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ABSTRACT 

This report has presented the results of a study of the 

impact of compressed work schedules on the work and home lives 

of 35 employees of the Computer Services Division of a Vancouver 

based integrated forest industry company. Employee responses 

to the questionnaire indicated enthusiasm, for the compressed 

schedule, similar to that found by authors of other current 

studies in this field. Specific benefits most frequently men- 

tioned were; greater knowledge of other jobs in the work area, , 

improved attitude towards the job, and an overall improvement 

in home life. Fatigue and greater difficulty in arranging 

meetings were perceived to be the most negative effects. The 

program discussed in this report was close to being an unquali- 

fied success. This favourable result came about, to a large 

extent, because of the high degree of staff involvement in all 

phases of the program, from conception to review 10 months after 

implementation. 
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CHAPTER I  

INTRODIJCTION 

The compressed work week has  been d e f i n e d  a s  "any a r r a n g e -  

ment o f  a  work s c h e d u l e  t h a t  b o t h  reduces  t h e  number o f  days 

and i n c r e a s e s  t h e  number o f  hours  worked p e r  day i n  any g iven  

cyc le . "  For c e n t u r i e s  a f t e r  t h e  dawn o f  c i v i l i z a t i o n  t h e  work 

week proceeded from s u n r i s e  t o  s u n s e t  G days a  week w i t h  t h e  

o n l y  r e l i e f  coming on t h e  Sabbath  Sunday. Changes from t h i s  

s e v e r e  s c h e d u l e  were slow i n  coming. Those p e o p l e  who a r e  o v e r  

40 y e a r s  can  r e c a l l  when a  6 day week was n o t  uncommon, n o t w i t h -  

s t a n d i n g  a  54 day week was u s u a l .  Riva poor1 r e p o r t s  t h a t  i n  ' 

1929 o n l y  5  p e r c e n t  of t h e  Uni ted  S t a t e s  l a b o u r  f o r c e  was on a  

5 day week and no s i g n i f i c a n t  improvement took p l a c e  u n t i l  t h e  

mid 1 9 5 0 ' s .  She a l s o  s t a t e s  t h a t  t o d a y ,  t h e  5 day week i s ,  i f  

n o t  u n i v e r s a l ,  t h e  " s t andard"  North American work week. Four 

and 3 day work weeks a r e  t h e  new vogue and w h i l e  v a r i o u s  w r i t e r s  

have r e p o r t e d  a n  a c c e l e r a t i n g  r a t e  o f  c o n v e r s i o n  t o  t h i s  s h o r t e n -  

ed  work week a u t h o r i t i v e  d a t a  t o  s u p p o r t  t h e s e  s t a t e m e n t s  h a s  n o t  

been found.  However, t h e  U.S. Department o f  ~ a b o r ~  e s t i m a t e s  

t h a t  i n  mid - 1974 abou t  2 p e r c e n t  o f  t h e  f u l l - t i m e  employees of  

U.S. firms were on a  compressed work s c h e d u l e .  

According t o  t h e  Goodale and Aagaard s t u d y , 3  t h e  p a s t  10 

y e a r s  have s e e n  an  unpreceden ted  change i n  t h e  d i s t r i b u t i o n  o f  

hours  o f  work, which i s  some i n d i c a t i o n  t h a t  management i s  f o -  

c u s s i n g  on accomplishments  r a t h e r  t h a n  t h e  t ime  r e q u i r e d  t o  

a c h i e v e  t h e  accomplishment .  T h i s  change i n  management p r i o r i -  
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ties has resulted in much puhlicity of compressed work weeks 

but there is a dearth of empirical research to examine its eff- 

ects on employees' lives. Relatively few studies have been re- 

ported which actually surveyed the employees of firms which had 

adopted a compressed work week. 

The past 10 years have also seen a dramatic change in mana- 

gement of hours of work. Traditionally the employer has esta- 

blished the work schedule with little if any consultation with 

employees. However, during the last decade of upward surge of 

worker independence, some employers have found it expedient to 

involve workers in determining the most desirable schedule from 

the worker viewpoint. This consultation has frequently led to 

a compressed work schedule but few organizations have requested 

feedback from workers with a view to ascertaining if, over time, 

their perception of the rearranged work week had remained con- 

stant, or conformed to their expectations. This study is an 

attempt to partially remedy this apparent deficiency. 



CHAPTER I1 

LITERATURE SURVEY 

A survey of literature indicates that during the last de- 

cade more than 300  articles, cases and books have been written 

in Canada, United States and other countries on the compressed 

work week. An equal number of authors have dealt at varying 

lengths on flexible or variable work hours. A perusal of these 

writings indicates that most of the literature concentrates on 

the results to business with little attention being given to 

the effect of compressed schedules on the work and home lives 

of employees. 

The first survey to thoroughly examine employee reactions 

4 to the 4-day work week was conducted by Poor and Steele in 1976. 

They surveyed 168 employees (of whom 20 were managers) in 13 

different firms, by means of a short questionnaire and open 

ended-interviews, some of which were tape recorded. The respon- 

ses showed that the compressed work week had been well received 

by both employees and management. Ninety-two percent of employ- 

ees indicated they were either pleased or very pleased about 

the compressed work week. All managers were pleased or very 

pleased with the way the re-arranged week was working out for him 

and his company. In contrast to the high positive responses, 

14 percent of the employees cited fatigue as a disadvantage. 

A few of the managers indicated some concern over increased pro- 

blems with work scheduling and impaired service to the public. 

The study also indicated positive effects on employees home lives, 



4. 

with favourable reactions to qggregated leisure hours and chan- 

ged leisure activities. While one-third of the sample reported 

spending more money since the change in the work schedule, most 

of these did not see this as a disadvantage. 

During 1973 Nord and costigan5 conducted an important 

study exploring employee reactions to the 4-day week. They 

collected questionnaire data from 59 non-union pharmaceutical 

employees at intervals of 6 weeks, 13 weeks, and 1 year after 

initiation of a 4-day, 40 hour week. The first questionnaire 

indicated 81 percent of this sample were highly favourable to 

the shortened work week and later responses were similar. How- , 

ever, some attitudes changed over time. To illustrate, after 

one year effects on home life were perceived as less positive 

than at first. The majority of the unfavourable reactions were 

concerned with home life rather than work. 

Another significant study on the impact of the 4-day week 

was undertaken by Goodale and Aagaard in 1974. Questionnaires 

were distributed to all of the employees of a credit division of 

a large, multinational oil company. Approximately 90 percent of 

the employees had worked for the company before the 4-day week 

was instituted a year before the survey was conducted. The divi- 

sion was not unionized. Of the 474 respondents, 40 were super- 

visors and managers. Two questionnaires were administered. One 

questionnaire (which was distributed to all personnel, including 

supervisors and managers) collected general and specific atti- 

tudes toward the 4-day work week and changes in behaviour attri- 
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buted to it. 
I 

From responses to the questionnaires, the authors concluded 

that this re-arranged schedule had a profound and broad impact 

on employees' lives not quite consistant with other evidence or 

with the Poor and Steele study. As in other studies positive 

responses were received, from the majority of respondents, as to 

the benefits of the compressed schedule but a significant per- 

centage of them mentioned increased difficulty in work-related 

interpersonal contact and scheduling. Also, 62 percent found 

their work more tiring and some expressed concern as to the 

quality of their service to the public and other departments. 

The second questionnaire was administered only to supervi- 

sors and managers to obtain their perceptions of the work record 

of their units. Responses indicated their personal dissatisfac- 

tion with the 4-day work week. This attitude may have been the 

result of their undiminished hours of work and their disappoint- 

ment with lower indexes of work performance. Only 14 percent 

took the extra day off regularly and 47 percent said they took 

the extra day off one-half of the time or less. Their responses 

to other questions were generally congruent with perceptions of 

all personnel except for work performance measures where there 

was some divergence of opinion. 

The Research Branch, Ontario Ministry of ~ a b o u r ~  produced 

a report in August, 1974 on their survey of employee perceptions. 

The survey dealt with the effects of a compressed schedule on 

employee work and home life. The size of the ten establishments 
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surveyed varied from 17 to 1,JOO employees, with a total employ- 

ment of just under 2,600 people. The number working on compre- 

ssed schedules ranged from 10 to 95 persons in each firm, amount- 

ing to a total of 472 employees or 18 percent of the aggregate 

labour force. Only in two firms did all personnel work on the 

compressed schedule. Four of the 10 firms were unionized. While 

occupations of the surveyed employees were diverse, almost two- 

thirds worked in production occupations. The remaining one- 

third were involved in clerical, drafting and other service re- 

lated work. The length of experience of the employees with the 

compressed schedule varied, from less than six months to just 

over two years. Seventy-one percent of the respondents had been 

with their firms at the time of implementation. 

Most employees were satisfied, to varying degrees, with 

their experiences under the compressed schedules. Satisfaction 

with the arrangement was most common among office employees, 

who usually worked fewer than 10 hours per day, and among those 

in the under 45 year age group. In total, only 11 percent of 

the workers were dissatisfied with the schedules. In comparison 

with their previous schedules, 21 percent of the office and 42 

percent of the non-office employees reported that they were more 

tired as a result of working the compressed schedule. 

Among employees who were more tired, 69 percent regarded 

increased fatigue as no problem or as only a slight one. How- 

ever, 15 percent of those who were more tired (5 percent of all 

workers surveyed) considered fatigue to be a serious problem. 

Although it might be expected that serious fatigue effects would 
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be most prominent among employees working 12 hour shifts, this 

was not borne out by the study. Part of the explanation may 

havc to do with the difference between the compressed schedule 

and the previous schedule. The difference was many of the per- 

sons working 12 hour shifts had previously worked irregular and 

more tiring schedules (in some instances consisting of work 

periods of seven consecutive days). This was changed to breaks 

every three days. 

Thirty-one percent of the employees stated that their work 

attitudes had improved. Absenteeism and turnover rates improved, 

at least in the short run, in most firms where there had been a . 
problem before conversion. Several employers reported that re- 

cruiting potential had improved since the schedule was introduced. 

A number of employees who had joined their firms since implemen- 

tation of the compressed schedule reported that it had been an 

important factor in their decision to apply for their present 

job. 

