic which curtailed the analysis on this aspect. In hindsight, a question in relation to
the family status of the contributors would have added value. Understanding the relationship
between family status and need for flexibility was a key finding, however, this was only
explored in the interview process.

Time constraints meant that some areas of research were not developed to their fullest extent.
Specifically, the area of BYOD would have benefited from a longer term study. It was not
possible to analyse the growth of BYOD in industry as there was not sufficient time to
baseline current usage and observe the trend. Observationally, the growth of BYOD is
apparent and anecdotally, there is evidence to suggest that more personal devices are being
used in the workplace. Conclusions on how this has impacted on the growth of Work-Life
f usion could have been made had the time been available to observe a trend. Additionally,
the duration of this research spanned five months, which was necessary to satisfy the
demands of the course it was written for. This meant, however, that the time needed to
complete the study had to be used efficiently and processes like random sampling and
multiple survey points were not feasible.

fhe interview process was similarly impacted by time. While the nine candidates, who gave
so freely of their time, offered tremendous insights to their llexibility, time did not permit the
extension of this beyond nine people. Further candidates would have helped to identify
stronger trends as well as adding different perspectives. Those interviewed were all within the
researcher’s network and while effort was made to introduce differing perspectives in relation
to age, gender and family status, all those interviewed were salaried, knowledge workers.

5.6 Overall Conclusion

It appears that flexibility is similar to beauty. It is in the eye of the beholder. Those who have
it have typically sought it and those who do not often crave it. The modern world is one of
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working parents striving to meet the demands of sustaining a career and providing a caring
supportive family structure.

Legislation surrounding work time is out of date, developed by a different generation, for a
different generation. Owing to how outdated current legislation is, employers have assumed
the mantle of illegal renegades, flouting antiquated directives and allowing their fugitive
employees to regularly break the law. Some employees have taken their illegal activities
underground, covertly logging into work at home from their sofas and beds. No praise or
financial reward is sought for this covert operation; rather it is being done to stay on top of
things. Organisations are facing the need to be more competitive than ever. Employees are
the lifeblood of every organisation and their needs must be met and cared for.

Work-Life Balance is dead. A relic of a bygone era when an idealistic approach to Human
Resource Management sought to distinguish both with an imaginary switch that flicked
between the dedicated resource and the life loving human. Balance is much like compromise,
in theory it is plausible that both sides can find a middle ground but reality is different. As
with compromise, trying to balance work and life will invariably mean taking something
from one and moving it to the other. More appropriate is the concept of Work-Life Fusion, an
appreciation that there is a blend of work in life and life in work.

The modern office, when people choose to be there, has become a different place. It is the
travel agency used for booking holidays, it is the bank where money is transferred and bills
are paid, it is the weather station from where the weekend forecast is checked, it is the
newsdesk where world events are monitored and it is the restaurant where nutritional
sustenance is absorbed while work continues. Increasing numbers of employees are spending
their time working through lunch, forsaking exercise and proper eating habits to cram more
work into the day.

The modern home has become an extension of the workplace. The reaches of the office
extend to the bedroom of the worker. The early morning nudge of an email check is followed
by a morning shower, mentally rehearsing the plan for the day ahead. In the evening, the
dinner table is often consumed by a review of the day’s events before a moment on the sofa
with the technological spouse of email. Often, a final weary eyed glimpse of the working
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world is enjoyed before drifting off, in the knowledge that in only a few short hours, the cycle
can begin again.

fhe modern worker is one who knows what they want. Where they feel trusted they will give
everything to the task. Often, they will choose to prioritise a work task over a personal event.
This is done because of trust. They trust the employer and know that in addition to the
appreciation of the task completion, flexibility will be afforded to them. Organisations who
have built a flexible relationship with employees often reap greater benefits through
performance and engagement. An employee who is willing to demonstrate their flexibility to
an organisation should be rewarded with the same Ilexibility. This flexible relationship is like
any relationship. It needs trust, honesty and nurturing and if can be mean that workers and
their workplaces can succeed together.
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Appendices
Appendix 1 Survey/Questionnaire
1.

1

What is your age range?

2.

2

What is your gender?

r

3.

3

Please indicate your citizenship.

r ^ \To

4.

4

Where is the Headquarters of your organisation located?

r <t

po

5.

5

What type of contract do you have?

r ^ po

6.

6

Which of the below best describes your role?

r

^ p°

7.

7

Is the majority of your work office based?

r

^ p°
^ ps

8.

