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                                                                        ABSTRACT 

 The standard working hours for civil service workers as stipulated by the International Labor 

Organization (ILO) in most countries is 8 hours. The eight hour work day policy has been 

enacted in the labour law act of Zambia as a guide for every employer and employees. Recently, 

teachers were also mandated to follow this policy as they are equally part of the public service. 

This is due to the fact that teachers are supposed to work for eight hours as this equates the 

normal working hours for government salaried workers.  

However, this policy has been criticized by some teacher unions and the teachers themselves. 

Former Zambia National Union of Teachers (ZNUT) called on the government to implement the 

eight hour policy for teachers to promote effective teaching. On the other hand, the National 

Union of Public and Private Educators (NUPPEZ) executive president said that the eight hour 

policy in its current form was  retrogressive to teachers. He further urged the Ministry of General 

Education to seriously engage the teacher unions to help look into the effective handling of the 

policy by both administrators and teachers alike. Therefore, this clearly shows that the eight hour 

policy has been received with different views by the teaching fraternity. 

A sample of 40 respondents which included teachers and head-teachers were purposively and 

randomly selected and interviewed. Therefore, this included three (3) public primary schools and 

three (3) public secondary schools.   The study was mainly qualitative in nature and used 

descriptive surveys. Thematic analysis was used to analyse data. 

The findings of the study revealed that of the six (6) schools that were visited, only two schools 

strongly supported the introduction of the eight-hour policy. The other two (2) were against the 

policy while the other two had mixed feelings. Overall, there was a higher percentage of teachers 

who believed that the policy was not favouring the teaching fraternity.  

 Arising from these findings, several recommendations were advanced to the Ministry of 

Education and the Head teaches and these were as follows; In line with its findings;  (a)  Ministry 

of General Education should provide conducive teaching environment in public and secondary 

by revisiting the newly introduced eight-hour policy for teachers. (b) the Ministry of Education 

should improve infrastructure in most schools such as staffrooms where teachers can prepare 

their work and relax in a conducive environment for eight hours.  (c) Ensure that there is routine 

monitoring by Standard Officers to all schools for adequate data collection on the effects of the 

newly introduced policy. (d) Ensure that necessary measures are put in place by the Ministry to 

address the major issues regarding the eight-hour policy for teachers in Primary and Secondary 

Schools.     

Additionally, it was further recommended that the Head-teachers should do the following; (a) be 

proactive and engage all stakeholders to improve the physical working environment of teachers. 

(b) Work hand in hand with Parent Teachers Committees (PTC) and school administration on 

measures to increase and improve staffrooms so that teachers are motivated as they try to adapt 

to the policy. (c) Avoid written warnings for teachers who have problems with complying to the 

eight-hour policy and find flexible strategies in dealing with the concerned teachers. (d) Ensure 

that they have routine meetings to get the views from different teacher unions on the implications 

of the newly introduced policy in schools.       
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CHAPTER ONE 

1.0  INTRODUCTION 

This chapter presents the background to the study, statement of the problem, purpose of the 

study, research objectives, research questions and the significance of the study. 

Different countries have different conditions of service that spells out how workers are supposed 

to perform their duties. This is because each country aims at improving the economy. In line with 

this, each and every worker is supposed to follow the stipulated guidelines in order to achieve 

goals and objectives. One of the vital conditions that have been implemented is the required 

hours of work which should be equal to what the workers are supposed to be paid at the end of 

the month. This applies to both the public and the private sector. 

The research seeks to investigate the implementation of the eight-hour policy in some selected 

schools of Ndola Urban for teachers and school managers.  Hence the background of the study, 

the statement of the problem, the purpose of the study, research objectives, research questions 

and the significance of the study will be outlined.    

1.2 Background 

In light of the economic growth that have been witnessed in many parts of the world in the 

twentieth century, the adoption of the eight-hour day and 48-hour week has now become a well-

rooted reality. Some sections of the world supported the declaration as good news for 

international working time standards. The standard working hours for civil service workers as 

stipulated by the International Labour Organization (ILO) in most countries is eight hours. 

In the second half of the 19th century, scholars were increasingly concerned about the issue of 

working time. The sources of and the potential policy responses to the high prevalence of unpaid 

overtime throughout the unfolding of the Industrial Revolution were widely discussed among 

scholars and policy makers of the time. The legal limitation of the working day to an eight-hour 

day was one of the most important demands of the early social democratic and labor movements 

in Europe. The eight-hour day or 40-hour week movement was an answer to dramatically 

changing working conditions in the period of transformation from agricultural production to a 

predominantly industrial market structure. Before the first labor regulations were enacted, 
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working days had been often extended to twelve or fourteen hours for six days a week at the 

discretion of the employer. By the first decades of the 20th century, trade unions were organized 

and strict working time regulation was successfully enacted in most Western European countries.  