In the majority of establishments, employers felt that pro- 

ductivity had increased but found it difficult to relate this 

increase exclusively to the new schedule. Moreover, they had 

little firm documentation as to whether such improvement had 

indeed actually occurred. 



CHAPTIER I I1 

METHODOLOGY OF THE STUDY 

Data, necessary to achieve the objectives of this study, 

were collected by distributing a questionnaire to a group of 

white-collar office workers. Details of pertinent variables 

and procedures followed are discussed in subsequent sections 

of this chapter. 

The Sample 

The sample chosen for this study included all of the employ- 

ees, numbering 48, of the Computer Services Division of a Van- 

couver based integrated forest products company, which asked 

it remain anonymous. None of the employees were unionized. 

Eighty-five percent of the employees had worked in the division 

before the compressed work schedule was instituted, which was 

10 months before the survey was done. Of the sample, 6 were 

managers and supervisors. The remainder were predominantly 

clerical and administrative staff including 7 programmers and 

analysts . , 

Planning and Implementation 

The compressed work week for the employees surveyed origi- 

nated as a result of their request to divisional management that 

a compressed schedule be instituted. Management reacted prom- 

ptly by conducting a review of pertinent literature and dis- 

cussing the topic with other firms that had already implemented 

an altered schedule. Approval was then obtained from senior 
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corporate management to continue planning. This process in- 

cluded determination of a work schedule which would best utilize 

the company's resources (i.e. plant, equipment and employees), 

satisfy each employee and meet the needs of the users' of the 

division's product (i.e. computer service). 

The next requirements prior to implementation of the com- 

pressed work schedule was to obtain provincial government and 

corporate approval. British Columbia legislation requires that 

all employers who wish to institute a compressed work schedule 

must first obtain the concurrence of their employees and the 

joint application must be approved by the B.C. Department of 

Labour. Government and corporate approvals of the request were 

given without problems. 

Work Schedule 

Work Schedules were adjusted with the conversion to a com- 

pressed work week. The most readily obvious consequences of the 

revision were to increase the weekly hours of service to the 

users of computer services and alter the distribution of employ- 

ees work and leisure hours. A more detailed analysis of these 

consequences appears in Chapter IV. To assist in identifying 

the changes both schedules are shown below in comparative form. 

Before Conversion Upon Conversion 

Period of com- Daily - 7am to llpm Daily - 7am to 3am 
puter services - 16 hours - 20 hours 
to users Weekly - Mon. to Fri. Weekly - Mon. to Fri. 

- 80 hours - 100 hours (1) 



Before Conversion 

Shifts ( 2 )  
- number 2 
- Length in hours 8 
Description - 
- Day shift 7 am to 3 pm 
- Afternoon 
shift 3 pm to 1 1  pm 

Number of 
Personnel - Total 4 8  

Number of Per- 
sonnel on each 
shift 
- Managers and 
Supervisors 

- Computer 
operators 

- Other admini- 
strative and 
clerical 

Hours of work 
- Managers and 
Supervisors 5 day, 37% hour week 

- Computer 
operators 5 day, 37% hour week 

- Other admini- 
strative and 
clerical 5 day, 37% hour week 

Daily breaks 
- Meals 1 @ 30  minutes 
- coffee 2 @ 1 5  minutes 

Extra Days off 
- Supervisory 
Personnel N/ A 

- Computer 
operators N/A 

- Other admini- 
strative and 
clerical N/A 

Upon Conversion 

Alternating 4  day, 
5 day week - 3 3  and 1 1 3  
hours and 4 1  and 2 / 3  
hours respectively. 

3 day, 37% hour week 

4 day, 37% hour week 

1 @ 42 minutes 
2 @ 1 5  minutes 

( 3 )  please see notes on page 11 

(4) please see notes on page 11 

( 5 )  please see notes on page 12 



Notes t o  Work Schedule  

(1) P e r i o d  o f  computer - T h i s  p e r i o d  d i d  n o t  i n c l u d e  
s e r v i c e s  t o  u s e r s  S a t u r d a y s  when computer o p e r a t o r s  

worked one s h i f t  o f  1 2 %  h o u r s .  No 
s e r v i c e  was g i v e n  t o  u s e r s  on 
S a t u r d a y s .  

(2) S h i f t s  - A s  s t a t e d  e a r l i e r  each day 
(Monday t o  F r i d a y ,  i n c l u s i v e )  was 
d i v i d e d  i n t o  2 s h i f t s .  However, 
computer o p e r a t o r s  and s u p e r v i s o r y  
p e r s o n n e l  d i d  n o t  a d h e r e  t o  t h e  
t i m i n g  o f  t h e s e  s h i f t s .  Computer 
o p e r a t i o n s  were conducted  6 days 
each week (Monday t o  S a t u r d a y ,  
i n c l u s i v e )  f o r  1 2 %  hours  each  
day. Each computer o p e r a t o r  
worked t h r e e ,  124 hour  days each 
week. Commencement t ime  o f  a  
computer s h i f t  was t h e  d e c i s i o n  o f  ' 
t h e  o p e r a t o r  p r o v i d e d  t h a t  once  
begun t h e  o p e r a t i o n  was c o n t i n u o u s  
and was completed d u r i n g  t h a t  d a y ' s  
d e s i g n a t e d  work hours .  Superv i -  
s o r y  p e r s o n n e l  d i d  n o t  adhere  t o  
s h i f t  s c h e d u l e s ,  a l t h o u g h  i t  was 
u n d e r s t o o d  a t  l e a s t  one s u p e r v i s o r  
must b e  on t h e  p remises  d u r i n g  
working hours  ( i . e .  5 days a  week, 
Monday t o  F r i d a y ,  i n c l u s i v e .  
S u p e r v i s i o n  was n o t  a  r equ i rement  
f o r  S a t u r d a y  computer o p e r a t o r s ) .  

(3)  E x t r a  day o f f ,  
s u p e r v i s o r y  
p e r s o n n e l  

( 4 )  E x t r a  day o f f ,  
computer o p e r a t o r s  

- Inasmuch a s  o n l y  one manager 
o r  s u p e r v i s o r  was r e q u i r e d  t o  b e  on 
t h e  p remises  d u r i n g  work h o u r s ,  i t  
was n o t  n e c e s s a r y  t o  have a r o t a -  
t i o n a l  d a y - o f f  s c h e d u l e .  Each o f  
t h e  6 s u p e r v i s o r y  p e r s o n s  was 
a l lowed  a  3-day week-end e v e r y  
second week. The d e c i s i o n  a s  t o  
whether  t h e  e x t r a  d a y - o f f  was Monday 
o r  F r i d a y  was a r r a n g e d  by mutual  
agreement .  

- Work days  were s t a n d a r d i z e d  o v e r  
a  7 day c y c l e .  Two o f  t h e  4 com- 
p u t e r  o p e r a t o r s  worked Monday, 
Tuesday and Wednesday and had t h e  
o t h e r  4 days o f  t h e  week o f f .  The 
o t h e r  two computer o p e r a t o r s  worked 
Thursday ,  F r i d a y  and S a t u r d a y  and 



had the balance of the week off. 
Days off were not automatically 
rotated. 

(5) Extra days off - - A forward rotating day-off 
Other administrative schedule was in force. In this 
and clerical respect the employee had a diff- 

erent day off each week, with the 
days off following in sequence 
over a 5-week cycle. Every fifth 
week the employee had a 4-day 
weekend as the "Friday off" and 
the "Monday of fl1 follow in sequence. 

The Questionnaires 

The 2 questionnaires, which were used, are enclosed at 

the end of this report as Appendix 1. They were designed to 

assist in determining how longer periods of work and leisure 

time affects the employees work and leisure time and how they 

feel about these effects. Most questions were structured using 

a five-point scale. One questionnaire, which contained 175 

questions, collected information from all personnel on demogra- 

phic and other factors, attitudes toward the compressed work 

week and changes in work and home life attributed to it. An 

additional questionnaire concerning perceptions of work related 

changes resulting from the compressed work week was given to 

managers and supervisors. It contained 26 questions. 

The author and the management each posted on the staff 

bulletin board an open letter (copies of which are enclosed as 

Appendix 11), to all personnel advising them of the forthcoming 

survey. Ten days later questionnaires were distributed to each 

of the 48 employees at a meeting in the divisional office. 

Management representatives and the author were present at the 



meeting, at which time the employees were requested to complete 
L 

the questionnaires within the next few days, and, at their 

cretion, during working hours. 

The reasons for the survey were explained to all partici- 

pants. This discussion included the frank acknowledgement that 

the firmt s primary motivation was lleconomicll but it was felt 

that higher productivity could more readily be achieved with 

satisfied employees. Therefore, the goals of the firm and the 

employees were similar and attainment of these goals was depen- 

dent on a high level of cooperation between both parties* 

Confidentiality of the response was emphasized by request- 

ing the questionnaires be mailed to Simon Fraser University in 

the addressed, stamped envelopes which were also distributed at 

that time. Three weeks after the distribution s u ~ e ~ v ~ ~ ~ r ~  re- 

minded all staff of the importance of completing and returning 

the questionnaire. This reminder increased the response 

by about 15 percent. The final response rate was 7 3  Percent of 

all personnel. A detailed analysis of the sub-category distri- 

bution of responses is provided in Chapter I V .  

Considerable effort was made to compare employee PerceP- 

tions, as indicated by their responses to with 

company records. However, because of the inadequacy this 

purpose) of records, it was possible to obtain only 

information through this source. Findings will be discussed 

under the respective topic in Chapter IV. 



CHAPTER IV 

ANALYSIS AND CONCLUSIONS 

Ana lys i s  

A s  i n d i c a t e d  i n  Chapter  I11 t h e  o v e r a l l  r e sponse  r a t e  was 

73 p e r c e n t .  Also ,  t h e r e  was a  c l o s e  c o r r e l a t i o n  between p ropor -  

t i o n s  o f  t h e  v a r i o u s  s u b - c a t e g o r i e s  o f  t h e  sample and t h e  respon-  

den t  group o f  35. Females made up 6 4  pe r cen t  o f  t h e  sample and 

6 0  p e r c e n t  o f  t h e  r e sponden t s ,  r e s p e c t i v e l y .  E i g h t y - f i v e  p e r c e n t  

o f  t h e  employees i n  t h e  sample were employed i n  t h e  d i v i s i o n  

b e f o r e  t h e  compressed work s chedu l e  was i n s t i t u t e d ,  a s  compared 

t o  8 3  p e r c e n t  o f  r esponden ts  w i t h  t h e  same minimum employment. 

