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Abstract 

This study explores the experiences of managers within two New Zealand government 

departments with permanent part-time work. The research strategy incorporates an 

extensive literature review and an exploratory, qualitative empirical study. 

The literature review identifies labour demand and supply factors which influence the 

use of part-time work; examines theoretical perspectives on reasons for its structure as 

permanent or casual work; and identifies organisational context factors, personal factors, 

and operating and cost factors which influence managers' decisions on use. 

Existing studies consistently report strong operating and cost advantages arising from the 

use of permanent part-time work. In spite of this, and in spite of the reported needs of 

a growing proportion of the workforce, relatively few organisations have institutionalised 

permanent part-time work options. Much of the literature thus focuses on documenting 

the relatively poor conditions of part-time workers, or on prescribing a widening of 

permanent part-time work opportunities. Very little research has considered permanent 

part-time work from the manager's perspective. The present study therefore sets out to 

build on the handful of studies which have done so. 

The empirical part of this study involved in-depth interviews with 24 managers in the 

Department of Social Welfare and the Inland Revenue Department, and a nominee for 

the State Services Commissioner. Managers at each level of the hierarchy in the two 

departments, and in both line and staff positions, were included. Factors influencing the 

managers' use and experience of permanent part-time work were identified and explored. 

Models of the organisational use of permanent part-time work and of the managerial 

decision process were generated. In contrast to the major reported management studies, 

where permanent part-time work was usually initiated by managers to address specific 

operating or cost needs of organisations, in this study, use was usually initiated by staff 

requests for reduced hours of work. The staff-driven process of use arose because of 

permanent part-time work policy and related policies on Equal Employment 

Opportunities (EEO). In fact, due to staff reductions and to past institutional rigidities, 

managers had been largely constrained from initiating permanent part-time positions to 
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address operating needs. Where they had used permanent part-time staff, managers 

reported them to be highly productive, and stated that their use had almost always 

contributed positively to organisational objectives. In those instances where it had not, 

the difficulty could be traced to teething problems in implementing a form of work which 

was not as yet well understood, rather than to any intrinsic characteristic of permanent 

part-time work. 

These observations suggest that the potential of permanent part-time work to enhance 

organisational efficiency has been largely unexplored in the organisations studied. They 

may also suggest that managers can simultaneously pursue goals of operating and cost 

efficiency, and goals of "good employer" practice in relation to permanent part-time 

work. Further, they may indicate that even in the absence of pressing operating needs, 

permanent part-time work can be introduced successfully through policy changes. 



V 

Acknowledgements 

The advice and assistance of many people helped to make the design, research, and 

writing of this thesis possible. I would like to thank, in particular, the managers and staff 

in the Department of Social Welfare, the Inland Revenue Department, the State Services 

Commission and the Public Service Association, who participated in formal or informal 

interviews. Their willing assistance has been very much appreciated. Special thanks goes 

to my supervisor, Dr. Carol Slappendel, for her commitment to this project, for her 

constructive approach, and for her encouragement. Many thanks also go to my advisors, 

Janet Sayers and Glyn Jeffrey) for their able advice and encouragement. Several other 

academic and non-academic staff at Massey University made suggestions or provided 

assistance, and although I cannot name them all individually, I would also like to thank 

them. Some funding was provided through the Massey University Graduate Research 

Fund, and this was appreciated. 

I am especially grateful to my husband, Don, and my mother-in-law, Mary, who 

supported me throughout the whole process of researching and writing this thesis. Their 

support was invaluable, especially as I carried out the research on a part-time basis, 

while also working part-time and caring for a small child. Finally, I would like to 

dedicate this thesis to our daughter, Christine, without whom I would not have come to 

understand why permanent part-time work is important. 