The authors offer an impressive set of policy suggestions for ILO constituents and other 

interested organizations, based on five inter-connected criteria for Decent Working Time, by 

advocating working time arrangements that: preserve health and safety; are ‗family friendly‘; 

promote gender equality; enhance productivity; and facilitate workers‘ choice and influence over 

their working hours. In doing that, they have expressed strong reservations about the single-

minded deregulatory approach towards working time often recommended by influential 

international financial organizations, as being potentially counter-productive and risking 

undesirable social outcomes.  

Although the policy elements and principles  are certainly necessary for developing and 

implementing better and more balanced policies on working time, it is obvious that they do not 

attempt to provide a ‗ready-made‘ policy prescription. They clearly recognize that in developing 

working time policies, great attention needs to be paid to the needs and circumstances of 

individual countries, such as their level of economic development, industrial relations and legal 

systems, and cultural and social traditions. These policy elements require social dialogue for a 

successful result: no social dialogue, no gains. In light of the policy challenges outlined in this 

book, it is clear that we need global research and global action. As a recent book on working 

time, La France et le temps de travail (Fridenson and Reynaud,  2004), outlines, the ILO has 

been the locus of working time debates since its inception, especially with regard to the 

relationship between working time, health and safety, and job creation. These debates have 

developed, however, to incorporate additional policy goals, most notably those of ensuring that 

working hours allow workers adequate time to devote to their families and other elements of 

their lives. The role of the ILO, however, appears to have lost its momentum over the last two 

decades, with the most intense debates being conducted at the European level. However, it is 

believed  that this book makes a case that  the  ILO  should restore its traditional role in working 

time debates, and take coordinated action to ensure decent working time for workers around the 

world. 

Therefore the topic seemed less relevant and received less focus in social science research 

throughout the middle and the second half of the 20
th

 century.  The shortest weekly hours  among 
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the major industry groups in most countries are mostly found in public sector activities, such as 

public administration and defense, education, and human health and social work activities.   

Zambia like any other country, has equally adapted the International Labor Organization (ILO) 

labour  regulations concerning the eight- hour policy for the public service workers. According 

to the conditions of service, the maximum number of hours that a person can work under the law 

is 48 hours per week and 45 hours under the minimum wages and conditions of employment 

order. The eight- hour work day policy has been enacted in the labour law act of Zambia as a 

guide for every employer and employees. Recently, teachers were also mandated to follow this 

policy as they are equally part of the public service. This is due to the fact that teachers are 

supposed to work for eight hours as this equates the normal working hours for government 

salaried workers. ―All teachers shall be in school for eight hours preparing lessons, teaching, 

doing CPD, supervising   learning, supervising co-curricular activities, attending to special 

education needs and remedial lessons and supervising study‘(Standards and Evaluation 

Guidelines 2015). 

However, this policy has been criticized by some teacher unions and the teachers themselves. 

Former Zambia National Union of Teachers (ZNUT) called on the government to implement the 

eight hour policy for teachers to promote effective teaching. On the other hand, the National 

Union of Public and Private Educators (NUPPEZ) executive president said that the eight hour 

policy in its current form was  retrogressive to teachers. He further urged the Ministry of General 

Education to seriously engage the teacher unions to help look into the effective handling of the 

policy by both administrators and teachers alike. Therefore, this clearly shows that the eight- 

hour policy has been received with different views by the teaching fraternity. 

1.3 Statement Of The Problem 

The Eight- Hour Policy has been enacted in the Labour Laws of Zambia through an act of 

parliament  for all public service workers. Despite being law, this policy has been criticized by 

teachers and other stakeholders. Therefore this study  sought  to investigate the implementation  

of the eight hour policy in selected schools of Ndola District in Zambia. 
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1.4 Purpose Of The Study 

The main purpose of this study was to investigate the implementation of the eight-hour policy in 

selected schools of Ndola Urban of the Copperbelt Province in Zambia.   

1.5 Research Objectives 

The following objectives  guided the study: 

1)  To establish the perceptions of school managers and teachers on the eight-hour policy in 

selected schools of Ndola Urban.    

2) To determine contentious issues in the implementation of the eight-hour policy. 

3) To explore measures put in place by schools to ensure compliance to the eight- hour 

policy. 

1.6 Research Questions 

1) How do school managers and teachers perceive the eight hour policy in selected schools 

of Ndola District? 

2) What are the contentious issues in the implementation of the eight hour policy in schools? 

3) What measures have been put in place by schools to ensure compliance to the eight hour 

policy? 
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2.0 THEORETICAL FRAMEWORK 

WORK-FAMILY BORDER AND BOUNDARY THEORY 

The study of perceptions on the eight-hour working policy for teachers recently introduced will 

be guided by the work-family border, boundary theory and resource theory. 

