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ABSTRACT 

An increasing number of people are working part-time hours, and this can present challenges 

for work design for both the employee and their organisation. Australia currently has the fourth 

highest percentage of part-time employees among OECD countries (26%). This thesis reports 

findings from two independent studies examining the perceived inclusion, work engagement 

and performance of part-time employees, compared with full-time employees, in Australia. 

Data were collected using an online questionnaire distributed to part-time and full-time 

employees. A Part-time Work Design (PTWD) Model was developed and tested using Partial 

Least Squares (WarpPLS) and independent group t-tests. Study One compared part-time and 

full-time employees, and Study Two compared two contrasting part-time samples. Study One 

results suggest that part-time employees feel less included in the workplace compared with 

full-time employees. They also perceive their roles to be less autonomous and interdependent 

than full-time roles. A key finding was that part-time employee perceptions of inclusion are 

positively related to their proactive behaviour, role autonomy and part-time working hours. 

Multi-group analysis revealed a significant difference in the way interdependence influenced 

inclusion. Study Two results suggest student part-time employees perceive themselves to be 

more proactive than older, more experienced part-time employees and they work fewer hours 

per week. However, they experience less autonomy, and report fewer job crafting behaviours. 

They also experience lower work engagement. Multi-group analysis revealed no significant 

differences between the two part-time samples in the relationships between the model 

constructs. In summary, there are differences between perceptions of part-time and full-time 

employees and between different groups of part-time employees, which has implications for 

the management of part-time employees in modern workplaces. 
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Chapter 1  

Introduction 

Throughout history, the nature and organisation of work has continued to change. 

There are jobs that no longer exist, such as telegram deliverers and lamplighters, and 

jobs that have emerged in response to new technologies, such as computer 

programmers and stem cell researchers. Technology developments have contributed 

to the demise of some jobs and industries, and the creation of others (Autor 2015; 

Barley, Bechky & Milliken 2017). There has been a gradual shift away from 

organisations involved in manufacturing towards those providing services (Grant, 

Fried & Juillerat 2011; Parker 2014; Parker, Wall & Cordery 2001), changes in the 

composition and demographics of a typical workforce (Parker, Wall & Cordery 2001), 

and an increasing focus on understanding how organisational structures, processes and 

environments can be improved to respond to a changing world (Oldham & Fried 

2016). 

The changing world of work has implications for all employees and organisations. 

This research focuses on part-time employees. Some background will be provided on 

the history of part-time work, and its increasing incidence in workplaces in Australia 

and throughout the world. Challenges and benefits of part-time work, for both the 

individual employee, and their organisation, are then considered, to try and identify 

those characteristics most likely to shape the experience of working part-time. 

Recognising that part-time work should not be considered in isolation, and that many 

workplaces aim to optimise the efforts of their part-time and full-time employees 

together, the focus then shifts to how working roles are designed and whether it is 
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possible to optimise the design of part-time roles in a way that helps to address some 

of the identified challenges.  

1.1. Part-time Work in a Changing World 

The International Labour Organization (ILO), in the Part-Time Work Convention 

(1994), Article 1, defines a part-time employee as “an employed person whose normal 

hours of work are less than those of comparable full-time workers” (International 

Labour Organization 1994, p. paragraph 1). In 1979, the Organisation for Economic 

Cooperation and Development (OECD) released statistics on part-time work as a 

percentage of employment. At that time 17% of Australia’s workforce worked part-

time, compared with 26% in 2018 (OECD 2019). According to the OECD, Australia 

has the fourth highest part-time employment rate in the world, behind the Netherlands 

(37 %), Switzerland (27%), and Indonesia (26%) with the OECD average being 17% 

(OECD 2019).  

Australian data from the Household, Income and Labour Dynamics in Australia 

Survey (HILDA) suggests common reasons for working part-time include: supporting 

academic study, personal lifestyle choice, caring for children or other family members, 

and a lack of availability of full-time roles (Scutt 2017). The data also suggests that 

employees who only work part-time due to a lack of full-time opportunities (known 

as involuntary part-time employees) are not a large proportion of part-time employees, 

however, rates of involuntary part-time work can fluctuate depending on the state of 

the economy (Cajner et al. 2014). 

The increasing incidence of part-time work may be associated with a growing 

focus on the importance of work-life-balance (WLB), associated with reducing 

conflict between family and working life (Greenhaus & Beutell 1985). This may 

encourage more people to seek alternatives to working full-time, and working part-

time is a common alternative (Kossek & Lee 2008; Lirio et al. 2008; McDonald, 

Bradley & Brown 2009; Wittmer & Martin 2011).  

   In addition to individuals electing to work part-time, organisations are also 

using part-time employment as a feature of their Human Resource Management 

(HRM) strategies. Offering part-time alternatives, e.g. the negotiation of individual 
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working arrangements, sometimes referred to as i-deals (Gascoigne & Kelliher 2018), 

is a way of retaining valued and skilled employees, and employing people on a part-

time basis can increase organisational agility to respond to workload variations 

without the necessity of hiring additional permanent full-time staff (Cascio & 

Boudreau 2015; Martínez-Sanchez et al. 2007).   

Working part-time, and other forms of workplace flexibility, e.g. virtual working, 

has become more viable due to rapid developments in workplace technology (Biron 

& van Veldhoven 2016; Lawrence & Corwin 2003; Piszczek 2017). People and 

organisations have access to communication technologies that may provide strategies 

to assist with streamlining relationships between full-time and part-time employees. 

Part-time employment is more common in some industry sectors and 

organisations than others, e.g. it is more likely in service sectors, in larger 

organisations where administration and supervisory costs can be better absorbed, in 

roles requiring lower skill levels, where there is a wide variation in workloads, and 

where there is both weekend and night work (Anxo, Hussain & Shukur 2012). There 

is also a wide variation in the extent to which part-time work opportunities are 

available between different countries, e.g. 89% of workplaces in the Netherlands offer 

part-time work compared with 13% in Portugal (Anxo, Hussain & Shukur 2012).  

1.2. Implications of Part-time Work 

Statistical evidence affirms part-time employment is on the rise. To determine whether 

there are any potential implications of this workforce trend, for individuals and 

organisations, a review was undertaken of the part-time employment literature. As will 

be outlined in Chapter Two, there has been a focus in this literature on the 

identification of the challenges and benefits of part-time employment, and on making 

comparisons between part-time and full-time employees. 

Some part-time work for employees is associated with poor work quality (Baird, 

Charlesworth & Heron 2010; Fagan et al. 2014; Smith & McDonald 2016), which is 

discussed in more detail in Chapters Two and Three. A part-time work role can be 

considered poor quality when work tasks are low in complexity, there is reduced 

access to learning and development opportunities (Kauhanen & Nätti 2015; Smith & 
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McDonald 2016), and/or employees perceive themselves to have lower social status 

than their full-time colleagues (Broschak & Davis-Blake 2006). A part-time employee 

may experience several of these challenges, or other poor-quality work characteristics. 

For example, part-time employees can also experience role-overload, where they are 

trying to manage a full-time load in reduced working hours (Smith & McDonald 

2016). Benefits of part-time employment include the opportunity for workforce 

participation, family friendly or flexible working hours, and the potential for less stress 

(Saint-Martin & Venn 2010; Smith & McDonald 2016).  

Potential challenges of part-time employment for organisations can be associated 

with the balance between part-time and full-time employees, and the implications this 

may have on staff communication and interpersonal relationships (Chadwick & 

Flinchbaugh 2016). Benefits may be associated with the use of part-time employees 

to manage fluctuations in workload, or extended hour trading, without having to hire 

more full-time staff (Cassidy & Parsons 2017; George & Chattopadhyay 2015; Künn-

Nelen, de Grip & Fouarge 2013). These challenges and benefits are discussed in 

Chapter Two.  

Comparative research has been undertaken on attitudinal aspects associated with 

part-time employment, e.g. turnover intention (Martin & Sinclair 2007) and job 

satisfaction (Russo 2012). However, much of this attitudinal research has often 

produced inconsistent findings (Chadwick & Flinchbaugh 2016; Wilkin 2013; 

Wittmer & Martin 2011).   

While the focus on challenges, benefits and differences associated with part-time 

employment provides a good picture of the part-time landscape, some authors have 

tried to establish why challenges and differences exist. The Theory of Partial Inclusion 

(TPI) has been proposed as a possible explanation for different part-time work 

experiences and outcomes. Inclusion, in the context of the workplace, refers to the 

promotion of situations where all employees feel accepted and valued and feel 

encouraged to contribute in a working environment (Brimhall et al. 2016). Discussed 

in detail in Chapter Two, the TPI suggests that due to part-time employees spending 

less time at work, they are not fully included in work activities, rather, they divide 

their focus between their work and non-work roles, potentially impacting on work 
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outcomes (Al & Anıl 2016; Clinebell & Clinebell 2007; Katz & Kahn 1966; Marchese 

& Ryan 2001; Thorsteinson 2003; Wittmer & Martin 2011).  

1.3. Real World Reflections 

Research on the increasing incidence, potential challenges and benefits, and possible 

influence of inclusion on part-time work experiences, is echoed in contemporary 

media commentary, and in the analysis of work patterns and trends by the business 

sector. Examples of such commentary include highlighting and discussing issues 

associated with the gradually increasing incidence of part-time work (Cassidy & 

Parsons 2017), and noting that increasing part-time work can impact on a young 

employee’s ability to find a full-time role (Letts 2019). 

There have been reports of an increase in men working part-time, both in 

Australia and overseas (Emery 2016; Isaac 2018), including one think tank report from 

the United Kingdom (UK) suggesting that up to one in eight men now work part-time, 

whereas two decades ago this ratio was one in twenty (Isaac 2018). More men working 

part-time may reflect the increasing recognition of the importance of WLB, with part-

time employment arrangements being used as a strategy for both men and women to 

meet the demands of balancing family responsibilities with work (Jacobs 2018; Taylor 

2017; Caporn 2018).  

Different work arrangements have also been emerging as examples of creative 

ways of using part-time work as a strategy for being able to adapt to different lifestyles 

and personal situations. Examples of these arrangements include the concept of ‘power 

part-time’ (Maxted 2017), where senior members of the workforce choose to work 

fewer hours on lower pay, yet focus on high impact and efficiency during the hours 

they work, and ‘job-pairing’, where two part-time employees collaborate to apply for 

the one role, to be shared in a structured way (Chung 2017).   

In addition to a focus within the media on flexible and part-time working, 

organisations from the business sector are increasingly embracing flexible work as an 

integral part of their future workforce planning. As an example, EY, a large multi-

national professional services organisation, has released Flexibility at EY as part of 

their Diversity and Inclusiveness policy (EY 2018b). The policy provides flexibility 
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to allow employees to succeed professionally, while achieving personal goals, and 

focuses on the importance of work outcomes rather than judging employees purely on 

the number of hours they spend at work (EY 2018b). As part of the EY policy, a job-

redesign toolkit has been created to assist employees transitioning to reduced hours 

(EY 2018a). 

A further example of the currency of part-time as a work status is reflected in 

situations where businesses can see the benefits of offering part-time roles as a way of 

retaining and attracting employees. One mining company in Western Australia 

launched a program in 2018 which focused on creating family friendly part-time work 

arrangements, in contrast to part-time work that was offered with irregular rosters and 

long shift work hours (Chiat 2018).  

While media reports on changing part-time work opportunities is valuable, there 

has also been commentary about the relationship between part-time work and a 

number of social issues. Some of these issues may relate to unique characteristics of 

part-time work. One example is the extent to which a lack of acceptance of part-time 

work arrangements in a police setting is perceived to have resulted in a bullying culture 

and has caused part-time (usually women) workers to leave the organisation; the work 

is perceived within the organisation as requiring an ‘all-or-nothing’ commitment 

(Willingham 2017). In the context of the TPI, an ‘all-or-nothing’ expectation may 

result in part-time employees feeling less included in the organisation.   

In a further example, concern has been expressed by some authors as to the 

looming economic impact in Australia of an aging population on the payment of 

pension entitlements, and the difficulties older employees, particularly women, face 

in finding work to supplement their limited retirement funds (Price 2019; Taylor & 

Worthington 2017; Wright 2019). They argue that increased opportunities for part-

time work for such employees would ease pressure on the pension entitlements budget, 

while promoting economic growth, primarily in regional areas where retirees often 

settle. However, they also report that there is resistance from employers to hire older 

workers. Where people in the 60 years and over age group have been able to find work, 

it is often part-time (there was an 18% increase in multiple job holders compared with 

14% in the general population, between 2011 and 2016) (Wright 2019). 
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In a recent successful government trial in Australia, where employees were 

offered workplace flexibility in the form of working some days offsite from regional 

hubs, more mature employees were represented in the volunteer participants as they 

viewed this as a way of transitioning to retirement (Donaldson 2018). Social 

commentary, and government initiatives suggest part-time employment may be an 

important consideration when managing an aging population.  

Another demographic segment of society increasingly experiencing part-time 

work, often not through preference, is the newly graduated university student.  HILDA 

data indicates that 25% of 2012 and 2013 graduates were still in part-time work in the 

year after graduation, compared with 17% in 2001 – 2005 (Wilkins 2017). It has also 

been suggested that graduates are prepared to wait until a good quality job becomes 

available so will continue with their studies while concurrently working in a part-time 

role (Koziol 2018).  

It is clear that there are a number of social and economic reasons why people 

either choose to, or have to, work part-time. There are many variations to the way part-

time work is structured and undertaken, with examples including job share, casual 

part-time positions, fixed-term part-time positions, and flexible working 

arrangements, which allow reduced working hours. The scope of different forms of 

part-time work will be discussed in more detail in Chapter Two. Clarification is also 

provided in that chapter on the range of definitions that describe, or apply to, part-time 

work settings, with different types of part-time work arrangements also captured 

within the broader categories of non-standard work and contingent work. One 

common characteristic of all part-time work situations is that the employee is working 

fewer hours than their full-time counterpart.  

1.4. Introducing Relevant Literature 

The part-time employment literature provides an understanding of the challenges, 

benefits and differences associated with part-time work, and the TPI may provide 

some explanation for why these challenges and benefits exist. However, this is only 

part of the picture. If you consider some of the part-time challenges for employees 

previously mentioned, e.g. low work quality, communication issues, and role 

overload, it is apparent that these have several things in common. First, they are related 
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to the tasks, relationships and time commitment that characterise a working role. 

Second, they can potentially be influenced by the extent to which an employee is 

proactive in their role and uses strategies to try and mitigate a potential challenge. 

To identify additional factors that influence the experience of working part-time, 

and to identify characteristics that may differentiate part-time and full-time 

experiences of work, the literature review was extended to other academic areas. These 

additional areas are discussed in Chapter Three and are introduced briefly in this 

section. As noted earlier, the tasks and relationships that characterise a part-time role 

can be associated with some of the part-time challenges. The concept of work design 

reflects this notion and is defined as “the content and organization of one’s work tasks, 

activities, relationships, and responsibilities” (Parker 2014, p. 662). Work design 

principles have been shown to offer some potential strategies to address part-time 

work challenges (Smith & McDonald 2016). For example, autonomy, the extent to 

which a person has control over elements of their work environment (Gagné & Deci 

2005), and task interdependence, the extent to which a role is connected to others 

(Morgeson & Humphrey 2006), have both been noted as particularly important. 

A relatively recent approach to work design is job crafting, which involves 

“shaping the task boundaries of the job (either physically or cognitively), the relational 

boundaries of the job, or both” (Wrzesniewski & Dutton 2001, p. 179).  Research into 

the outcomes of job crafting to date have been mixed and dependent on the crafting 

activities and strategies used (Mäkikangas 2018; Oldham & Fried 2016; Tims, Bakker 

& Derks 2015a). Examining job crafting in a part-time context provides an opportunity 

to explore these mixed results and attempt to establish how different contexts may 

impact on job crafting outcomes.  

Building on the reference in the part-time employment literature to the TPI, the 

literature review was also extended to explore the concept of inclusion more broadly. 

Previous part-time employment research has not identified a well-recognised approach 

to measuring inclusion, however Lirio et al (2008) suggested that supportive and 

inclusive behaviours of managers are a key success factor for the successful 

implementation of part-time working arrangements. Inclusion is a concept also 

associated with workplace diversity, which relates to the study of various forms of 

discrimination against minority groups based on, for example culture, ethnicity and 
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gender (Boekhorst 2015; Lirio et al. 2008; Shore et al. 2011). Lirio et al (2008) noted 

a shifting in the focus of diversity research towards the promotion of inclusive 

behaviours and has highlighted the relevance of this to part-time employee inclusion. 

An employee’s proactivity may influence their part-time work experience. 

Proactive personality refers to an innate disposition to behave in a way that effects 

environmental change (Bateman & Crant 1993). It may be that a part-time employee 

can mitigate challenges through proactively identifying and addressing them. While 

proactive personality, a relatively stable personal tendency, has been linked with job 

crafting behaviours (Bakker, Tims & Derks 2012), this has not been examined in a 

specifically part-time context. There is an opportunity here to identify whether 

promoting proactive behaviour, which is related to proactive personality, can be a 

useful approach for part-time employees. The relationship between proactive 

personality and proactive behaviour is discussed in Chapter Three. 

Two final relevant areas of literature are: (i) work engagement, or how people 

experience work and how absorbed they become in what they are doing (Bakker, Tims 

& Derks 2012); and (ii) performance, the ways of describing or measuring behaviours 

exhibited by employees within an organisation that may contribute to organisational 

efficiency and effectiveness (Williams & Anderson 1991). Work engagement and 

performance are strongly related, as people who are engaged at work tend to 

experience happiness and positivity, which influences their ability to deal with work 

issues, and thus also their job performance (Bakker, Tims & Derks 2012; Demerouti 

& Cropanzano 2010). When examining the experience of working part-time, it is 

important to identify whether part-time employment status is associated with part-time 

work outcomes. 

1.5. Research Importance and Gaps  

As increasing numbers of people are working part-time, it is important to consider the 

value of studying this phenomenon, and whether such study can lead to important 

outcomes. Some authors have recommended that more work is required to examine 

the business case for part-time work for organisations (Correll et al. 2014; de Menezes 

& Kelliher 2011). Highlighted benefits of part-time work include the ability to increase 

organisational capacity without the necessity of hiring additional permanent full-time 
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staff (Cascio & Boudreau 2015; Martínez-Sanchez et al. 2007) and increased 

motivation and effort of employees (de Menezes & Kelliher 2011; Mahler 2012). If 

part-time employment provides a way for organisations to increase their agility, and 

can lead to increased employee motivation, then research that helps increase the 

understanding of factors related to part-time work performance may have the potential 

to contribute to organisations’ human resource policies, and to improving the 

experience of part-time employment for individuals. As highlighted in the following 

discussion of research gaps, this is important if increasing numbers of employees are 

working part-time. 

The gaps addressed by this research encompass several areas of literature 

including part-time employment, work design, inclusion and proactive personality. 

Each of these areas contributes to the development of a suggested model that 

represents the part-time employment landscape. 

A first research gap being addressed is the previous lack of focus on individual 

work performance outcomes for part-time and other non-standard employees, 

including an understanding of the extent to which part-time employees exhibit 

different attitudes and behaviours to full-time employees (Ashford, George & Blatt 

2007; Broschak, Davis-Blake & Block 2008; De Menezes & Kelliher 2017; Maynard, 

Thorsteinson & Parfyonova 2006). If an individual’s performance has the potential to 

be influenced by their part-time status, then this could be of concern to organisations 

in an environment where an increasing proportion of their workforce is part-time. 

Some research has been undertaken on the impact of blended workforces, or 

workforces with a mixture of standard and non-standard employees (Davis-Blake, 

Broschak & George 2003), and this suggests overall workforce composition can 

impact on the overall financial performance of an organisation (Chadwick & 

Flinchbaugh 2016; Devicienti, Grinza & Vannoni 2015). These impacts relate largely 

to organisational and financial aspects of part-time work, for example fixed costs 

associated with training, recruitment and supervision, rather than the performance of 

the part-time employees themselves. Most work associated with individual employee 

outcomes in the part-time arena has been focused on alternative work outcomes, for 

instance, job satisfaction, attitudes and behaviours (Chadwick & Flinchbaugh 2016; 

Clinebell & Clinebell 2007; Omar et al. 2011). Furthermore, it has been noted that 



11 

little is known about how theoretical foundations explaining full-time work apply in 

the part-time context (Wittmer & Martin 2011). 

A second research gap relates to inclusion. The TPI has been proposed as a 

possible explanation for differences in part-time outcomes. Inclusion is also becoming 

an increasing focus in workplace diversity practices. Research undertaken by Downey 

et al. (2015), on the impact of diversity practices on work engagement, demonstrated 

that such practices generate positive working relationships for all employees, not only 

those from minority groups. The researchers noted that possible links between 

inclusion and work engagement have yet to be sufficiently explored, so this is an area 

requiring further examination. Furthermore, a lack of focus on examining contextual 

factors around the personal attributes of participants in diversity research was 

highlighted, so examining part-time employees, and the characteristics associated with 

them, could help close a gap in inclusion research. 

A third research gap is addressed when considering the part-time employment 

implications of work design. There is a recognition that most work design research has 

used samples of predominately full-time employees, often employed on a permanent 

basis, and that there is a need for more empirical work to examine how job design 

principles apply to other types of workers, including part-time workers (Oldham & 

Fried 2016; Smith & McDonald 2016). In particular, the extent to which full-time roles 

are redesigned to cater for reduced part-time working hours, and the extent to which 

managerial behaviours and dispositions relate to, and can support, successful part-time 

arrangements, have been highlighted as areas that need further examination (Lirio et 

al. 2008; Smith & McDonald 2016).  

It has been noted that few, if any, studies have examined part-time work in the 

context of work design, despite evidence suggesting that it can play a critical role in 

creating good quality part-time roles (Smith & McDonald 2016). Research into 

workload reduction idiosyncratic deals (i-deals), where changes in the scheduling and 

workload are negotiated in the creation of part-time roles (Gascoigne & Kelliher 

2018), supports the importance of work design approaches in the development of 

successful i-deals.  
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 A fourth research gap reflects a view that work design approaches have not been 

adapted to reflect the changing workforce, and as a result more research is required 

into how work design practices need to respond to ever changing work contexts, e.g. 

the use of job crafting (Grant, Fried & Juillerat 2011). Job crafting is one of the more 

recent work design concepts and, given its focus on individuals making changes to 

their own work practices, it may represent a more progressive form of work design 

which may be more suitable for changing contexts.  

Research on job crafting has been categorised into two streams (Lazazzara, Tims 

& de Gennaro 2019). The first stream reflects the focus of the original Wrzesniewski 

& Dutton (2001) framework, that describes changes to task, relational or cognitive 

boundaries. The second steam focuses on the task and relational aspects of job crafting. 

This current research relates to stream one and thus makes a contribution to improving 

understanding about the streams and how they relate to each other and to job crafting 

as a concept. 

Similar to previous research on part-time attitudes, outcomes and behaviours, 

previous work design (including job crafting) research has produced inconsistent 

results (Oldham & Fried 2016), so examining job crafting in a part-time context 

provides an opportunity to focus efforts on a particular work context. It has been 

suggested that future research could explore why people job craft, and examine how 

this relates to the different ways job crafting can be undertaken (Dierdorff & Jensen 

2017). 

A fifth research gap reflects suggestions that part-time research has not 

adequately reflected contrasting characteristics of different groups of part-time 

employees, e.g. it has not distinguished between part-time workers who work very few 

hours per week and those who work close to full-time hours, or reflected the different 

reasons people work part-time, for example whether it is to accommodate study, to 

care for children or other family members, or due to economic reasons (Omar et al. 

2011; Wittmer & Martin 2011). Chapter Two provides more detail on the extant 

literature associated with part-time typologies (groups). 

In summary, the increased statistical incidence of part-time work, the prominent 

social commentary surrounding why people are increasingly working part-time, the 
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links between part-time work and a number of contemporary social issues in Australia 

and the potential to inform strategies to better implement part-time work in a way that 

capitalises on the benefits and addresses the challenges, underpins the importance of 

undertaking this research. The research not only addresses identified research gaps 

within several areas of literature, it can also provide some evidence-based data on the 

relationships between key factors which may impact on how part-time work fits into 

a blended workforce. 

1.6. Research Aims and Questions 

The picture painted by areas of the literature relevant to the part-time employment 

landscape provides a framework to underpin the articulation of research aims and 

questions. 

The first aim of this research is to investigate whether part-time employees feel 

less included in their workplace than their full-time colleagues and whether this 

impacts on their work engagement and individual performance. The TPI suggests that 

because a part-time employee spends less time at work, they may not feel fully 

included in work activities, and may be more emotionally invested in their non-work 

roles (Al & Anıl 2016; Clinebell & Clinebell 2007; Katz & Kahn 1966; Marchese & 

Ryan 2001; Thorsteinson 2003; Wittmer & Martin 2011). Inclusion is therefore being 

included in the proposed model of part-time work design (described in the following 

section) which aims to explore relationships between inclusion and other part-time 

work design and behavioural elements.  

A second aim of this research is to examine how some work design characteristics 

are related to inclusion, work engagement and ultimately, the individual performance 

of part-time employees. First, the roles of autonomy, task interdependence and number 

of hours worked, which have all been identified as being important in a part-time 

context, are explored as possible antecedents in the model. Second, the potential role 

of job crafting, which has been shown, in previous studies, to improve individual 

perceived engagement and performance, is examined. Prior studies on job crafting 

have not explicitly examined whether the work being crafted is full-time or part-time. 

This research explores whether identified benefits of job crafting can also be realised 

when the employee works part-time. 
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The third aim of the research is to identify whether there are any differences 

between groups of part-time employees with contrasting characteristics, e.g. younger 

people who work part-time to support themselves through their studies, compared with 

mature part-time employees who may be working for personal fulfilment, or be 

transitioning into retirement. There has been some research suggesting there are 

different part-time typologies (Haines, Doray-Demers & Martin 2018; Martin & 

Sinclair 2007; Wittmer & Martin 2011) and this research explores whether employees 

from such typologies experience part-time work differently. 

A goal of this research is to provide evidence for the development of part-time 

work implementation policies and strategies. Such policies may contribute to the better 

integration of part-time work within organisations, help address the identified 

challenges associated with part-time work and help promote the creation of higher 

quality part-time roles. The aims of this research are reflected in the following research 

questions:  

Research Question One: To what extent is there a difference in part-time employees’ 

perceptions of inclusion, work design characteristics, work engagement and 

performance, compared with full-time employees? 

Research Question Two: How do working hours, proactive personality and work 

design characteristics influence part-time employees’ perceptions of inclusion, 

workplace engagement and performance compared with full-time employees? 

Research Question Three: How does the influence of proactive personality and work 

design characteristics on part-time employees’ perceptions of inclusion, work 

engagement and performance vary across different types of part-time employees? 

1.7. The Research Model 

To respond to the research questions, the relevant literature (part-time work, work 

design) was reviewed. It became evident there were a number of characteristics of 

working part-time that may be related, and may help differentiate the experience of 

working part-time from that of working full-time. The literature also highlighted a 

number of challenges associated with working part-time. Job crafting and proactive 

behaviour have been identified as having positive relationships with work 
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engagement, for full-time employees (Bakker, Tims & Derks 2012), so were 

considered as possible strategies for mitigating some of the documented part-time 

work challenges.  

An initial conceptual framework, depicted here as Figure 1-1, was conceived to 

focus the analysis of the literature.  A Part-time Work Design Model (PTWD Model), 

which proposes hypotheses about the predicted relationships between constructs in the 

conceptual framework, was developed so it could be tested using quantitative data 

collection and analysis. Detail on the development of the PTWD Model is discussed 

in Chapter Three. A brief overview is provided below.  

 

Figure 1-1. Conceptual Framework 

Job crafting has been identified as an effective approach to job redesign (Bakker, 

Tims & Derks 2012; Bruning & Campion 2018; Mäkikangas 2018; Petrou et al. 2012; 

Tims et al. 2013; Van Wingerden, Derks & Bakker 2017; Van Wingerden & Poell 

2017). The part-time literature has identified certain job characteristics which may 

impact on the success of part-time work arrangements. The work design elements, and 

accompanying workplace behaviour, may influence both perceptions of workplace 

inclusion and job crafting effectiveness. It is hoped avenues for the development of 

potential effective strategies for part-time employees to address some of the challenges 

of working part-time will arise from examining this issue.  

Inclusion in the workplace is becoming an increasing focus of workplace 

diversity policies (Boekhorst 2015; Lirio et al. 2008; Shore et al. 2011).  For part-time 

employees, the extent to which they feel included in the workplace may be impacted 

by their part-time work status, as, in addition to working fewer hours, they are often 

involved in lower quality work (Smith & McDonald 2016), can miss out on training 

and development opportunities (Broschak & Davis-Blake 2006; George & 
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Chattopadhyay 2015; Mayfield & Mayfield 2006) and can experience negative 

organisational cultural attitudes (Baird, Charlesworth & Heron 2010). The extent to 

which such work structures and experiences may result in different perceptions of 

inclusion is a major focus of the proposed research.   

1.8. Research Design 

The research design was underpinned by a positivist deductive approach, which 

reflects the philosophy of a natural scientist who collects data to try and identify 

relationships between theories associated with the research question (Saunders, Lewis 

& Thornhill 2012). This approach influenced the decision to use an online survey to 

collect data from several samples. 

This approach also provided a framework to compare, and examine interactions 

between, several constructs which together, could possibly offer an insight into any 

differences in perceptions between part-time and full-time employees. The 

quantitative approach accommodated the collection of data from multiple samples 

reflecting a cross section of industries. This was in contrast with previous studies 

which have identified the limitation of using samples with too narrow a focus, for 

example the professional services sector (Smith & McDonald 2016) and the financial 

services sector (Nicolaisen 2011).  

Two studies were conducted, which are reported as Study One and Study Two. A 

detailed outline of the research design for each study is included in Chapters Four and 

Five, respectively. The online survey was administered to part-time employees from 

a range of service industries, classified using the Australian New Zealand Standard 

Industrial Classification (ANZSIC) system utilised by the Australian Bureau of 

Statistics (ABS) (ABS 2012b). By surveying part-time employees from across a range 

of industry sectors, it is possible that any research results may be relevant to a wider 

cross-section of part-time employees. 

A cross-sectional survey was designed for the collection of data for this research, 

which included screening questions to ensure data was being collected from 

participants with the right profile in relation the theories being examined, e.g. 

participants had to have been working in their role for at least six months, as job 
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crafting has been shown to require some experience in the role before individuals can 

successfully craft their jobs (Bakker, Tims & Derks 2012; Kooij, Tims & Akkermans 

2016). 

Data was collected in two samples. The first sample was obtained through the use 

of an online commercial research panel. The rationale for the use of this panel included 

the ability to source participants from a wide cross section of industries and 

backgrounds (Callegaro 2014). The second sample, consisting purely of students who 

work part-time, was obtained from first year students enrolled at a large Australian 

university. The students could volunteer to participate in research relevant to their 

personal or professional interests for partial course credit, as part of an undergraduate 

organisational behaviour unit.  

Structural equation modelling (SEM) analysis, of the theoretical model being 

tested, was utilised to examine the relationships between the constructs in the model 

(Hair, Ringle & Sarstedt 2011). As no interventions were being tested within the study, 

no before and after survey results were required. 

1.9. Thesis Plan 

This thesis is presented as six chapters. In this first chapter, an overview is provided 

of how a changing world has impacted on work patterns, with one impact being an 

increase in the proportion of employees working part-time; a brief account is given of 

the extent to which part-time employment is relevant to society and what that might 

mean to individuals and organisations; gaps in several areas of literature have been 

highlighted; the research aims and questions have been articulated; and an overview 

of the research model and design have been presented. The chapter highlights why this 

research is important and has the potential to have a positive impact on the successful 

integration of part-time work within a predominately full-time workforce setting.  

Chapter Two commences the literature review relevant to this research, and 

focuses on part-time research literature. The chapter includes definitions associated 

with part-time work, evidence to support and explain the increased incidence, 

challenges and benefits associated with part-time work for the individual and the 

organisation, and research associated with the TPI. 
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The literature review continues in Chapter Three, where the focus shifts towards 

aspects of work design and individual behaviour linked with part-time employment, 

and job crafting, which is explored as a potential strategy to assist part-time employees 

to mitigate part-time challenges. Chapter Three presents the full PTWD Model with 

accompanying hypotheses. 

Chapter Four reports on Study One, which was designed to respond to the first 

two research questions. The PTWD Model was tested using data from part-time and 

full-time employees, with comparisons being made between the two samples. The 

chapter includes details on the research design, research setting and sample, online 

survey design, constructs, data collection, data analysis approach and study results. 

 Chapter Five reports on Study Two, which was designed to respond to the final 

research question. In this study, the model was further tested using an additional 

sample of part-time employees, with different characteristics to the part-time 

employee sample introduced in Study One. A comparison was then made between 

these two part-time employee samples.  

The thesis concludes with Chapter Six, which includes a general discussion of the 

findings from both studies, an outline of the research contributions, managerial 

implications, an overview of research limitations and suggestions for future research. 
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Chapter 2  

The Part-time Work Landscape 

 

“The organizational role stipulates behaviors which imply only a 

“psychological slice” of the person, yet people are not recruited to 

organizations on this basis; …the organization brings within its 

boundaries the entire person.”  

(Katz & Kahn 1966, p. 50) 

A view was expressed in 1966 that formed the origins of the Theory of Partial 

Inclusion (TPI). This view implied that if you were not fully committed to your 

working role, you may not fully commit to the organisation. In the 1960s, in Australia, 

working part-time was not common; men traditionally worked in full-time roles, as 

the family breadwinner, and women would typically choose to either leave the 

workforce and have a family, or work full-time (ABS 2012a). As will be discussed 

later in this chapter, it would be over ten years before reliable data was collected on 

part-time employment, both in Australia and internationally. 

Winding the clock forward to the 1980s, part-time employees were considered 

“missing persons in organisational research” (Rotchford & Roberts 1982, p. 228) and 

it was suggested there were identifiable differences between part-time and full-time 

employees. Research focused on a range of areas including the identification of 

challenges and benefits of part-time work (also referred to as potentials and pitfalls), 
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the examination of the demographic characteristics associated with working part-time, 

and an exploration of whether there were behavioural differences between part-time 

and full-time employees (Rotchford & Roberts 1982). From this time, research into 

part-time employment started to increase, reflecting the increasing incidence of part-

time employment. Part-time challenges were examined more closely, including efforts 

being made to identify some underlying causes, e.g. lack of autonomy, boring and 

repetitive work and work scheduling; all things associated with the design of the part-

time roles (Feldman 1990; Feldman & Doerpinghaus 1992) 

This literature review first sets the scene by clarifying the definition of part-time 

work, particularly as it relates to this research project, providing an overview of the 

variety of terms which are used within the literature to capture part-time work, and 

outlining some relevant economic and legal frameworks. The next part of the chapter 

will describe the continued evolution of part-time employment research and includes 

research directions and progress from the start of the twenty first century to the present 

time. Finally, those aspects of the part-time literature that influenced the development 

of the PTWD Model will be discussed. 

2.1. Definitions and Terminology 

The number of weekly working hours associated with part-time work differs according 

to statistical definitions. The OECD defines part-time work as “people in employment 

(whether employees or self-employed) who usually work less than 30 hours per week 

in their main job” (OECD 2000, p. xiii). In contrast, the ABS uses a 35 hour per week 

cut-off (ABS 2013). Although the OECD and ABS definitions differ slightly, they 

both provide a cut-off point which can be used to differentiate between part-time and 

full-time work, based on hours worked per week. 

The ABS definition, with a cut-off of 35 or less working hours per week, is being 

used in this research as the context and research sample is from Australia and as such, 

this definition will more closely reflect the sample from which data is being collected. 

It also allows for comparison with ABS and other Australian data collected on part-

time work. 
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Although part-time hours are used as a means to identify part-time employees, it 

is worth noting some employees may have different perceptions of their working 

arrangements and this may relate to different working contexts. For example, in some 

professional services industries, employees are known to work extended hours, a 

situation which has been exacerbated by communication technologies that increase 

communications between home and work (Lawrence & Corwin 2003).  In this context, 

some part-time professional employees may work greater than 35 hours per week, 

however still consider themselves as part-time employees. For the purposes of this 

research, only working less than 35 hours per week will be considered part-time work. 

In previous research there has been a lack of consistency in defining part-time 

work, and in capturing the variation that exists between different part-time roles. 

Previous studies have tended to treat all part-time employees as a homogenous group, 

e.g. Omar et al. (2010) identified part-time study participants by simply dichotomising 

work into two categories, more or less than 32 hours per week. This is not a sensitive 

measure since it does not capture potential differences between a person working low 

numbers of part-time hours per week and someone working close to full-time hours.  

Different terminologies are used within the literature to capture part-time work 

and this reflects the large variation in roles across different industries. Part-time work 

is discussed within the context of ‘flexible work’, ‘non-standard’ work and 

‘contingent’ work, and these variations are summarised below.   