Table of Contents 

Abstract . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . iii 

Acknowledgements . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . v 

List of Tables . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . xii 

List of Figures . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . xiii 

Introduction . . . . . . . . . . . . . . . . . . . . 1 

Chapter One: 
Changes in Labour Demand and Supply Affecting 

Part-Time Work 

Introduction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 7 
The growth of part-time work . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 8 
The conditions of part-time workers . . . . . . . . . . . . . . . . . . . . . . . . . . . . 10 
Changes in the demand for part-time workers . . . . . . . . . . . . . . . . . . . . . . 14 

The rise of the service sector . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 14 
Recession . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 16 
Structural adjustments and labour flexibility . . . . . . . . . . . . . . . . . . . . . 19 
Changing technology . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 22 

Changes in the supply of part-time workers . . . . . . . . . . . . . . . . . . . . . . . 23 
Reduced hours of work . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 23 
Lifestyle changes . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 24 
The mass entry of women to the paid workforce . . . . . . . . . . . . . . . . . . 25 
Age factors . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 30 

The institutional response . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 33 
Pressures from unions . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 34 
Governments as legislators and employers . . . . . . . . . . . . . . . . . . . . . . 36 
The Human Resources response . . . . . . . . . . . . . . . . . . . . . . . . . . . . 41 

Conclusion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 44 



Introduction . 

Chapter Two: 
Explanations for the Structure of 

Part-Time Work 

Neoclassical economic theory . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Marxist theories . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Dual and segmented labour market theories . . . . . . . . . . . . . . . . . . . . . . . 
Flexibility theories . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Feminist theories . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Conclusion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

Chapter Three: 
Managers' Perspectives 

on Permanent Part-Time Work 

Introduction . . 
The management perspective on organisational use of permanent part-time work. 
External context . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

viii 

47 
48 
51 
54 
57 
60 
63 

65 
66 
67 

Organisational context factors . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 68 
Strategy . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 68 
Policy and practice . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 70 
Implementation and institutionalisation . . . . . . . . . . . . . . . . . . . . . . . . 71 
Personal (human) factors . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 7 4 

Expectations and experiences . . . . . . . . . . . . . . . . . . . . . . . . . . . 7 4 
Comparing perceptions of managers at different levels . . . . . . . . . . . . 75 

Specific explanatory-variable sets . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 78 
Organisational climate . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 79 
Economic (operating and cost) incentives and constraints . . . . . . . . . . . . . 79 

Labour and skills shortages . . . . . . . . . . . . . . . . . . . . . . . . . . . 82 
Scheduling . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 82 
Supervision . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 83 
Suitability of job technologies . . . . . . . . . . . . . . . . . . . . . . . . . . . 83 
Social security contributions . . . . . . . . . . . . . . . . . . . . . . . . . . . . 85 
Increased overheads . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 85 
Overtime and penal rates . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Fringe benefits . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Productivity . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Turnover ...................................... . 
Loyalty, satisfaction and motivation ...................... . 
Personal characteristics . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Training . . . . . . . . . . . . . . . . . ............... . 
Promotability . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Unionisation ..................................... . 

The management decision process . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Consequences . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Feedback . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .... 
Conclusion . . . . . . . . . . . . . . . . 

85 
85 
86 
87 
87 
88 
88 
88 
89 
89 
90 
92 
92 



Chapter Four: 
Research Design and Method 

Introduction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Significance of the research topic . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Research design . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

Literature review . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Exploratory and qualitative, cross-sectional design . . . . . . . . . . . . . . . . . 

Statement of the problem . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Research questions . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Definition of terms . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

Selection of organisations and of managers for study . . . . . . . . . . . . . . . . 
Organisations . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

Negotiating access . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Managers ........................................ . 
Ethical approval . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

Data collection and management . . . . . . . . . . . . . . . . . . . . . . . . . . 
Interviews . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
Documents .................................... . 