According to family-border theory of Clark (2000:748) ‗people are border-crossers who make 

daily transitions between two worlds –the world of work and the world of family.‘ The theory 

tries to explain this complex transition and interaction between two different worlds which may 

have different cultures, languages and uses of vocabulary. The purpose of these domains is 

different and acceptable behaviors may also differ. Clark (2000) states that in order to find 

balance, people manage, negotiate and shape the borders of work and home and they might even 

change the nature of these domains to some extent. However, with the fixed eight-hour working 

condition, this might not be achieved by the teachers in question. It might be challenging to 

achieve good work-life balance due to the major changes in technology, increased flexibility, 

individual roles and responsibilities in multiple domains (Galea, Houkes and De Rijk, 2013). 

Another theoretical framework which attempts to understand and explain people‘s ways of 

finding work-life balance and fixed eight hour work-family conflict is boundary theory. 

Boundary theory is very similar to border theory but it has still some differences (Qiu and Fan, 

2015).  Clark (2000) suggests that relationship between different domains is human and not only 

emotional. It emphasizes also physical things such as people and place, and not only people‘s 

emotions which may conflict.  The boundary theory of Ashforth, Kreiner and Fugate (2000) 

focuses to a large extent on the segmentation and integration continuum. People rarely choose to 

only segment and separate or integrate and blur their different domains since there are different 

advantages when using different strategies (Rothbard, Phillips and Dumas, 2005). For instance, 

integration facilitates the role transition between work and home but segmentation helps to focus 

on one role, and as a result, perform better (Ashforth, Kreiner and Fugate, 2000). Guest (2002) 

questioned the desirability of borders and considered when they would beneficial. 

However, Rothbard, Phillips and Dumas (2005) examined the level of usability and desire of 

individuals to use segmentation and integration between their work and non-work lives. A survey 

of 460 employees showed that people were more committed and satisfied when they wanted 
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segmentation and they could use for example, flextime and not fixed working hours like the eight 

hour working policy. On the contrary, people who wanted segmentation but had access to 

integration policies, were less committed and satisfied. Nonetheless, the study of (Ferguson, 

Carlson and Kumar, 2014) which had larger sample size (survey of 503 spouses), found that 

work boundary flexibility was facilitated with the help of organizational segmentation support 

and supervisor instrumental support. 

RESOURCE THEORY 

Resource theory, Edwards and Rothbard  (2000) argues that there might be benefits when using 

flexible working arrangements and disadvantages for fixed working hours like the eight hour 

policy. Since work-life balance deals with the resource drain (Edwards and Rothbard, 2000), 

problem of limited resources such as time and energy, which have to be distributed between 

different domains of life, fixed working hours may not help to manage these issues. According to 

resource theory, by transferring personal resources between competing roles and domains, it is 

easier to achieve work-life balance (Edwards and Rothbard, 2000). Teachers or employees who 

know that they can control their schedules according to their preferences are less worried and 

stressed. They know it is possible to take care of issues dealing with non-work since work can be 

scheduled. Therefore, flexibility and flexible working hours are a valuable resource which help 

to transfer personal resources to meet the demands of different domains (Allen et al., 2012). But 

inflexibility of working hours are a danger to personal resource transfers. Other supporting 

resources can be workplace associated resources such as organizational segmentation support 

and supervisor instrumental support which help to achieve balance between work, family and 

personal life (Ferguson, Carlson and Kacmar, 2014). 
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DEFINITION OF TERMS 

Perception: 

 The organization, identification, and interpretation of sensory information in order to represent 

and understand the presented information, or the environment. 

Policy: 

A policy is a deliberate system of principles to guide decisions and achieve rational outcomes. 

School Manager: 

 Person who manages the school and formulate policies that best suit the needs of the school as 

well as the overall interests of the students. 
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3.0 SIGNIFICANCE OF THE STUDY 

This study has provided information on the implementation of the eight hour policy in schools. It 

has also brought out different concerns regarding the provision of the policy in the teaching 

profession with regards to infrastructure in some schools. The findings of the study has shown 

how school managers and teachers have perceived the eight hour policy. The study has attempted 

to contribute to the body of knowledge on the response of teachers and school managers to work 

policies. 

3.1 DELIMITATIONS 

The study was conducted in Ndola, Copperbelt Province of Zambia. Other parts of the country 

were not part of the study. 

3.2 LIMITATIONS 

The limitations faced in this study included time limitations due to the fact that the researcher 

was working full-time while conducting the study. It was a challenge to get permission during 

working hours as it was considered as a waste of time for the learners who were supposed to be 

learning for eight hours as mandated by the government. Others included  data inaccessibility 

due to confidentiality as some respondents were hesitant to give full details during interviews for 

fear of being reported to the relevant authorities. At a particular school, the manager was 

unwilling to be interviewed owing to the fact that he was in management hence such information 

was very sensitive. The other limitation was that of finances and transport when going to 

different schools for data collection.     
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4.0 CHAPTER TWO 

4.1 INTRODUCTION 

This chapter will concentrate on relevant literature, studies and observations concerning the 

mandated working hours by the International Labour Organisation for Public Service Workers in 

different countries.  It will bring out different views on how  working hours have enhanced 

development. However, some countries have disputed the mandated working hours by ILO by 

giving different views in relation to their economy. 

