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ABSTRACT

One significans trend in uman resource practice that dominated the 1990s
was the move away from raditional, full-time employment 1oward a variety
of different forms of alternative work arrangements. Accompanying this
trend was a growing concern about the effects of alternative forms of
work for well being. We first review the different forms of alternative
work arrangements, which vary in terms of temporal, numerical and
locational flexibifity. Thereafter, the effects of different forms of alternative
work arrangements (e.g. part-time employment, job-sharing, outsourcing)
on psychological and physical well being, and occapational safety and
health are evaluated. We conclude by noting thar alternative work arrange-
ments do not necessarily exert uniformly negative effects on well being.
Instead, the importance of the volitionality with which individuals assume
alternative work arrangements must be considered: When individuals
choose such arrangements because they want to, any polential negative
¢ffects are minimized, In contrast, when individuals assume such work
arrangentenys because of a lack of perceived alternatives, there is a greater
risk for negative effects, Finally, the need for future research which more
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rigovously aocownts for the conceptual differences across alternaiive waork,
arrangements IS noted

INTRODUCTION

Rescarchers who focus upon (he study of employment, organizacions, worker-
organizational relationships, and employee well heing have become trapped by
a stercotypical image of the world of work, assuming that “normal.” “standard”
or “typical” work exists in the form of & cycheal Monday through Friday work
schedule, with a morming starting tine, lunch break, and a late afternoon or
early evening commute back home, with rest and relaxation relegated to week-
ends and public holidays. In contrast, the reality is that within the U.S. and
Canada, less than one-third of the workforce is employed in jobs that fit the
Monday through Friday, full-time, day shift stereotype (Fenwick & Tausis,
2001). Thus, frequently utilized terms like “non-standard”™ or “atypical”
employinent, which appear in the management and organizational psychology
literature, are in many respects ambiguous, if not wnappropriate. 1f less than a
third of the workforce falls within the definition of Iraditional work arrange-
ments, then what precisely is “standard” or “typical” employment?

More than a decade ago, Pfeffer and Baron (1988) noted that existing
theories and perspectives of arganizational theory are based upon burcaucratic
models of organizational control. Within such models, there exists the underlying
assumption of a clear delincation of manager-cmployee responsibilities, a
relationship where satisfactory perforimance 1s rewarded by continued employ-
ment, with work being crucial 1o personal and social identity, More recently,
Gatlagher and McLean Parks (2001) raised questions concerning the extent to
which such commonly accepted and lested constructs as organizational
commilment, work involvement, or an identifiable employer have meaning to
workers performing jobs outside standard models of employment. Given recent
changes in the world of work, we believe 1t is now an opportune time to open
the doar both to theoretical and practical questions concerning the extent to which
maodels of occupational stress and employee well being are applicable to the
majority of workers and work arrangements which are outside the stercotyped
and bureaucratic world of “regular” employment, and the aim of this chapter is
to mitiate such thinking.

We begin this chapter with a detailed overview of the many cmiployment
arrangements that exist outside of the traditional full-time, nine-to-five world
of work. Atlention will be given not only to the underlying structural charac-
testics of “atypical” work arrangements, but also, where applicable to the
factors that have contributed Lo their increased emergence.
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THE NATURE OI' ALTERNATIVE WORK
ARRANGEMENTS

Rethinking the Image of Employivenr Contracty and Working Schedules

In recent years there hus heen a considerable focus within academic and
practitioner literatures on the changing nature of employment contracts (Cooper
& Burke, 2002: Kalleberg., 2000: Tetrick & Barling, 19950 Vosko, 2000:
Zeytinoglu, 1999). For the most part, writers have sought to document the
decline of the “iradinonal™ or ongeing enmpleyer — emiployee relationships, and
the growth of zllcrnative working arrangements. Very visible in these discus-
sions of the ncw waorking relationships has been the increased presence and
arowth of “contingent.” “temporary,” or “fixed-term”™ ¢ontracts. The transition
from more permancnt to contingen! or transitory cuiployment contracts hus been
repeatedly associated with employer concerns about ncreasingly competitive
product markets, the avatlability of new infoermation technologies and manage-
rial strategies which can mintmize the fixed costs associated with people
{Cappelli, 1999). For many employers, the mantra at the start of the new century
has become organmizational “Aexibility” {(Sparrow, 1998; Drucker, 2002), and in
many circles “flexibility” has become a code word for employer-driven cfforts
to restructure the way in which work is performed and the basic characteris-
tics of the employment contract,

From the organizational perspective, human resource fexibility can be
achicved in a number of ways. Al the erganizational or micro level, fexibility
may be nunerical, functional, temperal, locational, or financial in focus (Reilly,
1998). Numercal flexibility has been frequently charactenized as the ability of
the employer to readily adjust the size of the workforce to meet the cyclical
needs of the business. Numerical flexibility may not only be focused on the
ability to adjust required levels of employment al a particular phase of opera-
tions, but could also ivolve large scale adjustments in the size of the
organization's immediate workforee through the “outsourcing™ or “subcon-
tracting” of work previously performed within the organization (Brewster et al.,
1997). Temporal flexibility also relates to organizational interests in matching
staffing levels with the daily or immediate production or services schedules of
the organization (Reilly, 1998). Temporal staffing flexibility is frequently
achicved throngh shift work schedules, “flextime™ amrangements {i.¢. variable
starting and finishing times), and compressed or flexible working weeks.
Especially in service industries, temporal flexibility is often achieved through
the practice of employing workers on part-tinie contracts. Functional flexibility
is relevant in the context of how an organization intemally associates labor
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within the organization. Finns that are functionally flexible swive to reduce the
lines of demarcation between different jobs within the orgamzation. and improve
productivity by moving employces among different tasks within the ergamza-
tion. unctional flexibility 15 also often achieved through initiatives such as
cross taining and skill-based pay plans, While functional fexibility is focused
internally, locatonal flexibility is divected toward ways of using workers outside
ol the nonnal workplace (Reilly, 1998), Locational sirategies may include the
uie of horme-bused workers, outworkers. and the increased use of workers on
“leleworking” acrangements (Duxbury & Hizgins, 2002). Finally, employers
may also seck financial flexibility through variable pay systems that attempt to
link labor costs with organizational performance. Through pain sharing (and
also Joss sharing) and other forms of performance-based pay. the goal is 10
place a larger share of the cimployec’s compensation at risk.

We now tum our attention Lo a4 description of the different forms of alter-
nutive work arrangements. It s mportant fo note that many ol these
wrangemenls arc net new, but have been used for many years (see Capelli,
19993, What 15 more nevel and under-developed is the empincal attention
focused on these work arrangements.

Temporal Flexibility

Full-Time Waork

I'rom a statistical perspective, full-time work is usually indicated by holding a job.
or employnient with a particular organization, {or between 35 to 40 hours of paid
employment per weck. However, being a “full<time”™ employee should not be
mistaken for the stereotypical view of the Monday-to-Friday. nine-to-five worker.
Being a full-time worker could very well include a variety of scheduling or
alternative temporal work arrangements. For example, temporal flexibility has
traditionally focused on employer interests eoncerning when the work is per-
formed. As a function of extant technologies or customer generated demand,
full-time work is often performed on a shift work basis. Most notably, full-tune
work is engaged in, but such work may be performed during nights or early
morning “graveyard” shifts, To a large degree, shift work may be predictable and
regular in scheduling, (ie. an ongoing evening shift). In many respects it can be a
fixed work schedule, but not necessarily the nine-to-five day shift.

Alternatively, shift work may uself be vanable in terms of scheduling.
Variability may exist as to whether workers remain on a selected shifi, or whether
they are moved or rotated between shifts. Shifts may atso differ in both length
and days of the week. For example, in some occupations, particularly thosc
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associated with pubiic safety (police, fire, health care), “normal™ work schedules
may well fall ontside the assumed standard of cight hour shifts, and in fact may
sometimes extend as lang as 12-24 hours. In essence, full-time work, and nine-
to-five cmployment are no longer synonymous.

