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ABSTRACT

The emergence of flexible work arrangements, flextime, was investigated
applying historical research methods. A systems approach integrated elements of Schuler
and Jackson’s (1996) Human Resource Management (HRM) model and
Bronfenbrenner’s (1979) human development model. The literature on the models
provided guidance to the development of the research variables: national systems, work
systems, family systems, and individual systems. The time frame, between 1970 and
1999, was determined by the initial review as to the start of flextime in the United States.

Literature analysis focused on HRM journals and Monthly Labor Review
published during the time frame. Flextime title counts (frequency counts) were conducted
for each of the decades from the literature reviews. Other secondary data included
Consumer Price Index, Current Population Survey data and Census Bureau data on
population age distribution, employment data, household composition and income,
educational levels, and life expectancy. Primary data were collected from individuals
who were the median age of working Americans in 1975, 1985, and 1995. Each decade,
1970s, 1980s, and 1990s, was analyzed through the primary and secondary data and the
information was collapsed into a final model.

Findings indicated that the use of flextime may not be as prevalent as the
literature suggested. Many of the reports were by human resources and managers on the
availability of flextime with other options. The role of management or supervisors in the
discretion was discussed throughout the literature. Overall the impact of the economy,

legislation, educational levels, the development of the field of HRM, demographic
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changes, and the conflicts of work and family interacted in the emergence and availability
of flextime. The analysis of the flextime journal counts indicated that publication of

articles paralleled legislative developments.
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CHAPTER 1
INTRODUCTION

During the 20th century, the United States created and defined a modern lifestyle.
Lifestyles radically changed due to societal trends, demographics, and technology that
defined and shaped perceptions about family, work, and society. Changes within families
and workplaces were significant and interrelated. The allocation of time for family, work,
and personal pursuits was a facet of the impact of the changes throughout the century.
Time became an issue for individuals, work groups, families, and work.

During the time frame of 1970 to 1999, the trend of flexible work hours emerged
as a mechanism to balance the time demands on many individuals as workers and family
members. To understand and appreciate the impact of flexible work hours, a historical,
multi-disciplinary study investigated the contextual factors and impacts supporting the
emergence of the work trend. Researchers documented perspectives on flexible work
concepts across many disciplines during this period. Various perspectives and
applications of flexible work arrangements reflected the experiences, time, place, and
disciplines of the authors. This dissertation applied systems models to organize and create
boundaries for the investigation and analysis of secondary and primary data sources. The
impact of variables on work and family systems tracked and measured the emergence of
American flextime during the last 30 years of the 20th century.

Overview of Study
The underlying goal of this study was to conduct a historical analysis in the field

of human resource management (HRM) through research on a work trend impacting



work systems. Flextime emerged as the primary topic during the development of the
project. Flextime changed the daily regulation of work hours and represented a
theoretical return of control of work time to the employees within given limits. Control
over time at work as a historical theme included issues such as wages, the impact on
families, employees’ activities outside of work, supervisors’ perceptions about work
control, and productivity. During this time frame, a number of alternative work options
accommodated worker and employer expectations. However, the concepts and
philosophies of flextime and flexible hours were critical to the emergence of other
alternative arrangements. Flextime theoretically released workers from the perception
that work had to be measured as time in one location during repeated and standardized
timing of work hours.

Since flextime first occurred in the United States in the early 1970s, a time frame
from 1970 to 1999 became the reference time period. The analysis of various sources of
data, organized within a systems model framework, tracked changes and impacts for the
three decades: 1970s, 1980s, and 1990s, and throughout the time frame.

The format for this study presentation included an introductory chapter with
information on 20th century developments considered a critical foundation for the
analysis of the study time frame. The changes in work and family interface of the earlier
20th century established the cultural perceptions of family and work. As these cultures
changed, and remained constant in some aspects, flextime options were a mechanism to
ease the cultural tensions. Three themes, work, technology, and family highlights,

provided the background to the interdisciplinary approach outlined in the latter part of the



introduction. The methodology chapter included an overview of historical analysis,
model development, and the research questions. The research questions for the model
variables converted in to the headings and subheadings of chapters for each of the
decades covered in the research, 1970s, 1980s, and 1990s. At the end of each chapter, a
representative model illustrated the findings for the decade. The cumulative findings
included an analysis of the impacts and interactions for each of the model variables
across the time frame, answers to the final research questions, and the cumulative graphic
model. The final chapter or conclusions included limitations, future research ideas, and
recommendations for applications of the findings.

The definitions and acronyms in this study included information from
multidisciplinary sources changed during the time frame. The multi-disciplinary and
historical context of this study included the use of numerous acronyms and multi-faceted
definitions. A list of acronyms was included in Appendix A. As a result of the historical
and multidiscipline format of this study, the meaning and usage of definitions changed
over the time frame. The list of definitions included in Appendix B included these
changes.

During the study time frame, other alternative work arrangements became popular
with human resources, management, and workers. Flextime, flexitime, or flexible hours
supported and promoted perceptions and opportunities for other arrangements. Flextime
freed the worker from the regulations of daily work defined by the standards of the
workday. Without the emergence of flextime, more resistance to other alternatives to the

traditional workday would have occurred.



Flextime Origins and Applications

Flexible work hours started in Germany in 1967 at the firm of Messerschmidt
Bolkow Blolm (Bernard, 1979; Elbing, Gadon, & Gordon, 1974). Several researchers
noted that two-lane road to the plant in a busy industrial area was heavily traveled.
Tardiness caused personnel issues and production problems. The gliding time or flexitime
theory supported the establishment of core hours of operation but allowed worker
discretion within limits for arrival and departure. European companies quickly adopted
the concept of gliding time. The process evolved into a practice of employee choice as to
when individual workers started and ended each workday. The flextime movement was
instrumental in developing work hours practices outside of the standard hours of
operation. Large numbers of European workers had flextime options within a few years.

Control Data Systems offered flextime in early 1972 (Bohen & Vivieros-Long,
1984; Gomez-Meija, Hopp, & Sommerstad, 1978; Newstrom & Pierce, 1979). However,
many researchers credit Hewlett Packard (HP) with the establishment of flexible work
hours in the United States in 1972 (Bernard, 1979; "Flexible working hours and the honor
system," 1979). European companies with American and Canadian operations offered
flextime during the early 1970s. Bohen and Viveros-Long (1984) stated that the federal
government started flextime in 1972. Owen (1977) stated that most of the installations of
flextime arrangements occurred after 1973.

Early conflicts emerged between management and employees about flextime
practices and adjustment to the break from the traditional workday. One of the

occupations that made extensive use of flextime hours was clerical or clerk typing



positions in the 1970s. Hilgert and Hundley (1975) reported on flextime arrangements in
an insurance firm and a bank. Although the workers were positive, supervisors reported a
loss of control. K. Rutherford (personal communication, December 11, 2001) worked as a
clerk typist in the late 1970s. She recalled that most staff loved the hours and scheduled
for early arrival and departure. However, most managers arrived and stayed later. She
reported that managers in this particular insurance company expressed that they did not
like the option because they felt understaffed at the later hours of the day.

One of the ongoing applications of flextime addressed the work and family
balance issue exacerbated by the increased number of women in the workforce. Bohen
and Viveros-Long (1981) researched family and work balance support from The Family
Impact Seminar created in 1976. The group assessed the impact of government policies
on family and produce research volumes on specific topics. Bohen and Viveros-Long’s
volume addressed the question of how federal employees balanced their jobs and family
responsibilities. Potential topics included childcare, quality of work life, transfer policies,
and hours of work. After preliminary research on the topics, hours of work as in flextime
became the focus of their study. Over 141,000 federal employees had flextime options in
fall 1977. By fall 1978, 10% of all federal employees had flextime options. They used
two Likert type scales (Family Management Scale, Role Strain Scale) to assess flextime
impact on a stratified sample. The results indicated that flextime provided a better feeling
about work and family management for employed parents. They reported a reduction in
stress for married employees without children but not participants with children.

Although the study was limited in scope, the findings supported the mixed acceptance of



flexible options. Even with daily flextime, scheudules for daycare or school for children
were not flexible.

Barling (1997) considered research in family balance issues one of the key
challenges facing human resource professionals. Cohn (1996) stressed the importance of
flextime and other family friendly benefits since increased numbers of women were in
the workforce and were trying to balance work and family. He applied human capital
theory and demonstrated that women as an employment risk needed additional supports.

A wide range of companies offered flextime options to employees in various
occupations. Hill, Hawkins, Ferris, and Weitzman (2001) reported a study conducted in
the late 1990s at IBM on the work and family spillover (balance). One of the interesting
findings of their work was the importance of perceived flexibility. The perception that
management understood employee (work and life) stress and promoted flexible options
was significant.

By the end of the 20th century, tight labor market labor strategies included
flextime as a retention and recruitment tool. The cost of replacing employees rose
considerably with the escalating cost of benefits and potential relocation packages during
the 1980s and 1990s (Arthur, 2001, Fitz-enz, 2000; Guinn, 1989).

Cultural perceptions reflect the experiences of groups or cohorts subject to time
and place within a cultural environment. The experiences of the clerical workers were
different from the experiences of the professional workers. A number of changes in the
American workplace and family occurred since the early applications of flextime work

arrangements. Perceptions about flextime evolved. Many companies included flextime as



one of the methods for human resource managers to provide for the workers of the future
(Avery & Zabel, 2001). Flextime applications and perceptions of widespread flexibility
dominated the literature. During the same period, many different opinions about flexible
options and the extensiveness the use of flextime existed in the literature.

Understanding the flextime trend in cultural context required a historical
framework. Kantrow (1986) summarized a Harvard Business School roundtable on the
importance of history in management development. The typical manager cannot
understand or predict the cycles and trends of business without the context of history and
the various factors impacting a given context. The knowledge of history helped to define
distance and perspective and to formulate strategies for future applications and
approaches.

Flextime as a business and management innovation was formulated over time
through various changes in work and family systems. Therefore, to understand the
parameters of the perceptions about flextime, it was important to define the culture and
context that supported the development of flextime options.

Research Questions Guiding the Historical Research Process

In the context of the last 30 years of the 20th century, the emergence of flextime
influenced work cultures and family systems. The context of work and family balance,
human resource policies such as absenteeism and tardiness, and productivity influenced
the emergence of flexible work options and flextime. The following questions guided the

early contextual development of the project.



1. What are the factors that supported the use of flextime work arrangements?

2. What are the factors that supported the development and continuance of
flextime arrangements in the United States?

3. What type of model can be used to visualize the interrelationships?

Answers to these questions required an understanding of multiple disciplines and the
respective meanings and orientations to historical context of the systems that supported
the development of flextime.

Bateson (1972) wrote that context was critical for meaning. He considered the
“qualitative structure of contexts” and not the intensity of the interactions as important to
determine meaning. Contextual meaning required an understanding of the foundation of
factors that supported the development of the flextime options.

The preliminary historical investigation determined context and relevance of
events and processes from the earlier 20th century that influenced the events and systems
druing time span of the study. A true evaluation required more than an overview of
numbers. Sicilia (1997) called for the deeper interpretation of American business history
since World War II. He felt that although a number of quality longitudinal studies
existed, the contextual meanings were shallow. Establishment of the context leading to
the time frame of this study was critical. The context of the American work environment,
the influences of technology, and the changing demographics and family composition
during the 20th century were important foundation themes. The following section
provided the earlier historical context and defined the interdisciplinary approach for this

study.



Twentieth Century America: Work, Technology, and Family Evolutions

The practice of flextime was a departure from the traditional work relationship
between employees and management. Impacts on work and family and changes in
technology were important to the emergence of flextime.

A number of general perceptions exist about work and family during the 20th
century. Over the course of the century, the concepts of the workplace, the worker, the
job, and the family changed. During the early part of the 20th century, people were
encouraged to work in the newly automated factories. During World War II, women
performed many of the work responsibilities. During the 1950s, the American dream
included the traditional family with two children and mother at home. By the 1960s,
when women started to enter the workforce, the increased availability of jobs in the
services industries prompted many women to work. By the end of the century, Wohl
(1997) wrote that many considered their work as the means to plan and develop their
lives outside of work. The relationship between employees and employers changed with
the downsizing trends of the latter 1980s and the 1990s. Workers worked on careers and
employment independent of guarantees of employment for life.

Work Evolutions in 20th Century America

Historically, the availability or principles of supply and demand determined labor
activities. Morris (1976) wrote that industries developed in regions specific to the
immigration activities of the time. The historical relationship of labor and management

affected other systems such as wages, management, and legislation.



The activities preceding the development of the U.S. Bureau of Labor Statistics
(BLS) in 1885 included input from labor and social reformers who went to Congress and
demanded investigation of working conditions (Grossman & Maclaury, 1975). Congress
listened because of local constituent fears about the escalating number of strikes (726
equaled the total of previous years of tracking combined). Labor unions significantly
increased in number until the Great Depression. During the 1950 and 1960s, jobs in
manufacturing and unionization of government increased union membership. One of the
measures created to help track this trend was the Consumer Price Index (CPI). Unions,
government, economists, and businesses, used this measurement, published monthly by
the BLS, to track the changes in the price for consumer goods and regulate wages.

Greenebaum (1971) wrote an editorial on the impact of unions in the public sector
during the 1960s. The government union worker was younger and supported the role of
unions in politico-social causes. Communities across the country felt the effects of the
general strikes that paralyzed transportation and utilities. Throughout the 20th century,
union numbers reflected the changing distribution of jobs in manufacturing. As the
number of service positions increased during the latter part of the 20th century, the
influence of unions diminished. The number of service type positions increased the
demand for workers outside of the traditional work periods as well. Service support needs
required managers to rethink work hours and distribution of work.

The impact of business decisions and changes influenced the development of the
environmental context for flextime. The contextual role of American business and

economic growth was critical to this project. Chandler (1977) explained that the rise of
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the modern business enterprise was not an isolated event. Mass production, distribution
innovations, and new technology in power industry such as electricity facilitated the
emergence of American business success. Prior to the availability of electricity, most
work occurred within daylight hours. In turn, business acknowledged and applied new
ideas and processes to work and industry. Electricity provided for expanded work hours
outside of traditional daylight hours. Automation processes became more common with
electrical power. The timely interaction of systems promoted the development of
American businesses.

Stucki (1993) developed a table of the factors of the history of U.S. economic
periods. He considered location, time period, the height of the time frame, the source of
energy, the dominant raw material, transportation types, manufacturing technologies, and
management style. Key managers and the working conditions they promoted were critical
components to the implementation of innovative work practices. Management controlled
the development of modern business practices.

The impact of management on the economic growth was one of the principles
developed by Alfred Chandler, business historian. His work, The Visible Hand (1977),
was a critical milestone in the development of business history (John, 1997). Chandler
theorized that the success of the American economy was due to the impact of middle
managers that interpreted and enforced policy and goals within the organizations.

Kantrow (1986) wrote that Chandler cautioned that business history was only one

small part of economic history and stressed that historians should consider the wider
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range of contextual issues as well for exploration. Chandler repeatedly acknowledged the
impact of systems on real world business operations.

According to John (1997), Chandler considered the sociologist Talcott Parsons as
the scholar more influential to his intellectual assumptions than any of the historians of
his graduate studies. Parsons developed the structuralist-functionalist approach to
institutional change studies whereby carefully framed comparisons were comparable to
controlled experiments in the physical and social sciences. In many respects, Chandler’s
ability to conceptualize and frame comparisons utilized basic tenets of systems theory.

Chandler considered knowledge of the context as critical to understanding history.
As illustrated through his theory of the importance of middle management in the
formulation of American economic growth, he isolated the fact that communication and
control at this level influenced workers, the implementation of policy, and ultimately
productivity. Business changed dramatically during the 20th century, and the
government’s intervention in developing standards and regulations for workers was an
important external factor. Regulation of the work and pay was an outcome of legislation
and standardization of work time. Evidence of the standard 40-hour workweek appeared
in 1920 ("Wages and hours of labor," 1920).

The Fair Labor Standards Act (1938) established the workweek guidelines
including exempt and nonexempt classifications and standardized minimum wages.
However, the impact was not felt uniformly until many years later (Grossman, 1978). By
the 1950s, the ideas of a changing workplace emerged. Zelomek (1959) wrote his visiting

perspective of the changing American workplace and defined the differences between
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what contemporary Americans wanted from life and work as compared with their
predecessors. The concept of employee’s time usage outside of work was one of the
factors presented in Work in America (Task Force to the Secretary of Health, Education,
and Welfare, 1973). The phrase “quality of work life” first appeared in this report.

Sicilia (1997) described The New Deal Legislation of the 1930s as targeted for
economic growth in specific industries. The New Social Regulation of the late 1960s and
early 1970s addressed issues across the industrial landscape. Ten regulatory agencies
emerged during this time including the National Transportation Safety Board, the Council
on Environmental Quality, the Environmental Protection Agency, the Occupational
Safety and Health Administration, and the Consumer Product Safety Commission. Sicilla
summarized that the regulatory revolution agenda included “environmental protection,
consumer rights, and workplace safety (p. 277)”. The roles of consumer groups and
unions in the development of legislation illustrated the multiple system level
developments impacting workers.

The primary factor in the discussions of conflicts between work, time, and home
responsibilities was the number of women who entered the labor market during the last
40 years of the 20th century. As the American economy changed from manufacturing to
service based industries, work opportunities for women expanded. Perceptions about
marriage, sex, and children changed during the 20th century. Axelrod and Phillips (1998)
described the formation of Planned Parenthood in 1942 and its impact on family planning

and birth control. The birth control pill introduced in 1960 “divorced sex and
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reproduction” for millions of women (p. 216). The sexual revolution of the 1960s
influenced changing perceptions about women in other life activities.

The passage of the Civil Rights Act (1964) with Title IV guaranteed employment
rights for women. Later amendments specifically enforced issues of equality in the
workplace. The perceptions of society about family size and housework expectations
changed during this time frame. Women, married or not, gained some control over their
lives as individuals, as members of families, and employees in the American workplace.
Economists and business leaders viewed the employment of women as an essential factor
in continued economic growth and global competition.

Goodman (1994) stated that women in the workforce changed the post recession
recovery activities following business slumps from 1975 to 1993. In post recession
periods during the 20th century prior to 1970, the employment of men in new jobs was
common. The dominance of Women in the post recession job market started in 1973 and
continued until the post recession period of 1990-1991. The impact of women in the
workforce gained a new level of significance between 1970 and 1999. In the US, women
filled most of the new jobs created following periods of recession. However, women’s
wagers were lower than their male counterparts in the same types of positions.

In summary, the historic understanding of economics and business growth was
contextually salient. Unions, management, legislation for the workplace, and women
were important themes. An appreciation of the factors over time that influenced the
economy, supported the development of the interrelationships between the workers and

family issues. Developments in technology created new opportunities in America and
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influenced work (Chandler, 1977; Morris, 1976) and systems (Axelrod & Phillips, 1998).
Understanding the impact of the changes and perceptions of technology in the 20th
century leading to flextime was important for this study.

Technology Evolutions in 20th Century America

The impact of technology during the 20th century on individuals as workers and
family members was immense. Electricity powered manufacturing plants and service
operations expanded beyond daytime hours. Service industries evolved over the course of
the century with expanded hours to accommodate changing job requirements and product
demands. For example, the emergence of call centers during the 1980s depended on
computers, communication network services, and the need for 24-hour operations by
companies to support a global customer base. At the end of the century, technological
developments dramatically increased the number of items available to Americans.
Television, air travel, computer internet services, mobile phones, quick delivery services,
fast food, were products of technology and cultural development during the 20th century.
Technology changed and defined American life.

Time and culture determined the perceptions of society regarding technology. As
briefly discussed earlier, technology changed business and work operations. Americans
assimilated many facets of technology in their everyday lives. The household technology
and cultural changes of early 20th century developed the cultural expectations of the
family at the end of the century. The advancement and assimilation of technology were
time and context dependent. Coopersmith (1994) elaborated on the early failure of the fax

machine. Patented in 1843, the fax machine technology was not as popular as the
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telegraph. During the 1980s, fax machines became part of the modern office
environment. Timing was important to acceptance and assimilation of technology.

Early in the 20th century, most of the advances in household technology were
limited to areas with more concentrated populations. Access to electricity and plumbing
were key advantages to urban living. The amount of time and energy for household tasks
changed tremendously as family size diminished and new products relieved some of the
drudgery of housework.

During the period between 1920 and 1950, expectations for the American female
changed dramatically. Cowan (1976) evaluated the media exposure of 1920s women to
the new technologies and applications in household goods, products, and services.
Advertisers promoted the culture of the modern, efficient housewife and changed cultural
norms for household work (and child rearing). Cowan speculated this shift in
responsibilities altered the emotional bond of women to their homes and therefore, the
educated, middle-class woman of the 1960s and 1970s externalized her emotions through
social reform and external advancement. Modern cultural expectations for women were
not limited to home and family.

Vanek (1978) evaluated Cowan’s (1976) work as a significant artifact in the
historical analysis of expectations of the 20th century woman. The widespread
availability of basic utilities, mass-produced appliances and goods, the transition of
families from farms to suburban and urban areas, and education for women leveled the
perceptions of the social and economic classes. Vanek speculated that the “rising

standard of living fueled the transmission of common values and standards to
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housewives” (p. 366). Basic cultural values and expectations were changed for women,
families, and their respective exchanges in the social and environmental contexts of their
lives. History afforded the opportunity to explore and to evaluate the changes in culture
and perceptions that developed into tacit meaning and, therefore, were taken for granted
in everyday contemporary life.

Family Evolutions in 20th Century America

The structure of the American family changed during the 20th century.

Changes in the broader society reverberated reciprocally with changes in the structuring
of individual lives and families. As technology altered individual and systems perception
about women and work, the impact of work on family emerged in the literature.

In 1966, Rapaport and Rapaport (1965) published a groundbreaking article
entitled Work and Family in Contemporary Society. They evaluated husband and wife
roles in household task accomplishment. In addition, they outlined the changes in the
American family and the demands of society on family culture and perceptions. Their
work was a pivotal piece in the emergence of family and work research. The impact of
this article included research in both work and family systems.