 

4.2 LITERATURE REVIEW 

 Working hours―  means a period of time for which an employee is obliged to perform work for 

his employer and a period of time for which an employee is ready to perform work at the 

workplace according to his employer's instructions (orders). 

―Rest Period‖ means any period outside working hours; ―shift‖ means such part of weekly 

working hours, excluding overtime, for which an employee is obliged to perform work for his 

employer according to a predetermined schedule (pattern) of shift-working; ―two-shift pattern of 

work‖ means a schedule (pattern) of work in which employees rotate in two shifts within a 

period of 24 consecutive hours; ―three-shift pattern of work‖ means a schedule of work in which  

employees rotate in three shifts within a period of 24 consecutive hours; ―continuous pattern of 

work‖ means a pattern of work in which employees rotate in shifts within a period of 24 

consecutive hours; ―continuous operations means operations which require work to be performed 

24 hours a day, seven days a week. 

―Standby‖ means a period during which an employee is on call to perform work, as covered by 

his employment contract, and which in case of urgent need must be done in addition to his 

schedule of shifts. Standby may only take place at a place agreed with an employee but it must 

be at a place other than the employer's workplaces; ―overtime work‖ is work performed by an 

employee, on the instruction of his employer or with his employer's consent, which exceeds 

standard weekly working hours following from the predetermined schedule of working hours and 

above the pattern of shifts. As regards part-timers, overtime means any work exceeding their 
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predetermined weekly working hours; however, part-timers may not be ordered to work 

overtime. Where the employer provides his employee with time off at the employee's request and 

the employee performs work for such time off, this is not regarded as overtime; 

―Night Work‖ means work performed during night time; ―night time‖ is the time between 10 

p.m. and 6 a.m.; ―night worker‖  means an employee who works, on average, no less than three 

hours of his working time within 24 consecutive hours at least once a week within the period 

referred to in section 94(1); ―even distribution of working hours‖ (or ―even allocation of working 

hours―;  means that the standard weekly working hours or working hours of part-times are evenly 

allocated by the employer to individual weeks; ―uneven distribution of working hours‖ means 

that the standard weekly working hours or working hours of part-timers are unevenly allocated 

by the employer to individual weeks and that the average weekly working hours for a period of 

no more than 26 consecutive weeks may not exceed the standard weekly working hours.  Only 

the relevant collective agreement may extend this period to a maximum of 52 consecutive weeks. 

(ILO 2005). 

Working hour‘s regulation could be traced back to the industrial revolution in the 18
th

-19
th

 

century. The first international instrument on working hours was made by International Labor 

Organization (ILO) in 1919 upon its inception. According to ILO, 101 countries out of 107 

countries surveyed some form of statutory working hour‘s limits. While 41% of them adopt a 40-

hour work week, the rest mostly set their weekly hours between 40 and 48 hours. In the Asia 

Pacific region, 48-hour week is most common while the majority of the European Union (EU) 

member states and other developed countries have adopted a 40-hour work week. In Asia 

Pacific, 31% of the countries mandate a limit and about 31% of the countries mandate a limit of 

60 hours or more. As overtime remuneration, 71% of the countries surveyed provide an overtime 

pay-rate of at least 1.25 times of their normal salary rate.    

The eight-hour day, implying the 48-hour week, was a key demand of the working class all over 

the world before the International Labor Organization (ILO) was established. To the workers, the 

extension and generalized application of the eight-hour day represented a reform which no other 

could equal in value like a chance to share in the distribution of the new wealth created by 

modern industry and to receive that share in the form of spare time. More generally, the need to 

safeguard the health and well-being of workers was recognized; overlong hours had been shown 
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to be harmful to economic efficiency as well as to material and moral welfare of the workers and 

to be incompatible with political democracy.  There was a feeling in many quarters that 

international standards relating to hours of work might be a useful means of limiting the 

possibilities of unfair competition. In reflection of this trend of world opinion, the adoption of 

the eight-hour day and 48-hour week was a prime objective of the ILO. (ILO 1958: 3) The ILO 

Constitution, adopted in 1919, considers the improvements in working conditions especially 

regulation of the working hours including the establishment of maximum time in a working day 

and week to maintain peace and harmony in the world. It is of the view that lasting peace can 

only be built through social justice and once the perilous working conditions are improved. 

According to an ILO report, working time became a central workforce issue at the beginning of 

the Industrial Revolution and it emerged as the fundamental labor policy issue since the adoption 

of the Factories Act of 1844 by the United Kingdom. Ultimately, The Factories Act 1844 limited 

working hours for women and children. 