While a l l  s u p e r v i s o r y  pe r sonne l  responded t o  t h e  q u e s t i o n n a i r e ,  

t h i s  sub -ca t ego ry  r e p r e s e n t e d  12.5  p e r c e n t  o f  t h e  sample and 17 
I 

p e r c e n t  o f  r e sponden t s .  

Upon r e t u r n  o f  t h e  precoded q u e s t i o n n a i r e s ,  r e sponses  were 

key-punched f o r  computer a s s i s t e d  a n a l y s i s .  Pe rcen tages  o f  

i n d i v i d u a l  r esponses  (e .g .  much e a s i e r ,  e a s i e r ,  no change,  more 

d i f f i c u l t  and much more d i f f i c u l t )  were c a l c u l a t e d  by computer 

and c a t e g o r i z e d ,  manual ly ,  a s  p o s i t i v e ,  no change and n e g a t i v e  

i n  accordance  w i t h  t h e  i n t e n t  o f  t h e  q u e s t i o n .  With a  view t o  

c l e a r  p r e s e n t a t i o n  o f  d e s c r i p t i v e  a n a l y s i s  Tab les  I  t o  IV (which 

appear  l a t e r  i n  t h i s  c h a p t e r )  were p repared  from key q u e s t i o n -  

n a i r e  responses .  The response  pe r cen t ages  a r e  shown i n  two 

columns t o  f a c i l i t a t e  comparison o f  answers i n  t h i s  s t udy  and 

t h e  Goodale and Aagaard s t u d y .  The columns a r e  l a b e l l e d  G .  6 A .  

and B . C .  r e s p e c t i v e l y .  Because o f  t h i s  s t u d y ' s  sma l l  sample 

(N=35), i t  was dec ided  t o  r e p l i c a t e  t h e  Goodale and Aagaard s t u d y  



( N = 4 7 4 ) .  I n  t h i s  way i t  was hoped t o  ob t a in  t h e  g r e a t e r  gene ra l -  I 

i t y  t h a t  i s  a s s o c i a t e d  wi th  a  l a r g e r  sample. The e x t e n t  o f  con- 
I 

f o rmi ty  between t h e  two survey responses  was determined by comput- 

ing  Spearman's rank o r d e r  c o e f f i c i e n t .  The r a t i o n a l e  of  t h e  

r e p l i c a t i o n  and t h e  r e s u l t s  o f  t h e  c o r r e l a t i o n  ana lyse s  a r e  d i s -  

cussed  l a t e r  i n  t h i s  c h a p t e r .  The t a b l e s  were des igned t o  show 

employee and management pe rcep t ions  of  t he  e f f e c t s  of  t h e  com- 

p re s sed  work week on t h e i r  work and l e i s u r e  a c t i v i t i e s .  While t h e  

responses  w i l l  be d i s cus sed  i n  more d e t a i l  a s  t h e  t a b l e s  a r e  i n t r o -  

duced, g loba l  q u e s t i o n s  g e n e r a l l y  prompted p o s i t i v e  answers b u t  

a  more i n t e n s i v e  s e a r c h  unear thed  a  few problem a r e a s .  

Employee Pe rcep t ions  - Work A c t i v i t i e s  

Table  I (Pages 16  and 17) p r e s e n t s  da t a  of  employee percep-  

t i o n s  o f  job r e l a t e d  changes a t t r i b u t e d  t o  t h e  compressed work 

week. Visua l  i n s p e c t i o n  i n d i c a t e s  a  c l o s e  c o r r e l a t i o n  between 

p e r c e p t i o n s  i n  t h i s  and t h e  Goodale and Aagaard s t u d i e s .  

Moonlighting ( i tem 1) 

Moonlighting was r e p o r t e d  t o  be non -ex i s t en t  which might 

i n d i c a t e  t h a t  l e i s u r e  l o s t  because of  a d d i t i o n a l  work was cons id-  

e r e d  by t h e  employee t o  have g r e a t e r  va lue  t han  t h e  e x t r a  money 

t h a t  could  be ea rned  from a  second job.  This c o s t  b e n e f i t  

r e l a t i o n s h i p  might a l s o  have been adve r se ly  a f f e c t e d  by t h e  i r r e g -  

u l a r i t y  of  most employee work s chedu le s ,  r e s u l t i n g  i n  d i f f e r e n t  

days o f f  from one week t o  ano the r .  

Absenteeism ( i tem 2 )  

Absenteeism was r e p o r t e d  a s  reduced by 56 percen t  o f  cmploy- 

e e s ,  whi le  none r e p o r t e d  an i n c r e a s e ,  which i s  c o n s i s t e n t  w i th  



T a b l e  1 

J o b - R e l a t e d  Changes A t t r i b u t e d  t o  Compressed Work Week - 
A l l  Employees 

P e r c e n t  - P c r c e n t -  
ngc of  age  of  

I t em I tcm Sample Sample 
Number C o n t e n t  Response ( G .  W.1 ( B . C . )  

b ioonl ight  ing  on 

e x t r a  t i m e  o f f  

work 

Absent from work 

w i t h o u t  r e a s o n  

L a t e  f o r  work 

w i t h o u t  r e a s o n  

T i r i n g  e f f e c t  o f  

d a i l y  work 

Slowdown toward 

end o f  day  

E f f o r t  r e q u i r e d  

t o  complete  d a i l y  

work 

Watching t h e  

c l o c k  d u r i n g  

work h o u r s  

W i l l i n g n c s s  t o  

work o v e r t i m e  

A b i l i t y  t o  c o n t a c t  

o t h e r  p e r s o n n e l  

on work r e l a t e d  

m a t t e r s  

A b i l i t y  t o  s c h e -  

d u l e  weekly work 

A b i l i t y  t o  :corn-' . 
p l e t e  l e n g t h y  

t a s k s  d u r i n g  day 

More o f t e n  

*Less  o f t e n  

More o f t e n  

*Less  o f t e n  

More t i r i n g  

*Less  t i r i n g  

More 

*Less  

blo r e  

*Less  

*More w i l l i n g  

Less  w i l l i n g  

* E a s i e r  

More d i f f i c u l t  

* E a s i e r  

More d i f f i c u l t  

" E a s i e r  

More d i f f i c u l t  
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T a b l e  1 ( c o n t i n u e d )  

J o b - R e l a t e d  Changcs A t t r i b u t e d  t o  Compressed Work Week - 
A l l  Eniployees 

P c r c c n t -  P e r c e n t -  
age  o f  age o f  

I tern I tem San~pl  c  Sample 
Numbcr Cont c n t  Response ( G . G A . )  ( U . C . )  

12 Amount o f  work "More 30.1(4)  52 ,9 (4 )  

completed d u r i n g  Less 1 1 . 5  8.8 

week 

1 3  P r o d u c t i v i t y  d u r -  * G r e a t e r  20.3(7)  14.3(15.5)  

i n g  f i r s t  two Less  1 2 . 1  22,9 

hours  o f  t h e  work 

p e r i o d  

S e r v i c e  t o  o t h e r  * B e t t e r  

depar tments  o r  t o  P o o r e r  

cus tomers  

Q u a l i t y  o f  work * B e t t e r  

o u t p u t  P o o r e r  

Fccl i r igs  of  i n d c -  *hlorc 

pendcncc r e g a r d i n g  Less  7 .5  2 . 9  

work and  job  r e -  

l a t e d  d e c i s i o n s  

Knowledge r e g a r d -  *More 38.0 ( 3 )  40.0(7)  

i n g  o t h c r  jobs  i n  Less  3 . 6  2 .9  

work a r e a  

A t t i t u d e  towards  "Improved 20.7(6)  48.2(6)  

job  Worsened 10.9  5 .7  

F i g u r e s  i n  b r a c k e t s  i n d i c a t e  r ank  o r d e r  of  p o s i t i v e  

r c s p o n s c s .  

A s t e r i s k  . ( * )  i n d i c a t e s  p o s i . t i v c  r e s p o n s e  

. Spearman Rho r = . 82 ,  17 d f ,  p (  0.05.  
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l i t e r a t u r e  and management p e r c e p t i o n s .  However, an examination 

of company r eco rds  showed on ly  minimal decrease  i n  absences 

s i n c e  i n t r o d u c t i o n  of  t h e  compressed work week. 

Lateness  ( i tem 3) 

Only 18 pe rcen t  o f  respondents  perce ived  t h a t  t a r d i n e s s  had 

been reduced by t h e  changed work week. No r eco rd  of  r e p o r t i n g  

t imes was main ta ined ,  and t h i s  l a i s s e z - f a i r e  a t t i t u d e  may have 

had an e f f e c t  on t h e  a c t u a l  and pe rce ived  performance. 

E f f e c t s  of  t he  longer  day ( i tems 4 - 8 )  

The most important  f i n d i n g  from t h e s e  i tems was t h a t  worker 

f a t i g u e  o f t e n  e x i s t s  when t h e  work day i s  extended.  For ty-  t h r e e *  

pe rcen t  r e p o r t e d  t i r e d n e s s  ( i t em 4)  w i th  a  s i g n i f i c a n t  percen- 

t age  (23 pe rcen t )  i n d i c a t i n g  slowdown toward t h e  end of  t he  day 

( i tem 5 ) .  These responses  a r e  n o t  a l t o g e t h e r  c o n s i s t e n t  wi th  t h e  

response  t o  " E f f o r t  r e q u i r e d  t o  complete d a i l y  work" ( i tem 6 ) .  