Wetzel (1990) evaluated changes in American families as part of a retrospective
edition of the U.S. Bureau of Labor Statistics’ Monthly Labor Review to celebrate 75
years of publication. Staff and contributors tracked and reported a number of changes in
the American family. By the late 1980s, fewer people were living in family households
defined by the traditional nuclear family. Women had fewer children, and the average

family size evolved to the smallest on record. The nation’s total fertility rate, defining the
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number of children the average woman would be expected to bear in her lifetime,
remained below the replacement level after 1972. Family households were less stable,
and more heterogeneous. Life expectancy rose tremendously. Economic roles in the
family shifted significantly. During the 1980s, employed women with children under six
years of age rose in number and the number of working mothers with infants dramatically
increased. Families maintained by never married women increased tenfold from 1970
(248,000) to 1988 (2.7 million). Non-family households rose from 1940 (2.7 million) to
1989 (27 million)

Wetzel (1990) summarized that changes in family living arrangements and
preferences were particularly pronounced from the early 1960s to the late 1970s. At this
time, the Baby Boom generation transitioned from adolescent to adulthood. The impact
of the Baby Boomer generation continued as a popular scholarly and literature topic. As a
cohort, the immense size of the generation increased demands for services, education,
and jobs during the time frame of this study. The 1970s were a period of significant
systems changes after the extremes of the 1960s cultural evolution.

One of the most important studies illustrating the differences between the Baby
Boomer generation and their parents developed as part of Elder’s (1974) longitudinal
research on children from the Great Depression. The Baby Boomer participant
perceptions differed radically from their parents (and grandparents). Clausen (1993)
evaluated the Baby Boomer’s developmental phases. Two aspects, cohort strength and
impact of environmental context on development, were important findings. Cohorts

displayed many of the same cultural attributes and measures. Environmental context,
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time and place, predicted many of the specific cohort attributes. Therefore, different age
groups have specific, localized reactions to events in the context of time.

By the 1980s, the last of the Baby Boomers were entering adulthood. Wetzel
(1990) reported that during the 1980s, the average family size and living arrangements
for the Baby Boomers stabilized. Fertility rates stabilized just below the replacement rate,
and the divorce rate leveled off just below the 1979 peak (p. 10). The 1980s were a
period of stabilization and cultural recovery.

During the 1970-1999 time frame, an awareness of life stage impacts on
individual decision-making emerged. The sequence and timing through life cycle stages
influenced labor force participation, work attachment, occupational achievement, and
meaning attached to work Peterson (1979). This awareness prompted many to label the
Baby Boomers the “me generation”. Different perspectives of life cycles were common.
The concepts of the family as a cultural unit changed. Individuals responded to life stage
changes but respective of cohort expectations.

Summary of the Impacts of Work, Technology, and Family Changes

During the earlier portion of 20th century, a variety of factors influenced the
stages for later developments in work, technology use, family, and individuals and thus,
the emergence of flexible work hours. The growth and expansion of business, the
interface of business and government, the development of unions, the impact of
technology on families, work, and society, changing cultural values, and the evolving
demographic composition of the workforce factored into and determined the context for

the latter 20th century. These issues continued interacting during the study time frame.
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Chakavarty (1998) reviewed Chandler’s perspectives on business cycles and the
importance of history. Chandler discussed acquisition failures of larger corporations
during the 1980s and 1990s. Businesses evaluated company successes by the profit
margins and did not understand the context of the business operations. Consequently,
newly merged companies embattled by the lack of shared, historical knowledge and
contextual meaning failed. The lack of respect for contextual knowledge and
organizational history were typically overlooked in the pace of contemporary society and
business acquisitions.

Historical knowledge provided the context for reasoning and distance for
understanding the impact of recessions on banking. Mayhew (1988) compared the 1987
stock market drop to the crash of the Great Depression. She provided contextual facts
including an analysis of government and banking regulations to illustrate the vast
differences in the time frames and situations. The U.S. government and banking industry
implemented regulations to circumvent the mistakes of the 1920s and 1930s. Many of
these historical changes became part of the tacit or expected standard of operations.
Historical comparison provided the appropriate context to expand meaning.

This study applied an interdisciplinary approach to history early in the inception.
The challenge was to research, evaluate, and place events over time in context to the
emergence of flexible work arrangements. Kuhn (1996) wrote about how scientists
developed and evolved relative to their education, training, and professional milieu. The

interdisciplinary approach developed from foundation studies in two disciplines that
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applied systems approaches to the research and analysis of human interactions. History,
economics, demography, and statistics were sub-disciplines of the two foundation areas.

Human Resource Management (HRM) and Human Ecology (HE) provided the
interdisciplinary foundations for framing the historical context. The following section
defined the topology of the interdisciplinary framework for the research.

Human Resource Management and Human Ecology

To develop the contextual format for defining the emergence of flexible work
hours, the following framework outlined below illustrated study foundations within the
disciplines of human resource management and family and human development systems
in human ecology. The integration of the secondary sources from the two areas of study
was an important step of the research process. The combination of perspectives created
the opportunity to track developments and to understand the complexities of the issues of
work and time. The objective of this section was to define shared and contrasting
meanings for the development of the study.

Human Resource Management

Environmental conditions provided the framework for family development and
interaction over the 20th century and within the American cultural context. Cultural,
social environment, and cohort determinants influenced meaning and the degree of
impact. Work and the income provided by wages were central to the interface of the
family with economic and social systems. In modern American corporate society, human
resources (HR) strategically regulated the workplace interface, corporate expectations,

work rules, and government policies on work. In addition, HR monitored and controlled
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an individual’s entrance and departure from the company. Policy, a function of HR,
enforced at the supervisory or middle management level created the perceptional
relationship for the employee with the company. In reality, the role of the supervisor
influenced the daily or operational intersection between the worker, his or her family, and
other activities outside work. By the end of the 20th century, HR typically handled only
the difficult employee decisions.

Peterson (1988) described the early days of human resource management. During
the early 20th century as factories grew in size and complexity with automation,
management needed liaisons to communicate with labor. The National Civic Federation
promoted the humanistic treatment of employees and originated the term “welfare” to
describe the work of liaisons or personnel.

One of the pioneers of human resource management (HRM) was Elizabeth F.
Briscoe (Peterson, 1988). During her tenure at the Joseph Bancroft and Sons Co. from
1902-1919, she transformed the theory and practice of “welfare” work, the historic title
for human resources. Welfare secretaries or social secretaries eventually started many of
the functions of the personnel or human resource management team. Peterson (1988)
wrote that many of the principles of Briscoe’s work influenced by her faith, teaching and
work with women, focused on the role of women in the policy of work.

The American Society for Personnel Administration (ASPA) chartered in 1948
(Thaler, 1988). The discipline changed its image from the Personnel and Industrial
Relations’ (PAIR) title to human resources during the early 1980s. Prewitt (1982) wrote

that the foundations came from personnel administration, industrial relations, and
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organizational behavior. The professional had the task of the design, implementation, and
evaluation of all programs dealing with managing people at work.

Ross (1981) wrote that Peter Drucker used the phrase human resources to
describe employees on numerous occasions. The 1970s atmosphere increased awareness
for various social, technical, and environmental forces impacting organizations and
personnel. Technology, changing attributes and values toward work, and changing
workforce demographics changed the role of the personnel manager. Many of the
personnel directors assumed workforces were homogeneous and they developed policies
for organizational convenience. During the latter 1970s, the American Management
Association’s management conference for personnel entitled the human resource
management conference occurred and highlighted new roles and expectations for
personnel as HRM (Nadler & Nadler, 1989).

Bass (1994) outlined a framework of the evolution of work and the role of human
resources (HR) from antiquity to present times. French (1998) summarized the various
influences on the development of HR during the 20th century. A representative time line
of influential factors included labor, state and federal laws, scientific management,
industrial psychology, industrial welfare and management, human relations movement,
systems theory, and globalization of management practices. Carroll and Schuler (1983)
constructed a decade positioned time line illustrating the changing concerns of HR
managers. Their divisions are presented in Table 1.1.

The practice of human resources (HR) provided services for people as employees

and cannot be considered an exact science. Flynn (1997) wrote that HR was based upon
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Table 1.1

Carroll and Schuler’s Changing HR Manager Concerns

Time Frame

Manager Concerns

Manager Perceptions of Employees

Before 1890

1890 to 1910

1910 to 1920

1920 to 1930

1930 to 1940

1940 to 1950

1950 to 1960

1960 to 1970

1970 to 1980

1980 to 1990

Production Technologies
Employee Welfare

Task Efficiency

Individual Differences
Unionization
Economic Security
Human Relations
Participation

Task Challenge

Employee Displacement

Indifference
Need Safe Conditions and Economic Opportunity

Need High Earnings Made Possible Through
Increased Productivity

Individual Differences Considered

Employees as Management Adversaries
Employees Need Economic Protection
Employees Need Considerate Supervision
Employees Need Involvement in Task Decisions

Employees Need Challenging Work Congruent
with Abilities

Employees Need Jobs to Replace Lost in
Economic Downturns, International Competition,

and Technology Changes
1990 to 2000  Workforce Changes and Employees Need More Flexibility in Work
Shortaf_ges Schedules, Benefits, and Policies

Source: R. Schuler and S. E. Jackson. (1996). Human Resource Management:
Positioning for the 21st century. New York: West,. p. 20. Adapted from S. J. Carroll and
R. S. Schuler (1983). Professional HRM: Changing functions and problems. Human
resources management in the 1980s. (ed.) S. J. Carroll and R. S. Schuler. Washington
DC: Bureau of National Affairs. pp. 8-10. Used with permission.
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an open systems perspective and was customized to address issues for staff, the company,
organizational philosophies, industry demographics, and the market. Human resource
management (HRM) addressed operational needs for employees. In some organizations,
HRM conducted training. In larger organizations, development of the human resource
development (HRD) or a training department was responsible for workforce
development.
Human Resource Development

Nadler and Nadler (, 1989) introduced the name human resources development
(HRD) in the first edition of Developing Human Resources. During the 1970s, the
position applied to the training functions of human resources. Technology advances, the
impact of Japanese management methods, and the loss of jobs due to the ramifications of
the 1973 oil crisis impacted the direction of HRD. Carnevale (1991) explained that
significant decreases in manufacturing, substantial increases in service jobs, changes in
knowledge and information processing, and the widespread use of computers necessitated
“retraining” of employees and thus, management coped with the support of HRD. The
role of HRD was a necessity for many but a luxury for many smaller organizations.

Jacobs (1990) identified five bodies of knowledge important for professional
HRD practice: education, systems theory, economics, psychology, and organizational
behavior. The improvement of organizational performance through the development of
employee capabilities was the role of HRD. Applebaum (1979) wrote on the need for
HRD'’s role in the development and evolution of organizational leaders (1979). Blake

(1995) provided an overview of the numerous roles of the HRD professional
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organizations. Human resource development functions focused on the development and
potential of the employee. Human resource management functions followed the
employee from recruitment to departure addressing issues of scheduling, benefits, and
work and family interactions.

In 1982, Personnel Journal convened a roundtable of HR professionals (Debats,
1982). Major issues discussed included (a) basic securities and employment rights of the
lower status workers, (b) awareness of turnover costs, (c) better educated workforce, (d)
support to help employees beat inflation, (e) benefits cafeteria plans, (f) participant
management techniques, (g) concern over government changes, and (h) impact of flexible
work arrangements.

The field of human resources historically assumed the role of liaison for workers
in the organizational structure. Nadler and Nadler (1989) identified four areas of
concentrations in Human Resources. These included HR development, HR management,
HR environment, and HR other. This study concentrated in the area of HR management.
Human resource management (HRM) included recruitment, selection, placement,
compensation, appraisal, information systems, and benefits. The evolution of flextime
was concentrated in interactions with these HRM functions in organizations.

Human resource management continued throughout the time frame as the area of
the discipline that interpreted the work policies and procedures for the worker in
organizations. Human resource development provided support for continued employment

and growth, but it was the role of the HRM staff to support and connect the worker with

26



the company. The approach for this research was the interrelationships across time
between the workers, HRM, and time expectations.

The focus of this research was the interface between HRM and families across a
time frame to determine the impacts from various contextually defined perspectives. The
interrelationships of work and family were a literature topic throughout the latter part of
the 20th century from both the family and work systems perspectives. Family systems
research on the impact of work typically applied in a systems approach. In the land grant
university milieu, the field of family systems and lifespan research emerged from child
development through human ecology or home economics (Bengtson & Allen, 1993).

Human Ecology

Bubloz and Sontag (1993) described human ecology as a framework for
addressing the interactions of people and their supportive surroundings in context. The
ecological perspective considered the health of the family, and the environmental systems
were interdependent and mutually responsive. Like HRM, the early development of
human ecology emerged from within in the social and political forces of the early 20th
century.

Ellen Richards coined the term “oekology” as *“ a means for applying principles,
methods, and results of science to the improvement of people’s lives and their
environment” (Bubloz & Sontag, 1993). She believed that the home and family were the
primary sources of building a foundation of support. In the early twentieth century,
Richards and other social reformers gathered at Lake Placid, New York. These meetings

established the discipline and study of home economics. The approach, holistic and
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interdisciplinary, employed scientific principles with an emphasis on the application of
science to everyday life. The founders, as a group of women, embraced the social
concerns for their gender in context and time of the early 20th century (Bubloz & Sontag,
1993, ). The field emerged to study the immediate environment, the person as a social
being in this context, and the interactions of the person and the context.

The 1920s and the 1930s were a period of rapid progress for women with
increased opportunities for professional development and work positions. According to
Blitz’s research, women occupied half of the professional category positions recognized
by the U.S. Department of Labor (1974). The role of the home economist was important
to the expansion of technology into American households during the 1920s, 1930s, and
1940s. Media changed the perception of the expectations of the housewife and
technology. Utility companies throughout the U.S. hired professional home economists to
promote and demonstrate electrical appliances for homes. Some of the promotions were
very elaborate, and appliance manufacturers promoted competitions for attendance at
large demonstrations that would promote purchases (Brickey, 1994). Home economists
translated technology into homes in the same genre as human resources provide
technology training for companies.

In the emergence of child development, significant developments occurred at
universities during the 1920s that included the parameters of family interactions. One of
the studies that emerged from this period was Elder’s (1974) work with children of the
Great Depression. The study spanned five decades and three generations (Bengtson &

Allen, 1993). The study reported the context of significant changes in socio-economic
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systems. Developments in scientific tools and funding support during the period made the
study possible. Elder and later Clausen illustrated a basic tenet of this study. Systemic
interactions defined and illustrated the relationships between individuals, families,
cohorts, and other systems such as work, politics, and the economy.

The University of Chicago designed child development programs to reflect human
development immersed in the context of cultural, historical, and social structures. A
parallel was life course research with the theme of ontogenetic development as a life long
interaction with family, social, and cultural domains. In the emergence of family systems
and human development theory, there was an acknowledgement that events influenced
development, families, and communities over time. Ontogenetic, generational, and
historical indices were frames for events at different levels of social interaction (Bengtson
& Allen, 1993). The Journal of Home Economics became the Journal of Family and
Consumer Sciences in 1994. In many institutions family systems and child development
emerged as the fields of study addressing these issues.

Bronfenbrenner’s social ecology of development model (1979; 1986) defined
social interaction and applied across various research agendas addressing individual
development. He felt understanding human development required the environmental
context of the actual setting. Bubloz (1993) compared the similarities of social ecology
theory and human ecology relating to family systems using Bronfenbrenner’s social
ecology of development. Bohen and Viveros-Long (1981) applied Bronfenbrenner’s
model to an investigation of flexible work arrangements on the conflicts of family and

work in the federal government.
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Bronfenbrenner (1977) believed that family structures, influenced through
culturally determined social system and by the greater societal structure, reflected timing
and sequencing of life events. The meaning of events and the mutually interactive
cultural development were contextually salient. At the family level, the micro, cultural
cohort, and greater societal context explain the mutually interactive domains of life span,
generational, and historical events (Bronfenbrenner, 1977, 1995). The systems were
interactive and interdependent.

Summary of Introduction

In summary, philosophies and research agenda for the study applied a
multidisciplinary approach. Both of these core discipline approaches applied systems
theory and multidisciplinary philosophies toward research. These approaches guided the
disciplinary context for a historical analysis of the contextual emergence of flexible work
arrangements. The shared and contrasting meanings of human ecology and human
resource management during the 20th century focused on the evolution of the American
worker and his or her family in the context of cultural changes

The early 20th century influences of business, technology, and family systems
created and supported opportunities for later developments. The flexible work hours trend
evolved from the various interactions of individuals, families, work environments,
industries, and societal norms over the twentieth century. Recurrent themes of family,
work, and the interactions of systems galvanized the direction of this study. As
populations changed in cultural expectations, demographic composition, and economic

needs, the context for the emergence of alternatives to the traditional workweek
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established by business and industry was challenged. The key for trend and societal
impact was the determination of the context specifically as the trend emerged.
Delimitations of Study

In the course of conducting a historical analysis, the scope of the study has to
complement the time frame of the question, the time constraints of the researcher, and the
availability of the sources. Each level of the analysis can frame subsequent investigations
and applications. The scale of this study was controlled through the development of the
model and the decision to concentrate the literature review on specific journals. Extensive
reviews of major HRM journals and Monthly Labor Review between 1970 and 1999
defined the literature contextual direction of the study. Finally, as discussed in the
methodology, primary data were collected from participants whose ages were within a
range reflecting the average American worker during each decade of the study time
frame. Due to their time constraints, the original research plan of the interviews was

curtailed to facilitate data collection and access to participants.
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CHAPTER 2
METHODOLOGY OF STUDY

Throughout recorded time, the discipline of history provided the framework for
the definition and evolution of societies, cultures, countries, regions, organizations, co-
horts, communities, families, and individuals across time. The process of historical analy-
sis is a framework for interpreting and understanding the impact of time and evolution on
human systems. The segment of time can be short, as in micro-historical analysis used in
political science, or lengthy, as in genealogy such as Alex Haley’s Roots (1976). The
timeframe determined context and culture determined meaning.

The determination of the contextual variables affecting the emergence of flexible
work arrangements guided the methodology. The evolution of the parameters of time and
context was the challenge. The issues of time were addressed with the application of a
historical methodology. Context defined the disciplinary approach and the data collection
tools. Bronfenbrenner’s (1977; 1979) social development model and Schuler and Jack-
son’s (1996) human resource management (HRM) systems model influenced the bounda-
ries of context and research model development.

The first section of this chapter provided a foundation of historical research meth-
ods, general systems theory, final research questions, and the model development. The
second section outlined the expanded model variable questions and the research process.

Historic Research Methods in Contemporary Scholarship
Historical analysis as a dissertation methodology was not a typical application in

human resource management research. A portion of this study focused on the exploration
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of contemporary scholarly historical analysis. Experts in social science research sup-
ported the development of historical research on pertinent topics. Kerlinger (1987), Gay
(1992), Gay and Airasian (2000), and Babbie (1998) wrote about the importance of his-
torical thinking and methods in the study and scholarly development of the social sci-
ences. Under the framework of the importance of the human resource management field
in the theory of this investigation, the opportunity emerged to further foster the position-
ing of human resource management in the social sciences.

Interrelationships of the variables on historical study reflected the historian’s abil-
ity to understand and apply the contextual meaning (Standford, 1998). The historical ap-
proach afforded the researcher the opportunity to investigate various relationships that
might not seem related in the context and time of occurrence. The lenses of history pro-
vided the vision to view relationships.

Stearns (1999) wrote that the study of history helped people to understand the in-
terrelationships of their respective lifetime and interactions across venues. Bartel (1985)
interviewed the former Chairman of U.S. Federal Reserve, Arthur F. Burns, to gain his
perspective on the field of economics over his 60-year career. Burns influenced the estab-
lishment of the National Bureau of Economic Research that tracks economic develop-
ment and evaluates the state of the American economy. Bartel stated that Burns felt that
the study of history in the greater context was critical preparation for economic scholar-
ship (and citizenship). His early career introduction to the impact of the underlying eco-
nomic, political, and cultural developments in history was invaluable in his understanding

of the impact of various systems on economic trends.
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Marwick (1989) cautioned that history was the intersection of perceptions and
truth and that the historian evaluated and discerned the truth. “History is, after all, a re-
construction by an individual of things past” (Startt & Sloan, 1989, p. 47). Fischer’s
(1970) work on the fallacies of historical thought illustrated some of the misrepresenta-
tions of history in creating cultural perceptions across disciplines.

Beringer (1978) described Colburn’s analysis of Thomas Jefferson’s application
of history and knowledge of available books during his education to define the ideologies
of the American Revolution. According to Colburn’s research, the popular notions of
Whig political history were a misrepresentation of Saxony democracy. Although the
Whig political interpretation dominated the popular historical texts of the 1700s, it was
inaccurate. This situation illustrated one of the hazards in interpreting the history of ideas.
Beringer considered the history of ideas philosophies one of the fundamental challenges
for the historian. The pervasiveness and extensiveness of the literature did not always
mean it was truthful. In summary, historic researchers needed to evaluate popular litera-
ture and accounts in context (Beringer).

Schorske (1979) investigated various aspects of cultural and social development
in early 20th century Vienna, Austria. Ritter (1993) considered Schorske’s 1981 Pulitzer
Prize winning work one of the best examples of an interdisciplinary historic approach to a
context of time and place. He investigated the relationships between the high culture in
Vienna and the tremendous sociopolitical changes of the time period. Schorske (1998)
presented essays of applying historical thought and cultural knowledge to the interpreta-

tion of current and ongoing social structures. A study of history was the method of de-
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termining the interrelationships of time and culture and their impact on society. Mulherin
(1979) researched the sociology of work and organizations using a historical context to
identify patterns of events over time in his dissertation. Schorske (1979) and Mulerin
were used as philosophical guides in this research. Both applied historical lenses across
disciplines to illustrate the impact and interrelationships of their respective studies.