Regulating working time is a major and the oldest concerns of labor legislation. Recognizing its 

importance, ILO adopted its very first convention in 1919, which limited hours of work (8 hours 

a day, 48 hours a week). The said convention also provides for adequate (daily and weekly) rest 

periods. According to ILO Conventions 1 and 30, the standard or normal working hours should 

not exceed forty-eight hours in a week and eight hours in a day. Convention 01 is applicable to 

the industrial undertakings which include among others mines, quarries and other processes for 

extractions of minerals, construction, maintenance and repair of buildings, railways, telephone 

installations, gas works, transport services, etc. On the other hand, Convention 30 covers those 

employees, which are engaged in commerce sector and administrative activities/office work. 

 ILO does support this move for reducing working hours in most European countries. During the 

Great Depression, ILO adopted another convention, which called for reduction in working hours 

(to forty hours a week) in a manner so that wages/living standard of the workers is not affected 

negatively in consequence. It is interesting to note that most of the ratifications for this 

convention have been registered by European and former Russian states (total ratifications so far 

have been 15 only). Reduced working hours are also considered as one of the best measures to 

reduce unemployment in an economy. 
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However, ILO conventions do not clearly provide for rest intervals/breaks during working hours, 

however, national labor legislation for different countries usually provides for these breaks in 

order to maintain health & safety and well-being of workers. Workers need these breaks for rest, 

meals and religious activities. In most of the countries, rest breaks are unpaid hours of work 

because workers during these breaks are not at the disposal of their employer. However, some 

countries count these rest breaks as part of the working hours. (Macaw 2006).  

According to (Muncher 2008) ―Working-time arrangement is the term to describe measurable 

characteristics that refer to the organization (length and timing) and scheduling (stability or 

flexibility) of work and non-work periods for all jobs during a specified reference day, week, 

month or longer period‖.  

 In light of the economic growth that have been witnessed in many parts of the world in the 

twentieth century, the adoption of the eight-hour day and 48-hour week has now become a well-

rooted reality. In addition, it appears that statutory normal hours of work have been reduced 

gradually from 48 hours to 40 hours in a large number of countries  which can be considered as a 

historical achievement in the last century. This has been received with different views by the 

people across the world. Some sections of the world supported the declaration as    good news 

for international working time standards. However, others still argue that the 48-hour working 

week and the 40hour working week are just declarations as they are stipulated in the law but 

their enforcement in practice is weak. A day cannot pass without hearing complaints about long 

working hours in developed countries such as China, but surprisingly also in some industrialized 

countries as well (Lee 2004).  

 Despite such frequent coverage of long working hours in developing countries, the lack of 

reliable data makes it difficult to know about the exact extent to which workers are working long 

hours, say more than 48 hours per week. In a sense, there is a gap between different views 

knowledge about working time in the developing world. Thus, a more systematic data collection 

and analysis would give a clear view about the peoples‘ perceptions concerning the working 

hours.  In fact, surveys have been undertaken to gauge the extent to which such principles have 

been adopted, and the results have been reported to the International Labor Conference. Yet, due 

to the nature of this exercise, the focus has been on national laws and practice, with little 

information on actual patterns of working hours. The most recent survey attempted to capture 
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actual working time practice around the world, pointing out that ‗the overall picture is still far 

from clear, due to in part to the non-submission of reports and to the lack of comprehensive 

statistical data‘ (ILO 2005).  

‗Global‘ debates on working time, for instance concerning working time flexibility, often lack 

practical importance or relevance for developing countries, mainly due to the large gaps between 

developing and industrialized countries in terms of working conditions.  

 As traditional sources of working time flexibility (such as overtime) are readily available in 

these countries and informal employment is widespread, it is quite conceivable that incentives 

for new types of working time flexibility may not be very strong. At the same time, however, 

there is increasing concern about working time regulations and their negative impact on the labor 

market in developing countries. Indeed, there is a recent but nonetheless widely quoted view that 

developing countries tend to have more ‗rigid‘ regulations on working hours and paid leave than 

many developed countries.  

The question of revising international labor standards on working time has given rise to 

extensive discussions in recent years globally. At the Centre of this ongoing debate has been an 

understanding that the instruments in question, although they remain relevant in certain respects, 

no longer fully reflect modern realities. Nonetheless, there has been a lack of consensus on a 

possible course of future International Labor Organization (ILO) action on working time. 

Around the world, almost 80 per cent of countries have legislative provisions applying some 

kind of maximum limit on weekly working hours, including overtime. Most countries fall into 

one of two main groups: those that establish maximum weekly working hours at 48 hours or less 