Twenty-three pe rcen t  r e p o r t e d  more e f f o r t ,  whi le  twenty percen t  

r e p o r t e d  l e s s  e f f o r t  r e s u l t i n g  i n  a  n e a r l y  equa l  d i v i s i o n  of op in-  

ion .  Reso lu t ion  might be found i n  i t em 1 2  "amount of  work com- 

p l e t e d  dur ing  week" t o  which 53  pe rcen t  responded "more" a s  com- 

pared  t o  9 pe rcen t  who r e p o r t e d  " l e s s "  which could  i n d i c a t e  t h e  

degree  of  t i r e d n e s s .  A s  none of  t h e  jobs c a r r i e d o u t  by employees 

were machine paced i t  seems doub t fu l  t h a t  more work would b e  

accomplished i f  t h e  degree  o f  f a t i g u e  was s e r i o u s .  To f u r t h e r  

suppor t  t h i s  l i n e  of  r ea son ing ,  t h e  r e p o r t  o f  t h e  Onta r io  Min i s t ry  

o f  Labour ind2ca ted  t h a t  o f  107 persons  f e e l i n g  g r e a t e r  f a t i g u e  

from t h e  compressed schedule ,  on ly  1 5  pe rcen t  cons idered  i t  t o  be 

a  s e r i o u s  problem. Th i r ty -one  p e r c e n t  r e p o r t e d  an i n c r e a s e  i n  
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clock watching (item 7) and only 37 percent indicated willing- 

ness to work overtime, greater than before the conversion, (item 

8) despite the attraction of "time and a half". Overtime during 

the 10 months since institution of the compressed work schedule 

was about 20 percent less than the preceding 10 months. Company 

records did not show the reason for this decline but since company 

policy regarding overtime had not changed and volume had been main- 

tained at an even level, worker unwillingness to work overtime 

is a possible reason. 

Work coordination (items 9 and 10) 

Liaising with other personnel was thought to be more diffi-, 

cult. Thirty-four percent said it was more difficult to contact 

other personnel on work related matters as opposed to 3 percent 

who said it was easier (item 9). such results are understandable 

when ,co-workers have different day-off schedules. This problem 

did not seem to have a linear relationship to scheduling of work, 

however, as 21 percent indicated scheduling was easier as compared 

to 23 percent who indicated increased difficulties (item 10). 

While the author was not able to determine the specific reasons 

for this apparent contradiction, an explanation could be that 

some persons resolved the apparent communication problem with 

inovative organizational methods. Cooperation appeared to pre- 

vail throughout all levels of the organization which extended to 

informal methods of communicating such as off-duty employees con- 

tacting co-workers to relay messages. More structured methods of 

transmitting general information and instructions were also in 

use. Inter-office memoranda were used extensively and staff meet- 



ings were called as required fo discuss planning of future work 

activities and other matters of mutual interest. 

Productivity (items 11- 15) 

Responses to questions relating to amount and quality of 

output were generally positive. Fifty-seven percent of employees 

felt it was easier to complete lengthy tasks during the day and 

no one considered this type of assignment to be more difficult 

to accomplish (item 11). Fifty-three percent reported more work 

being completed during the week as opposed to 9 percent who said 

they completed less work during the week (item 12). Twenty-three 

percent of employees perceived a reduction of productivity during 

the first two hours of the work period (item 13). Service to the 

public and quality of work output were said to have improved by 

over 20 percent of respondents (items 14 and 15). Employee per- 

ceptions of the foregoing productivity factors generally coincided 

with management opinions shown in Table I1 which in turn were by 

and large substantiated by company records. In this latter con- 

nection the company had, for two years, maintained graphs relat- 

ing to volume and quality of work performed. These were not 

sufficiently precise to accurately determine comparative changes 

but in general it appeared productivity had increased slightly 

during the ten months since implementation of the compressed work 

schedule. Quality had remained constant. Apart from the resched- 

uling of work hours no significant re-organization of duties, or 

change of equipment had taken place in the past 18 months. Dur- 

ing this period there had been no change of management and other 

staff turnover only amounted to 27 percent. 

The foregoing comments relative to productivity may appear 
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inconclusive. They are so intended. Businessmen and academi- 

cians have a multiplicity of opinions as to how productivity 

can be accurately measured. A divergence of opinion is also evi- 

dent within the aforementioned groups when they consider a def- 

inition of productivity. Both of these uncertainties hamper 

the accurate measurement of productivity and should be resolved 

before this area of a research project is commenced. 

Job attitudes and job development (item numbers 1 6 -  18) 

Knowledge of other jobs, a feeling of independence and 

attitude are very much interlated and it was not surprising, there- 

fore, that perceptions in all three categories were similar (items 

16 to 18). As the favourable trend is consistent with compressed 

work week literature, the positive net response was not unexpec- 

ted but the magnitude (ranging from 37 to 46 percent) was an 

unanticipated benefit. In particular the improvement in employees 

attitude towards their job may have contributed to the favourable 

reactions as generally indicated throughout the questionnaire. 

Supervisory Reactions - Work Activities - 

Table I1 (Page 22) shows supervisory reactions to the com- 

pressed work week. These questions were also posed to supervi- 

sory personnel who participated in the Goodale and Aagaard 

survey and similar questions were sometimes addressed to all 

employees whose reactions are also the subject of this study. 

Similarity and divergence of the relative responses form a part 

of the following commentary. 



T a b l e  11 

S u p e r v i s o r y  R e a c t i o n s  t o  Compressed Work Week 

-- 
P e r c e n t -  P e r c e n t -  
age  o f  age  o f  

I t em I t em Sample Sample 
Number Conten t  Response (C , .ZA. )  (B.C.) 

P r o d u c t i v i t y  *Higher  
Lower 

E f f i c i e n t  u s e  o f  
s p a c e  and mach- 
i n e r y  

Q u a l i t y  o f  Work 

*More e f f i c i e n t  
Less  e f f i c i e n t  

* B e t t e r  
P o o r e r  

* B e t t e r  
P o o r e r  

S e r v i c e  t o  t h o s e  
o u t s i d e  work a r e a  

Over t  irne 

* B e t t e r  
P o o r e r  

C o o r d i n a t i o n  o f  
work w i t h i n  
o f f i c e  

O r g a n i z i n g  nicct- 
i n g s  o f  s t a f f  and 
o t h e r  s u p e r v i s o r s  

S t a f f  m o t i v a t i o n  

* E a s i e r  
blore d i f f i c u l t  

*Improved 
P o o r e r  

S t a f f  f a m i l i a r i t y  
o f  o t h e r  jobs  

*Improved 
Worse 

Absenteeism blo r e  
*Less  

* R e g u l a r l y  
*Most o f  t h e '  Time 
About 4 o f  t h e  

Time 
R a r e l y  
Never ;  I  Work 

More Hours Now 

flow o f t e n  do you 
t a k e  y o u r  own 
e x t r a  day o f f  

llow h a s  t h e  4-day 
work week a f f e c t e d  
your  a r e a .  o f  
r e s p o n s i b i l i t y  

*Bcnef i c i a l  
e f f e c t  

D e t r i m e n t a l  
e f f e c t  

- - -- - 

F i p l r c s  i n  b r a c k e t s  i n t l i c n t c  rank o r d e r  o f  p o s i t i v e  
r e s p o n s e s .  

Astcrisk ( * )  i n d i c n t c s  p o s i t i v c  r c s p o n s c  
Spcar~nan  Rho r - . 7 3 ,  11 d l ,  p < 0.05.  
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P r o d u c t i v i t y  ( i tems 1 - 4 )  
I 

T h i r t y - t h r e e  pe rcen t  of respondents  r epo r t ed  an i n c r e a s e  in 

p r o d u c t i v i t y  and t h e  remainder considered no change had taken  

p l a c e  ( i t em 1). There was unanimity t h a t  t h e r e  had been no 

change i n  t h e  u t i l i z a t i o n  l e v e l  of  c a p i t a l  a s s e t s  ( i tem 2 )  o r  

t h e  q u a l i t y  o f  work ( i tem 3 ) .  F i f t y  pe rcen t  of  management pe r -  

sonnel  r e p o r t e d  t h a t  b e t t e r  s e r v i c e  was provided t o  t hose  o u t -  

s i d e  of  t h e  work a r e a  a s  opposed t o  33 pe rcen t  who cons idered  

s e r v i c e  was poorer  ( i tem 4 ) .  Percep t ions  shown i n  i tems 1, 3 

and 4 a r e  f a i r l y  c o n s i s t e n t  wi th  pe rcep t ions  of  a l l  employees 

shown i n  Table I ,  i tems 1 1 - 1 5 .  A s  employees were no t  asked f o r  . 
an op in ion  a s  t o  t h e  u t i l i z a t i o n  l e v e l  o f  c a p i t a l  a s s e t s ,  t h i s  

q u e s t i o n  does n o t  appear i n  Table  I .  IIowever, management respon-  

s e s  of t h e  s u b j e c t  company a r e  n o t  c o n s i s t e n t  w i th  t h e  c r e d i t  

d i v i s i o n  management responses  provided i n  t h e  Goodale and 

Aagaard r e p o r t ,  ( i tems 1 t o  4 ) .  No s p e c i f i c  reasons  could  be 

found f o r  t h e s e  d i s c r e p a n c i e s  bu t  a s  t h e  c r e d i t  d i v i s i o n  manage- 

ment pe rcep t ions  were l e s s  favourab le  than  t hose  r evea l ed  i n  

t h i s  r e p o r t ,  t h a t  d i v i s i o n  might have exper ienced some o rgan i -  

z a t i o n a l  problems. These presumed problems d i d  n o t ,  however, 

extend t o  u t i l i z a t i o n  l e v e l  o f  c a p i t a l  a s s e t s  ( i tem 2 )  a s  40  

pe rcen t  o f  c r e d i t  d i v i s i o n  management perce ived  more e f f i c i e n c y  

i n  t h i s  a r e a  a s  opposed t o  on ly  2 pe rcen t  pe rce iv ing  l e s s  e f f i -  

c iency .  

Overtime ( i t em 5)  

Seventeen pe rcen t  r e p o r t e d  h ighe r  over t ime a s  opposed t o  

6 7  pe rcen t  r e p o r t i n g  lower over t ime  which i s  a  r e v e r s a l  of  
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perceptions reported in the Goodale and Aagaard study. IIowever, 

the majority perception of this study's sample appears to be 

close to actuality. As mentioned on page 19 of this report, 

overtime during the 10 months since institution of the compre- 

ssed schedule was about 20 percent less than the preceding 10 

months. 