Historical interpretation required distance and vision (Tuchman, 1994). Events
that appeared unrelated could have common influences or be correlated. Some relation-
ships require the perspective of history for determination. Burke’s work (1978; 1985)
illustrated the interrelated development of technology and culture employing mini-
segments of information related across time and cultures. Gladwell (2000) wrote about
the importance of ‘tipping points’ in the course of society and cultural development. The
evolution of points in context evolve into the trends defining cultural development. Phi-
losophically, the lenses of history defined and provided context for trends. James, Hater,
Gent, and Bruni (1978) defined trend as “a direction or flow” that can be categorized as a
pattern, a style, a line of development, or related process (p. 453). In the study of a trend,
evaluation and application of context determine the appropriate cultural lenses to recog-
nize the points of relation.

Historical Research Methods

In research, the procedures were determined by the method of research (Gay,
1992; Tuchman, 1994). Historic research, as applied in this study, was the systematic col-
lection and objective evaluation of data related to past occurrences in order to test hy-

potheses concerning causes, effects, or trends (Gay). The process of historical analysis
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was qualitative; it was developed throughout the investigation as the initial evaluation of
the data refines the research parameters. A framework for this study applied Wiersma’s
(2000) steps and integrated qualitative methods from Miles and Huberman (1994).

In any historical analysis, the period of time or scale of the study was a critical
decision. Levi (1991) considered scale an essential factor in understanding the interrela-
tionships in social exchanges and history. The scale framework included the limitations
of the study to flexible hour arrangements or flextime and the time frame of 1970-1999.
Therefore, the study was a micro-historical analysis of the evolution of the trend of flexi-
ble work. Two factors determined the 1970-1999 time frame. First, early research for this
study indicated that the first flexible work arrangements were applied in American com-
panies with traditional work schedules in the early 1970s. Secondly, the 1999 cutoff ac-
commodated the context of the timing of the research and available resources.

In the course of history, this period occurred at the end of the 20th century and the
second millennium. Work as a critical illustration of cultural, social, economic, political,
and technological evolution was a reflection of development nationally and internation-
ally. In the context of the second millennium and the 20th century, work conditions
changed dramatically. Many historians noted that in previous time frames, individuals
and families self-regulated timing and sequencing of daily work. For example, farmers
planned activities around the seasons and daily events. The Industrial Revolution pro-
moted the initial control of work hours and later the advent of wage standards promoted
work shifts. Flextime in many respects reflected a full cycle in the metamorphosis of the

independence of working hours. In the 1970-1999 time frame and culture, flextime op-
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tions promoted independence or individual control over the timing of work and sequenc-
ing of the day.

Wiersma (2000) wrote that the historical research “process is one of critical in-
quiry” and the “product is a narration or description of past events and facts” (p. 219).
He presented four distinct steps to the process. The development of the process for the
historical study was as critical as the development of the research instrument in the tradi-
tional descriptive study. The application of Wiersma’s process guided the development of
this project. As shown in Figure 2.1, the process of defining the research questions con-
tinued throughout the early stages of the study. To visualize and finalize the questions of
this historical, contextually grounded study, the application of a model was one of the

research steps.

12
3 4
Collection and —l
1 Evaluation of - ,_Anal Sis
] Sources Synthesis Yo
- - and Application of Interpretation
Identification - Model Formulation of
of Research Conclusions
Problem from Model
|
Formulation and
Redefinition of Re-
search Questions >
N

Figure 2.1. Adaptation of Wiersma’s (2000) model for historical research.
Source: Wiersma (2000). Research methods in education: An introduction (7th ed.).
Boston: Allyn and Bacon. Used with permission for dissertation only.
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The development of a model fostered the visualization of the interactions of the
numerous variables considered for the project. Research revealed that Miles and Hum-
berman (1994) recommended models to conceptualize qualitative studies. In research
textbooks, historical research typically is a category in qualitative methods.

Wiersma (2000) stated that research questions typically were not written in a sta-
tistical format. The historical research project included statistical data from the past tested
with the appropriate applications. However, he stated that the research questions pre-
sented “conjectures about the characteristics, causes, or effects of the situation, issue or
phenomenon under investigation” (p. 222). In this study, the development of questions
was difficult to finalize without a model. The model framed the guidelines for questions
of external and internal validity.

The typical research plan included the formulation of the questions in full prior to
the collection of data following the literature review. Figure 2.2 illustrated the application
of Wiersma’s (2000) model to the research process for this study. During the develop-
ment of this historical model, the sequence of the steps provided a framework for track-
ing the progress of the study. The model contributed to the organization of the research
model development. Figure 2.2 illustrated the research steps provided below.

Develop general research questions.

Research historical research methods and literature on systems and models.
Draft initial research questions.

Develop model to frame data and historical context.

Develop representative chapter to test research model.

Refine model to contextual objectives.

Conduct extensive and ongoing literature review.

Refine model and finalize research questions.

Finalize and collect secondary data from literature and data sets.
Develop research instrumentation for primary data collection.

SOV XNINh W —

[a—

39



‘AJuo uoryenassip 1oy uoissiuuad yim pasn

"17¢ 'd uoysog :uodeg % U[[Y 'Pa [ ‘000T BWSIDIM M AQ UOHINPOAIU] Ul “UOHDINPT Ul SPOYII YI4DISIY W01
papuedxd Yd.aeasa [BILI0)SIY U0 [Jpoul S BWISIAIA Jo uoneydepe papuedxy ‘¢z 24n3y

suoisanp YoIeasa
g da)s | suopsenp bw co_mcuouom w_

jeuld pue ‘uolenuwio
LR EL L 8O0l

40

sdeys AN sda)s 6 deis | dors ¢ deoig
Py
> — ®
w T = 4 @ ISPON jO
< 2.0 3~ L uonesiddy puy
O na 38 a < o sisoyjuis
o S Do o9 = : ws1onuD G
=273 3 = L0 o o > eulaju
o2 3 - o =) Q T _ i
alc £3 o o Qo S | m— pue [euseix3 woajqold
o309 0 S ao o A Jeydeyo
-8 52 || &85 ||la2 c S0L6L/ 1011d o o
2 > Q8 < S 58 5 ) s|elae uonesynuap|
o S9 = S G dayg AL
=S =5 2 o 924n0S J0 | doyg
3 ] uoijenjeAy
pue
ISPON ubisaq uono9||0n
leuid [9pPOW
SPOYJ3N |edlIolsiH
L%9 uo yoieasay
sdaig v doyg ~ dois




11. Collect primary data from research participants.

12. Analyze data from primary and secondary sources.

13. Determine themes and findings from analysis.

14. Present written findings.

General Systems Theory and Applications: Model Foundations
One early question of the research process was the appropriateness of a systems

model in the framework of a historical analysis. An overview of general systems theory
principles was conducted to investigate the use of systems thinking in historical contexts.
Bertalanfty (1968) presented his conceptualization of systems theory in his classic book
General Systems Theory. Various ways existed to conceptualize a systems approach and
the most popular was to quantify the representations into a mathematical structure.
Mathematical modeling supported a basic tenet of general systems theory (GST) whereby
the mathematical laws that depict systems stabilized across venues. Numerical relation-

ships tracked systems interactions. Bertalanffy summarized the aims of GST:

1. There is a general tendency towards integration in the various sciences,
natural and social.

2. Such integration seems to be centered in a general theory of systems.

3. Such theory may be an important means for aiming at exact theory in
the nonphysical fields of science

4. Developing unifying principles running vertically through the universe
of the individual sciences, this theory brings us nearer to the goal of the
unity of science.

5. This can lead to a much-needed integration in scientific education.

6. Systems theories are holistic, organismic, and gestalt in theory and

application (p. 38).
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Many theories have applied GST to provide a holistic framework to methods and
thinking. The use of systems thinking was not received well by historians in general.
Bertalanffy (1968) explained that:

social sciences are concerned with socio-cultural systems. People at all

levels are part of the social forces of the greater system context, but they

are part of the human based concept of culture. Social science has to do

with human beings in their self-created universe of culture, which is sym-

bolic. Meaning is derived and evolved in context. History is important to

understand the cultural context. (p. 197)

He speculated that systems theory could help define a theoretical base for history. By es-
tablishing the units of historical research as systems of interaction, he believed that sys-
tems applications grounded research of human groups, societies, cultures, civilizations, or
whatever was feasible.

Many disciplines apply systems theory as a theoretical construct. Contractor
(1994) evaluated the use of systems theory on organizational communication in the area
of self-organizing systems of interaction. He found that applications limited due to the
lack of the proper statistical tools to evaluate the data generated. Engineers coined the
phrase “industrial ecology” to describe their systems approach in the late 1980s to re-
search and visualize more effective ways to approach the challenge of minimizing the
harmful environmental impacts of industrial waste (Rosen, 1997).

Stucki (1993) encouraged community and business leaders to apply a systems ap-
proach to preparation for the 21st century to circumvent potential technology and com-
munity systems breakdowns. Strategic planners applied theoretical systems theoretical

applications to guide many organizations through planning and organizational changes.

Moore (1993) applied a systems framework to the company development and life cycle.
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He elaborated on the interactions and impact of business cycles and people as workers
and consumers. His premise was that business cycles were analogous with ecological life
cycles and that they were inevitable.

Whitchurch and Constantine (1993) distinguished between open and closed sys-
tems applications. Open systems were characterized by the concept of “equifinity” ac-
cording to Bertalanffy (1968, p. 46). “Equifinity” was the ability to achieve the same re-
sults from an alternative route. Whitchurch and Constantine (1993) cautioned researchers
in defining and protecting the boundaries of systems theory. The observer had to be care-
ful not to impose cultural and previous personal baggage on his or her conclusions of the
systems operations.

Systems Theory in Family and Human Development Theory

Researchers in family studies applied concepts of systems theories in various re-
search agendas. Historical context was an important factor in the development of several
frames of reference for investigating family and life developmental issues. Bubloz and
Sontag (1993) compared human ecology and GST concepts to illustrate that family eco-
logical studies were systems based. Ceci and Hembrooke (1995) explained that their bio-
ecological model considered the historic epoch of an individual as a critical factor of in-
tellectual development. The availability of resources and economic conditions influenced
family systems and supports for development.

Bengston and Allen (1993) stated that history was the macrosocial dimension of
time in the investigation of family life course perspectives. Transitions for families could

be embedded in history. They explained how the broader social structure influenced fam-
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ily events over time, and that time provided the contextual meaning and sequencing for
events. Culture as a factor of shared meaning over time was the contextual boundary. De-
velopment and change in families required examination of micro- and macro-level factors
and their interactions that influenced the family life span, generational issues, and historic
elements. Magnusson (1993) summarized that developmental models applied history, the
present, and included elements to predict the future (contextually). Human development
involved multiple levels and reciprocal processes.

Alwin (1995) wrote on the impact of time on social change, social structure, and
individuals as an investigation of the interaction of biography and history. He defined
biographical stages across the life span to define the types and impacts for cohort analy-
sis. The use of the cohort for analysis defined the sample context and structure for his
theory. Cohort groupings were stable data sources. Part of his findings was that people
stabilized their occupational choices over time unless there was a life-altering event that
impacted direction. He used Clausen’s (1993) work with the second generation of Elder’s
study on Children of the Great Depression (Elder, 1974) to illustrate his points.

Foundations of the Study Model
Bronfenbrenner’s Model

Bronfenbrenner’s (1979) model of social development theory emerged as basic
source of the model design. Bretherton (1993) described the evolution of Bronfenbren-
ner’s model and summarized the merits of its use in other studies. He wrote that many
data groups could be analyzed under the model’s framework. Belsky (1995) supported

the expansion of Bronfenbrenner’s model to include a broader historical impact. Bron-

44



fenbrenner’s model illustrated that interpersonal relationships did not exist in social isola-
tion but were integrated across time in larger social structures of community, society,
economics, and politics.

Jablin and Sias (2001) used Bronfenbrenner’s (1979) model to explain the role
and complexity of communication in organizations. Parke and Kellam (1994), Parke
(1994) and Crouter (1994) used Bronfenbrenner’s model to explain work and family bal-
ance in the 20th century. They overviewed various models and recommended Bronfen-
brenner’s for a contextual approach. Bohen and Viveros-Long (1981) applied Bronfen-
brenner’s model to an earlier quantitative investigation of flexible work arrangements and
the conflicts of family and work. Their work researched a limited application of flextime
in the federal government in the late 1970s. This study extended the model as a frame-
work to develop and expand the contextual meanings of factors that impacted family and
work spillover within a historical time frame.

Bronfenbrenner’s model (1979) included four levels of development based upon the eco-
logical model. See Figure 2.3 for the model representation. Bronfenbrenner and Crouter
(1983) stated that the terms applied in his model were terms used by Brim (1975). Brim
used the terms to illustrate the levels of influence on emerging childcare issues in the
1970s.

In Bronfenbrenner’s (1979) model, the microsystem was the immediate setting as
actively determined through the experience and extent of the individual’s involvement.
Bronfenbrenner extended this approach to the adult to define the individual’s involve-

ment with his or her personal setting of home, work, and immediate society. The next

45



Exosystems
Extension of Mesosystem but
not specifically containing person

Microsystem:
One person’s
experience of setting

—
F
Macrosystem:
o Greater Cultural
(or Subculture) Context
Mesosystem °

Personal realm of
various microsystems

Figure 2.3. Conceptualization of Bronfenbrenner’s (1979) model.

level, the mesosystem, represented the relations between the microsystems of the indi-
vidual. The interactive, synergistic operation of the mesosystems defined parameters of
the microsystem settings in which the individual functioned. For the individual, this sys-
tem represented connections between the contexts. The relationship of the worker’s home
life to work life represented the mesosystem level of the ecological model. The exosys-
tem level consisted of social settings in which the individual did not have an active role,
but those could determine the experiences of the individual. Exosytem examples included
the effects of media on the individual, the ramifications of government agencies, and pol-
icy decisions within a company. The individual was not directly part of the system, but
the effects of the system operations impacted the individual’s mesosystem and microsys-
tem levels. The macrosystem included the overlapping interactions of the micro, meso,
and macro systems of a social structure regardless of size. Culture referred to the behav-

ior patterns, beliefs, and all of the products shared by members of a group.
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The collective product of investigating the factors defined under each of these
systems was a macrosystem historical perspective on the emergence of flexible arrange-
ments as the result of exosystem level systems effects. This study applied secondary re-
sources to test contributing factors to the emergence of a cultural change. The qualitative
method of triangulation provided a framework to evaluate the exosystems of work and
family influencing American workers as assessed through literature review and secondary
data sets. In addition, individual perceptions from a cohort group provided a microlevel
perspective to the research model. Participants representing each decade (1970s, 1980s,
and 1990s) contributed perceptions, individually and collectively, about work, family,
and flexible arrangements of their respective decades.

Schuler and Jackson’s Model

The determination of the external sources impacting work and family were ad-
dressed through the application of an open systems model from human resource man-
agement (HRM). A model from HRM was integrated with Bronfenbrenner’s (1979)
model to define the parameters of the research. In the context of managing human re-
sources, Schuler and Jackson (1996, p. 27) explained that successful companies valued
the external and internal system effects on the organization. Organizations were open sys-
tems. The impact of the environment and the interrelationships between the parts of the
organizational system and the environment were critical. The external contextual issues
influenced the organization at the local, national, and multinational systems levels.

Figure 2.4 reproduced the graphic model used by Schuler and Jackson (1996).
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Figure 2.4. Schuler and Jackson’s human resource management in context model.
Source:Schuler, R. S. and S. Jackson. (1996). Human resource management:
Positioning for the 21st century. New York: West Publishing. Used with permission.
Issues affecting the organization included (a) laws and regulations, (b) national
culture, (c) unions, (d) labor markets, and (e) industry type (services or manufacturing).
The impact of the first four items on the organization at the national level should be a
function of the type of industry. Internal issues under Schuler and Jackson’s model in-
cluded (a) technology, (b) structure, (c) size and life cycle, (d) competitive strategy, and
(e) corporate culture. Technology in human resource management included work systems

and best practices. The external issues were the accessible and most objective measures

to investigate the model.
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Jackson and Schuler (1995) proposed the framework for their model in an earlier
work. In that piece, they encouraged researchers to consider HRM practices evolving in
the context of organizations and external forces. Context driven approaches enabled hu-
man resources staff to accurately and effectively provide employee services.

There were elements of both models integrated to develop the framework to in-
vestigate the historical variables of the study. To simplify the design, the macrosystem
elements of Bronfenbrenner’s model and the external contexts were researched under na-
tional systems impact headings. The exosystems frameworks for work and family were
simplified to work systems impacts and family systems impacts. The mesolevel and mi-
crolevel perspectives were organized under individual systems impacts. The mesolevel
impact was represented in the literature under research and writings on the work and fam-
ily interface. These secondary sources were integrated under the family or work systems.
In this study, the pure mesosystem level of data was the responses of the participants or
the primary data collected to investigate the family and work systems interactions.

Miles and Haberman (1994) wrote that historical and qualitative research applied
inductive reasoning for basic design decisions regarding the applicability of available
variables to the research questions. They recommended the generation of an illustrative
model for testing variables and decision-making. They suggested the use of arrows to il-
lustrate the interrelationships between variables.

Like Wiersma (2000), Miles and Haberman (1994) cautioned that the process of
data selection and the course of the investigation contributed to the refinement of qualita-

tive research questions. After the development of a model, the definition of boundaries
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for the setting, concepts, and parameters of the project occurred. The model allowed for
graphic representation of the interactions from the analysis of the variables after each
decade chapter. Interaction arrows illustrated findings for each decade and cumulative
interactions as suggested by Miles and Haberman.

Each level of the model included secondary data. The individual systems level in-
cluded both primary and secondary data. Evaluations of each variable occurred within
each decade chapter and the cumulative analysis in the 1970-199 findings. Each decade
findings on the individual variables and the model formed chapters three (1970s), four
(1980s), and five (1990s). Cumulative findings covering 1970-1998 summarized in chap-
ter 6 answered the variable research questions in the next section of this chapter. Final
research questions answered in review of the cumulative variable research questions and
the model analysis were located in the overview chapter on the cumulative findings for
1970-1999. Figure 2.5 illustrated the basic model design.

Potential applications of the finished model included illustration of the importance
of history in HRM and human ecology, of the interrelated aspects of history during the
development of trends in society, and of the multiple factors determining changes in work
and family systems. In addition, this study was an endeavor to conduct a thorough and
appropriate historical analysis in the graduate program of the Human Resource Develop-
ment. The development and outcomes of this study illustrated historical analysis as an

appropriate research methodology.
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Final Research Questions
The selection of final research questions evolved from the development of the
model. Final questions focused on the model as a tool to organize and track changes from
throughout the 1970s, 1980s, and 1990s, individually and collectively. The next section
of this chapter expanded the individual secondary and primary variables through ques-
tions from the model to answer the final research questions. The following questions
from the model guided the determination of the individual measures for each level.
1. What were the trends of the national systems, work systems, family systems,
and individual systems levels that influenced and provided contextual impact
on the emergence of flexible work hours or flextime?
2. What were the interactions between the national systems, work systems,
family systems, and individual systems levels that influenced and provided
contextual umpact on the emergence of flexible work hours or flextime?
3. Can the model illustrate visually the emergence of a HRM trend to be used
In various contexts to demonstrate historical meanings of variables in con-

text?

4. What were the most significant individual variable impacts from primary,
and secondary data that demonstrate the model?

The model development paralleled the final research questions’ evolution. The
following section detailed the secondary and primary data sources for the study and listed
each of the model variable research questions by order of the model configuration.

Historical Data Collection Overview

Most historic data are secondary. The use of secondary data hindered the accep-
tance of historical studies in many contemporary scholarly circles. Startt and Sloan
(1989) commented the historical scholar must ground the study in primary sources. They

continued that secondary sources required research on the source of the information re-
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gardless of the format. The relationship of the data to the context of the model and ques-
tions in accurate historical studies were the responsibility of the researcher. Secondary
resources used in this study included literature sources such as journals, books, reports,
and newspapers and nationally representative data sets.

Primary data typically included interviews, diaries, letters, and journals. In this
study, individuals recorded their responses to a questionnaire on flexible work and their
work and life balance. A cohort group defined by the median working age for each dec-
ade represented the microlevel perspective on the project (presented later in this chapter).
The evaluation of both primary and secondary data involved research on appropriate
methods.

Gay (1996) suggested consulting Beringer (1978) for historical research tools and
processes. Beringer defined the types of historical method tools and data collection. Re-
search tools applied included: (a) literary analysis, (b) image, metaphor, and symbol, (c)
history of ideas, (d) status and reference group, (e) class and mobility, (f) content analy-
sis, and (g) cliometrics.

Beringer (1978) described literary analysis as an in-depth review of available lit-
erature to find additional sources. Careful attention to the context of sources such the type
or journal, time frame, and consideration of the appropriateness of the content to the pro-
ject contributed to the study validity. For this study, literature analysis on flexible work
options included numerous types of sources such as journals, books, reports, and other
important literary sources. /mage, metaphor, and symbol tools applied to aspects of cul-

ture and language analysis to understand the contextual meanings for each decade. The
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history of ideas as a historical tool framed the concept of popular literature bias towards
trends representations. Status and reference group tools or filters contributed to the un-
derstanding of family and cohort meanings. Principles of class and mobility applied to the
context of corporate culture as an intangible influence on workers individually and as
members of particular cohort groupings. Content analysis tools included frequency
counts and analysis, implications of changing uses and titles for flextime, and evaluation
of flextime studies for research design and findings. Cliometrics principles utilized in-
cluded determination of the reliable sets of secondary data, trend analysis and relation-
ships, and basic historical economic analysis.