Limitations 
Conclusion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

Chapter Five: 
Permanent Part-time Work in the 

New Zealand Public Service 

ix 

95 
96 
97 
97 
99 
99 

100 
100 
101 
102 
104 
104 
104 
105 
105 
106 
106 
108 

Introduction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 109 
Permanent part-time work and managers' influence on use . . . . . . . . . . . . . 110 
The growth of permanent part-time work ...................... : . 111 
Changing demand and supply of part-time labour in the Public Service . . . . . 112 
Development of permanent part-time work policy and practice . . . . . . . . . . 115 

The permanent part-time work policy . . . . . . . . . . . . . . . . . . . . . . . . 117 
Policy and operating and cost factors . . . . . . . . . . . . . . . . . . . . . . . . 119 

Department of Social Welfare (DSW) and Inland Revenue Department (IRD) . 121 
Managers in their context . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 124 
Conclusion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 126 

Chapter Six: 
New Zealand Public Service Managers' Perspectives on 

Permanent Part-Time Work 

Introduction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 127 
Interpreting the data . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 128 
Staff request . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 130 
Collective bargaining . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 132 
Strategy . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 132 



X 

Government legislation and public sector employment policies and practices . . 133 
The 1986 agreement on permanent part-time work . . . . . . . . . . . . . . . . 133 
The State Sector Act . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 134 

Equal Employment Opportunities (EEO) . . . . . . . . . . . . . . . . . . . 135 
Managerial discretion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 138 

The Employment Contracts Act 1991 and flexibility . . . . . . . . . . . . . . . 139 
Institutionalisation through Departmental policies and practices . . . . . . . . 140 

Advertising vacancies . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 140 
Administration . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 140 

Leadership and promotion by top management . . . . . . . . . . . . . . . . . . . . 141 
Culture and climate . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 143 
Personal Factors . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 144 

Attitudes . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 144 
Experiences and expectations . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 145 
Comparing the perceptions of managers at different levels . . . . . . . . . . . 148 

Operating factors . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 149 
Restructuring . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 149 
Retaining skilled, experienced, mature permanent part-time workers . . . . . 150 
Skills shortages . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 151 
Supervision . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 151 
Scheduling . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 152 
Mix right . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 154 
Positions suitable . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 154 

Casework . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 156 
Social Work . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 156 
Supervisory and management positions . . . . . . . . . . . . . . . . . . . . 158 

Cost factors . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 159 
Staff reductions and budget pressures . . . . . . . . . . . . . . . . . . . . . . . . 160 
Productivity . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 161 
Cost-effectiveness . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 163 
Loyalty, motivation, and turn-over . . . . . . . . . . . . . . . . . . . . . . . . . 164 
Promotability . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 164 

Managing permanent part-time workers . . . . . . . . . . . . . . . . . . . . . . . . . 164 
Clear expectations . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 165 
Equity . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 166 
Communication . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 166 
Scheduling . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 166 
Supervision and management positions . . . . . . . . . . . . . . . . . . . . . . . 167 
Other suggestions . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 168 

Conclusion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 168 

Chapter Seven: 
The Impact of Managers on 

Permanent Part-Time Work in a Policy Environment 

Introduction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 171 
Management satisfaction . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 172 
Organisational use of permanent part-time work . . . . . . . . . . . . . . . . . . . 173 



xi 

General background factors . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 173 
Collective bargaining . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 174 
Human Resources strategy . . . . . . . . . . . . . . . . . . . . . . . . . . . . 174 
Permanent part-time policy, related policies and routinisation . . . . . . . 176 
Culture . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 176 
Top management leadership . . . . . . . . . . . . . . . . . . . . . . . . . . . 177 

Perceived operating and cost incentives and constraints . . . . . . . . . . . . . 178 
Perceived policy incentives and constraints . . . . . . . . . . . . . . . . . . . . 179 
Management decisions on permanent part-time work . . . . . . . . . . . . . . . 180 
Consequences . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 184 
Feedback mechanisms . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 185 

Management roles . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 186 
Top managers . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 186 
Human Resources managers and EEO managers . . . . . . . . . . . . . . . . . 187 
Line managers . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 187 
Supervisors . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 188 

Expanding the use of permanent part-time work . . . . . . . . . . . . . . . . . . . 189 
Conclusion . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 192 

Conclusion ................... 193 

Appendix 1: Human Ethics Committee Application . . . . . . . . . . . . . . . . . 199 