Work coordination (items 6 and 7) 

Opinion of coordination of work within the office was evenly 

distributed among managers who perceived it to be better, poorer 

and unchanged (item 6). These perceptions are similar to those 

of all employees (this sample) shown in Table I, item 10. The 

Goodale and Aagaard study showed that 60 percent of respondents 

considered work coordination to be poorer (item 6). No explana- 

tion was found for the divergence of opinions. Eighty-three per- 

cent considered organization of meetings to be more difficult 

(item 7). This opinion is congruent with the findings of Goodale 

and Aagaard and the impressions of all employees (Table I, item 

9)  

Staff motivation (item 8) 

Sixty-seven percent reported staff were more motivated and 

no one considered staff were less motivated. The improvement in 

motivation was more marked than that shown in the Goodale and 

Aagaard study which reported that 27 percent perceived greater 

motivation as opposed to 15 percent who perceived less motivation. 

Staff familiarity of other jobs (item 9) 

Eighty-three percent reported increased staff knowledge of 
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other jobs. This response is similar to the findings of Goodale 

and Aagaard, which indicated that 62 percent of respondents con- 

sidered that staff knowledge had improved. Perceptions of all 

personnel were positive, but less so than others mentioned above, 

inasmuch as only 40 percent (Table I, item 1 7 )  perceived greater 

knowledge of other jobs. 

Absenteeism (item 1 0 )  

Responses to questions relating to absenteeism indicated a 

general accord that absences were reduced as a result of the com- 

pressed work week. Sixty-seven percent and 4 5  percent of super- 

visory personnel participating in this and the Goodale and 

Aagaard studies, respectively reported reduced absences. Fifty- 

six percent of all employees surveyed in this study said they 

were absent from work less often. 

Extra day off (item 11) 

Sixty-seven percent reported they took the extra day off re- 

gularly, while 33 percent said they never had the additional holi- 

day and worked more than in the past. The Goodale and Aagaard 

survey revealed that 53 percent of supervisory personnel were able 

to take their extra day off regularly or most of the time and 4 7  

percent managed to get away one-half of the time or less. 

Effect of compressed wo;k week on responsibility area (item 1 2 )  

Contrary to most contemporary literature, including the 

Goodale and Aagaard findings, 67 percent said the compressed 

work schedule had a beneficial effect on their area of responsi- 

bility, while only 1 7  percent reported a detrimental effect. 
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Eighteen percent of the supervisors surveyed by Goodale and 

Aagaard considered the compressed work week had a beneficial 

effect as opposed to 51 percent who perceived a detrimental 

effect. 

Employee Perceptions - Leisure Activities 
Table I11 (Page 27) presents data relevant to employee 

perceptions of leisure-related changes attributed to the com- 

pressed work week. Results are generally very similar to the 

Goodale and Aagaard findings. 

Effect on leisure time activities (items 1-7) 

Eighty-six percent of employees considered the revision of 

work hours had increased their leisure time (item I), and 77 

percent felt they made better use of this leisure time (item 2). 

This high level of positive responses emphasizes the often 

expressed belief that the compressed schedule creates more lei- 

sure time and these larger blocks of free time can be used to 

/ the satisfaction of the employee. It is recognized of course, 

that total weekly leisure hours have not changed except for the 

saving in commuting time, which is often important particularly 

in large urban centres. Not only does the worker travel to and 

from work fewer times on the compressed schedule, but since the 

schedule increases the number of hours worked per day, he also 

makes at least one trip during off-peak commuting periods. 

Nevertheless the change in the arrangement of hours is important 

and this change may be the main reason for the perception that 

leisure time has increased. Sixty-hine percent perceived shop- 



Leisure-related Changes Attributed to Compressed Work Wcck - 
A 1 1  Employees 

Pcrcent- Percent - 
age of age of 

I tern I tcm S;ln~pl e Sample 
Nuabcr Coritcr~t Response ( G . G A . >  (U.C.) 

Amount of lei- 
sure t inie 
available 

Better use of 
leisure time 

Ease of 
shopping 

Better use of 
recreational 
facilities 

Effect on 
marriage 

Effect on 
Social life 

Satisfaction with 
changes in acti- 
vities 

{Changes in 
spending habits 

B u d ~ e t  altered to 

"10 r e 
Less 

*Yes 
N 0 

*Easier 
More difficult 

*Yes 
No 

*Beneficial 
Detrimental 

"Beneficial 
Detrimental 

"Satisfied 
Dissatisfied 

*Save more 
Spend more 

Yes 
accommodntc changes *No 
in spending habits 

Satisfaction with "Satisfied 
changes in spend- Dissatisfied 
ing habits 

Figures in brackets indicate rank order of positive 

responses. 

Asterisk ( * )  indicates positive response 

Spcarnlnn I<ho r = .93, 9 d f ,  p < .05.  



better use of recreational facilities (item 4). Both of the 

latter comments are readily understandable inasmuch as the res- 

pondents could make use of shopping and recreational facilities 

on their extra day-off when the majority of people are at work. 

Item 5 indicates 48 percent of employees considered the altered 

work week had a beneficial effect on their marriage and 23 per- 

cent said the revision had a beneficial effect on their social 

life (item 6). Sixty-eight percent were satisfied with changes 

in these leisure activities (item 7). This expressed overall 

satisfaction might have had an influence on other positive per- a 

ceptions discussed above. 

Financial complications (items 8-10) 

Eighteen percent of the respondents reported spending more 

money (item 8 ) ,  which conforms fairly closely to the percentages 

of persons who altered their budget (item 9) and were more will- 

ing to work overtime (Table I, item 5); 20 percent and 9 per- 

cent respectively. Fifty-seven percent said they were satisfied 

with changes in spending habits and only 9 percent reported 

dissatisfaction (item 10). 

Employee Satisfaction - Leisure Activities 
Table IV (Page 29) provides data for the evaluation of 

employee satisfaction with the compressed schedule. As in 

Table 111, results are generally very similar to the Goodale and 

Aagaard findings. 



Table IV 

Satisfaction with Compressed Schedule - All Employees 

Percent - Perccnt- 
n ~ e  of aj:e of 

I tern I tcm Sample Sample 
Number Cont cnt Response ( G .  &I. 1 (U.C.) 

. 1  Administration 

of the plan 

2 Compressed work 

week style 

preferred 

3 Wish to return 

to 5-day 

schedule 

4 Enthusiasm for 

Compressed 

Week 

5 Compressed week 
is a benefit from 

the company 

6 Compressed week is 
a benefit to the - 
company 

"Fairly admini- 

s tered 

Unfairly 

administered 

"Present system 

Other 

Yes 

*No 

"Enthusiastic 

Unenthusiastic 

- - - -- - - - - - 

Figures in brackets indicate rank order of positive 
responses. 

Asterisk ( * )  indicates positive response 

Spearman Rho r = . 2 6 ,  5 df, p <  0.05. 
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O v e r a l l  S a t i s f a c t i o n  ( i t e m s  1-,6) 

I tem 1 shows t h a t  6 2  p e r c e n t  o f  employees c o n s i d e r e d  t h e  

p l a n  t o  b e  f a i r l y  a d m i n i s t e r e d  a s  opposed t o  o n l y  3 p e r c e n t  who 

c o n s i d e r e d  i t  t o  be  u n f a i r l y  a d m i n i s t e r e d .  A s  i n d i c a t e d  by i t em 

2 ,  f o r t y - t h r e e  p e r c e n t  s t a t e d  a p r e f e r e n c e  f o r  t h e  e x i s t i n g  

sys tem of  t h e  compressed work week and 57 p e r c e n t  s a i d  t h e y  

would p r e f e r  some o t h e r  system. I t  would seem t h e  r e s p o n s e s  t o  

t h e s e  q u e s t i o n s  c o u l d  be p r o p e r l y  i n t e r p r e t e d  a s  a  c r i t i c i s m  of  

t h e  p l a n ,  a s  i n s t i t u t e d ,  b u t  i t  i s  i n t e r e s t i n g  t o  n o t e  t h a t  

t h i s  c r i t i c i s m  was n o t  s u f f i c i e n t l y  s e v e r e  t h a t  any s i g n i f i c a n t  

p r o p o r t i o n  o f  employees wished t o  r e t u r n  t o  t h e  5-day s c h e d u l e .  ' 

Ninety-one  p e r c e n t  o f  r e s p o n s e s  favoured  r e t e n t i o n  o f  a  com- 

p r e s s e d  work week ( i t e m  3 ) .  T h i s  answer i s  congruen t  w i t h  t h e  

r e s p o n s e  shown i n  i t e m  4 which i n d i c a t e s  89 p e r c e n t  were en thu-  

s i a s t i c  abou t  t h e  new s c h e d u l e .  I tems 5  and 6 d i s c l o s e  t h a t  77 

p e r c e n t  o f  employees b e l i e v e d  t h e  reduced work week i s  a  b e n e f i t  

from t h e  company, and 7 1  p e r c e n t  f e l t  it t o  b e  a  b e n e f i t  - t o  t h e  

company. T h i s  h i g h  p r o p o r t i o n  o f  employees who c o n s i d e r  t h e  

compressed work week t o  be a  b e n e f i t  - from t h e  company i s  n o t  i n  

accordance  w i t h  t h e  p e r c e p t i o n s  o f  employees surveyed by Goodale 

and Aagaard o r  w i t h  a  l a r g e  segment of  o r g a n i z e d  l a b o u r  a s  r e -  

p r e s e n t e d  by t h e  Canadian Labour Congress.  The Goodale and 

Aagaard s t u d y  r e v e a l e d  t h a t  o n l y  31 p e r c e n t  of employees con- 

s i d e r e d  t h e  compressed week i s  a  b e n e f i t  from t h e  company. I n  

a n  a d d r e s s  t o  t h e  Conference  Board i n  ~ a n a d a , ~  Canadian Labour 

Congress r e p r e s e n t a t i v e  R u s s e l l  B e l l  a rgued t h a t  t h e  compressed 
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work week represents a way by which management can maximize pro- 

fits at the expense of its workers. It is interesting that there 

was a close correlation between responses in this study (71 per- 

cent) and the Goodale and Aagaard study (73 percent) relative 

to compressed week benefits - to the company. 

Comparison to Goodale and Aagaard Study 

As previously mentioned the sample chosen for this study 

was 4 3  white-collar office employees of a computer services 

division of a forest industry company. Eighty-three percent of 

the respondents had worked in the division before the compressed 

work schedule was instituted, which was 10 months before the 

survey was done. None of the employees were unionized. Of the 

respondents 6 (17 percent) were managers and supervisors. 