The acceptance of the use of cliometrics in historic research was mixed. Beringer
(1978) considered cliometrics a tool used by economic historians to identify missing data
points in historical data sets. Tuchman (1994) wrote that cliometrics were appropriate to
study a problem with any reliable set of data. The experiences and historical methods
training influenced perceptions about cliometrics. In addition to research tools promoted
by Beringer, Stewart and Kamins (1993) as a reference on secondary research procedures
and tools guided selection of data sources. Hudson (2000) wrote about the treatment and
evaluation of numerical data in history. She presented an overview of statistical reasoning
specific to examples of historical research. This book was an important reference tool in
the study.

Secondary Data Sets of the Study
The understanding of interdisciplinary meanings was an important consideration

for this study. Four types of journals were utilized for the foundation of the literature re-
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view and content analysis in order to track the trend of flextime in work and family sys-
tems. Journals from human resource management (HRM), business and management
fields, family systems, and the Monthly Labor Review were used. The sources, data de-
scriptions, contextual value, and outcome descriptions for the journal types, secondary
data sets, and primary data are summarized in Table 2.1.

During the literature search, articles and sources on other model variables from
the HRM literature were collected. This analysis provided the perspective of how the
variables such as legislation were presented and the language of how these interacted
with the HRM practitioners in the context of the time. Database searches, reference
searches, and books provided the sources for business and management articles on flex-
time. Family systems research included annotated biographies, database searches, books,
book chapters, and library searches. Endnotes 5.01 (Researchsoft, 2001) software was
used to create separate libraries for the 1970s, 1980s, and 1990s that included: Monthly
Labor Review, family literature, HRM literature, history books, court cases, and legisla-
tion.

Identification of key journals in human resource management (HRM) included in-
tensive library research on the publishers, dates of publication, and availability. Table 2.2
included journal title, publication dates, and a general information about the publishers.
One of the early findings of this research was that several human resource journals
changed their name and image during the 1970s and 1980s. The tables for the counts in

each decade chapter included the changes.
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Table 2.1

Summary Table of Sources and Applications in Study

Source Data Types From Sources Context From Data
HR Journals 1. Flextime Titles Frequency in journals
and Books Frequency Counts Rigor of research on topic

Business and
Management
Journals and
Books

Monthly
Labor
Review

Secondary
Data Sets

Primary
Data Sets

Analysis of Case Studies
General Content Status and Numbers
2. Alternative Work Arrangements
Definitions and Uses
3. Human Resource/ HRM issues
4. HR Literature on other variables

1. Flextime Titles
Frequency Counts
Analysis of Case Studies
General Content
Articles on Status/Numbers
2. Alternative Work Arrangements
Definitions and Uses
3. Business Literature on other variables

Information on the economy, unions, and the
application of secondary data sets in trend
analysis.

1. U.S. Current Population Survey Data

2. U.S. Census Data

3. Consumer Confidence Survey

4. U.S. Bureau of Labor Statistics
Consumer Price Index

Individuals from the cohort age ranges for
each decade perceptions as part of the model

Perceptions positive and
negative on option
Comparison of work types
Status of HRM profession
Issues of HRM

Other model variables

Frequency of information
in journals

Rigor of research on topic
Perceptions positive and
negative on topic
Comparison of work types
Information about model
variables

Literature source on econ-
omy, unions, legislation,
and other model topics

Trend analysis on the
changes or shifts in data
from consistent and nation-
ally representative data

Cohort perceptions on
work, family, and changes
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Stewart and Kamins (1993) identified the U.S. Department of Labor (DOL) ac-
tivities as important sources of information for secondary data. The Labor Department
conducted ongoing studies to regularly update the Consumer Price Index (CPI) used to
determine wage structures. The media quoted CPI changes as the measure of inflation.
Weinburg (1984) detailed the history of the Bureau of Labor Statistics activities. The in-
terrelationships between the various labor and economic systems were featured.

The Monthly Labor Review was first published in 1915 to provide statistics and
articles on employment, labor turnover, wages, hours worked, occupational information,
various indexes used in economic tracking, and other current labor information (Stewart
& Kamins, 1993, p. 65). A review of Monthly Labor Review published between 1970 and
2000 integrated into the research structure helped to develop an understanding and
awareness of the contextual variables from government, unions, and economic perspec-
tives. Several articles on flexible and other alternative work arrangements were found in
this procedure.

Literature and data set organization was a critical feature of this study. The organ-
izational system included various stages. For example, all of the Monthly Labor Review
articles were originally organized by month and year to check for complete retrieval of
the articles. Later, as the individual article information was entered into Endnotes, author
and decade determined the filing location as a means to check data entry. Finally, articles
were organized by topics and decade by internal content. Individual sheets were printed
for each reference before the libraries were merged for the final report. A notebook sys-

tem was designed to track references used in each section for future use. A filing
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Table 2.2

Human Resource Management (HRM) Journals for Literature Counts

Journal Title Publication Description

HR Focus 1991-2001+  Continued Personnel

HR Magazine 1990-2001+  Continued Personnel Administrator

Human Relations 1947-2001+  Tavistock Institute of Human Relations and
University of Michigan Research Center for
Group Dynamics

Human Resource Management ~ 1961-2001+  Graduate School of Business Administration,
University of Michigan
Personnel and Industrial Management

Journal of Human Resources 1966-2001+  Published under the auspices of the Industrial
Relations Institute with similar sites and cen-
ters of the University of Wisconsin, Madison

Personnel 1919-1991  American Management Association
Human Resources Publication

Personnel Administrator 1955-1989  Official Publication of the American Society
for Personnel Administrators Became SHRM
Society for Human Resource Management

Personnel Journal 1926-1996  Personnel Research Foundation

Personnel Psychology 1948-2001+  Personnel Management
A Joumnal of Applied Research

Research in Personnel 1983-2001+  Research Annual in Personnel and Human

and Human Resource Resources Management. Edited by Kendrith

Management M. Rowland and Gerald R. Ferris

Workforce 1997-2001+  Continued Personnel Journal
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system was created using the original libraries for organization. Over 1,800 references
were collected and organized covering the 30-year period.
Secondary Data Sets for Trend Analysis

Data sets from the 1999 Statistical Abstract of the United States (U.S. Census Bu-
reau, 1999) and The Conference Board Consumer Confidence Survey were used. Re-
search on the development and use of these data sets was conducted. Startt and Sloan
(1989) recommended understanding of the data sets as part of the preliminary research to
understand what types of questions could be answered. Information included the history,
the data collection process, and the application of the data sets from the literature review.
This step facilitated the development of the understanding of the interactions of the data.
Understanding the history and use of the data fostered development of contextual knowl-
edge and applied in the study.

Several of the tables used to generate figures on census information were from the
U.S. Current Population Survey (CPS). The U.S. General Census occurred every ten
years. Information on changes in marital status was pulled from Census charts. The CPS
was a method to collect ongoing data between census collections (U.S. Census Bureau,
1999). The Consumer Price Index (CPI) is a product of the U.S. Bureau of Labor Statis-
tics (BLS) used to gauge price changes as described in a later section.
Current Population Survey Data

The Current Population Survey data sets provided critical demographic informa-

tion on population groups for the literature review. A technical report described the CPS

59



with the following passage (U.S. Census Bureau, Economics and Statistics Administra-
tion, & Bureau of Labor Statistics, 2000).

The CPS is a nationwide monthly sample survey of United States civilian

non-institutional population, 15 years or over, to obtain data on employ-

ment, unemployment, and a number of other characteristics Data collec-

tion consists of a multistage probability sample of around 50,000 house-

holds. A continual sample rotation is used with a household participation

of four months, out for eight months, and continued for four more months.

The Census estimated that month-to-month overlap is 75% and year-to-

year overlap is 50%. A combination of personal interviews and telephone

sampling is used during the course of each household’s participation pe-

riod. Sampling error is low for all data sets. (pp. 1 1-2)

Stewart and Kamins (1993) described the CPS reports as the latest information on
U.S. data on populations. The data were used to reflect the yearly impact of variables
within the framework of each decade. Economists, researchers, and businesses applied
data information in decisions and forecasting. Bowie, Cahoon, and Martin (1993) consid-
ered the CPS the “cornerstone of the U.S. labor market information system (1993, p 25).
Changes over time were implemented as needed to reflect demographic swings and to
provide a constant data set reading for various applications across systems.

The CPS data is historically valid data for trend analysis. Jacobs and Gerson
(1998) wrote that the CPS data have been the most stable set of data on America since the
1960s. Bregger (1984) described the CPS as the oldest continuous monthly sample sur-
vey in the world. He reported the history of the CPS as measure for government to read-
ily know a cross sample of the population’s issues on a regular basis as opposed to the
Census. The Census Bureau originally conducted the survey but the U.S. Bureau of Labor
Statistics took over the survey in 1958. He reported that the success of the survey was

dependent on the strong ongoing working relationship between the two departments.
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The CPS and other government data sets provided critical information for trend
analysis in this study. In the next section of this chapter, the introduction of the model
variable research questions included identification of specific data sets. Six CPS charts
used data sets on age distribution, employment, life expectancy, household income,
household composition, and educational levels.

Consumer Price Index (CPI)

The CPI was described as a measure of the average change in a typical market
basket of consumer purchases of goods and services (U.S. Bureau of Labor Statistics,
2000). The Statistical Abstract supplemental documents described the CPI with the fol-
lowing passages.

The Bureau of Labor Statistics publishes CPIs for two populations groups: (a) a
CPI for All Urban Consumers (CPI-U) which covered approximately 87% of the
total population and (b) a CPI for Urban Wage Eamers and clerical workers
(CPI-W) which covers 32% of the total population. The CPI-U includes, in addi-
tion to wage earners and clerical workers, groups such as professional, manage-
rial, and technical workers, the self-employed, short-term workers, the unem-
ployed, and retirees and others not in the labor force.

Prices are collected in 87 urban areas across the county from about 50,000 hous-
ing units and approximately 23,000 retail establishments such as department
stores, supermarkets, hospitals, filling stations, and other types of stores and ser-
vice establishments. All taxes directly associated with the purchase and uses of
items are included in the index. Prices of fuels and a few other items are obtained
every month in all 87 locations.

In calculating the index, price changes for the various items in each location are
averages together with weights representing levels of importance in the appropri-
ate population groups’ purchases. Local data are combined to produce the U.S.
city average. Area indexes do not measure between cities price differences. The
averages track the average price changes for each area from the base period.

The index measures price change from a designed reference data (1982-1984)
that equals 100.0. An increase of 16.5% for a year was shown as 116.5 in CPI
data. The same figure was expressed in dollars as the price change of a base pe-
riod market basket of goods and services in the CPI rose from $10 in 1982-1984
to $11.65 (U.S. Bureau of Labor Statistics, 2000).
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The history of the CPI reflected the interactions between government, economic
shifts, and individual buying power. Lowenstein (1974) described the history of the CPI.
Economists used CPI ratesto evaluate and adjust wages to living costs. The Taylor Soci-
ety supported the start of the CPI in 1919. Union leaders considered the CPI rate changes
an important in collective bargaining.

Marcoot and Bahr (1986) explained the changes in the CPI during the 1980s. The
1980 Census figures indicated that demographic groups were different from the previous
Census. The CPI market basket was changed to reflect changes in consumer behavior
(p.15). Triplett (1981) reported that government indicators were not in agreement with
the their respective economic readings. The CPI was changed to reflect a better snapshot
of the population consumer behavior. Changes in the Census included new measurements
on immigrants and methods to reduce undercounts.

The CPI rate changes were tracked over the 1970-1999 time frame. Marcoot
(1985) reported on the updates that were under study for changes in January 1987. Mar-
cott stated that regular updates to the market basket were necessary to reflect current pur-
chases and market behavior. Triplett (1981) compared the CPI to the Department of
Commerce PCE Deflator that considered rural populations as well as urban areas for their
market basket mix. There were conceivable advantages to using the other measure for
economic readings, however, the CPI has been a traditional measure reported in the me-
dia.

The application of CPI data in this study was specific to consist trend analysis

during the time frame. Although there were other variations to the CPI available, there
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were limitations to the data adjustments. In addition, the CPI data figures used in this
study were the same publicized by the media and applied in calculations and statistics in
the literature analyzed for this study.
Consumer Confidence Survey

National Family Opinion (NFO) of Greenwich, Connecticut conducts The Con-
sumer Confidence Survey (CCS ) for The Conference Board. Questions asked of partici-
pants remained constant throughout the history of the series that started in 1967. Data
from 1967 to 1977 were bi-monthly and monthly collection started in June 1977 (The
Conference Board, 2000). Data collection occurs monthly as described in the following
passage.

The questionnaires are mailed to nationwide representative sample of
5,000 households resulting in a typical response total of roughly 3,500
responses. A different panel of households is surveyed each month. Re-
spondents are asked: (a) their appraisal of current business conditions,

(b) their expectations regarding business conditions six months hence, (c)
their appraisal of the current employment conditions, (d) their expectations
regarding employment six months hence, and (e) their expectations re-
garding their total family income six months hence. For each of the five
questions, there are three response options: positive, negative, and neutral
(The Conference Board, 2000).

The response proportions to each question are seasonally adjusted. For
each of the five questions, the positive figure is divided by the sum of
the positive and negative to yield a proportion, that is called the relative
value. For each question, the average relative value for the calendar year
1985 is used as a benchmark. The application of the benchmark is used
to yield the index value for that question. The indexes are averaged to-
gether as follows: Consumer Confidence Index represents the average
of all 5 indexes; the Present Situation Index represents the average of
indexes for questions 1 and 3, and the Expectations Index represents the
average of the indexes for questions 2, 4, and 5 (The Conference Board,
2000).
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Several changes evolved in the study as a result of literature review process
covering the 30 years researched for this project. The variables of the model interrelated at
various levels and contributed to the understanding of the meaning of the time and context
of the emergence of flexible work arrangements. For example, during the process of estab-
lishing the data sets, literature reviews from Monthly Labor Review and business sources
yielded collaborative references for triangulation.

The task of establishing the historical context was subjective in the process but
developed objectivity during the data collection and analysis. Careful, exhaustive reviews
of the sources, HRM journals, Monthly Labor Review, and business sources were con-
ducted and the analysis was conducted with the model as the objective guidelines. The
variables defined as the contextual framework developed from the model. In the develop-
ment and testing of the model, it was necessary to develop research questions for each of
the variables within the parameters of the model.

The remainder of the methodology chapter summarized the final research model.

Each section of the model was validated through the process of the research and evalu-
ated as to the relevance of the analysis of the historical context for the emergence of
flexible work arrangements.
Model Application and Secondary Data Collection
The individual decade chapters (1970s, 1980s, and 1990s findings) followed the
format and order of the research questions presented in the next section. Cumulative an-
swers to the research questions for the 1970 to 1999 time frame are in chapter six.

The following questions address each of the variables of the model design.
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National Systems Levels

The sources for the national or macrosystem level of the project included U.S.
Census data, history books published with the end of the twentieth century on events and
facts, U.S. Congressional and Supreme Court activities, information on unions from the
overall literature review, and the Consumer Price Index (CPI). These sources of data pro-
vided contextual information for the time frame as found in the models used for the de-
velopment of the research model. Each source of information corresponded to a research
question translated from the levels of the model. The model and questions collectively
provided context to answer the final research questions.
General Population Age Distribution

Age percentage distributions of the general population provided an overview of
the general population. The impact of the various age cohorts was important to under-
standing the context of work and family interfaces. Statistical Abstract Chart No. 1413
was used for this variable (U.S. Census Bureau, 1999). The percentages of the total popu-
lation in each age group contributed to the understanding of the ramifications of demo-
graphics.

Research Question 1. What were the trends in the general population age distribu-

tion data and how did these changes relate to the model during the 1970s, 1980s,

1990s, and cumulatively between 1970 and 1999?
National Culture

The context of the national culture was investigated through history books re-
viewing the century and millennium that were readily available during the time frame.
Information on books consulted was organized in Table 2.3.
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Table 2.3

History Books for National Culture Analysis

Title Author Date Content Type
What Everyone Should Know Axelrod, A. 1998 Articles on Major Events
About the 20" Century Phillips, C.

The Complete Idiot’s Guide Axelrod, A. 1999 Quick Reference to Major
to 20"-Century History Events

20" Century Day by Day Daniels, C. 1999 Time Line

The American Century Evans, H. 2000 Narrative and Short Articles
The 20" Century: An Illustrated Glennon, L. 2000 Hlustrated History

History of Our Lives and Times

The Timetables of History Grun, B. 1991 Encyclopedia History

A History of the American People  Johnson, P. 1997 Narrative

Millennium: Year by Year Mercer, D. 1999 Millennium Time Line

The New York Times: Norris, F. 2000 Articles Reprinted with Ex-
Century of Business pert Commentary

The People Almanac Presents Wallenchinsky, D. 1999 Milestones of Seemingly

the Twentieth Century

Inconsequential Facts

The review of these texts during the literature review phase was invaluable in de-

termining the meaning of contextual changes during the decades included in the study.

Information on social events, historic events, people in the news whose stories impacted

others, medical developments, and the general events that contributed to the cultural at-

mosphere defined each decade. Summary tables for each decade were included in Ap-

pendix C (1970s), Appendix D (1980s), Appendix E (1990s). In addition, a summary

sheet for each decade was included with research instruments for primary research par-

ticipants. When asked about the sheets as part of the questionnaire, 86% responded that it
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helped them to recall the particular time period. Due to the extensiveness of the material,
the Appendix tables were the format of the presentation of the material in this study.
Research Question 2. What were the significant events that reflected national cul-
ture and expectations that impacted the model in the 1970s, 1980s, 1990s, and
cumulatively from 1970 to 1999?
Executive Government Context
The political venue was one of the national system variables that influenced the
work and family systems levels of the model. An overview was derived from the history
books (Table 2.3) used for the Research Question 2 or the National Culture context.
Research Question 3.What were the events at the executive government level that
impacted culture and the expectations in the 1970s, 1980s, 1990s, and cumula-
tively from 1970 to 1999?
Federal Legislation Context
The Committee on Techniques for the Enhancement of Work Performance sum-
marized the problems for human resources at the end of the 20th century (1999, pp. 17-
18). Many of the basic laws and regulations reflected influences from the New Deal leg-
islation for organizations and work structures of a different time frame. Regulations ex-
panded in number, scope, range, range of issues addressed, and complexity since that pe-
riod. A 1976 estimate reported that the number of regulatory programs administered by
the U.S. Department of Labor (DOL) expanded from 43 in 1960 to 134 by 1974 and con-
tinued to increase in number.
The legislation included laws affecting work, HRM, and family interface. Inten-

sive investigation of these laws was beyond the limitations of this study. Each decade

chapter included a summary table of the pertinent laws passed during the respective time
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frame. Literature from the various literature review sources addressed HRM issues with
specific legislation was reviewed in each chapter.

Sources for the legislative information included United States Code Service
(1999) and internet sources. The sources were derived through searches on databases and
search engines. The most consistently used source was Cornell’s Legal Information Insti-
tute (2001) and Lexus-Nexus (2002).

The date of publication determined the location of the reference. For instance, the
Occupational Health and Safety Act (1970) created the Occupational Health and Safety
Administration (OSHA). Although it became law in 1970, numerous articles throughout
the time frame addressed OSHA concerns. Therefore, changes in the laws or changing
perceptions about laws was incorporated into the research findings for each decade.

Research Question 4. What was the significant legislation at the federal level that

influenced the model in the 1970s, 1980s, 1990s, and cumulatively from 1970 to

19997

Research Question 5. What were the perceptions on legislation and influences on
the model from the literature review on legislation and human resources?

The U.S. Supreme Court Decisions Context

The Supreme Court decisions interpret the intent of the federal legislation system.
Each chapter included a table of the significant court decisions. The discussions on indi-
vidual cases were limited due to the scale of this study. Although HRM journals covered
some reactions to decisions, this information was not included in this study. Individual
state laws and lower court decisions influenced operations in the context of legislation.

The inclusion of the history of some of these decisions was beyond the scope of this pro-
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ject. The Cornell University Legal Information Institute website on Supreme Court deci-
sions and Find Law for Legal Professionals (2002) provided information for cases.

Research Question 6. Which Supreme Court decisions impacted the model during
the 1970s, 1980s, 1990s, and cumulatively from 1970 to 1999?

Union Activities from Literature Review

Union activities included information on strikes from history books, information
on collective bargaining and labor organizations from the review of Monthly Labor Re-
view, and articles from the human resource journals on the impact of labor on work
operations.

Research Question. 7. What significant union activities investigated in the

literature review of the 1970s, 1980s, 1990s, and cumulatively that influenced

the model?
Economic Context

Economic components included information on recessions and general economic
activity from the National Bureau of Economic Research (NBER), Consumer Price Index
(CPI) activity, and narrative summaries in each decade chapter from the literature review.
The National Bureau of Economic Research [NBER] (2001) started in 1920 as a private,
nonprofit, nonpartisan research organization dedicated to promoting a greater understand-
ing of how the U.S. economy operated. Although media and economists follow the CPI
and other indexes, it is the NBER that evaluates the contextual meanings of various op-
erators and determined the state of the economy. The NBER stated that two consecutive
quarters of decline in Gross National Product (GNP) did not translate as a recession.
There were contextual issues that required consensus through evaluation. The NBER de-

fined a recession as a period of significant decline in total output, income, employment,
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and trade typically over a time frame of six months to a year with widespread contrac-
tions over economy sectors. Monthly Labor Review, business journals, and HRM journals
addressed economic issues relative to respective perspectives and meanings. This infor-
mation was collected and analyzed during the ongoing literature reviews from these
sources and included in this section to provide contextual meaning to the economic
events.

Research Question 8. What were the significant economic changes and events in-

fluencing the model during 1970s, 1980s, 1990s, and cumulatively as determined

by NBEA and literature reviews?
Consumer Price Index (CPI)

Statistical Abstract Chart No. 1435 was used for the CPI data (U.S. Census Bu-
reau, 1999). Media reported the changes in the CPI on a monthly basis. The data points
were plotted for individual decades and cumulatively for the 1970 to 1999 time frame. In
addition, CPI information from the cumulative literature review was included as appro-

priate within the decade chapter framework.