Appendix 2: Interview Checklists . . . . . . . . . . . . . . . . . . . . . . . . . . . . 205 

Appendix 3: A Statistical Profile of DSW Staff. . . . . . . . . . . . . . . . . . . 213 

References . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 215 



List of Tables 

TABLE 1.1: THE GROWTH OF PART-TIME WORK . . . . . . . . . . . . . . 9 

TABLE 1.2: THE INCREASE IN NZ PART-TIME EMPLOYMENT AS A 
PERCENTAGE OF TOTAL EMPLOYMENT, BY SEX, AS 
AVERAGE FOR YEAR . . . . . . . . . . . . . . . . . . . . . . . . . 10 

TABLE 1.3: DISTRIBUTION OF PART-TIME WORKERS BY BRANCH OF 
ECONOMIC ACTIVITY(%) . . . . . . . . . . . . . . . . . . . . . . 16 

TABLE 1.4: PART-TIME WORKERS IN MAJOR BRANCHES OF ECONOMIC 
ACTIVITY AS A PERCENTAGE OF PERSONS WORKING IN 
THAT BRANCH . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 17 

TABLE 1.5: PART-TIME AND FULL-TIME EMPLOYED NZ LABOUR 
FORCE BY OCCUPATION AND SEX, 1991 CENSUS . . . . . 20 

TABLE 1.6: FEMALE AND MALE PART-TIME WORKERS, LATEST YEAR 
AVAILABLE IN 1989 . . . . . . . . . . . . . . . . . . . . . . . . . . 26 

TABLE 1.7: PROPORTION OF NZ MOTHERS EMPLOYED IN PAID WORK 
BY AGE OF CHILD . . . . . . . . . . . . . . . . . . . . . . . . . . . 28 

TABLE 1.8: PART-TIME WORKERS AS A PROPORTION OF THE NZ 
LABOUR FORCE, BY AGE AND SEX, 1991 CENSUS . . . . 31 

TABLE 1.9: PERCENTAGE DISTRIBUTION OF PART-TIME WORKERS BY 
AGE GROUPS . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 32 

TABLE 1.10: TOTAL FILLED JOBS IN NZ (INCLUDING WORKING 
PROPRIETORS) BY PUBLIC AND PRIVATE SECTOR, AND 
FULL-TIME OR PART-TIME STATUS . . . . . . . . . . . . . . . 40 

TABLE 3.1: COMPARING PERCEPTIONS OF MANAGEMENT ON THE 
IMPACT OF USE OF PERMANENT PART-TIME 
EMPLOYMENT(%) . . . . . . . . . . . . . . . . . . . . . . . . . . . 76 

TABLE 3.2: EMPLOYERS' REASONS (CONTRIBUTING TO) USE AND NON­
USE OF PART-TIME EMPLOYMENT. . . . . . . . . . . . . . . . 80 



FIGURE 3.1: 

FIGURE 3.2: 

FIGURE 5.1: 

FIGURE 7.1: 

FIGURE 7.2: 

List of Figures 

ORGANISATIONAL-BEHAVIOUR MODEL FOR 
EXPLAINING EMPLOYERS' USE OF PERMANENT 
PART-TIME EMPLOYMENT . . . . . . . . . . . . . . . . . 69 

DECISION PROCESS TO USE OR NOT TO USE 
PERMANENT PART-TIME EMPLOYMENT . . . . . . . 91 

KALEIDOSCOPE MODEL OF CONTEXTUAL INFLUENCES 
ON THE NZ PUBLIC SERVICE MANAGER'S USE OF 
PERMANENT PART-TIME WORK . . . . . . . . . . 125 

MODEL FOR EXPLAINING MANAGERS' USE OF 
PERMANENT PART-TIME EMPLOYMENT . . . . . . 175 

MANAGEMENT DECISION PROCESS ON PERMANENT 
PART-TIME WORK IN A POLICY ENVIRONMENT .. .183 



1 

Introduction 

This study explores the ways in which managers in two departments of the New Zealand 

Public Service experience permanent part-time work. It identifies incentives and 

constraints to the use of permanent part-time work in the Department of Social Welfare 

(DSW) and the Inland Revenue Department (IRD), and examines the way in which 

managers make decisions on use or non-use. The study places managers in the context 

of their internal organisational environment and their external socio-economic and 

political environment. An extensive literature study examines the scarce management 

research on permanent part-time work, supplementing this with empirical and theoretical 

studies from the social sciences. 