Critical characteristics were assumed to be type of employment, 

length of employment on the compressed work week, Canadian or 

American, non-union and proportion of supervisory personnel to 

total employees. The total population of workers with these 

characteristics was not ascertained because of my limited re- 

sources. However, a review of current literature on the com- 

pressed work week indicated the population would amount to many 

thousands. Statistical researchers have stated that the larger 

the sample, the more representative it will be. Some researchers 

have suggested that 10 percent of a total population should be 

representative of the population. However, I was unable to 

meet this criterion because the available sample was finite and 

it was not possible to determine population size because of the 

aforementioned reasons. Replication of the recent Goodale and 
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Aagaard study was determined to be a possible solution to the 

problem. As previously discussed their study reported the 

results of a survey of all of the employees of a credit division 

of a large Ontario oil company. Of the 474 respondents, 90 

percent had worked in the division before the 4-day work sche- 

dule was instituted, which was one year before the survey was 

done. None of the employees were unionized. Of the respondents, 

40 (8.4 percent) were managers or supervisors. A perusal of 

the information relative to both firms indicated a close simi- 

larity between what I have described as critical characteristics. 

Questionnaires used in this study were virtually identical to . 
those used by Goodale and Aagaard. Administration of the ques- 

tionnaires also followed a similar pattern. 

What remained was to ascertain the extent of a correlation 

between the responses of this study and the study which was 

replicated. The null hypothesis to be tested was: 

There is no significant difference between the responses of 

the two samples (N=474 and N=35), except such differences 

as may be due purely to chance. 

The level of significance was arbitrarily specified at 5 percent. 

That is, the probability of making an error or rejecting an hypo- 

thesis when it is true is 5 percent. In other words, one could 

be about 95 percent confident of making a correct decision. 

Rank correlation was determined to be the best method of testing 

the foregoing null hypothesis for the following reasons: 

1. The shape of the distribution of the variables (res- 



ponses) was not known, and 

2. The data was obtained from responses which could not b e  

exactly measured (i.e. responses were based on subjec- 

tive opinions). 

Positive responses to both questionnaires were then ranked as 

indicated in Tables I to IV. Spearman's formula 

was used to determine the rank order coefficient of the positive 

responses of the two samples. These are detailed in Table V. 

Table V 

Results of Comparison of Two 
Questionnaire Responses, (G.GA. N = 4 7 4  and B.C. N=35) 

Rank Order 
Degrees of Correlation 

Critical Values - * 
Level of Significance 

Table  reedo om Coefficient 0 . 0 5  0 . 0 1  

As indicated in Table V, all coefficients of rank correla- 

tion of comparative data (shown in Tables I to IV), were found 

to be positive. Inasmuch as the coefficient, of data appearing 

* R. Clay Sprowls Elementary Statistics, McCraw-Will Book 
Company, Inc., Toronto, Ontario, 1955, 
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in Tables I to 111, exceed critical values, level of significance 
I 

of 0.05, the null hypothesis should not be rejected as it refers 

to these tables. Moreover it is interesting to note that as the 

coefficients of data appearing in Tables I to 111 exceed critical 

values, level of significance of 0.01, the null hypothesis should 

not be rejected at that level of significance either, as it 

refers to these three tables. The tests indicated that the rank 

order correlation coefficient of data appearing in Table IV was 

lower than the critical value, level of significance of 0.05. 

Therefore, the null hypothesis should be rejected as it refers 

to data in this table but it does not negate the existence of a . 
positive relationship. In these circumstances, Table IV res- 

ponses from the smaller B.C. sample (N=35) are considered without 

special emphasis as to any correlation to the Goodale and Aagaard 

results (N=4 74). 

Conclusions 

The small size of the sample and the uniformity of occupa- 

tions (i.e. all were white-collar office workers) reduced the 

generalizability and resultant value of this study of employee 

perceptions of the effects of the compressed work week on their 

home and work life. The author's limited resources made it 

impossible to eliminate these deficiencies but replication of 

the Goodale and Aagaard study (sample size of 474) did achieve 

some benefits. Observations from the latter research were dis- 

cerned under conditions comparable to those existing in this 

study thereby increasing reliability of similar findings dis- 



cussed earlier in this paper. The high correlation of respon- 
I 

ses from the two samples which were surveyed provides additional 

cvidcncc that thc comprcsscd work week h a s  a profound and broad 

impact on employees' lives. 

The degree o f  the impact on home life should be further 

explored by a survey of employees' spouscs, asking the same 

questions that are listed in Table 111. This survey shou,ld be 

administered concurrently with but independently from the employ- 

ee survey. It might be difficult to maintain a separation be- 

tween the two surveys but a separation would reduce the possi- 

bility of one spouse's perceptions being influenced by the other 

spouse. 

Reference is made in the introduction that there is a 

dearth of empirical research on the effect of the compressed 

work week on employees1 lives. It is suggested that, when poss- 

ible, future research should be directed to larger groups. The 

increase in knowledge gained by surveying a larger sample would 

be more than linear, Not only would one gain from the greater 

reliability associated with a larger sample but an adequate size 

would permit a meaningful comparison of perception; between 

various sub-groups. These sub-groups are many and varied but 

those that should be included are: age, sex, level of salary, 

level of education and type of work. An interesting comparison 

would also be to determine differences of perceptions, if any, 

of those persons who work day shifts as opposed to those who 

work other shifts. 



36. 

Fatigue is a generally accepted consequence of a compressed 
I 

work schedule but a review of literature indicates the only pub- 

lished research as to the seriousness of the problem was done 

by the Ontario Ministry of Labour. The author's experience 

indicates that many people complain of fatigue, some for psycho- 

somatic reasons that may have little to do with the length of 

their working hours. In any event, actual or fancied fatigue 

is considered of particular importance and additional explora- 

tion in this area would be worthwhile. 

Current literature illustrates the importance of a thorough 

diagnosis before implementation of a revised work schedule, 

together with staff involvement throughout the process. Of 

their own volition the staff of the subject division requested 

an altered work week and participated in establishment of shift 

schedules. As indicated by the high response rate in the survey 

which formed the basis of this report they continued to show a 

keen interest in the program. It is argued, therefore, that 

the success of the program was, to a large extent, the result 

of a high degree of staff involvement in all phases of the pro- 

gram, from conception to review 10 months after implementation. 



Questionnaires 



GENERAL INSTRUCTIONS 

FOR COMPLETING THE QUESTIONNAIRE 

- Please read each question carefully and mark the one response 
that you believe best indicates your attitude or what changes 
you have experienced since starting on the compressed week. 
(mark with an "X" or a " v  " .) 

- There are no right or wrong answers. The questions are 
asking for your opinion concerning what you have experienced. 

- Please do not discuss your answers with others while filling 
out the questionnaire. I would like your opinion. 

- Do not sign your name. 
- Please offer any further comments you may wish to make con- 
cerning the compressed work week. (Use any space available). 



PI,EASJ: 'MARK I'fIII A N S W E R  T I I A T  B E S T  I N D I C A I ' f I S  Y O U R  O P I N I O N  
O R  1'IIAl' Ill:S?' b l A l C I 1 1 ~ S  WIIAT YOU IIAVI1 E X P E R T E N C I I D  A F T E R  

YOUR DItPARTMI',NT Sh'I'TClIEl) TO TtIE COt4I'I~I ' .SSItI) NEEK 

What s c h c d u l c  do you work now? 

Do you t h i n k  t h e  compressed week w i l l  s p r e a d  
t h r o u g h o u t  t h e  c o u n t r y ?  

Do your  f r i e n d s  t h i n k  you a r e  f o r t u n a t e  t o  
work on a  compressed work week b a s i s ?  

Do you f e e l  t h a t  you r e a l l y  have more 
l e i s u r e  t ime  now, on t h e  compre'ssed week 
s c h e d u l e ?  

Do you f e c l  t h a t  you make b e t t e r  u s e  o f  
your  l e i s u r e  t ime now, a s  compared t o  when 
you were on t h e  5-day wcck? 

What change h a s  o c c u r r e d  i n  your  normal 
bedt ime a s  a r e s u l t  o f  t h e  compressed week? 

3 day (12jj h r .  s h i f t )  

- 4 day ( 9  h r .  20  min. 
s h i f t )  

- 5 day (735 h r .  s h i f t )  

- Yes 

- Don ' t Know 

- Yes 

- Don't  know 

- biuch more l e i s u r e  
t ime  

- More l e i s u r e  t i m e  

- No change 

Less  l e i s u r e  t ime  

- Much l e s s  l e i s u r e  
t ime  

- D e f i n i t e l y  y e s  

- Yes 

- D e f i n i t e l y  no 

- L a t e r  

- No change 

- 4 hour  e a r l i e r  

- 1 hour  e a r l i e r  

- 1% o r  more h o u r s  
c a r l i e r  



1 , Do you f i n d  shopping i s  e a s i e r  nbw a s  corn- - Much e a s i e r  
p a r e d  t o  when you wcrc on t h e  5 -day  s c h e d u l e ?  

- E a s i e r  

- No change 

- More d i f f i c u l t  

1 - 8  Do you make b e t t e r  u s e  o f  r e c r e a t i o n a l  
f a c i l i t i e s  now t h a n  you d i d  on a  5-day 
s c h e d u l e ?  

1 -9  Do you be long  t o  a  c a r  poo l?  

1-10 I f  you be long  t o  a  c a r  p o o l ,  what i s  t h e  
e f f e c t  o f  t h e  compressed week on t h e  
a r r a n g i n g  o f  t h e  c a r  p o o l  s c h e d u l e ?  

- Much more d i f f i c u l t  

- D e f i n i t e l y  y e s  

- Yes 

- D e f i n i t e l y  no 

- Yes 

- Much e a s i e r *  t o  
a r r a n g e  

- E a s i e r  t o  a r r a n g e  

- No change 

- More d i f f i c u l t  t o  
a r r a n g e  

- Nuch more d i f f i c u l t  
t o  a r r a n g e  

1-11 Do you work a t  a p a r t - t i m e  job on your  e x t r a  - Yes 
day  o f f ?  