Part-Time Work

Although differences exist between countries with regard to the lepal or statis-
teal dehnition, part-time employment is generally defined as scheduled work
that 1s performed for fewer than 35 hours per week. Within many counirics,
part-ime work represents a significant share (i.e. in excess of 209) of all paid
employment. Younger workers ([6-24 years of age), middle-aged women, and
older workers transitioning into reurement are disproportionately represented
among part-time workers.

Part-time work has leng been a scheduling mechanism used by organizations
o achieve temporal fexibility, Used mainly in the service and retail trade
sectors, part-time work schedules are a cost-cfficient means for appropriate
staffing at peak customer demand hours. From the cmployee’s perspective, part-
time work arangements are usually undertaken on a voluntary basis, and in
many circumstances represents a way for workers to balance work (income and
work experience) and non-work intercsts {school and/or family demands,
Barling & Gallagher, 1996).

Job Sharing

Job sharing represents a nexus between the worlds of full- and part-time cmploy-
ment. Job sharing amangements have been promoted prmarly as a means of
allowing workers in carcer-oriented professions te maintain on-going employ-
ment within an organization, while simultaneously being placed on a reduced
hour or part-time schedule. Most workers in job sharing amrangements arc
women with children at home, and are more likely than “regular™ part-time
workers o hold university degrees.

Temporary Employment

For many organizations, the employment of workers on temporary or “fixed-
term” contracts pravides a way of maximizing numerical flexibility within
increasingly competitive environments. Under the terms of direct-hire tempo-
rary work arrangements, workers are recruited to the organization’s own
“in-housge” pool of temporary employees. In siluations where the organiza-
tion needs to secure staffing on an unexpected basis {e.g. because of absences)
or to meel expanded production or service demands, workers are drawn from
the *in-house™ pool. Perhaps the most commonly recognized means of
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securing workers under  fixed-term employment contracts,  however, s
through the use of tewporary help stalfing hirms (c.g. Manpower. Adeceo.
Kelly Services).

[istorically, temporury stalfing has been assoviated with providing clienl
organizations with workers for short-lerm assignments in the areas of office
support work (i.e. clerical) and manual unskilled laborers. However, the tempa-
rary help industry has evelved e include the shert-term placement of workers
in a broad range of technical and professional services. This increased proles-
stonahization of skills available through temporary help firms also affords
employer or client orgamzations access 10 increased functional fexibility. In
particular, employers may be able o contract workees with specific skill sets
that are needed only on a short term basis through temporary help finms. From
the employee's perspective, being registered with and dispatched through the
services of temporary help firms offers a way 0 transition in and out of 1he
labor force, and a method of gaining and applying job related skills. In many
cases lemporary work 15 seen as a raeans of access o more penmanent employ-
ment arrangements with a particular chent or employer organization,

Seasonal Contracts

Within certain industrics. there is a substantial need by organizaiions o make
regular numerical adjusuments in the size of their workforces. Most visible of
such types of arzanizations are those that are highly scasonal 1n nature {(c.g.
agriculture, tourist resorts). In many respects, seasonal contracts represent a
hybrid of full-time and part-time employment contracts. Employees are often
employed o work full-time schedules on a weckly or monthly basis, hut the
contracts are simultancous part-time in the respect that they are only for a part
of the calendar year. As noied by Alder and Alder (2001), some seasonal work
{c.g. service-focused resort indusiries) requires excessively long workdays and
frequent rescheduling of work shifts to meet service and weather conditions, In
other contexts, seasonal contracts may be fairly stable, for example where the
cmployer is using workers on scasonal or short-tenn contracts to meet numer-
ical stalfing needs created by “regular” employees on summer vacalions.
Scasonal employment coniracts are also exemplified in the form of migrant
labor contracts that are common in farge-scale agricultural business. The work
involves excessive hours {(often exempted from prevailing labor laws), and the
contracts arc of fixed duration, Most forms of seasonal employment have explicit
starting and (ermination dates associated with the employmeni relationship.
Although successful performance of the job may imply an expectation of
a future contract, the cmployment deal is clearly fixed in time or lask
completion.
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Self-Emploved aid Independent Contraciors

Appraximately 8% of the workforce is self-employed (Breaper, 1996: Gardner,
19955, and many of these workers operse ws independent contractors or free-
lance workers. [n the broader context of organizational downsizing, many
professional workers have wmed toward self-employed consulting as a means
ol personally restructuring and re-establishing their own careers, often afler
heing Taid off frem a tradivonal job in an organization (Barling, 1999). For
many organizations, independent contructors represent an identifiable form of
functional flexibility in which they are able w scoure required professional
cxpertise without making the commitment of an on-going relationship. Most
independent contractor arrangzements are established on a project basis, rather
than on actual hours of work. Independent contractors technically operate in a
world where a single employer is replaced with multipic “client” arrangements
{Gallagher & MclLean Parks, 20001,

Locational Flexibiliry

In addition to understanding the underlying structure of employment contracts
{e.g. full-time, part-time, temporary, scasonal), jobs can also be viewed from
the perspective of locational flexibility, i.e. where they are per{ormed.

Home-Based Work and Teleworking

From a tocational perspective. employment (at least in the context of an indus-
trial socicty) has invanably been viewed as taking place in a location away
from home. Tor an increasing number of sclf-cmployed workers or indepen-
dent contractors, the home and the office are now one and the same, a trend
that has increased since the 1980s (Edwards & Field-Hendrey, 1996). Although
it i1s difficult to closely measure the number of workers who clectronically
commute to work via releworking arrangements, telework has become an
increasing prevalent form of “locational” flexibility for both employers and
workers, with advantages ncluding reduced travel time, reductions in work
rclated costs, greater flexibility is scheduling work hours, as well as the
potential for a better balance of work-family interests (Duxbury & Higgins,
2002). Teleworking can be structured in a number of different ways. Telework
is not necessarily always performed from bome; telework may be performed
outside the home and office, but at designated “telecenters” or other “hoteling”
or remote worksile arrangements. The combined growth of both self-employed
independent contractor arrangements and teleworking arrangements has also
been accompanied with a change in the gender profile of home-based workers,
with a continued nse in the number of men clecting to work from home.
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A substantial number of workers are employed i toutworker™ arrangemenis.
While “outworking™ is in many respects the same as “home-based”™ enploy-
ment, the term and practce of Toutworking™ has lony been assoented with
sell-omployed garment trade workers, Womeza and immigriants are dispropor-
tonately volved in telework, More technically-sophisticated “owtworking”
jobs with piece rate or comimission-hased payments nosw exist i the form of
nome-based “call-centers™.

Chulsoureimg

Managenial decisions (o swbegniracr or autsonrce cerlain products or services
has become increasimgly commman in the context of organization strategses aiimecd
at retaining direct control and responsibility over anly those functional aress
which represent an organization’s “core competences” (Greer, Youngblood &
Gray, 1999). In many cases, outsourcing is a cost-henefit based emplovmem
strategy founded on the behef that services currently performed in the organi
zation {e.g. feod services, payroll, accounting, marketingy can be perfonmed
more efficiently by “external providers™.

As an increasingly popular appreach to organizational re-staf(ing, outsourcing
has the potential to change the social dynamics of the workplace. For example,
in some cases, the workforce of an entire functional area may be terminated as
a resull of a decision to outsource the work, However, the same workforce may
be hired by the new firm which provides the outsourcing service. For the
discharged workers, their basic tasks and responsibilities remain the same, but
their employment-contract is now with another employer. Such arrangements
may be particularly perplexing to workers from a locational perspective when
the job itself 1s performed on the premises of the past employer.