(41 per cent of countries) and those that establish maximum working-time limits of 49 hours or 

more per week (37 per cent). A large proportion (14 per cent) of those permitting 49 or more 

hours allow for weekly working limits of 60 hours or more, with some countries permitting 

upwards of 72 working hours per week. In some countries (18 per cent), no statutory maximum 

weekly working hours are established or applied. Different regions display significant variations 

in respect of the prevailing maximum limit on working hours. In most developed and EU 

countries, this limit is approximately 48 hours per week. In contrast, in Asia and the Pacific, 

legal working-time standards either do not exist or have exceptionally high limits of 60 hours a 

week or more (Pencavel 2014). 
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 Over the last 20 years, flexible working-time arrangements have become increasingly popular 

with both employers and worker and, as a result, the standard workweek has become less of a 

workplace standard. While overtime schemes have been and continue to be among the most 

prominent arrangements for providing working-time flexibility, an alternative approach to 

extending operating hours to enable firms to react to changes in market demands for goods and 

services has been to engage in regulated hours averaging arrangements. Statutory hours 

averaging arrangements allow for variable daily or weekly working hours, while requiring that 

an average number of weekly hours are maintained over a period that is longer than the 

traditional working day or working week. These variations have to respect daily and/or weekly 

maximum legal thresholds, but so long as the maximum limits and weekly averages are 

respected, no overtime premium is payable for hours worked beyond the statutory normal hours.  

Only when this total is exceeded do overtime premiums become payable. In addition, 

remuneration is generally not calculated on the basis of the actual hours worked per week, but is 

a fixed sum that corresponds to remuneration for the average working week or for a fixed 

amount of hours over the reference period. However, the developed countries, in addition to their 

generally shorter hours, present a quite different picture in terms of average weekly hours by 

major industry group. First, unlike in many developing countries, weekly hours in the 

transportation and storage industry are not especially long and weekly hours in accommodation, 

hotels and similar establishments and food service activities and the wholesale and retail trade 

are actually quite short. Singapore is a notable exception (Sangheon 2007).  This is most likely 

because of the extensive reliance on part-time workers in these industries in many developed 

countries (see e.g. Riedmann et al., 2010). 

However, the shortest weekly hours among the major industry groups in most countries are 

mostly found in public sector activities, such as public administration and defense, education, 

and human health and social work activities.  The category ―activities of households as 

employers‖, which mainly includes domestic workers, has the shortest average weekly hours 

among all sectors in developed countries in that they are usually fewer than 30 hours per week  

while it has quite long average hours in some developing and transition countries like Ethiopia, 

Philippines and Saudi Arabia ( Riedmann  2010).     In addition, working time around the world 

is one of the few sources that can offer some, although limited, insights into working-time 
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arrangements in developing countries, drawing on country studies conducted by local research 

teams for the purpose of contributing to this measurements.  

Working time can be made more flexible by a variation in one or more of the following four 

elements: the number of hours worked each working day; the number of hours worked each 

week; the specific hours worked during a working day; and the specific days of the week on 

which work is performed. First, questions can be raised about the method of determining the 

supposed ‗rigidity‘ of working time regulations, which is basically incompatible with 

international working time standards. Secondly, consideration should be given to the fact that 

little is known about enforcement gaps in developing countries and how they are related to 

economic and labor market performance (Lee 2007).  

In addition, the overall working time picture can rather be complicated to individual workers 

working in different conditions. For instance, it is often reported in industrialized countries that 

long working hours are a male phenomenon while short hours are a female one. This gender-

related variation can be further complicated in countries with significant informal employment 

where workers appear to be more diversified.  

WORKING HOURS IN THE UNITED STATES OF AMERICA 

In the United States of  America, Burger reports that the Previous work on working hours 

concentrates mostly on patterns of average working hours in the United States (Clarksburg and 

Moen 2001; Coleman and Pencavel 1993a,b) and Western Europe (Alesina et al. 2005; Ausubel 

and Grübler 1995; Golden and Figart 2005) and on patterns of extreme working hours in the 

United States (Jacobs and Garson 1998). As European average working hours stagnated or 

declined over the past decades, scholars of working time have turned little attention to the 

analysis of extreme working hour patterns in European countries.  

 Extreme working hours  working time in the United States has indeed been reversed. Depending 

on the method applied and the data source used, empirical results vary to some extent. However, 

most studies confirm the hypothesis that the average length of weekly and yearly working hours 

in the United States has increased or stagnated since the 1970s (Clarkberg and Moen 2001; 

Coleman and Pencavel 1993a,b; Hochschild 1997; Leete and Schor 1994), whereas the average 

length of weekly and yearly working hours in Western European countries has declined or 
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stagnated (Alesina et al. 2005; Ausubel and Grübler 1995; Golden and Figart 2005). Jacobs and 

Gerson (2004) have revealed a new macro-trend of bifurcation of working time in the United 

States: their empirical analysis shows that very long and very short work weeks have increased 

in the United States since the 1990s.  