1-12 How h a s  t h e  compressed week a f f e c t e d  your  - Save much more 
s p e n d i n g  and s a v i n g  h a b i t s  i n  g e n e r a l ?  

- Save more 

- No change 

- Spend more 

- Spend much more 

1 - 1 3  I f  you a r e  m a r r i e d  and your  spouse  works 
e l s e w h e r e ,  have  you .encoun te red  d i f f i c u l t i e s  
w i t h  t h e  f o l l b y i n g :  . 

1 - 1 4  T r a n s p o r t a t i o n  t o  work? 

1 -15  G e t t i n g  away on t h e  long  weekends 

1 -16  Day c a r e  a r rangements  f o r  c h i l d r e n ?  - Yes  - No 



I f  you have schoo l  a r e  children, how docs  Vcry o f t c n  
t h e i r  schoo l  schcdu le  i n t c r f e r c  w i t h  your  
goillg away f o r  long weekends? - O f t e n  

- No changc from 
5-day wcck 

- O c c a s i o n a l l y  

- Never 

I f  you a r e  m a r r i e d ,  how h a s  t h c  compressed - B e n e f i c i a l  
week a f f e c t e d  your m a r r i a g e  r e l a t i o n s h i p  
i n  g e n e r a l ?  - No change 

- D e t r i m e n t a l  

How h a s  t h e  compressed week a f f e c t e d  your  - B c n c f i c i a l  
s o c i a l  l i f e  i n  g e n e r a l ?  

- No change 

- D e t r i m e n t a l  

How o f t c n  do you t a k e  t ime  o f f  from work now, - btuch more o f t e n  
f o r  r e a s o n s  o t h e r  t h a n  i l l n e s s ,  a s  compared 
t o  when you were on t h e  5-day week? e .g .  - More o f t e n  
d o c t o r ,  d e n t a l  appo in tments .  

- No change 

- Less  o f t e n  

- Much l e s s  o f t e n  

tiow o f t e n  a r e  you l a t e  f o r  work now, corn- - EIuch more o f t e n  
p a r e d  t o  working on t h e  5-day week? 

- More o f t e n  

- No change 

- Less o f t e n  

- Much l e s s  o f t e n  

tiow much do you "watch t h e  c lock"  now, a s  - Much more 
compared t o  working on t h e  5 -day  week? 

- More 

- No change 

hluch l e s s  



flow do you f c c l  about workinp, ovcrtimc now, 
cornpnrcd to whcn you wcrc on the 5-day 
wcck? 

llow much do you slow down in your work 
towards thc end of thc work period now, 
compared to whcn you were on the 5-day 
week? 

How is it now to contact computer services 
personnel for information you need to. 
completc your work, as compared to when 
you were on a 5-day week? 

llow easy is it to complete lengthy tasks 
during the day now, compared to working 
on a 5-day week? 

Was the compressed weck one of thc . 
reasons you appliccl to Computer Scrviccs? 

- Mlich more willing 

- More willing 
- No change 
- Less willing 
-. Nuch less willing 

- Slow down much more 
Slow down more 

- No change 
- Slow down less 
- Slow down much less 
- Much easier 
- Easier 
- No change 

More difficult 

- bluch more difficult 
- b&h easier 

- Easier 
- No change 
- More difficult 

Much more difficult 

- Alrcndy working 
whcn compressed 
week began 

- Definitely Yes 
1 

- Definitely No 



1- 28 Waul d you rccornmc~ld thn t somcorac a p p l y  f o r  - Dcf i n i  t c l y  Yes 
a  job  s c h e d u l e d  on a  compresscd wcek? 

Yes 

- N 0 

D e f i n i t e l y  No 

1-29 G e n e r a l l y ,  how do you f c c l  t h e  compressed - Very f a i r l y  
p l a n  i s  b e i n g  a d m i n i s t e r e d ?  

- F a i r l y  

- Don' t know 

U n f a i r l y  

- Very u n f a i r l y  

1 -30  How l o n g  a  lunch  b reak  would you p r e f e r ?  - 4 hour  

- 3 / 4  hour  

- 1 hour  

1 - 3 1  Do you buy more r e f r e s h m e n t s  d u r i n g  working Much more r e f r e s h -  
h o u r s  compared t o  when you were  on a  ments 
5- day week? - More food  

- No change 

- Less  'food 

Much l e s s  food  

1-32 What form o f  compressed week do you p r e f e r  - - A l t e r n a t e  4 /day /  
l i s t  i n  o r d c r  o f  p r e f e r e n c e ,  i . e .  p l a c e  t h e  2 day weekends 
No. 1 by your  f i r s t  c h o i c e .  N O .  2 by 
y o u r  second ,  e t c .  - 3  day weekends 

e v e r y  Monday o f f  

- 3  day weekends 
e v e r y  F r i d a y  o f f  

- 2 day  weekend 
p l u s  mid week 
day o f f  

- 3 day wcck ( 1 2 %  
h o u r s  s h i f t )  

. * 

1 - 3 3 .  1f  on t h c  compressed week, would you l i k e  - D e f i n i t e l y  y e s  
t o  r e t u r n  t o  t h c  5-day week? 

- Yes 

- Def i n i  t c l y  No 



How would you rate your enthusiasm for the - Very enthusiastic 
compressed week? 

- Enthusiastic 

1-35 Has the compressed week affected your 
attitude towards your job? 

- Don' t care 
- Unenthusiastic 
- Very unenthusiastic 
- Much improved my 

attitude 
- Improved my attitude 
- No change 
- Nade my attitude 

worse 
- bIade my attitude 

much worse 

Do you consider working on a compressed - Yes 
week to be a benefit given to you 
the company? - N o 
Do you feel that the compressed week is - Yes 
a benefit - to the company 

N 0 

Would you want all your friends and the - Yes 
community as a whole to be on a 
compressed week? - No 

- No opinion 
How much time do you spend in the BIuc h Much 
following activities now, compared to Nore More No Less Less 
when you were on the 5-day week? Time Time Change Time Time -- 
Drinking 

Reading 

Loafing 

Hobbies 

Evening activities during week 

School/Universi ty courses 

Spending time with family 

Moonlighting (part- time job) 

Travel ling - - ._- - - 



Working around the house/apartmcnt/ 
cottage 

Watching television 

Going to thc movies 

Going to the theatre 

Spending time with non-company friends 

Spending time with in-company friends 

Participating in sports activities 

Watching live athletic activities 

Doing volunteer work in community 

In general, how do you feel about these 
changes? - activities 

How much more money do you spend on the 
following now, compared to when you 
were on a 5-day week? 
Transportation to work 

Much Much 
htorc More No Lcss Lcss 
Timc Timc Change Time Time -- -- 

- Very satisfied 
- Satisfied 
- Neutral 
- Dissatisfied 
- Very dissatisfied 

Much N o Much 
More More Change Less Less -- -- 

Lunches at work 

Week-end travel 

Sports equipment 

Hobbies 

Courses at schools/universities 

Entertainment . . 
~ntertaining costs 

Liquor and beer 

Groceries 

Another cax 



2-19 New cottage 

2-20 - Books and magazines 

2-21 House repairs 

2-22 Refreshments at work 

2-23 Clothes or similar items 

2-24 Stereo equipment, ctc. 

2-25 In general, how do you feel about 
these changes? - costs 

Nuch N o Much 
)lore More Change Lcss -- - - .  

- Vcry satisfied 
- Satisfied 
- Neutral 
- Dissatisfied 
- Very dissatisfied 

2-26 . ?lave you had to re-arrange your weekly - Yes 
budget to accommodate changes in your 
activities? - N o 
Please estimate what =hinge has occurred with regard to your work, 
due to the compressed week for each of the following questions, 
and indicate the importance that you personally attach to.the 
change. 

How important is 
What is the change the change to you I 

2-27 Do you work more overtime now, 
2-28 compared to whcn you were on 

the 5-day week? 

2-29 How accuratc j.s.yous work now, 
2-30. compared to whcn you were on 

the 5-day wcck? 

- Much more - Very important 
- More - Important 
- No change - Undecided 
- Less - Unimportant 
- Much less - Vcry 

Unimportant 

- Much more - Very important 
accurate 

- More accurate Important. 

- No change 7 

Undecided 

- Less accurate Unimportant 

- Much less - Very 
. accurate unimportant 



llow important is 
What is the change the change to you 

Do you complctc more work during - Mucli more - Vcry important 
t h e  wcck now, conlpnrcd to when 
you were on the 5-day week? - More - Important 

- No change - Undecided 
- Less - Unimportant 
- Much less - Very 

Unimportant 

- Much more Very important 
tiring 
More tiring Important 

2 - 3 3  How tiring do you find your 
2 - 3 4  work now compared to when 

you were on the 5-day 
week? 

- No change - Undecided 
- Less tiring - Unimportant 
- Much less - Very 

tiring unimportant 

IIow easy is it to arrange or - Much easier Very important 
schedule your weekly work now, 
compared to when you were on , - Easier - Important 
a 5-day week? 

- No change - Undecided 
- More Difficult Unimportant 

- Much more 
difficult 

- Very 
unimportant 

- Much more 
- More 
- No change 

Less 

- Very important How productive are you in 
the first two hours of the 
work period compared to 
when you were working on 
5-day week? 

- Important 
- Undecided 
- Unimportant 

- Much less - Very 
unimportant 

- Vcry important 2 - 3 9  How productive arc you in 
2-'40 thc last two hours ,of the 

wgrk pcriod compnrctl 'to 

Much more 

- Important 
, whcri you wcrc working on 
5-day week? - Undecided 

- Unimportant 
- Very 

unimportant 
Much less 



2-41 flow satisfying is your job 
2-4 2 IIOW, co~np;~rctl to wl~c~l you 

ucre working a 5-clay wcck? 

llow much more independent 
do you feel now in doing ' 
your work and  making job- 
rclatcd dccisions, com- 
pared to when you were on 
the 5-day wcck? 

2-45 Arc you now making morc 
2-46 ' dccisions t h a t  formerly 

wcrc made by your 
Supervisor? 

llow often is your work delayed 
bccausc the Supervisor or 
other key person is unavail- 
able to make a decision? 

llow j s  t h c  qtrnlity of your 
work o ~ ~ t l ~ ~ t  )10w, as cornp;~rcd 
to wl~cn you wcrc on the 5-  
day' wcck? 