Research Question 9. What were the changes in the CPI that impacted the model
in the 1970s, 1980s, 1990s, and cumulatively from 1970 to 1999?

Work Systems Level
Standard work practices changed during the 1970 to 1999 timeframe as a result of
technology, changes in HRM, economics, and changing workforce demographics.
Groups of people who traditionally did not participate in the workforce such as women
with small children and people with disabilities became part of and contributed to the

workplace culture. The role of human resource management (HRM) in the interface be-
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tween work and home policies was an important contextual element. The employment
rates supported the understanding economically on how U.S. measured employment.
Employment Information

The unemployment rate was an important statistic during the 1970-1999 time
frame. Changes in the unemployment rate impacted the job market, the types of perks or
benefits such as flextime available to employees, and the expectations of employees to
find a suitable work environment. Each decade chapter included a plot of employment
data and a cumulative plot summarized the changes across the 1970 to 1999 time frame.
Godbout (1993) reported that U.S. employment growth was the highest of any of the in-
dustrial nations during the 1970 to 1999 time period. This growth was a factor of demo-
graphics and changes in legislation, technology, and types of available work. Statistical
Abstract Chart No. 1430 was used for this variable (U.S. Census Bureau, 1999).

Research Question 10. What were the employment percentage rates for 1970s,

1980s, 1990s, and cumulatively and how did the data influence model interac-

tions?
Human Resource Management (HRM) Literature Review

The overview of the human resource management literature focused on profes-
sional journals as per Table 2.2 but also included other human resources and professional
business journals. The HRM literature review included topics related to flextime and
HRM issues. Themes of trends were followed and linked to aspects of the other model
levels as possible.

Research Question 11.What were the significant issues from the HRM literature

review that influenced the model during the 1970s, 1980s, 1990s, and cumula-
tively from 1970 to 1999?
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Narrative on Alternative Work Arrangements

Throughout the literature review process, a number of articles appeared to focus
on flexible work but were other variations of work practices changing traditional work
practices. Several work arrangements were considered flexible in practice but were not
flextime as defined for this study. Some sources considered these options alternative
work arrangements (AWA) or flexible work options. Often flextime was a category of
AWA in publications. The change from traditional hours, timing, and place of work was
one of the developments during this time frame. Examples included part-time work,
compressed workweek, job sharing, and contingent or temporary work positions. There-
fore, each chapter included literature descriptions on other alternative work practices to
provide context for the various changes in work arrangements during the time frame.

Research Question 12. What information from the literature review on alternative

work arrangements (AWA) of the 1970s, 1980s, 1990s, and cumulatively influ-

enced the model?
Narrative on Flexible Work Literature

All of the articles gathered for Research Questions 12 (AWA), 14 (HRM Flextime
Title Counts), and 15 (Management and Business Flextime Title Counts) were collected
and reviewed for this section of the study. Other sources reviewed and summarized in-
cluded books, book chapters, reports, and events. The process for this section tracked the
development of the language and context for flextime independently and as part of AWA.
The historical method of content analysis (Beringer, 1978) applied to data collection on

the incidences and content of articles on flextime or flexible work arrangements.
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Research included data base searches physical review of the journal table of con-
tents as recommended by Beringer (1978) and Stewart and Kamins (1993). The physical
review method provided the opportunity to review content and references for additional
sources. Bibliographical research of articles conducted during this period determined key
researchers and their principle works that supported analysis of literature trends. During
these searchers, evaluation of articles on pertinent variables such as legislation and hu-
man resources trends transpired.

Research Question 13. What aspects of the evolution of flextime researched

through the analysis of the flextime literature reviews from the 1970s, 1980s,

1990s, and cumulative literature influenced the model?
Flextime Title Count From Human Resource Management (HRM) Journals

After careful analysis of the flextime articles used to answer Question 13, the arti-
cles deemed flextime were included as references and counted to answer Questions 14
and 15. The determination of the count of each article was made if the title and content
were flextime. Each decade chapter included a table on title counts and a summary of the
data. In the cumulative findings chapter for 1970 to 1999, a table of the counts for the
time period presented a visual for ascertaining any relationships between the literature
counts and the other model data variables.

Research Question 14. What were the counts of articles in major HRM journals

specifically entitled or subtitled flextime or flexible working hours for 1970s,

1980s, 1990s, and cumulatively during the 1970 to 1999 time frame? Where there

any trends from the review (and graphic plot) of the counts that reflected the
trends identified in the model variables?
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Flextime Title Count From Management and Business Journals

From the flextime literature review, there were a number of articles written in
other types of journals such as Monthly Labor Review, Academy of Management, Har-
vard Business Review, and several psychological journals on flextime. From article re-
views for the pilot chapter on the 1970s, there was some evidence of a trend in the timing
of the publication of articles. The flexible work schedule articles counted in this section
were analyzed for the flextime narrative. Each decade chapter contained a table with fre-
quency counts on the journal titles. Cumulative numbers were tabulated for comparison
in the 1970 to 1999 chapter.

Research Question 15. What types of journals other than HRM published flextime

articles and were there any trends from count of flextime titles from the 1970s,

1980s, 1990s and cumulatively that reflected the trends identified in the model

variables?

Family Systems Level

Family systems changed dramatically during the 1970-1999 time frame. During
the initial stages of this project, research on various types of data determined the vari-
ables potentially illustrating interrelationships, family impacts, and the research model.
Data collection included information from (a) the Cost of Living Index from CPS on
household income, (b) household composition from CPS, (c¢) marital status by decade
from the General Census, and (d) literature review on the family.
Household Incomes Shifts

Family income determined the goods and services available for purchases at the
family level. The perception of the amount of income and the actual income purchasing
power influenced household financial decisions. Since the CPS is self-reported, the per-
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ceptions about income reported were important. Literature and common sense dictated
that the needs for income influenced the work participation decisions of families. Money
Income of Families in Current and Constant (1998) Dollars from Statistical Abstract
Chart No.1427 was used for this variable (U.S. Census Bureau, 1999). Summaries and
data plots included both current and constant dollar amounts for each decade. Cumulative
data in the conclusions demonstrated the overall changes in the real (adjusted or constant)
and perceived (current) income data.
Research Question 16. What were the changes in current and constant incomes
for households in 1970s, 1980s, 1990s, and cumulatively that influencing model
variable interactions?
Household Composition Shifts
The composition of households changed during the 1970 to 1999 time frame. The
percentage of homes with children changed. Information from the literature review sup-
ported some of the ramifications of the changes. Statistical Abstract Chart No. 1419 was

summarized in each decade chapter of findings (U.S. Census Bureau, 1999).

Research Question 17. What were the changes in household composition in the
1970s, 1980s, 1990s and cumulatively that supported model interactions?

Marital Status Shifts

The published martial status and divorce reflected American perceptions about
families. Marriage and divorce counts from Statistical Abstract Chart No.1418 were used
for this variable (U.S. Census Bureau, 1999). Summary information included in each
decade chapter of findings was supported through the literature review on work and

family.
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Research Question 18 What were the shifts in martial status in the 1970s, 1980s,
and 1990s and how did it impact the model?

Narrative on Family Literature

Extensive literature on work and family interactions included information specifi-
cally on flextime, time conflicts, and the impact of dual-career life styles. The systems
interface with flexible work arrangements and family impact from family studies litera-
ture was extensive. Data base searches performed using Boolean search tools limited the
literature to family and work interface. Issues such as family care and housework were
identified. Each decade was a separate section and the date of the publication determined
the location within the research model. The family changed during the time frame and the
family literature supported the shifts.

Research Question 19. What were the trends from the literature review on family
(and work) 1970s, 1980s, 1990s and cumulatively that influenced the model?

Individual Systems Levels

There were a number of approaches considered to represent the micro-system is-
sues for the study. The data variables included for the three decades included educational
levels, life expectancy, Consumer Confidence Survey data, literature on topics summariz-
ing issues for working adults, and a research project that collected data from individuals
representing the median working age for each decade.

Under Bronfenbrenner’s (1979) model, some of the information in this section
was exosystem level interface such as educational levels and life expectancy calculations.

For the convenience of organizing this section of the research, both exosystems and
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microsystems were organized under individual systems. The Consumer Confidence Sur-
vey (CCS) would be a collection of mesosystem perspectives from individuals
reflecting microsystem combinations of interactions to the economic impacts on respond-
ing individuals. The individual participant responses reflected microlevel (individual
data) and mesosystem levels of life, work, and family in historical context.
Educational Level Shifts

The average educational level of individuals shifted significantly during the time
frame. Education as an individual and cohort determinant influenced opportunities for
work and social class advancement. Figures of the data charts were included in each dec-
ade chapter. Statistical Abstract Chart No. 1426 was used for this variable (U.S. Census
Bureau, 1999).

Research Question 20 What were the changes in educational levels and what in-

formation from the literature related the changes to the model for the 1970s,

1980s, 1990s, and cumulatively?
Life Expectancy Shifts

The media and medical cultures promoted that the life expectancies for Ameri-
cans were rising throughout the time period. There were published expectations impact-
ing work and retirement projections and the family obligations of parents and others that
related to this information. Additional information from literature review as was included
with the summary of the data in each chapter. Figures with the plot of this data were in-
cluded in each of the decade chapters and the summary chapter analyzed the trends in
context to other model variables. Statistical Abstract Chart No. 1421 was used for this

variable (U.S. Census Bureau, 1999).
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Research Question 21.What were the changes in life expectancy during the 1970s,
1980s, 1990s, and cumulatively?

Consumer Confidence Survey (CCS)

National Family Opinion (NFO) collected and tabulated monthly figures for The
Conference Board Consumer Confidence Survey. Each decade chapter included a char
with the data collected during the time frame. For example, during most of the 1970s,
data were collected bi-monthly and monthly for the remainder of the time period. A
yearly summary table for the cumulative years (1970-1997) graphically summarized in
the cumulative findings section to illustrate the data over the time period.

Research Question 22.What were the changes in the Consumer Confidence

Survey during 1970s, 1980s, and 1990s and what were the interrelations with the

model?

Literature Review on Individual Level Context

During the course of the literature analysis on family and work, sources collected
included on the issues facing individuals regarding retirement (related to life expectancy),
educational changes (related to cohort trends), and general cohort information on the
Baby Boomers. The Baby Boomers generation impact created tremendous shifts in other
systems of the model throughout this time frame. Due to the size of this project, work and
family sections incorporated literature found for this section. The information was sum-
marized in the 1970 to 1999 cumulative chapter.

Research Question 23.What information from the general literature review of the

1970s, 1980s, and 1990s was associated with changes in cohorts that impacted the
model?
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The research questions presented to this point were based upon secondary data
sources. From the information in Table 2.1, the primary data provided the individual per-
spective on work, work and life balance, and the changes in work from different groups.
The purpose of this data was to provide the link to the interrelationships as recalled by
people representing the median age at the middle of each decade.

Primary Data From Individual Perceptions and Model Application

Credible and informed primary data sources enhance the validity of historical re-
search. The scope of this study did not support the use of extensive interviews however,
the key questions provided perspective and definition to the information from the secon-
dary data. In other respects, this study provided a framework of trends impacting a num-
ber of HRM variables during the time frame for building upon the model. The opportu-
nity to present reflections on the topic from the individual perspective was a critical com-
ponent of the model validity. The contextual meaning recall and mesosystem perspective
of the individual were important.

In defining the group for individual analysis, it was determined that the median
ages workers for the midpoint years of each decade (1975, 1985, and 1995) were the tar-
get participants. Using the range of plus or minus three years from the median age pro-
vided flexibility in data collection. This process defined the cohort or group for analysis
as described earlier. The goal was 10 participants per age group.

Research Question 24. What were individual worker perceptions (recall) about
[flexibility, work, and family in each decade?
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Philosophical Direction for Primary Data Collection

The philosophies of Terkel (1972;1997) provided a philosophical direction. Par-
ticipants talking about their everyday experiences provided “rich data” on perception and
context. Terkel (1972) maintained that people’s perceptions about their work, how they
worked, and how their work influenced personal lives were real and viable. Extensive
interviews across a defined cohort were considered. However, in the scope of this study,
Terkel’s philosophies were used to formulate the question about how people perceived
the changes in their work (and flextime) across time.

This study was a demonstration of how contextual variables influenced the devel-
opment of a historic trend. The overall picture was the goal. Therefore, a process to
gather information from individuals was developed and administered as described below.
A qualitative research approach as suggested by Miles and Huberman (1994) defined the
process of development and implementation of the investigation of individual perceptions
about flexible work arrangements and their contextual variables for each of the three dec-
ades. Various examples and influences from readings guided the development of the re-
search instrument. Miles and Huberman suggested a checklist for the formation of a
qualitative study. Major points included:

(a) the relevancy to the conceptual framework, (b) can the phenomena ap-

pear in process, (¢) can the data enhance the other aspects of the study, (d)

are participant explanations viable, (e) is the sampling plan feasible

(money, time, access to subjects, research work style), and (f) are the sam-

pling procedures ethical (p. 34).

Miles and Huberman (1994) suggested that the researcher develop his or her cus-

tom instrumentation from the conceptual framework and background investigation.
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Instrumentation was developed reflecting the model and questions perceived to relate to
the emergence of flextime after collection and initial review of secondary sources.
Human Subjects Procedures

Human Subjects Form A was used as part of the requirements for dissertation
work at The University of Tennessee, Knoxville. Forms were completed and approved
through proper channels. Each participant received a letter of request explaining the pro-
ject, consent forms, a history sheet on significant events for respective decade, participant
forms to complete for demographic information, and a questionnaire. Copies of the re-
search instruments were included in Appendix F

Data Set Calculations and Definition

Staff at the Census Bureau calculated the median ages for the civilian workforce
in 1975, 1985, and 1995 as the result of personal communication with A. Mosisa and H.
Fullerton (personnel communication, June 8, 2001). The median age was 35.8 years in
1975, 35.2 in 1985, and 37.9 in 1995. An overview of the cohort information was pre-
sented in Table 2.4

The overall study was a demonstration of the process of historical methods in the
field of HRM. This section of the study applied qualitative techniques and asked partici-
pants to recall information about their respective work and life situations at a particular
data. A sample of convenience was used to facilitate the process. More than 200 people
were contacted and 50 responded. Several agreed to participate in the study and declined
to continue after receiving the research instruments. Reasons included time limitations

and family obligations. Various types of workers from across the country were contacted
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Table 2.4

Participant Demographic Synopsis

Number of . Median 2001 Age
Cohort  Decade Participants Median Age Age Range Range
One 1970s 11 35.8 or 36 33-39 59-65
Two 1980s 11 352 0r 35 32-38 48-54
Three 1990s 14 379 or 38 35-41 41-47

through friends, family, work associates, and professional organizations. Beringer (1978,)
stated that “historic research is a forum or opportunity to ideas in context and large num-
bers are not important” (p. 198). A total of 35 responses comprised the final data set.

The traditional research approach to the family and work interface focused the se-
lection of a work community such as an organization or a professional group and admin-
ister a questionnaire on perceptions. Although several companies were potential data col-
lections sites, the process described above and expanded below was used to access par-
ticipates from various locations and work situations. Headd (2000) wrote that more than
half of American workers worked for smaller organizations. If a single site had been
used, the data would have reflected fewer types of experiences. Participants responded
from larger and smaller organizations and shared their perceptions to the questions con-
textually. Occupations for participants included human resource management, profes-
sionals such as architecture, engineering, and geology, clerical, banking, non-profit man-
agement, higher education, sales, self-employment, and medical services.

Cohort Data Collection
Distribution of instruments included regular mail, personal delivery, and email.

Participants who did not have computer access or who indicated that they felt uncomfort-
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able with electronic transmittal received paper copies. Participant request determined the
type of file. Several of the participants indicated that they would participate only if they
could use email for their responses and communication. Email responses were received
from 53% of the total participants.

Data collection occurred over the summer months of 2001. The research design
called for a multi-step process to gather data from participants. Individual interviews
were planned. During the course of asking participants, many indicated that they did not
feel that they had time to sit down for an interview. To secure participants for the data
collection, participants filled out the participant form, consent form, and interview ques-
tions at their own (time) convenience. Deadlines for return were based upon individual
schedules but supported a September closure to data collection. The response rate in-
creased considerably with this approach. Many of the completed responses included notes
to call them if the process necessitated additional information.

Participants from the Nashville area, the Knoxville region, Chattanooga, Ala-
bama, Texas, and Oklahoma agreed to participate as professional favors. Family contacts
collected data from Michigan, northern Virginia, Tri-Cities region in Tennessee, south-
west Virginia, Chicago, and St. Louis. Personal friends from New York City, St. Louis,
Knoxuville, and Seattle participated in the data collection and others accessed participants
from Pennsylvania and Knoxville. A total of 35 responses were received in a six-week
period. One response was dropped due to sampling errors. Two responses were returned

in late September due to schedule conflicts. The late returns were included because both
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of them were from Cohort One and their responses were needed for the required number
in each group as per the design.

Responses received through email were saved to two secure locations. Printouts
were made for record keeping. Hardcopy responses were transcribed for the summation
and kept with the other responses. All responses and consent forms were filed by research
participant number and pseudo name in locked files keep at the researcher’s home as per
Human Subjects.

Analysis of Primary Data

Each participant’s participation sheet was entered into a table for analysis on
demographics. Column designations included participant number, state of residence at
designated time frame, current age, designated time age, sex, education level at desig-
nated time frame, education level currently, children, marital status, occupation at desig-
nated time frame, and when appropriate occupation information at later time designation.

About half way through the data collection, a participant asked about the time
frame for education. The timing of education was not incorporated into the participant
response sheet. However, most of the respondents included that information in their an-
swers and a column was added to the analysis tables. The cohort demographic summary
information was included in each decade chapter. Information from the individual re-

sponses incorporated into chapters provided the individual perspective on the data issues.
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CHAPTER 3
THE 1970s: THE DECADE OF CHANGE

During the 1970s, many social, political, and economic changes challenged
America, American workplaces, American families, and Americans as individuals. The
influences of the various systems interactions caused multiple changes. When one
considered the ramifications of the Baby Boomer generation, the oil crisis, the
proliferation of service based positions, and changes in family systems, the message was
clear. A number of events took place that changed the face of America and started the
movement towards the 21st century.

National Systems Variables Influencing the 1970s

The national context during the 1970s shifted tremendously. All of the research
model variables under this section changed from previous levels of perceived stability of
the 1950s and 1960s. Events and situations altered the work systems and family systems
during the1970s time frame. However, the macrolevel or national systems impacts were
more catastrophic in short term and long term affects.

General Population Age Distribution Shifts Between 1970 and 1979

During the 1970s, the age distributions for the general population shifted as the
last of the baby boom generation went through adolescence as illustrated in Figure 3.1.
The birth rate fell during the 1970s and the percentage of children under the age of five
diminished over the course of the decade. Baby Boomer impacts illustrated by the
significant dip of the 5-14 age group percentages, the gradual increase in the 15-24 age

group percentages, and the sharp increase in the 25-34 age group percentages over the
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Figure 3.1. General population age distribution between 1970 and 1979.

decade were significant. The population percentages for 35-44 group dipped slightly but
recovered over the decade. A small decrease was seen in the 45-54 age group
percentages. Slight increases in the over 55 age groups indicate gradual increases in life
expectancy and medical advancements.
National Culture Context Between 1970 and 1979

Significant events reflecting political, economical, social, and recreational aspects
of the American culture during the 1970s are shown in Table C.1 in Appendix C. The
events of the next section on executive government were derived from Table C.1 and the

other historical references listed in Table 2.3.
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Federal Executive Government Context Between 1970 and 1979

President Richard Milhouse Nixon, the 37" President of the U.S., served from
1969- 1974. His Vice-President was Spiro Agnew who after their reelection in 1972
resigned in early 1973 for income tax evasion. During the 1972 campaign, the Watergate
Scandal started with the capture of five men at the Democratic Headquarters. Johnson
(1997) wrote that the liberal media had been pursuing Nixon since the 1950s.

Nixon’s administration contained many significant accomplishments such as the
reestablishment of diplomatic relations with China, the Paris Peace Talks, and strategic
summits with Moscow. However, Nixon’s knowledge of Watergate and his resignation in
1974 to avoid impeachment shadowed him for the rest of his life.

Gerald Ford became Vice-President with Agnew’s resignation. When Nixon
resigned, he became the 38th President in 1974. Ford pardoned Nixon and tried to fight
the mounting inflation. The national unemployment rate caused him to loose the 1976
Presidential election.

James (Jimmy) Carter was the last president of the 1970s. He was the first
Democrat to be elected from the Deep South since before the Civil War. Carter was a
peanut farmer and the Governor of Georgia. The legacy of his office was the Camp David
Agreements leading to peace between Egypt and Israel. The economic conditions of the
economy impacted Carter’s office tenure. When the Organization of Petroleum Exporting
Countries (OPEC) raised oil prices in 1979, he called the action the “moral equivalent of
war” (Johnson, 1997). In November 1979, Iranian student militants attacked the U.S.

embassy in Tehran, Iran and took American citizens as hostages. The events leading to
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their freedom in 1980 did not help the public perceptions about Carter. In addition, in
protest to Russia’s invasion of Afghanistan, he imposed a grain embargo and boycotted
the 1980 summer Olympic Games in Moscow.

The Presidential leaders of the 1970s influenced and reacted to greater events of a
complex and changing country and world. Each made mistakes and encountered external
events beyond his scope.

Federal Legislation Context Between 1970 and 1979

There were numerous bills passed in the 1970s influencing work and family. This
section includes a review of literature. A comprehensive table of legislation was included
in Table 3.1.

One of the legislative battles of the 1970s was the Equal Rights Amendment
(ERA). In March of 1972, the Senate passed the ERA (Daniels, 1999, p. 1044).