Flexible work has been defined as “the opportunity to adjust the where, when and 

how of work” (Putnam, Myers & Gailliard 2014, p. 414) and part-time work is a 

common flexible work strategy. Part-time work can be considered as an adjustment of 

the when, where people may choose to only work part of a full-time working week. 

Adjusting the where and the how are more closely reflected in the concepts of 

teleworking or telecommuting, which has been defined as “working outside the 

conventional workplace and communicating with it by way of telecommunications or 

computer-based technology” (Bailey & Kurland 2002, p. 384).  

Research into the implementation of flexible working policies has generated 

mixed results, often as a result of tension between different workplace stakeholders, 

where successful implementation may depend on whether flexibility arrangements are 
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fixed or variable, workplaces have a supportive or unsupportive culture towards 

flexibility, and policies are implemented equitably (Putnam, Myers & Gailliard 2014; 

Smith & McDonald 2016). Part-time work challenges can be influenced by these 

tensions. 

Non-standard work describes arrangements “that depart from standard work 

arrangements in which it was generally expected that work was done full-time, would 

continue indefinitely, and was performed at the employer’s place of business under 

the employer’s direction” (Kalleberg 2000, p. 341).  However, it should be noted that 

not all non-standard work is part-time. Different forms of full-time work can also be 

captured within the ‘non-standard’ umbrella, for example, independent contractors or 

seasonal workers, who may work full-time hours, however, not on an ongoing basis.  

The structure of working hours can vary widely across industries, with some 

industries’ working hours not aligned with a typical office job working week. For 

example, actors, artists, dancers and people, who work for multiple organisations 

through an agency arrangement (Ashford, George & Blatt 2007), can work a variety 

of hours, during both the day and night, and employees in these sectors may consider 

themselves as working part-time, or full-time, within the context of these working 

hours. 

The terms “retention part-time jobs” and “reduced-load work” have been used 

within the non-standard work literature to describe “special arrangements negotiated 

to attract or retain valued [standard] employees” (Broschak & Davis-Blake 2006, p. 

274) or “working less than full-time, such as 4 days a week instead of 5, and being 

paid less accordingly” (Kossek & Lee 2008, p. 51). Such workers are typically 

performing similar roles, and at similar pro-rata pay rates as their full-time colleagues. 

Contingent work is a term used to describe contractual arrangements that may be 

time limited, for example a temporary part-time contract; or an arrangement negotiated 

through a third party, e.g. a temporary position through an agent (Pedulla 2013). The 

use of the term contingent varies between different countries and industries, however 

key elements include the lack of a permanent ongoing relationship with an employer 

and contracts limited either to a set amount of time, or for the duration of a particular 

project (Redpath, Hurst & Devine 2009).  
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Examples of roles that experience the challenges associated with contingent work 

include part-time employees, casual workers, on-call employees, direct hire temporary 

employees, seasonal workers, itinerant workers, leased employees, agency workers, 

independent contractors and day labourers (Caddy 2014; George & Chattopadhyay 

2015). Contingent work is often associated with poor-quality, low skilled work, often 

with low pay and low job security (Redpath, Hurst & Devine 2009). It has also been 

associated, particularly in the case of casual part-time work, with the undertaking of 

work which is more peripheral to the organisation (Chadwick & Flinchbaugh 2016; 

Gallie et al. 2016).  

While definitions are not clear cut, contingent work is more reflective of a casual 

part-time role, characterised by non-permanent employment arrangements associated 

with low quality, insecure working conditions (McDonald, Bradley & Brown 2009). 

In addition to having no ongoing relationship with an employer, there is also no 

guarantee of ongoing work. In contrast, a permanent or fixed term part-time role, 

where an employee has an ongoing relationship with their employer (Kalleberg 2000), 

may align more with the concept of non-standard work as there is an ongoing 

relationship with an organisation. The main difference between the part-time and full-

time role is reduced working hours and that the work undertaken might be of higher 

quality and core to the organisation (Chadwick & Flinchbaugh 2016). It is worth 

noting, however, that the terms contingent and non-standard are at times used 

interchangeably (Redpath, Hurst & Devine 2009). 

The rise of contingent work over recent decades, and its implications for 

contingent employees, and for organisations which utilise them, have been 

increasingly highlighted (Caddy 2014; Pedulla 2013; Redpath, Hurst & Devine 2009). 

It has also been noted that research in this area is both dated and reliant on small, 

random samples (Pedulla 2013). 

In summary, the definitions included in this chapter contribute to understanding 

of the nature and variety of part-time work arrangements. Due to the overlap and 

variation in usage of part-time employee definitions and terminology, participants in 

this research may be associated with one or more of the defined groups. The focus of 

this thesis is on part-time employees who work regular weekly hours, regardless of the 

type of employment contract they hold. 
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2.2. Economic and Legislative Influences 

Some part-time employees do not work reduced hours by choice. Rather, they are 

forced to work part-time due to economic downturn or organisational structures.  

Involuntary part-time work refers to a situation where people are working part-

time, however, they would prefer to be working full-time but cannot find full-time 

employment (Fagan et al. 2014; Valletta & Van Der List 2015). Statistically, levels of 

involuntary part-time work closely mirror that of the unemployment rate, which 

suggests a close connection between involuntary part-time work and economic cycles 

(Valletta & Van Der List 2015). It is worth noting that involuntary part-time work can 

also be seen as a stepping stone to full-time work (Cajner et al. 2014; Nunez & Livanos 

2015), so, depending on the stage of the economic cycle, involuntary part-time work 

may not always represent a disadvantageous working relationship.  

Involuntary part-time work is also related to the concept of underemployment. 

The trend underemployment rate provides a measure of involuntary part-time work as 

it measures the number of employees who would like to work more hours (ABS 2016; 

2017). In Australia, the trend underemployment rate has been rising and reached 9% 

in 2016, which was the highest it had been to that date (ABS 2016). Research in the 

United States suggests a similar pattern, with the incidence of involuntary part-time 

work having increased there over a similar timeframe as a result of economic 

influences and a decrease in the availability of desired full-time work (Cajner et al. 

2014).  

Differences in a range of factors, e.g. job quality and wellbeing, have been 

demonstrated between voluntary and involuntary part-time employees (Kauhanen & 

Nätti 2015). Involuntary part-time employees experience lower levels of job security, 

wages, job autonomy, access to training and opportunities to grow at work (Kauhanen 

& Nätti 2015; Nunez & Livanos 2015).  In terms of  wellbeing, involuntary part-time 

employees have been shown to have lower job satisfaction, related to their desire to 

work additional hours and earn more income, in comparison to their voluntary part-

time counterparts who are content with the hours and income they have chosen to 

pursue (Nunez & Livanos 2015). 
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The rising incidence of involuntary part-time employment highlights the 

importance of an improved understanding of the part-time employment landscape. If 

involuntary part-time employees are experiencing diminished job quality and job 

satisfaction, any research findings which have the potential to provide strategies for 

better implementation of part-time work within organisations may benefit these 

individuals. 

Legislative support for part-time employment conditions has been introduced in 

some countries and examples are provided in this section. In the UK, explicit 

legislation has been designed to support and promote part-time work. The UK Part-

Time Workers (Prevention of Less Favourable Treatment) Regulations 2000 Act 

included an aim of “removing discrimination and promoting flexibility in working 

time” (Bell 2011, p. 277). One assessment of the success of the legislation in meeting 

those aims suggested that most attention has been paid to issues surrounding 

discrimination and less progress has been made on addressing the challenges that are 

associated with flexible and part-time work (Bell 2011), as discussed later in this 

chapter. 

The Part-Time Work Directive, known as secondary legislation, under the 

auspices of the European Union (EU) has the aim to “remove discrimination against 

part-time workers and to improve the quality of part-time work” (Burri & Aune 2013, 

p. 4). The existence of the Directive has resulted in an increase in the level of legal 

protection against indirect discrimination related to part-time work in Europe, for 

example in relation to employment conditions like pay, working conditions and 

pensions (Burri & Aune 2013). 

In Australia, the Fair Work Act 2009 includes entitlements for flexibility in the 

workplace which allows for certain employees (e.g. those who have caring roles, a 

disability, are over 55 years of age or are involved in a domestic violence situation) 

who have worked for the same organisation for 12 months to request flexible work 

arrangements (Fair Work Ombudsman 2019). There are also indirect legislative 

protections related to equal employment opportunity and anti-discrimination 

legislation, with which organisations must comply (Australian Public Service 

Commission 2012-2013). Australia’s industrial relations system, based on 

negotiations between employers and employees and or unions, has also been able to 



26 

provide non-standard employees with protection in relation to pay and conditions 

(Baird, Charlesworth & Heron 2010). 

2.3. The Rise of Part-time Work  

Before expanding on the part-time work research, this section outlines possible social 

and economic influences behind the increased incidence of part-time employment. As 

noted previously, statistical data was not always collected on part-time employment, 

as most working roles were considered to be full-time commitments. In 1979, the 

OECD first released statistics on part-time jobs as a percentage of employment. 

Between 1979 and 2018, part-time employment rates in Australia increased from 17% 

to 26% (OECD 2019). The OECD data indicates that Australia has the fourth highest 

part-time employment rate in the world behind the Netherlands (37%) Switzerland 

(27%), and Indonesia (26%) with the OECD average being 17% (OECD 2019). The 

ABS, which uses a 35 working hours per week cut-off, tells us that 33% of employees 

in Australia worked part-time in 2018 (ABS 2018).  

The increase in part-time employment reflects an evolution in the nature and 

organisation of the design and characteristics of jobs (Grant, Fried & Juillerat 2011). 

Changing technologies have resulted in commercial innovation and obsolescence 

(Autor 2015). Information and communication technologies have become more cost 

effective and powerful, providing greater opportunities to work flexibly (Biron & van 

Veldhoven 2016). There have been changes in attitudes towards work and family, 

including an increase in women participating in the workforce, often on a part-time 

basis (McDonald, Bradley & Brown 2009). People have developed an increased 

understanding of the impact of WLB on well-being (Galea, Houkes & De Rijk 2014). 

These, and other related factors drive continuous change, which, in turn, impacts on 

job environments and work design (Grant, Fried & Juillerat 2011). 

One outcome of these changes has been a shift in focus from manufacturing to 

service industries (Cajner et al. 2014; Oldham & Fried 2016; Peeters 2014), 

particularly industries that rely on knowledge work (Assudani 2009), and skills and 

abilities such as problem solving and creativity (Ashford, George & Blatt 2007). 

Another feature of the modern workforce is the increased usage of teams and work 

groups (Banks et al. 2014; Oldham & Hackman 2010).  
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Accompanying these workforce changes has been an increasing desire from 

employees to seek flexible working arrangements in order to better facilitate WLB, 

(Bakker, Tims & Derks 2012; Golden 2009; McDonald, Bradley & Brown 2009). 

Greater flexibility in work hours has been facilitated by rapid developments in 

information and communication technologies, which has provided new or improved 

ways for work colleagues to communicate virtually (Biron & van Veldhoven 2016).  

Part-time work is considered by some to be a prominent and permanent 

characteristic of the workforce, and is more evident in some industry sectors than 

others (Caddy 2014).  ABS data from 2016 suggests that the industries with the lowest 

proportion of part-time workers in Australia include mining, utilities and construction 

and the highest include accommodation and food services, retail trade and 

administrative and support services (Scutt 2017). Part-time work is more likely in 

service sectors, in larger organisations where administration and supervisory costs can 

be better absorbed, in roles requiring lower skill levels, where there is a wide variation 

in workloads and where there is weekend and night work (Anxo, Hussain & Shukur 

2012). There is also a wide variation of part-time prevalence between different 

countries, with 89% of workplaces offering part-time work in the Netherlands 

comparted with 13% in Portugal (Anxo, Hussain & Shukur 2012).  

Part-time work is also more evident in industry sectors that employ a higher 

proportion of women (Anxo, Hussain & Shukur 2012; McDonald, Bradley & Brown 

2008; Smith & McDonald 2016; Workplace Gender Equality Agency 2016). In 

Australia in 2016, 78% of the health care and social assistance workforce were women, 

compared with 22% men; with 36% of the women working part-time compared with 

5% of the men (Workplace Gender Equality Agency 2016). Similar statistics were 

evident in the education and training sector. In contrast, 86% of the mining sector were 

men compared with 13% women; with less than 1% men or women working part-time. 

There has been recent media commentary related to the untapped potential of 

women in the workforce, with the OECD suggesting that highly qualified and capable 

women are not being utilised sufficiently (Ryan 2017) and that increasing the 

utilisation of women who would otherwise stay at home could improve economic 

growth. There has also been discourse about facilitating the involvement of women in 

the workplace by providing them with the flexibility needed to combine working with 
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parenting responsibilities with a Boston Consulting Group study suggesting that 

millennial men have a better understanding of how to improve gender diversity (Patty 

2017).  

Leading reasons for working part-time, according to data from the HILDA 

Survey, include study, personal choice, childcare responsibilities and job structure 

(Scutt 2017). The proportion of employees working part-time due to study 

commitments ranged between 25 - 30% over the period of the survey (2000 – 2015), 

personal preference 20 - 25%, and caring for children around 20% (Scutt 2017). Only 

25% of part-time employees indicated they would prefer to be working full-time in 

Australia (involuntary part-time employees) (Scutt 2017). 

The number of people working part-time due to personal choice, studying and 

childcare may reflect a desire by people for WLB, a gradual increase in the number of 

young people who continue their further education, and an increase in the number of 

women in the workforce (Scutt 2017). In addition to working part-time while studying, 

in recent years increasing numbers of graduates are continuing to work part-time after 

graduation, while waiting for their desired job (Wilkins 2017). There has also been an 

increase in recent years in the number of men working part-time and this may be 

associated with a lack of availability of full-time roles (involuntary part-time), a desire 

to accommodate WLB, and transitioning to retirement (ABS 2016; Emery 2016; Lirio 

et al. 2008). 

The shift in focus from manufacturing to service industries (Cajner et al. 2014; 

Oldham & Fried 2016) has also resulted in many jobs which are structured around 

part-time rosters to accommodate extended hours, for example hospitality, health and 

tourism (Scutt 2017). Some businesses are also exploring ways of building in 

flexibility and capacity in their business models, using part-time roles to achieve this 

(Anxo, Hussain & Shukur 2012). Organisations are developing and refining work 

policies that promote and support flexible work. The offer to temporarily work part-

time to accommodate changes in personal situations, e.g. to support a child through 

their final year at school, is an example of a more contemporary and flexible approach 

to HRM (EY 2018b).  
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Media commentary has suggested new attitudes may be emerging in younger 

people with respect to their views about working life. It has been suggested that young 

people are starting to question the over-working practices of their parents (Carey 

2017). Some are exploring the options of working shorter hours at high intensity, 

sometimes within a job-share arrangement, which has been referred to as ‘power part-

time’, where relatively senior employees work fewer hours while still earning good 

salaries (Maxted 2017).  

As noted previously, a frequently cited reason for choosing to work in a part-time 

capacity is to create a good state of WLB. This is reinforced by, as has already been 

highlighted, the many articles written and published in the media which focus on the 

importance of WLB and the impact it has on decisions by people to work part-time. 

The part-time literature frequently addresses WLB issues, even when it is not 

explicitly being examined. A study of part-time work-life satisfaction from a social 

identity perspective, which reflects the perspective that people should match their 

work hours to their personal identities and goals (Russo 2012), found that life 

satisfaction is reduced when work and non-work roles conflict. This was a clear 

finding in men, however the association was more complex in women due to the 

number of women who prefer part-time work, which is linked to broader social 

complexities related to gender role expectations and behaviour (Russo 2012).  

2.4. Research on Challenges and Benefits  

Having set the scene for the part-time work landscape, this section picks up from 

where we left off earlier, from the days when part-time employees were considered 

missing persons in research. The identification of the challenges and benefits of part-

time work has continued in the part-time literature, and the rest of this section updates 

the findings of this focus. The review and analysis of the challenges of part-time 

employment is important in building the framework for this current research as it 

informs the identification of those characteristics that differentiate the experience of 

working part-time from that of working full-time. 
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2.4.1. The Individual Employee and Work Quality  

Challenges have been associated with part-time employment. These challenges can 

result from working fewer hours than full-time colleagues, in roles often designed to 

be undertaken full-time (Smith & McDonald 2016). Part-time work is often considered 

to be of low quality which can be reflected in such characteristics as roles consisting 

of low complexity tasks, a lack of exposure to learning and development opportunities, 

and receiving poorer financial and contractual entitlements (Baird, Charlesworth & 

Heron 2010; Fagan et al. 2014; Gascoigne & Kelliher 2018; Kauhanen & Nätti 2015). 

Part-time job quality is discussed in more detail in Chapter Three. 

Negative full-time employee attitudes towards part-time workers can also exist in 

some organisations (Baird, Charlesworth & Heron 2010). Such attitudes include a 

sense that part-time employees are not as committed as full-time employees, are 

unable to do all elements of a job, have limited career options and are of a lower status 

than full-time employees (Baird, Charlesworth & Heron 2010; McDonald, Bradley & 

Brown 2009; Smith & McDonald 2016). These types of attitudes may result in part-

time and other non-standard workers experiencing less optimistic career prospects and 

reduced access to employer funded learning and development (Kauhanen & Nätti 

2015). It has been noted that career prospects can be harmed as a result of part-time 

employees being allocated less complex roles (Chadwick & Flinchbaugh 2016; 

Nicolaisen 2011).  

A challenge which may impact on part-time employees on a day-to-day basis is 

work intensification or job creep, and working longer hours, which can arise in 

situations where part-time employees are required to maintain a higher work output 

than should be expected for their number of working hours (Conway & Sturges 2014; 

Kelliher & Anderson 2010; Kossek & Lee 2008). Work intensification can result from 

the creation of part-time positions without making adjustments to the full-time 

equivalent workload. The resulting high workloads leads some researchers to suggest 

that part-time employees are being exploited (e.g. see Baird, Charlesworth & Heron 

2010; Conway & Sturges 2014; Smith & McDonald 2016).    

Challenges are also associated with HRM policies, including the organisation of 

part-time work, e.g. inconvenient timing or availability of shifts (Putnam, Myers & 
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Gailliard 2014). This can be particularly problematic where part-time work is desirable 

to accommodate WLB, and shifts are at conflicting times. Furthermore, high levels of 

job insecurity are associated with part-time work due to the amount of part-time work 

offered on a casual basis (Dockery & Bawa 2014). 

There are also benefits associated with part-time employment. These may include 

improved WLB and reduced stress, resulting from greater flexibility within the weekly 

schedule (Kelliher & Anderson 2010; Smith & McDonald 2016). Increased 

availability of part-time employment has provided ways for more people to participate 

in the workforce (Cassidy & Parsons 2017; Smith & McDonald 2016). This may be 

of particular benefit for dual income families. Working part-time can also help support 

a student lifestyle (Crockford, Hordósy & Simms 2015). 

Although WLB is frequently cited as a reason for choosing to work part-time, due 

to benefits like reduced work-family conflict and being able to manage commitments 

within work and personal lives, studies have produced inconsistent results (Allen et 

al. 2013; Anxo, Hussain & Shukur 2012; Kossek & Lee 2008). WLB benefits may 

depend on the context. Finding the ideal number of working hours to suit the 

individual, also referred to as finding work-hours fit, is essential, as too few hours has 

been associated with stress and life satisfaction and too many with work-family 

conflict (Sturman & Walsh 2014).   

Mixed results also depend on whether the choice to work part-time is voluntary 

or involuntary (Caddy 2014; Cascio & Boudreau 2015). A person working part-time 

by choice may perceive the resulting flexibility as a benefit, as it may facilitate their 

ability to balance work and family responsibilities (Allen et al. 2013). Whereas, a 

person working part-time involuntarily may perceive the situation as stressful, as they 

may be seeking a full-time role and suffering financially (Kauhanen & Nätti 2015). 

 Perceptions of part-time employment benefits may also be dependent on the 

characteristics of the part-time role. Where a person has more autonomy, or control 

over their work arrangement (Dierdorff & Jensen 2017), they may experience more 

positive outcomes (Cascio & Boudreau 2015).  

One of the aforementioned challenges relates to financial disadvantages 

associated with some part-time work, e.g. low pay, lack of sick leave or lack of holiday 
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pay entitlements. While this may the case for some part-time employees, there may be 

others who perceive the financial reward as a benefit, as working part-time provides 

them with access to the workforce (International Labour Organization 1994; 

Nicolaisen 2011). 

This summary of the challenges and benefits, experienced by individuals, of part-

time employment helped identify aspects of the extant part-time literature that may 

help answer the research questions that have been posed. Much of the part-time 

literature has focused on the impact of part-time work on job satisfaction, attitudes and 

behaviours, with less attention being paid to performance outcomes or on identifying 

part-time work characteristics that can help to differentiate between part-time and full-

time work experiences (Chadwick & Flinchbaugh 2016; Clinebell & Clinebell 2007; 

Omar et al. 2011). Rather than focusing on attitudes, a useful direction may be to 

identify challenges that are related to aspects of work design. The overlap between 

part-time work challenges and poor work design suggests one possible pathway 

forward in understanding the part-time work experience and this focus will influence 

the development of the PTWD Model, discussed later in Chapter Three. 

2.4.2. Impact on Organisations  

Part-time work challenges may also impact on organisations in Australia, particularly 

in some industry sectors where greater than one-third of employees work part-time. 

The accommodation and food services industries sector in Australia, for example, 

consists of around 60% part-time employees (Cassidy & Parsons 2017). Some 

challenges associated with part-time employment for organisations can be related to 

the reduced hours worked, which may cause communication problems due to reduced 

face-to-face interaction, which can impact on knowledge transfer (De Menezes & 

Kelliher 2017). Other challenges may relate to the interpersonal relationships that exist 

between employees. For example, an increased workload arising from part-time hours 

can lead to resentment among co-workers (McDonald, Bradley & Brown 2009). Some 

managers have insufficient training to effectively manage or integrate part-time 

employees (De Menezes & Kelliher 2017). There is also research that suggests part-

time employees can be perceived, by their managers and full-time colleagues, to have 

less commitment and attachment to the organisation, (Chadwick & Flinchbaugh 2016; 

McDonald, Bradley & Brown 2009). 
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Some challenges may be associated with the design of part-time work, an issue 

covered in more depth in Chapter Three. Examples of such challenges include project 

delays resulting from task interdependencies between part-time and full-time 

employees, which may sometimes result from reduced part-time working hours (Smith 

& McDonald 2016). 

Communication between part-time and full-time employees has the potential to 

present challenges depending on the context and this can have an impact on knowledge 

transfer (George & Chattopadhyay 2015). If the balance between part-time and full-

time employees does not suit the organisational context, communication can suffer 

(Broschak & Davis-Blake 2006). Furthermore, evidence suggests that contingent 

workers can be excluded from some communications due to not being employed on a 

full-time basis (Redpath, Hurst & Devine 2009). Studies about the effective 

implementation of part-time roles highlight the importance of creating and 

maintaining strong and open communication channels (Griffin et al. 2014; Mayfield 

& Mayfield 2006). 

Interdependence of roles, or “the connectedness between jobs such that 

performance of one depends on the successful performance of the other” (Kiggundu 

1983, p. 146) can present a challenge for organisations. There is potential for problems 

in managing work around part-time work schedules, which can cause frustration and 

resentment between co-workers (Broschak & Davis-Blake 2006). However, there can 

be a benefit to maintaining a level of interdependency between part-time and full-time 

roles, as it may improve the social integration of part-time employees (Broschak & 

Davis-Blake 2006). 

Some researchers suggest that not all managers have the necessary skills to 

manage part-time workers, including the logistics of integrating part-time roles with 

other roles in the organisation (Baird, Charlesworth & Heron 2010; Devicienti, Grinza 

& Vannoni 2015). A key element of effective integration relates to the design of part-

time roles, with managers needing to understand how some roles may need to be 

redesigned from their full-time origins (Smith & McDonald 2016). In additional to 

management skills, it is also important to have organisational support for part-time 

roles, and to be able to find a balance between individual and organisational objectives 

(Smith & McDonald 2016). 
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There can be resentment from full-time employees if they feel they have not been 

given an equal opportunity to work part-time, or feel that workloads are not being 

equitably distributed between part-time and full-time employees (Chadwick & 

Flinchbaugh 2016). This can result from a lack of training on the consistent and 

equitable implementation of part-time policies (Baird, Charlesworth & Heron 2010). 

It has also been reported that some full-time employees may perceive that part-time 

employees are less able to meet deadlines due to their reduced hours and availability 

(McDonald, Bradley & Brown 2008). 

Financial, HRM and logistical implications may also impact on organisations, 

e.g. training and recruitment costs and perceived lower organisational commitment of 

part-time employees (Anxo, Hussain & Shukur 2012; Broschak & Davis-Blake 2006; 

Chadwick & Flinchbaugh 2016; Devicienti, Grinza & Vannoni 2015; Smith & 

McDonald 2016). From a financial and logistical point of view, there are quasi-fixed 

costs, for example training, recruitment and supervisory costs, associated with all 

employees. For part-time employees, these costs may be relatively higher for the 

amount of time they work (Anxo, Hussain & Shukur 2012; Künn-Nelen, de Grip & 

Fouarge 2013). Furthermore, there can be co-ordination costs associated with 

employing multiple part-time employees instead of one full-time employee 

(Devicienti, Grinza & Vannoni 2015). Such factors can act as a financial disincentive 

to part-time employment and potentially impact on firm productivity. Data also 

suggests staff turnover is greater for part-time than full-time employees which also has 

potential financial implications (Mayfield & Mayfield 2006). 

Another challenge of managing a blended workforce relates to achieving a 

balance between part-time and full-time roles. Employees draw comparisons between 

themselves and their colleagues, and employee motivation and job satisfaction can be 

compromised if conflicts arise due to perceptions of status and fair allocation of tasks 

(Chadwick & Flinchbaugh 2016). Where there are few part-time employees in an 

organisation, full-time employees may see them as a small player, and may not relate 

to them. Alternatively, full-time employees may be more likely to identify inequities 

where there are high numbers of part-time employees. 

Some researchers suggest there is a relationship between the proportion of part-

time employees in an organisation, and its financial performance, with higher 
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proportions of part-time employees being negatively related to financial performance, 

largely due to communication and coordination challenges (Chadwick & Flinchbaugh 

2016; Devicienti, Grinza & Vannoni 2015). Similarly, a higher proportion of non-

standard workers within an organisation may be associated with negative attitudes of 

the standard workers; so different attitudes and behaviours of part-time and full-time 

employees may need to be considered when managing a blended workforce 

(Broschak, Davis-Blake & Block 2008; George & Chattopadhyay 2015).  

It has been suggested that part-time employees can exhibit lower commitment to 

an organisation due to their reduced hours, undertaking of less interesting work and 

other perceptions of less favourable conditions than their full-time colleagues 

(Chadwick & Flinchbaugh 2016). However, a contrasting view is that when 

organisations provide flexible working options, including the ability to work part-time, 

they can expect an increased level of commitment and motivation from their part-time 

employees (Lirio et al. 2008). Similar levels of job satisfaction and commitment from 

part-time employees have been demonstrated in other studies related to both part-time 

work and inclusion (Martin & Sinclair 2007; Shore et al. 2011). 

Benefits associated with part-time employment have been less of a focus in the 

literature, with some authors recommending that more work is required to examine 

the business case for part-time work benefits (Correll et al. 2014; de Menezes & 

Kelliher 2011). However, highlighted benefits include increased agility to respond to 

workload variations without the necessity of hiring additional permanent full-time 

staff, the potential for increased motivation and effort of employees (where their part-

time employment characteristics match their needs), and potential benefits associated 

with a more diverse workforce (Akron et al. 2016; Cascio & Boudreau 2015; de 

Menezes & Kelliher 2011; Martínez-Sanchez et al. 2007).   

Functional flexibility, or managing variations in workload and demand, is 

particularly important where organisations have peak seasons for their products or 

services, as casual part-time employees can be appointed during the high demand 

periods (Anxo, Hussain & Shukur 2012; Broschak & Davis-Blake 2006; George & 

Chattopadhyay 2015; Künn-Nelen, de Grip & Fouarge 2013). This approach has also 

been credited for being able to stabilise or support the employment of full-time 
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employees as it makes it easier for an organisation to downsize when necessary, thus 

protecting the positions of their full-time employees (Caddy 2014). 

Related to the management of seasonal or demand driven workload variations is 

the ability for organisations to use part-time employees to help provide cost effective 

extended operating hours (Anxo, Hussain & Shukur 2012), with part-time employees 

generally being less expensive to employ from both an hourly rate, on-cost and 

training perspective (Caddy 2014; Cascio & Boudreau 2015; George & 

Chattopadhyay 2015). By introducing different length and timed work shifts, 

organisations can use part-time employees to complement their full-time workforce. 

A good example of this is situations where organisations need to operate over 

weekends and public holidays and do not want to impact too much on their full-time 

workforce (Anxo, Hussain & Shukur 2012; Künn-Nelen, de Grip & Fouarge 2013).  

The ability and willingness of organisations to provide part-time work 

alternatives for employees can also be beneficial by helping to retain talent (Allen et 

al. 2013; Lawrence & Corwin 2003). Reduced workload, or working fewer hours for 

less pay (Kossek & Lee 2008), has been associated with the retention of highly skilled 

employees with specialist expertise and also as a way of providing valued employees 

with options if they don’t want to work full-time (Fagan et al. 2014). Employees with 

specialist skills, or who are strong performers, are valuable to retain within 

organisations and it has also been suggested that such high calibre employees are 

increasingly prepared to sacrifice pay and hours for more WLB (Kossek & Lee 2008; 

Maxted 2017).  

Workforces with a blend of employees from different backgrounds, including 

part-time and full-time employees, may enjoy improved performance as a result of this 

diversity (Akron et al. 2016). A diverse workforce may include employees with 

backgrounds similar to those of an organisation’s client or customer bases which may 

improve client and customer relationships and organisational reputation (Roberson, 

Holmes & Perry 2017). Taken together, these potential benefits build a convincing 

argument for why organisations might want to ensure their part-time work 

arrangements enhance, rather than challenge, their employees’ working lives. 
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Although not the primary focus of this research, this summary of the challenges 

and benefits of part-time work for organisations provides important contextual 

information. Many previous studies focus on individual issues that may impact on 

organisations. Alone, some appear to be either very beneficial, e.g. ability to respond 

quickly to fluctuations in organisational demand (Künn-Nelen, de Grip & Fouarge 

2013), or detrimental, e.g. impacts on knowledge transfer (George & Chattopadhyay 

2015). A greater understanding of the part-time landscape may be developed through 

trying to reflect the greater social and economic complexities of part-time work. The 

2011 systematic review of the business case for flexible working (de Menezes & 

Kelliher 2011) did not identify a clear business case, however as the social and 

economic landscape changes, similar future analysis could be useful, and any links 

made with part-time work design may help to increase knowledge of how part-time 

work characteristics impact on individuals and organisations. 

2.5. Theory of Partial Inclusion 

The TPI evolved from the idea that “the individual is involved in a social system with 

only a part of himself (sic)” (Katz & Kahn 1966, p. 51). It suggests that a part-time 

employee spends less time at work and consequently they may feel not fully included 

in work activities and social systems; and furthermore, divides their focus between 

their working hours and their other non-work roles (Al & Anıl 2016; Clinebell & 

Clinebell 2007; Eckart 2012; Katz & Kahn 1966; Marchese & Ryan 2001; 

Thorsteinson 2003; Wittmer & Martin 2011).  

It has been noted that the extent to which partial inclusion can have an impact on 

work attitudes and behaviour is an issue which has been considered in post-hoc 

analysis, but not empirically (Clinebell & Clinebell 2007). Empirical studies that have 

been undertaken to try and provide support for the TPI have tended to use job 

involvement, which refers to the degree to which a person identifies with their working 

life (Martin & Hafer 1995), as a measure of inclusion. In one example, job 

involvement and organisational commitment were used as measures to compare 

turnover intentions between part-time and full-time employees and to examine 

whether work may be perceived as less important to a part-time employee than it is to 

their full-time equivalents (Martin & Hafer 1995; Thorsteinson 2003). A meta-

analysis of part-time literature suggested that part-time employees did appear to be 
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less involved in the workplace within the context of job involvement (Thorsteinson 

2003) and findings such as this have lent support to the TPI. 

While job involvement and organisational commitment may provide some insight 

into how employees perceive their job within the context of their broader lives, it does 

not focus on the extent to which employees feel included in the day-to-day operation 

and culture of their workplace. One focus in this research is to identify other ways of 

examining inclusion which can provide a measure of how included someone feels 

when they are at work fulfilling their part-time roles, e.g. the extent to which they feel 

they are included in workplace discussions, are involved in decision making, are able 

to influence organisational decisions and/or receive feedback from supervisors. Mor-

Barak and Cherin (1998) developed an Inclusion/Exclusion scale which includes items 

addressing these types of work dimensions, and has informed research that explores 

how inclusive behaviours within organisations are fostered (Sabharwal 2014). This 

measure may provide a means for measuring inclusion, in the context of the TPI, and, 

as detailed in Chapter Three, formed part of the PTWD Model development. 

Lirio et.al (2008) suggested there has been an increasing recognition from an 

HRM perspective that employees who seek part-time work often share similar 

characteristics and that workplace diversity policies may offer some insights into the 

issues that impact on the experiences of part-time employees. Similar characteristics 

shared by part-time employees include their reduced working hours and 

demographics, which suggest they are often women, teenagers or mature employees 

(66.70% percent of part-time workers in Australia are women) (Department of 

Employment Skills Small and Family Business 2019; Dunn 2018; Smith & McDonald 

2016). Employment status, or part-time versus full-time employment, has been 

referred to as deep level, or invisible diversity, as it is not obviously evident in day-to-

day interactions (Mor-Barak et al. 2016). 

Traditionally, workplace diversity research has focused on various forms of 

discrimination against minority groups based on, for example culture, ethnicity and 

gender, however this focus has shifted towards the importance of promoting 

organisationally inclusive behaviours within the workplace, which are behaviours 

resulting in employees feeling involved in critical parts of organisational processes  

(Boekhorst 2015; Lirio et al. 2008; Mor-Barak & Cherin 1998; Sabharwal 2014; Shore 
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et al. 2011). Organisationally inclusive behaviours help all employees to feel accepted 

and valued and encouraged to contribute in the workplace (Brimhall et al. 2016).   

Relating this back to the TPI, the definition of inclusion as “an important 

continuous process in the individual's desire to secure positive group affiliation” (Mor-

Barak & Cherin 1998, p. 49) provides a useful context within which to consider the 

way part-time employees may perceive their level of inclusion at work, and whether 

they feel they belong within their work group. It has been noted that failures of 

management to promote an inclusive organisational climate can have implications on 

HRM, e.g. impact on employee retention and cause employment brand damage 

(Roberson, Holmes & Perry 2017). 

Perceptions of inclusion have been associated with a growing number of benefits 

including improved wellbeing, innovation, organisational commitment and 

performance (Brimhall et al. 2016; Cho & Mor Barak 2008; Mor-Barak & Cherin 

1998; Sabharwal 2014). Inclusion has also been associated with decreased job 

withdrawal, conflict and stress (Brimhall et al. 2016). Studies suggest that people 

identify with diversity characteristics and when workers feel that “their values and 

norms are supported and that they are treated fairly with inclusion” that this has a 

positive impact on their performance (Cho & Mor Barak 2008, p. 119).  

The impact of inclusive practices in a part-time context was explored in a study 

on the management of part-time employees which found that the extent to which 

managers valued and respected workplace inclusiveness was considered a key 

managerial disposition required to successfully support part-time workers (Lirio et al. 

2008). The importance of a “culture of inclusion”, or an environment “that allows 

people with multiple backgrounds, mindsets, and ways of thinking to work effectively 

together and to perform to their highest potential”, was also highlighted as important 

(Lirio et al. 2008, p. 457). 

Concern has been expressed that some part-time employees feel stigmatized, as 

they feel like outsiders in their workplace, and as a result, work additional unpaid 

hours to try and gain acceptance from their part-time colleagues (Conway & Sturges 

2014; Gascoigne & Kelliher 2018). The promotion of inclusive work practices and 
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cultures may assist with such situations by creating an environment where diverse 

work arrangements are accepted within the organisation. 

Studies which have been undertaken to relate differences in work outcomes, e.g. 

job satisfaction, organisational commitment, job involvement and job performance, to 

levels of inclusion have found inconsistent and conflicting results (Al & Anıl 2016; 

Clinebell & Clinebell 2007; Thorsteinson 2003). These conflicting results have largely 

been associated with the diversity in types of part-time work, including the range of 

reasons why people work part-time. Some employees may elect to work part-time so 

that they can be deliberately less involved in their jobs, in order to focus on other 

aspects of their lives. In this case, their lower job involvement may not impact on an 

outcome like job satisfaction, as they may be happy with this reduced involvement as 

it suits their lifestyle (Thorsteinson 2003). 