Based on their analysis conducted on US Current Population Survey data, they argue that today 

there is an ever increasing number and ratio of employees who are overworked and underworked 

in the United States and that the prevalence of extreme weekly working hours has particularly 

increased among employees with college degrees. According to their estimations, 39% of men 

and 20% of women with college degrees worked more than 50 hours a week in 2000. The 

incidence of extreme working hours among various socio-economic sub- categories of the US-

American population has also been examined in the past. For example, Godin, and Katz (2010) 

and Hewlett and Luce (2006) argue that extreme working hours have become so prevalent in the 

corporate and financial sectors that in the years following graduation, highly skilled women 

gradually leave high-powered positions to settle for other occupations where they can combine 

family and career responsibilities. The literature knows much less about the patterns of extreme 

working hours in Western European countries. The only international comparison of extreme 

working hour ratios was conducted by Jacobs and Garson (1998), who make a cross-section 

comparison of extreme working hour ratios across six European countries, Australia, Canada, 

and the United States, using data from the second wave (1989-1992) of the Luxembourg Income 

Study (LIS). They find that the ratio of extreme workers was higher in Australia and the United 

States than in any of the six European countries observed. Based on 

their analysis, they conclude that the US-American pattern of working time bifurcation has not 

been replicated in most other affluent societies. They argue that Europeans were able to maintain 

a high and growing standard of living with a very different work profile than is evident in the 

United States. While Jacobs and Garson‘s snapshot view from the beginning of the 1990s might 

corroborate earlier findings based on the analysis of average working hour trends, there is an 

argument that ongoing and subsequent changes in global economic structures and national labor 

regulations call for a more detailed analysis of extreme working hour trends in Europe, focusing 

both on the cross-section as well as the longitudinal aspects of the trends. This article reveals 

divert trends across Western European countries: it finds that the working hour profile of many 
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European full time workers, particularly those with high skills, have been converging towards 

the US-American pattern since the beginning of the 1990s. 

The second extreme working hour ratios was conducted by Jacobs and Garson (1998), who made 

a cross-section comparison of extreme working hour ratios across six European countries, 

Australia, Canada, and the United States, using data from the second wave (1989-1992) of the 

Luxembourg Income Study (LIS). They find that the ratio of extreme workers was higher in 

Australia and the United States than in any of the six European countries observed. Based on 

their analysis, they conclude that the US-American pattern of working time bifurcation has not 

been replicated in most other affluent societies. They argue that Europeans were able to maintain 

a high and growing standard of living with a very different work profile than is evident in the 

United States. While Jacobs and Garson‘s snapshot view from the beginning of the 1990s might 

corroborate earlier findings based on the analysis of average working hour trends, Burgers 

further argues that ongoing and subsequent changes in global economic structures and national 

labor regulations call for a more detailed analysis of extreme working hour trends in Europe, 

focusing both on the cross-section as well as the longitudinal aspects of the trends. 

 Burger‘s article reveals diverging trends across Western European countries: it finds that the 

working hour profile of many European full time workers, particularly those with high skills, 

have been converging towards the US-American pattern since the beginning of the 1990s. In the 

newest wave of socio-economic literature it has been acknowledged that the liberal type US-

American regulatory environment has induced labor practices over the last decades that are 

rather unfavorable in terms of women‘s work life opportunities. Jacobs and Garson (2004) argue 

that the regulatory constraints in the newest wave of socio-economic literature has been 

acknowledged that the liberal type US-American regulatory environment has induced labor 

practices over the last decades that are rather unfavorable in terms of women‘s work life 

opportunities. 

 Jacobs and Garson (2004) argue that the incentivize employers to divide the labor force into full 

time workers with extremely long working hours, and project-based contract agents with short 

working hours and no benefits. Employers can lower their total compensation 

costs by pressuring their full-time employees to put in unpaid overwork. They can do so because 

professionals are rarely unionized and the US legislation allows for the existence of ―exempt‖ 
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positions in which employees are exempt from working hour regulation. As women are still the 

primary caretakers at home, and these full time jobs require long and odd working hours (―total 

commitment‖), they have remained to be dominated by male employees. In her book, The 

unfinished revolution, Garson  (2009)  argues that a new generation of US-American women and 

men would like to redefine work family balance in a more egalitarian spirit, yet they are not sure 

how to  implement it in a society that lacks family friendly labor institutions. The fact that 

regulation, or the lack thereof, allows for the existence and proliferation of extreme jobs and, in 

general, rigid working environments with overtime commitment expectations is an important 

obstacle in the continuation of women‘s unfinished revolution. Garson  (2009) proposes that only 

through cultural and institutional change that values equality and balance could these values be 

transformed into real options. Her suggestions for institutional practices include: creating 

workplaces that separate essential benefits from full-time employment; outlawing labor 

regulation that discriminates against workers with family responsibility; and creating labor 

regulation that supports the creation of part-time jobs for men and women alike. Following a 

very similar line of reasoning. 

 Esping-Andersen (2009) goes one step further in arguing that the ―incomplete nature of the 

female revolution‖ in most of  the weaker welfare states might be the harbinger of new 

inequalities and possibly even of greater social polarization. And, as these disequilibria cannot 

managed by families and the markets themselves, it is the responsibility of 

the welfare state to create institutions that incentivize the enhancement of more gender equality 

at work and at home. Besides measuring the power of the welfare state in counteracting market 

forces, the second major motivation of the causal analysis of this paper is to the exact effects of 

changing market structures on the evolution of extreme working hour patterns. Do countries that 

are more integrated in the global economy exhibit higher incidence of extreme hours than less 

open economies? If so, by how much more? What is the role of different market structures in 

extreme working hour outcomes? Are service-economies more prone to have an unbalanced 

working hour profile than less service-oriented economies.  