In July of 1978, more than 100,000 marched in Washington for an extension on state
ratification (Daniels, 1999, p. 1141). In October 1978, the Senate extended the deadline
for passage by the states from March 22, 1979 until June 30, 1982 (Grun, 1991, p. 591).
Fineshriber (1979), in writing about the inequalities of unemployment insurance
provisions for women, discussed the legal implications of the anticipated passage of the
ERA. By the end of the century few people discussed the ratification of ERA.

The Occupational Safety and Health Act of 1970 passed to protect American
workers and create standards for improvement working environments. The act created

safer working conditions and continued through the Occupational Safety and Health
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Table 3.1

Significant Legislation in the 1970s

Title and Year Code Summary

Occupational Safety | 5 USCS Enacted to ensure so far as possible every working man

and Health Act of §§ 5108 and woman in the nation safe and healthful working

1970 conditions. Established the Occupational Safety and
Health Administration (OSHA)

Holiday Pay Act of | 5 USCS Designated three-day holiday weekends for Federal

1971 6103 a employees. Many private groups followed with closings.

Equal Employment | 5 USCS §§ | Amendments to Title VII Civil Rights Act of 1964

Opportunity Act of | 5108 Amendment gave the Equal Employment Opportunity

1972 Commission the right to sue employers for
discrimination.

Vocational 29 USCS Law provided increased opportunities for employment

Rehabilitation Act §§ 710-709 | and supports for people with disabilities.

of 1973

The Privacy Act 5 USCS § | Provide certain safeguards for an individual against the

of 1974 552a invasion of personal privacy. The act was limited to the
federal government and only applied to private industry
under contract with a federal government department.

ERISA 29 § 1001 | Created guarantees for vested pension holders with

Employee nt. companies. Created IRA accounts for employees without

Retirement Income pension plans.

Security Act of 1974

1978 (ADEA) 29 USCS Eliminated, over time, mandatory retirement at age 65.

Amendments to §§ 621 nt. | Mandatory retirement in the private sector was prohibited

Age Discrimination before age 70 and at any age for most Federal employees.

in Employment Act

of 1967

Federal Employees | USCS §§ Federal Agencies were instructed to investigate and try

Flexible and 6101 et alterative work arrangements for a three-year trial

Compressed Work seq. period.

Schedules Act of

1978

Federal Employees Public Law | Acknowledged permanent part-time as means for certain

Part-Time Career 95-437 groups to find employment/to provide increased career

Employment Act of opportunities for part-time. Opportunities to transition to

1978 retirement, people with disabilities and those needing
shorter employment time like students.

Labor Management | 29 USCS Authorized labor-management committees to improve

Cooperation Act of | §§ 173 cooperation through government assistance.

1978

Pregnancy 42 USCS § | Amendment to the Civil Rights Act (1964). Question if

Discrimination Act 2000e. definition of short disability for pregnancy as compared

of 1979

to longer-term for accidents was discrimination.
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Administration (OSHA) to change working environments throughout the remainder of
the 20th century.

Reynolds (1978) called the Occupational Safety and Health Act (1970) one of the
most widely applied federal laws impacting business covering over six million employers
and over 60 million employees. The act affected nearly every business in the country
with 2,200 agency inspectors. Concerns about inspected included possible violation of
Fourth Amendment rights.

Ashford (1975) evaluated worker and safety conflicts. Four areas of concern
existed: (a) management’s desire to minimize costs and maintain control and worker
desire for wages, benefits, and job security, (b) insufficient data base on the nature and
extent of health hazards in the workplace, (c) differences between perceptions of fairness
in public policy and appropriate limits, and (d) disconnect between various organizations
with information and resources. The differences between safety hazards with immediate
impact and health hazards with long-term ramifications caused confusion. Occupational
illnesses such as cancer did not affect the workforce consistently. The National Safety
Council estimated the total cost of occupational hazards at $15 billion in 1974 (p. 8).

Occupational hazard awareness changed in the 1970s with OSHA (1970) The
case of Karen Silkwood drew national attention and her estate received $10.5 million for
her disclosure of low radiation exposure to nuclear plant workers (Daniels, 1999, p. 1155;
Grun, 1991, p. 592). Increased numbers of people developed awareness of the impacts of

hazardous working (and living) conditions during the time frame of this study. Residents
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of Love Canal in New Jersey living in a subdivision constructed over a former toxic
waste dump suffered long term impacts from insufficient regulations on companies.

Reis (1975) described the first three years of OSHA as developmental with many
problems. Those years made significant progress toward assuring safe and healthy
workplaces for Americans. The development of the employer self-inspection was an
important goal of the program and on-site citations were used only to ensure compliance.
Seymour (1973) examined the role of state development of programs under OSHA with
the intention that state approved programs phased out federal inspections. Namee (1978)
wrote the chapter for the ASPS Handbook of Personnel and Industrial Relations on
occupational safety and health.

The passage of Employment Retirement Income Security Act (ERISA) of 1974
supported pension planning for American workers. Frumkin and Schmitt (1979)
discussed the annual review of 131 pension plans by the BLS. When they compared the
number of plans meeting ERISA age and service requirements, all but one of the plans in
1978 met the criteria compared with 50% in 1974. The changes in the benefits formulas
increased the average projected typical retirement benefit 20.6%. However, the
Consumer Price Index (CPI) rose 23% between 1974 and 1978 and the projected
retirements gains were less than inflation.

Stott (1971) described the process of the early hearings for the development of a
pension plan. Legislators promoting ERISA (1974) heard numerous accounts of
retirement disasters impacting workers throughout the country. Stott considered the

wording as an important testimonial of the intent of the act. “Protect allowed the
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legislation to surround the participants with legal defenses for the protection of vested
rights” (p. 300). The act recognized employees as pension plan participants with two
sources of income. During working years the employee received wages and upon
retirement, pension income. The worker gained a legal right as a vested member not to
lose vested interests regardless of continued employment. Finally, ERISA legislation
acknowledged many employees did not have pensions and created the Individual
Retirement Account (IRA) with tax benefits.

Buppert (1979) considered ERISA (1974) compliance as an automatic bridge in
the employee communications gap (p. 179). Everyone covered under either a pension or
benefits plan had a right to full understanding of the language and provisions of his or her
plan. Advice to HRM included complete record keeping and not to panic since most of
ERISA consisted of restatements of common law and earlier legislation.

Sullivan (1978) described the Amendments in the Age Discrimination in
Employment Act (ADEA) of 1967 passed by Congress in 1974. The intent was to create
a federal standard for mandatory retirement to eliminate some of the confusion created by
state laws following the 1967 law. Predictions on the ramifications were included impacts
on retirement funds, Social Security, and employee insurance coverage after age 65.

Linenberger and Keaveny (1979) described the ADEA (1974) prohibitions as
being nearly verbatim from Title VII except for the substitution of the word “age” (p. 87).
The act did not restrain any hiring practices on applicants under the age of 40 or over the
age of 70. Job descriptions for advertisements could not include any specific age-related

language. This act impacted the typical hiring process.
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The Privacy Act of 1974 covered federal departments and private industries under
contract to federal departments. The Privacy Act applied to federal agencies that
maintained records on individuals. Records included any information or items about
individuals including education, finances, medical history, criminal history, and
employment history. The purpose was to control dissemination of information between
agencies. Benson (1978) outlined how the act would change HRM and the necessary
records that must be kept to provide goods and services for workers.

Koch (1998) reported that Congress enacted the Federal Employees Flexible and
Compressed Work Schedules Act (1978). Reportedly to cut down on traffic congestion,
part of the intent was to reduce overall consumption with the energy crisis. As a trial
program, the intent was to allow for additional family or personal time. Overtime pay
options included cash or paid time off. Reduced absenteeism and increased productivity
results encouraged Congress to reauthorize it in 1982. In 1985, the act was made
permanent and it was extended to state and local workers officially.

The passage of the 1978 Federal Employees Flexible and Compressed Work
Schedules was significant. By promoting flextime options, the support of the government
influenced private sector employers. President Carter supported the act to conserve
energy and to encourage long-term employment options for women in government.
Opportunities for research on flextime increased with the number of public sector trials
and standardizations in operations helped the reliability of studies.

Greenlaw and Foderaro (1979) provided the history of the evolution of the

Pregnancy Discrimination Act (PDA) of 1979. The passage provided clarification of the
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Civil Rights Act of 1964. Typical pregnancy leaves were six weeks and temporary
disability leaves were 26 weeks. Several attempts to address the differences through the
court system prompted the U.S. Supreme Court to invite Congress to define through
legislation the clear intent of the law. The PDA financially affected industries with higher
concentrations of women and penalized those who had hired more women due to
affirmative action. Employee impacts included rising health care costs, burden of
contributory plans on income, and the possibility of temporary disability leave changes.
Lines (1979) explained three limitations to the law. First, pregnancy benefits competed
with other benefits for employees in order to cover costs. Secondly, by limiting the PDA
to Title VII, companies covered under Title VII had previously adopted a comprehensive
disability plan and this diminished the intent. And lastly, the author contended the PDA
promoted economic benefits for having children in an already overcrowded world.
Adjustments to pregnancy in the workplace required time and successful exposures.
Anderson (1979) provided advice to HRM in prevention of health problems in pregnant
workers.

Beller (1977) conducted a study on the impact of Title VII of the Civil Rights Act
(1964) on women’s earnings. They projected that women’s wages were 4.7% higher than
they otherwise would have been without the legislation enacted between 1967 and 1974,
Increases were more significant after the passage of 1972 Amendments to Title VII that
allowed the Equal Employment Opportunities Commission (EEOC) to sue employers for

discrimination.
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Finally, there were approximately 18 acts passed by Congress during the 1970s
pertaining to energy and energy conservation. The impact of the energy crisis created
new legislation to address alternative sources and savings of current resources.

The U.S. Supreme Court Decisions Context Between 1970 and 1979

The single most important United States Supreme Court decision during the
1970s was the ruling on abortion in Roe v. Wade 410 U.S. 113 (1973). The ramifications
of the emotional impact of this case on the American public continued throughout the
remainder of the 20th century. Abortion doctors were murdered, abortion clinics were
bombed, and women seeking abortions were harassed by angry pro-life supporters. Each
appointment to the Supreme Court prompted legal discussions across media formats on
the future of the historic 1973 ruling. According to Axelrod and Phillips (1998),
significant court decisions addressed rising concerns about equality and fairness. Table
3.2 summarized important Supreme Court decisions specific to HRM and family
concerns.

Union Activities Shifts From 1970s Literature Review

Various types of media publicized union activity during the 1970s. Human

Table 3.2

1970s Supreme Court Decisions

Year Title Listing Summary

1971 Griggs v. Duke Power 401 US. Un}awfu] discrimination against blacks in
424 hiring

1973 Roe v. Wade 410 US. E§tablished thg right for women to have a first
113 trimester abortion

1979 Steelworkers v. Weber 443 US. Adoptlon o.f quotas to eliminate racial
193 imbalance in the workplace
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resource literature on unions included issues such as the role of women, the impact of
inflation, and the emergence of the Baby Boomers into the workplace.

Many government employees joined unions during the 1960s (Cohany & Dewey,
1970). The work stoppages caused by strikes altered nonunion perceptions. Public worker
strikes started with the emergence of the general strike ("Flexible personnel," 1970). The
media provided national attention to teachers, sanitation and transportation workers, and
numerous other strikers affecting the daily lives of the American public. Two strikes
during the 1970s gained national attention: the 1970 U.S. Postal Service Workers strike
and the Lordstown, Ohio General Motors (GM) strike in 1972.

Shannon (1978) detailed the evolution of the postal workers strike. Many New
York City postal service workers’ households were dependent on moonlighting or dual-
incomes in order to sustain living standards. The strike interrupted mail service to most of
America because of support from other postal workers throughout the nation. Prior to
1960, many postal contracts included no-strike clauses, and there was a informal pride in
the service orientation of most workers. The irony of the strike was that President Nixon
called up army reserves to deliver the mail. Several of the reservists were postal workers
who had to work against their union.

The Lordstown GM strike received national attention. Norris and Bockelmann
(2000, pp. 219-221) considered this strike one of the most significant labor events of the
20th century. Many people paralleled the younger strikers in a critical General Motors
plant to the youth rebellions at universities during the 1960s and 1970s. Perceptual

differences included: (a) reduced work staff due to previous plant consolidations, (b)
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increased assembly line pace, (c) previous other plant closings impacting other union
members who were family and friends, (d) perception that increased pace was not
feasible for long term employment, and (e) younger, better educated worker concern over
boredom with repetitive tasks. After several days’ negotiation, the workers went on strike
and received some concessions. Norris and Bockelman stated “this strike became the
symbol of worker unrest in the 1970s” (p. 219).

Winpisinger (1973) commented on the events at Lordstown. Although the popular
press had made comparisons between the young workers and the rebellious youth of the
1960s and 1970s, Winpisinger contended they ignored the true nature of the complaints .
These young workers were striking for the same reasons as many strikers from previous
generations: decent wages, safety violations, increased speed of work, and poor working
conditions (p. 54). The media and management stereotyped the youthful strikers.

National events such as the oil crisis influenced union activities. Kassolow (1979)
detailed the impact of the oil crisis on coal miners. As the need for domestic sources of
energy increased, the United Mine Workers (UMW) unions included younger, better-
educated workers who demanded health and safety compliance from management. The
Baby Boomer generation strikes changed perceptions about the rights of workers in the
coal mines. There were numerous strikes and federal intervention.

Sloan (1973) challenged unions to promote the historic role of unions in wages
and working conditions. Most media exposure was negative. Kovach (1979) compared
unions to the military. He stated, “What they (unions) cause to happen may not be as

important as what they cause not to happen” (p. 850). Kovach continued that unions
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caused labor market competition by increasing area wages to keep unions out of
companies.

Kochan (1979) reported the results about union perceptions among American
workers from the 1977 Quality of Employment Survey. Most respondents believed that
unions were powerful, highly effective, and large. One-third of the nonunion respondents
stated that they would join unions if they could. Union members responded they were
satisfied with unions but wanted internal administration improvements.

Several authors questioned the need for unions in contemporary workplaces.
Some perceived that unions were archaic. Schrank (1979) summarized issues such as the
nature of management practices, the speed of technology, and the occupational shift to
more service based companies that impacted unions. In addition, Schrank questioned if
unions had accomplished their intended mission over time and if unions needed to
strategize for a different role in the future. Kovach (1979) summarized his opinion on the
current and future role of unions.

It is not as necessary for them (unions) to be as strong as they once were,

for the problems they are trying to correct are not as severe, and the

government has taken over part of their original role through various

pieces of legislation. (p. 850)

One of the issues surrounding the perceived need for unions was whether or not
unions were meeting the needs of the new workforce. Pestillo (1979) summarized the
changing demographics, life styles, and backgrounds of the Baby Boomer worker. The

context for unions changed as the demographics of the workforce changed with the shift

in the age distribution of the workforce.
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White (1975) explained the cautious union reaction to the HRM trend for the
humanization of the work. For unions, the two tenets of humanization, (a) work
dissatisfaction with limited job design and nature of work and (b) need for innovations in
job and work, threatened the decentralization of work created to control the labor
management relationship in the past. Some feared that humanization would break down
the layers of support for individual workers by providing fewer barriers with
management. The dichotomy was that humanization promoted more participation and
democracy. At issue was the determination of worker needs and perceptions.

Gluskinos and Kestelman (1971) reported a study conducted to determine the
perceptions of worker needs comparing union, nonunion, office, and supervisory workers
responses in clothing manufacturing plant. Plant workers and office staff reported the
importance of informal work relationships. Neither management nor union leaders
perceived that workers would list relationships as important needs. Most respondents
wanted job security. However, tenured union workers wanted more interesting work and
managers perceived that wages were more important to the workers than job security.
Management did not understand worker’s actual and perceived needs.

Cangemi, Clark, and Harryman (1976) reported an impromptu study on the
differences in personalities of pro-company and pro-union workers in a plant. Data
analysis supported three separate needs. Pro-company workers were concentrated on
achievement and endurance (two of the three needs). Pro-union workers were concerned
with succorance or the need for support, familial-type understanding in the workplace.

The authors stated that unions could gain entrance into companies by playing on the
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discontent of workers who felt that the organization did not reward or support them.
There were several problems with the study, including the absence of demographic
information on the workers tested.

The fear of unionization created many types of responses among HR
professionals. Kilgour (1978a; 1978b) provided suggestions for pre-union and union
campaign movements for readers of HR Magazine. Kilgour (1978b) stated there were
about 200 national and international unions and associations with a combined
membership of over 20 million workers. Flager and Schroeder (1976) outlined the
relationship between HR and unions as part of the ASPA Handbook of Personnel and
Industrial Relations. Dyer and Schwab (1982) provided a review of the relationship
during the 1970s and the impact on research agendas. Brett (1979) outlined three factors
to deter unionization: (a) senior management support for workers with action, (b) line
management informed by management and involved with workers, and (c) support staff
support, especially personnel.

Kheel (1973) wrote that the question facing unions was not whether or not
striking was outmoded but rather how could collective bargaining processes be improved.
Pollard (1973) reported on mediation arbitration as a positive improvement to reduce
collective bargaining tensions. The use of the mediator promoted more objective data for
analysis and created more open discussions.

One of the continued debates throughout the century was the difference between
union and nonunion wages. Ryscavage (1974) reported that the May 1973 CPS data

indicated that union workers made 20 to 25% more than nonunion workers from similar
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backgrounds in equal jobs. The higher end of the wage spectrum for union membership
was particularly salient for blue-collar male workers. The wage increases guaranteed by
contracts between 1968 and 1974 did not equal the increased in the CPI (Sheifer, 1979).

Secondary labor market pools caused tensions between unions and companies
(Piore, 1973). Unions shifted the cost of stabilizing the private sector labor market to
employers. As a means of survival, companies used subcontracting, temporary workers,
and “in-house” union probationary period to control labor cost flows. Piore described
union emphasis on wage guarantees and not employment security as dangerous practice.
The process created seniority practices and increased the use of temporary and other
secondary labor pools. He cautioned that women were more likely to work in secondary
labor market positions and that their needs were different.

For women, union membership and the women’s movement of the 1960s and
1970s often were in opposition to one another. Women’s movement participates typically
were from middle-income families with more choices economically and socially than
most blue collar and lower wage households. Raphael (1974) explained this group of
women was more interested in careers than in actual work issues. Blue-collar women
were more likely to be from working-class backgrounds and interested in quality of work
life rather than long term career issues. The wage differences between men and women in
unions was less than in nonunion positions with similar tasks. However, Raphael
cautioned that union industries were male-dominated and that the traditionally female

industries had fewer unions and lower wages overall.
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In many respects, unions were more paternalistic than participatory towards
women. LeGrande (1978) reported women accounted for more than one half of union
membership increases from 1956 to 1976. However, they did not hold leadership
positions in unions. There were cultural issues for women in the workplace. In some the
positions, older male workers did not accept the role of women in the workplace or in
leadership positions.

Baron (1991) summarized the impact of women on labor history. Before the
1930s, women participated in grass roots organizing activities. As union practices
formalized and became more linear, their support was not needed. The male dominated
culture supported traditional households. As women entered the labor force, the role of
women in the workplace received mixed receptions. The key was the supervisor or
manager of the female employee, union or nonunion.

Most union contracts included an anti-discrimination clause and pregnancy safety
was a concern in labor agreements (LeGrande, 1978). Dunlop (1978) described how
President Kennedy enlisted organized labor’s support to lobby for the employment rights
or Title VII in the Civil Rights Act of 1964. Hammerman and Rogoff (1976) described
the current labor stance as anomalous to the earlier support of the concepts. The problem
was the interpretation of liability in employment discrimination. A company hiring
minority workers could incur back pay losses but could avoid discrimination fines.

Bergquist (1974) stated women comprised one-fifth of union memberships.
However, in five of the nine industries where women constitute 40% of the workforce,

less than 25% of the females were union members. Large unions organized in late 1960s
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with membership drives in communication, garment industry, retail (sales clerks), and
education (teachers). Woman faced barriers in joining unions such as: (a) personal
problems such home responsibilities and a lack of confidence, (b) job related
discrimination against union members, and (c) unfamiliarity with the language and
culture of unions (p. 5).

Union mergers accelerated in the late 1960s and early 1970s. Janus (1978) stated
21 mergers involving 42 unions and employee associations occurred between July 1971
and August 1978. The historic merger of the American Federation of Labor and the
Congress of Industrial Organizations (AFL-CIO) occurred in 1955. There were 36
mergers involving 77 unions between the AFL-CIO merger and 1971. Dewey (1971)
stated that one-third of mergers occurred between 1968 and 1971.

Janus (1978) reported the 1974-1975 recession prompted mergers as unions tried
to survive during harder economic times. Unions merged for pragmatic reasons such as
consolidation of resources, stronger bargaining positions, and legislation lobbying
presence with numbers. For smaller unions, successful mergers with a larger union
reduced the risks created by external forces such as business cycles, technology,
industrial sector declines, financial strains, unemployment, and regional shifts in
industrial development (Dewey, 1971; Janus, 1978). The trend to consolidate unions
reversed the early 1900’s movement for specialization in unions by craft definition
(Janus, pp.17-18). Dewey described the merger process as lengthy, delicate, and more
difficult when strong presidents and leaders participated. As technology changed and

businesses reorganized, the complexity of union issues required stronger office and
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political support. For unions, the issue was how they changed in response to evolving
worker and management relationships.

White (1975) summarized that many nonunion companies tried innovative work
practices. Union companies trying a pilot humanization reported the cost of arbitration
and contract changes probably would prohibit further development. Unions traditionally
worked to improve the human conditions of work; yet unions were cautious of new HRM
or management practices. Blum, Moore, and Fairey (1973) criticized unions for not
understanding the influence of management and organizational advancements such as job
enrichment and human resource development.

Despite these issues, unions continued to increase membership during the 1970s
at a slower pace than previously. Chamot (1987) described the union activities of
professional workers. Many people were shocked by the New York City doctor’s strike in
1975 (p. 19). The professional worker believed by virtue of education and training that he
or she should have increased autonomy and decision control over work. By working for
larger companies, many professionals were creating a new class of employees. With
exempt status, overtime was free for employers. As a new cost-cutting gimmick, service
providers with deadlines and professionals such as engineers were forced to work more
than 40 hours per week in order to keep their jobs. Chamot continued this was not the
intention of the Fair Labor Standards Act (1938). The culture emerged as more service
industry positions were created.