Where studies have attempted to take a broader view of part-time work, to 

encompass reasons for working part time, results have supported the view that partial 

inclusion in a workplace, due to a potential focus on an external role, does impact on 

role involvement and positive work outcomes, including organisational commitment 

and job performance (Cho & Mor Barak 2008; Wittmer & Martin 2011). 

In summary, the TPI has been identified in the part-time literature as a possible 

explanation for differences in work outcomes, between part-time and full-time 

employees. To date, job involvement and organisational commitment have been used 

in research about the TPI. However, the traditional TPI literature could be broadened 

to reflect the identified importance, and impact, of fostering organisationally inclusive 

behaviours. The Inclusion/Exclusion Scale (Mor-Barak & Cherin 1998) offers a way 

of measuring inclusion which is consistent with both the TPI and the promotion of 

organisationally inclusive behaviours. It is this view of inclusion that has influenced 

the development of the PTWD Model.  

2.6. Part-time Typologies 

A more recent stream of the part-time research literature relates to the suggestion that 

there may be different sub-groups, or typologies, of part-time employees. As noted 

earlier, previous research into part-time work has tended to treat all part-time 



41 

employees as a homogenous group, e.g. Omar et al. (2010) identified part-time study 

participants by simply dichotomising work into two categories, more or less than 32 

hours per week. These arbitrary hours per week cut off did not consider any differences 

that may exist between the number of hours worked per week or reasons for working 

part-time. 

In the context of the TPI, some researchers have noted that not all part-time 

employees are alike and should be differentiated according to a typology which relates 

to the nature of their non-work roles (Martin & Sinclair 2007; Wittmer & Martin 

2011). One proposed typology suggests that the reason why a person works part-time 

places them in various categories according to how they spend their non-working 

hours, with typologies including older married supplementers, younger married 

supplementers and college students (Wittmer & Martin 2011). A typology such as this 

may be useful in enriching the understanding of the diverse interests of the part-time 

workforce. 

Thorsteinson and Parfyonova (2006) adopted an alternative approach, by 

undertaking a cluster analysis in a study that explored differences in job attitudes and 

intent to leave, between full and part-time employees. This analysis resulted in part-

time employees being broadly categorised as students, caretakers (e.g. of children, 

spouses or parents), involuntary part-timers, and voluntary part-timers. The study 

suggested that part-time employees are a diverse group and that it is important to 

consider a person’s reasons for working part-time when assessing any job-related 

behaviours.  

Haines, Doray-Demers & Martin (2018) suggested a typology model based on 

variations in different types of work roles and characteristics, according to the 

attraction-selection-attrition framework (ASA) framework, which relates the 

attributes of individuals to role characteristics (Haines, Doray-Demers & Martin 

2018). Under this approach, roles are considered as ‘good’, ‘bad’, ‘student’ and 

‘transition’, with the good and bad roles varying in relation to elements like work 

characteristics, extent of inclusion felt in the workplace, flexibility, and resources. In 

this context the authors suggest that not all part-time work is of poor quality and can 

be considered good, some is of poor quality and can be considered bad, some work is 

well suited to the lifestyles and priorities of students, who may not be as sensitive to 
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work quality due to their motivation for working, and some work is suited to 

employees who are transitioning from full-time work to retirement, via a part-time 

work experience. 

Supporting the notion of ‘good’ and ‘bad’ part-time work, is the description of 

part-time roles as ‘retention part-time work’ versus ‘secondary part-time work’ 

(Broschak, Davis-Blake & Block 2008). Retention part-time work has been described 

as good as it is associated with working arrangements that are made to retain valued 

or skilled workers and as such, frequently require similar skills and experience as 

equivalent full-time roles; adjusted to accommodate the reduced hours worked. In 

contrast, secondary part-time work is described as bad and is associated with low 

skills, low pay and with little career prospects. 

The different approaches that have been suggested to date for the development of 

part-time typologies have helped to expand understanding of the diversity of part-time 

employees. This knowledge may help increase our understanding of how to manage 

and design part-time roles. The review of this existing literature has been important 

for identifying the context for Research Question Three.  

In summary, this chapter has provided an overview of key areas of the part-time 

employment literature. The literature includes a focus on the challenges and benefits 

associated with part-time employment, and an exploration of the TPI, which may be 

associated with different part-time work experiences. In general, research results have 

been mixed, and there is a view that this may be associated with the wide range of 

characteristics of part-time employees, and that these different characteristics 

(typologies) need to be considered when designing and conducting research about 

part-time work status. As highlighted at the start of this chapter, the origins of the TPI 

reflected a view that an ‘entire person’ works within an organisation, and not a 

‘psychological slice’. In a contemporary working world, particularly one in which 

technological advances have influenced the nature of work, and changed work design, 

it is important to explore whether there are other influences on the experience of 

working part-time. Chapter Three further discusses these and other influences and 

presents the suggested PTWD Model. 
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Chapter 3  

Towards a Model of Part-time Work Design (PTWD) 

Chapter Two summarised researchers’ endeavours to better understand factors 

associated with part-time employment, including a focus on the potential relationship 

between perceived inclusion, and individual work outcomes. However, part-time 

employment should not be considered in isolation. A number of the part-time research 

outcomes (e.g. recognising the existence of low-quality part-time work) are related to 

areas of the literature equally relevant to the full-time context. This chapter examines 

these other areas, with the aim of developing a PTWD Model. These additional areas 

of the literature are associated with the field of work design, and also with the concepts 

of proactive personality, work engagement and individual performance.  

Work design has been defined as “the content and organization of one’s work 

tasks, activities, relationships, and responsibilities” (Parker 2014, p. 662). As the 

working world has changed over time, so has the concept of work design. One of the 

earlier theoretical frameworks, which was very influential in the evolution of work 

design theory, is the Hackman and Oldham Job Characteristics Model, which includes 

core job dimensions, critical psychological states and personal and work outcomes 

(Hackman & Oldham 1976). Over time, this model was considered somewhat narrow 

in focus, and task related, with a view that work design theory has broadened in its 

focus to accommodate more dynamic and emergent roles (Grant, Fried & Juillerat 

2011; Morgeson & Humphrey 2006; Parker 2014). There has been ongoing 

development in the understanding and scope of job characteristics which, together, 



44 

create a framework for the design of work, with the range of characteristics categorised 

as task, relational and contextual characteristics (Cordery & Parker 2012). 

The following sections outline job characteristics which have been directly 

associated with part-time work, e.g. autonomy and interdependence, which have been 

highlighted as important considerations in the design of part-time roles (Smith & 

McDonald 2016). Work-related behaviour, which may impact on the success of part-

time arrangements, are also discussed to the extent to which they may impact on the 

work engagement of part-time employees. This leads to a discussion on job crafting, 

a work redesign strategy being considered as a potential strategy for addressing the 

impact of part-time work challenges. 

3.1. Work Quality and Design 

Part-time work is frequently described as being of poor quality. There are a range of 

characteristics associated with poor quality part-time work. The ILO Part-Time Work 

Convention, 1994 (No. 175) lists factors such as equality with full-time workers with 

respect to treatment and contractual protection, fair access to work and training 

opportunities and an ability to transfer from full-time to part-time work at the same 

job level as examples of important characteristics of quality part-time work (Fagan et 

al. 2014). 

Work can be considered low quality in several ways, e.g. work tasks can be low 

in complexity, less interesting and less interdependent than the tasks undertaken in 

full-time roles (Chadwick & Flinchbaugh 2016; Fagan et al. 2014; Smith & McDonald 

2016). Bell (2011) notes that only 14% of employers in the UK routinely appointed 

part-time employees to roles requiring high qualifications or supervisory skills. Part-

time roles can also be associated with limited client contact, less discretion over tasks, 

fewer opportunities for decision making, and feeling marginalised (Kauhanen & Nätti 

2015; McDonald, Bradley & Brown 2009; Smith & McDonald 2016).  

Work quality can also relate to the financial aspects of employment, for example 

part-time work can be associated with lower wages, casual contracts, low job security 

and little to no access to personal leave entitlements, for example  illness, carer’s leave 

and/or annual leave (Baird, Charlesworth & Heron 2010; Bell 2011; Conway & 
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Sturges 2014; Gallie et al. 2016; Kauhanen & Nätti 2015; Mayfield & Mayfield 2006; 

Redpath, Hurst & Devine 2009; Nicolaisen 2011; Smith & McDonald 2016).  

As noted previously, working part-time can have an impact on a person’s access 

to learning and development opportunities (Broschak & Davis-Blake 2006; George & 

Chattopadhyay 2015). It has been suggested that more training is provided to full-time 

employees than their part-time equivalents (Omar et al. 2011; Saint-Martin & Venn 

2010; Smith & McDonald 2016; Wittmer & Martin 2011). Some organisations may 

feel less obligated to provide training and development to non-standard workers and 

there is evidence to suggest that learning and development in this context is starting to 

be considered by some organisations as more of an individual responsibility (George 

& Chattopadhyay 2015; Wilkin 2013).  

Some poor-quality part-time work can be associated with the design of the role. 

Work design characteristics can be related to task, relational or contextual elements of 

a role (Cordery & Parker 2012). Task characteristics refer to the day-to-day activities 

that form a role and how these are executed (Cordery & Parker 2012). Depending on 

the context, work redesign efforts may, for example, need to focus on elements such 

as increasing or decreasing skill variety (the number of skills utilised in a role), or 

work on developing an understanding by employees of task significance (focusing on 

the positive impacts of outcomes of a role) (Cordery & Parker 2012). Such re-design 

strategies may apply to both part-time and full-time roles equally.   

In some instances, part-time roles may consist of the same tasks as the full-time 

role, simply undertaken in fewer hours. In other cases, part-time employees may fulfil 

a specific, specialised role. Regardless of these different contexts, the part-time 

literature suggests autonomy is an important task characteristic when it comes to 

creating successful part-time roles (Smith & McDonald 2016). 

Relational characteristics are associated with the social networks and interactions 

which are embedded in the design of a role (Cordery & Parker 2012). Task 

interdependence is an important example of this characteristic, and, like autonomy, 

has been highlighted as impacting on the success of part-time roles, although the 

relationship is less clear (Smith & McDonald 2016). A discussion on task 
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interdependence, including the reasons for this lack of clarity, are outlined in a 

subsequent section. 

Contextual characteristics relate to the overall working environment, for example 

the physical and organisational design of the workplace, or the style and degree of 

supervision and leadership (Cordery & Parker 2012). The experiences associated with 

such elements of a workplace may not be significantly different between part-time and 

full-time employees, although, there may be some impact associated with the lower 

number of working hours undertaken by part-time employees as discussed later. 

In summary, there appears to be a consensus in the relevant literature that part-

time roles can often be of poor quality. There are some characteristics of poor-quality 

work that may not be easily influenced by an individual employee, or their manager, 

e.g. low levels of pay, lack of holiday and leave entitlements. However, there are some 

work quality related characteristics that are associated with the design of part-time 

roles. In particular, role autonomy and task interdependence have been shown to play 

an important role in the development of successful part-time employment 

arrangements, and these will be discussed further in the following sections, 

particularly in the development of the PTWD Model later in this chapter. 

3.2. Autonomy  

Autonomy, or having the ability to have choice or discretion over work decisions 

(Dierdorff & Jensen 2017), has been shown to be intrinsically related to work 

motivation through self-determination theory (SDT) (Gagné & Deci 2005) and 

proactivity (Parker, Bindl & Strauss 2010). SDT is a framework which relates types 

of motivation to the way people behave (Gagné & Deci 2005). Where autonomy 

provides an ability to have choice in the way tasks are undertaken, this can increase 

work motivation which then impacts on an individual’s performance (Gagné & Deci 

2005).  

Autonomy is considered an important element of work redesign due to its  

positive relationship with motivation and job performance and has been included in 

some models and research related to job crafting (Dierdorff & Jensen 2017; Grant, 

Fried & Juillerat 2011; Parker, Van den Broeck & Holman 2017; Slemp, Kern & 
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Vella-Brodrick 2015). Having more autonomy provides a greater opportunity to make 

task or relational crafting changes in a role (Dierdorff & Jensen 2017). This may be 

due to better development of implicit knowledge (learning that occurs as a result of 

experience) (Parker, Andrei & Van Den Broeck 2019), which has been associated with 

increased role autonomy. 

In the context of part-time work, autonomy, considered to be a core indicator of 

job quality, is often low (Kauhanen & Nätti 2015). Where sufficient autonomy is 

lacking in part-time roles, the lack of discretion over tasks can impact on the 

motivation and job satisfaction of part-time employees. Autonomy has been 

highlighted as having an important role in the development and success of work 

arrangements for part-time work (Marchese & Ryan 2001; Smith & McDonald 2016). 

Autonomy has been shown to mediate the relationship between part-time or full-time 

job status and job performance, and it has been suggested that all roles should be 

designed with the intent of equitable autonomy (Marchese & Ryan 2001). 

An example of the impact of autonomy within a part-time role is evident when 

considering the challenge of work intensification, which can result from a lack of 

successful redesign of a full-time to a part-time role. Research respondents have 

indicated that having the autonomy to change the way work is completed has assisted 

them to meet resulting workload requirements (Smith & McDonald 2016). Since 

autonomy may reduce anxiety (Parker & Ohly 2012), it is likely that increasing 

autonomy may provide a strategy for mitigating the potentially negative outcomes of 

part-time work intensification. Furthermore, it has been suggested that greater 

autonomy increases an employee’s emotional investment in an organisation, one of 

the challenges of part-time work (Chadwick & Flinchbaugh 2016; Marchese & Ryan 

2001).  

3.3. Task Interdependence 

Interdependence of work roles is one of the key elements of work design (Grant, Fried 

& Juillerat 2011). In a changing world, work is increasingly being designed around 

teams and there is an expectation that “groups and teams will form the basis of most 

tasks in the workplace in all but the smallest of enterprises” (Creed 2011, p. 126). 
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Work interdependence has been classified into several different types including 

task interdependence, or how much a task depends on others; goal interdependence, 

or how much overlap there is between the goals of different work roles or people; and 

outcome interdependence, or how linked feedback and rewards are to each other 

(Morgeson & Humphrey 2008). Task interdependence, the focus in this research, can 

be initiated, where one part of a job flows into the next, or received, where a job is 

affected by the work of others (Morgeson & Humphrey 2008).  

An interdependent part-time role can be considered challenging or advantageous 

depending on the context (Smith & McDonald 2016). On the one hand, high levels of 

task interdependence can be particularly challenging for part-time employees, e.g. 

where this results in frequent meetings, within limited working hours. Similarly, there 

is an argument for reducing task interdependencies between employees with different 

work statuses, or work arrangements, e.g. if interdependencies only exist between full-

time employees, any absences due to part-time working hours may not hinder 

workflows (Broschak & Davis-Blake 2006). 

However, some of the characteristics of poor-quality part-time roles include their 

lack of task interdependence and that they involve less complex or interesting tasks 

(Broschak & Davis-Blake 2006; Chadwick & Flinchbaugh 2016). More enriched, 

higher quality work may be possible when teamwork is involved (Haines, Doray-

Demers & Martin 2018), so in a part-time work context, where higher quality part-

time roles are desired, managing any challenges of interdependence may be 

worthwhile. 

As job crafting is the specific form of work redesign being considered in this 

research, it should be noted that interdependencies may impact on the effectiveness of 

job crafting strategies, with greater task interdependence being associated with fewer 

opportunities to job craft (Wrzesniewski & Dutton 2001). However, one study 

exploring the potential moderating impact of interdependence on job crafting 

outcomes found no significant relationship (Dierdorff & Jensen 2017). Suggested 

reasons for this unexpected finding included the potential for initiated and received 

interdependence to cancel each other out, and the possibility that respondents had 

crafted their roles to be more interdependent and so did not influence individual 

performance outcomes (Dierdorff & Jensen 2017).  Collaborative crafting, described 
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as crafting done in consultation with, and to accommodate, interdependencies with 

other team members (Leana, Appelbaum & Shevchuk 2009), has been shown to be 

effective when used within work groups. 

Interdependency can provide more opportunities for work to be delegated and 

shared amongst a work group, which is a good strategy for avoiding work 

intensification in part-time workers (Smith & McDonald 2016). Interdependencies 

may facilitate strong cohesion and good communication between work group 

members, encourage social integration, improve organisational commitment, 

encourage skill learning and development, and improve job satisfaction (Broschak & 

Davis-Blake 2006; Parker & Ohly 2012; Shore et al. 2011). Interdependency is 

therefore, considered to be an important consideration in the design of part-time roles 

3.4. Part-time Hours  

As statistical definitions of part-time work relate to the number of hours worked each 

week, it is important to consider how part-time working hours influence part-time 

work outcomes. Sturman & Walsh (2014) suggest working hours alone should not be 

considered as a key factor influencing work outcomes and have proposed the concept 

of ‘work-hours’ fit as an alternate representation of work hours (matching a person’s 

desired hours with the hours available within a role), which may involve deliberate 

trade-offs between additional financial benefits and available time to spend on other 

personal priorities.  

In the PTWD Model, part-time working hours are associated with other 

behavioural and work design elements, to explore how these range of factors may 

relate to, and influence part-time work outcomes.   

3.5. Proactive Personality 

Proactive personality is described as a disposition to behave in a way that effects 

environmental change, with proactive behaviour, that can arise from this disposition, 

creating an altered environment (Bateman & Crant 1993).  Proactive personality has 

been discussed in the context of the ‘Big Five’ personality dimensions (neuroticism, 

extraversion, openness, agreeableness and conscientiousness), however, has been 
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shown to be positively related only to conscientiousness and extraversion (Bateman & 

Crant 1993). The Proactive Personality Scale was developed to “measure people's 

propensity to engage in proactive behaviour” and “suggests that proactive behavior 

may be a significant, measurable component of organizational behavior” (Bateman & 

Crant 1993, p. 113).  

Proactive personality has been demonstrated to be related to a number of work 

outcomes including life satisfaction, and aspects of work performance (Greguras & 

Diefendorff 2010; Wrzesniewski & Dutton 2001). Job crafting has been described as 

a form of self-oriented, proactive behaviour with a proactive disposition being 

positively related to incidences of job crafting (Bakker, Tims & Derks 2012; 

Brenninkmeijer & Hekkert-Koning 2015; Dierdorff & Jensen 2017; Mäkikangas 

2018; Niessen, Weseler & Kostova 2016). Proactive people are more likely to make 

intentional changes to optimise their environment, create opportunities to become 

more effective at work and benefit from the impact of proactive behaviour upon many 

aspects of their work (Bakker, Tims & Derks 2012; Bateman & Crant 1993; 

Mäkikangas 2018).  

Proactivity can be conceptualised from both perspectives, individual, or 

personality based (proactive personality); or behaviourally based (proactive 

behaviour), and the latter accommodates the extent to which environmental factors 

(e.g. leadership) can have an influence (Day 2014).  Proactivity is considered to be an 

important responsibility of employees in a modern and changing work context as it 

allows them to try and match their skills, talents and strengths to best accommodate a 

changing work environment (Van Wingerden & Poell 2017). Research on the impact 

of transformational leadership on colleague rated proactivity (e.g. personal initiative 

behaviours) demonstrated a positive relationship, which suggests that managers may 

be able to promote proactive behaviours in their employees (Schmitt, Den Hartog & 

Belschak 2016). 

The increasing incidence of part-time work is an example of a situation where 

employees need to be able to adapt to a new working environment, and adopting 

proactive behaviour may provide a strategy to improve the effectiveness of part-time 

arrangements. For example, individual proactivity has been identified as an important 

consideration when successfully converting a previously full-time role into a part-time 
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one (Lirio et al. 2008). Similarly, proactive availability of part-time workers, for 

example, setting up communication strategies for non-working days, or offering to 

take telephone calls at home about critical issues, has been shown to enhance co-

worker perceptions of part-time employees (Kossek & Lobel 2007).  

3.6. Job Crafting  

An increasingly common approach to work redesign, and the approach that is the focus 

of this research, is job crafting, which involves “shaping the task boundaries of the job 

(either physically or cognitively), the relational boundaries of the job, or both” 

(Wrzesniewski & Dutton 2001, p. 179).   

Job crafting has been embraced by many researchers as a framework which can 

assist individuals to actively reshape their work roles to achieve a better alignment 

between their personal and professional goals (Grant, Fried & Juillerat 2011; Niessen, 

Weseler & Kostova 2016; Oldham & Fried 2016; Parker & Ohly 2012; Slemp, Kern 

& Vella-Brodrick 2015; Tims, Bakker and Derks 2015a), sometimes known as person-

job fit (Kristof-Brown, Zimmerman & Johnson 2005). As an indication of the 

emergence of job crafting in the evolution of work design, Oldham and Hackman 

(2010), reviewing their own Job Characteristics Model, noted the changing face of the 

workplace and that individuals are starting to take more responsibility for their job 

design with job crafting (Oldham and Hackman 2010). 

3.6.1. Job Crafting Elements 

Wrzesniewski & Dutton (2001) describe job crafting as having three elements which 

involve changing task, relational and cognitive boundaries related to the work role. 

Changing task boundaries refers to changing the type, number or scope of the tasks 

within the work role. For example, an office worker may stop being responsible for 

submitting a regular stationery order, which involves a reduction in the number of 

tasks; or transfer a manual record keeping process to an electronic software 

application, which involves a change to the scope of the task. 

Changing relational boundaries refers to changing the nature of the interactions 

with others in the workplace (Wrzesniewski & Dutton 2001).  For example, a school 

teacher may choose to engage to a greater or lesser extent with the parents of the 
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students in the classroom, with one extreme being limited interaction and only 

responding to direct enquiries, and the other being the sharing of the nature of school 

and homework tasks through the circulation of a newsletter, emails or a forum on a 

school learning portal.  

Changing cognitive task boundaries refers to the way people view their job 

conceptually, or frame it, within a broader context (Wrzesniewski & Dutton 2001). 

For example, a hospital cleaner may perceive their job as being integral to the hygiene 

and disease control responsibilities of the health care system, rather than focusing on 

the potentially unpleasant human waste they need to deal with in the context of illness. 

It has been argued that cognitive crafting can be seen as a form of avoidance coping, 

or changing perspective rather than shaping a job, however others consider it to be an 

important strategy for changing meaning at work and as a result helping to achieve fit 

with the work environment (Niessen, Weseler & Kostova 2016). 

Job crafting has several characteristics which may distinguish it from other forms 

of work redesign. Job crafting occurs as a result of proactive changes made by 

individuals at their own initiative (Bakker, Tims & Derks 2012). An aim is for an 

individual to improve their own person-job fit and personal motivation. A further 

characteristic of job crafting is to make permanent changes to the existing work design 

of a role (Lazazzara, Tims & de Gennaro 2019; Van Wingerden & Poell 2017). 

Other redesign processes, e.g. a negotiation between an employee and their 

organisation, sometimes knows as idiosyncratic deals, or i-deals (Gascoigne & 

Kelliher 2018), or processes involving employee collaboration with colleagues or 

supervisors, have been considered by some authors to be a different process to job 

crafting (Tims, Bakker & Derks 2012). However, the notion of team crafting (Leana, 

Appelbaum & Shevchuk 2009; Mäkikangas, Bakker & Schaufeli 2017; Tims et al. 

2013) lends support to the notion that job crafting can be applied in different situations, 

including within work groups. 

3.6.2. Job Crafting Streams 

The model of job crafting described by Wrzesniewski & Dutton (2001), associated 

with task, relational and cognitive task crafting, has underpinned the theoretical 

foundations of many job crafting studies, with many of these studies adopting a 
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qualitative approach to research and analysis (Lazazzara, Tims & de Gennaro 2019). 

A meta-analysis has been undertaken of this qualitative research and it discusses 

different types of job crafting, associated with different motivations to craft, which 

includes approach and avoidance crafting (Bruning & Campion 2018; Lazazzara, 

Tims & de Gennaro 2019). Included with this meta-analysis is a recognition of two 

main streams of job crafting research. 

 The first stream of research reflects the focus of the original Wrzesniewski & 

Dutton (2001) approach, that is, task, relational and cognitive crafting. The second job 

crafting research stream focuses on the task and relational aspects of job crafting and 

suggests that cognitive changes may not result in concrete work design changes 

(Lazazzara, Tims & de Gennaro 2019). This second stream relates job crafting to the 

Job Demand-Resources Model (JD-R Model) of work engagement (Bakker, Tims & 

Derks 2012; Kooij, Tims & Akkermans 2016; Petrou et al. 2012; Tims, Bakker & 

Derks 2015b; Van Wingerden, Derks & Bakker 2017). The JD-R Model provides a 

framework to describe the relationship between job resources and job demands as 

conflicting or complementary drivers of engagement (Bakker & Demerouti 2008). 

This has been seen as an attempt to refine the original job crafting elements outlined 

by Wrzesniewski & Dutton (2001) (Oldham & Fried 2016). 

Job resources reflect physical, social or organisational aspects of a job that 

provide a means to achieving goals or performing in a role (Bakker & Demerouti 

2008). Job resources can relate to personal qualities, for example resilience and 

optimism, and to the job itself, for example support from colleagues, performance 

feedback and coaching (Bakker & Demerouti 2008). The presence, absence or balance 

between such resources may impact on an employee’s level of engagement. The JD-

R Model suggests the extent to which job resources influence work engagement is 

moderated by job demands, which are “aspects of the work that require effort on the 

part of the employee” and the effort has a psychological cost, for example fatigue 

(Demerouti & Cropanzano 2010, p. 153). Examples of job demands are deadline 

pressures and stressful job requirements (Parker 2014). 

This research sits in the first stream. It has been suggested that attention should 

be paid to exploring additional measures of job crafting, which have strong 

psychometric properties, and to compare the results to those using those measures 
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based on the JD-R Model (Oldham & Fried 2016). An example of an additional 

measure, which is associated with the first research stream, is the Job Crafting 

Questionnaire (JCQ) (Slemp & Vella-Brodrick 2013). The JCQ measure includes 

items associated with all three elements of job crafting. The scale was considered 

relevant to this research as the cognitive elements of job crafting may relate to reasons 

for working part-time, with scale items including questions about life purpose, work 

meaning and impact on well-being (Slemp & Vella-Brodrick 2013).  

The JCQ was developed using a sample of 334 Australian employees from the 

education, banking and financial services, and healthcare sectors (Slemp & Vella-

Brodrick 2013). It was subsequently used in studies to examine relationships between 

job crafting, autonomy and employee wellbeing (Slemp & Vella-Brodrick 2014; 

Slemp, Kern & Vella-Brodrick 2015). The data from 2013 was later used in a study to 

evaluate the reliability and validity of a cross cultural translation of the JCQ, involving 

a German sample of 482 employees (Schachler et al. 2019). 

3.6.3. Job Crafting Research 

Job crafting literature most relevant to this research includes previous studies that have 

been undertaken to identify and measure the behavioural and attitudinal outcomes of 

job crafting, e.g. job satisfaction, work engagement and work performance. A number 

of studies have demonstrated that job crafting can produce an overall increase in work 

engagement and performance (Bakker, Tims & Derks 2012; Bruning & Campion 

2018; Mäkikangas 2018; Petrou et al. 2012; Tims et al. 2013; Van Wingerden, Derks 

& Bakker 2017; Van Wingerden & Poell 2017). However, many studies also 

demonstrate nuances between various forms of job crafting and mixed results have 

also been exhibited (Mäkikangas 2018; Oldham & Fried 2016; Tims, Bakker and 

Derks 2015a).  

Some of these mixed results are associated with the elements of the JD-R Model 

(Oldham & Fried 2016). While job crafting, by increasing job resources and 

challenging job demands, has been shown to have a positive impact on outcomes like 

employee wellbeing and performance, the approach of decreasing hindering job 

demands has demonstrated a negative relationship with similar performance outcomes 

(Tims, Bakker and Derks 2015a). Research has been undertaken to further unpack the 
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potential for dysfunctional performance outcomes resulting from hindering job 

demands and tension between performance expectations and efforts to craft (Dierdorff 

& Jensen 2017). This research found that the context of the job, e.g. the amount of 

ambiguity in the role, or amount of social support, moderates performance outcomes 

and suggested that training in job crafting could assist with being able to manage 

difficult aspects of the job to minimise any dysfunctional performance (Dierdorff & 

Jensen 2017). 

Within the JD-R framework, the way a person implements job crafting strategies 

may impact on the extent to which improved outcomes are observed. While each 

element of job crafting has typically been considered separately, it has been argued 

that the impact of all elements together is important (Mäkikangas 2018) and that the 

overall impact of all strategies occurring simultaneously can compensate for any 

negative impacts of one or more of the individual elements.  

According to the original Wrzesniewski and Dutton (2001) Job Crafting Model, 

the motivation to job craft is associated with a desire to have control over work, 

increase connections with others and achieve positive self-image. A meta-analysis of 

qualitative job crafting research identified that more recently identified motivations 

include “to improve job performance, improve knowledge and skills, and better align 

work with other aspects of life” (Lazazzara, Tims & de Gennaro 2019, p. 13), all of 

which is consistent with efforts to job craft in a part-time working environment as a 

way of addressing part-time work challenges. The meta-analysis also highlighted the 

importance of work context in shaping an effective job crafting approach. These more 

recently identified motivations, and the reference to work context, align well with 

Research Questions One and Two, as the PTWD Model identifies job crafting as one 

of a range of constructs that might be associated with a successful part-time work 

experience. 

3.6.4. Job Crafting and Part-time Work 

Most job crafting research has not explicitly focused on part-time work. While part-

time workers have not been explicitly excluded from studies, the part-time nature of 

their roles has not been analysed with respect to job crafting. As an example, one study 

sample included 45% part-time employees, as there was a high incidence of part-time 
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work in the country from where the research sample was taken, however, analysis was 

not performed to examine any relationships which may have existed due to the 

characteristics and challenges associated with their reduced work hours (Tims, Bakker 

and Derks 2012). Similarly, 76% of the completed responses used in the development 

of a job crafting questionnaire worked full-time, and the average hours worked was 

38.02 hours a week (Slemp & Vella-Brodrick 2013), so while there were some part-

time employees in the sample, aspects of their work related to their part-time 

characteristic were not analysed separately. 

Some studies have identified that where job crafting or other job redesign activity 

is either promoted, or supported by the management within an organisation, this can 

assist with making changes to part-time working arrangements which help address 

identified part-time challenges (Lirio et al. 2008; Smith & McDonald 2016). It has 

been demonstrated that more successful part-time arrangements result from efforts to 

utilise crafting to adjust full-time positions so that they reflect a reduced workload, 

which may include different tasks or roles from the previous full-time role (Lirio et al. 

2008).  Furthermore, a lack of re-design of full-time roles for part-time employees is 

a significant contributor to part-time work intensification and, even after the 

negotiation of i-deals, there is a need for work redesign (Gascoigne & Kelliher 2018; 

Smith & McDonald 2016). 

Although not explicitly focused on part-time work, Bilian, Law & Zhou (2017) 

examined the impact of job crafting on underemployment, which describes a situation 

where a person is undertaking work that is below their ability level, or capacity (Bilian, 

Law & Zhou 2017). Underemployment is relevant to part-time work as one of the part-

time challenges is poor work quality, which, like underemployment, may be associated 

with less challenging work and work less central to the organisation’s core work 

(Chadwick & Flinchbaugh 2016). One study suggests job crafting may offer strategies 

for achieving some positive outcomes in underemployment situations (Bilian, Law & 

Zhou 2017). 

Some research on part-time work has focused on work design (George & 

Chattopadhyay 2015; Marchese & Ryan 2001; McDonald & Smith 2012; Smith & 

McDonald 2016) and while job crafting has not been explicitly highlighted, it may 

offer useful strategies. In one example, the researchers explored the extent to which 
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part-time roles are deliberately designed, whether the lack of part-time role design 

resulted in challenges, and whether the implementation of work design strategies can 

improve part-time working arrangements (Smith & McDonald 2016). The research 

concluded that the implementation of work design strategies had a positive impact on 

part-time roles and plays an important role in ensuring such roles are successful. 

Some part-time research findings relate to elements of job crafting, or highlight 

the importance of creating an environment where employees feel empowered to be 

able to job craft. For example, where formal policies exist to support part-time work 

opportunities for all employees, not just to accommodate working families, this can 

alter the perception of part-time work within the organisation (Baird, Charlesworth & 

Heron 2010). Such policies may support relational crafting as it may help reduce any 

feelings of inequity or unfairness within the organisation. Recommended strategies to 

support part-time employees, e.g. ensuring part-time work-loads are being reduced to 

reflect fewer working hours and removing tasks which have tight deadlines (Baird, 

Charlesworth & Heron 2010; Smith & McDonald 2016), could be perceived as 

examples of task crafting.  

3.7. Work Outcomes 

Chapter Two provided an overview of the part-time literature, and one feature of 

empirical studies to date has been a focus on potential differences in work outcomes 

between part-time and full-time employees. The suggested PTWD Model includes 

work outcomes and this section provides an overview of the literature associated with 

these outcomes. 

Work engagement describes a state of fulfilment, positivity and absorption 

experienced by people at work (Bakker & Demerouti 2008; Bakker, Tims & Derks 

2012). Engagement has been described as an ongoing cognitive psychological state 

which allows people to meet or exceed their goals, while at the same time experiencing 

feelings of wellbeing and can be considered the opposite of the state of burnout, which 

reflects exhaustion and cynicism (Freeney & Fellenz 2013; Schaufeli, Bakker & 

Salanova 2006). The ideas surrounding the concept of work engagement have arisen 

from studies in positive psychology which explores “human strength and optimism” 

in contrast to a disease model of psychology (Schaufeli, Bakker & Salanova 2006, p. 
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701). Work engagement and performance are strongly related, as people who are 

engaged at work tend to experience happiness and positivity, which influences their 

ability to deal with work issues, and thus also their work performance (Bakker, Tims 

& Derks 2012; Demerouti & Cropanzano 2010).  

Work engagement has been measured using three elements or dimensions, vigour, 

dedication and absorption, high levels of which are considered to be present in a person 

who has high work engagement (Schaufeli, Bakker & Salanova 2006). Vigour relates 

to levels of energy, mental resilience, effort and persistence displayed in a working 

context; dedication reflects a level of involvement and feelings of pride, enthusiasm 

and inspiration; and absorption describes the extent to which time passes quickly due 

to being happily engrossed in the work, and has been related to the concept of ‘flow’, 

which has been described as being a state of deep satisfaction or elation when 

undertaking a task or challenge (Csikszentmihalyi 1988; Wolfigiel & Czerw 2017). 

Work engagement and individual performance at work are strongly related, as 

employees who are engaged at work tend to experience happiness and positivity, 

which influences their ability to deal with work issues, and thus also improves their 

job performance (Bakker, Tims & Derks 2012; Demerouti & Cropanzano 2010). The 

importance of employee engagement in contributing to individual performance has 

been previously highlighted, with engaged workers demonstrating qualities like 

behaving more proactively, being more responsive, being more focused, and working 

harder (Alessandri et al. 2015).  

While the relationship between engagement and individual performance has been 

previously established, e.g. in the job crafting model (Bakker, Tims & Derks 2012), 

which demonstrated an explicit relationship between work engagement and individual 

performance, little research has been undertaken on the collective effect of 

engagement across an organisation (Demerouti & Cropanzano 2010). However, given 

that lack of engagement has been compared with the concept of employee burnout 

(feelings of exhaustion and cynicism) (Bakker & Schaufeli 2008), and given the 

relationship between engagement and performance, it is important to identify whether 

engagement relates to performance in the same way for both part-time and full-time 

employees. Furthermore, there has been an increasing focus on engagement in 

business, evidenced by the range of assessment tools that have been developed by 
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commercial organisational development practitioners aimed at improving employee 

engagement, so this research may provide some insight into the relevance and efficacy 

of such tools (Bakker & Schaufeli 2008). 

A meta-analysis of research undertaken on non-standard employees was 

undertaken in the context of talent management (Cascio & Boudreau 2015). Work 

engagement and performance associated with independent contractors and outsourced 

employees was identified as a well examined area, however this research did not 

specifically relate to part-time employment. Although, of the studies undertaken about 

part-time work, engagement was the most frequently addressed, with an assumption 

that this was due to a desire by researchers to identify any differences between non-

standard and standard workers in attitudes like satisfaction, commitment and 

motivation, most likely reflecting a fear that less optimal treatment of non-standard 

workers may result in less positive attitudes (Cascio & Boudreau 2015).  

Factors which contribute to the engagement of an employee include their 

commitment and loyalty to their organisation, their passion about their work, and their 

perception of their relationship with their organisation (Cascio & Boudreau 2015). 

Research on part-time and other non-standard employees suggests that employees who 

work reduced hours can demonstrate lower organisational commitment (Chadwick & 

Flinchbaugh 2016). The PTWD Model may help identify whether there are any 

differences in perceptions of engagement between part-time and full-time employees. 