Numerical Flexibility

Analogous to the increasing desire of organizations to maximize different forms
of {lexibility, workers may also seek to contract or expand their own levels of
paid work. Quertime work, meonlighting, and multiple job holding, represent
three long established approaches through which workers can expand their own
paid work time. Although the availability of overtime work hours is not normalty
controlied by workers, individual employces may signal to the orgamization their
interest and availability to perform such work when il is availabie.
Moonlighting refers 1o those situations in which individuals have a primary
job or employer organization to which they are attached, bul seck additional
working tinee al a different organization. In contrast, smultiple-job holding oceurs
where individual workers take on varying amounts of work at different orga-
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nizations in order to construct the hourly equivalent of a full-tume job, In many
cases, multple job holding may be mouvated by the inatlity of workers 1o
find suitable full-time employment, and are thus Torced for economic reasons
to consiruet a foll-time wiork schedule from part-lime
positions. In fact, financial factors represent a major (actor ¢ited in the reasons
why people seck and hold a second job (Sunzen, 19900 Amirault. 19973 [n
conlrast, there is evidence 10 support the counter-intuitive suggestions thid
people who moonlight tend to be relatively well paid and better educaled than
mdividuals whe hold only one job {Amirault, 1997), und moon-lizhiers may
seck out addittonal work to minimize undesirable dowestic relatonships
(Hochschild. 1997). 1In both the case of moonlighting and mualtiple job holding.
however, the structural snd soctal aspects of work may add a degree of
complexity that would be otherwise absent in a single employment relation-
ship.

Simmanry

Perhaps the strongest force for alternative working arrangements is the nced
for einployers 1o meet temporal or schedule-based demands, which results in
increased interest in, and emphasis on shift work, part-time hours, and seasonal
work by employers. For many organizations, the perceived need to become
more flexible in terms adjusting staffing levels (temporal) and acquiring specific
skills on short notice (functional flexibility), has contributed 1o a sizable increasc
in the number of employment relationships which not only have become more
flexible in terms of when work is performed, but also changed the duration of
emplaymemt from a fixed term to a temporary basis. As in the past, the home
also remains a place of paid employment. In the curmrent technological envi-
ronment, the nature of the types of jobs that can be performed at home and the
ability of employers to increasc options in terms of where the work is performed
has dramatically increascd.

Employees themselves arc also often seeking alternative working arrange-
ments which more effectively fit their own nceds. This search can inmclude
multiple job holding or performing work for multiple clients. The flexibility of
being able to work fewer or more hours, to share a job with another worker.
or to work from hoine are all flexibility-based considerations which are driven
by worker interests and not simply imposed upon the worker,

However, as suggested above, the variety that exists in how hours can be
scheduled, the duratton of the workweek, the location of the work, and the
permanency of the work contract, make 1t extremely difficult to establish clear
or non-overlapping categones of “alternative™ work arrungements.

v s
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THE CONSEQUENCES OF ALTERNATIVE WORK
ARRANGEMENT FOR EMPLOYEE WELIL BEING

Thus far, we have presented a framework within which te understand alerna
tve lorms of employment. Before atempting an understanding  of the
consequences of allermative forms of enployment for work stress and wel|
being, several conceptaal issues require cxplanation, ncluding the use of the
terms "work stress”™ and “psychosacial work [ctors”, a description of psychasn
cial work {zctors, and how alternative work factors alfect employee well beins.

First, we explicitly choose not to use the term “work stress”. Ever since Kahn
el oab’s (1964) classic study on role stressors, the wopic of “work stress™ (o)
“work stressors™) has received a tremendous amount of attention, fram empir-
ical researchers, practiioners and the lay public alike. On the one hand, this
attention is obviously beneficial. given the body of knowledge that bas been
cenerated, However, as the topic of "“work stress”™ has gained in popularity, 1t
may have been used so broadly that its consensual meaning has become dillused
(see Barling, 199); Sauter, Murphy & Hurrell, 19903, with concomitant
negative comsequences for construct validity. For this reason, we choose o
avoid the termi,

Instead. we choose to focus on the subjective experience of work (Barling,
1990y, or the perceived psychosocial work environment (Sauter ot al, 1990)
for several reasons. First, as Sauter et al. {1990, p. 1150) supggest. the term
“psychosocial factors™ highlights the focus on the experiences of individual
workers, including the social environment at work, organizational aspects of
the job, und the content ... of the tasks performed”™. Second, a focus on
psychosocial characteristics of the workplace 18 gaining increasing acceplance
in the organizatonal literature {e.g. Elovainio, Kivimiki & Vahtera. 2002;
Hurrell, 2002). Third, objective events at work {¢.g. a move from traditional o
altemative employment arrangements) initially influence the subjective experi-
ence of work. In turn, it is the subjective experience of work that infiuences
psvchological, psychosomatic and behavioral outcomes (Barling, 1990; Prau &
Barling, 1988).

Finally, Warr (1987} notes that the relaticnship between work and mental
health is not linear, Instead, he argues that menlal health will be affected by
environmental factors in the same way that vitamins affect physical health, To
pursue this analogy, vitamins do not exert a uniform, linear effect on physical
health. Extremely high levels of vitamins A and D, for example, may not onty
fail to provide benefits, but can be detrimental, and Warr (1987) argues that
the same principle helds true for what we term psychosocial work factors. We
suggest that contral or autonomy may function similarly to vitatwns A and D,
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where oo much control or aatonomy may be deuimental. Schaubrocck. Jones
and Xie's (2001) research sugpests that high levels of contol may be wsed
meffectively, and experienced as distressing, by people whoe have a pnopensity
for =eli-blame Tor negative outcomes, or low self-clhicacy beliefs

Woaut™s (19873 vitamin moedel is important becaase 1t reminds us that chanoes
in forns of employment can exert positive as well as negative effects, and that
a simgular focus on deficiencies in the psychosocial work environment will lead
10 a truncated body of knowledge. What is required instead is a [ocus that
allows us to understand the negative consequences of chanzes in work arrange-
ments. but also posttive outcomes as well (Turner, Barling & Zacharatos, 20023,
Oune example of the impact of an exclusively problem-oriented focus is
Hlustrative. Until the mid-1980s. virtually all research on the effects of maemat
emploviment found that it yielded negative consequences. However, the surveys
that were being conducted primarily asked questions about the patentiaily
deleterious effects of maternal employmens. Only when rescarchers began (o
look for any possible benefits of matemnal employment were any positive eliccts
found (Barling, 1990},

A comprehensive description of various components of the psychosocial work
cnviranment experienced by employees i traditional and altiemative forms of
cmployment can be captured in ten different elements. Sauter et al. (1990)
initally dentified six of these psychosocial workplace factors (and their article
contains a more comprehensive discussion of these factors), including work-
load and pace, work scheduling, role elarity, employment security, pesitive
interpersonal relanonships and high quality jobs.

The issue of work load and pace has been of interest to researchers for
several decades, and recent meta-analytic findings (Sparks, Cooper, Fried &
Shirom, [997) confirm their importance. Likewise, work scheduling has been
an issue (o employees ever since the invention of electricity allowed work to
take place on a 24 hour cycle. The nature, meaning, and consequences of role
stressors have been recognized since Kahn et al’s (1964) classic research {see
Jackson & Schuler, 1985), Sauter ot al, (1990) include “role stressors™ in their
conceptualization, as do we and others (Warr, [987). However, while incorpo-
rating this idea, we focus on “rele clarity” (rather than role stressors or role
ambiguity) to reflect the positive nature of the psychosocial work factors. Next,
we include employment security. While we accept the importance of Sauter et
al.’s (1990) notion of “carcer” security, we facus on employment security for
a number of reasons: (a) when employces are insecure, long-terin career
development assumes less importance (han short-term aspirations for security;
(b) ¢employment security is more realistic in a market-driven cconomy than
job security; and (¢) cmployment sccunity forms a major part ol current
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concepticthzanons of gh performance work systems (e.g. Plefler, 1998).
People seck work for many reasons, and the opportunity for pasitive interper
seniad relunonships is one of the most important (JTahoda, 1982, Wurr, 1987).
Poor velutionships with people at work 1s an important source ab dissatisfie-
tion. By contrast, social support [rom people at work enhances performance
and well being, Lastly, Sauter et al, (1990) include job content, and nate how
narow, fragmented jobs that provide hitle challenge and skill use are associ-
ated with dussatisfaction and diminished well being. In keeping with a positive
locus on psychosocial factors, we incorposale high grality jobs (see Barling.
Relloway & Iverson, in press), which include skill development (e.g. wraining)
and empowerment (e.g. skill use, autonomy).