8

Do you use any of the following for work related activities? (tick all that apply)

9.

9

r

r

^p5

r
r

10. 10

^ p’

11. 11

If you select a personal device in the above question, please select what you use it for
(Tick all that apply)
Do you work additional hours outside your basic working day (overtime)
If you answered yes to the above; How many hours on average per week would you
work beyond your basic contract?

r

12. 12

Where do complete your overtime?

r

13. 13

Are you compensated for overtime?

14. 14

Do you work through your lunch break?

r

^ p^

r

15. 15

r

p

16. 16

r

^ p

17. 17

r

18. 18

r

:^P

19. 19

r

^P

20. 20
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Averaged over a 3 month period, have you ever worked more than 48 hours per week in
the last 3 years?
If you answered Yes to the previous question; was your employer aware or made aware
of the hours worked?
Do you have a time and attendance (clocking) system?
Are any of the below flexible working options available to you? (Tick all that apply). Note
an option may be available to you but you may not have availed of it.
Have you taken any of the below flexible working options available to you? (Tick all that
apply).
How do you believe the flexible options in the previous question impact on the

employee that can avail of them?
21. 21

r

^ [~22 22. 22

How do you believe the flexible options in the previous question impact on the
workplace that support them?
Do you think that your employer provides and supports enough flexible working
arrangements?

I 23 23. 23

Are there additional flexible arrangements that you think your employer could provide?

j

Please select the most appropriate comment to describe your workplace

24 24. 24
25. 25
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How important to you is flexibility in the workplace?

Appendix 2: Survey F^AampIe
Please complete all questions in the survey. Where a question is not applicable, a suitable option will be available
to

indicate this. This

survey is confidential.

No

personal

required

denotes

General Information

‘1. What is your age range?

i

3

*2. What is your gender?

3
*3.

Please indicate your citizenship.

3
Other (please indicate);

*4. Where is the Headquarters of your organisation located?

I

3

other (please indicate):

‘5. What type of contract do you have?

3
99

identification

details will

be

requested.

response

other (please indicate):

*6. Which of the below best describes your role?

3
Other (please indicate):

Working Time

*7. Is the majority of your work office based?

“3

‘8.

Do you use any of the following for work related activities? (tick all that apply)

r
r
r
r
r
r
r
r
r
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Landline (Company Owned)
Landline (Personally Owned)
Mobile phone (Company Owned)
Mobile phone (Personally Owned)
Personal Computer (PC) (Company Owned)
Personal Computer (PC) (Personally Owned)
Tablet Computer (Company Owned)
Tablet Computer (Personally Owned)
Laptop Computer (Company Owned)

r
r

Laptop Computer (Personally Owned)
Other (please indicate):

*9. If you select a personal device in the above question, please select what you use it for (Tick all that
apply)

r

Check emails during work hours

r

Check emails outside work hours

r

Make/Receive work related calls during work hours

r

Make/Receive work related calls outside work hours

r

Perform general work related tasks during work hours

r

Perform general work related tasks outside work hours

r

Not Applicable

r

Other (please indicate);

'10. Do you work additional hours outside your basic working day (overtime)

101

'11. If you answered yes to the above; How many hours on average per week would you work beyond
your basic contract?

*12. Where do complete your overtime?

3
Other (please indicate):

'13. Are you compensated for overtime?

3
Other (please indicate):

'14. Do you work through your lunch break?

3
other (please indicate):
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*15. Averaged over a 3 month period, have you ever worked more than 48 hours per week in the last 3
years?

3

16. If you answered Yes to the previous question; was your employer aware or made aware of the hours
worked?

■3
Other (please indicate):

‘17. Do you have a time and attendance (clocking) system?

3
‘18. Are any of the below flexible working options available to you? (Tick all that apply). Note an option
may be available to you but you may not have availed of it.

r
r
r
r
r
r
r
r
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Work from home (less than 5 days per week)
Work from home (5 days per week)
Reduced working week
Time in lieu
Compressed hours (working basic hours in less days)
Permanent Part time work
Job Sharing
Career break

r
r

I have none of these options
Other (please indicate):

'19. Have you taken any of the below flexible working options available to you? (Tick all that apply).

r

Work from home (less than 5 days per week)

r

Work from home (5 days per week)

r

Reduced working week

r

Time in lieu

r

Compressed hours (working basic hours in less days)

r

Permanent Part time work

r

Job Sharing

r

Career break

r

I have none of these options

r

Other (please indicate); I

'20. How do you believe the flexible options in the previous question impact on the employee that can
avail of them?