Work performance is not an easy concept to define, having evolved over recent 

decades (Griffin, Neal & Parker 2007). Earlier definitions were associated with 

proficiency in completing specified tasks within a job description, however, as the 

focus has changed and broadened to encompass work roles within an organisation 

which is fluid and dynamic, performance has been deconstructed by many theorists to 

try and accommodate this environment, and at least one model has been proposed to 

try and provide a framework to relate difference performance elements (Griffin, Neal 

& Parker 2007).  

A commonly referenced view of work performance distinguishes between in-role 

performance behaviours (IRB), or behaviours specifically associated with the job role 

and tasks; and two forms of organisational citizenship behaviours (OCB), which refers 
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to discretionary behaviour not directly related to the job role that promotes good 

organisational outcomes (Williams & Anderson 1991). The first of the two forms of 

OCB behaviours relate to those which benefit the organisation as a whole, e.g. 

providing advanced notice of a work absence, and these are referred to as OCBO-

behaviours; and the second are those that assist an individual, e.g. helping someone 

catch up on work after their absence, and this indirectly benefits the organisation, and 

these are called OCBI-behaviours (Williams & Anderson 1991).  

There are a range of factors which may impact on the performance of part-time 

employees and these relate to characteristics of part-time work. In the situation of a 

transition from a previously full-time role to a part-time role, qualitative research 

participants have reported that their full-time roles were minimally if at all redesigned 

to accommodate their reduced working hours (McDonald & Smith 2012). Their 

remuneration for their role had been reduced, however their performance objectives 

and workload had not been correspondingly adjusted. If an employee is expected to 

produce the same performance output during fewer working hours, then this may 

impact on their performance. 

Related to the lack of redesign for part-time roles is the formal articulation of 

expected work outcomes, e.g. performance targets, or criteria that form part of formal 

performance assessment processes. Study respondents reported that when they moved 

from full-time to part-time roles their performance measures were not altered 

accordingly (Smith & McDonald 2016). Furthermore, another respondent noted that 

they were not eligible to receive the highest performance rating as a part-time 

employee, despite meeting all of her performance targets (Smith & McDonald 2016).  

From an economic point of view, comparisons have been made between labour 

productivity, or value added per hour, of part-time workers in comparison with their 

full-time colleagues, related to how productive people are during a session of work 

(Devicienti, Grinza & Vannoni 2015). There is an argument that start-up costs, which 

refer to workers having lower productivity at the start of their work session 

(Devicienti, Grinza & Vannoni 2015) result in lower productivity in part-time 

employees, although an alternative argument is that over a long work session, full-

time employees become less productive due to fatigue and stress. 
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In addition to evidence about individual performance, which is the focus of the 

PTWD Model, the impact of part-time employees on organisational performance has 

also been examined, particularly associated with the blend of part-time and full-time 

employees within a workforce. As previously discussed, with respect to part-time 

work challenges for organisations, employees draw comparisons between themselves 

and their colleagues and conflicts can arise in relation to issues such as perceptions of 

status and allocation of tasks which can impact on employee motivation and job 

satisfaction (Chadwick & Flinchbaugh 2016). These perceptions by part-time and full-

time employees may have an impact on the performance of either type of employee as 

a result of an impact of reduced motivation or job satisfaction. 

3.8. Inclusion Revisited 

The potential for partial inclusion in the workplace to impact on part-time work 

outcomes has been suggested by the TPI, within the context of the part-time literature. 

Feeling included in the workplace provides employees with a sense of psychological 

safety, or a feeling of security, trust and mutual respect, resulting in feeling 

comfortable and being able to learn and change (Edmondson 1999). This 

psychological safety also includes feelings of security within a team or group 

environment (team psychological safety) and this relates to a “shared belief that the 

team is safe for interpersonal risk taking” (Edmondson 1999, p. 354).  

Where part-time employees work in a team or group environment, it is important 

to consider how inclusion and team psychological safety relate to their perceptions of 

work engagement and performance. Research on inclusion suggests outcomes of 

inclusion may include personal benefits, e.g. job satisfaction and high quality work 

relationships; and work outcome benefits, e.g. increased work performance, 

organisational citizenship and organisational commitment (Shore et al. 2011). 

Within the context of part-time work, a lack of supervisor support for WLB 

policies, designed to support inclusion, can result in barriers to engagement (Ryan & 

Kossek 2008; Shore et al. 2011). Such lack of support may result in a non-work role 

becoming a source of conflict with a work role, potentially resulting in the part-time 

employee feeling excluded from the workplace. The importance of manager support 
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for part-time work policies has been demonstrated as a contributing factor in the 

success of a part-time work arrangement (Lirio et al. 2008). 

There has been little research undertaken on the relationship between diversity 

practices and engagement (Downey et al. 2015). However, the results of one study 

demonstrated a moderated mediation relationship of inclusion and trust on 

engagement, which indicates that combined, feelings of inclusion and trust can have a 

positive impact on the engagement of employees (Downey et al. 2015). Furthermore, 

this impact on engagement extended more widely than the engagement of the minority 

groups in the surveys, having an impact on all employees in the organisation. 

3.9. Proposed Part-time Work Design Model and Hypotheses 

Chapters Two and Three have reviewed the literature associated with part-time work, 

as well as other areas of related literature. The remainder of this chapter outlines the 

suggested model to be empirically tested in this research, by integrating the key 

findings from the various research streams discussed to date.  

The PTWD Model was developed to try and provide answers to the three research 

questions, outlined in Chapter One. In summary, the questions seek to empirically 

identify whether there are any differences in perceptions of certain aspects of part-

time employment, between part-time and full-time employees. Furthermore, the model 

examines relationships between the various constructs, with the aim of identifying 

how these aspects of part-time employment relate to the outcomes of perceived 

engagement and performance. An additional aim is to examine potential differences 

between different groups (typologies) of part-time employees. 

The constructs included in the suggested model represent a characteristic of the 

part-time working context, suggested in the literature, that is experienced differently 

by part-time employees compared to full-time employees. First, part-time roles have 

been identified as having less autonomy than full-time roles (Kauhanen & Nätti 2015; 

Smith & McDonald 2016). Increased autonomy has been suggested as a strategy for 

promoting successful part-time roles (Smith & McDonald 2016). Second, proactivity 

has been identified as being important in the redesign of full-time to part-time roles, 

rather than employees just reducing the number of hours spent on a normally full-time 
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role (Lirio et al. 2008). Third, part-time roles have been identified as often being less 

interdependent and peripheral to organisational core business (Chadwick & 

Flinchbaugh 2016), with the peripheral nature of the work also often associated with 

low complexity tasks, a contributor to poor quality work. 

Having identified those part-time work-related features, the model then builds on 

some findings about job crafting and work engagement from a previous model 

developed by Bakker, Tims and Derks (2012), which examined the impact of job 

crafting on work engagement, and ultimately employee performance. The Bakker, 

Tims & Derks (2012) study found that where employees are proactive in adjusting 

their work environment, e.g. through job crafting, it improved their work engagement 

and individual performance. This, and other prior studies, did not explicitly examine 

whether the work being crafted was part-time or full-time, therefore the issue arises as 

to whether these outcomes would also be realised when the employee works part-time.   

Building on the hypothesis that the aforementioned relationships between 

proactive personality, job crafting, work engagement and performance may also apply 

in part-time employment settings, aspects of work design, identified in the part-time 

literature as being important to successful part-time employment, as noted earlier, 

were incorporated into the model. The TPI is also reflected in the model, with the 

addition of constructs reflecting part-time working hours, and inclusion. 

Figure 3-1 presents the PTWD Model including hypotheses. An explanation of 

the rationale underpinning each hypothesis, and how it relates to previous literature, 

is included below. 

Proactivity has been identified as an important consideration when successfully 

converting a previously full-time role into a part-time one (Lirio et al. 2008). 

Furthermore, proactive availability of part-time workers, for example, setting up 

communication strategies for non-working days, or offering to take telephone calls at 

home about critical issues, has been shown to enhance co-worker perceptions of part-

time employees (Kossek & Lobel 2007). Full-time employees, in contrast, may not be 

perceived as having availability issues. 
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Figure 3-1. PTWD Model including Hypotheses 

Proactive personality has been included in the model for several reasons. First, as 

already highlighted, it has been shown to have a positive relationship with both job 

crafting and employee engagement in a sample largely consisting of full-time 

employees (Bakker, Tims & Derks 2012). This model will test whether this same 

positive relationship with job crafting exists in a part-time sample. Second, as 

proactive behaviour has been identified as important for part-time employees when 

establishing successful part-time work arrangements, it can be examined in relation to 

the part-time related work design elements, and inclusion, which may be important for 

successful part-time roles.  

The hypotheses related to proactive personality are: 

H1: Proactive personality will be positively related to part-time 

employees’ (a) job crafting and (b) perceived inclusion. 

Autonomy, as noted previously, is a part-time related work design characteristic, 

with appropriate levels of autonomy being associated with the successful design and 

implementation of part-time work (Marchese & Ryan 2001; Smith & McDonald 

2016). A lack of autonomy, however, is considered to be a contributing factor to poor 

part-time work quality (Kauhanen & Nätti 2015). Autonomy has also been identified 
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as an important contributor to the ability to job craft (Dierdorff & Jensen 2017; Slemp, 

Kern & Vella-Brodrick 2015) as the autonomy provides more opportunities to adjust 

the task, relational or cognitive aspects of a work role. Autonomy has been included 

in the model due to its identified important role in job crafting in a full-time setting 

(Dierdorff & Jensen 2017; Slemp, Kern & Vella-Brodrick 2015). The model will test 

whether autonomy plays a similar role in a part-time setting and reflects its importance 

in the successful implementation of part-time working arrangements. Its potential 

relationship with inclusion will also be examined.  

The hypotheses related to autonomy are: 

H2: Autonomy will be positively related to part-time employees’ 

(a) job crafting and (b) perceived inclusion. 

Task Interdependence has been highlighted as an important job characteristic 

with regard to its impact on successful part-time work arrangements. It has been 

identified as possibly contributing to poor-quality part-time roles as such roles are 

often less interdependent, less interesting and less complex than similar full-time roles 

(Broschak & Davis-Blake 2006; Chadwick & Flinchbaugh 2016).  

A relationship between interdependence and job crafting is not hypothesised. 

There is a suggestion that the interdependence of roles can inhibit potential 

opportunities to job craft (Wrzesniewski & Dutton 2001), suggesting a possible 

negative relationship between task interdependence and job crafting. However, when 

job crafting is undertaken in the context of a team, this represents a different form of 

crafting process (Tims et al. 2013). Jobs with highly interdependent roles, for example, 

nursing and teaching, may be well suited to team or collaborative crafting (Leana, 

Appelbaum & Shevchuk 2009). Task interdependence has been found be significantly 

related to collaborative job crafting (the degree to which teams crafted jobs), however, 

it was not significantly related to individual crafting (β = .13, n.s.) among a group of 

childcare workers (Leana, Appelbaum & Shevchuk 2009). Due to these potential 

conflicting outcomes, it is hypothesised that there will be no relationship between task 

interdependence and job crafting. 

Task interdependence has also been included in the model to explore whether it 

impacts on the inclusion of part-time employees due to the possible impact on 
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relationships which may result from role interdependencies and reduced working 

hours. Full-time employees, in contrast, may not experiences the same challenges as 

they should be able to complete interdependent tasks in their full-time working hours.  

The hypothesis related to task interdependence is: 

H3: Task interdependence will be positively related to part-time 

employees’ perceived inclusion. 

Working Hours has been included in the model to help test the relationship 

between working hours and job crafting, as challenges associated with reduced 

working hours, e.g. difficulty in scheduling meetings and work intensification, may be 

possibly mitigated through the use of job crafting strategies. More time at work should 

also provide part-time employees with more opportunities to engage in job crafting. 

The TPI suggests that increased hours at work may result in improved work 

outcomes. Previous research on a similar concept to inclusion, perceived insider status 

(PIS) (how much an employee feels they are an insider in their organisation) (Stamper 

& Masterson 2002) has suggested that working hours and tenure do not predict PIS, 

and that there may be other influencing factors. The PTWD Model therefore explores 

whether there are other key antecedents for inclusion (other than working hours) and 

furthermore, whether inclusion is associated with work outcomes. 

The hypotheses related to working hours are: 

H4: Working Hours will be positively related to part-time 

employees’ (a) job crafting and (b) perceived inclusion. 

Job crafting has been associated with increased work engagement (Bakker, Tims 

& Derks 2012; Van Wingerden & Poell 2017). This was due to job crafting providing 

opportunities for employees to adapt their working environment to suit their individual 

circumstances, a situation which promotes positive attitudes and absorption, a key 

element of job engagement (Demerouti & Cropanzano 2010). In part-time work, many 

of the associated challenges, as described in Chapter Two, can be related to work 

design, for example, impact on communication between employees (Ashford, George 

& Blatt 2007) and impact on knowledge sharing (Taskin & Bridoux 2010). Given 
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these types of challenges need to be addressed by part-time workers, in addition to the 

challenges which may be experienced in the same working environment by their full-

time colleagues, part-time employees may find task, relational and cognitive crafting 

a useful tool that can impact on their work engagement. 

Relational job crafting strategies promote behaviours that may help employees 

develop closer working relationships (Slemp, Kern & Vella-Brodrick 2015; Slemp & 

Vella-Brodrick 2014). It has also been found that team crafting strategies provide 

additional opportunities for employees working in a team environment, as it promotes 

social ties and addresses issues related to task interdependence (Leana, Appelbaum & 

Shevchuk 2009). This evidence suggests that job crafting strategies may also have a 

positive relationship with perceptions of inclusion. Workplace inclusion is associated 

with employees experiencing psychological safety, which includes the development 

of trust and mutual respect from colleagues (Edmondson 1999). 

 In addition to examining the relationship between job crafting and work 

engagement and performance, this model also tests relationships with other constructs 

associated with job crafting, that is, proactive personality and autonomy. As the model 

examines part-time employment, working hours has also be included as a construct, 

which have been previously discussed in relation to H1a, H2a and H4a.  

The hypotheses related to job crafting are: 

H5: Job crafting will be positively related to part-time employees’ 

(a) perceived inclusion and (b) work engagement. 

Perceived inclusion has been included in the model to test the TPI, by exploring 

the possible relationship between inclusion and work engagement for part-time 

employees.  Workplace inclusion policies and practices may impact on how included 

part-time employees feel (Boekhorst 2015; Lirio et al. 2008; Shore et al. 2011), with 

the promotion of a culture of inclusion, inclusive leadership and other inclusive 

practices considered to be important strategies for influencing both organisational and 

individual performance outcomes (Boekhorst 2015; Shore et al. 2011).   

In addition to examining the impact of inclusion on performance outcomes, this 

model also tests several key antecedents for inclusion, that is, proactive personality, 
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autonomy, interdependence and working hours, which have been previously discussed 

in relation to H1b, H2b, H3 and H4b.  

The hypothesis related to how inclusion is related to performance outcomes is: 

H6: Perceived inclusion will be positively related to part-time 

employees’ perceptions of work engagement. 

Work Engagement and Performance have been previously demonstrated to be 

related (Bakker, Tims & Derks 2012; Bruning & Campion 2018; Dierdorff & Jensen 

2017; Kooij, Tims & Akkermans 2016; Mäkikangas 2018; Van Wingerden, Derks & 

Bakker 2017). This previous research supports theories that suggest more engaged 

workers experience happiness, positive emotions and enthusiasm and that this can lead 

to improved performance (Demerouti & Cropanzano 2010). In studies to date, this 

relationship has either been only demonstrated in a full-time context or, if part-time 

employees have been included in the sample, specific relationships to the 

characteristics of part-time work have not been explored.  

The final hypotheses within the model, related to perceived work engagement and 

perceived performance, are: 

H7a: Perceived work engagement will be positively related to 

part-time employees’ perceptions of individual performance (IRB) 

H7b: Perceived work engagement will be positively related to 

part-time employees’ perceptions of individual performance 

(OCBO) 

In summary, this chapter has provided an overview of factors associated with the 

experience of working part-time. Drawing all of the ideas together from Chapters Two 

and Three, and building on some existing findings about proactive personality, job 

crafting and work engagement, tested in a full-time context, has culminated in the 

development of a suggested PTWD Model. Chapters Four and Five present two 

separate studies. Each study uses the PTWD Model to test for differences between 

part-time and full-time employees, as well as differences between contrasting groups 

(typologies) of part-time employees. 
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Chapter 4   

Mature Part-time and Full-time Employee Comparison (Study 

One) 

4.1. Introduction 

The PTWD Model includes part-time work characteristics that may play a role in 

shaping the experience of working part-time. The purpose of Study One is to identify 

whether there are any measurable differences between part-time and full-time 

employee perceptions of the constructs within the model. The increasing incidence of 

part-time employment in Australia, and internationally, is changing the composition 

of many workplaces. Understanding the dynamics of blended workforces may be 

important as the proportion of part-time and full-time employees within an 

organisation may have an impact on the way employees relate to each other, as people 

often identify with others within their organisation with similar qualities (Chadwick 

& Flinchbaugh 2016).  

Study One reflects literature suggesting there are challenges associated with part-

time work, for both employees and organisations, as outlined in Chapter Two. The 

potential impact of these challenges on employees’ work engagement and 

performance may be of concern given the increasing numbers of part-time employees 

in Australia. Of major concern is whether part-time workers feel included in the 

workplace, which is a central part of the model, particularly as some part-time work 

can be non-voluntary depending on the prevailing economic conditions. The 

hypotheses to be tested in Study One, and as outlined in Chapter Three, are as follows: 
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H1: Proactive personality will be positively related to part-time 

employees’ (a) job crafting and (b) perceived inclusion. 

H2: Autonomy will be positively related to part-time employees’ 

(a) job crafting and (b) perceived inclusion. 

H3: Task interdependence will be positively related to part-time 

employees’ perceived inclusion. 

H4: Working Hours will be positively related to part-time 

employees’ (a) job crafting and (b) perceived inclusion. 

H5: Job crafting will be positively related to part-time employees’ 

(a) perceived inclusion and (b) work engagement. 

H6: Perceived inclusion will be positively related to part-time 

employees’ perceptions of work engagement. 

H7a: Perceived work engagement will be positively related to 

part-time employees’ perceptions of individual performance (IRB) 

H7b: Perceived work engagement will be positively related to 

part-time employees’ perceptions of individual performance 

(OCBO) 

Data were collected from both part-time and full-time employees. The PTWD 

Model, outlined in Chapter Three, was estimated, and the hypotheses were examined 

against the two groups of employees. A comparison was also made between the mean 

levels for each of the model constructs for the part-time versus full-time employees.  

Next in this chapter the research design for Study One will be presented, followed 

by the methodology, including the research setting and sample, survey design, data 

collection procedure and data analytical approach. This is followed by a discussion of 

the results obtained.  
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4.2. Research Design  

The decision to adopt an empirical approach was influenced by the examination of 

literature to identify those characteristics of part-time work that differentiated it from 

full-time work. Those characteristics (e.g. autonomy, task-interdependence and 

perceptions of inclusion) have typically been examined in separate studies. The 

development of the PTWD Model was a way of bringing those characteristics together, 

and identifying whether there were meaningful relationships between them. 

There has been a focus in previous part-time and job crafting research on using 

qualitative techniques (e.g. interviews undertaken with part-time workers and their 

colleagues) (Smith & McDonald 2016) and this was also considered in terms of 

addressing a gap in the literature. Furthermore, other previous quantitative research 

has produced inconclusive results (Chadwick & Flinchbaugh 2016), so further 

investigation appeared warranted.  

The decision to use an online survey to collect the needed data was underpinned 

by a positivist deductive approach, which reflects the philosophy of a natural scientist 

who collects data to try and identify relationships between theories associated with the 

research questions (Saunders, Lewis & Thornhill 2012). The PTWD Model, and the 

associated hypotheses, were tested through the collection, analysis and interpretation 

of data.  

The collection of the data involved the design and administration of an online 

survey. The survey procedure is outlined in more detail later in this chapter. Where 

possible, existing well established scales were used, reducing the risk of leading 

questions being asked (Saunders, Lewis & Thornhill 2012).  

The PTWD Model, shown previously as Figure 3-1, brings together theories from 

several different disciplines relevant to part-time work. Testing the model will help 

establish whether together, these theories help explain part-time employees’ work 

experiences and engagement.  
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4.3. Methodology 

4.3.1. Respondents 

There is no standard international definition for full-time work (ABS 2013). In 

Australia, the Fair Work Ombudsman describes full-time workers as those working an 

average of 38 hours per week (Fair Work Ombudsman 2017). Definition-wise, part-

time and full-time workers self-identify as either working more, or less, than a 

designated hours cut off, which generally lies between 30 and 35 hours for various 

OECD countries. Australia uses a 35 hour cut-off point, while the OECD uses 30 hours 

(ABS 2013). In this study, respondents were considered to be working part-time if 

they worked less than 35 hours per week (consistent with the ABS definition), as this 

best reflected the social and business context from which respondents were drawn. 

Full-time employees were those who worked 35 hours per week, or more. 

There has been a significant shift of employment from manufacturing to service 

industries (Cajner et al. 2014; Oldham & Fried 2016) and this shift is reflected in 

Australia (Workplace Gender Equality Agency 2016). Part-time work is highly 

represented within service industries as the work is often structured around irregular 

hours, e.g. 60% of employees within the accommodation and foods services industry 

work part-time (Cassidy & Parsons 2017). Consequently, respondents were sought 

from service industries. The Australian New Zealand Standard Industrial 

Classification (ANZSIC) categories, listed in Figure 4-1, were included in the survey 

as they reflect a broad range of industries relevant to this study.  

A purposive non-probability theoretical sampling approach was adopted for 

several reasons. Potential participants needed to have a certain profile or known 

characteristics (i.e. they needed to work in a part-time role and be working in particular 

industries). In order for probability sampling to be a viable option, a known sampling 

frame would be required, and this was not available in this case (May 2010). It is 

important in theory building to have a sample population that is ‘fit for purpose’ such 

that it includes members with the required characteristics (May 2010). 
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Industry Sector 

Wholesale trade 

Retail trade 

Accommodation and food services 

Transport, postal and warehousing 

Information media and telecommunications 

Financial and insurance services 

Rental, hiring and real estate services 

Professional, scientific and technical services 

Administrative and support services 

Public administration and safety 

Education and training 

Health care and social assistance 

Arts and recreation services 

Other services 

Figure 4.1: ANZSIC Service Industry Categories 

As a key element of the model being tested related to the extent to which part-

time employees job craft, a minimum time for having been in the part-time role was 

included as a screening item. A prior job crafting study, involving an interview with a 

maintenance technician (Bakker, Tims & Derks 2012), found that the technician 

required time in the role before they were able to be proactive in assisting new 

employees; this task eventually became a formalised new responsibility  

In addition to previous job crafting research, which highlights the importance of 

time spent in a role before being able to craft changes, there has been a recognition 

that jobs and careers are becoming more complex, with a focus on continuous self-

management and learning, further highlighting the importance of time on the job 

(Bakker, Tims & Derks 2012; Kooij, Tims & Akkermans 2016). For these reasons, 

participants with at least six months experience in their current role were sought to 

help capture the potential presence of job crafting strategies, that may take time to 

implement in new work roles. A survey screening question, asking how long the 

participants have worked part-time for their current employer, was included in the 

questionnaire. This same screening question was also applied to full-time participants. 

Consideration was given to only including permanent part-time contracted 

employees. One of the desirable outcomes of job crafting is the positive impact it can 

have on employee engagement, which includes a level of commitment to an 
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oorganisation or role (Brenninkmeijer & Hekkert-Koning 2015). Thus, casual 

employment might reduce organisational commitment (George & Chattopadhyay 

2015), which may impact employees’ motivation to job craft. However, as many part-

time workers are on casual contracts, noting that half of female part-time employees 

in Australia have been estimated to be casual employees (Baird, Charlesworth & 

Heron 2010), it was felt excluding casual part-time workers would reduce the sampling 

frame too much. Hence, to capture those who may be in an environment conducive to 

job crafting, a screening question was included which asked participants whether they 

worked similar numbers of hours each week, to reflect the possible work arrangements 

of permanent contracted part-time employees. 

Study Two, which is discussed in Chapter Five, involves the examination of a 

different, additional sample of part-time employees. To differentiate between the two 

samples, part-time respondents in Study One are referred to as ‘Mature Part-time’ as 

their mean age, tenure and aspects of their profiles reflected an older, more 

experienced cohort than the student respondents in Study Two. 

4.3.2. Sample and Data Analysis Strategy 

Partial Least Squares (PLS) structural equation modelling (SEM) has been described 

as an emerging form of SEM, using an alternative approach to traditional covariance-

based SEM (Hair et al. 2014). One reason for choosing PLS over other SEM 

approaches relates to sample size, because PLS is better for studies employing smaller 

sample sizes. Minimal sample sizes for use in PLS-SEM are based on estimates related 

to factors such as the number of paths in the model, the expected size of the estimated 

path coefficients, the desired power of the analysis and the significance level that is 

used to examine model parameters (Hair et al. 2014; Kock 2017). Following Kock’s 

(2018) suggestions, it seemed a minimum sample of 150 was needed in this case. As 

data were to be collected from part-time and full-time employees, a sample of around 

300 was considered adequate, with equal representation of part-time and full-time 

employees. More detail on the use of the PLS-SEM approach is included in Section 

4.5.5. 

The response rate for online panels can be low (6% – 15%) and drop-out rates 

can also be high, due the anonymity of such panels (Callegaro 2014). However, as a 
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commercial online panel provider was appointed to collect the data, the risk of a low 

response rate was factored into the contract agreement for the collection of the data. 

4.3.3. Survey Design 

The online survey was developed using Qualtrics software (Qualtrics 2005). The 

software was used under the University of Western Australia’s licence. A copy of the 

questionnaire is provided in Appendix A. In its design, attention was paid to a number 

of issues. First, it has been recommended that undertaking some initial fieldwork (e.g. 

informally speaking with potential participants, or observing the context) is useful 

during the survey development stage (May 2010). Such fieldwork was conducted 

using a small convenience sample of part-time employees. 

The language used in the questionnaire was then considered. The aim was to 

ensure the questionnaire’s pre-amble, and the questions themselves, were simple and 

clear. Questions were as brief as possible, unambiguous, direct, and leading language 

was avoided (Johnson, Bristow & Schneider 2011; Krosnick & Presser 2009; May 

2010). While negatively worded questions are often used to encourage considered 

answers and reduce possible boredom, they can confuse respondents into responding 

inaccurately (Johnson, Bristow & Schneider 2011). There were a limited number of 

negatively worded items in the IRB and WLB scales. These were reverse coded during 

analysis. 

Attention was paid to the order of the questions. A number of issues were 

considered in determining the most effective order, including the importance of setting 

the scene by opening questions being closely related to the topic, considering the 

possible impact of some earlier questions on later questions, respondent fatigue and 

the need to group some related questions together to provide logical sense (Bethlehem 

2009; Krosnick & Presser 2009). Strategies adopted to address these issues included 

strategic ordering of some questions and randomisation of the order in others 

(Bethlehem 2009; Krosnick & Presser 2009). 

Screening questions were included at the start, so those screened out could not 

progress to answer the survey. Selected questions were then randomised to combat 

potential question interactions and respondent fatigue. The remaining demographic 

questions, not necessary for screening, were included at the end. There were several 



76 

reasons for this, including capitalising on the likelihood that respondents were still 

fresh at the start and could, therefore, focus on the content of the topic related 

questions, and also ensuring participants could recall any important contextual 

information (Krosnick & Presser 2009).  

Included at the end of the survey, for the part-time participants only, were two 

open-ended questions about the main challenges and benefits associated with their day 

to day part-time work. The analysis of the participants’ responses to these questions 

will be conducted in Study Two, to allow a comparison between different types of 

part-time work to address Research Question Three. An open field was created in 

Qualtrics to allow participants to type in their response to these two questions. No time 

limit was placed on survey completion. 

The questionnaire was piloted several times to refine the design, ensure questions 

were clear, unambiguous, and interpreted as intended, and the data could be collected 

efficiently and accurately (May 2010; Saunders, Lewis & Thornhill 2012). 

Convenience sampling was used for the pilot testing, as the aim was to work on 

internal and construct validity, and the data collected was not being used in the 

subsequent analysis. In the pilot testing stage, a link to the survey was distributed 

through an email link to the Qualtrics website. These respondents, who were all part-

time service industry workers, were provided with some background to the study and 

asked for feedback on issues such as spelling or grammatical errors, sensibility of the 

questions, whether the survey displayed well on their laptop, tablet or smart phone, 

and any other useful feedback. This feedback was incorporated into the final design. 

4.3.4. Measures 

The PTWD Model included a number of independent, mediator and dependent 

constructs. Descriptions of the scales used to measure these constructs are included in 

this section, with a full listing of all scale items included as Appendix B. Existing 

scales were used to measure all of the constructs, which contributed to the reliability 

of the data, as they had known prior Cronbach’s alpha reliability scores. An attempt 

was made to group similar scale structures together to help respondents. However, as 

indicated previously, the randomisation of questions may have disrupted this ordering 

attempt. Previous research has suggested a 7-point scale is generally a good choice 
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(Krosnick & Presser 2009). Consequently, existing scales were adapted to reflect this 

and to make the survey questions more consistent, with most ranging from strongly 

disagree to strongly agree. Sentence stems were marginally modified to assist with 

comprehension. Some variation in the number of points in the different scales was 

required, as the existing scales had been developed in a range of contexts. An overview 

of each construct and scale is included below. 

Proactive personality has been found to be positively related to job crafting 

(Bakker, Tims & Derks 2012) and is a key element of the model. This may reflect the 

likelihood that a proactive person may make more intentional changes to their 

environment, create opportunities to become more effective at work and benefit from 

the impact of their proactive behaviour upon many aspects of their work (Bakker, Tims 

& Derks 2012; Bateman & Crant 1993). The 6-item short form of the Proactive 

Personality Scale was used to measure proactivity using a 7-point Likert-style scale (1 

= strongly disagree, 7 = strongly agree) (Bateman & Crant 1993; Parker 1998). The 

scale has a Cronbach alpha of .85 in prior research (Parker 1998), and an example item 

is “I am constantly on the lookout for new ways to improve my life”. 

Autonomy, or having choice or discretion over work decisions (Dierdorff & 

Jensen 2017), has been shown to be related to work motivation and has been included 

in job crafting research (Dierdorff & Jensen 2017; Slemp, Kern & Vella-Brodrick 

2015), as well as being seen as an important work design feature of part-time work 

(Smith & McDonald 2016). Nine items from the Job Design Questionnaire (JDQ) 

were used to measure autonomy (Morgeson & Humphrey 2006). While the original 

JDQ has a 5-point scale, a 7-point scale was used here to provide consistent rating 

scales (1 = strongly disagree, 7 = strongly agree). Coefficient alphas of .85, .85 and 

.88 were reported for the three underlying sub-scales in prior research (Morgeson & 

Humphrey 2006), and an example item is “This job allows me to make my own 

decisions about how to schedule my work.” 

Task interdependence is a feature of work design relevant to part-time work, due 

to an increasing focus on teams (Banks et al. 2014) and because it influences the 

experiences of part-time employees (Smith & McDonald 2016). Six items from the 

Job Design Questionnaire (JDQ) were used to measure task interdependence 

(Morgeson & Humphrey 2006). While the original JDQ has a 5-point scale, a 7-point 
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scale was used here to provide consistent rating scales (1 = strongly disagree, 7 = 

strongly agree). Coefficient alphas of .80 and .84 were reported for the two underlying 

sub-scales in prior research (Morgeson & Humphrey 2006), and an example item is 

“This job requires me to accomplish my job before others complete their jobs.” 

Working hours was included to determine respondents’ part-time status and the 

amount of part-time work undertaken each week. Rosendaal (2003) used hours worked 

in a week to assess this aspect and this approach was used here. Respondents were 

asked how many hours they work each week (excluding voluntary or involuntary 

overtime they may sometimes do in addition to their normal hours). Respondents were 

initially provided with a definition of a part-time job (i.e. you work less than 35 hours 

per week) and then asked to indicate if they worked part-time or full-time. This 

categorical variable was used to easily separate the sample into part-time and full-time 

employees. Later in the survey, respondents were asked to identify how many hours 

they work each week (excluding voluntary or involuntary overtime they may 

sometimes do in addition to their normal hours).  

Job crafting is a potentially useful work design strategy in a part-time context.  

The fifteen item JCQ (Slemp & Vella-Brodrick 2013), which includes three sub-scales 

that measure the underlying elements of task, relational and cognitive crafting, was 

used to measure job crafting (Wrzesniewski & Dutton 2001). While the original JCQ 

has a 6-point scale, a 7-point scale was used here to provide consistent rating scales (1 

= hardly ever, 7 = very often). Cronbach alpha for total job crafting was .91 (Slemp & 

Vella-Brodrick 2013), and an example item is “Introduce new approaches to improve 

your work.”   

Inclusion is an important variable within the model, as it has been suggested as 

an explanation for differences in work outcomes between part and full-time 

employees, with some suggesting the number of part-time hours worked by an 

employee may impact on job involvement, which may relate to work engagement  

(Martin & Hafer 1995; Thorsteinson 2003). The fourteen item Inclusion-Exclusion 

scale was used to measure inclusion (Mor-Barak & Cherin 1998). While the original 

has a 6-point scale, a 7-point scale was used here to provide consistent rating scales (1 

= strongly disagree, 7 = strongly agree). The scale has a Cronbach alpha of .84 in prior 
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research (Mor-Barak & Cherin 1998), and an example item is “I feel part of informal 

discussions in my work group.”  

The job crafting and inclusion scales included sub-scales. However, the theory 

underpinning the PTWD Model supported combining the sub-scales into one 

overarching construct, noting that constructs can be conceptualised at various levels 

of abstraction (Clark & Watson 1995; Hair et al. 2014). The PTWD Model was 

exploring the potential overall impact of inclusion and job crafting on the experience 

of part-time work. A more detailed breakdown of these constructs was not needed in 

this case, rather, further examination of sub-scales, after item reduction (discussed 

later in this chapter) is one of the recommendations for further research outlined in 

Chapter Six. 

Work engagement is the primary dependent variable in the suggested PTWD 

Model, as the model seeks to identify the factors that influence part-time employees’ 

engagement with their work. The nine item Work Engagement scale was used to 

measure work engagement using a 7-point Likert-style scale (1 = never, 7 = always, 

every day) (Schaufeli, Bakker & Salanova 2006). The scale has a Cronbach alpha of 

between .80 and .90 in prior research (Schaufeli, Bakker & Salanova 2006), and an 

example item is “At my work, I feel I am bursting with energy”. 

Performance was discussed in Chapter Three as having three elements, IRB, 

OCBO and OCBI. For the PTWD Model, IRB and OCBO were used to determine the 

extent to which perceived work engagement impacts on self-reported performance as 

they reflected the breadth of the task, relational and cognitive crafting measures. For 

example, instances of task crafting may be associated with IRB and instances of 

relational or cognitive crafting may be associated with OCBO. The seven item IRB 

scale was used to measure performance in a work role and the six item OCBO scale 

was used to measure the extent to which employees reported performing 

organisational citizenship behaviours (Williams & Anderson 1991). While the original 

has a 5-point scale, a 7-point scale was used here to provide consistent rating scales (1 

= totally disagree, 7 = totally agree). Cronbach alphas were .91 for IRB and .75 for 

OCBO in prior research (Williams & Anderson 1991), and an example scale item is 

“I adequately complete my assigned duties.”  
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One aim of this research was to explore differences in perceptions between part 

and full-time employees. An additional scale was included to determine how part-time 

employees compared their performance with their full-time equivalents. A three-item 

job performance scale, which asked participants to assess their own performance when 

compared to others was used (Kooij, Tims & Akkermans 2016). Cronbach alphas were 

.87 and .91 in prior research and an example item is “Compared with your full-time 

colleagues with a similar job position, how would you rate your current quality of 

performance?”  

Control variables, including WLB, demographic characteristics and work 

context factors were included. The collection of such data is useful for control 

purposes, and because it allows some descriptive statistical tests and validity checks 

to be conducted (May 2010). Some of these variables were collected at the start of the 

questionnaire as part of the screening process, for example the industry in which the 

respondent worked and whether the respondent had been in their role for more than 

six months. Other questions were included within, or at the end of the questionnaire, 

and included WLB, age, gender, highest educational level, position title, whether the 

part-time work was voluntary or involuntary, and the main reason for working part-

time.  

WLB was measured using the five-item work-family conflict scale (Netemeyer, 

Boles & McMurrian 1996) using a 7-point Likert-style scale (1 = completely true, 7 = 

completely untrue). The scale has a Cronbach alpha of .88 in prior research 

(Netemeyer, Boles & McMurrian 1996), and an example item is “The demands of my 

work interfere with my home family life.”  