[n trying lo understand the consequences of new forms of employment on
psychesocial work {actors, however, we go beyond the six factors identified by
Sauter et al. (1990}, and include four additional components of the psychosocial
wark environment, namely personal control al work, pereeived farness.
financial compensation and status velition.

Currently, a tremendous amount of empirical attention is focused on the
nature and amount of personal confrof that employces can exert on their jobs,
with findings coasistently showing its positive effects on performance and well
being (e.g. Ganster, Fox & Dwyer, 2001). and personal control forms a central
part of several theories of “healthy work™ (e.g. Karasek & Theorell, 1990; Warr,
1987, Personal control also assumes considerable importance in a workplace
environment experiencing changes. Perceived justice (s an issu¢ that had
atiracted considerable attention in the last 1wo decades, and exens widespread
and rohust effects on different organizational attitudes and behaviars (Colguitl,
Conlon, Wesson, Porter & Ng, 2001). With changes in the nature of employ-
ment, perceived justice (especially procedural and interpersonal justice) assumics
considerable importance in the perceptions of the workplace environment. Mext,
we agree (hat there is some debate abeut the merits of financial compensation
as a mouvating factor (Pfeffer, 1999). Nonetheless, we believe that the specific
nature of changing employment ¢endilions mandates the inclusion of pay and
benefits as one of the core psychoseocial work factors, because changing employ-
ment conditions can mean 2 decrease (e.g. 2 move o pan-time employment)
or an increase (e.g. moonlighting) in finuncial compensation. The importance
of compensation is also supported by Warr (1987), who includes the
“availahility of money” as one of the critical features in the psychosecial work
environment. Lastly, we include volition, which reflects the extent to which
individuals have been free o choose their particular employment type. This
is different from job control, which reflects the control within one’s job. In
contrast, volition reflects the depree of control over the work arrangements
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abow the jeb. In an environment of changing employmeni characteristics,
voliton assunes considerable importance.

Because work is a central activity for most adults, the vavious paychosocial
experiences employees have at work can exert critical implications for their
well belng (Tausig, 1999 Empirical examinations of the wmpact o work
experiences on cmployee well being have focused on three central themes:
Psvchological well bemz, phystcal well being, and the physical safety of
employees, Several observations in the literature on occupational infiuences on
well being are refevant. First, both mental and physical wellness have wypically
been dufined in “negative” terms, whereby generad well being is defined as the
absence of negative physical or psychological symptoms {(Jamal, Baba &
Tourtgny, 1998). Second, psychological and physical well being are often
related. and may be reciprocally caused (Jamal, 1999). Third. and most impor-
tantly from our perspective in this chapter, most theoretical formulations on the
impact ol work on well being are based almost entirely on data gathered from
cmployees involved in traditional work amangzements {e.g. Karasek & Theorell,
1990; Hackmun & Oldham, 1976), only extending to ather forms of emplay-
ment more recently. Given the variety of forms of alternative employment and
their corresponding psychosocial experiences, each form of alicrnative emplay-
ment may have a unique set of consequences for the general well being of
employecs.

We now turn our atention 1o a review of the rescarch on well being associated
with many of the forms of alternative employment. Specilically, we will now
consider the consequences of the different alternative work arrangements for
psychological and physical health, and occupational safety. In doing so, however,
it will become apparent that there is a paucity of empircal data relating to many
of the alternative work arrangements. As such, this discussion is grounded hoth
on available empirical data on alternative work srangenients, as well as results
of research generated on employees in raditional work arrangeiments.

Pari-time Enmployment

Part-time work has altracted considerable empincal altention (Barling &
Galiagher, 1996), a situation that was probably stimulated inttially by calls o
focus on part-time employees, who had been described as the “missing persons
of organizational research” (Rotchford & Roberts, 1982). However, part-time
workers no longer warrant the title of the “missing persons”™. Part-time employ-
ment is probably the most prevalent of the different forms of alternatve work
arrangements, and has attracted perhaps more attention than any of the other
alternative wark arrangements.
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Pasvehdogical Well Being

The research that followed Rotchford and Roberts” early ¢hallenge o the omis-
ston of part-time workers in empirical examinations can be divided into several
phases. In the first phase, numerous studics were conducted that focused on
potential dilferences between full-time and part-time employees’ job attitudes
{c.g. job satisfaction, organizational commitment). The resulis of these studics
cither yielded no substantial differences in job atntudes between these groups,
or inconsistent indings, with some showing that part-lime employees mani-
fested more or less posinve Job allitudes (see Bariing & Gallagher, 1996: Lee
& Johnson, 19913 With the exception of the finding that pari-time employees
manifest higher levels af turnover than their full-time counterparts, most studies
that focused on job-related bebiviors (absertegism, turnover and job peclor-
mance) did not yield significant differences between these two groups. Overail,
with a few exceptions {see for e.g. Dubinsky & Skinner, 1984, Stefly & Jones,
1990), much literature suggests that being employed on a part-time basis may
have few unigue implications for employces’ subjective well being {Barling &
Gallagher, 1996).

As a consequence of these findings, Barling and Gallagher (1996) suggested
that the next logical question is whether there are meaningful differences within
part-time employees. To answer this guestion they turned to a large body of
research focusing mainly on the quantity of work performed by tecnagers who
are employed on a part-time hasis while still at high school. Initial hypotbeses
suggested that the number of hours these teenagers worked was critical
diverse aspects of their well being (Steinberg, Fegley & Dornbusch, 1993}, and
this is important 10 a discussion of part-time workers given that number of
hours worked s the most obvious factor on which part-time and {utl-time
workers differ. Subsequent findings, however, suggest no consistent differences
between parttime and full-time employment. Research on teenage parl-time
employces shows that the quantity of employment (and by extension, employ-
ment status) is an insufficient explanation of any subsequent effects, and that
the quality of employment is much more important (Barling, Rogers &
Kelloway, 1995; Loughlin & Barling, 1998). Part-time employecs cxposed to
high quality work react in much the same way as do full-time employces.
Sirmularly, full-time employees exposed o poor quality jobs can be expected to
respond in the same manner as their part-time counterparts. Thus, these results
suggest that specific temporal characleristics of alternative work arrangements
may be less important than the quality of the job.

What appears to be more critical 10 parl-time employees™ well being is
whether their involvement in part-time employment is voluntary, Voluntary part-
time employment may not only pose little threat to well being, but may even
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offer certain lifestyle benefits over full-time employment. Cujoying a preferred
work schedule, and a sense ol control over personal scheduling may increase
part-ime waorkers” job siaislaction, oreantzational commitment, and general well
being, relutive (o [ull-ume employees (Krausz, Sagic & Biderman, 20005,
Voluntary part-time cmployment may he particularly beneficial for certain
groups of workers such as women and elderly workers. These data also showed
that part-tinte warkers expenenced less stress or depression than the other two
groups, and hat married couples m which the wife was employed on a part-
e hasic reported less marital conflict and  lesser reductions in intimacy
compared with couples in which the wife worked full-time (Olds, Schwartz,
Fisen & Betcher, 1993), Hock and DeMeis” (1990) examined the issue of
maternal employment status and showed thal employed 2nd nen-einployed
inothers did not differ in terms of depressive symptomatology. However, women
who would have preferred to be employed but remained at home manifested
higher levels of deprossive symptomatology. Sumilarly, Barhng, Fullagar and
Marchl-Dingle (1987) showed that mothers’ employmenl status preference
moderated the effects of employiment siatus on their children’s behaviors,

Research comparing full-ttme and part-lime employees has exiended these
findings, showing that status congruence (i.e. preference to be employed part-
tume vs. full-time) is a significant predictor of work auitudes (e.g. Keil,
Armstrong-Stassen, Cameron & Horshurgh, 2000; Holtom, Lee & Tidd, in press;
Krausz, Sagie & Biderman, 2000, Momow, McElroy & Eliiott, 1994). Holtom
et al. (in press) have extended these findings to show that work status congru-
ence is also associated with employee retention and performance.