- No change 
- Less 
- Much lcss 

- Much more 
- blo r e 
- No change 
- Less 
- Much lcss 

- Much morc 
- More 
- NO cha11gC 
- Less 
- Much less 

- Much more 
- Morc 
- No change 
- Less 
- hluch less 

- I'oorcr 

llow important is 
t h e  chrrnpc to you 

Very important 

Important 

Undecided 

Unimportant 

Very 
unimportant 

Very important 

Important 

Undccided 

Unimportant 

Vcry 
unimportant ' 

Vcry important 

Important 

Undccidcd 

Unimportant . 

Very 
unimportant 

Very important 

Important 

Undccided 

Unimportant 

Very 
unimportant 

Vcry important 

Important 

Undccidcd 

Uninrportant 

Vcry 
unimportant 



llow much cffort is rcquircd 
to complctc your weekly work 
now, as compared to whcn 
you worked a 5-day week? 

How much of a work backlog 
(if any) do you find after 
your long weekends? 

What kind of service are you 
giving to othcr departments, 
and othcr contacts now, 
compared to whcn you were 
on a 5-day wcck? 

Do you know more about other 
people's jobs in your area 
now, compared to when you 
were on a 5-day week? 

ifow do you find travcl to 
work now, cnmparcd to 'working 
on tlic 5-clay wcck? 

llow important is 
What is the cllangc the chnngc to you -- - 

- Much more - Very important 
- More - Important 
- No clinngc - Undecided 
- Less - Unimportant 
- Much less - Very 

unimportant 

- Large backlog - Very important 
- Little backlog - Important 

No backlog - Undecided 
- Don't takc - Unimportant 

long 
weekends - Very 

Unimportant 

Much better - - Very important 
- Better - Important 

No change - Undecided 
- Poorer - Unimportant 
- Much poorer Very 

unimportant 

- Know much - Very important 
more 

Know more - Important 
- No change - Undecided 
- Know less - Unimportant 
- Know much - Very 

less unimportant 

Much easier - Vcry important 
- I'osicr - 1mi)ortnnt 
- No cliangc - Undeci d c d  

- More difficult Unimportant 

Much morc .-  Very 
difficult unimportant 



-- 
SO. 

PLEASE COMPLETE TI1E FOLLOWING INFORI\WTION AS ACCURATELY AS POSSIBLE 

Ma 1 e Fcma 1 e 

Age: Years over 4 5  

under 25 

Marital Status: Married Single 

If married, does spouse work? Yes N o 

If spouse works, does he/she 
work on a compressed week? Yes No 

Do you have any children? Yes No 

If so, in what age ranges: over 16 

12 to 16 

under 6 

Type of job: Data conversion 

Data control and other clerical 

Computer operator 

Programmers and Analysts 

Managers and Supervisors 

Years of service with Computer Services: Years 

Formal Education: (Check highest level completed) 

Did not complete'high school 

High school graduate 

Some university or post secondary school 

R.I.A., C.G.A., B.C.I.T. graduation, 
or equivalent 

Bachelor's degree or higher 

Other education e . g .  night school 
(Please specify) 



S a l a r y  Range: under  $850 p e r  month 

$851 t o  $1,250 p e r  month 

$ 1 , 2 5 1  t o  $1 ,650  p e r  month 

Over $1 ,650  p e r  month 

Own a  house?  Yes No 

Rent a n  a p a r t m e n t  o r  house?  Yes .No 

Own a  c a r ?  Yes No 

Own o r  have r e g u l a r  u s e  o f  a n  o u t - o f - t o w n  c a b i n ?  

Yes N o  

Own o r  have r e g u l a r  u s e  of a  b o a t ?  Yes N o  

Own o r  have r e g u l a r  u s e  o f  a  camper o r  t r a i l e r ?  

Yes No 

Length  of t ime  on a  compressed s c h e d u l e :  Months 

Were you working a t  t h e  Computer S e r v i c e s  
o f f i c e  b e f o r e  t h e  compressed week was i n t r o d u c e d ?  Yes 

N 0 

Were you working on your  p r e s e n t  job  b e f o r e  t h e  
compressed week was i n t r o d u c e d ?  Yes 

No 

Which o f  t h e  f o l l o w i n g  most c l o s e l y  matches  your  
body rhythm: 

I f  you have a  c h o i c e  do you p r e f e r  " e a r l y  
t o  b e d ,  e a r l y  t o  r i s e "  r a t h e r  t h a n  keep 
l a t e  hours?  Yes No 

Do you wake up and become a c t i v e  
q u i c k l y ?  Yes No 

Do you l i k e  r e g u l a r  meal h o u r s  r a t h e r  
t h a n  e a t i n g  on t h e  " f l y " ?  Yes No 

Arc t ime  c.l\:~rrj:cs, s11c1\ n s  cl \on~. iny,  
s h i f t s  o r  f l y j ~ i f :  t o  liuropo tli fCicult 
f o r  you t o  adapt t o ?  Ycs N o 

Do you c o n s i d e r  y o u r s e l f  t o  be  a  "day 
person"  r a t h e r  t h a n  a  " n i g h t  owl"? Yes No 



SUPERVISORS AND MANAGERS 

How would you estimate the effect of the compressed week with 
regard to following, as it pertains to your area of direct 
responsibility, and how important is the change (if any) 

3- 11 Productivity 
3- 12 

3-13 Overtime 
3- 14 

3-15 Service to those 
3-16 outside work area 

3-17 Co-ordination or work 
3-18 within the office 

If there has been a 
change how important 

,What is the change? is it? 

- Much more productive - Very important 
More productive - Important 
No change - Undecided 
Less productive - Unimportant 

- Much less productive - Very unimportant 
- Much more overtime - Very important 
- More overtime - Important 

No change - Undecided 
- Less overtime - Unimportant 
- Much less overtime - Very unimportant 
- Much better service - Very important 
- Better service , - Important 
- No change - Undecided 

Poorer service - Unimportant 
- Much poorer service ' - Very unimportant 
- Much better co-ordina- - Very important 

tion 

- Bitter co-ordination - Important 
- No change - Undecided 

Poorcr co-ordination - Unimportant 
- Much poorer co- - Very unimportant 

ordinat'ion 



If there has been a 
change how important 

What is the change? - is it? 

3-19  Staff motivation 
3- 20 

- Much Improved - Very important 
- Improved - Important 
- No change - Undecided 
- Poorer - Unimportant 
- Much Poorer - Very unimportent 

3- 21 Absenteeism 
3- 22 

- Much more - Very important 
- More - Important 
- No change - Undecided 
- Less - Unimportant 
- Much less 
- Much more 
- More 
- No change 
- Less 

- Very unimportant 
3- 23 Lateness 
3- 24 

- Very important 
- Important 
- Undecided 
- Unimportant 

- Much less - Very unimportant 
- Much easier - Very important Ease of organizing 

meetings with staff 
or other supervisors - ~ m ~ o r t i n t  

- Undecided 
- Easier 
- No change 
- More difficult - Unimportant 

- Very unimportant - Much more difficult 
'8 

Staff familiar with 
more than just their 
own jobs, i.e. back- 
up facility 

- Much improved - Very important 
- Improved - Important 

- Undecided - No change 
- Unimportant 
- Very unimportant 

- Worse 
- Much worse 



If there has been a 
change how important 
is it? What is the change? 

- Much more efficient 3-29 Efficient use of 
3-30 desk space and 

office or othcr 
machinery 

- Very important 
- More efficient - Important 

- Undecided - No change 
- Less efficient - Unimportant 
- Much less efficient - Very unimportant 

3-31 Quality of work 
3-32 produced in work 

area 

- Much better quality - Very important 
- Better quality - Important 

- Undecided - No change 
- Poorer - Unimportant 
- Much poorer quality - Very unimportant 

3-33 How often do you - Regularly 
take your own extra 
day off? - Most of the time 

- Very important 
- Important 

Undecided 

- Unimportant 
- About % of the time 

- Rarely 
- Never - I work more 

hours now. 
- Very unimportant 

3-35 Generally, how has the - Beneficial effect 
3-36 week affected your area 

of responsibility? - No change 
- Very important 
- Important 
- Undecided - Detrimental effect 
- Unimportant 
- Very unimportant 



APPENDIX 11 

Letters Accompanying Questionnaires 



July 16, 1975 

TO: Computer Services Staff 

The steps we would like you to follow are: 

1) Read each question carefully, then check the answer 
which most closely matches your situation, or your - 
point of view based on your experience. 

2) When you have completed the questionnaire, don't 
sign it; tear off this letter, and mail the ques- 
tionnaire to Lloyd Grove in the attached stamped 
self -addressed envelope. 

This will ensure you an opportunity to express your opinions 
frank1 and in confidence. Your name is written on this note 
on y to ensure that each member of Computer Services gets a -7- 
copy of the questionnaire. 

Your answers will be read and analyzed by Lloyd Grove at 
S.F.U. - -  no one will be able to relate specific answers to 
an individual or an individual questionnaire. 

If you have other comments, or opinions that are not covered 
by the questions, please feel free to write them in the space 
at the bottom of the pages or on a separate sheet. 

Manager, Personnel Research 6 Planning. 

Attachments 



July 16, 1975 

Employees - Computer Services 

I believe you and I have a mutual interest. i.e. determining 
the advantages and disadvantages to you, t6e employee of the 
compressed work week. 

With the foregoing thought in mind, would you please complete 
the enclosed questionnaire (instructions attached) and return 
it to Simon Fraser University, for my attention, in the en- 
closed self-addressed envelope. 

My part will be to analyse the results of the questionnaire, 
which will then form the basis of my thesis which is one of 
the requirements necessary for me to attain the degree of 
Master of Business Administration from Simon Fraser Univer- 
sity. The findings of this report will ultimately be 
available to you. 

Some of you may be aware I have had discussions re this pro- 
ject with your management. However, it is understood that 
your individual responses will be kept confidential. This is 
your opportunity to let your employer know your collective 
thoughts and perhaps initiate change. 

Your co-operation is appreciated. 

Yours truly 

Lloyd Grove 

Enclosure 
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