4.3.5. Reliability  

Reliability is an important issue, as it ensures consistent findings are possible (May 

2010; Saunders, Lewis & Thornhill 2012). Threats to reliability include the likelihood 

of a respondent making errors (e.g. testing at inconsistent times, participant bias), and 

the potential for researcher bias and error, such as a lack of interviewer preparation or 

allowing personal viewpoints to influence responses (Saunders, Lewis & Thornhill 

2012). Pilot testing the questionnaire, using existing measurement scales, and a 
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commercial online panel for data collection, were all aimed at reducing the potential 

for data reliability concerns. 

The use of self-report measures has been suggested to be a potential threat to 

reliability, as participants may, for example, respond in socially desirable ways, which 

could impact on results. However, where the constructs being measured relate to 

people’s perceptions, it has been suggested concerns about self-reporting are 

overstated, as it is difficult for others to make an external assessment on an individual’s 

perceptions (Downey et al. 2015).  

4.3.6. Data Collection  

A commercial online panel provider was seen as the most effective way to collect data 

from a broad cross section of part-time and full-time service sector employees. There 

were a number of reasons for using a commercial panel, including their ability to reach 

part-time employees from a number of service industries, accessibility to people who 

were willing to complete an online questionnaire, and evidence to suggest data 

collected through online panels is comparable with data collected through traditional 

methods (Callegaro 2014). 

General population online panels include a cross section of people, but can also 

include members with specialised characteristics who are potentially hard to access in 

normal situations and who are more likely to provide results that can be generalised 

and, therefore, have some external validity (Callegaro 2014; Kees et al. 2017). An 

online panel is therefore an effective way of sourcing a sample of people with a 

particular characteristic. Thus, an online panel was seen as providing a way to access 

part-time employees from a cross section of service industries. 

The people who register for online panels have volunteered to respond to surveys 

and, therefore, provide a pool of potential respondents who are willing and open to 

participate in research projects (Goritz 2007; Smith et al. 2016). Online panel members 

are generally provided with a small incentive to participate and this may improve 

completion rates, although the research is mixed as to the effectiveness of different 

types of incentives (Callegaro 2014; Smith et al. 2016). Studies have been undertaken 

to assess the quality of data collected through online panels. There have been some 

concerns raised in relation to the representativeness of respondents, as they can be 
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skewed towards heavy internet users and this may impact on the quality of the data 

(Callegaro 2014; Smith et al. 2016).  

The anonymity of the data collection process and the use of incentives have also 

been raised as potential influences on data quality, with arguments for and against their 

impact (Callegaro 2014). There have also been concerns about attrition rates among 

online panel members. However, this is of more concern for longitudinal studies rather 

that cross-sectional studies like this one (Callegaro 2014).  For this research, the ability 

to access part-time employees from across a wide range of industries, was weighed up 

against potential data quality concerns and, given there is evidence that data quality is 

comparable, it was decided to use an online panel.       

4.4. Data Analysis and Screening 

The analysis of the data involved a number of stages. Responses were downloaded 

from the Qualtrics website into the Statistical Package for the Social Sciences (SPSS) 

software program (IBM 2019). The data were initially examined to ensure correct 

variable names were allocated, to identify if any variables needed to be reverse coded, 

to identify missing data, poor-quality responses and outliers, and to examine the 

distribution of the responses (George 2016; Hair 2014; Smith et al. 2016).   

There was very little missing data, as the online questionnaire required completed 

answers to continue to progress. However, there were some instances where 

respondents answered the question as to their hours worked by providing a range (e.g. 

eight to ten hours a week). In these cases, the average number of hours was used, as 

the average hours worked per week. There were a few instances where a respondent 

indicated that they worked full-time but worked less than the 35 hours used to define 

full-time status. In these cases, respondents were included as part-time workers. 

Poor-quality responses can be detected using several approaches. For example, 

very fast response times (implying respondents had rushed and not carefully 

considered the questions) and straight-lining, which is defined as providing the same 

response question after question (e.g. consistently selecting the ‘Strongly Agree’ 

option) (Smith et al. 2016). Fifteen poor-quality responses were detected using these 

criteria and replacement respondents were obtained from the online panel provider.  
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Most of the data were collected using Likert-style scales. There is some debate 

on whether outliers are useful in this context, as there are outer boundaries for 

responses and there is not necessarily an equal gap between points on the scale 

(Sullivan & Artino 2013). However, this issue was still considered. Box-plots were 

examined (Hair 2014), but no outliers were found in this process. Z-scores were 

calculated for the responses to all items. Less than 1% of the responses from both 

samples had a Z-score outside the range of -3.0 and +3.0. The Z-scores did not suggest 

that any responses should be removed. Finally, scatter plots of the relationships 

between the constructs were examined to see if there were any potential outliers that 

might influence the estimated relationships (Kock 2012). The scatter plots suggested 

there were no outliers and that, therefore, all of the observations should be retained. 

4.5. Results 

4.5.1. Sample Characteristics 

The data collected came from 308 part and full-time employees from a cross section 

of service industry sectors in Australia. Some relevant characteristics of the two 

samples are provided in Table 4-1. Within the sample, 52% of respondents were part-

time employees (n = 160) and 48% were full-time employees (n = 148).   

The mean number of weekly work hours in the part-time sample was 19.70 hours 

(SD = 8.35), compared with a mean of 39.24 hours in the full-time sample (SD = 4.42). 

Within the part-time sample, 73% of respondents indicated they were working part-

time voluntarily, compared with 18% working part-time involuntarily. Some 

respondents (9%) did not answer this question, which may reflect respondents who 

indicated they worked part-time, however reported working more than 35 hours per 

week (and were classified as full-time in the analysis).  

The mean age of the part-time employees was 49.05 years (SD = 14.36) compared 

with 38.28 years (SD = 13.57) for the full-time employees. The mean tenure for the 

part-time employees in their current role was around 8.88 years (SD = 8.66) compared 

to around 6.64 years (SD = 7.47) for the full-time employees. The combined effect of 

the part-time employees’ mean age and tenure suggests they are mature, experienced 

part-time employees.  
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Table 4-1. Characteristics of the Two Samples 

 Mature Part-time  

(n=160) 

% 

Full-time  

(n=148) 

% 

Gender    

 Male  27 70 

 Female 73 30 

Education Level    

 High school or less  26 14 

 Trade certificate/diploma  34 27 

 Bachelor degree  32 45 

 Postgraduate qualification 8 14 

Main reason for Part-time    

 WLB 24  

 Dual-income 4  

 Caring for children 14  

 Carer for partner or other  4  

 Studying 8  

 More than one part-time role 4  

 Transitioning to retirement 19  

 Involuntary part-time 8  

 Financial Reasons 4  

 Sole breadwinner 1  

 Other 8  

Involuntary Part-time    

 Voluntary 73  

 Involuntary 18  

 Not answered 9  

Type of contract (%)   

 Casual Part-time 32  

 Short term part-time 4  

 Ongoing Part-time 59  

 Full-time fixed term  26 

 Full-time ongoing  67 

 Other 6 7 

 

Figure 4-1 displays the distribution of the part and full-time respondents across 

the range of service industries that were the focus of the research, compared with that 

of the general Australian population (Vandenbroek 2018).  
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Figure 4-1. Industry Representation of the Mature Part-time and Full-time Samples 

 

4.5.2. Descriptive Statistics for the Constructs’ Items 

The online questionnaire initially included 81 items, all measured using 7-point Likert-

style scales. Of these, 8 items associated with two scales (WLB and the three-item 

comparative performance measure) were not used in the suggested model, and this is 

discussed later in this chapter. The remaining 73 items were used to measure the 9 

constructs associated with the model. Descriptive statistics for all of the items and 

constructs are included in Appendix B. The means for all items were within the range 

of 3.61 – 6.27 for the Mature Part-time sample (SD = .90 – 1.88) and within the range 

of 3.16 – 6.13 for the Full-time sample (SD = .98 – 1.97).  The means of the constructs 

were within the range of 4.32 – 6.10 for the Mature Part-time sample (SD = 1.04 – 

1.38) and within the range of 4.93 – 5.81 for the Full-time sample (SD = 1.02 – 1.78). 
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The range of means and standard deviations suggest that there was sufficient variation 

in the responses to continue useful analysis. 

The construct means suggested that, in general, respondents perceived that they 

exhibited positive behaviours related to the constructs being measured. For example, 

the mean Mature Part-time employee self-rating of in-role performance was 6.10 (SD 

= 1.10). The mean Full-time employee self-rating of autonomy in their role was 5.28 

(SD = 1.11). An important element of this research is to compare these means between 

both samples, and this is done in a subsequent section. 

4.5.3. Assessing the Constructs’ Measurement Properties 

The measurement properties of the constructs were first examined. Analysis 

undertaken using the PLS software revealed a number of items with loadings less than 

.6 (Kock 2017) and these were removed to ensure the resulting model fit indices were 

within the recommended thresholds for the measurement model (Hair et al. 2014; 

Osakwe 2019). Analysis demonstrated that the removal of the items appeared not to 

compromise the content validity of the constructs. The method of analysis involved 

correlating the scale mean before, and after, the item removal trimming (Thomas, 

Soutar & Ryan 2001). A desired correlation of >.8 suggests that the content validity 

of the revised scale does not markedly differ to that of the original scale. The 

correlations between the original and revised scales for Study One ranged from .89 – 

.99.  

Composite reliability and Cronbach’s alpha coefficient outputs from the PLS 

software were examined to ascertain the internal consistency of the measures (Kock 

2017). Table 4-2 includes descriptive statistics associated with the model constructs 

and Appendix B identifies the final items retained in the model testing. The alpha 

coefficients for the constructs, which were measured using multiple items, ranged 

from .84 – .95 for the Mature Part-time sample and .78 – .95 for the Full-time sample. 

The composite reliability coefficients ranged from .90 – .96 for the Mature Part-time 

sample and .87 – .95 for the Full-time sample. All of these values were higher than the 

recommended value of .7 (Kock 2017) which confirms the constructs were reliable. 

Convergent and discriminant validity were both tested through the analysis of the 

average variance extracted (AVE) scores. The AVE scores ranged from .69 to .78 for 
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the Mature Part-time sample and .69 – .73 for the Full-time sample. These were all 

higher than the recommended value of .5 (Fornell & Larcker 1981) which confirms 

the constructs had convergent validity.  

Finally, the discriminant validity of the constructs was assessed. This can be 

determined by ensuring the correlation between two constructs is less than the square 

root of those constructs minimum AVE score (Fornell & Larcker 1981; Kock 2017). 

Table 4-3 includes the correlations and square roots of AVEs based on the reduced 

items for both samples. Each pair of constructs met the requirements for discriminant 

validity so it was possible to progress to model testing. The IRB and OCBO 

performance measures were tested for lateral collinearity. The full collinearity 

variance inflation factor (VIF) values were well below the recommended threshold of 

3.3 (1.89 and 1.73, respectively) (Kock & Lynn 2012).   

It is worth noting that of the seven of the original fifteen JCQ items remaining, 

two were from the task crafting sub-scale and five were from the cognitive crafting 

sub-scale. None of the items from the relational crafting sub-scale remained. The 

PTWD Model fit resulted in the relational crafting sub-scale items being omitted from 

the total job crafting measure, due to its lack of convergent validity, compared to 

Slemp & Vella-Brodrick (2013) who report a Cronbach alpha of .83 for this sub-scale 

in their original study involving primarily full-time employees. This could provide an 

avenue for future research and is discussed further in Chapter Six. 

One scale was excluded from the PTWD Model and others were used as controls. 

The mean of the three-item Kooij, Tims & Akkermans (2016) performance scale was 

significantly correlated with the IRB and OCB scale means (r = .60, p < .001, and r = 

.40, p < .001 respectively). Since the IRB and OCB scales had sound psychometric 

properties, and were applicable to both part-time and full-time job performance, a 

decision was made to exclude the 3-item scale from the subsequent model testing 

based on the principle of parsimony. Relationships also existed between some relevant 

demographic variables and constructs (e.g. age, gender, WLB, and voluntary or 

involuntary part-time status).
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Table 4-2. Descriptive Statistics for the Model’s Constructs 

 
Mature Part-time  Full-time 

Model Constructs  # Items 

retained 

(Items in 

original 

scale) 

M SD CA CR AVE  M SD CA CR AVE 

Proactive Personality 
 

4 (6) 

 

4.58 

 

1.11 

 

.85 

 

.90 

 

.69 

  

4.79 

 

1.25 

 

.88 

 

.92 

 

.73 

Autonomy  8 (9) 5.03 1.27 .95 .96 .75  5.31 1.11 .94 .95 .69 

Task Interdependence 3 (6) 4.47 1.49 .84 .90 .75  5.03 1.28 .79 .88 .71 

Working hours  1 (1) 19.70 8.35 - - -  39.24 4.42 - - - 

Job Crafting  7 (15) 4.41 1.42 .93 .94 .70  4.69 1.20 .92 .93 .67 

Inclusion  8 (14) 4.79 1.15 .91 .92 .61  5.22 1.08 .91 .93 .62 

Work Engagement  9 (9) 4.87 1.38 .95 .96 .71  5.02 1.22 .95 .95 .70 

Performance - IRB 5 (7) 6.16 .90 .92 .95 .78  5.99 .93 .89 .92 .70 

Performance - OCBO 3 (6) 5.76 1.07 .86 .91 .78  5.70 .92 .78 .87 .70 

Notes. # = number of retained items in their relevant construct; M = mean; SD = standard deviation; CA = Cronbach Alpha CR = 

composite reliability; AVE = average variance extracted 
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Table 4-3.  Inter-construct Correlation Matrix and Discriminant Validity for the Mature Part-time Sample 

  1 2 3 4 5 6 7 8 9 10 

1 Age 1.00          

2 Proactive Personality  -.05   .83         

3 Autonomy   .19*   .27***   .86        

4 Task Interdependence  -.07   .04  -.03      .87       

5 Hours Worked  -.11   .06   .01      .03  1.00      

6 Job Crafting  -.00   .50***   .31***      .04    .10   .84     

7 Inclusion  -.07   .41***   .50***      .08    .22**   .46***   .78    

8 Work Engagement   .21*   .36***   .36***      .04    .05   .57***   .43***   .84   

9 Performance - IRB   .17*   .11   .26***      .16    .08   .10   .37***   .42***   .88  

10 Performance - OCBO   .27***   .19*    23**      .02   -.10   .12   .29***   .36***   .59*** .88 

Notes. IRB = in-role behaviour; OCBO = organisational citizenship behaviours (organisation); square roots of average variances 

extracted (AVEs) are shown on diagonal; * = p < .05; ** = p < .01; ***p < .001 
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Table 4-4. Inter-construct Correlation Matrix and Discriminant Validity for the Full-time Sample 

  1 2 3 4 5 6 7 8 9 10 

1 Age  1.00          

2 Proactive Personality  -.27***   .85         

3 Autonomy   .04   .30***   .83        

4 Task Interdependence  -.36   .24**   .26**   .84       

5 Hours Worked   .04   .07   .15   .11 1.00      

6 Job Crafting  -.17*   .72***   .42***   .30***   .15   .82     

7 Inclusion  -.19*   .49***   .62***   .37***   .17*   .55***   .76    

8 Work Engagement   .04   .50***   .47***   .02   .08   .61***   .53***   .84   

9 Performance - IRB  -.00   .24**   .33***   .14   .11   .24**   .35***   .41***   .84  

10 Performance - OCBO   .06*   .26**   .44***   .17*   .18*   .32***   .40***   .35***   .55*** .83 

Notes. IRB = in-role behaviour; OCBO = organisational citizenship behaviours (organisation); square roots of average variances 

extracted (AVEs) are shown on diagonal; * = p < .05; ** = p < .01; ***p < .001 
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To test whether these variables impacted on the PTWD Model results, 

relationships with the dependent constructs were added to the model during testing 

(Kock 2011). This testing confirmed that the relationships in the PTWD Model were 

maintained when the effects of these variables were controlled. Therefore, the decision 

to continue with the model testing without the inclusion of age, gender, WLB, and 

voluntary or involuntary part-time status, was warranted. 

4.5.4. Results of Means Comparisons for Part-time and Full-time Employees 

The two samples were initially compared by examining their means for the various 

constructs.  As there were two groups, a series of independent t-tests were used to do 

this, and the results obtained can be seen in Table 4-5. Significant differences were 

found between the mean values for several of the constructs. There was a significant 

difference in perceptions of autonomy for the Mature Part-time employees (M = 5.03, 

SD = 1.27) and the Full-time employees (M = 5.31, SD = 1.11); t (306) = -2.09, p = 

.038; in perceptions of interdependence for the Mature Part-time employees (M = 4.47, 

SD = 1.49) and the full-time employees (M = 5.03, SD = 1.28); t (306) = -3.56, p < 

.001; and in perceptions of inclusion for the part-time employees (M = 4.79, SD = 

1.15) and the full-time employees (M = 5.22, SD = 1.08); t (306) = -3.34, p < .001. A 

one-way MANOVA was also performed to reduce the likelihood of a Type 1 error. 

All t-test results were supported by this additional testing. 

4.5.5. Testing the Suggested PTWD Model 

The suggested PTWD model was tested using a PLS analytical approach to see 

whether the model’s hypotheses were supported by the data. A PLS approach was used 

for several reasons, related to both the characteristics of the data and to the goals of 

the research. The data for most of the items were skewed, and the non-normal data can 

be better accommodated by the PLS approach (Kock 2017). The relatively small 

sample sizes in this research is also better accommodated by a PLS approach, in 

comparison with covariance-based SEM approaches (Chin 2003; Hair et al. 2014). 

Finally, WarpPLS is able to accommodate single item constructs, which was the case 

with the number of part-time working hours construct in the PTWD Model (Kock 

2017). The other main reason for using a PLS approach over covariance modelling is 
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that it is able to accommodate more complex models, including tests of mediation 

(Chin 2003). 

Table 4-5. Independent Group T-Tests Between Model Variables and Work Status 

           Mature Part-time     Full-time  

 M SD M SD t-statistic 

Proactive Personality 4.58 1.11 4.79 1.25     -1.54 

Autonomy 5.03 1.27 5.31 1.11     -2.09* 

Task Interdependence 4.47 1.49 5.03 1.28     -3.56*** 

Working Hours 19.70 8.35 39.24 4.42   -25.93*** 

Job Crafting 4.41 1.42 4.70 1.20     -1.85 

Inclusion 4.79 1.15 5.22 1.08     -3.35** 

Work Engagement 4.87 1.38 5.02 1.22     -1.02 

Performance - IRB 6.16 .90 5.99 .93      1.61 

Performance - OCBO 5.76 1.07 5.70 .92        .58 

Notes. N = 308; M = mean; SD = standard deviation; * = p < .05; ** = p < .01; 

***p < .001 

 

As noted earlier, the WarpPLS program (Kock 2017) was used to estimate the 

model. A robust path analysis was used to estimate the outer model analysis 

algorithms, as there was a single item indicator (working hours) within the model 

(Kock 2014; 2017). While WarpPLS allows non-linear relationships to be estimated, 

when such relationships were allowed, the model’s relationships were found to be 

almost linear.  Consequently, the linear option was used in this case. WarpPLS uses a 

resampling approach to estimate standard errors. While a number of such options are 

provided, the Stable3 approach is recommended due to the accuracy and stability of 

its outcomes (Kock 2017). Consequently, this approach was used here. 

The suggested PTWD model was estimated for each sample. The model fit results 

obtained can be seen in Table 4-6. Average path coefficient (APC) and average R-

squared (ARS) relate to the combined effect of multiple latent variables in a model, 

and these values “will only increase together if the latent variables that are added to 

the model enhance the overall predictive and explanatory quality of the model” (Kock 

2017, p. 62). It is recommended that p values be ≤ .05, and p values of < .001 were 

evident in both the Mature Full-time and Part-time models. 
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Average block variance inflation factor (AVIF) and average full collinearity VIF 

(AFVIF) values relate to vertical and full collinearity (or multicollinearity) 

respectively, and are provided as fit indices by the PLS software (Kock 2017). It is 

recommended that both VIF and AFVIF be ≤ 3.3 in models “where most of the 

variables are measured through two or more indicators” and ≤ 5 “where most variables 

are single-indicator variables” (Kock 2017, p. 62). In both models these values were 

acceptable. 

Tenenhaus Goodness-of-fit (GoF) measures a model’s explanatory power (Kock 

2017). Recommended thresholds for the GoF are included in Table 4.6 and the values 

for Mature Part-time and Full-time models were .46 and .51 respectively, which 

suggests the model met the requirements of this measure. Simpson’s paradox reflects 

a situation in a model where a path coefficient and a correlation have different signs 

(Kock 2017). The Simpson’s paradox index indicates whether a model is free of this 

situation. A value >.7 is recommended, and both models had a value of 1.0 for this 

index. 

It is suggested that “SRMR and SMAR values lower than .1 indicate acceptable 

fit” (Kock 2017, p. 26) for a model, and both models met this condition. Fit indices 

relevant to covariance-based SEM, for example an acceptable SRMR <.8 (Hu & 

Bentler 1999) do not apply to the PLS analytical approach.  

Common method bias, or variance, can arise from measurement methods, 

particularly when using single source, cross-sectional research designs (Kock 2015; 

Podsakoff 2003). In PLS approaches, AFVIF is suggested as a way of examining this 

issue (Kock 2015). Indeed Kock (2015) suggests an AFVIF of ≤ 3.3 indicates a model 

free of common method bias. In the PTWD Model, these values ranged from 1.045 – 

1.955 for each construct, in the Mature Part-time model; and 1.059 – 2.910 in the Full-

time model, all below the 3.3 threshold. 

Figure 4-2 and Figure 4-3 show the estimated path coefficients and p values for 

each sample. In the Mature Part-time model, most hypotheses were supported, except 

for H3 (related to task interdependence) and H4a (related to working hours). H3 

suggested increased task interdependence would be positively related to part-time 

employees’ perceptions of inclusion.  
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Table 4-6. Model Fit Indices for the Suggested Model (Both Samples) 

 Mature 

Part-time 

Full-

time 

Index Interpretation Value Value 

Average path coefficient (APC) p < .001 .27 29 

Average R-squared (ARS) p < .001 .28 .36 

Average block VIF (AVIF) Acceptable if ≤ 3.3 1.16 1.40 

Average full collinearity VIF 

(AFVIF) Acceptable if ≤ 3.3 

1.59 1.88 

Tenenhaus Goodness-of-fit Small ≥ .1, medium        

≥ .25, large ≥ .36 

.46 .51 

Simpson’s Paradox Ratio Acceptable if ≥ .7, 

Ideally = 1.0 

1.00 1.00 

SRMR Acceptable if ≤ .10 .09 .09 

SMAR Acceptable if ≤ .10 .07 .07 

Notes. SRMR = standardized root mean squared residual; SMAR = standardized 

mean absolute residual 

 

After estimating the model for each sample, the groups were combined and a 

multi-group analysis was undertaken to see whether there were any differences in the 

PTWD Model’s paths across the Mature Part-time and Full-time samples. This 

analysis can be undertaken within the WarpPLS program, which provides significance 

tests for such differences that can be computed in a variety of ways. In this case, the 

constrained latent growth approach was used as, “in most cases, multi-group analyses 

and measurement invariance assessment can be more easily and comprehensively 

conducted” in this way (Kock 2017, p. 23).  

Table 4-7 includes the results of the multi-group analysis. The p-values suggested 

there were no statistically significant differences between most of the relationships. 

The one exception was the relationship between task interdependence and inclusion. 

The interdependence of roles in the full-time sample had a positive relationship with 

inclusion. However, this was not the case in the Mature Part-time sample.  
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   Notes. * = p < .05; ** = p < .01; ***p < .00; - - - - - = hypothesis not supported 

Figure 4-2. PTWD Model and Testing Results for Mature Part-time Sample 
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             Notes. * = p < .05; ** = p < .01; ***p < .001; - - - - - = hypothesis not supported 

Figure 4-3. PTWD Model and Testing Results for the Full-time Sample 
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Table 4-7. The Multi-group Analysis 

Predicted variable Predictor variable P value 

Job Crafting Proactive Personality      .34 

 Autonomy      .18 

 Working Hours      .33 

Inclusion Proactive Personality      .48 

 Autonomy      .08 

 Task Interdependence  .00 

 Working Hours      .47 

 Job Crafting      .10 

Work Engagement Job Crafting      .30 

 Inclusion      .29 

Performance - IRB Work Engagement      .33 

Performance - OCBO Work Engagement      .44 

4.5.6. Mediation in the Model 

The PTWD Model included some relationships which could be tested for mediation, 

for example, to identify whether job crafting mediates the relationship between 

proactive personality and work engagement, or whether work engagement mediates 

the relationship between job crafting and performance. As the focus of the PTWD 

Model was to determine whether job crafting and inclusion were positively associated 

with performance outcomes, the mediation effects of these two constructs were tested.  

To test this, the variance accounted for (VAF) approach was used, which involves 

calculating the proportion of the total effect that is attributable to the significant 

indirect effect of a construct (Hair 2014). The calculated VAF scores can determine 

whether mediation is full (greater than 80% of the total effect is attributable to the 

indirect relationship), partial (where the VAF score is between 20 – 80%) or non-

existent (less than 20%). 

Table 4-8 includes the VAF calculations for the relationships within the model 

with significant indirect effects (related to proactive personality and autonomy). These 

results suggest there is a full mediation effect of job crafting and inclusion on the 
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relationship between proactive personality and engagement, for Mature Part-time 

employees (VAF of 86%), and a partial mediation effect for Full-time employees 

(VAF of 72%).  For the relationship between autonomy and engagement, the results 

suggest there is partial mediation for both Mature Part-time and Full-time employees 

(VAF of 60% and 49% respectively).  

To determine whether these mediation effects are mainly attributable to job 

crafting or inclusion, an approach suggested by Koch (2018) was used to isolate the 

effects of each pathway. This testing suggested that the mediation was primarily 

associated with the job crafting. This is not surprising as job crafting has been 

previously associated with proactive personality and engagement in full-time samples, 

for example Bakker, Tims & Derks (2012), and these relationships were demonstrated 

within the suggested PTWD Model. 

 

Table 4-8. Mediation Testing 

Tested Relationships Indirect 

Effect 

Total 

Effect 

VAF 

Proactive personality > job crafting and inclusion > work engagement 

     Mature Part-time Sample .24 .28 .86 

     Full-time Sample .31 .43 .72 

Autonomy > job crafting and inclusion > work engagement 

     Mature Part-time Sample .15 .29 .52 

     Full-time Sample .19 .39 .49 

4.6. Discussion  

The aims of Study One were to identify whether there were significant differences in 

the way Mature Part-time and Full-time employees perceived the antecedents and 

outcomes in the PTWD Model, and to examine any differences in the relationships 

between the Model constructs.  

An analysis of the sample demographics indicates that the part-time sample had 

more females (74%), which was expected, as a larger proportion of females have part-



99 

 

time roles. Indeed, the HILDA data suggests only about 14% of men aged between 18 

and 64 worked in part-time roles between 2013 and 2016, compared with about 32% 

of females (Wilkins & Lass 2018). The full-time sample had more males (70%), which 

was also consistent with the HILDA data which suggests about 37% of women worked 

in full-time roles between 2013 and 2016, compared with about 67% of males (Wilkins 

& Lass 2018). 

With respect to the mean working hours reflected in the samples, the HILDA data 

found the mean part-time working hours was 19.80 hours (for part-time workers who 

sought no additional hours) and the mean full-time working hours was 45.00 hours 

(Wilkins & Lass 2018), suggesting the present samples are similar to the HILDA 

sample in this regard. The 18% proportion of involuntary part-time respondents in the 

sample is broadly consistent with HILDA data which indicates 25% of part-time 

employees wish to work full-time hours (Scutt 2017). 

The proportions of respondents from most of the service industries were similar 

to that of the general population. There were some industries that were either slightly 

more or less represented than the general population, which may reflect the sample 

characteristics. For example, healthcare and social assistance services had a higher 

representation of part-time employees (21%) in the sample, and lower representation 

of full-time employees (9%), compared with the general population (17%). This may 

reflect the higher proportion of females in the part-time sample, in an industry where 

78% of the employees are female (Workplace Gender Equality Agency 2016). 

Autonomy and task interdependence have been highlighted as playing important 

roles in the successful design of part-time roles and low levels of each have been 

associated with poor-quality work (Kauhanen & Nätti 2015; Smith & McDonald 

2016). The mean difference in these constructs suggests part-time employees may be 

more likely to experience poorer quality work than full-time employees. Poor-quality 

work may have several characteristics. A part-time employee in a low autonomy role 

may be more likely to be offered less discretion over the types and scheduling of tasks 

they must complete, have fewer opportunities, or authority, for decision making, be 

less likely to be able to design their own approaches to completing required tasks, and 
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be less likely to experience independence and freedom within their role (Parker 2014; 

Smith & McDonald 2016).  

Task interdependence is interesting in a part-time context as the impact on part-

time roles is unclear (Smith & McDonald 2016). On the one hand, increased 

interdependence can create more interpersonal connections within the workplace. This 

may occur when one employee’s task is dependent on another and may result in 

increased communication associated with the task. Such work-related relationships 

may provide more opportunity for improved social connections, which, in turn, may 

increase inclusion. However, there is an opposing view. Depending on the nature of 

the task, and the structure of the part-time working hours, the necessary completion of 

a dependent task may be hindered by the lack of availability of a part-time employee 

during their non-working hours (Broschak & Davis-Blake 2006). This has the 

potential to both slow down workflow and potentially create tension or resentment 

within the workplace.  

Inclusion was a central element of the PTWD Model as it has been highlighted 

previously as a possible contributing factor to part-time and full-time differences. The 

significant difference in perceptions of inclusion between the samples suggests it is an 

important consideration in the context of part-time work and is consistent with 

previous research associated with the TPI, which suggests the reduced hours worked 

by part-time employees can be associated with them feeling less included than their 

full-time colleagues and this can also impact on work outcomes (Al & Anıl 2016; 

Clinebell & Clinebell 2007; Eckart 2012; Katz & Kahn 1966; Marchese & Ryan 2001; 

Thorsteinson 2003; Wittmer & Martin 2011).   

The lack of support for H4a (relationship between working hours and job crafting) 

in both the Mature Part-time and Full-time samples suggests the number of hours 

worked is not related to job crafting behaviour. However, the model also demonstrates 

it is not only reduced working hours which may impact on inclusion. Inclusion also 

had relationships in the model with proactive personality and autonomy. The three 

predictors accounted for 41% of the variance (R2 = .41) in the Mature Part-time model 

and 52% of the variance (R2 = .52) in the Full-time model. In the Mature Part-time 
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model, autonomy had the strongest positive relationship with perceptions of inclusion 

(β = .39, p < .001), with working hours (β = .18, p < .01) and proactive personality (β 

= .18, p < .05) both showing similar relationship strengths.  

Job crafting was also a central part of the PTWD Model and was identified as 

having a mediating influence on the relationships of both proactive personality and 

autonomy with work engagement. It was included in the model to explore whether 

there is potential for part-time work challenges to be addressed through the use of job 

crafting strategies, given that one aim of job crafting is for individuals to improve their 

person-job fit. It is worth noting that Hypothesis 4a (related to working hours) was not 

supported in the Mature Part-time or Full-time samples, so working hours did not have 

a significant relationship with job crafting behaviours. Range restriction could be a 

possible explanation for this finding, however there was variation in the number of 

hours worked per week for the part-time sample (SD = 8.35) and to a lesser extent in 

the FT sample (SD = 4.42). This suggests working reduced hours does not impact on 

an employee’s ability to initiate job crafting behaviours.  

Similar to inclusion, there were several predictor variables within the model for 

job crafting behaviours. Two predictors accounted for 29 % of the variance (R2 = .29) 

in the Mature Part-time model and 57% of the variance (R2 = .57) in the Full-time 

model. In the Mature Part-time model, proactive personality had the strongest positive 

relationship with job crafting (β = .44, p < .001) and autonomy showed a weaker 

relationship (β = .19, p < .01). Working hours showed no significant relationship with 

job crafting behaviours, which suggests that it is the proactivity of an employee, and 

the degree of autonomy in their role, which influences job crafting behaviour, not how 

many hours an employee works.  

The multi-group analysis suggests there was little difference between the 

samples in the way the model constructs were associated with each other (except for 

the difference associated with interdependence). This may suggest that in general, both 

part-time and full-time employees should respond in similar ways to any changes in 

the constructs within the PTWD Model. This is not unexpected since it is likely all 

employees work together in environments with a combination of part and full-time 
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employees. The difference in the relationship between task interdependence and 

inclusion may be associated with the lack of support for Hypothesis 3 (positive 

relationship between task interdependence and inclusion) in the Mature Part-time 

sample, whereas it was supported in the Full-time Sample. This may reflect low levels 

of task interdependence in many part-time roles and may suggest that changes to such 

interdependence, where possible, may provide an additional avenue to improving 

perceptions of inclusion for part-time employees. 

Effect sizes are not always meaningfully interpreted in discussions of research 

results, particularly in areas related to psychology and social science research, to take 

into account difficulties which may be associated with translating the research into 

real life outcomes (Ellis 2010). For example, while a measurement scale might provide 

a measure of the perceptions of study respondents, it may not reflect the actual 

behaviour of the respondents. It also may be difficult to interpret how much a small or 

large difference in scale scores is reflected in real life behaviours. To address this 

challenge, it has been recommended that the interpretation of effect sizes be 

considered from three perspectives, “context, contribution, and Cohen” (Ellis 2010, p. 

35).  

The context of the PTWD Model is a social environment, with respondents being 

asked to report their perceptions about a range of aspects associated with their 

experiences of work. All respondents have their own personal history, which may 

influence their responses in ways that cannot always be predicted. For example, if a 

mature employee has had a number of negative experiences in previous working 

environments, this may impact on their response to a question like “My judgment is 

respected by members of my work group”, which is one of the items within the scale 

measuring inclusion. They may not necessarily differentiate between their current and 

previous working environments, so may provide a more neutral response than one 

which reflects their current situation, potentially reducing the variance in the sample 

as a result of an outside influence unknown to the researcher. Respondent fatigue when 

responding to longer surveys may also impact on variance within the sample if, e.g. a 

respondent starts to select neutral responses rather than consider the different nuances 

of each question.  
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In the context of the PTWD Model, the impact of an accumulation of small effects 

(Ellis 2010) should also be considered. As there are several predictor variables 

contributing to inclusion and job crafting, and the combined effect of a number of 

variables impacting on work engagement, the role of each of these, however relatively 

small, may make the minor difference which leads to a significant outcome. With 

human behaviour, it is not always a major change which leads to a major outcome 

(Ellis 2010).  

In terms of Cohen’s second perspective, contribution, new research results should 

be compared with existing research to identify whether it confirms previous similar 

findings or points to a new or different direction (Ellis 2010). The similarity of effect 

sizes to that seen in comparable research may suggest a confirmation in research 

direction, while a difference may point to a need for further investigation, or suggest 

a new avenue of research. In similar research, which has examined part-time work 

outcomes, effect sizes have often been small, or results inconclusive (Chadwick & 

Flinchbaugh 2016). This suggests that lower effect sizes in the context of this research, 

may still reflect a meaningful result.  

The final perspective, Cohen’s effect size, does provide some benchmarks for 

comparison, however, some scholars warn that these can be an oversimplification and 

can hinder proper analysis, such as that highlighted in the first two perspectives (Ellis 

2010). Using this criterion, correlations of .02, .15 and .35, and proportions of total 

variance of .02, .13 and .26 are considered small, medium and large respectively 

(Cohen 2013). 

The effect sizes associated with the PTWD Model have been considered with 

respect to the research context and Cohen benchmarks. While some correlations within 

the model sit within the small and medium parameters from the Cohen’s framework, 

their consistency with previous similar research, their combined and contributing 

effect alongside other predictor variables within the model, and the model fit indices 

suggest that they are providing solid support for the hypothesised model.  

With respect to the R2 values, which represent the combined effects of the 

predictor variables, a number of the values across the two samples sit within the small 
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and medium parameters. This may be related to other influencing factors which are 

not being measured. For example, while there are relatively strong correlations 

between work engagement and the two measures of performance (IRB and OCBO), 

the R2 values are .18 and .13 respectively in the Mature Part-time model. This implies 

there may be other factors contributing to performance which are not being measured 

by the model. These may not be specifically associated with part-time work, e.g. the 

contribution of other work group members, the current efficiency, productivity, 

culture and leadership within the organisation, and the general economic environment. 