Thus, part-time employment per se would appear 1o be of minimal significance
with respeet to the psychosocial work environment, aud well being. Instead, the
rescarch findings 1o date sugpest that it is the quality of one’s employment, and
the degree of volition in choosing the work status, that makes a difference. Given
observations that increases in part-lime cmployinent mostly occur duning
recessionary periods, and can often be assumed to be involuntary, is of some
concern regarding the psychosocial work envirenment encountered by part-time
employees and their well being (Barling, 1999; Nardone, 1993). Future research,
however, should address further whether there are meaningful differences within
groups of part-lime employces more directly. In addition, issues related to
employment security, positive nterpersonal relationships and personal control
may he especially salient given the nature of par-time employment,

Physical Well Being
There are several reasons why part-time employment may be bolh positively
and negatively associaled with physical well being. With respect to a posilive
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mmpact of partime employmest on well being, many work-related illnesses
result from camulalive exposure 1o a dangerous or unhealthy work environ-
ment. The reduced working hours that define part-time employment correspond
with less exposare o iliness-inducing agzenis, and may therefore act as a buffer
agiinst such illnesses (Castillo, Davis & Wegman, [999), However, part-
time employees may sulfer other vulnerabilities, For instance, within part-time
employees as o group, lwo subgroups of workers who may have an above
average vulnerability for health problems are young employees and shift workers
(Furnham & Hoghes, 1999). While there is 2 growing literature on the psychoso-
cial expenences of teenagers who are employed on a parti-ime basis (Barling
& Kelloway, 1999), linle is known about the extent o which vouth may suffer
physical synmiploms or dlness as a result of work-related cxposure. It is of
interest, however, that for young people, part-lime work has been associated
with alcohol and druge wse, at least partally because holdimg a par-time job
provides access 1o fipancial resources with which to ascquire these substances
(Frone, 1999). Sceond. though shift workers can be full or part-time. many
part-time employees are also shift workers, and shiftwork may be particularly
threateming o employee health. Some research has suggested that within two
te three years of commencing employment, as many as 20 to 30% of shifl
workers quit because of health concerns (Myklewn & Mykletun, 1999), and
for workers with rotating shifts, the negzative health effects may be even mwore
pronounced (Jamnal & Baba, 1992, 1997, Martens, Nijhuis, Van Boxtel &
Knotinerus, 1999). These negative effects may be especially pronounced for
backward rotating shifts (Sauter et al., 1990).

A number of factors may mediate the relationship between shift work and
health, including the quality of the employec’s social life, family relationships,
the employee’s adjustment to shift work, and the cmployee’s inmial physical
fitness. Despite these seemingly bleak data on pat-time employee's physical well
being, it remains difficult 10 ascertain the direction of causality of the relation-
ship between part-ime work and 1llness, as some peeple may choose part-linie
employment because of the presence of a pre-existing health condition (Mykletun
& Mykletun, 1999). In such cases, the ability to work part-time would in nself
be a critical consideration for subscquent well being.

Occupationad Safery

There is very litle rescarch addressing the occupational safety of part-time
cmployees, and no studies providing a direct comparison of full and part-
time employees’ occupational safety (e.z. Sherer & Coakley, 1999), However,
once potential threat to part-time worker health and safety is that part-ime
workers are less likely (o have received occupational health and safety training
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(Barker. 19950 Sherer & Coakley, 19991, and are therefore tess familiar
with the safely and operating procedures in their work, as compared ta then
counterparts tnmare wadinonal employment relationships. As such, their lesser
understanding of safety procedures may not only pose a threat 1o the safety of
themselves, but also 1o their coworkers (Sverke. Gallagher & Hellgren, 1999).

Orher characteristies of part-lime work wmay exacerbale occupational safety
nroblems. First, part-time workers who do shifv work lae at night and in sinal)
munbers may be particularly sualnerable to violeal assaulls {Castllo, 1998).
Second. the reduced work hours of part-ime emplovees nay hamper their
socialization, and hence, communication with coworkers about work-related
topics. including issues of health and safety (ef. Goodman & Garber, 1988)
Finally, injuries caused from reduced atlention associated with boredom may
be cspeciadly problematic for part-time adolescent waorkers (Frone, 1998).

Tenmparary Luplovment

There is considerable debate swrrounding the issue of whether the numnber of
people involved in temporary employment has increased in recent years.
Irrespective of the nature of this debate, we do not believe that temporary
craployment will diminish in the near future given the fAexibility offered to both
¢mployers {(with practices such as just-in-time production) and employees alike.
Accordingly, an understanding of the psychosocial werk environment encoun-
tered by temporary waorkers is necessary.

Psychalogical Well Being

Initial attempts to understand the nature of temporary ¢employment have treated
temporary employment as a homogeneous experience (see Ellingson, Gruys &
Sackette, 1998). Subscquent research, however, has challenged this view. Like
part-time employment, a major {actor in the way m which temporary employ-
ment & expenenced s whether it is assumed on a woluntary or involuntary
basis (Ellingson et al.. 1998). Research suggests that voluntary temporary
employees rated their opportunities for learning and personal developraent, and
the quality of their physical work more highly than did either involuntary
temporary workers or permanent workers (Kraus, Brandenwein & Fox, 1995).
Moreover, although voluntary temporary employees were less satisfied with the
extrinsic rewards of their job, they were also lower in their desire for extrinsic
rewards than either of the other two groups, and had higher levels of intninsic
reward. Also like part-time work, temporary work offers short-term, flexible
employment, which may be particularly altractive to certain groups of people
such as mothers and older workers who, {or lifestyle reasons, do not choose to

L
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held permanent or consistent employment (Feldman, Doepinghaus & Turaley,
19951,

However, not all people who aceept temporary ernplayment do so o accom-
madate Tifestyle needs or develop new skills. People also cnter 1emporary
employinent i permanent employment is unavailable to them, U.S. dava supgest
that 63% of temporary workers indicated that they would prefer more
traditional employment, and 40% were actively seeking full-time employmen
(Cohany, 1996). That tempoerary employment may be considered for some o
less desirable alternative 15 also evidenced by the demographics of temporary
workers who are younger thian their counterparts in more permanent forms of
employment, less educated, and more likely w be members of minority groups,
Temporary workers also typically garer lower wages, receive fewer beneflits,
and lack job sccurity relative to permanent workers, and have i more difhicult
time qualifying for unemployment benefits or workers™ compensation (Chen,
Popavich & Kogan, 1899).

When individuals have hittle chotee bul to accept temparary eimployment.
they may cnjoy livle control over either the type of work they are asked o
perform or the conditions of their work environment. Temporary workers may
feel compelled to tolerate unsatisfactory job expericnces including abusive work
situations 1o mainlain their chances of heing hired again in the future (Rogers,
1995). Importantly, labor legislation designed to protect the interests of workers
often does not extend to temporary employment, and temporary employees may
find it difficult to gain a voice in order to express health and safety concems
1o the organization (Aronsson, 1999).