Existing research shows that managers who use permanent part-time workers find them 

to be loyal and highly productive. At the same time, permanent part-time work is 

increasingly important to society, especially to women and older workers, but also, 

increasingly, to men of all ages. Yet, in spite of the potential benefits to organisations 

and individuals, there are relatively few opportunities for permanent part-time work in 

organisations. The lack of availability of permanent part-time work contrasts with the 

much wider availability of part-time work in casual positions. 

There are two aspects to the question of why permanent part-time work is not used 

more: first the question of why more existing part-time work is not permanent rather 

than casual; and second, the question of why there is not more opportunity for full-time 

permanent staff to reduce their hours of work. Empirical management research has given 

little consideration to permanent part-time work, although there is a substantial body of 

prescriptive Human Resources literature which advocates its use. A small body of 

management literature which examines the organisational use of part-time work in terms 

of operating and cost incentives and constraints is a starting point in exploring the 

question, but the limited use of permanent part-time work cannot be explained solely by 

rational cost and operating decisions. These explanations ignore context, as well as 

personal factors. 
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A very small number of management studies widen the discussion to a consideration of 

organisational context factors such as climate and institutionalisation. These valuable and 

ground-breaking studies go some way towards deepening an understanding of the 

managerial decision process on permanent part-time work. However, the discussion must 

be widened further still so that the manager is seen in the context of the external 

environment which impinges upon the organisational use of permanent part-time work. 

Use of part-time work appears to be fundamentally bound up with major global and 

national economic changes, sectoral changes, technological changes, and changes in the 

structure of the labour market. Without acknowledging that use of part-time work is 

entangled with these sometimes disturbing issues, the failure of organisations to use it 

more cannot be understood. 

The issues underlying part-time work are extremely complex, and cannot all be 

encapsulated within this study. However, neither can they be ignored. The study 

therefore begins with an overview of the contextual issues to provide background for a 

consideration of the direct influences on managers' perspectives on permanent part-time 

work. 

Chapter One identifies the changes in labour demand and supply which have brought 

about the growth in part-time and permanent part-time work. It traces the statistical 

growth of part-time work, and describes the conditions of part-time workers. It describes 

changes in the demand for part-time workers in terms of the rise of the service sector, 

recession, and developments in technology. It describes changes in the supply of part­

time workers in terms of alterations in lifestyles, the ongoing and permanent mass entry 

of women to the paid workforce, and the ageing of the workforce. The chapter 

concludes by describing the institutional responses to these changes in terms of collective 

bargaining, the actions of governments as legislators and employers, and the growing 

inclusion of the "good employer" policies of family responsiveness and equal 

employment opportunities in organisational approaches to Human Resources 

management. 

What unites these diverse changes is the fact that they all appear to be long-term, and 

to encourage an ongoing use of part-time work. What divides the changes is that some 

encourage permanent part-time work and others encourage part-time work which is 

casual. There are thus countervailing tendencies. Further consideration is needed in order 
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to answer the question of why more part-time work is not permanent and why more 

permanent part-time work opportunities are not available to full-time workers. 

Chapter Two approaches the first aspect of the question by considering explanations 

from several theoretical perspectives, including: neoclassical economics; Marxist reserve 

army of labour and labour process theories; the management theory of the Flexible Firm; 

dual and segmented labour market theories; and feminist theories of gender, patriarchy 

and the social construction of skill. Notwithstanding that some of these theories are 

mutually contradictory, their combined weight lends formidable support to the general 

idea that there is a strong tendency for casual, poorly rewarded forms of part-time work 

to be preferred by many organisations. 