In summary, the results of Study One suggest that there may be some differences 

in the perceptions of work design and behaviour related aspects of work (namely 

autonomy, task interdependence, and inclusion) between Mature Part-time and Full-

time employees. The former two aspects may reflect a lower quality of work for 

Mature Part-time employees. The latter may lend some support to previous research 

on the TPI, however, within the context of the PTWD Model, the construct of inclusion 

was also associated with proactive personality and autonomy, in addition to working 

hours, so any lack of inclusion experienced by part-time employees may have the 

potential to be addressed in ways other than increasing working hours; in particular 

the use of work design strategies. The multi-group analysis provided support for a 

view that part-time employees should be able to enjoy the same benefits associated 

with job crafting as full-time employees. 
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Chapter 5   

Mature Part-time and Student Part-time Employee Comparison 

(Study Two) 

5.1. Introduction 

The focus of Study One was to identify any differences between part-time and full-

time employees in their experience of work. The analysis of the PTWD Model (which 

included work design and behavioural aspects of work that have been identified in the 

part-time literature as potentially differentiating characteristics of part-time and full-

time work) identified that part-time employees experienced lower levels of autonomy, 

task interdependence and inclusion. Lower levels of autonomy and task 

interdependence are consistent with the view that part-time work is often of poor 

quality. The part-time employees also perceived lower levels of workplace inclusion. 

The model testing and analysis suggested that there are relationships between these 

work characteristics, and that there was a difference in the relationship between task 

interdependence and inclusion between the two samples.  

Autonomy, task interdependence and inclusion are all characteristic of work that 

can potentially be influenced through the use of work design strategies or changes in 

behaviour. The relationships demonstrated in the PTWD Model suggest that strategies 

like trying to identify opportunities for increasing autonomy in part-time roles, or 

adjusting levels of task interdependence, have the potential to improve part-time work 

quality and help address any part-time work challenges. 
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While Study One addressed differences between part and full-time employees, 

Research Question Three focuses on another aspect of part-time employment, and this 

is the focus of Study Two. A number of authors have noted not all part-time employees 

should be considered to be the same, rather, they can be considered to belong to 

different categories or typologies (Haines, Doray-Demers & Martin 2018; Wittmer & 

Martin 2011). If such differences exist, it is possible that part-time employees 

belonging to different categories might perceive behavioural and work design features 

related to their work differently.  

In Study Two, which is discussed next, data from two different cohorts of part-

time employees were compared to see whether there were differences between the 

groups. First, the data were analysed to see whether there were any differences in 

perceptions of behavioural and part-time related work design characteristics. The same 

suggested model tested in Study One was then estimated using a second part-time 

employee sample, described in the subsequent sections. 

For ease of reading, the hypotheses are restated below: 

H1: Proactive personality will be positively related to part-time 

employees’ (a) job crafting and (b) perceived inclusion. 

H2: Autonomy will be positively related to part-time employees’ 

(a) job crafting and (b) perceived inclusion. 

H3: Task interdependence will be positively related to part-time 

employees’ perceived inclusion. 

H4: Working Hours will be positively related to part-time 

employees’ (a) job crafting and (b) perceived inclusion. 

H5: Job crafting will be positively related to part-time employees’ 

(a) perceived inclusion and (b) work engagement. 

H6: Perceived inclusion will be positively related to part-time 

employees’ perceptions of work engagement. 
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H7a: Perceived work engagement will be positively related to 

part-time employees’ perceptions of individual performance (IRB) 

H7b: Perceived work engagement will be positively related to 

part-time employees’ perceptions of individual performance 

(OCBO) 

This chapter includes an outline of the research design, followed by the 

methodology used in Study Two, including the research setting and sample, survey 

design, data collection and data analysis strategies. This is followed by a discussion of 

the results obtained.  

5.2. Research Design  

The same positivist deductive approach was adopted to test the suggested model using 

a new data set.  However, some additional analysis was undertaken of some qualitative 

data, in the form of responses to open-ended questions. This provided an opportunity 

to examine differences between the part-time cohorts in more depth and to triangulate 

the data. 

Previous research undertaken on part-time employee typologies (Haines, Doray-

Demers & Martin 2018; Wittmer & Martin 2011) was used to inform the identification 

of a group of part-time employees who represent a different typology to that reflected 

in the Mature Part-time sample. One of the main reasons for part-time work choices is 

to support study, and university students can be considered as an identifiable group of 

part-time employees who have distinct characteristics, both in terms of demographic 

qualities, for example age and family responsibilities, and also in relation to the type 

of part-time work undertaken (Haines, Doray-Demers & Martin 2018). Having 

considered the demographic profile of the Mature Part-time sample, which was 

outlined in Study One, a ‘Student Part-time’ sample, where both the mean age and 

main reasons for working part-time would likely be different to that of the Mature 

Part-time sample, was identified as a suitable contrasting part-time employee sample. 
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 The same online, cross-sectional questionnaire was used to collect data for Study 

Two. The same items were used, however slight modifications were required to reflect 

the different data collection approach where, instead of using a commercial online 

panel, an alternative interface was used, which is outlined in the following sections. 

5.3. Methodology 

5.3.1. Respondents 

As indicated in Study One, the mean age of the Mature Part-time Sample was 49.05 

years (SD = 14.36) and the mean tenure in their current role was 8.88 years (SD = 

8.66). The three main reasons for working part-time for the Mature Part-time sample 

were WLB (24%), transitioning to retirement (19 %) and caring for children (14 %). 

73% of the sample were working part-time voluntarily, with 59% being on an ongoing 

part-time contract and 32% being on a casual part-time contract.  

A sample of part-time employees, with contrasting characteristics, was required 

to compare with the Mature Part-time sample. Part-time typology categories suggested 

by Haines, Doray-Demers & Martin (2018) were defined more recently than the data 

from this research was collected, so precise demographic questions were not included 

in the questionnaire. However, an examination of the age, gender, roles, industries, 

education levels and responses to the open-ended questions in the questionnaire, 

provided by the Mature Part-time sample, suggests that the sample may be 

representative of the ‘Good’ part-time typology suggested by that study. Similar 

typologies suggested by Wittmer & Martin (2011) were based primarily on financial, 

familial or age considerations, which were not a focus in this research. However, given 

the mean age, gender and reason for working part-time responses provided in the data, 

is it likely that the Mature Part-time sample may be representative of the ‘Primary’ or 

‘Older married supplementers’ within that study. 

Both of the aforementioned typologies include a group of students, referred to as 

College Students (Wittmer & Martin 2011) and Students (Haines, Doray-Demers & 

Martin 2018), so it was decided to collect data from a Student Part-time sample. The 
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Student Part-time respondents were also sought from services sectors using the same 

service industries outlined in Study One. 

A purposive non-probability theoretical sampling approach was again adopted. 

The study participants needed to have specific characteristics (namely, being a current 

university student) and also work in a service industry. By seeking participants with 

the specific profile needed, the study would be more likely to produce valid results 

and the survey instruments more likely to measure what was intended (May 2010). 

Similar to Study One, the primary aim of the research in Study Two was to 

develop and inform theory. It is more important in theory building to have a sample 

population that is ‘fit for purpose’ and includes participants with the right sort of 

characteristics to reflect the theories being developed or tested (May 2010). 

5.3.2. Sample and Data Analysis Strategy 

One of the main reasons individuals work part-time in Australia, according to the 

HILDA survey, is to accommodate study (Scutt 2017). For many students, working 

part-time while studying provides them with necessary financial support and for some, 

work experience, which may or may not be beneficial for their job search after 

completing their qualifications (Crockford, Hordósy & Simms 2015; Schoffstall & 

Arendt 2014; Sollitto et al. 2016). 

In selecting a sampling frame from which to source a student population, 

universities were an obvious consideration for several reasons. First, most students in 

tertiary education are over the age of 18 years, which was important within the context 

of research ethics. Second, as university students are likely to need to financially 

support themselves while they are studying, many potential respondents would be 

likely to work part-time.  

The ethics and validity of using university students as research subjects has been 

examined in the context of social research. There is a view that student samples may 

not be diverse enough to be representative of the general population and that 

replication of a study using non-student respondents is recommended before 

generalisations can be made (Huff & Tingley 2015; Kees et al. 2017; Smith et al. 
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2016). The student samples may not be representative for a range of reasons including 

demography, for example, people who attend a university may have increased 

financial and academic capacity, or they may hold certain political views which may 

bias responses (Huff & Tingley 2015; Kees et al. 2017). 

 It has been also noted, however, that in cases where generalised human 

experiences are being examined, student responses are likely to represent the overall 

population (McDermott 2011) and as such are appropriate for use as a sample. In this 

particular study, as it was the views of students that were being sought specifically, 

collecting data from a university student sample was considered to be an appropriate 

approach. 

5.3.3. Data Collection 

The use of the same commercial online panel, collecting data only from students, was 

considered. However, narrowing down the required demographics for the desired 

sampling frame can result in an expensive data collection approach when using a 

commercial panel (Kees et al. 2017). Given there was an easily accessible sampling 

frame available through an Australian university, an online interface, similar to that 

used by the commercial online panel, was used to collect the student data. The 

university from which the sample was to be collected utilised an experiment 

management system developed by Sona Systems, Ltd (Sona Systems 2017).  The same 

online questionnaire, developed using Qualtrics software, was slightly amended to suit 

this system. 

The Student Part-time sample was of similar size to the Mature Part-time sample. 

The sampling frame consisted of university students studying a first-year Semester-

based Organisational Behaviour unit. Like the commercial online panel, there were 

incentives for respondents. However, rather than being monetary, the students 

received credit points towards completion of the unit, in return for participating in 

Organisational Behaviour related studies. Issues associated with the impact of 

rewarding of students with course credits are similar to those of other research panels. 

Kees et al. (2017) found both students and other research panel participants would be 
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less likely to participate in research without compensation, however this did impact 

on the quality of responses. 

The online questionnaire included the same items as Study One. Piloting of the 

online survey with some part-time students, identified through convenience sampling, 

was undertaken, which was important in terms of testing the effectiveness of the online 

survey interface with the university experiment management system. Minor changes 

from this piloting process were incorporated into the survey. 

Potential threats to reliability were discussed in Study One and related to issues 

associated with respondent interaction with a questionnaire. As a similar online data 

collection approach was used, using the same items, and a commercial online panel 

was replaced with a university experiment management system, such threats to 

reliability were mitigated. 

To support the quantitative analysis in Study Two, and provide a richer 

understanding of the part-time working landscape, two open-ended questions were 

included in the online questionnaire. These two questions were: 

What do you consider to be the main challenges associated with 

your part-time working arrangement? 

What do you consider to be the main benefits associated with your 

part-time working arrangement? 

The aim of including these questions was to support triangulation of data 

(Weyers, Strydom & Huisamen 2014) by comparing what the literature suggests are 

the challenges and benefits associated with part-time work with the respondents’ 

responses, and the results of the PTWD Model and hypothesis testing.  

5.4. Data Analysis and Screening 

The same Study One analysis strategy was adopted. There was again little missing 

data, which was likely due to the forced response settings in questionnaire. Despite 

placing restrictions on the number of characters that could be entered in response to 
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some free text questions, for example number of hours worked per week, a few 

respondents made errors in entering their numerical data. These were corrected using 

the same approach as Study One. 

Similar to Study One, any outliers identified through the generation of box plots 

were examined on a case-by-case basis to see if they were any indicators of a 

potentially poor-quality response. As most of the data were collected using Likert-

style scales, and there is some debate on whether outliers are useful in this context 

(Sullivan & Artino 2013), outliers were not removed. However, this issue was still 

examined. Box-plots were examined (Hair 2014), but no outliers were found in this 

process. Z-scores were calculated for the responses to all items. Less than 1% of the 

responses from both samples had a Z-score outside the range of -3.0 and +3.0. The Z-

scores did not suggest that any responses should be removed. Finally, using an 

approach suggested by Kock (2018), scatter plots of the relationships between the 

constructs were examined to see if there were any potential outliers that might 

influence the estimated relationships. The scatter plots suggested there were no 

outliers and that, therefore, all of the observations should be retained. 

5.5. Results 

5.5.1. Sample Characteristics 

The data collected came from 164 Student Part-time employees from a cross section 

of service industry sectors. Some characteristics of the Student Part-time sample are 

included in Table 5-1 alongside the same data collected from the Mature Part-time 

employees. Within the sample, 49% of respondents were Mature Part-time (n = 160) 

and 51% were Student Part-time employees (n = 164).  

The mean number of weekly working hours in the Student Part-time sample was 

15.68 hours (SD = 7.12) compared with a mean of 19.70 in the Mature Part-time 

sample (SD = 8.35). The mean age of the Student Part-time employees was 19.39 years 

(SD = 3.25) compared with 49.05 years (SD = 14.36) for the Mature Part-time 

employees. The mean tenure in their current role for the Student Part-time employees  
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Table 5-1. Characteristics of the Two Samples 

 Mature Part-time 

(n=160) 

Student Part-time 

(n=164) 

 % % 

Gender    

 Male  27 63 

 Female 73 37 

Education Level    

 High school or less 26 77 

 Trade Certificate/diploma  34 2 

 Graduate Degree  32 20 

 Post Graduate Qualification 8 0 

Reason for Part-time    

 WLB  24 13 

 Dual-income 4 2 

 Carer of young 14 1 

 Carer of partner or other 4 0 

 Studying 8 80 

 More than one PT role 4 1 

 Transitioning to retirement 19 0 

 Involuntary part-time 8 0 

 Financial Reasons 4 0 

 Sole breadwinner 1 0 

 Other 8 4 

Involuntary Part-time    

 Voluntary 73 91 

 Involuntary 18 9 

 No response 9 0 

Type of contract (%)   

 Casual Part-time 32 74 

 Short term part-time 4 7 

 Ongoing Part-time 59 19 

 Other 6 0 

was 2.16 years (SD = 1.43) compared with 8.88 years (SD = 8.66) for the Mature Part-

time employees. As indicated in Table 5-1, only 13% of the Student part-time sample 

identified WLB as their primary reason for working part-time hours, compared with 

24% of the Mature Part-time respondents.  

Figure 5-1 displays the distribution of the two part-time samples across the range 

of service industries that were the focus of the research, compared with the general 

population (Vandenbroek 2018). The proportions of respondents from most of the 

service industries were similar to that of the general population. 
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Figure 5-1. Industry Representation of the Mature Part-time and Student Samples 

There were, however, two industries with a much higher representation of student 

part-time workers. Retail trade and accommodation and food services had a higher 

representation of Student-part-time employees (39% and 25% respectively) in the 

sample, and lower representation of Mature Part-time employees (19% and 4% 

respectively). In contrast, health care and social assistance had a higher representation 

of Mature-part-time employees (21%) in the sample and lower representation of 

Mature Part-time employees (3%). This may partially reflect the higher proportion of 

females in the Mature part-time sample in an industry in which 78% of the employees 
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are female (Workplace Gender Equality Agency 2016), but may also suggest that 

fewer young people work in this industry. 

5.5.2. Descriptive Statistics for the Constructs’ Items 

Descriptive statistics for all of the items and constructs for the Part-time employee 

samples are included in Appendix B. The means for all items were within the range of 

2.98 – 6.24 (SD = .82 – 1.80).  The means of the constructs were within the range of 

3.62 – 5.95 (SD = .94 – 1.34). The range of means and standard deviations suggest 

that there was sufficient variation in the responses to continue useful analysis. 

The construct means suggested that, in general, respondents perceived that they 

exhibited positive behaviours related to the constructs being measured. For example, 

the mean Student Part-time employee self-rating of in-role performance was 5.95 (SD 

= 1.07). An important element of this research is to compare these means with those 

of the Mature Part-time sample, and this is done in a subsequent section. 

5.5.3. Assessing the Constructs’ Measurement Properties 

The measurement properties of the constructs were examined in Study One. As the 

same suggested model was being tested using a third sample, no changes were made 

to any of the constructs. To ensure the removal of some items, as described in Study 

One, in Section 4.5.3, did not impact on the intended meaning of the construct in Study 

Two, the approach of correlating the construct means before and after was again 

adopted (Thomas et al. 2001). Correlations >.8 are recommended and the resulting 

correlations ranged from .91 to .97 in the Student Part-time sample. 

Composite reliability and Cronbach’s alpha coefficient outputs from the PLS 

software were examined to ascertain the internal consistency of each of the measures 

(Kock 2017). Table 5-2 includes descriptive statistics associated with the Student Part-

time sample. The statistics from the Mature Part-time sample have been included again 

in this table for ease of comparison. The alpha coefficients for the constructs which 

were measured using multiple items ranged from .75 – .94 for the Student Part-time 

sample. The composite reliability coefficients ranged from .86 – .95. All of these 
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values were higher than the recommended value of .7 (Kock 2017) which confirms 

the constructs were reliable using the Student Part-time sample. 

Convergent and discriminant validity were both tested through the analysis of the 

average variance extracted (AVE) scores. The AVE scores ranged from .56 to .74 for 

the Student Part-time sample. These were higher than the recommended value of .5 

(Fornell & Larcker 1981) which confirms the constructs had convergent validity. 

Finally, the discriminant validity of the constructs was assessed. This can be 

determined by ensuring the correlation between two constructs is less than the square 

root of those constructs minimum AVE score (Fornell & Larcker 1981; Kock 2017). 

Table 5-3 includes the correlations and square roots of AVEs based on the reduced 

items, for the Student Part-time sample. Each pair of constructs met the requirements 

for discriminant validity so it was possible to progress to model testing. 

5.5.4. Results of Means Comparisons for Mature and Student Part-time 

Employees 

The two samples were initially compared by examining their means for the various 

constructs. As there were two groups, a series of independent t-tests were used to do 

this, and the results obtained can be seen in Table 5-4. Significant differences were 

found between the mean values for several of the constructs. There was a significant 

difference between: perceptions of proactivity for the Mature Part-time employees 

(M=4.58, SD=1.10) and the Student Part-time employees (M = 5.02, SD = 1.12); t 

(322) = -3.53, p < .001;  perceptions of autonomy for the Mature Part-time employees 

(M=5.03, SD=1.27) and the Student Part-time employees (M = 4.66, SD = 1.36); t 

(322) = 2.53, p = .012; number of working hours for the Mature Part-time employees 

(M = 19.70, SD = 8.35) and the Student Part-time employees (M = 15.68, SD = 7.13); 

t (322) = 4.67, p < .001; perceptions of job crafting for the Mature Part-time employees 

(M = 4.41, SD = 1.42) and the Student Part-time employees (M = 3.37, SD = 1.03); t 

(322) = 7.39, p < .001; and perceptions of work engagement for the Mature Part-time 

employees (M = 4.87, SD = 1.38) and the Student Part-time employees (M = 4.57, SD 

= 1.21); t (322) = 2.09, p = .037.  
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Table 5-2. Descriptive Statistics for the Model’s Constructs 

 
Mature Part-time  Student Part-time 

Model Constructs  # Items 

retained 

(Items in 

original 

scale) 

M SD CA CR AVE  M SD CA CR AVE 

Proactive Personality 
 

4 (6) 

 

4.58 

 

1.11 

 

.85 

 

.90 

 

.69 

 
5.02 1.12 

 

.86 

 

.91 

 

.71 

Autonomy  8 (9) 5.03 1.27 .95 .96 .75  4.66 1.36 .94 .95 .69 

Task Interdependence 3 (6) 4.47 1.49 .84 .90 .75  4.57 1.36 .75 .86 .67 

Working hours  1 (1) 19.70 8.35 - - -  15.68 7.12 - - - 

Job Crafting  7 (15) 4.41 1.42 .93 .94 .70  3.38 1.10 .90 .92 .63 

Inclusion  8 (14) 4.79 1.15 .91 .92 .61  4.89 1.15 .88 .91 .56 

Work Engagement  9 (9) 4.87 1.38 .95 .96 .71  4.57 1.21 .92 .93 .61 

Performance - IRB 5 (7) 6.16 .90 .92 .95 .78  6.11 .82 .91 .93 .74 

Performance - OCBO 3 (6) 5.76 1.07 .86 .91 .78  5.60 1.04 .76 .86 .68 

Notes. # = number of retained items in their relevant construct; M = mean; SD = standard deviation; CA = Cronbach Alpha CR = 

composite reliability; AVE = average variance extracted 
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Table 5-3.  Inter-construct Correlation Matrix and Discriminant Validity for the Student Part-time Sample 

  1 2 3 4 5 6 7 8 9 10 

1 Age 1.00          

2 Proactive Personality   .14   .84         

3 Autonomy  -.01   .19*   .83        

4 Task Interdependence  -.01   .18*   .01   .82       

5 Hours Worked  -.03   .19*   .15   .16* 1.00      

6 Job Crafting   .05   .44***   .50***   .26***   .19*   .79     

7 Inclusion   .14   .31***   .48***   .21**   .28***   .54***   .75    

8 Work Engagement   .12   .32***   .48***   .25**   .11   .70***   .51***   .78   

9 Performance - IRB   .09   .34***   .15   .05   .01   .18*   .36***   .34***   .86  

10 Performance - OCBO   .09   .29***   .14   .20*   .10   .24**   .28***   .35***   .59***     .83 

Notes. IRB = in-role behaviour; OCBO = organisational citizenship behaviours (organisation); square roots of average variances 

extracted (AVEs) are shown on diagonal; * = p < .05; ** = p < .01; ***p < .001 
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Table 5-4. Independent Group T-Tests Between Model Variables and Part-time 

Groups 

          Mature Part-time    Student Part-time  

 M SD M SD t-test 

Proactive Personality 4.58 1.11 5.02 1.12  -3.53*** 

Autonomy 5.03 1.27 4.66 1.36   2.53* 

Task Interdependence 4.47 1.49 4.57 1.36   -.63 

Working Hours 19.70 8.35 15.68 7.13  4.65*** 

Job Crafting 4.41 1.42 3.37 1.10  7.37*** 

Inclusion 4.79 1.15 4.89 1.15   -.76 

Work Engagement 4.87 1.38 4.57 1.21   2.09* 

Performance - IRB 6.16 .90 6.12 .82     .53 

Performance - OCBO 5.76 1.07 5.60 1.04   1.43 

Notes.  N = 324; M = mean; SD = standard deviation; * = p < .05; ** = p < .01; 

***p < .001 

 

5.5.5. Testing the Suggested PTWD Model 

The suggested model has already been tested using the Mature Part-time sample 

during Study One. The same testing was conducted using the Student Part-time 

sample. The same model fit results, described in Section 4.5.5, were used in Study 

Two, and can be seen in Table 5-5. As can be seen in the table, the model fitted both 

of the samples’ datasets well, as all of the suggested fit indices were acceptable. 

The potential for common method bias was discussed in Study One and the full 

collinearity VIF values were reported, and were below the threshold of 3.3. The 

Student Part-time model values were below this threshold, being between the range of 

1.118 – 2.613 for each construct. 

Figure 5-2 and Figure 5-3 show the estimated path coefficients and p values for 

each sample. A discussion on which hypotheses were supported in the Mature Part-

time model was included in Study One. In summary, most hypotheses were supported 

except for two related to task interdependence and part-time working hours.  



120 

 

Table 5-5. Model Fit Indices for the Suggested Model (Both Samples) 

  Mature 

Part-time 

Student 

Part-time 

Index Interpretation Value Value 

Average path coefficient (APC) P < .001 .27  .27 

Average R-squared (ARS) P < .001 .28  .30 

Average block VIF (AVIF) Acceptable if ≤ 3.3 1.16 1.21 

Average full collinearity VIF 

(AFVIF) 

Acceptable if ≤ 3.3 1.56 1.72 

Tenenhaus Goodness-of-fit Small ≥.1, medium      

≥ .25, large ≥ .36 

  .45   .46 

Simpson’s Paradox Ratio Acceptable if ≥ .7, 

Ideally = 1.0 

       1.00           1.00 

SRMR Acceptable if ≤ .10   .09   .10 

SMAR Acceptable if ≤ .10   .07   .08 

Notes. SRMR = standardized root mean squared residual, SMAR = standardized mean 

absolute residual 

 

Most hypotheses were supported in the Student Part-time sample, except for H1b 

(related to proactive personality), H3 (related to task interdependence) and H4a 

(related to working hours).  

Using the same approach as Study One, the groups were combined and a multi-

group analysis was undertaken to see whether there were any differences in the PTWD 

Model’s paths across the Mature Part-time and Student Part-time samples. Table 5-6 

includes the results of the multi-group analysis.  The p-values suggested there were no 

statistically significant differences the relationships, although some relationships were 

approaching significance, including the relationships between proactive personality 

and job crafting (p = .07), job crafting and work engagement (p = .05) and job crafting 

and inclusion (p = .06). The differences in path coefficients between the Mature Part-

time and Student Part-time models may suggest some nuanced differences between 

the strengths of the relationships in the models, which could be investigated further.   
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                   Notes. * = p < .05; ** = p < .01; ***p < .001; - - - - - = hypothesis not supported 

Figure 5-2. PTWD Model and Testing Results for Mature Part-time Sample 
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                Notes. * = p < .05; ** = p < .01; ***p < .001; - - - - - = hypothesis not supported 

Figure 5-3. PTWD Model and Testing Results for the Student Sample 
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Table 5-6. The Multigroup Analysis 

Predicted variable Predictor variable P value 

Job Crafting Proactive Personality        .07 

 Autonomy        .34 

 Working Hours        .20 

Inclusion Proactive Personality        .18 

 Autonomy        .32 

 Task Interdependence        .10 

 Working Hours        .21 

 Job Crafting        .06 

Work Engagement Job Crafting        .05 

 Inclusion    .44 

Performance - IRB Work Engagement        .26 

Performance - OCBO Work Engagement        .41 

5.5.6. Mediation in the Model 

Study One suggested that job crafting mediated the relationships between both 

proactive personality and autonomy, and work engagement, for Mature Part-time 

employees. Table 5-7 compares the VAF calculations from the Mature Part-time 

sample with those from the Student sample. These results suggest the mediation 

effects of job crafting apply equally to both Mature Part-time and Student Part-time 

employees, with both VAF scores associated with proactivity suggesting full 

mediation and those for autonomy suggesting partial mediation. 

5.5.7. Thematic Analysis of Open-ended Questions 

The responses to the two open ended questions provided by the Mature and Student 

Part-time employees were examined. The response rate was reasonably good with 

95% of the Mature Part-time and 100% of the Student Part time sample providing a 

response to the first question, and 96% of the Mature Part-time and 100% of the 

Student Part-time sample providing a response to the second question.  
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Table 5-7. Mediation Testing 

 Tested Relationship Indirect 

Effect 

Total 

Effect 

VAF 

 Proactive personality > job crafting and inclusion > work engagement 

     Mature Part-time Sample .24 .28 .86 

     Student Sample .20 .22 .90 

 Autonomy > job crafting and inclusion > work engagement 

     Mature Part-time Sample .15 .29 .52 

     Student Sample .27 .44 .61 

 

An Excel spreadsheet was used to store the responses to the open-ended questions 

(Vaughn & Turner 2016) because it allows for the thematic analysis of the open-ended 

questions. A combined inductive and deductive approach to coding the response in the 

Excel file was adopted, which is also known as a hybrid analytical approach (Boyatzis 

1998; Fereday & Muir-Cochrane 2006). The responses were coded using a template 

technique to help collate the responses into relevant themes (Cassell 2004). Some pre-

defined codes and themes were included in the template (Cassell 2004) that were 

informed by the existing literature on part-time work experiences. This approach does 

not preclude inductive creation of new thematic categories where new ideas emerge 

within the responses. 

The Student Part-time responses were coded first, due to their more detailed 

nature. Thematic headings were developed to collate concepts with similar meanings, 

for example, a frequently cited challenge of part-time work was “juggling work and 

social commitments” and “working around other commitments”. These concepts were 

both allocated to the theme of “Balancing work and social life”.  

Table 5-8 summarises the findings of the thematic analysis of the open-ended 

question about challenges associated with part-time work arrangements. Five 

overarching themes were identified: work design; work-life balance; inclusion; low 

quality part-time work; and comparison with full-time employment.  
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The most frequently mentioned challenge (55% of Mature Part-time and 46% of 

Student Part-time employees) were related to work design issues.  

 

Table 5-8. Part-time Challenges Thematic Categories 

Thematic Categories Mature Part-time Student Part-time 

 N % N % 

Work design/organisation 82 55 86 46 

Balancing work and social life 24 16 52 28 

Lack of inclusion 9 6 21 11 

Low quality part-time work 7 5 19 10 

Comparison to full-time employees 1 1 7 4 

No challenges 22 15 1 1 

Other 5 3 1 1 

Total coding references 150 100 187 100 

Notes. N = no. of coding references; % = percentage of coding references 

Examples of comments related to the work design/organisation theme included: 

Also if other people on previous shifts make mistakes or don't 

follow procedures, no one is held accountable and it impacts the 

people that work after them (Student Part-time employee, aged 18) 

I supervise a team of 7+ and this requires me to have things 

organised for them by the time they arrive at 6pm so they can 

maximise efficiency, however due to uni some days, I do not arrive 

until 6pm. The leader and team before my own often has not taken 

steps to set us up for success despite knowing my roster 

arrangements and this reduces our effectiveness. So, one could say 

the biggest challenge for my work arrangement is being present at 

work to drive both teams whilst studying full time (Student Part-

time employee, aged 24) 

Completing business as usual activities and keeping up with 

projects (Mature Part-time employee, aged 37) 
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Having to catch up on what I’ve missed on my days off (Mature 

Part-time employee, aged 38) 

Lack of training for new hires, since hours are not high enough to 

learn through pure volume. This places a burden on older staff 

who in part time roles are often coaching different new staff 

members all the time (Student Part-time employee, aged 19) 

Associated with WLB was an overarching theme that captured comments 

associated with juggling personal and professional lives. 28% of Student Part-time 

employees highlighted this issue, compared to 16% of the Mature Part-time 

employees. Examples of comments related to WLB included: 

Working on weekends affects family life (Mature Part-time 

employee, aged 60) 

The smaller shifts and late hours make it difficult to maintain 

relationships outside of work. Working weekends adds to this 

problem. It can therefore become difficult to establish a balance 

between social life and work (Student Part-time employee, aged 

18) 

My 84 year old mother at home (Mature Part-time employee, aged 

63) 

Trying to balance university commitments and working hours 

(Student Part-time employee, aged 20) 

Inclusion was the third most frequently mentioned theme (6% of the total coding 

references mentioned by the Mature Part-time employees and 11% by the Student 

Part-time employees). This thematic category captures issues associated with 

managing social relationships in a work environment. Although this theme was not 

reported as often as the previous two themes, the fact that it was reflected in a similar 

amount in both samples suggests that it plays a role in part-time employee perceptions. 

Examples of comments related to this theme included: 
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Working with different staff every day (Mature Part-time 

employee, aged 54) 

I'm a small player in the game. My suggestions/ideas don't get 

considered so I don't feel like I have the ability to implement any 

change, even if it would benefit the business (Student Part-time 

employee, aged 18) 

Social interaction with fellow co-workers (Student Part-time 

employee, aged 27) 

Team work (Mature Part-time employee, aged 55) 

Getting along with every employee (Student Part-time employee, 

aged 19) 

Reflecting low quality part-time work was an overarching theme that captured 

issues associated with the characteristics of the work undertaken by respondents. 

Examples of comments related to this theme included: 

Do not earn a lot per week (Mature Part-time employee, aged 59) 

The work can be slow, boring, draining (Student Part-time 

employee, aged 18) 

Doesn’t bring a lot of money (Mature Part-time employee, aged 

40) 

Having to do the same mundane tasks every shift and having to 

work till midnight on Fridays (Student Part-time employee, aged 

18) 

The main challenges for me would be the fact that I have to 

complete similar activities repetitively…. (Student Part-time 

employee, aged 18) 



128 

 

Comparison with full-time employee was a theme which captured issues 

associated with how part-time employees perceive themselves compared with full-

time colleagues. Some examples of comments related to this theme included: 

Getting things done - I have to work more strategically than a full-

time employee (Mature Part-time employee, aged 26) 

I feel like I have to work a lot harder at the same job that the full 

time/ managers have to just because they are in a higher position 

they think they can do less work (Student Part-time employee, aged 

19) 

Table 5-9 summarises the findings of the thematic analysis of the open-ended 

question about benefits associated with part-time work arrangements. Five 

overarching themes were identified and these were: work-life balance; personal 

fulfilment; financial gain; work design; and inclusion. The responses provide useful 

data to support the demographic information about the characteristics of the 

respondents and also provide insights into some differences between the Mature Part-

time and Student Part-time employees. 

Table 5-9. Part-time Benefits Thematic Categories 

Thematic Categories Mature Part-time Student Part-time 

 N % N % 

Flexibility in work-life balance 

commitments 78 52 96 37 

Personal fulfilment 29 19 18 7 

Financial gain 17 11 63 24 

Beneficial work-design 9 6 46 18 

Feeling included 6 4 33 13 

No benefits 8 5 0 0 

Other 4 3 2 1 

Total coding references 151 100 258 100 

Notes. N = no. of coding references; % = percentage of coding references 
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Examples of comments related to WLB included: 

Flexibility to take care of my health (Mature Part-time employee, 

aged 49) 

More time to spend on hobbies and with family (Mature Part-time 

employee, aged 57)It allows me to spend time on other things in 

life such as study, family and friends whilst earning an income, 

learning from lifelong experiences and making connections with 

the people you work with (Student Part-time employee, aged 18) 

Freedom to change shifts to suit study requirements. Reduced 

workload allows for focus on study (Student Part-time employee, 

aged 21) 

I have time to do other things outside of work (Mature Part-time 

employee, aged 68) 

Mature and Student Part-time employees may perceive differently the extent to 

which they see a benefit of their work as personal fulfilment. The thematic analysis 

suggests the three main reasons Mature Part-time employees work part-time is to 

accommodate WLB, transition to retirement, and care for young children. Examples 

of comments related to this theme included: 

I see I make a difference (Mature Part-time employee, aged 47) 

The job is fulfilling and helps me feel important. I get to earn 

money and feel empowered whilst serving in a great position, and 

working alongside other colleagues (Student Part-time employee, 

aged 19) 

Helping the residents that are in care (Mature Part-time employee, 

aged 68) 

The satisfaction from completing my job to the best of my ability 

(Student Part-time employee, aged 18) 
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Keeping the creative flow going (Mature Part-time employee, aged 

54) 

The extent to which financial benefits are important to both groups may also 

reflect a difference between the part-time samples. Examples of comments related to 

financial benefits included: 

The fact that I get paid to support my family (Mature Part-time 

employee, aged 37) 

The main benefit is earning money, and as a student this is needed 

(Student Part-time employee, aged 18) 

I can keep a roof over my families head and food on the table 

(Mature Part-time employee, aged 45) 

Despite the late hours being a challenge, they are also a benefit as 

they allow me to work so that I can provide for myself - so I can 

remain housed and attend uni needed (Student Part-time employee, 

aged 24) 

It is worth noting work design issues were represented quite strongly in the 

Student Part-time responses. Examples of comments related to work design included: 

Freedom to perform tasks at my own pace and discretion (Mature 

Part-time employee, aged 26) 

Gaining workplace experience and overall having something to do 

on my weekends that is productive (Student Part-time employee, 

aged 18) 

Being able to structure it how I want (Mature Part-time employee, 

aged 33) 
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I enjoy the people I work with and like the culture of the company, 

it always brings new things to the work which allows me to learn 

new knowledge (Student Part-time employee, aged 21) 

Creating positive interpersonal relationships with staff (Mature 

Part-time employee, aged 62) 

Have worked there for so long so I have made great friendships 

(Student Part-time employee, aged 19) 

Love the people I work with (Mature Part-time employee, aged 45) 

Getting to work with a group of people in an environment where 

we can socialise while working (Student Part-time employee, aged 

18) 

5.6. Discussion  

5.6.1. Discussion of Model Testing Results 

The aim of Study Two was to identify if there are any differences in the way Mature 

Part-time and Student Part-time employees perceived any of the nine constructs in the 

PTWD Model, and to examine any differences between the samples in the 

relationships between the Model constructs. 

An analysis of the sample demographics indicates that the Student Part-time 

sample consisted of a greater number of males (63%) which was slightly more than 

expected. The mean number of female students in Australian universities is 56% and 

the university being surveyed has 50% female students (Australian Education Network 

2019). The university SONA coordinator advised that 55% of the eligible respondents 

were male and 45% were female. The proportions of respondents from most of the 

service industries were similar to that of the general population. 

HILDA data suggests that mean part-time working hours are 19.80 hours per 

week (for part-time workers who sought no additional hours) (Wilkins & Lass 2018). 

As this estimate is likely to be based on a broader cross section of part-time employees 
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than student part-time employees, it seems that the Student Part-time group appear to 

work fewer hours on average than the broader part-time employee population. The 

most commonly cited reason for working part-time hours for the Student Part-time 

sample was ‘Study’ which may indicate that study is their primary focus at this point 

in these respondents’ lives, and that WLB is more of a consideration for mature 

employees.  

The work design related characteristics, autonomy and job crafting, were 

experienced differently by both part-time groups. The Mature Part-time employees 

perceived more autonomy in their roles and also perceived they exhibited more job 

crafting behaviours. Several possible explanations for these differences are outlined in 

the following paragraphs, and it suggest part-time employees with different 

characteristics may be better suited to different roles.  