However, there arc other aspects of temporary employment that are relevant
1o the psychological expenience of work. [irst, irrespective of chaoice o enfer
temporary employment, temporary employees are often paid lower wages, and
routinely receive fewer benefits, than employees who enjoy traditional work
arrangements (e.g. Nollen, 1996). This might have considerable implications
for pay and beneiits, and perceptions of justice (especially distributive justice),
both of which are core aspects of the psychosocial work environmuent. Second,
temporary workers may be marginalized (Feldman et al., 1994) and alienated
from traditional workers (Rogers, 1995). Chattopadhyay and George (2001). for
cxample, showed the internal workers who find themselves in groups
dominated by temporary employees experience lower levels of work-based self-
esteern, trust, altraction and altruism, but the same is not true for temporary
employees who find themselves in groups dominated by traditional internal
eniployees. This may well make it more difficult for temporary employees to
derive the benefits of positive interpersonal and social relationships al work,

NF
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Physical Well Being

There have been wo research studies of which we are aware addiessing the
physical well being ol temporary employees. Oue expericnce common 1o lempo-
rary employees, however, will be the bouts of uvempoyment expenenced
between temporary work assignments. We suggest 1hal an onderstanding ol
whether emplovees assume this work arrangement voluntarily or pol will predict
their response o Being withow work. When individeals choose temparary
empioymenl, periods with no work between jobs will mare likety be seen as
respite. In contrast, individuals engaved in temporary employment because of
a lack of alternatives. may be more likely to experience the time between jobs
as unemnployiment. and under such conditions, we wonld predict that physical
well being would be threatened.

Cecupational Safery

Because temporary workers are likely 1o change their work environments more
frequently than people in most other kinds of work relationships, they may be
more likely 1o lack familiarity with the job. and be unaware of potential work
hazards. This is tuportant because research on full-time employees has shown
that familiarity with the job and with coworkers is an important predictor of
sufety (Goodman & Garber, 1988), and as such, 1t is reasonable 10 suggest that
temporary employees may be prone to more workplace injuries. Efforts o
reduce such injuries must include educating new or inexperienced workers about
the hazards associated with the job, and truining them to negotiate these
environments (Cooke & Blumenstock, 1979). Unfortunately, however, just as
with part-time workers, lemporary employees may be less likely 10 receive
adequate safely training as compared o permanent eniployees (Aronsson, 19993,
and research suggests that temporary workers have more cxposure o poor
working conditions (Benavides, Benach, Dicz-Roux & Roman, 2000).

In addition, the ease with which temporary employess can be replaced
(Barker, 1995; Beard & Edwards, 1995), and employee concerns about missing
the possihility of obtairing employment in the future, may encourage cmployees
to behave in more dangerous ways, Employees may be motivated to increase
their productivity by working quickly, less carefully, and by taking less tine
to attend to personal protection {Aronsson, 1999; Collinson, 1999), and may
fear that registering safcty complaints could hann their chances of future
cmployment with the organization (Aronsson, 1999). Thus, while there is no
dircet rescarch evidence available, we suggest that the extent to which temipo-
rary employment is engaped in by choice or not will strongly moderate any
effects on well being.

¥ )
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Self-ciploved Workers

Pavchological and Physical Well Being

One defming characteristic of sell-cmployment is the amount of discretion
inherent in the work. Self-employed individusls can exert relatively mare conirol
over the type of work activities that are perforied, when the work is performed.
and the pace ar which the work is done. all of which are factors associated
with mental health (Euner & Grzywacz, 20013 Steptoe, Evans and Fieldiman's
(1997) experimental study is instructive in providing some indication of the
subjective meaning of self~employment. They assigned 132 individuals azed
between 30 and 65 cither 1o a self-paced or an exlernally-paced experimental
condition. Both systolic blood pressure and electrodermal actuivity were higher
in the externally than the self-paced gzroup, despite the fact that the pace was
wdentical in the two groups. While no differences were yielded with respect
o diastolic bloed pressure, or heart rate, these findings do indicate that if
anything, sclf-employment may have some beneficial consequences. presuin
ably because of increases in work-based and personal contrel associated with
self-employment.

A second defining chavacteristic of self-employment, however, is the high
level of demands (Bleach, 1997) and increased numbers of hours of work per
week encountered by self-cmployed individuals (Barling, 1999; Personick &
Windau, 1995). Other concerns salient 1o seif-employed workers are economic
uncertainty, market {luctuations, and the threat of loss of assets, all of which
can impose considerable stress and encourage behaviors detrimental 1o health
(Lewin-Epstein & Yuchiman-Yaar, 1991). Consequently, we prediet that while
the increased amount of work engaged in by self-cruployed individuals might
be associated with negative outcomes (Sparks et al,, 1997), the enhanced control
offered by self-employment might well buffer any negative effects. Aside from
the frequent loss of benefils associated with a move from regular, full-time
employment to self-employment, one other noticeable demographic aspect that
characterizes self-employment is the marked increase in work hours (Gardner,
1993). This is important because of the link between longer work hours and
physical and psychological well being (Sparks ¢l al,, 1997).

Occupational Safety

While there is little research on the psychological and physical well being
associated with self-employment, Personick and Windau (1995) reviewed the
incidence of injurics among sclf-employed workers, and compared these rates
to that of wage and salary workers. Data indicate that self-employed workers
represent one in every five fatal injunes at work. Several factors might account
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for thix, Winle self-employed workers may confront the same healthn and safety
challenges as other workers in sinular occupations, many self-employed workers
lack the protection of government oversight and safety vegolations. In addition,
scll-employed individuals may not have the rexources to afford safely waining
and protective cquipment. Funther, the longer working hours characteristic of
self-cmployment and the concomitant physical filigue may increase the likeli-
hood of injurics at work, while sunultancensly nereasing the dmation with
which the employee is exposed to these hazards,

Howne-based Emplovimen:

Tradiionally. employment has taken place in a location away from the home.
(ue of the substantive changes i employment mmangements has been the
growth in the 1LS. in the nunber of home-hased workers since the carly 19805,
which reversed the pattern of the previous 1wo decades in which the number
of home-based workers had declined (Edwards & Theld-Hendrey. 1996) Given
advances in compuiing and communications technology, Fdwards and [Ficld-
Hendrey (1996) predict that the growth in home-hased workers is likely to
continue, leaving it important to understand the subjective waork experience of
these workers,

Psychological Well Being

For some, home-based work of{ers the benefits of enhanced flexibility over the
nuriher 2nd hours of work, the time of day in which o work, autonomy over
the tasks of work, and freedom from supervision. For others, home-based work
may have been an undesirable but more casily obtainable allemative for emnploy-
ment. This points to a major variatton between different types of home-based
employment, Both highly paid, well-qualified consultants and poorly paid,
relatively powerless emiployees may choose to work from home, often for
different reasons and with different cutcomes.

The nawre of working from home is such that it may have meaningful effects
on the perceived psychosocial work environment. The normal protections that
are available to employees within a traditional workplace (such as the accessi-
bility of social support, geographic closeness to a supervisar, phiysical safety)
are nat as rcadily accessible when working from home (Barling, Rogers &
Kelloway, 2001). In addition, Standen, Danicls and Lamond (1999) point both
to potentially posilive aspects associated with home-based work (specifically,
telework) such as temporal flexibility, and family support, as well as negative
aspects, for example the loss of valued social contacts, which is critical for well
being (Jahoda, 1982). This peints to the diverse way in which home-based work

‘)13



204 JoBARLING. M.INNESS AND D G GALLAGHIER

s expenenced, and the need for further rescweh 10 undersiand this hetero-
geneous phenemenon.