The influence of unions was changing during the 1970s. Public worker strikes, the

impact of member of the Baby Boomer generation, and economic conditions influenced
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union membership and perceptions during the 1970s. Perceptions about union members
changed to a degree. Chamot (1987) reviewed the history of professional union support.
Union members included John Dewey, Walter Cronkite, and Ed Sullivan. Albert Einstein
was reported to have supported unions for intellectual workers.
Economic Context Between 1970 and 1979

The U. S. economy changed radically during the 1970s. There were political
reasons, demographic changes, global market impacts, and unforeseeable systems
interactions that reached every aspect of the economic strengths of America. Table A.2 in
Appendix C was developed as a quick reference for economic, political, and cultural
events.
General Economic Context Between 1970 and 1979

The Vietnam War increased defense manufacturing and created jobs for the early
portion of the Baby Boom generation. Oliver (1971) explained as America reduced its
involvement in Vietnam, defense spending dropped. The defense industry lost over one
million jobs in the early 1970s, mostly in aircraft divisions. As the recession of 1970-
1971 hit (NBER, 2001), there was more competition for jobs and increased demand for
jobs with the veterans’ return and the ongoing entrance of the Baby Boomers into the job
market.

President Nixon ordered a 90-day freeze on wages and salaries to curb domestic
inflation (Grun, 1991). In late 1971, Organization of Petroleum Exporting Countries
(OPEC) raised prices without consulting buyers (Daniels, 1999). In the same year, the

government dropped the gold standard for the dollar and its value decreased in foreign
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markets and increased trade. (Glennon, 2000; Norris & Bockelmann, 2000). Glennon
described the OPEC as a ten year old group that became a major world power during the
1970s. In 1973, OPEC raised oil prices by 70% and later by 130% after a few months.
The cartel group imposed an embargo against any nation allied with Israel (p. 508).

In 1972, the Dow Jones passed 1,000 for the first time in history (Grun, 1991)
(Norris & Bockelmann, 2000). The U.S. dollar devalued against world currencies for the
second time in two years (Daniels, 1999; Grun, 1991). In 1974, worldwide inflation
slowed all economic growth. Grun (1991) wrote the Dow Jones stock exchange fell to
663, the longest level since the 1970 recession (Grun). According to the Chase Manhattan
Bank, the profits of the 30 biggest oil companies increased by 93% in the first six months
of 1974.

Alterman (1973) wrote during the early 1970s, the government predicted an
economic slowdown for 1978 through the 1980s due to the projected increases in the
workforce from the Baby Boom generation. Terry (1982) stated that the unemployment
rate in 1975 hit 20.2%, the highest since The Great Depression.

Douty (1977) explained how real wages had declined since World War II. After
adjustments for inflation, the average rates of pay of American workers increased only
half as fast since 1962 as in 1947 (p. 7). The difference was that the level of consumer
prices or CPI started to edge up in the 1960s and continued through the 1970s. The
unexpected recession of 1974-1975 caused in part by the energy crisis changed many

projections.
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The oil crisis altered individuals, families, companies, and communities. During
this time of extreme inflation, consumer spending dropped and unemployment increased.
The manufacturing industry never recovered from the earlier recession and continued to
suffer dramatically throughout the 1970s and 1980s. In 1979, Congress approved a 1.5
billion dollar loan for Chrysler Automobiles to keep it afloat (Daniels, 1999). The loan
was guaranteed with Chrysler stock and produced a profit for the government.

In 1979, OPEC ended a 18-month freeze on oil prices (Daniels, 1999; Glennon,
2000). Later prices increased 13.2 %, the largest increase since 14% in 1950 (Glennon).
President Carter was extremely upset with OPEC’s move that came without warning.

Norris and Blackman (2000) reported the events of October 1979 changed the real
impact of the U.S. Federal Reserve. Recently appointed chair, Paul Volcker, announced
that the Federal Reserve would “target the money supply numbers and raise or lower the
interest rates to meet those targets” (p. 241). The move produced rising interest rates and
increased inflation. Two recessions occurred in the 1980s, but the tactic worked and
continued to work to offset inflation during the rest of the century.

The Consumer Price Index (CPI) Impacts on Context Between 1970 and 1979

During economic crisis, Americans noted changes in measurements such as the
CPI to gauge their status in the larger context of the economy. Figure 3.2 graphically
illustrated the CPI changes for the typical urban market basket and energy prices. As
noted earlier, the impact of the oil price increases was significant and changed American

expectations.
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Figure 3.2. Consumer Price Index (CPI) between 1970 and 1979.

During the 1970-1979 time frame, CPI index value rose steadily as Figure 3.2
The increases for CPI and Energy were minimal until the 1973 oil embargo. Energy costs
accelerated and spiked upwards during the last two years of the decade. The increase in
the standard CPI was more gradual across the decade.

Work System Variables Influencing the 1970s

The meaning and promise of work changed during the 1970s. Perceptions about
the structure, hours, type, and duration of work evolved in the context of the decade. The
field of human resources management (HRM) evolved to lead corporations through the
chaos of legislation, changing demographics, and economic slowdowns causing million
of lost jobs. The literature on alternative and flexible work options illustrated the struggle
of management, workers, researchers, and human resources to determine the working

conditions to meet respective needs and goals.
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Employment Trends Between 1970 and 1979

Employment trends changed during the 1970s. Figure 3.3 illustrated the
percentages of the population employed, out of the labor force, and unemployed. During
the 1970s, a number of people who had previously stayed out of the workforce entered
the workforce such as mothers of small children. Legislation supported increased
opportunities for many groups such as veterans and people with disabilities.

Unemployment rates fairly low in the early 1970s, spiked upwards in 1975. The
rate leveled off during the rest of the decade. Employment decreased in correlation with
the increase in unemployment. However, as the percentage of employed people continued
to climb, the rates of the other two measures decreased as well. Some of trends reflected

the changing age distributions. For example, the Baby Boomers as a cohort included
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Figure 3.3. Employment data between 1970 and 1979.
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more potential workers and influenced data and perceptions about employment
opportunities.

Early (1974) described the levels of the impact of the oil crisis on employment.
Direct effects impacts on commerce included lost revenue for gas station owners or
suppliers for products made from oil. Effects such as lack of gas for work transportation,
investment in other energy sources, and ramifications on the whole economy indicated
the catastrophic impact of the oil crisis on America. More people lost jobs than in the
1960s but more of the 1970s unemployed were from more recently employed from
diverse labor pools.

Human Resource Management (HRM) Literature Review Between 1970 and 1979

One of the challenges of this literature review was the quality of the articles and
the content. There were extreme differences in the quality of journal content during the
1970s. During the early portion of the time frame, the language and content reflected the
technology and dominance of the old guard or male dominated personnel.

One of the significant concerns for human resource management (HRM) or
personnel during the 1970s was the impact of technology on traditional occupations.
Robinson (1971) predicted that the clerical positions would continue to evolve and
change around economic growth and technology. Strong demand for clerical support
would be needed as computer operations evolved in organizations.

The secretarial role evolved as workforce demographics and cultural expectations
changed for women and men in the workplace. Benet (1973) reported on the issues of the

secretarial ghetto where organizational culture limited female worker options. There were
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complex political and social ramifications that included sexual issues. Bloomfield (1973)
described the changing role of secretaries and their opportunities for growth in
organizations. As more women assimilated into the workplace, there were advancements
for secretaries with cultural and operational knowledge of companies. Ramsey (1972)
detailed how the role and image of the secretary in corporate American was changing.
Because of these changes, supervisors and managers needed training on developing
appropriate opportunities for secretaries.

Technology changed dramatically during the 1970s. Paretta (1978) described how
vendors sold computers to offices based upon commission levels rather than end user
needs. Computer acquisitions required needs based, educational assessments of market
availability, trends, and office needs. Other technological advancements included the use
of television video recorders for training priced from $1,000 to $10,000 (Brophy, 1971).

Unlike any other of the decades under investigation, two critical publications
defined HRM in the 1970s. The Work in America (Task Force to the Secretary of HE. W,
1973) report caused discussions and evaluations of the workforce. The book contained
the phase “quality of worklife” and questioned if workers needed more than wages and
decent working conditions.

O’Toole (1973) wrote that the intention of Work in America was to find a way to
improve jobs and refrain from pushing intelligent people into dull jobs. Kaplan (1973)
stressed that many of the assumptions of the study reflected the perspectives of the
researchers. From his experience, there were a number of people who treated work and

life as separate areas. The job was just a way for securing money.
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Wool (1973) evaluated the findings of Work in America against available data on
job satisfaction and HRM concerns such as absenteeism and turnover. He questioned the
social-political backgrounds of the participants and whether or not the study had missed
some of the real issues for American workers.

The American Society of Personnel Staff (ASPS) and The U.S. Bureau of
National Affairs collaborated on the other publication. They produced a series of eight
editions on issues and trends in human resource management over the cross of the
decade. The intent of the books was to provide standards and guidelines for professional
human resource practices. Each volume was edited by a subject matter expert and
contained reviewed chapters by experts on subtopics.

Volume One addressed staffing policies and strategies (Albright, 1974). Volume
Two concentrated on public pay controls (Caples & Mitchell, 1975). Volume Three
addressed unions and worker participation in PAIR management (Flager & Schroeder
1976). Volume Four was on PAIR research (Meyer, 1976). Volume Five looked at
human resources planning and PAIR policy (Milkovich & Mahoney, 1976). Volume Six
focused on quality of work life (Morton, 1977). Volume Seven looked at occupational
safety and health (Namee, 1978). Volume eight was published in 1983 on HRM policy
and program management (Carroll & Schuler, 1983). These volumes were designed as
textbooks and ongoing support for professional HR practitioners.

During the 1970s, the HRM field publications changed and reflected then current
HRM trends. As the 1980s started, Personal Administrator became HR Magazine. Other

journals changed to reflect the emergence of human resource management as the focus
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identity of the field. Each level of change encouraged more professionalism and attention
to the real issues of HRM.
Narrative on Alternative Work Arrangements (AWA) Between 1970 and 1979

During the 1970s, the literature on alternative work arrangements (AWA )
concentrated in four areas: (a) compressed workweek or four-day workweek, (b) part-
time work, (c) job sharing, or (d) temporary positions. The terminology on alternative
workweeks evolved during the decade. The List of Definitions in the Appendix B of this
study illustrated work option terms changes.

The most popular alternative arrangement was the four-day, or compressed,
workweek. There was a perception that this option would become the primary alternative
work option. One of the research participants for the primary data collection felt that the
Holiday Act of the early 1970s promoted the compressed workweek schedule. In time,
manufacturing plants were the primary users of this option.

Davis, Blalock, and Weaver (1976) reported a study with more than 400 firms,
representative of the general population. The findings suggested turnover and
absenteeism were reduced with Four-day workweek. Hartman, and Weaver (1977)
looked at factors for conversion to compressed workweek schedules from traditional
workweek hours. The key was company specific flexibility based upon product and
employees.

Hedges (1971) listed the advantages of Four-day workweeks as increased
productivity and lowered unit costs. Disadvantages included health of workers and

speculation that productivity gains could not be sustained over the long run. Older
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workers had difficulty with the extended hours. Balch (1974) cautioned HRM to consider
the age of workers on 10-hour shifts. Hedges (1975a) stated Four-day workweek
schedules received national attention as a method to reduce commuter traffic, increase
productivity, reduce turnover, and save energy.

Macut (1974) studied productivity with Four-day workweek schedules and found
no impact. His work was preliminary and many considered the employee satisfaction as
one of the key variables in making decisions to convert. Allen and Hawes (1979)
surveyed married couples and found increased leisure as one of the main reasons for
wanting the schedule. Maklan (1977) found initially when changing to four-day option
that male blue collar workers initially participated in more activities but, in time, they
started overtime on the fifth day in many cases. This was more likely to happen as
economic conditions promoted layoffs. Workers were less likely to refuse overtime.

Job sharing was discussed as an option to create more work opportunities for
women. Since the potential workforce was better educated, the option worked for those
who did not want a fulltime job but wanted a more challenging position than standard
part-time options (Frease & Zawacki, 1979; Levitan & Belous, 1977, Olmstead, 1977).
Gannon (1974) profiled the temporary industry representing about 2% of the workforce
in 1970.

Hedges (1977) defined the differences part-time workers according to the U.S.
Department of Labor as people working less than 35 hours per week. Miller and Terborg
(1979) looked at job attitudes of fulltime and part-time workers. They found part-time

workers were influenced more by external events and fulltime workers were influenced
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more by internal events. Leon and Bednarzik (1978) evaluated the reasons that one in
five women worked part-time by choice. The typical part-timer by choice was married
and had a median age of 40 as compared to 35 for fulltime workers. Deutermann (1978)
studied voluntary part-timers and found they worked more likely in services, were very
diverse demographically, and were predominately women.

Narrative on Flextime Literature Between 1970 and 1979

During the 1970s, many changes occurred in the field of human resources. Many
of the journals changed titles to reflect the consolidated name of human resources
management. In the following section, the maintenance of the language and context of
the 1970s was goal to support the contextual premise of this study. Many of the articles
featured lengthy discussions defining the structure of flextime or flexitime. This
information was secondary to the project and generally was omitted from text.

As the promotion of the Four-day workweek waned in American workplaces, the
literature reflected the promotion of flexible or variable daily work arrangements (Elbing,
Gadon, & Gordon, 1974). Some of the themes used to support flexible work
arrangements included increased employee individuality, quality of work life issues,
work and family balance, work and leisure balance, and positive work improvements.
Attempts were made to determine the first application. Hewlett Packard supported several
studies highlighting their U.S. companies adoption of flextime. Most of the credible
sources of the period endorsed Control Data Systems as the first U.S. flextime

demonstration.
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The first application of the flexible or guiding time approach was in 1967 at the
German firm of Messerschmidt Bolkow Blolm (Bernard, 1979; Elbing et al., 1974). The
HR director introduced the concept of “fletizert” or guiding time. By 1979, nearly 5,000
European companies and about 100 American companies used the option. Newstrom and
Pierce (1979) credited Control Data Corporation with the earliest flextime arrangements
in the United States.

Newstrom and Pierce (1979) developed a typology of alternative arrangements to
illustrate the various options for HRM professionals. They compared different work
options and reported the historical background of various models. The flexible hour
system was devised in Germany during the mid-1960s to increase employment of
mothers and reduce the labor shortages. The flextime system to relieve congestion at
Meserschmidt-Boklow-Blohm was a natural expansion of the philosophy of flexibility.

Evans (1975) reported a longitudinal study comparing London clerical workers on
flexible work arrangements with another group on standard hours. The flexible
participants included 150 clerical workers. The experimental group reported increased
job satisfaction, overall quality of work, and leisure activities. The control group did not
have any improvements. Supervisors did not support the use of flextime. Partridge (1973)
summarized the supervisor and management reactions to Evan’s study. Supervisors as
workers liked the system. However, even with positive impacts on issues such as
tardiness, supervisors did not like the loss of control. Supervisors felt there were

problems with discipline.
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Early reports of American flextime options included Hecon Corporation of
Eatontown New Jersey in 1969 ("Flexible working hours," 1970), Mutual of New York
Insurance (Fields, 1974), John Hancock Mutual Life-Insurance ("Motivating with
flextime," 1974), and Control Data Corporation in 1972 (Gomez-Meija, Hopp, &
Sommerstad, 1978; Hopp & Sommerstad, 1977; Newstrom & Pierce, 1979). The report
on Hecon ("Flexible working hours," 1970) was the only mention of this demonstration
found in the literature analysis.

Flextime arrangements reportedly occurred at Hewlett Packard (HP) firms in
several locations (Bernard, 1979; "Flexible working hours," 1979). Bernard reported on a
study at HP to investigate the effectiveness of the option. There were positive effects for
tardiness, morale, and traffic congestion.

Zawacki and Johnson (1976) reported on the emergence of flextime within the
Hewlett Packard American operations. The first application was in June 1972 and
management and employees reported positive impacts. A company wide survey of
flextime operations was conducted in 1974 (p. 16). The survey was repeated in 1975 at
the Colorado Springs site. Results indicated a 99% approval rate for flextime and
subsequent reduced absenteeism and improved safety.

Elbing, Gadon, and Gordon (1974) compared the adoption of alternative work
practices in North America and in Europe. They contended the Four-day workweek (or
compressed week) was popular in the U.S. earlier but flextime hours were increasingly
more popular. They reported the increased number of time keeping clock orders as a sign

of the popularity of flextime. Issues such as the types of work applications, the feelings of
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management, and startup difficulties were discussed. Each company situation was
unique. However the end result of employee responsibility was universal. They
contended that more companies would apply flexible systems and that in turn, more
opportunities for employees would be available in leisure hours.

Morgan (1977) compared American and European companies in their
implementation of alternative work schedules, especially flextime.

Societal pressures for more flexibility are increasing due to the variety of

lifestyles, changing nature of the work force, government concern with traffic

congestion and clean air, a projected manpower shortage, and the basic

competitive pressures of productivity. (p. 82)

Future staffing needs concerned Morgan. The next group he promoted to enter the
workforce in mass were women at home with families.

During the 1970s, several authors promoted the concept of flextime to key
American audiences. Within this framework, company decision makers, HRM,
supervision, and the general public were exposed to the concepts, benefits, and
applications of flextime. Articles in journals and magazines read by diverse audiences
were particularly important avenues for the promotion.

In 1976, Psychology Today published a thought-provoking piece by Stein, Cohen,
and Gadon (1976) on the merits, development, and applications of flextime. They
featured First National Bank of Boston’s program and reported increased productivity
with reduced absenteeism and overtime. They felt flextime was good for clerical workers.
“Flextime was spreading faster than any other management innovation in history” (p. 40).

Flextime provided important quality of work life supports for general workers. As a

result, clerical and blue-collar workers were able to enjoy some of the time freedoms
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limited to managers and professional workers in traditional environments. The authors
speculated that a factor contributing to the rapid application of flextime was the
marketing work of Willi Haller. Haller was the German entrepreneur responsible for
developing and manufacturing the time keeping devices used in many of the flextime
applications.

The time clock was the symbolic bridge to monitor and control workers through
wages. Professional workers who had less restrictive arrangements previously did not like
the time keeping devices. During the 1970s, advertisements for record keeping pieces
appeared throughout the literature. A few of the articles included photographs of workers
using time keeping devices.

Stein, Cohen, and Gadon (1976) suggested flextime could improve the well-
publicized productivity problems in New York City government. They stated that a
researcher assessing government flextime perceived it as a perk for workers in mundane
but necessary positions. They suggested that New York City apply flextime options to
address personnel issues.

As for the real impact of flextime, Stein, Cohen, and Gadon (1976) questioned
whether or not workers gained any real control over their lives. However, they felt that it
did provide meaningful or symbolic control for workers over “one of the company’s most
valuable resources—worker time and skills” (p. 44). In summary, they felt flextime was a
major work intervention and unlike other alternative work arrangements, that the effects

of flextime were felt immediately.
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One of the early advocates of flextime was Janice Hedges, a labor economist with
the Bureau of Labor Statistics (BLS). Hedges reported on new work time trends in the
United States and Europe. Her early 1970s evaluations of the United States trends were
limited to four-day workweeks. In her estimation, flexible arrangements were a European
trend. In 1973, Hedges attended the Organization for Economic Co-operation and
Development (OECD) conference ("Blessing or headache?," 1974). She later promoted
U.S. flextime applications.

Allenspatch (1972) was one of the speakers at this conference. He illustrated the
impact of flexibility on the European workday and credited the approach with improving
the quality of life. Rehn (1973) summarized 10 reports given at the conference and
provided a philosophical context to flexibility in work and life.

The key to promotion of flextime was exposure to decision makers. Hedges
(1974) promoted flextime in a Supervisory Management article and applied a simple
question and answer format. Hedges used management language to communicate the
basic definitions and parameters, legal issues, benefits for employees and managers,
union perceptions, and general observations on how the work culture could be enhanced
by flextime for both blue and while collar workers. She stressed that flextime programs
were unique in each situation.

Hedges (1977) compiled a special report on flexible arrangements for Monthly
Labor Review. She reported there were a number of variations in types of arrangements,
flexible procedures, and data collected by organizations and researchers. European

models reported increased productivity with flexibility, but Hedges cautioned that they
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had less restrictive overtime pay provisions than U.S. firms. The increased building usage
due to extended work hours was offset by reduced overtime and better utilization of
resources. Hedges questioned whether or not flexible scheduling provided more
moonlighting opportunities and therefore impacted the labor supply. Other researchers
reported that new time allocations would support family and leisure time. In an earlier
article, Hedges (1975b) reported on flexible scheduling as a means to reduce rush hour
problems for communities and cities

Congress passed the Federal Employees Flextime and Compressed Work
Schedule Act (1978) authorizing federal agencies to experiment with flexible and
compressed work schedules over a three- year period. The experiment was announced in
Employee Benefit Plan Review to the general personnel public ("Federal agencies,"
1978). Two different types of time were described under flextime including core hours
and the flexible periods preceding and following the core time. Bunger (1979) reported
that a recent survey of civil service employees and managers supported flextime. Both
managers and employees reported increased productivity and job attitude. The ability to
control work hours positively influenced attitude.

Public exposure to the merits of flextime continued in key publications. Louviere
(1976) reported on the national trend of flextime among American companies in Nations’
Business. He reported application was universal across industries and featured a
successful pilot at the Federal Social Security Administration. Flexibility was a credible
method to reduce lost revenue from employee downtime. Instead of taking a day off for

the dentist, employees are allowed the flexibility to compensate for time lost over the
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course of a day or week. Companies used either the honor system or time clocks to track
employee hours at work. Many companies felt that the system promoted an improved,
more mature relationship with employees.

