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1.3.1 Imagery of Demand and Supply 



1.3.2 Integrated Framework of Factors Influencing Overtime 



1.3.3 Discovery of New Factor Influencing Overtime Work 





1.5.1 Definition of Part-Time Work Arrangement 



1.5.2 Reasons for Working Overtime in a Part-Time Work Arrangement
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1.5.3 Uncommitted Time and Overtime – A Preview 



1.5.4 Responses to Manage Overtime Work 





1.5.5 Impact on Employee Outcomes 











Figure 1: Steps Taken to Conduct Study 1 

2.2.1 Define Open Research Questions 







2.2.2 Theoretical Sampling 



Table 1: Different Attributes in Interview Candidates 



Table 2:Role of Interviewees in Study

Table 3: Demographic Variables of All Interviewees 

Table 4: Employment Variables of All Interviewees 



*1 interviewee was in multiple industries and functions 

Table 5: Part-Time Work Arrangement (Part-Time Interviewees Only)





2.2.3 Coding and Comparative Analysis 



Table 6: Sample Coding

Outreach and communications officer on 
how the co-workers manage in her absence 

Management consultant on how he tries 
to protect his non-work time

-    Consulting project manager responding 
to a question on if she consistently incurs 
overtime

HR manager commenting about the 
overtime situation for client fronting roles



2.2.4 Reflections and Memo Writing 

Table 7: Sample Interview Memo 



2.2.5 Theory Development 



Figure 2: Simple Model of Queuing System (Jensen, 2004) 



Figure 3: Initial Mapping of Queuing Theory to Part-Time Work 

Figure 4: Overtime work is a result of work exceeding capacity and the individual's 
response to incur overtime 



Figure 5: Part-time employee's decision to let work remain in queue or join the 
non-work commitment queue 

Figure 6: Factors Driving a Build-Up of Work 





Figure 7: Factors Influencing Part-Time Employees to Incur Overtime 

Figure 8: Conceptual Model Combining Build-Up of Work and Likelihood of 
Incurring Overtime 



Figure 9: Final Conceptual Model which Includes Individual Differences 



2.3.1 Factors Driving Build-Up of Work 

Figure 10: Specific Reasons for Build-Up of Work Beyond Contracted Capacity 



- Lecturer in a higher learning institute 



Executive Director in HR on why her previous full-time role of HR 

business partner is not suitable for a part-time arrangement 



-Senior manager in consulting on jobs which are unlikely to incur overtime, 

but may have less flexibility as they are time and location bound 

- Executive Director in HR on breaking down her work to ensure 

completion by the end of the three-month period 



- Business consultant on how he tried to protect his non-work time 



- Communications and outreach officer on why she did not need to work 

overtime

- Recruitment consultant on how she managed her workload 



- HR manager on how a part-time employee can manage overtime 

- Business Unit Leader’s response on why part-time consulting employees 

consistently worked overtime 



- HR Manager’s response on whether she has heard feedback of part-time 

employee working overtime 

- Communications and outreach officer’s response when asked why she 

did not need to work overtime 



- Consulting and banking executive’s response when asked if she felt that 

her “time protection” mechanisms were helpful in managing her overtime   

Figure 11: Factors Influencing Individual’s Response to Work Overtime



- Recruitment consultant’s response to whether she was incurring overtime 

after the contracted working hours



Executive Director of HR’s response to the question of whether she 

considered seeking another full-time job which was less hectic

- Consulting and finance executive’s response to question on how she 

would advise other part-time employees to use the time management 

techniques she used to manage their overtime



- HR Manager of consulting firm on what personality suited part-time work 

arrangement

- Senior manager in business consulting on why she deliberately kept non-

work time free



- Consulting and finance executive on why she accepted that she would 

need to work more than just the contracted hours 

- Executive Director in HR on working more overtime during the first year 

of the part-time arrangement, but subsequently adjusted for a more 

sustainable arrangement 



- HR manager on when would part-time arrangement work for an 

individual

- Consulting and finance executive on how she prioritised her non-work 

time during one part-time stint



- Executive Director in HR on prioritising of work to be done on an urgent 

basis

- Senior manager in business consulting on the possible reasons why she 

was working a lot of overtime

2.3.3 Levers to Manage Overtime 



- Senior manager in business consulting on how she adjusted over time





H1: The more the part-time employees plan their non-work time, the lower 

the amount of overtime incurred 

 H2: The more the part-time employees plan their non-work time, the lesser 

the amount of uncommitted time they will have 

 H3: The level of uncommitted time mediates the negative relationship 

between structured planning and overtime incurred 

Figure 12: Conceptual model depicting relationship between structured planning, 
uncommitted time and overtime 