There are differential predictions about the subjective experience o! home-
based work. On the one hand, home-based work is scen as emancipatary, in as
much as it can provide employees with greater opportunities for autonomy and
fexibility. At the same time, there is equal concern aboul the possibility for
expioitation associated with home-based work, becavse home-based work could
increase job insecurity and result in a lower standard of living (see Jurik. 1998)
We add to these concerns the possibility Tor greater work-family conflict,

Several qualitative studies have been reported that focused an the subjective
experience of home-based empioyiment. Home-based workers who see clients
in their homne experience frequent trusions at home in tenmns of daily tele-
phone-calls (Fitzgerald & Winter, 2001). In addition. data derived {rom
qualitative studies suggest that working at home also makes maintaining o
separation between home and work more difficult (Fiizaerald & Winter, 2001
Steward, 2000). In contrast, data from quantitative rescarch do not replicate this
phenomenon: Using a quast-cxperimental design and qualitative analyses.
neither Hill, Miller, Weiner and Colihan's {1998) qualitative nor quantitative
analyses showed any effects of telework on work/flife balance. Both sets of
analyses in the Hill et al. (1998} study, however, sugzgested that teleworkers
experience greater flexibility than traditional office workers, and this is consis-
tent with Frone and Yardley's (1996) finding that the perceived importance of
work-at-home policics are associated with the extent to which fanuly affects
work, but not the extent to which work mterferes with family. Drawing broad
conciusions {rom these studics, therefore, would be premature, difficult and
hazardous.

Nonetheless, we believe that research will continue to {ocus on home-based
waorkers, and particularly on certain groups of home-based workers. One partie-
ular group of home-based workers that have received attention in recent years
is that of “teleworkers’ or “telecommuters.” Teleworkers are typically more
Lighly skilled employees, frequently professionals, who work from home
{Schneider de Villegas, 1990). While empirical findings suggest thal telecom-
muting may have a positive impact on worker productivily, jeb performance,
work morale, and flexibility (Hill et al., 1998), the impact of telecommuling on
job satisfaction yields more mixed findings. One study that directly compared
the job satisfaction of telecommuters to that of a control group found no
differences between these groups on job satisfaction (Kraut, 1987). In addition,
despite the fact that many people enter into varous kinds of hone-based work
10 balance work and family life, research suggests that these roles often become
more blurred than balanced (Jones, 1997).
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Physical Well Belng and Ocewpational Safedy

There does not appear o be any dala pertaining to the phvsicai health and occu-
pational safety of homeworkers. However, the dominant feature of homewaork
is that it takes place owtside the formal workplace. This s important, because
when work takes place in a private setting, such as an individual™s residence,
there is less monitoring for hzalth and safety standards, and few, if any health
anel safety inspections by external regulators (see Barling et al., 2001). Indeed.
1L is not even certain that all workplace standards and requirements apply to
home offices and workplaces. As a resull, we would predict that there is an
icreased risk for health problems and injunes, especially for those homeworkers
who have not chosen this option veluntarly.

“Maoonlighiing”

Maychiclogical Well Being

The data suggest that there may be something of a demographic profile
associated with the decision to moonlight. Iarst, financial obligations represent
a major factor cited in the reason for seeking and holding a second job, a
situation that has not abated recently (Stinson, 1990 Amirault, 1997), It does
not follow from this, however, that the majority of people holding second jobs,
earn relatively less in their primary jobs. Instead. recent data show that
moonlighters are more likely to be relatively well paid and better educated than
individuals who hold once job only (Amirault, 1997). What this indicates is that
it may be more hikely that individuals choose to engage in mooniighting, rather
than feel compelled to do so. and differential consequences follow from each
of these two possibilities. Negative consequences would be associated with
moonlighting 1o those situations where individuals fell compelled to accept this
arrangement, while more positive outcomes would ensue if individuals engaged
in moenlighting more frecly.

Studies conducted in both Canada and the United States have contrasted the
“jab stress™, or psychosocial work factors, experienced by moonlighters and
single job holders. Sinclair, Martin and Michel's (1999) study revealed no
differences between moonlighters and those holding down a single, full-time
job with respect to job satisfaction, a valuable proxy for the psychosocial work
environment. Sinclair et al. {1999) also assessed pay equity {which reflected
both pay satisfaction and fairness), and again revealed no belween group
differences. Their study provides initial support for the notion that moonlighters
do not experience the psychosocial work enviromment differently  from
employees who enjoy traditional employmient arrangements.
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Research conducted in Canadu rephicates and extends these findings. Jamal
and  Baba (1992) showed that despite their greater time  investment in
work, moonlighters were more aclive parlicipanis in social and voluntary
orgamzations. In a subsequent study, Jamal, Baba and Rivicre (1998) showed
that moonlighters expericnced significantly less burnouwt and job stress (han
non-meanlighters, They ascrnbe an energicfopportumity hypothesis to account
for these lndings, sugzesting that moonlighters are “a special breed” (p. 196)
who expericnee more encrgy and higher social expectations. We suzoest that
an aliernanve explanation 15 equally plausible. Specificaliy, in the extent to
which moonlighters cheose employment arrangement, they exert volition which
would protect their well being, and this hypothesis awaus explicit empirical
SCTUliny.

Future research on moonlighters’ job experiences should focos on an
additional issue. The studies reported here fecus on a single work cnvironment
(preswnably their primary job) for moonlighters, and contrast moonlighters and
non-moonlizhiers. This strategy does not mike 1t possible o compare the
psychosocial work environment of the two differemt jobs held by the same
person. It is possible, however, that moonlighters do not experience their
different jobs the samie, and several research questions are raised. For example,
one possibility that cmerges is whether there are additive effects with respect
ta the psychosocial environment if both jobs are experienced very positively,
or very negatively, Perhaps even more interestingly, there could be differential
consequences for well being 1 perceptions of the psychosocial work environ-
ment are markedly different across the two jobs,

Physical Well Being and Occupational Safety

We know of only a few studics that have cxamined the physical health of
moonlighters, and are aware of no studies examining the physical safety
of thus population. Based on the findings that suggest thai moonlighters may
enjoy superior energy levels than average, it is not likely that the longer
hours worked by moonlighters will render them more fatigued or stressed
than the average single job holder. As such it may not be reasonable to
expeet differences in illness or injury between moonlighters and workers
in traditional employment relationships. Research that has directly compared
the health of meonlighters with that of single job holders suggests
that there are no detrimental health or safety consequences for people
who moonlight (Jamal et al., 1998), presumably because of their greater
ENCIgLY.
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dob Sharing

The Tast two decades siw management being cxhorted and even expected o
do whatever s feasible to belp employees balance work und fwmily responsic
bilites (Barhing, 1990 Job sharing was introduced and promoted within this
anvironment as one wiy by which twa cmployces could share the responsihil-
ies associated wath ane fuil-uime jeh. Job sharing 15 recognized by many
adminisirators as one of the more complex fonms of flexible work options
(Solomon, 19943, Ax such, while organizations that have introduced job sharing
arrangements may be viewed ax model employers, the move i 1ins direction
15 more often demand-driven (Stanworth, 1999).

Psvchiological Well Being

There remains very httle empinical data on job-sharing. What is known is that
the perceived ymportance of job sharing is significantly associated with the
degree 1o which family responsibilities conflict with work demands (but nal
the degree to which work demands conflict with family responsibilities (Fronc
& Yardley, 1996). Seib and Muller's (1999) analysis of 44 employed mothers
suggests that job-sharing was more effective than either part-time employmenl.
or flextime in balancing work and family demands. These resulis should
perhaps be expected, because job-sharing would result in a dramatic reduction
in hours of work. Perhapy more importantly, though, job-sharing would almest
always be engaged in on a voluntary basis, which itsell would be expected to
exert a positive effect on the psychosocial workplace environment and well
being.