The second aspect of the question - why is there not more opportunity for full-time 

permanent workers to work as permanent part-time workers - is addressed in Chapter 

Three in a study of the management literature on the use of permanent part-time work. 

Few management studies have considered the manager in his or her own right in relation 

to permanent part-time work. Chapter Three reviews those studies which have identified 

operating and cost incentives and constraints for managers to use permanent part-time 

work, and the few studies which consider organisational context factors and personal 

factors. The results of one major permanent part-time work study offer some 

explanations for the fact that permanent part-time work is limited in availability, in spite 

of the overwhelming satisfaction reported by the managers who employ permanent part­

time workers, and in spite of their high productivity. One factor is that there is a large 

difference in the expectations of those managers who use permanent part-time work and 

those who do not: users, basing their expectations on experience, have positive 

expectations, whereas non-users expect the worst. Another factor is that cost-benefit 

considerations do not figure largely in the decision-making processes on permanent part­

time work. Rather, permanent part-time work is most often initiated by managers in 

response to operating problems, and not in response to cost incentives. Reasons for 

limited use are also found in the ad hoc nature of the management decision process on 

permanent part-time work, and in the usual absence of any organisation-wide policy 

which addresses it. These observations were considered when making decisions about 

the research design of this study. 
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Chapter Four describes the rationale for setting the study in the New Zealand Public 

Service, an environment where permanent part-time work is the subject of policy, 

legislation and collective agreements. In this setting, in spite of the various external and 

organisational factors militating against it, managers have to consider the use of 

permanent part-time work. Chapter Four goes on to describe the research design and 

method. The research involved 24 managers at several levels of the hierarchies of two 

government departments, and a nominee for the State Services Commissioner. Through 

in-depth interviews, the study explores the ways in which the managers made decisions 

on permanent part-time work, experienced permanent part-time work, and viewed the 

impact of permanent part-time work on organisational goals. 

Chapter Five describes the organisational context of the empirical study in terms of the 

contextual factors identified in earlier chapters. There has been a permanent part-time 

work policy in the New Zealand Public Service since 1986, and permanent part-time 

work provisions are included in collective agreements. The State Sector Act 1988 

contains "good employer" clauses which require government departments to make Equal 

Employment Opportunities (EEO) plans, and which provide for the monitoring of 

departmental progress by the State Services Commission. There was a strong association 

of permanent part-time work with EEO policy in this study. Another significant aspect 

of the internal context of the Departments included in the study was the restructuring 

which they had been undergoing for some years. This restructuring had involved staff 

reductions, including reductions in the numbers of middle-level managers. 

Chapter Six reports on the results of the interviews with managers. It outlines the 

incentives and constraints which managers in the Departments identified as affecting their 

decisions on permanent part-time work. It does so in terms of the categories identified 

in the literature, including operating and cost factors, and organisational and personal 

determinants of use or non-use. One strong continuity of this study with the previous 

research is the general satisfaction of managers with permanent part-time work, and the 

absence of serious problems in its use. The suggestions of managers for dealing with 

those problems which did arise are also reported. 

Chapter Seven analyses the results further, and compares them with those in the 

literature which has been reviewed. One theme which emerges is that the policy 

environment of the study gives rise to models in which permanent part-time work is 
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initiated, not in response to operating problems, but in response to staff requests. Within 

this environment, operating and cost factors act as a sort of checklist for potential 

obstacles to permanent part-time work use, rather than as genuine incentives. Chapter 

Seven also considers the roles which top managers, Human Resources managers, EEO 

managers, and District line managers play in the implementation of permanent part-time 

work policy. It concludes by considering factors which might encourage the expansion 

of permanent part-time work in the organisations, and, in particular, suggests that this 

might come about through finding areas of congruence between organisational needs and 

staff needs. 

The Conclusion draws out some of the implications of the study and makes some 

suggestions for further research. One major implication of the study is that if permanent 

part-time work is introduced into organisations through policy fiat, far from creating 

conflicts with organisational goals, this may lead to positive benefits, not only to 

individuals but also to the organisations themselves. 
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