The amount of work experience of the Mature Part-time employees may have 

influenced their perceptions of work design characteristics. It has been suggested the 

ability to job craft successfully requires some background and experience within a role 

(Bakker, Tims & Derks 2012; Kooij, Tims & Akkermans 2016). The Mature Part-time 

employees may have been more likely to have this experience. The difference in mean 

tenure (8.88 years for the Mature Part-time compared with 2.16 years for the Student 

Part-time samples) may influence their capacity to job craft in their existing roles. 

Furthermore, Mature Part-time employees may also bring previous experience from 

similar roles. The mean ages of the samples (49.05 years of age for the Mature Part-

time compared with 19.39 years of age for the Student Part-time samples) may also 

suggest that years of accumulated experience may inform the development and 

implementation of job crafting strategies. 

A similar rationale may apply with respect to the different perceptions of 

autonomy between the samples. The greater years of experience may result in Mature 

Part-time employees fulfilling more senior roles, or being afforded more autonomy 

due to levels of trust built with their managers and leaders over their longer tenure. 

There is also a view that Student Part-time employees as a group, or typology, are 

more focused on their studies, so the nature of their employment is of less importance 
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to them (Crockford, Hordósy & Simms 2015; Haines, Doray-Demers & Martin 2018; 

Schoffstall & Arendt 2014; Sollitto et al. 2016). As a result, they may be less motivated 

to explore work design options as they are content to fulfil the existing requirements 

of the role. 

Differences in perceptions of proactivity may be influenced by some of the 

demographic characteristics of the samples. It is worth noting that Hypothesis 1b (the 

relationship between proactive personality and perceptions of inclusion) was not 

supported in the Student Part-time data, while it was supported by both the Mature 

Part-time and Full-time data. Previous research has not supported significant 

differences in proactivity between older and younger people, however how proactivity 

is displayed can differ (Bertolino, Truxillo & Fraccaroli 2011). For example, younger 

employees may be more focused on career development and learning, while older 

employees may focus more on other aspects of their working life, for example OCB. 

In this context, Student Part-time employees may focus their proactivity on their work 

tasks, rather than on social activities which may be associated with their perceptions 

of inclusion. 

There was also a different gender profile between both samples. The Mature Part-

time sample was comprised of 73% female employees and the Student Part-time 

sample included 63% males. Males employees have been found to exhibit higher role 

breadth self-efficacy (RBSE) scores, which is the extent to which a person believes 

they are capable of proactively performing a greater number of tasks within a role 

(Parker 1998).  

Higher perceived levels of work engagement by the Mature part-time employees 

may be associated with differences in any one, or a combination of several model 

antecedents. The significant difference in job crafting behaviour, previously identified 

as having a positive association with work engagement (Bakker, Tims & Derks 2012) 

is demonstrated in the Mature Part-time model to have a similar association in this 

sample. 

The increased perceptions of engagement may also be attributable to different 

perceptions of the importance and nature of employment to the Mature Part-time 
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employees. As suggested previously, there are students for whom their employment is 

primarily a mechanism to provide them the financial capacity to study. In contrast, 

there may be Mature Part-time employees who have a passion for their work and have 

chosen to work for self-fulfilment.  

Multi-group analysis results suggested no significant difference between the 

Mature and Student Part-time samples in the way the PTWD Model constructs 

influenced each other. This may suggest that in general, both Mature part-time and 

Student part-time employees should respond in similar ways to any changes in the 

constructs within the PTWD Model. The differences in path coefficients between the 

Mature Part-time and Student Part-time models may suggest some nuanced 

differences between the strengths of the relationships in the models, which could be 

investigated further.   

The multi-group analysis result can be considered in combination with the multi-

group analysis from Study One, which identified a difference in the relationship 

between task interdependence and inclusion, when comparing Mature Part-time with 

Full-time employees. Like Mature Part-time employees, Student Part-time employees 

may also find it more difficult to make changes to task interdependencies in their roles, 

due to existing part-time work design characteristics. However, any HRM strategies, 

that may be identified as useful in a full-time context, may also be helpful for Student 

Part-time employees; and Student Part-time employees have the potential for 

producing similar work outcomes to both Mature and Full-time employees. 

5.6.2. Discussion of Thematic Results 

The findings of the thematic analysis research are intended to help support the earlier 

results of the quantitative analysis. Of the five overarching themes, work design 

related issues were most frequently cited (55% of Mature Part-time and 46% of 

Student Part-time employee responses).  

Some of the participant comments increase the depth of understanding about 

relationships between constructs in the PTWD Model. A good example is the 

comment made by Student Part-time employee, aged 18, about the impact of 
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colleagues from earlier shifts making mistakes and not following procedures. The 

PTWD Model suggests that job crafting might be a useful strategy mitigating the 

impact of issues such as this.  

The importance of work design in the creation of good quality and successful 

part-time roles has been highlighted within the part-time literature (Baird, 

Charlesworth & Heron 2010; Smith & McDonald 2016). The thematic analysis plays 

a role in triangulating the results from the literature review, which formed the basis of 

the PTWD Model design, and quantitative analysis of the results obtained by testing 

the model.   

WLB is a frequently cited reason for people to elect to work part-time (Kossek & 

Lee 2008; Lirio et al. 2008) and this was reflected in the responses from both samples, 

being the second most identified concept. WLB was not an element of the PTWD 

Model, as it was considered a reason for electing to work part-time, not a performance 

related outcome. It is worth noting that part-time work may facilitate better WLB for 

some, however there are also aspects of part-time work which may negatively impact 

on perceptions of WLB, e.g. where part-time shifts are only available during hours 

where people may otherwise wish to socialise or spend time with their families. 

The inclusion construct was included in the PTWD Model to reflect previous 

research suggesting part-time employees may feel only partially included in their work 

environment and that this may explain some differences in work outcomes (Boekhorst 

2015; Lirio et al. 2008; Shore et al. 2011). The comment provided by Student Part-

time employee, aged 18, indicating that their ideas don’t get considered, is reflected 

in the Work Group Involvement items that form part of the Inclusion/Exclusion Scale, 

for example “People in my work group listen to what I say”. Comments like this 

support the use of the Inclusion/Exclusion Scale in trying to measure perceptions of 

inclusion of part-time employees.  

There is a relationship between the work design related characteristics in the 

PTWD Model (autonomy and task interdependence) and part-time work quality 

issues, as discussed in Chapters Two and Three. Student Part-time employee, aged 19, 

comments on the lack of training provided to new employees, and Student Part-time 
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employee, aged 18, notes the challenges associated with difficult or irregular working 

hours. These comments represent other characteristics of poor-quality part-time work, 

which has the potential to impact negatively on employee’s perceptions of their work.  

A number of the Mature Part-time employees (15%) stated they experienced no 

challenges associated with part-time working hours. It is possible that this illustrates 

which suggests some Mature Part-time employees consider their work to be of good 

quality, e.g. satisfying work, provides the desired hours and provides adequate pay. 

This is supported by literature suggesting that, depending on the part-time typology of 

an employee, some part time work can be considered to be of good quality (Haines, 

Doray-Demers & Martin 2018). 

For Student Part-time employees there is a view that their work is not necessarily 

considered poor quality, within the context of different typologies of part-time workers 

(Haines, Doray-Demers & Martin 2018), as students have good reason to be happy in 

their roles due to it being seen as supporting their studies. Young part-time workers 

may also not have a good point of reference (Chadwick & Flinchbaugh 2016) for 

perceiving their work as poor quality due to their youth and relative inexperience. 

Mature and Student Part-time employees may also perceive differently the extent 

to which they see a benefit of their work as personal fulfilment. The thematic analysis 

suggests the three main reasons Mature Part-time employees work part-time is to 

accommodate WLB, transition to retirement, and care for young children. Mature Part-

time employee, aged 47, notes “I see I make a difference”, and Mature Part-time 

employee, aged 54, comments about ‘Keeping the creative flow going”. Some Mature 

Part-time employees, who may have accumulated resources over a longer period, may 

not have the same financial imperative to work, so personal fulfilment and enjoyment 

may play a larger role in their decision to work. 

In summary, the results of Study Two suggest that there may be some differences 

in the perceptions of work design and behaviour related aspects of work (namely, 

autonomy, exhibiting job crafting behaviours, proactivity and working hours) between 

Mature Part-time and Student Part-time employees. This may reflect the different 

demographics and resulting different levels of experience between the two groups, and 
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also different motivations for working part-time. The results support previous research 

about part-time typologies. The multi-group analysis provided support for a view that 

all part-time employees should be able to enjoy the same benefits associated with job 

crafting as full-time employees. 

The thematic analysis supported the findings from the PTWD Model analysis 

(e.g. the differences in perceptions between both part-time groups in autonomy, job 

crafting and proactivity). The differences are echoed in the responses from employees 

from both groups, e.g. the lower level of reporting of part-time challenges by the 

Mature Part-time employees. This may reflect their higher perceived levels of 

autonomy, and job crafting, which is associated with better job quality, a suggested 

characteristic of the ‘good’ part-time work typology (Haines, Doray-Demers & Martin 

2018).  
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Chapter 6  

Discussion and Conclusion 

 

The development of the PTWD Model was the culmination of efforts to identify 

characteristics associated with a positive part-time work experience; particularly those 

that may differentiate the experience of working part-time from that of working full-

time. In this final chapter, the results of Studies One and Two will be discussed. This 

will be followed by a discussion of the contributions of the findings to knowledge and 

understanding of part-time employment experiences, and to existing literature in this 

domain. The practical implications of the study results will be highlighted, limitations 

of the studies discussed, and finally, recommendations for future research will be 

proposed. 

Chapters One and Two highlighted that the number of people working part-time 

hours is increasing in many countries, including Australia. In different Australian 

service industries, the proportion of part-time employees varies, for example, 

Accommodation and Food Services accounts for 61%, Retail Trade, 49%, Arts and 

Recreation Services, 45%, Transport, Postal and Warehousing, 21%, and Wholesale 

Trade, 17% (Workplace Gender Equality Agency 2016). In service industries with 

high proportions of part-time employees, challenges associated with part-time work, 

which may impact on employee work outcomes, should be of concern to organisations. 
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Potential challenges associated with part-time work, for individual employees and 

their organisations, were discussed in Chapter Two. For employees these challenges 

can be associated with lower quality work, often characterised by a lack of access to 

learning and development opportunities, negative impacts on career prospects, and 

feelings of unacceptance within the organisational culture (Fagan et al. 2014; Smith & 

McDonald 2016). Organisational challenges can be associated with the reduced 

working hours of part-time employees, which may be of concern in industries with 

high proportions of part-time employees. Although not the primary focus of the 

PTWD Model testing, these challenges are an important consideration within the part-

time landscape, and highlight potential areas of concern for organisations. 

The first aim of this research, reflected in Research Question One, was to explore 

the extent to which part-time and full-time employees experience work differently. 

The constructs included in the PTWD Model have been identified, within the 

literature, as potentially playing a role in the part-time work experience, so the initial 

question focused on whether there were any differences between part-time and full-

time employees in perceptions of these constructs. 

The second aim of the research, reflected in Research Question Two, was to 

examine the relationships between the different PTWD Model constructs. The results 

of the model testing on Mature Part-time and Full-time employee samples offer 

insights into whether work design strategies, which have been demonstrated to be 

useful in a full-time work context, may also be of value in a part-time work setting. 

The overall model fit for each sample, and multi-group analysis results, suggests that 

the relationships between the constructs are similar for the Mature Part-time and Full-

time employees, so work design strategies identified as useful for full-time employees, 

should be of equal value to part-time employees.  

The final aim of this research, reflected in Research Question Three, was to shine 

a light on part-time employees’ experiences within the part-time work landscape, and 

determine whether part-time employees with different characteristics, that is, 

belonging to different part-time typologies (Haines, Doray-Demers & Martin 2018; 
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Martin & Sinclair 2007; Wittmer & Martin 2011), experience part-time work 

differently. 

The findings of this research are intended to help support the development of part-

time work arrangement policies and strategies. The difference in perceptions of some 

of the PTWD Model constructs, between the Mature Part-time and Full-Time 

employees, highlight aspects of part-time work design, and the working environment, 

that may be associated with differences in part-time and full-time work experiences.  

For example, the finding that part-time employees experienced significantly 

lower task-interdependence in their roles, as well as a significant difference existing 

in how task-interdependence influenced inclusion, has implications for part-time 

employee work design. Task, relational and team crafting approaches (which all relate 

to how a part-time employee interacts with their colleagues, and how their tasks relate 

to others’ tasks within the work group), could be adopted by part-time employees, in 

collaboration with their managers and colleagues. This may help to identify whether 

existing task interdependencies might be contributing to work challenges, and to 

explore whether work design changes to task interdependencies could potentially 

mitigate any identified challenges. Throughout the rest of this Chapter, similar 

examples will be highlighted, with Section 6.4 including a discussion of the practical 

implications for managing part-time employment.  

6.1. Part-time Experiences of Work –Work Design and Inclusion 

Research Questions One and Two focused on identifying any differences between 

part-time and full-time employment experiences, and was the focus of Study One. The 

results of the multi-group analysis, which compared the PTWD Models produced 

using the Mature Part time and Full-time samples, demonstrates that for the most part 

the relationships between the constructs in the model are similar for both part-time and 

full-time employees. This is a useful finding as it suggests all employees, regardless 

of status, have the potential for producing similar work outcomes. Interestingly, this 

finding was independent of the number of hours worked. The one significant 

difference, identified through the multi-group analysis, was the relationship between 

task interdependence and inclusion, and this may reflect the design of many part-time 
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roles. Task interdependence should be considered in the design of part-time work, as 

with increasing numbers of part-time employees, particularly in some industries, it 

may become more important to manage this relationship so that task interdependencies 

can be optimised depending on the work context. Job sharing may be one approach to 

overcoming any potential challenges. 

However, as already noted, some differences between the part-time and full-time 

samples were revealed in the comparison of the construct means. In Study One there 

were significant differences in perceptions of autonomy, task interdependence, and 

inclusion, which might suggest part-time work challenges can have an impact on part-

time employee perceptions and work outcomes. For organisations, this may be a 

consideration in the management of individual part-time employees, from the 

perspective of employee wellbeing, prevention of staff turnover and in providing 

psychological safety (Edmondson 1999). Differences in perceptions between part-

time and full-time employees may require greater consideration in industries and 

workplaces with higher proportions of part-time employees. Such higher proportions 

have been shown to be negatively related to organisational financial performance, 

largely due to communication and coordination challenges (Chadwick & Flinchbaugh 

2016; Devicienti, Grinza & Vannoni 2015).  

The significant differences between the Mature Part-time and Full-time 

employees’ perceptions of autonomy and task interdependence may reflect differences 

in existing part-time work design. Given the positive relationships between the 

constructs within the PTWD Model, work re-design could be considered as a potential 

strategy for addressing the lower levels of autonomy and task interdependence 

reported by part-time employees. These lower levels support previous research 

suggesting that part-time roles can be of lower quality (Kauhanen & Nätti 2015; Smith 

& McDonald 2016). The lower levels of task interdependence reported by the part-

time employees may, in addition to being a characteristic of lower quality work, reflect 

differences in work design between part-time and full-time roles, where full-time roles 

are generally more interdependent (Broschak & Davis-Blake 2006; Chadwick & 

Flinchbaugh 2016).  
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The inclusion construct was incorporated in the PTWD Model as a way of testing 

the TPI, which suggests that reduced working hours can result in part-time employees 

feeling less included in the workplace, which can then impact on work outcomes  (Al 

& Anıl 2016; Clinebell & Clinebell 2007; Eckart 2012; Katz & Kahn 1966; Marchese 

& Ryan 2001; Thorsteinson 2003; Wittmer & Martin 2011). The identified differences 

in construct means suggests that part-time employees may indeed feel less included in 

the workplace. However, the additional constructs included in the model provided a 

way of identifying whether there may be other factors associated with perceptions of 

inclusion, apart from reduced working hours. Perceived inclusion was also positively 

correlated with other characteristics, including employees’ proactive personality and 

role autonomy. This expands existing knowledge about perceptions of inclusion of 

part-time employees, and the factors which may be associated with it. 

There was no significant difference between perceptions of job crafting behaviour 

between the Mature Part-time and Full-time employees. However, it is worth noting 

that Hypothesis 4a (predicting a positive relationship between working hours and 

perceptions of job crafting behaviour) was not supported in any of the samples. This 

suggests that it is the proactivity of an employee, and the degree of autonomy in their 

role, which may be related to job crafting behaviour, not how many hours an employee 

works. Furthermore, the PTWD Model suggests job crafting behaviour is also related 

to inclusion. So, while working hours may be related to perceptions of inclusion, 

working reduced hours is not related to an employee’s ability to job craft. This may 

suggest job crafting could be a helpful strategy to further increase perceptions of 

inclusion of part-time employees. 

In summary, Research Question One uncovered several findings. First, the 

comparison of construct means suggests that some part-time work challenges may be 

impacting on the perceptions of part-time employees. The positive relationships 

between the model constructs, and the model fit, may suggest that adjustments to work 

design elements, through job crafting, could be considered as a strategy to mitigate 

part-time work challenges. Second, the part-time employees in Study One perceived 

themselves to feel less included than those working full-time hours. Within the model, 

working hours, proactivity and autonomy were all positively associated with inclusion, 
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so this extends knowledge about which characteristics of part-time work may be 

associated with perceptions of inclusion. Research Question Two revealed, through 

the multi-group analysis in Study One, that all employees, regardless of part-time or 

full-time status, have the potential for producing similar work outcomes, regardless of 

part-time hours worked.   

6.2. Typologies and Part-time Experience of Work 

Research Question Three was addressed in Study Two, which demonstrated there were 

significant differences in perceptions between Mature Part-time and Student Part-time 

employees for role autonomy, exhibiting job crafting behaviours, proactive 

personality and working hours. This is consistent with previous research on student 

part-time work which has highlighted challenges, e.g. tasks being boring, unpleasant 

customers, lack of opportunities for career development, (Schoffstall & Arendt 2014), 

all of which reflect low quality work. 

The findings of Study Two are intended to increase understanding about the 

diversity of part-time employees and whether certain characteristics can be associated 

with part-time typologies. Such knowledge may help both part-time employees, and 

organisations, make more informed decisions about job suitability, with the aim of 

achieving good person-job fit. As an example, the significant difference between the 

Mature and Student Part-time samples in perceptions of autonomy may suggest 

student part-time employees tend to work in less autonomous roles. Both potential 

employees and employers can use this finding to consider whether a proposed part-

time role may be best suited to a Mature Part-time, or Student Part-time employee. 

The finding may also be useful to inform any ongoing work design aimed at enriching 

part-time roles over time, as employees gain more experience. 

It is possible the perceived increased autonomy (and job crafting) behaviour by 

the Mature Part-time employees may be a result of their greater years of work 

experience, which provides them with implicit (experiential) knowledge. Employees 

with more implicit knowledge are more likely to demonstrate positive work design 

behaviours (Parker, Andrei & Van Den Broeck 2019); furthermore, Mature Part-time 

employees may have progressed to more senior roles (with increased autonomy) and 
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have earned a level of trust from their managers and leaders over their longer tenure. 

This greater experience may also increase their ability to job craft successfully as job 

crafting requires background and experience within a role (Bakker, Tims & Derks 

2012; Kooij, Tims & Akkermans 2016). It is also possible that Mature Part-time 

employees may bring previous experience from similar roles which may also inform 

job crafting behaviours.  

In contrast, students have been described as naïve job designers (inexperienced 

and untrained) (Parker, Andrei & Van Den Broeck 2019), who do not have the implicit 

knowledge to consider work quality implications, rather, they consider tasks in a 

functional manner which results in simplified work design. Furthermore, many 

students report their study as their priority, which may result in the work design of 

their roles being of less importance to them (Crockford, Hordósy & Simms 2015; 

Haines, Doray-Demers & Martin 2018; Schoffstall & Arendt 2014; Sollitto et al. 

2016). This may result in them being less motivated to explore work design options as 

they are content to fulfil the existing requirements of the role. 

Increased perceptions of proactivity of the Student Part-time employees may be 

a result of their lower mean age. It is worth noting that Hypothesis 1b (which predicted 

a positive relationship between proactive personality and inclusion) was not supported 

by the Student Part-time data, while it was supported by both the Mature Part-time and 

Full-time data. While previous research has not supported significant differences in 

proactivity between older and younger people (Bertolino, Truxillo & Fraccaroli 2011), 

it does suggest that the way proactivity is displayed can differ. Younger employees’ 

proactivity may be more focused on career development and learning, rather than on 

behaviours associated with inclusion. 

The increased perceptions of work engagement of the Mature Part-time 

employees may be a result of different perceptions of the importance and nature of 

their work. A characteristic of the Student Part-time typology is that there are students 

for whom the motivation to work is to finance their study. In contrast, there may be 

Mature Part-time employees who work for personal fulfilment, and this may impact 

on their perceptions of engagement. In the analysis of the open-ended questions, in 
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Chapter Five, 19% of the Mature Part-time employees highlighted personal fulfilment 

as a benefit of working part-time, compared with only 7% of the Student Part-time 

responses; and only 11% of the Mature Part-time employees mentioned working for 

financial gain, compared with 24% of the Student Part-time employees. 

As model fit was achieved with both the Mature Part-time and Student Part-time 

data, this suggest all part-time employees should respond in similar ways to any 

changes in the constructs within the PTWD Model.  

The thematic analysis, undertaken as part of Study Two, supported the findings 

of the PTWD Model analysis. First, the Mature Part-time employees reported fewer 

challenges associated with their part-time employment than the Students, and this may 

reflect varying levels of job quality experienced by different part-time typologies. 

Second, both the Mature and Student part-time employees reported a lack inclusion as 

a challenge of their part-time work experience, and this supports the finding, in Study 

One, that the Mature Part-time employees reported lower perceptions of inclusion than 

the Full-time employees. 

In summary, there are several important findings related to the three research 

questions. First, Study One results revealed differences between part-time and full-

time employees’ experience of work, related to the work design elements of autonomy 

and task interdependence, and to perceptions of inclusion. The Study One multi-group 

analysis revealed that task interdependence plays a different role in perceived 

inclusion for full-time employees, in contrast with part-time employees. These results 

provide empirical evidence to support the importance of work design in the creation 

of good quality part-time work, and suggests part-time employees can be differentiated 

as a group in the context of work design and employee management. 

    Second, Study Two results revealed differences between groups of part-time 

employees’ experience of work (proactive personality, autonomy, working hours, job 

crafting and work engagement). Haines, Doray-Demers & Martin (2018) suggest there 

are good, bad, student and transition forms of part-time employment. The sample of 

Mature Part-time employees in this current study, who experienced greater autonomy, 

job crafting and work engagement than the Student sample, may have been 
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representative of a group experiencing ‘good’ quality part-time work. The Student 

sample reported more proactive behaviour, and, in the thematic analysis were more 

vocal about the WLB and financial benefits of their employment. This is consistent 

with the notion of ‘not so sad’ part-time employment, reflecting a “difficult situation, 

but one with some potential for a better future” (Haines, Doray-Demers & Martin 

2018, p. 136). An understanding of part-time employment differences may be useful 

to support efforts to match part-time employees with part-time roles, by providing an 

increased understanding of work motivations, levels of experience and work 

expectations associated with different part-time typologies.  

6.3. Contributions 

The PTWD Model testing results contribute to the existing body of knowledge of part-

time work in several ways. First, it has drawn together research findings from the part-

time, work design and organisational psychology literatures, to identify key factors 

associated with the experience of working part-time, and which may help differentiate 

work experiences of part-time and full-time employees. Multi-group analysis of the 

PTWD Model revealed similarities in the relationships between the model constructs, 

suggesting all employees, regardless of job status, have the potential to realise similar 

self-perceived levels of work engagement and performance behaviours. The 

acceptable model fit achieved, using three samples, suggests the model constructs may 

be useful for developing a better understanding of factors which are related to these 

work outcomes and employee experiences in part-time and full-time settings.  

Second, the analysis of construct means revealed significant differences in 

perceptions between Mature Part-time and Full-time employees related to the work 

design elements of autonomy and task interdependence, and to perceptions of 

inclusion. There were also differences between Mature Part-time and Student Part-

time employee perceptions of proactive personality, autonomy, working hours, job 

crafting and work engagement. This empirical evidence provides a contribution in an 

area where historically there has been a greater focus on qualitative research. The 

evidence from this research, that suggests part-time employees perceive they have less 

autonomy in their roles, compared with full-time employees, or perceive lower levels 
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of task interdependence, can be used when HRM practitioners and managers are 

identifying roles suitable for part-time employees. Similarly, such information can be 

useful when adapting an existing full-time role for a part-time employee. 

Third, this research has increased understanding of the role of inclusion in the 

experience of part-time employment. Previous research on the TPI has focused on the 

impact of reduced hours of work. The PTWD Model demonstrates that while there is 

a relationship between working hours and how included part-time employee feel in 

the workplace, inclusion is also related to autonomy, proactivity and job crafting. 

Autonomy and job crafting strategies are related to work design and as such, can be 

influenced, for example by assisting part-time workers to team craft, or encouraging 

them to proactively seek solutions to any challenges. Furthermore, an explicit focus 

by managers on providing an inclusive environment for part-time employees may also 

provide a mechanism for increasing perceptions of inclusion. The multi-group analysis 

of the PTWD Model also highlights that task interdependence has a positive 

relationship with inclusion for full-time employees only. This suggests part-time 

employees may be missing out on some opportunities to increase their perceptions of 

inclusion, through making changes to task interdependencies in their roles. 

Fourth, the testing of job crafting as a potential mitigating strategy for part-time 

employees was demonstrated in the PTWD Model. Job crafting has been widely 

researched and proposed as an effective strategy for full-time employees, however, 

little attention has been paid to whether the same proposed benefits may apply in the 

part-time context. The PTWD Model results suggests job crafting may indeed provide 

a tool by which part-time employees can bridge or close the gap between the 

challenges and benefits of part-time work. The finding in the PTWD Model analysis 

that job crafting mediates the relationships between proactive personality and work 

engagement, and autonomy and work engagement, for part-time employees, highlights 

job crafting should be explored as a potential HRM strategy for improving part-time 

employee experiences 

Finally, differences between contrasting samples of part-time employees with 

different characteristics (typologies) were demonstrated. The Mature Part-time and 
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Student Part-time samples used to test the PTWD Model reflected groups experiencing 

‘good’ and ‘student’ part-time employment (Haines, Doray-Demers & Martin 2018). 

The differences revealed by the PTWD Model analysis lends support to the importance 

of identifying different part-time work groups, both in future research, and also in the 

management of part-time employees, in efforts to achieve good person-job fit.  

Practically, the results from the PTWD Model testing provides evidence upon 

which to base work design decisions for individual part-time employees, and improve 

the likelihood of creating good person-job fit. In industries and organisations with 

higher proportions of part-time employees, this is an important contribution, and 

hence, the practical implications of the research are considered next. 

6.4. Practical Implications for Managing Part-time Employment 

Managers and employees could use the findings from the PTWD Model analysis to 

help identify how existing part-time work design, and the work environment, is 

impacting on part-time employees. The PTWD Model highlights job crafting as a 

possible managerial and HRM strategy. Job crafting is often referred to as proactive 

change made by individuals at their own initiative, as against as an organisational 

initiative (Bakker, Tims & Derks 2012).  However, it has also been suggested that 

exploring job crafting as a team can result in successful collaborative job crafting, so 

could be a useful approach to work redesign (Leana, Appelbaum & Shevchuk 2009).  

The PTWD Model highlights differences in perceptions of autonomy and task-

interdependence between part-time and full-time employees. This finding suggests 

that specific aspects of job crafting could be a focus. For example, task crafting may 

be helpful to identify whether there is enough autonomy or decision making in existing 

roles; and relational crafting may identify new or different beneficial working 

relationships. It has been suggested that managers play a strong role in work design 

(Parker, Andrei & Van Den Broeck 2019), so increasing managerial knowledge and 

understanding about job crafting approaches may help them to work more effectively 

with their part-time colleagues. Managers may also possess additional corporate 

knowledge to guide individual and team crafting initiatives, and help recognise any 

potential impacts of job crafting initiatives on broader organisational objectives. 
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The findings about autonomy and task interdependence could also be extended to 

the consideration of part-time work quality more generally. For example, performance 

review policy frameworks could include a section for part-time employees, which 

highlights autonomy and task interdependence as potential focal points. Manager 

training could include a recognition that work quality may be associated with the 

autonomy and task interdependence within a role, and that these factors should be 

considered when work is being allocated to part-time employees.   

The finding on task interdependence needs careful consideration as it can be very 

context specific. Increasing task interdependence in a part-time role (or when making 

changes through job crafting) can have positive or negative outcomes, depending on 

the context (Smith & McDonald 2016). While increased task interdependence may 

provide opportunities for increased interactions between part-time employees and 

their colleagues (and in the full-time PTWD Model, was shown be related to 

perceptions of inclusion in full-time employees), the reduced part-time working hours 

may result in disrupted workflows. Managers may be well placed to work with part-

time employees to determine how task interdependencies may be adjusted to result in 

positive work outcomes for the individual and the organisation. 

Part-time employment is often used by organisations to cover extended hour 

trading, or cope with peaks and dips in demand (Anxo, Hussain & Shukur 2012; Künn-

Nelen, de Grip & Fouarge 2013; Broschak & Davis-Blake 2006; George & 

Chattopadhyay 2015). While there may be less scope for individual or team crafting, 

due to existing services needing to be provided in a consistent way, work quality and 

design issues could be also considered in this context. Research suggests managers do 

not innately create enriched work design opportunities for employees they supervise, 

and that explicit training in work design should be included in management training, 

including academic programs (Parker, Andrei & Van Den Broeck 2019). Such training 

could include an understanding of part-time employment work quality.  

Attention to work design is particularly important in situations where a previously 

full-time employee may be returning to work on a part-time basis (e.g. as a new parent 

or following extended sick leave) or is transitioning to retirement, and such returns to 



150 

 

work may often be negotiated by a manager. Employees adjusting to a part-time role 

are often expected to keep doing the same role, in fewer hours, which can lead to work 

overload or intensification (Smith & McDonald 2016). The PTWD Model research 

findings suggest that HRM processes could be developed, which highlight the 

importance of examining levels of autonomy and task interdependence in the 

successful redesign of existing roles. Awareness, through training, could be raised in 

managers about work intensification for part-time employees. The redesign of a full-

time role should be considered to accommodate a different quantity or timing of 

working hours. For example, some tasks may need to be changed so that the resulting 

task interdependence is appropriate for the reduced hours, and role autonomy may also 

need to be adapted to suit the part-time context. 

The role leaders and managers play in modelling desired behaviours and 

expectations has been identified as instrumental in shaping an organisational 

environment, with supportive managerial and leadership behaviour having been 

shown to play an important role in fostering an inclusive culture (Boekhorst 2015; 

Lirio et al. 2008). The significant differences between the Mature Part-time and Full-

time samples, associated with work design and inclusion, may suggest that some 

organisational leaders are not aware of the implications of the working environments 

they are shaping. If part-time employees are not being included in learning and 

development activities, are being overlooked for promotional positions, and a culture 

has developed that is not positive towards part-time employment, this may reflect a 

lack of leadership support for part-time work (Baird, Charlesworth & Heron 2010; 

Omar et al. 2011; Saint-Martin & Venn 2010; Smith & McDonald 2016; Wittmer & 

Martin 2011). 

The extent to which leaders and managers embrace diversity and inclusion has 

been shown to have a positive effect on work group performance (Akron et al. 2016). 

Within the Mature Part-time sample, there were many older and experienced 

employees, with 19% transitioning to retirement, so it is possible that this group of 

part-time employees have expertise which should be harnessed by the organisation. 

Where diversity is embraced, and the strengths that different work group members 
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bring to the work group are recognised, this can result in increased work group 

performance (Akron et al. 2016). 

Related to workplace diversity is the potential impact of unconscious bias, or non-

intentional opinions derived about others based on assumptions and stereotypes (Lee 

2005). Some part-time challenges may reflect unconscious bias, e.g. assumptions that 

part-time employees are not as dedicated to their roles as full-time employees, or may 

not be interested or able to manage promotional opportunities (Baird, Charlesworth & 

Heron 2010). This may be exacerbated by the lower representation of women and 

other minority groups within managerial positions (Mor-Barak 2013). Strong 

leadership and awareness about the potential impact of unconscious bias may assist 

with addressing some part-time work challenges for individuals. 

Analysis of the PTWD Model in Study Two supported the existence of different 

perceptions of employees from two contrasting part-time typologies. This knowledge 

may assist with the allocation of tasks by managers. If a work group contains several 

part-time employees, there may be some tasks or roles more suited to some typologies 

than others. As an example, a Student Part-time employee may be more suited to 

completing non-urgent data entry and record keeping tasks, which may be of an ad-

hoc or seasonal nature, due to their relative lack of previous experience and the 

opportunity to complete the work in times outside their university commitments. In 

contrast, a Mature Part-time employee may have more experience and an ability to 

work more regular hours, so could fulfil a more complex and interdependent role.   

Work-hours fit reflects a match between the hours a person wants to work 

(perhaps incorporating a trade-off between additional financial benefit and time able 

to be spent on other priorities) and the hours available within a role (Sturman & Walsh 

2014). Student Part-time employees may be satisfied with a role with fewer, or 

unusual, working hours, as a trade-off for being available for their university 

commitments. Part-time roles with seasonal workload variations may be better suited 

to a Student Part-time employee, as such roles may have better work-hours fit for a 

student than for a Mature Part-time employee who seeks regular hours. While part-

time work is often considered to be of poor quality, there is also part-time work, which, 
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if matched to the right employee typology, can be considered ‘not so sad’ (Haines, 

Doray-Demers & Martin 2018).  

In summary, the PTWD Model analysis findings offer insights into ways that that 

both part-time employees, and managers, can contribute to the improvement of part-

time work quality. The promotion of an inclusive environment for all employees may 

help address the demonstrated differences in the experience of work between part-time 

and full-time employees. 

6.5. Limitations  

A first limitation of the PTWD Model testing is that the results are based on same-

source data. The part-time and full-time employees in the samples responded to self-

reporting measures of all of the PTWD Model constructs. This limitation is commonly 

cited in social science research, particularly in measures associated with work 

outcomes, e.g. performance, whereby some bias can result from people reporting on 

their own opinions of their performance (Bakker, Tims & Derks 2012; Carpenter, 

Berry & Houston 2014; de Menezes & Kelliher 2011; Griffin, Neal & Parker 2007). 

It has been recommended to, where possible, combine self-reports with supervisor 

reports to seek a more objective measure of work outcomes, and methodologies used 

to achieve this include the use of dyads, or matched pairs of respondents (Bakker, 

Tims & Derks 2012; Goris, Vaught & Pettit 2000).   

The use of dyads was considered when testing the PTWD Model. This may have 

been successfully achieved if the samples were being drawn from within one or several 

organisations, as employee and manager pairings could have been identified and the 

research context could have been explained to the potential respondents. However, as 

previous studies of part-time employment have often focused only on one or two 

industry sectors or organisations, potentially ignoring possible typologies, the decision 

was made to identify respondents from across the range of service industries, using a 

commercial on-line panel, where collecting data from marched pairs is more difficult. 

A further consideration when developing the methodology for testing the PTWD 

Model, and when deciding on whether to use self-reporting, related to the nature of 
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some of the model constructs. It has been argued that where constructs require the 

measure of self-perception, self-reporting is the most accurate form of measurement 

(Downey et al. 2015). Inclusion was an important element of the PTWD Model, and 

it could be argued that only an individual can report how included they are feeling in 

a social setting. Engagement is similar, in that a manager may be able to provide their 

view on how engaged employees may behave, however it is the employees themselves 

who know how engaged they actually feel. 

Related to self-reporting is the potential for common method bias, when using 

single source, cross-sectional research designs. This can result in misleading research 

conclusions (Podsakoff 2003). In the analysis of the model, in Chapter Four, full 

collinearity VIF values suggest that the model has not been impacted by common 

method bias. It is important to consider the possibility of such bias in any future 

methodological approaches.  

A second potential limitation relates to the definition of part-time work. As the 

samples were being collected from Australia, the ABS definition, which classifies 

working hours less than 35 hours per week as part-time, was used when testing the 

PTWD Model. This is in contrast with the OECD definition which uses a 30 hour per 

week cut-off. The Model was tested, using a 30 hours per week cut-off, and similar 

results were evident, however this definitional issue could provide an avenue for future 

research and is discussed further in future research suggestions. 

A third limitation relates to concurrent research which has been undertaken on 

part-time typologies. Haines, Doray-Demers & Martin (2018) suggest there are four 

part-time sub-categories (good, bad, student and transition) and this informed the 

identification of the Student Part-time sample. While the comparison between the 

Student and Mature Part-time samples, used to test the PTWD Model, suggested the 

Mature Part-time employees may have been involved in better quality work than the 

Students, the sample may have also included representatives involved in ‘bad’ or 

‘transition’ part-time work. The potential for the further development of part-time 

typologies is discussed further in future research suggestions.  
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A final limitation, and one that may be relevant in the broader social science 

context, relates to concerns about the quality of data collected using online panels. 