- Consulting and finance executive on how she organised work hours 

around her children’s school schedule so that there is a hard stop to her 

work day 

- Recruitment consultant on how to work smart to achieve her targets





- Senior manager in business consulting on how her husband planned for 

activities that required him to be physically engaged to prevent himself 

from working during that period of time 

- Senior manager in business consulting on what personality traits or 

contextual influence would drive someone to use the structured planning 

technique to manage overtime 



2.4.1 Impact on Employee Satisfaction   

- Consulting and finance executive on whether she felt dissatisfied about 

working overtime



- Executive Director in HR on accepting a certain level of overtime

- Senior legal professional on comparing the amount of overtime she spends 

with that of her full-time colleagues

- Senior manager in IT consulting on whether she claimed time-off if she 

worked on her off-days 



- IT project manager on how frequently he was contacted by vendors during 

non-work hours

2.4.2 Perception on Career Progression 



2.4.3 Proactive Management to Sustain Part-Time Arrangement

- Executive Director of HR on wanting to share with others how part-time 

arrangement has worked for her



- Lecturer on whether she anticipated that she would have to work overtime 

when she first embarked on the part-time arrangement

2.5.1 Theoretical and Practical Implications of Research 







2.5.2 Limitation of Study 



2.5.3 Directions for Future Research 

















3.2.1 Time Distribution of Part-Time Employees 



Figure 13: Time distribution of part-time employees 



3.2.2 Uncommitted Time and Overtime 

overtime working time incurred 



beyond the contracted amount and relative to that of a full-time employee in the 

same capacity

 H1: the higher the level of uncommitted time, the more likely the part-time 

employee will incur overtime.  

3.2.3 Moderating Effect of Relative Gain or Loss of Uncommitted Time 



H2a: The higher the gain in uncommitted time relative to an expected level, 

the weaker the positive relationship between uncommitted time and 

overtime incurred. 



H2b: The higher the loss in uncommitted time relative to an expected level, 

the stronger the positive relationship between uncommitted time and 

overtime incurred. 

3.2.4 Effect of Non-Work Orientation 



non-work orientation

an individual’s disposition towards non-work domains in his or her life 

relative to his or her career

H3: the higher the level of non-work orientation, the less likely the part-time 

employee will incur overtime. 

H4: the higher the level of the part-time employee’s non-work orientation, 

the weaker the positive relationship between uncommitted time and 

overtime



3.2.5 Summary of Conceptual Model 

Figure 14: Schematic representation of conceptual model 

3.3.1 Participants and Procedure 





3.3.2 Materials   



3.3.3 Design, Materials, and Manipulation 



Recall that normally, Tuesday is your off-day and you have no 

commitments until 5.30pm.  However, today, you have to meet an urgent 

and last-minute deadline. You expect to work from 9.30am - 3.30pm. This 

means that you will have 2 hours of free time till 5.30pm. 

 You are free to spend your time on any of the 6 categories below. However, 

you are conscious that you have an unfinished report which is due by end of 

tomorrow.

 How would you spend the rest of the day?



Non-Work Orientation (X3)



Overtime (Y)

Demographic and Part-Time Arrangement Variables
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3.4.1 Demographics and Nature of Part-Time Arrangement 



Table 10: Demographic Information of Respondents 





Table 11: Part-Time Arrangement Information on Respondents 



3.4.2 Distribution of Non-Work time 

Table 12 Frequency Distribution of Non-Work Hours Each Week 

Non-Work Hours 



Figure 15: Distribution of Non-Working Hours for Each Participant 

3.4.3 Non-Work Orientation 



Table 13: Descriptive Statistics of Non-Work Orientation, Community Service 
Orientation, Family Orientation and Personal Life Orientation 

3.4.4 Effects of Uncommitted Time and Relative Gain/Loss of Uncommitted Time 

on Overtime (Hypothesis 1, Hypothesis 2a and 2b) 





Table 14: Descriptive Statistics for Overtime Incurred in Six Scenarios 

Overtime Incurred 

Table 15: Averages of Overtime Incurred 

Table 16: Descriptive Statistics for Uncommitted Time*Gain/Loss 



Table 17: Results of 2-way Repeated Measures ANOVA 

Table 18: Pairwise Comparison of Uncommitted time 

3.4.5 Effect of Non-Work Orientation (Hypothesis H3 and H4) 



Alternative Test Using 2-Way Mixed ANOVA 



Table 19: Transformation of non-work orientation output variables from 
continuous to categorical variables 



3.4.6 Additional Analyses 
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Table 21: Results of 2-way repeated measures ANOVA – Family Time 

Table 22: Averages of Family Time Incurred 

Table 23: Results of 2-way repeated measures ANOVA – Personal Time 

Table 24: Averages of Personal Time Incurred 



Table 25: Results of 2-way repeated measures ANOVA – Community Time 

Table 26: Averages of Community Time Incurred 

Table 27: Results of 2-way repeated measures ANOVA – Household Chores 

Table 28: Averages of Time Incurred on Household Chores  



Table 29: Results of 2-way repeated measures ANOVA – Self-Care 

Table 30: Averages of Time Incurred on Self-Care 

Table 31: Results of 2-way repeated measures ANOVA – Others 

Table 32: Averages of Time Incurred on Other Domain Areas 



Table 33: Proportion of Time Allocated to All Domain Areas 







3.6.1 Implications 



3.6.2 Directions for Future Research 











4.3.1 Application to Cross-Country/Culture and Future Workforces 



4.3.2 Designing and Maintaining a Sustainable Part-Time Work Arrangement 
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