Physical Well Being and Occupational Safety

We are not aware of rescarch examining the impact of job sharing on physical
health and safety. To the extent that the work environment of people partici-
pating in a job sharing program is the same as people in traditional work
arrangeincnts, no unique threats lo health and safety should be expected.
However, it is possible that when job sharing entails different work hours from
onc day 1o the next, any changes in sleep patterns from day to day, as well as
social and domestic disruptions may inerease the likelihood of chronic health
problems {Smith, Robie, Folkard, Barton, McDonald, Smith, Spelten, Tollerdell
& Cosia, 1999). An additional factor for consideration is that job sharing could
result in less familiarity between waorkers, which could heighten safety risks
(Goodman & Garber, 1988).
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Ouisowrced fmplovment

As organizations continue 10 emphasize cost cottainment. which includes an
attempt 10 retain a5 lew permanent employees as possible, and 10 reduce cosis
such as employee benchls, outsourcing will continue (o remiin a perceived
competitive advantice to employers. Despite the prevalence of this allernative
form ol craployment, there remamns little belavioral research on the psychoso-
cial work envirgnment experienced by peaple employed on an putsourcing basis
This s important, because wath the potential less of pay and benefits, and power
and control that would accompany outsourcing., it 15 possible to suggest that

there would be negative effects for the psychosocial work environment,

Psvchological and Physical Well Being
Amother arca in which research on alternative work arrangements and well being
is refatively sparse is in the effects of outsourcing on physical and mental well
being. This issue was examined in one study that directly compared the
psvehosocial and physiological outcomes of ouwtsourced and direct-hire bus
drivers (Neuterstrom & Hansen, 2000). Despite equivalent baseline levels of
physical and mental health, after a year of work, the owsourced workers could
be distinguished from the direct-hire workers on the basis of seeing the job as
having low levels of predictability and meaningfuloess, low colleague support
and low job satisfaction as compared o the direct-hue workers. Physiological
measures indicated that as compared (o direct-lure waorkers, outsourced workers
showed higher levels of biological responses w increased stress including
increased cortisol levels o urine, blood pressure. and HDL/cholesterol ratios.
Another finding of some significance is that within eight months of the
outsourcing, seven of the 20 bus drivers in Netterstrom and Hansen's (2000)
outsourced zroup were no longer with the new organization due to dissatisfac-
tion with their working conditions. While it is not possible 0 make large
inferences based on such small numbers, this finding should at least alert
researchers 10 the possibility of a potentially negative workplace environment
associaled with the practice of outsourcing.

Occupational Safety

For several reasons, one specific group of cutsourced workers, subcontracted
workers, tend o receive inadequate on-site safety training (Rebitzer, 1995}
First, in the absence of a clearly identifiable sale employer, the issue of who
bears responsibility for safety training is often unelcar. Second, although subcon-
tracted workers have typically bad some general occupational health and safety
tramning, they may not receive site-specific health and safety training (O Brien,
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199495, This s mportant, because specific safety training raises cmployees’
safery awineness, teaches skills for coping with work related hazards, and
estublishes opportunities for an open {low of communication about safely issues
(Rebitzer, 1995 Rouglian, 1995), Not surprisingly, therefore, while research
suseests that subcontractors have higher accident rates than do direct hires, this
difference may be especially preaounced for employees with less than one year
ot experience (Retitzer, [993). perhaps highlighting the lorg-tern henefits of
on-te-job lewmimg when more formal opportumiies such ax bainmg we not
avitilable.

Scasomal and Migrant Employmens

Our focus on new farms of employiment arrangements would be incomplete
without sane exanueation of the psychosocial work environment of individ-
uats cmployed on a seasonal basis. This task is complicated, howewer, because
ol 1he paucity ol behavioral research on seasoral employient, Ball (1955)
addressed the stereotype that seasonal workers represent the “pootest cousing™
of the entire workforce, given the precarious nature of their employment, and
the relatively poor benefits they receive. We add 1o this the lack of control
associated with seasonal and migrant work. While there is some support for
this notion, Ball (1988) also notes that this only represents part of the picture,
with many individuals choosiog voluntarily 10 be employed on a seasonal basis.
Seasonal or migrant employment, therefore, would by no means be a homege-
nous cxperience. As is the case with many other forms of employment. the
individual ¢employee’s voliion in choosing seasonal employment may have
impoertant umplications for their subsequent well being.

Psychological Well Being

Much of the literature on seasonal and migrant workers focuses on shifting
tends in seasonal and migranl work over time (e.g. Rydzewski, Deming &
Rones, 1993), the deleterious behavioral choices on the part of many seasonal
and migranl workers (Weatherby, McCey, Metsch, Belizer, McCoy & de la
Rosa, 1996), and the cultural disadvantages this group may confront {Sharma,
20010). In contrast, there is very little research on their psychological well being.
Traduionally, scasonal and/or migrant work have been considered to be among
the least desirable forms of employment, marked by poorer working conditions,
lower-status  jobs, and subsequent and inecvitable unemployment. Further,
migrant workers in particular may be perceived ncgatively by locals who sce
them as ‘taking’ jobs fram local people (Weatherby et al., 1996). Other types
of scasonal employment however, such as those in the tourism industry were

u4
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constdercd higher-status (Bell, 1988). Ax with mast other forms of alternative
cmployment. warkers whe enter their eniployment voluntanily may have rela-
tively more positive psychosocial outeomes than people who enter employment
mvoluntarily.

Physical Well Being and Oceupational Safely

The physical health and safety of seasonal and nngram workers has been given
same empirical atlention. A farly substantial amount of literature suggests that,
us compared 10 other groups of workers, the behavioral chaices and lifesiyles
of migrant workers are maee likely o inclode a greater propensity for narcotics
use (Weatherby et al, 1996), alcohol use (Morales. 1986), and a luck of
HIVIAIDS awareness and education among this group (Belizer, 1993), raising
the liketthood ol physical and safety problems.

ALTERNATIVE WORK ARRANGEMENTS AND
EMPLOYEE WELL BEING: SOME CONCLUDING
THOUGHTS

We conclude this chapter by highlighting three concerns that have cmerged
consistently in our examinaticn of the effects of alternative work arrangements
on employee well being. First, in any f{uturce research, more camplexity is
required in the conceptualization and operationalization of altemative work
artangements. As one example, research on the emergence of contingent and
alternative work arrangements has suffered from simplistic categorizations tha
have reinforced outdated stercotypes. The perspective that contingent workers
have limited control over how their work is performed, and operate under purely
“lransactional” contracts (Beard & Edwards, 1993) may in fact be the antitheses
of the work experience for many independent contractors who have highly
sought-after technical skills. In addition, it is worth pointing to the fact that
research on moonlighting has focused more on the people involved in this
phenomenon, rather than the work experiences in both jobs, Conceptual under-
standings will no longer be advanced by simply trying to fit different forms of
alternative working ammangenients into arbitrary and inherently overfappiug
categories (e.g. full-time, telecommuter, temporary, self-employed).

Second, from a methodological perspective, 1t is noteworthy that research on
alternative work arrangements and employee well being has relied almost
exclusively on correlational data and non-experimental designs. Clearly, any
advauces in refinement in the conceptualization of alternative work arrange-
ments must now be accompanied by more sophisticated research designs in
order 1o move toward causal inferences.
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Last, but by no means least. the research reviewed to dute allows two impor-
tant conclysians. First, the nature of the alternative work amrangement may be
substantially Tess mmportant for subsequent well being than the quality ol the
cmployment experience. Second, the nature of the alternmive work asrangement
is substantiaily less important Tor employee well being than the issue of whether
emplovees enter the specific work arranzement by choice or not These
twa conclusions have consideraizle conceptual and managerial implications,
Conceptually, an understanding an the nature and consequences of alternative
work arvangements may be achieved by diverting primary attention o the
psychosocial work experiences; and this represents a viable challenge for future
rescarclh. From a managenal perspective, organizations might be beller served
by cnsuring that employees benefit from positive work experiences, irrespec.
tive of the type of work arrangements in which they find themselves.
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