Data quality issues may result from bias towards respondents with internet access, 

self-selection bias, or less reliable responses which may result from the anonymity of 

the panel structure (Callegaro 2014; Smith et al. 2016). To mitigate these concerns, 

when designing the questionnaire, consideration was given to features like the clarity 

of question wording, rotation of the order of questions and inclusion of a progress bar. 

The research data was examined to identify poor-quality responses using measures 

such as very fast response times (implying respondents had rushed and not carefully 

considered the questions) and straight-lining (Smith 2016).   

Despite these challenges, online panels, particularly those based on 

crowdsourcing platforms (e.g. MTurk), are being increasingly used in social science 

research as they provide researchers with cost effective and easy access to samples 

(Kees et al. 2017). Kees et al. (2017) compared data quality and validity issues 

associated with different data collection approaches (in an advertising setting). The 

data collected using MTurk was considered to be of good quality with respect to a 

number of criteria, e.g. measure reliability, cost and attention checks. 

6.6. Future Research 

A first recommendation for future research relates to the outcome measures used in 

the PTWD Model. More objective assessments of performance may be possible 

through the design of studies using a combination of dyads, or matched pairs, to 

externally measure part-time performance outcomes, e.g. IRB and OCBO, and self-

report measures where a construct requires a measure of self-perception, e.g. inclusion 

or work engagement.  

A second recommendation for future research is to test the PTWD Model in a 

region which measures, and conceptualises, part-time employment within the context 

of a 30 hours per week cut-off. Such research could facilitate cross-cultural 

comparisons into how organisations in different OECD countries manage their part-

time employees and work design.  
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A third recommendation is to further examine the characteristics, and perceptions 

of work outcomes, of different part-time typology groups. While the ‘Student’ Part-

time sample in this research was quite clearly defined, according to the Haines, Doray-

Demers & Martin (2018) work, additional demographic screening and questions could 

be included in future quantitative research to identify samples reflecting the other 

typology groups. 

Similarly, there are some other sub-groups within the workforce who may benefit 

from analysis using the PTWD Model, e.g. virtual workers, employees who job share, 

involuntary part-time employees (most respondents in Studies One and Two were 

working part-time voluntarily) and volunteer workers (who often work in a part-time 

capacity). The investigation of job sharing as a flexible work strategy may also provide 

additional insights into the role of task interdependencies. In order to successfully job 

share, employees may have developed strategies for managing interdependencies and 

relationships between themselves and their job share partner. This is an important 

avenue for future research due to the growth in part-time employment in Australia. 

A fourth recommendation for future research is to more closely examine the 

relationships between task interdependence, inclusion and job-crafting. Within the job 

crafting literature, task interdependence has been associated with fewer opportunities 

to job craft, due to the individual nature of job crafting (Wrzesniewski & Dutton 2001). 

However, the extension of job crafting theory to encompass team crafting (Leana, 

Appelbaum & Shevchuk 2009; Mäkikangas 2018), and the finding in the PTWD 

Model analysis that task interdependence can influence perceptions of inclusion for 

full-time employees but not for part-time employees, suggests that these three 

constructs could be further examined to identify whether there are contexts in which 

part-time employees may be able to benefit from increased interdependencies within 

their work design. 

A fifth recommendation for future research is to further examine the use of the 

inclusion and job crafting scales used to measure constructs in the PTWD Model, in 

relation to their association with part-time work challenges. The inclusion scale has 

been traditionally used to measure inclusion from a workplace diversity perspective. 
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It includes items which relate to relationships within the workplace, the sharing of 

information, feeling respected by peers, influencing work assignments and 

participating in training (Mor-Barak & Cherin 1998), all of which are consistent with 

the types of issues which may impact on part-time employees.  

After the removal of inclusion items with low loadings in the PTWD Model, only 

eight of the original fourteen items remained. Only one item from the Access to 

Communication and Resources sub-scale remained. Further testing of which inclusion 

items are most relevant for part-time work, and testing other inclusion scales, might 

identify alternative ways of measuring the perceptions of inclusion of part-time 

employees. The thematic analysis of the Mature and Student Part-time employee 

groups also highlighted issues of inclusion in relation to their experiences with part-

time work.  There may also be potential to undertake research into the use of inclusion 

items in HRM diagnostic tools, e.g. 360-degree feedback questionnaires, to address 

the important role management can play in creating a supportive, inclusive culture for 

part-time work.  

Similarly, all of the items from the Relational Crafting sub-scale of the JCQ were 

removed due to low loadings. There may be a connection between the lack of task 

interdependence in part-time roles, and opportunities to implement relational crafting 

strategies. Future research using the JCQ would help confirm the construct validity of 

each of the sub-scales in the context of part-time work, as well as the higher order total 

job crafting measure. Schachler et al (2019) assessed the psychometric properties of a 

German translated version of the JCQ, among a sample of German employees, and 

found the scale to be an acceptable tool in that language and culture; and in a finding 

relevant to the PTWD Model, did not find that different working hours impacted on 

job crafting behaviour. 

A sixth recommendation for future research, while not examined in this thesis, is 

to explore how evolving communication technologies may impact on work design 

possibilities for part-time employees, by providing tools to help mitigate some 

challenges of part-time work. Communication technology advances have been 

credited with increasing opportunities for increased workplace flexibility (Biron & 
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van Veldhoven 2016; Lawrence & Corwin 2003; Piszczek 2017) and such technology 

solutions and applications might provide part-time employees and organisations with 

tools to assist with addressing part-time work challenges associated with 

communication, e.g. knowledge sharing.  

Social media platforms have been highlighted as a potential professional tool for 

part-time employees to nurture work relationships, e.g. one study, which examined 

Facebook use by employees in a work-based context, found part-time employees were 

greater users of Facebook for maintaining relationships with their co-workers than 

their full-time colleagues (Robertson & Kee 2017). The researchers suggested this 

increased use represented an attempt by part-time employees to maintain working 

relationships through the use of social media, to mitigate the implications of spending 

less face-to-face time in the workplace. This is an interesting finding given the results 

of this thesis in relation to part-time employees feeling less included. 

Furthermore, there was a suggestion that part-time employees may be using 

Facebook in the hope that they can maintain visibility to increase the likelihood of 

later full-time work. Recommendations from the aforementioned study included 

organisations strategically using Facebook for both social networking and task related 

activities. Given the strong use of the social media applications by part-time 

employees reported in the study, such a strategy might be considered particularly 

useful for part-time employees. There is some evidence to suggest that similar social 

media applications are in use by organisations, for example, Yammer, which has a 

similar function to Facebook, and is considered a professional application (Crozier 

2018). 

A seventh recommendation for future research is to study the effectiveness and 

impact of HRM policies and strategies used by organisations and governments to try 

and create a supportive culture for part-time and other flexible work opportunities. 

Some organisations have generous flexible work policies which reflect a changing 

workforce, a shift from the importance of work processes to work outcomes, an 

acknowledgement of the importance of WLB and an understanding of the potential for 
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improved performance outcomes as a result of employees having more control over 

how and when they work (EY 2018a; Queensland Government 2019).  

From a government and legal perspective, the provision within the Fair Work Act 

2009 in Australia, which provides eligible workers with the right to negotiate flexible 

work arrangements (Fair Work Ombudsman 2019), provides a safety net for many 

workers with respect to the negotiation of part-time or other forms of flexible work in 

certain situations. Organisations may need to take these provisions into consideration 

when developing their flexible work policies and also consider whether they wish to 

broaden the coverage of the flexible work policies to reflect the changing workforce. 

Evidence suggests that some resentment can arise when not all employees are equally 

entitled to access flexible working arrangements (Chadwick & Flinchbaugh 2016).  

Government and social policy may also be able to play a role in supporting 

improved quality and opportunities for part-time work. One example of a proposed 

government policy was targeted at parents wishing to return to work after having 

career break for family reasons. Funding was to be allocated for a Mid-Career-

Checkpoint Program (Hennessy 2019), which would include career coaching to assist 

participants with identifying training opportunities, interview tips and career planning. 

Such coaching could be extended to include information about how to address 

potential part-time work challenges, particularly those associated with part-time work 

design, and provide guidance about the potential value of individual and collaborative 

job crafting. 

A final recommendation for future research is to design studies that examine data 

quality in organisational behavioural and psychological research. The use of 

specialised data collection software and other hardware developments are believed to 

assist with addressing some data quality concerns (Callegaro 2014), however other 

researchers have suggested more work is needed on the development of tools and 

techniques aimed at increasing data quality (Kees et al. 2017). 
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6.7. Conclusion 

The three research questions, and the development and testing of the PTWD Model, 

were all aimed at building a stronger picture of the part-time work landscape. Asking 

questions about whether part-time employees experience work differently to full-time 

employees, and whether this is associated with their work engagement and 

performance, is important in a changing world of work where increasing numbers of 

employees are seeking alternatives to traditional full-time work arrangements. There 

was a particular focus on whether part-time employees felt less included than full-time 

employees, and how much this relates to the reduced hours they work.  

Study One demonstrated that significant differences existed between the 

perceptions of the Mature Part-time and Full-time employees in the work design 

elements of autonomy and task interdependence. These findings suggest that job 

crafting strategies, associated with the autonomy and task interdependence of a part-

time work role, could potentially close the gap between part-time and full-time 

experiences of work. Study One also demonstrated reduced perceptions of inclusion 

of the part-time employees and that these perceptions were related to autonomy and 

proactivity, in addition to part-time working hours. This finding suggests that inclusive 

managerial workplace behaviours may benefit part-time employees, particularly if 

managers encourage job crafting strategies that may promote stronger working 

relationships between part-time employees and their colleagues. 

The comparison of the relationships between the PTWD Model constructs 

(proactive personality, autonomy, task interdependence, working hours, job crafting, 

inclusion, work engagement, IRB and OCBO), between part-time and full-time 

employees, suggests management and HRM theories and strategies can be equally 

effective, regardless of work status. The one difference in this comparison, the 

relationship the relationship between task interdependence and inclusion, may reflect 

the difference in the quality of some part-time roles. 

Study Two provided a closer examination of the characteristics of part-time 

employees, why they work part-time, what matters to them, and whether contrasting 

groups (part-time typologies) experience work differently, which is important, as it is 
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evident that there is some distinct variation between the groups. This knowledge may 

help to increase the likelihood of being able to achieve both person-job and work-

hours fit for part-time employees, and for the organisations for which they work. The 

differences in perceptions of autonomy, task interdependence and job crafting, 

between Mature Part-time and Student Part-time employees, supports suggestions that 

part-time work quality can vary and that the quality of part-time work can be more 

challenging for some groups of part-time employees than others. 

In conclusion, the incidence of part-time employment is increasing and reflects a 

world of work that continues to change, influenced by advances in technology and 

evolving societal expectations. Challenges have been associated with working part-

time hours, and the PTWD Model testing supports suggestions that some challenges 

may be associated with the design of part-time roles. The multi-group analysis of the 

PTWD Model suggests strategies such as job crafting, usually considered in a full-

time context, should be equally effective for part-time employees.  

All employees, regardless of their work status, should be able to benefit from 

advances in understanding about what constitutes, and how to promote, better quality 

work. The implementation of strategies like job crafting, increasing awareness by 

managers that their part-time employees may be feeling less included, and identifying 

whether part-time roles have been designed to accommodate reduced hours, are all 

examples of initiatives that could make a difference to how part-time employees 

experience work. In industries where part-time employees form a large proportion of 

their workforce, such initiatives are particularly important. 

There is an exciting opportunity to use the findings of this research to improve 

the working lives of the many people who work part-time. The responsibility for 

change can lie in two places. First, part-time employees can use this knowledge to 

identify the sorts of changes they might proactively initiate to improve their roles. 

Second, managers can both promote inclusive workplaces, and support part-time 

employees to identify how a part-time role can be better crafted, to create an outcome 

that benefits all. 
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Appendix A: Online Questionnaire Sample 

Title: Different working hours 

Do you currently work? 

o Yes 

o No  

This research is being undertaken as part of a doctoral student project through the 

University of Western Australia. The research comes in response to changes in the 

way people work in Australia, including the number of hours they work each week 

(for example, part-time workers, casual workers, full-time workers). Increasing 

numbers of Australians are working part-time, with Australia having the third highest 

rate of part-time work in the world (Organisation for Economic Cooperation and 

Development 2016). The responses you provide can inform workforce policy about 

accommodating different working hours.    

Please be assured that all of your responses will remain confidential, you cannot be 

identified from your responses, and only the research student and supervisors will have 

access to the data, which will be securely stored. 

Background   

This survey aims to explore the relationships between work design strategies, 

inclusion, pro-activity, engagement and performance of employees to provide 

evidence for the development of work implementation policies and strategies to 

accommodate different working hours. Such policies may contribute to the better 

integration of different working arrangements within organisations and help address 

some of the challenges associated with these differences for both employees and 

organisations 

Timing   

This survey will take approximately 15 - 25 minutes. You may opt to leave the survey 

at any time. 
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Any Further Questions:  

If you have any further questions about this research, please contact the researchers 

named below. 

Dr Sandra Kiffin-Petersen   

Senior Lecturer Management and Organisations 

UWA Business School 

University of Western Australia 

Ph: +61 8 6488 3070 

Email:  Sandra.Kiffin-Petersen@uwa.edu.au  

Ms Jennifer Sarich 

Doctoral Candidate 

UWA Business School 

University of Western Australia 

Ph: 0421610591 

Email: 18518110@student.uwa.edu.au   

Ethics Approval 

Approval to conduct this research has been provided by the University of Western 

Australia, in accordance with its ethics review and approval procedures. Any person 

considering participation in this research project, or agreeing to participate, may raise 

any questions or issues with the researchers at any time. In addition, any person not 

satisfied with the response of researchers may raise ethics issues or concerns, and may 

make any complaints about this research project by contacting the Human Ethics 

Office at the University of Western Australia on (08) 6488 3703 or by emailing to 

humanethics@uwa.edu.au. All research participants are entitled to retain a copy of any 

Participant Information Form and/or Participant Consent Form relating to this research 

project. 

CONSENT  

By clicking on the below, you are agreeing to participate in this research. 

o I agree to participate in this research   

mailto:Sandra.Kiffin-Petersen@uwa.edu.au
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PT OR FT  

Do you work in a part-time job, which means you work less than 35 hours per week 

(not including any extra overtime you might do) or a full-time job (over 35 hours per 

week)? If you have more than one part-time role, then choose the one with the most 

hours. 

o I work part-time 

o I work full-time 

INDUSTRY: In this research we are examining work in service industries. What type 

of service industry do you work in? 

o Financial and insurance services 

o Rental, hiring and real estate services 

o Professional, scientific and technical services 

o Administrative and support services 

o Public administration and safety  

o Education and training 

o Health care and social assistance 

o Arts and recreation services  

o Other services 

o I don't work in a service industry 

CONTRACT: What type of employment contract arrangement do you have?  

o Casual part-time arrangement 

o Short term part-time contract 

o Ongoing part-time position / appointment 

o Full-time fixed term contract 

o Full-time ongoing appointment 

o Other 

REG HOURS: Are the number of hours you work similar from week to week, even if 

you work the hours at slightly different times? 
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o Yes 

o No 

6 MONTHS: How long have you worked in your current role? 

o Less than 6 months 

o Longer than 6 months 

YEARS WORKED: How many years have your worked in your current role? 

PROACTIVITY: The next set of questions relate to how you feel about your personal 

behaviour. Please indicate the extent to which you disagree or agree with the following 

statements: 

1. I am constantly on the lookout for new ways to improve my life. 

2. I feel driven to make a difference in my community, and maybe the world. 

3. I tend to take the initiative to start new projects.   

4. Wherever I have been, I have been a powerful force for constructive change. 

5. I enjoy facing and overcoming obstacles to my ideas. 

6. Nothing is more exciting than seeing my ideas turn into reality. 

WORKING HOURS: Under your work contract, how many hours a week do you 

work? (Please do not include any voluntary or involuntary overtime you may 

sometimes do in addition to your normal hours.) 

AUTONOMY:  Please indicate the extent to which you disagree or agree with the 

following statements. 

1. This job allows me to make my own decisions about how to schedule my work. 

2. The job allows me to decide on the order in which things are done on the job. 

3. The job allows me to plan how I do my work. 

4. The job gives me a chance to use my personal initiative or judgement in carrying 

out the work. 

5. The job allows me to make a lot of decisions on my own. 

6. The job provides me with significant autonomy in making decisions. 

7. The job allows me to make decisions about what methods I use to complete my 

work. 
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8. The job gives me considerable opportunity for independence and freedom in how 

I do the work. 

9. The job allows me to decide on my own how to go about doing my work. 

TASK INTERDEPENDENCE:  The next set of questions relate to how you feel about 

how your job relates to others at work. Please indicate the extent to which you disagree 

or agree with the following statements: 

1. This job requires me to accomplish my job before others complete their jobs. 

2. Other jobs depend directly on my job. 

3. Unless my job gets done, other jobs cannot be completed. 

4. The job activities are greatly affected by the work of other people. 

5. The job depends on the work of many different people for its completion. 

6. My job cannot be done unless others do their work. 

JOB CRAFTING: The next set of questions relate to things you do and feel about 

work. Please indicate the extent to which you believe the following statements apply 

to you: 

1. Introduce new approaches to improve your work. 

2. Change the scope or types of tasks that you complete at work. 

3. Introduce new work tasks that better suit your skills or interests. 

4. Choose to take on additional tasks at work. 

5. Give preference to work tasks that suit your skills or interests. 

6. Think about how your job gives your life purpose. 

7. Remind yourself about the significance your work has for the success of the 

organisation. 

8. Remind yourself of the importance of your work for the broader community. 

9. Think about the ways in which your work positively impacts your life. 

10. Reflect on the role your job has for your overall well-being. 

11. Make an effort to get to know people well at work. 

12. Organise or attend work related social functions. 

13. Organise special events in the workplace (e.g., celebrating a co-worker's birthday). 

14. Choose to mentor new employees (officially or unofficially). 

15. Make friends with people at work who have similar skills or interests. 
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INCLUSION:  This set of questions relate to feelings and opinions you have at work. 

Please indicate the extent to which you Disagree or Agree with the following 

statements: 

1. I feel part of informal discussions in my work group. 

2. I don’t feel isolated from my work group. 

3. My work group members share information with me. 

4. People in my work group listen to what I say. 

5. My judgment is respected by members of my work group. 

6. Work group members make me feel a part of decisions. 

7. I am able to influence organizational decisions. 

8. I am able to influence work assignment decisions. 

9. I am consulted about important project decisions. 

10. I have a say in the way work is performed. 

11. I am provided feedback by my boss. 

12. I have access to training I need. 

13. I have all the materials I need to do my job. 

14. I often receive input from my supervisor. 

WORK ENGAGEMENT: The next set of questions relate to how you feel at work. 

Please indicate the extent to which you believe the following statements apply to you: 

1. At my work, I feel bursting with energy.   

2. At my job, I feel strong and vigorous.  

3. When I get up in the morning, I feel like going to work.  

4. I am enthusiastic about my job.  

5. My job inspires me. 

6. I am proud of the work that I do.  

7. I feel happy when I am working intensely. 

8. I am immersed in my work. 

9. I get carried away when I am working. 

WORK PERFORMANCE: The next set of questions relate to how you feel about your 

performance at work. Please indicate the extent to which you believe the following 

statements apply to you: 
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1. I adequately complete my assigned duties. 

2. I fulfil my responsibilities specified in my job description. 

3. I perform tasks that are expected of me. 

4. I meet the formal performance requirements of the job. 

5. I engage in activities that will directly affect my performance evaluation. 

6. I neglect aspects of the job I am obligated to perform. 

7. I perform essential duties.  

8. I give advance notice when unable to come to work. 

9. I don’t take undeserved work breaks. 

10. I don’t spend a great deal of time on personal phone conversations. 

11. I don’t complain about insignificant things at work. 

12. I conserve and protect organisational property. 

13. I adhere to informal rules devised to maintain order. 

WORK PERFORMANCE COMPARED: Compared with your full-time colleagues 

with a similar job position, how would you rate your.... 

1. current quality of performance?   

2. current quantity of performance? 

3. current overall performance? 

WORK-LIFE BALANCE: The next set of questions relate to feelings and opinions 

you have about work and home life. Please indicate the extent to which you believe 

the following statements apply to you: 

1. The demands of my work interfere with my home family life. 

2. The amount of time my job takes up makes it difficult to fulfil family 

responsibilities. 

3. Things I want to do at home do not get done because of the demands my job puts 

on me. 

4. My job produces strain that makes it difficult to make changes to my plans for 

family activities. 

5. Due to work-related duties, I have to make changes to my plans for family 

activities. 
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CHALLENGES: What are the main challenges in your day to day work associated 

with the usual number of hours you work each week? 

BENEFITS: What are the main benefits in your day to day work associated with the 

usual number of hours you work each week? 

DEMOGRAPHIC INFORMATION 

INTRODUCTION: Could you please answer the following demographic questions? 

GENDER: What is your gender? 

o Male 

o Female 

o Other/Undefined  

AGE: What age were you at your last birthday? 

EDUCATION: What is your highest education level? 

o Primary School 

o High School 

o Trade Certificate or Diploma 

o Bachelor Degree 

o Masters Degree 

o Doctorate Degree  

TITLE: What is your position title / work classification? 

VOLUNTARY: If you work part-time, are you working voluntarily or involuntary 

part-time?  

o Voluntary, I want to work part-time 

o Involuntary, I would prefer to be working full-time 

o Not applicable, I work full-time 

REASON: What is your main reason for working part-time/full-time?   

o Work-life balance 

o Dual-income family  
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o Caring for young children 

o Caring for partner or other 

o I am studying 

o I have more than one part-time role 

o I am transitioning to retirement 

o I work part-time involuntarily 

o Financial reasons 

o I am the sole breadwinner  

o Other ________________________________________________ 

THANK YOU  

You have now completed the survey. Thank you for participating in this research. 

Your responses will inform the development of strategies for the better 

implementation of different working hours within organisations. 
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Appendix B: Additional Detail on Questionnaire Items 

Table 1: Descriptive Statistics for All Items  

Note - * = Item retained in final model 

 Mature Part-time (n=160) Full=Time (n=148) Student Part-time (n=164) 
 

Construct Items Mean SD Skewness Mean SD Skewness Mean SD Skewness 

PROACTIVE PERSONALITY:  

Cronbach Alpha: .85 

1. I am constantly on the lookout for 

new ways to improve my life 

5.26 1.26 -.85 5.43 1.17 -.63 5.63 1.16 -1.29 

2. I feel driven to make a difference in 

my community, and maybe the 

world* 

4.73 1.38 -.56 4.76 1.46 -.57 5.25 1.32 -.54 

3. I tend to take the initiative to start new 

projects*  

4.52 1.36 -.47 4.81 1.54 -.40 4.98 1.39 -.63 

4. Wherever I have been, I have been a 

powerful force for constructive 

change* 

4.23 1.34 -.10 4.65 1.47 -.32 4.63 1.36 -.44 

5. I enjoy facing and overcoming 

obstacles to my ideas* 

4.86 1.24 -.21 4.93 1.37 -.76 5.23 1.25 -.76 
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Construct Items Mean SD Skewness Mean SD Skewness Mean SD Skewness 

6. Nothing is more exciting than seeing 

my ideas turn into reality 

5.19 1.22 -.36 5.27 1.28 -.98 5.64 1.25 -.86 

AUTONOMY:   

Cronbach Alpha: .85, .85, .88 

Work Scheduling Autonomy          

1. This job allows me to make my own 

decisions about how to schedule my 

work 

4.63 1.77 -.46 5.03 1.60 -.82 4.34 1.69 -.43 

2. The job allows me to decide on the 

order in which things are done on the 

job* 

4.89 1.56 -.68 5.08 1.45 -.97 4.26 1.69 -.41 

3. The job allows me to plan how I do 

my work* 

5.06 1.49 -.66 5.35 1.32 -1.01 4.46 1.65 -.53 

Decision Making Autonomy          

4. The job gives me a chance to use my 

personal initiative or judgement in 

carrying out the work* 

5.32 1.28 -.71 5.49 1.20 -.82 5.05 1.54 -.84 

5. The job allows me to make a lot of 

decisions on my own* 

5.11 1.39 -.53 5.32 1.37 -.96 4.76 1.62 -.61 

6. The job provides me with significant 

autonomy in making decisions* 

4.86 1.49 -.41 5.18 1.44 -.91 4.71 1.55 -.61 
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Construct Items Mean SD Skewness Mean SD Skewness Mean SD Skewness 

Decision Making Autonomy          

7. The job allows me to make decisions 

about what methods I use to complete 

my work* 

5.08 1.54 -.66 5.36 1.33 -.96 4.72 1.63 -.69 

8. The job gives me considerable 

opportunity for independence and 

freedom in how I do the work* 

4.93 1.51 -.52 5.34 1.30 -.87 4.65 1.72 -.50 

9. The job allows me to decide on my 

own how to go about doing my work* 

4.96 1.50 -.53 5.36 1.24 -.79 4.63 1.72 -.57 

TASK INTERDEPENDENCE: 

Cronbach Alpha: .80, .84 

Initiated Interdependence          

1. This job requires me to accomplish 

my job before others complete their 

jobs 

3.61 1.61 .00 4.42 1.68 -.39 4.02 1.72 -.14 

2. Other jobs depend directly on my job 4.44 1.77 -.33 5.07 1.46 -.67 4.54 1.67 -.51 

3. Unless my job gets done, other jobs 

cannot be completed* 

4.33 1.75 -.28 4.85 1.69 -.57 4.29 1.74 -.27 

Received Interdependence          

4. The job activities are greatly affected 

by the work of other people* 

4.58 1.61 -.39 5.20 1.36 -.64 4.62 1.55 -.66 
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Construct Items Mean SD Skewness Mean SD Skewness Mean SD Skewness 

5. The job depends on the work of many 

different people for its completion* 

4.49 1.78 -.39 5.04 1.54 -.77 4.79 1.71 -.57 

6. My job cannot be done unless others 

do their work 

4.48 1.70 -.38 5.03 1.56 -.72 4.39 1.79 -.29 

WORKING HOURS:  

 19.70 8.35 -.25 39.24 4.41 3.92 15.68 7.13 .55 

JOB CRAFTING (JCQ):  

Cronbach Alpha: .91 (total job crafting) 

Task Crafting          

1. Introduce new approaches to improve 

your work* 

4.11 1.56 -.31 4.73 1.41 -.57 3.48 1.29 -.11 

2. Change the scope or types of tasks 

that you complete at work* 

3.78 1.76 -.07 4.49 1.42 -.32 3.35 1.37 -.16 

3. Introduce new work tasks that better 

suit your skills or interests 

3.78 1.79 -.01 4.61 1.50 -.54 3.42 1.38 -.26 

4. Choose to take on additional tasks at 

work 

4.43 1.61 -.38 4.95 1.47 -.77 3.84 1.26 -.36 

5. Give preference to work tasks that 

suit your skills or interests 

4.50 1.76 -.57 4.80 1.45 -.78 3.92 1.40 -.51 
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Construct Items Mean SD Skewness Mean SD Skewness Mean SD Skewness 

Cognitive Crafting          

6. Think about how your job gives your 

life purpose* 

4.51 1.69 -.48 4.59 1.58 -.66 2.98 1.49 .27 

7. Remind yourself about the 

significance your work has for the 

success of the organisation* 

4.64 1.74 -.57 4.77 1.48 -.57 3.37 1.44 -.04 

8. Remind yourself of the importance of 

your work for the broader 

community* 

4.54 1.81 -.42 4.66 1.54 -.54 3.16 1.42 .12 

9. Think about the ways in which your 

work positively impacts your life* 

4.61 1.68 -.48 4.75 1.58 -.66 3.60 1.41 -.29 

10. Reflect on the role your job has for 

your overall well-being* 

4.71 1.61 -.56 4.84 1.30 -.66 3.68 1.33 -.35 

Relational Crafting          

11. Make an effort to get to know people 

well at work 

4.94 1.62 -.65 5.15 1.44 -.79 4.52 1.33 -.73 

12. Organise or attend work related social 

functions 

4.12 1.88 -.26 4.41 1.77 -.56 3.73 1.52 -.26 

13. Organise special events in the 

workplace (e.g., celebrating a co-

worker's birthday) 

3.79 1.86 .03 4.28 1.84 -.38 3.01 1.56 .21 
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Construct Items Mean SD Skewness Mean SD Skewness Mean SD Skewness 

14. Choose to mentor new employees 

(officially or unofficially) 

3.93 1.86 .04 4.68 1.67 -.60 3.70 1.55 -.24 

15. Make friends with people at work 

who have similar skills or interests 

4.72 1.68 -.47 4.88 1.54 -.57 4.52 1.30 -.85 

INCLUSION:  

Cronbach Alpha: .84  

Work Group Involvement (WGI)          

1. I feel part of informal discussions in 

my work group 

4.72 1.70 -.61 5.26 1.34 -.85 5.31 1.44 -1.30 

2. I don’t feel isolated from my work 

group 

5.09 1.55 -.89 5.22 1.50 -.71 5.38 1.42 -1.10 

3. My work group members share 

information with me* 

5.20 1.37 -.85 5.47 1.25 -1.10 5.62 1.22 -1.35 

4. People in my work group listen to 

what I say* 

5.27 1.19 -.72 5.46 1.24 -1.04 5.61 1.30 -1.55 

5. My judgment is respected by 

members of my work group* 

5.29 1.14 -.52 5.49 1.15 -.70 5.50 1.32 -1.50 

6. Work group members make me feel a 

part of decisions 

4.97 1.43 -.88 5.43 1.16 -.58 5.18 1.49 -1.18 
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Construct Items Mean SD Skewness Mean SD Skewness Mean SD Skewness 

Influence in Decision Making (IDM)          

7. I am able to influence organizational 

decisions* 

4.19 1.73 -.23 4.92 1.50 -.83 4.28 1.76 -.39 

8. I am able to influence work 

assignment decisions* 

4.39 1.66 -.28 5.08 1.42 -.79 4.50 1.61 -.51 

9. I am consulted about important 

project decisions* 

4.18 1.73 -.22 4.98 1.55 -.83 4.14 1.80 -.27 

10. I have a say in the way work is 

performed* 

4.69 1.57 -.48 5.07 1.42 -1.09 4.27 1.64 -.45 

Access to Communications and Resources (ACR)        

11. I am provided feedback by my boss* 5.14 1.39 -1.16 5.28 1.44 -1.13 5.19 1.61 -1.07 

12. I have access to training I need 4.84 1.56 -.81 5.09 1.57 -.98 5.22 1.55 -1.08 

13. I have all the materials I need to do 

my job 

5.46 1.29 -1.01 5.27 1.42 -1.12 5.49 1.39 -1.20 

14. I often receive input from my 

supervisor 

4.64 1.40 -.65 4.97 1.52 -1.01 5.30 1.50 -1.15 
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Construct Items Mean SD Skewness Mean SD Skewness Mean SD Skewness 

WORK ENGAGEMENT:  

Cronbach Alpha: Between .80 and .90  

Vigor          

1. At my work, I feel bursting with 

energy*   

4.79 1.58 -.55 4.85 1.35 -.77 4.79 1.37 -.56 

2. At my job, I feel strong and vigorous*  4.73 1.56 -.35 4.81 1.32 -.66 4.70 1.33 -.46 

3. When I get up in the morning, I feel 

like going to work* 

4.63 1.82 -.53 4.86 1.62 -.74 4.10 1.61 -.20 

Dedication          

4. I am enthusiastic about my job*  4.99 1.72 -.76 5.07 1.49 -.74 4.65 1.53 -.35 

5. My job inspires me* 4.56 1.72 -.39 4.81 1.52 -.53 3.90 1.73 -.01 

6. I am proud of the work that I do* 5.46 1.50 -1.15 5.32 1.50 -.96 4.62 1.80 -.49 

Absorption          

7. I feel happy when I am working 

intensely* 

5.11 1.61 -.92 5.29 1.46 -.83 5.15 1.50 -.93 

8. I am immersed in my work* 5.02 1.63 -.71 5.32 1.47 -.82 4.85 1.58 -.56 

9. I get carried away when I am 

working* 

4.56 1.71 -.50 4.86 1.44 -.69 4.38 1.56 -.33 

 



197 

 

Construct Items Mean SD Skewness Mean SD Skewness Mean SD Skewness 

WORK PERFORMANCE:  

Cronbach Alpha: .91, .75 

In-role behaviour (IRB)          

1. I adequately complete my assigned 

duties* 

6.20 1.03 -2.07 5.99 1.18 -1.54 6.17 .82 -1.21 

2. I fulfil my responsibilities specified in 

my job description* 

6.28 1.06 -2.00 6.06 1.10 -1.19 6.10 .98 -1.77 

3. I perform tasks that are expected of 

me* 

6.33 .94 -1.89 6.13 .98 -1.28 6.24 .88 -1.37 

4. I meet the formal performance 

requirements of the job* 

6.31 .90 -1.47 6.03 1.13 -1.48 6.13 1.00 -1.42 

5. I engage in activities that will directly 

affect my performance evaluation* 

5.66 1.28 -.94 5.73 1.24 -1.35 5.88 1.11 -1.19 

6. I neglect aspects of the job I am 

obligated to perform 

5.80 1.47 -1.29 4.84 1.96 -.57 5.22 1.57 -.75 

7. I perform essential duties. 6.11 1.02 -.97 5.93 1.01 -.85 5.93 1.15 -1.40 

Organisational Citizenship Behaviours – Organisation (OCBO)      

8. I give advance notice when unable to 

come to work 

6.03 1.10 -1.21 5.81 1.13 -1.38 5.91 1.29 -1.47 

9. I don’t take undeserved work breaks 5.90 1.21 -1.06 5.60 1.39 -1.00 5.47 1.47 -.91 
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Construct Items Mean SD Skewness Mean SD Skewness Mean SD Skewness 

10. I don’t spend a great deal of time on 

personal phone conversations 

6.27 1.11 -1.92 5.96 1.21 -1.50 5.82 1.50 -1.49 

11. I don’t complain about insignificant 

things at work* 

5.45 1.37 -.82 5.53 1.26 -.81 5.26 1.56 -.82 

12. I conserve and protect organisational 

property* 

5.88 1.20 -1.21 5.78 1.08 -.81 5.84 1.14 -1.47 

13. I adhere to informal rules devised to 

maintain order* 

5.97 1.06 -1.31 5.78 1.00 -.67 5.70 1.10 -1.17 

WORK PERFORMANCE COMPARED:  

Cronbach Alpha: .87, .91 

1. Current quality of performance?   5.56 1.16 -.49 5.59 1.21 -.63 5.45 1.17 -.67 

2. Current quantity of performance? 5.53 1.18 -.48 5.61 1.18 -.51 5.18 1.31 -.68 

3. Current overall performance? 5.68 1.11 -.55 5.66 1.14 -.65 5.46 1.21 -.91 

WORK-LIFE BALANCE:  

Cronbach Alpha: .87, .91 

1. The demands of my work interfere 

with my home family life 

4.78 1.75 -.42 4.41 1.85 -.25 5.05 1.67 -.43 

2. The amount of time my job takes up 

makes it difficult to fulfil family 

responsibilities 

4.85 1.74 -.48 4.61 1.79 -.39 5.18 1.66 -.59 
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Construct Items Mean SD Skewness Mean SD Skewness Mean SD Skewness 

3. Things I want to do at home do not get 

done because of the demands my job 

puts on me 

4.76 1.81 -.38 4.59 1.84 -.42 5.02 1.78 -.67 

4. My job produces strain that makes it 

difficult to make changes to my plans 

for family activities 

4.74 1.80 -.42 4.53 1.72 -.43 4.97 1.71 -.61 

5. Due to work-related duties, I have to 

make changes to my plans for family 

activities. 

4.58 1.84 -.33 4.35 1.79 -.30 4.65 1.74 -.32 

 

  



200 

 

Table 2:  PTWD Model Constructs Before Item Reduction, Means and SDs 

  Mature Part-time 

(n=160) 

Full-time 

(n=148) 

Student Part-time 

(n=164) 

Construct Number 

of 

Items 

M SD M SD M SD 

Proactive Behaviour 6 4.80 1.04 4.98 1.13 5.23 1.02 

Autonomy 9 4.98 1.28 5.28 1.11 4.62 1.34 

Interdependence 6 4.32 1.32 4.93 1.20 4.44 1.32 

Working Hours 1 19.70 8.35 39.24 4.42 15.68 7.13 

Job Crafting 15 4.34 1.28 4.71 1.15 3.62  .94 

Inclusion 14 4.86 1.08 5.21 1.02 5.07 1.01 

Work Engagement 9 4.87 1.38 5.02 1.22 4.57 1.21 

Performance - IRB 7 6.10 1.10 5.81 1.23 5.95 1.07 

Performance – OCBO 6 5.91 1.18 5.74 1.78 5.67 1.34 

 

 