Zauner (1976) described the general philosophies of flextime in a 1976 article for
Supervision. Although the information included only general, nonspecific descriptions of
flextime, there were some significant points made: (a) time keeping should be cumulative
and not tied to set segments, (b) flextime appealed to the human spirit limited in the
traditional “8-5" genre, and (c) employees work together to provide appropriate coverage.
Bernard (1979) stated that flextime was reported to affect productivity in one or more of
three directions: improvement of morale, reduction in stress, or reduction of turnover and
or absenteeism.

Hammer and Schmidt (1974) listed the negatives to flextime in Problems in
Personnel: Readings for the Seventies. They presented arguments that flextime was not a
solution but a reactive program ignoring deeper issues. High turnover and scheduling
problems were the result of inadequate feedback systems. In contrast, they reported
positive findings from several studies including provisions for the worker and family
interactions.

Kanter (1978) provided a historic context for flextime and 20th century working
conditions. Women were working more and harder with many holding second jobs. The
workforce was younger and better educated than in any point in history. Impacts such as
OSHA (1970) and different union models promoting professional unions were discussed.

She compared publications from Institute for Social Research with Work in America
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(1973) findings. Kanter wrote that the issue was not the quality of work life but the
expectations of workers. From Institute for Social Research findings, she proposed that as
women worked more hours then there were more opportunities for work and family
conflicts. She argued that concepts of work had to change for future balance.

Studies on Flextime

Foegen (1977) looked at flextime as one of the employee friendly options that
HRM could promote. Gordon and Elbing (1971) reported on flextime practices in Europe
and encouraged North American applications. Glueck (1979) reported that less research
was available on flexible arrangements as a whole from the U.S. since fewer people used
the option and available research was not empirical as a rule. He reported that the current
trend was away from compressed workweek and toward flexibility.

Cooperman (1979) reported on a study conducted in spring 1979 that was mailed
to 5500 private U.S. firms employing 20 or more workers. A response rate of 30% was
reported or 1,636 firms. A randomly selected telephone survey was conducted with larger
firms employing 250 or more employees. The mail survey questioned the company’s
position on alternative work arrangements by indicating different degrees of usage. Of
the respondents, 14% used flextime and an additional 3% started the option. An
additional 17% indicated that they were considering flextime and 66% indicated that their
respective companies were not considering flextime. Many believed that larger firms
adopted more flextime arrangements. However, the telephone survey results did not

support this hypothesis. Larger and smaller firms adopted flextime at the same pace. The
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highest percentage of adoption was found in firm sizes of 50 to 99 employees and 100 to
249 employees.

A medium sized airline was the setting for a study within an accounting
department (Holley, Armenakis, & Feild, 1976). Implementation factors included (a)
reduce employee commute time, (b) provide more employee personal time, and (c) take
advantage of daylight savings time. Post-implementation data were collected for 69
employees over six-month and one-year intervals. The employees preferred flextime and
reported better work time allocations.

Golembiewski’s (1977; 1974; 1978; 1975) research was an important part of the
literature during the 1970s and 1980s. He promoted solid research and attempted to
encourage more stringent designs for studies. Golembiewski’s work, extensively quoted,
provided a baseline for the situation in research and application of flextime.

Golembiewski, Hilles, and Kagno (1974) reported positive findings for employees
and employers from a longitudinal study on the application of flextime. Their study used
control groups. The flextime participant responses supported the arrangement. Major
findings included (2) a consistent pattern of arrival within the range of set hours, (b)
decreased absenteeism, (c) no increase in support services costs, and (d) no increase in
overtime charges. However, they cautioned that some of the results could have been
influenced by parallel organizational development interventions.

Golembiewski, Yeager, and Hilles (1975) later applied factor analysis to the same
employee data on individual questionnaire items to discern differences between the

control and experimental groups were statistically significant. There were four different
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test periods, a pretest, a test at installation, a short post-test, and a long (375 day) post
test. Fifty sets of responses were analyzed comprised of two experimental and one control
equally sized work groups in daily proximity to one another. The questionnaire assessed
the degree of flextime advantages and disadvantages. The control group data sets showed
little variance and the answers across the period were not statistically significant on any
of the 21 possible differences. The experimental groups data answers over the period
were statistically significant on five of the six measures where differences were visually
apparent. Although the authors stated that the paper was limited to the larger employee
data sets, they included tables and discussions on the smaller manager data sets.

Golembiewski and Proehl (1978) surveyed the empirical literature on flexible
working hours. Although there were limited studies available, they found that both
behavioral and attitudinal data encouraged more flexible applications and research.

Some of the studies cited were from Canadian or European locations. Golembiewski and
Hilles (1977) reported on multiple perceptions (workers and supervisors) on flexible
work implementations at a drug company They encouraged the use of flextime
contending that major and favorable shifts occurred among both employees and
managers.

Harvey and Luthens (1979) questioned that reported flextime applications were
sometimes staggered work hours and that the impact of staggered hours was different
from flextime. They used a job description index (JDI), a brief questionnaire on
perceived performance, and personnel records on absenteeism and turnover. An

evaluation of personnel data occurred at for seven months prior and during the four
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months of the study. Participants completed the JDI instrument and questionnaire before
and after the intervention. The flextime results indicated a reduction in absenteeism and
turnover, increased satisfaction, and performance. The control group experienced
increased satisfaction with supervisor, decreased job satisfaction, and no changes in
numbers. The staggered group with moderate control experienced no increases or
decreases in any of the measurements. They recommended that no control (traditional
hours allocated) for workers was better than some control (limited flextime) for workers.

The role of the supervisor in the success of flextime programs received attention
in the literature. Hilgert and Hundley (1975) reported that although their studies of two
St. Louis firms revealed positive employee effects, they also found problems with
supervisors. The supervisors at an insurance company and a bank felt that flexible
arrangements caused a loss of control, lost productivity due to absence of supervision,
stress for supervisors in scheduling, and potential negative impact on employees who
selected more flexible work options.

Schein, Maurer, and Novak (1977) evaluated a flextime program for clerical
workers using five production groups for a four-month feasibility study. They compared
productivity measures with the previous year numbers and found that one group
increased numbers. Another group’s positive findings may have been consequential to
other organizational changes. Three groups had numbers that neither supported nor
denied the impact of flextime on production.

Hartley (1976) summarized a report by the Business and Professional Women’s

Foundation (Hartley, 1975) on the positive impacts of flexible work including improved
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commuting and increased morale. The foundation sampled 500 personnel administrators
and 366 executives of companies using flexible work hours from both public and private
ranks.

Olson and Brief (1978) compared four-day workweeks and flextime. The four-
day workweek was an American invention. He outlined current concerns questioning the
impact of flextime on federal and state wage and hour laws. He presented a chart of
selected readings for practitioners and managers on alternative work arrangements.

Owen (1977) presented his analysis on problems and solutions of flextime. Most
of the installations of flextime systems had occurred since 1973. Werther (1973) wrote an
informative piece on the basic merits and problems associated with flexible hours.
McCarthy (1979) stated that many organizations investigating alternative work
arrangements considered flextime as the less controversial and most accepted change in
traditional work hours. Since the early 1970s, flextime was accepted due to published
reports on increased employee morale and job satisfaction, as a means to reduce turnover,
absenteeism, and tardiness, and as a recruitment tool.

McCarthy (1979) expanded the philosophy of flextime hours to address
macrosystem concerns. Improved use of public transportation, relieve of traffic
congestion, and a means to conserve energy were all important benefits of flextime.
Boston and San Francisco developed teams to help companies implement flextime
arrangements. In addition, McCarthy promoted flextime as a means to transition workers

into retirement. Due to the economic conditions, many companies were reporting delayed
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retirement of workers. She suggested future baby boomers could use flextime as a
gradual retirement process.

Flextime options were successful at First National Bank of Boston (Bernard,
1979; Louviere, 1976; "People at work," 1977), State Street in Boston (Magoon &
Schnicker, 1976), Berol Corporation (Morgan, 1977), and U.S. Geological Survey group
(Mueller & Cole, 1977). Miller (1979) reported that Atlantic Richfield Company
(ARCO) started flextime at one site in January 1976. Management were very satisfied
with the results after ten weeks and promoted it within the organization. Leaders at
ARCO believed that flextime helped to alleviate some of the issues with computer usage.
Since this period was prior to the age of the personal computer, strategies to distribute
demand were important.

Early Flextime Books

Swart (1978) reported that firms experienced problems with the mechanics of
flextime under the current laws on overtime pay such as the Walsh-Healy Act, the
Contract Work Hours and Safety Act, and the Fair Labor Standards Act. The book also
introduced flextime as a work family support. Buam and Young (1974) wrote one of the
early guides to flexible arrangements for organizations.

Early books on flexible options in Europe included Bolton (1971) and Wade
(1974). Cohen and Gadon (1978) illustrated how flextime could address the emerging
concerns over family and work balance. Fleuter (1975) presented options for workweek
scheduling including four-day work week and flextime. They provided a glossary of

flextime terms and discussed other alternative work arrangements.
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During the 1980s and 1990s, researchers writing about flextime cited Owen’s
work (1979). He promoted the use of alternative arrangements and flextime as an
economic decision. Strauss (1974) discussed flextime, future work trends, and union
membership declines. Sawhill (1974) addressed the issues of women in employment for
the project. She evaluated women and manufacturing, women and work participation,
balance of work and family, flextime, demographics, and future trends.

Reports on Flextime

Davis and Trist (1974), Rainwater (1974), and Furstenburg (1974) wrote resource
papers for the Work in America (1973) report for the U.S. Department of Health,
Education, and Welfare on the merits of flextime and the quality of work life. They
looked at demographics, women in the workforce, future trends, and the socio-technical
systems impact on work.

The Upjohn Institute for Employment Research published their report supporting
flextime and changing work schedules to positively impact quality of life issues
(Glickman & Brown, 1974). The Communication Workers of America published a report
on flextime, union involvement, and quality of work life for the United States trade
seminar on work patterns in Europe (Miller, 1978).

Nollen (1979) summarized the new work patterns including flextime for a report
on new work patterns for Work in America Institute productivity studies. Rosenburg,
Long, and Post (1978) edited the Alfernative Work Schedule First Edition published by
the National Council for Alternative Work Patterns. This group was researched

extensively and there was little information found beyond this early work.
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The series of ASPS Handbooks of Personnel and Industrial Relations included a
chapter on quality of work life that included flextime options. Morton (1977) outlined the
principles of alternative work arrangements and the application of flextime as a trend for
human resource professionals. Miller (1979) reported on the 1977 American
Management Association (AMA) Report on flextime citing many positive results. The
results included reduced absenteeism and tardiness, reduced turnover, and increased
productivity.

Nelson Rockefeller chaired the Committee on Alternative Work Patterns. The
report accessed the status of flexible and other alternative work arrangements and their
impact on the quality of work life (Committee on Alternative Work Patterns, 1976). In
1979, President Carter signed legislation to provide a three-year program for federal
agencies to try out alternative workday and workweek schedules ("Flexitime update,"
1979).

Unions and Flextime

Unions objected to the debit and credit options of the flexible work schedules
("Flexitime update," 1979). There were reports that several communications companies
had negotiated for flextime arrangements in their new contracts. Unions originally
opposed to flextime were beginning to reconsider with a positive but cautious approach.
McCarthy (1979) reported on union activities. In 1977, the AFL-CIO adopted a national
policy for Bell Systems to promote flextime where it was feasible and desirable. The
American Federation of Government Employees Local 916 picketed to keep a flexible

system.
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Owen (1977) reported that unions were more skeptical of flextime. The concept
was a novel approach to work hours and supported basic union distrust of company
programs. Research from Europe suggested that union involvement in the planning stages
was important. Union concerns about flexibility included the potential for increased work
hours, reduction of wages for hourly output, and the possibility that management could
increase profits without rewarding the worker for increased productivity.

Bernstein (1977) presented a paper on the history of work and time. His argument
was that time oriented work had to be redefined under options such as flexible work
hours to accommodate the combination of healthy life and work.The concept of flexible
life arrangements was promoted during the 1970s ("Flexible working time," 1973). Teriet
(1977) questioned the possible use of flex-year schedules. He encouraged the philosophy
of work periods throughout life to accommodate life stage needs and responsibilities.
Most of the discussions of life long flexibility were focused in Europe.

Flextime Title Counts From Human Resource Management
(HRM) Journals Between 1970 and 1979

Counts of flextime titles included articles on studies and information on flextime.
Frequency counts on the incidents of flexible or flextime in the title or topic from HRM
journals were conducted. The frequency count illustrated the potential exposure of

readers to flextime issues as illustrated in Table 3.3.
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Flextime Title Counts From Management and
Business Journals Between 1970 and 1979

The frequency of the number of flextime titles increased over the decade. The

influence of the subject matter was felt in other professional journals potentially read by

supervisors, HR, or management as illustrated in Table 3.4.

Family Systems Variables Influencing the 1970s

The image and role of the family changed during the 1970s. The interaction of

work and family galvanized with the rise in the number of younger children with working

mothers. The spillover from work to family changed lives and more meals were prepared

Table 3.3
1970s Flextime Title Counts From Human Resource Management (H. Journals
Journal 70|71 (7273|7475 |76 |77 78|79

HR Focus Personnel
HR Magazine Personnel Administrator
Human Relations 0 [0 |0 |0 |O 0 0 0 0 {0
Human Resource Management 0O (0 |0 [0 |0 |0 1 0 0 1
Journal of Human Resources 0 0 0 0 0 0 0 0 0 0
Personnel 0 |0 |0 1 0 0 |0 | 1 2
Personnel Administrator 0 |10 |0 [0 [2 1 1 0 [2 |4
Personnel Journal 1 |0 [0 |O 1 0 0 2 0 [0
Personnel Psychology 0O [0 |O |0 JO JO |O |O (O O
Research in Personnel and .
Human Resource Management Not Published
Workforce Personnel Journal
1970s Total 1 JoJo [1 3 1 [2 [3 |3 e

Table 3.4

1970s Flextime Counts From Management and Business Journals

Journal 70 |71 |72 {73 |74 |75 176 | 77|78 |79

Academy of Management Journal |0 |0 |0 [0 [0 1 0 0 1 0
Monthly Labor Review 0 {0 [0 JO |O 1 1 6 |0 |0
Supervisory Management 0O |0 {0 |O 1 0 1 0 {0 |0
Other Titles 0O |1 ]0 |3 |3 1 |3 |2 |2 |3
1970s Total 0 |1 |0 |3 |4 |3 |5 |8 |3 |3
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outside of the home. The economic ramifications of work and family supported the
growing services industries. For example, more people were eating away from home due
to the increase in the number of working mothers.

In 1977, the Quality of Employment survey was conducted with 1,515 workers
from a nationally representative sample (Pleck, Staines, & Lang, 1980, Staines &
O'Connor, 1980). One-third of those surveyed responded that work and family interfaced
significantly. Workers in managerial or administrative positions were more likely to
report excessive hours impacts on family than nonexempt or line employees. As more
women entered the labor market, the desire to work in management service positions
influenced their personal and family lives. The most significant conflicts occurred in
mothers with children under the age of six. As more women developed and maintained
careers, the family and work interface stress levels accelerated.

Household Income Shifts Between 1970 and 1979

Although the time requirements of dual career, both husband and wife employed,
was significant, the positive impact of the added income was evident. Many women felt
the pressure to help offset the impact of inflation on family purchasing power. Still, there
were significant numbers of married men who moonlighted to supplement the family
income. During this period, the number of people moonlighting increased.

The household income data included two types of measures. The constant dollars
plots illustrated the adjusted income in 1998 constant dollars. The current dollars plot
illustrated the wage amount known to the worker in his or her context. These two types of

plots illustrate the impact of inflation on income. When inflation was lower in the earlier
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Figure 3.4. Household income shifts between 1970 and 1979.

1970s, consumers purchased items more cheaply. By adjusting the plot to constant dollars

adjusted to dollars, the constant plot adjusted the median income to higher levels. The

current plot projected the context for people over time. As a whole, people identify with

salary and wage values based upon their respective experiences.

Household income plots for all family, wife not in the paid labor force, wife in the

paid labor force, and female head of household with not husband present illustrated the

income differences in Figure 3.4. The latter plot reflected the economic status of the

number of women supporting children without a male present in the home. The upward

movement of the current dollars plot illustrated the implied economic status for families

reflecting the wage increases of the 1970s. The constant dollars plot is the more accurate
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assessment of buying power and it illustrated the wage and salary freezes of Nixon’s
economic plans in the early 1970s.

During the 1970s, the rising number of multi-earner families was one of the most
important socioeconomic developments of the decade. According to Johnson (1980), a
record three our of every five married couples reported having at least two family
member who were income earners in 1977. The labor force participation rate of married
women increased to 49.4% by March 1979 and this figure represented an increase of
nearly 9% since 1970. In 1978, working women contributed about 26% of family income.
Married couples with children under 18 years of age were more likely to have two
earners or more than households with no children, 63% compared with 51% in 1979.

Johnson (1980) stated that the labor force commitment of all mothers was a shift
in families during the 1970s. By March 1979, 16.6 million or 54% of women with
children under the age of 18 were working or looking for employment as compared with
12 million or 43% in 1970 and 8 million or 30 % in 1960. The sharp increase in the
number of women heading households in the labor force was disturbing for some family
advocates. The incidence of marital breakups (divorce or separation) increased during the
1970s and by the end of the decade, one of seven families was maintained primarily by
the female head of household. The average income in 1978 of single-parent families with
working mothers at $8,900 was only 40% of that of two-parent families with working

mothers and 54% that of one-parent families maintained by working fathers.
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Household Composition Shifts Between 1970 and 1979

During the 1970s, the average family size decreased from 3.14 members in 1970
to 2.78 members in 1979. The percentage of traditional households, married couple with
family, declined between 1970 and 1979 from 70.5% to 61.6%. Trends such as an
increased percentage of unmarried households and delayed marriage marked the Baby
Boomer generation family demographics. In addition, the divorce rate rose to a 20th
century high in 1979 (Wetzel, 1990). There were slight and gradual increases in the
number of households without families between 1970 and 1979 headed by both males
(6.4% to 10.4%) and females (12.4% to 15.2%). Male head of household with family
remained low and constant with a .2% increase. Female head of household with family
increased 1.9% over the decade.

Marital Status Shifts Between 1970 and 1979

Annual Census Bureau percentage distributions for 1970 and 1980 on marital
status were important trend indicators reflecting other demographic shifts. The same
trend directions evidenced in the Household Composition shifts in the 1970s were
illustrated by the changes in the marital status for the U.S. population. During the 1970s,
the percentage of the adult married population for both males and females married
dropped about five percent. The percentage of the population both male and female who
were divorced increased gradually across the 1970s. The percentage of the male
population divorced increased from 2.8% to 4.0 % and the female divorced rate increased
from 4.0% to 7.2% of the population. Another more pronounced increase in the 1970s

was the percentages of both males and females who had never been married. The
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percentage of females never married increased from 20.6% to 23% and the percentage of
males never married increased from 26.4% to 30% of the population.
Narrative on Work and Family Literature Between 1970 and 1979

Rapoport, Rapoport, and Willmott (1971) reported on the XIth Seminar of the
International Seminars on Family Research that took place September 1970 at the
Tavistock Institute of Human Relations. The Committee on Family Research of the
International Sociological Association organized the seminars on two to three year
intervals. In this report, the authors summarized a joint statement made by Rapaport and
Rapoport during the conference.

The inter-relationship between family and work life has seldom been

studied explicitly, for specialists in family sociology, kinship, indust

rial sociology, and occupational sociology have tended to treat each

of those areas as a relatively closed subsystem. It is as though family

structure, organization, and functioning depended entirely on factors

associated with the family and the individual personalities within it,

while organization and functioning of work groups could be explained

exclusively in terms of the work situation. (p. 451)

Other researchers such as Kanter (1977) addressed the complexities of family
work interface. Her work impacted a number of corporations, researchers, and family
practitioners on the interrelationships between the changing structures of family and
work. She identified significant issues including management roles and corporate culture.
Staines, Pleck, Shepard, and O’Conner (1978) reported the differences in work and
family boundaries between men and women. Culturally, women disrupted work to attend

to family demands. For men work came first and they were not challenged about

disrupting family.
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As more women entered the workforce, married, had children, and returned to
work, the issues of America’s children received attention in research and media.
Grossman (1977) reported that since 1970 the number of young children declined but the
number of young children with working mothers increased. Bane, Lein, O’Donnell,
Stueve, and Wells (1979) evaluated childcare and employment for Monthly Labor
Review s special topic segment on women. Although many assumed the role of daycare
was pivotal for working mothers, they found greater support from extended family and
community specific to individual needs. By 1977, almost half of the nation’s children
under age 18 had a working mother (Grossman, 1977). At issue was the cost and
availability of quality care for children of working mothers.

Work and family relations were important components of quality of work life
principles promoted with Work in America (Report of a Special Task Force to the
Secretary of H. E.W., 1973). Furstenburg (1974) wrote one of the resource papers for
Work in America and detailed the relationships between work, workers, and families.
Work and family interface influenced systems beyond the individual milieu.

The workplace culture and time expectations limited choices for women.
Schonberger (1971) proposed that inflexible workplaces and cultures kept women un-
liberated. Despite the efforts to bring more highly educated women into the workforce,
most of the entrants were high school graduates with growing children. Schonberger
(1975) found when corporations provided supports for professionals and families, the

company developed and retained a capable workforce.
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The presence of women at various levels in the workforce was at issue. Waldman
(1970) explained that the promotion of women into the labor during the 1960s was in
response to a labor shortage projection. Demand for technology and service type workers
changes the dynamics of the workplace. The success of work for married women
depended on their relationships and duties at home (Hedges & Barnett, 1972) as well as
on their husband’s perceptions about their work (Bailyn, 1970). Allen and Keaveny
(1979) addressed the impact of multiple responsibilities on women’s health.
Individual Systems Influencing the 1970s
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