3]
Other (please indicate):
Comments;
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*21.

How do you believe the flexible options in the previous question impact on the workplace that
support them?

3
other (please indicate):

"22.

Do you think that your employer provides and supports enough flexible working arrangements?

3

*23. Are there additional flexible arrangements that you think your employer could provide?

I

"24.

Please select the most appropriate comment to describe your workplace

3
Other (please indicate):
Comments:
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*25. How important to you is flexibility in the workplace?
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Appendix 3: Consent Form

Purpose of Study: Dissertation Research

Please complete this form once you have listened to an explanation about the
research.
Project Title: Flexible Working: What does it mean to the worker and the workplace?

Researcher: Paul Kent

Thank you for your interest in taking part in this research. Before you agree to take part,
the person organising the research must explain the project to you.

If you have any questions arising from the explanation already given to you, please ask the
researcher before you to decide whether to join in. You will he given a copy of this
Consent Form to keep and refer to at any time.

•

1 understand that my participation will be recorded. 1 consent to use of this material
as part of the project.

•

1 understand that the information 1 have submitted will he published as a report and
1 will be sent a copy. Confidentiality and anonymity will be maintained and it will
not be possible to identify me from any publications.

•

1 agree that the author may need to provide my name and details to an external
supervisor for the purposes of verification of authenticity. This will be done in a
way that does not connect me to the answers provided.

Participant’s Statement

I agree that:

•

1 have read the notes written above and understand what the study involves.

•

I understand that if I decide at any time that I no longer wish to take part in this
project, I can notify the researchers involved and withdraw immediately.

•
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I consent to the processing of my personal information for the purposes of this

research study.
o The researcher (Paul Kent) is required to retain the name and details of all
participants and provide these to the research supervisor and external
examiner if requested to validate authenticity of work,
o Personal information will not be displayed in any publication of the
dissertation or associated material.
I understand that such information will be treated as strictly confidential and
handled in accordance with the provisions of the Data Protection Act 1988.
I agree that the research project named above has been explained to me to my
satisfaction and 1 agree to take part in this study.

Signature:
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Date:

Appendix 4: Semi-structured Interview questions

Personal Details
Q1. What is your name?
Q2. What is your role?
Q3.What age are you?
Q4. What is your family status?
Flexible Options
Q5. What is flexible working?
Q6. Do you currently have any flexible work options?
Q7. How do you utilise these options (if appropriate)
Q8. What does having flexibility mean to you?
Working overtime
Q9. Including everything (checking emails out of hours, phone calls) how many hours per
week do you work on average?
QIO. If you work outside the office, where do you typically work?
Q11. I'alk me through a typical day
Q12. Are their certain periods during the month / year when you are required to be more
fiexible?
Personal Impact
Q13. Has working flexibly ever had any adverse effect on your personal life?
Q14. Has working flexibly ever had any positive impact on your personal life?
Flexibility in relation to others
Q15. Do you have any direct reports?
Q16. If so, what is your understanding of their flexibility needs?
Q17. Do you support their fiexible working?
Q18. Does your organisation support flexible working formally or is it an informal
arrangement?
Q19. Do you monitor the flexible working arrangements of your employees in any way (if
appropriate)?
Q20. Does your manager monitor you flexible working?
Impact of Flexibility
Q21 Do you think that the flexibility given is appreciated?
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Q22. Overall, what is your impression of flexible working?
Q23. How does flexible working impact your team?
Q24. In your opinion, what is the impact of flexible working on your organisation?
Q25. By allowing your employee(s) some flexible arrangements what has been the impact on
your team goals?
Closing
Q26. Are you aware of the laws in Ireland with regard to working time - namely the
Organisation of Working d ime Act (1997) - What do you believe to be the maximum legal
working week?
Q27. If you could change one thing about flexible working or working options what would it
be?

10

Appendix 5: Survey and Interview Sample

Interview
Candidates

Response Rate
Analysis

Survey Candidates

156

Gender
Male
Female

Male
51%
49%

Employee Location

4
i,--

Management Status
People Manager

^ .
5
4

86%

Non-Manager

North America

11%

Age

3%

5

Female

EU

Asia

9

Gender

Over 35

8
L

Under 34
Marital Status
Married

7

Single

2

Family Status

11

Children

6

No Children

3