Theories of global value chains suggest that as the structure of advanced capitalist economies 

experiences a gradual transformation from industrial production to service-dominated activities 

and the organization of a large proportion of production has been shifted to a global level, the 

quality of work is determined by new mechanisms. The continuous restructuring of global value 
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chains calls for an increased flexibility in terms of contract type. assignments, and working 

hours. In order to adjust to increasing fluctuations in demand and to optimize their cost structure, 

employers look for ways to synchronize working time to market demands (Castel 1995). Theory 

suggests that, as a result, fixed term contracts and very long working hours are on the rise while, 

at the same time, workers daily and weekly schedules are getting more de-standardized (Chiesi 

1989).  

In  examining  the types of pressures for long working hours on service providers who operate at 

different levels of the global value chain, we find great variability in terms of the drivers. 

Workers at the central, or core group, often face heavier workload following phases of 

restructurings. As the  survivors‘ of the restructuring process, they often have to cope with more 

tasks and responsibilities, and are tacitly forced to work overtime until the tasks are done (Krings 

et al. 2009). This includes all the public service workers within the United States. Towards the 

periphery nodes of the value chain (sub-contractors, freelance workers, etc.), service providers 

rely on flexible working hours and overtime for different reasons. As they are responsible to 

overcome the shortcomings and delays of the core, they often have to perform under short notice, 

―with an immediate impact on the quality and conditions of work‖ (Krings et al. 2009). With 

rapid de-industrialization and the revolution of information and communication technologies, the 

employment structure of advanced capitalist countries transformed in a way that high-end service 

sectors expanded in an unprecedented way (Wren 2013). Today approximately three quarters of 

employment in OECD countries is in services. 

Sectorial level analysis suggests that extreme working hours have become common in high-end 

service sectors, in which high-skilled employees provide internationally traded services, and low 

skilled service jobs, in which workers provide nontrade private services, such as child care and 

food services. High-skilled and low-skilled workers in the service sector are exposed to extreme 

working hour expectations for different structural reasons. While in the 1960s, highly skilled 

employment was concentrated in untraded professions, such as local health care, public sector, 

and local law, the transition of advanced market structures to an internationally traded 

knowledge-based service economy has changed the extent to which highly skilled employees are 

exposed to international markets (Wren 2013). 
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 The high incidence of extreme working hours in high-end services is a consequence of these 

sectors‘ exposure to international competition (Rodrik 1997). As Rodrik points out, trade 

opening and globalized competition creates an inequality in bargaining power between 

employers and employees that sixty years of labor legislation in the United States has tried to 

prevent. Because the production is organized in a way that it can easily be shifted to other 

locations while employees are less mobile, employees will accept compromises on employment 

practices, such as working hour stipulations and actual working time practices, health and safety 

standards, labor/management negotiation practices, etc.  

Extreme working hours have become prevalent at least partly because, in exchange for the 

maintenance of relatively high income levels, highly skilled employees had to accept 

compromises in terms of working hour norms. Low skilled workers, to the contrary, are less 

exposed to international competition today, as they moved from manufacturing to internationally 

non-traded private services. However, due to increasing income inequalities, low-skilled 

workers‘ shift to sheltered professions could not manifest in a lower incidence of extreme 

working hours either (Wren 2013). 

According to Rosenberg‘s journal of 2015, he categories working hours according to the types of 

jobs and departments that are common in the United States of America. Firstly, many full-time 

workers work long and perhaps excessive work hours. Secondly, the working hours of other 

employees particularly in non-standards and contingent employment are short (or less than 

desired) and precarious. Thirdly, the growth of contingent and non-standard employment raises 

concerns of gender inequality and the possible inability of some families to work enough hours, 

given pay levels to achieve an adequate standard of living. Then fourthly, the long work hours 

raise issues of work family balance. 

The United States institutional framework of 2015 stipulates that there are minimal federal 

governmental regulations of working time for those sixteen years and older. The existing laws do 

not specify the number of hours to be worked daily, weekly or annually, the hours in the day 

when work can occur, the number of days per week to be worked, the specific days on which 

work can occur, the number of days per week to be worked, the specific days on which work can 

occur or the amount of vacation time that must be provided.  
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The major piece of federal legislation regulating working time is the Fair Labor Standards Act 

(FLSA) OF 1940 which stated that covered employees, mainly the non-supervisory personnel, be 

paid a minimum of one and a half times the regular hourly rate for all hours worked above 40 

hours per week. State laws complement the FLSA. In situations where federal and state laws 

both apply, the law that is most favorable to the worker takes precedence and states often take 

the lead in implementing worker friendly policies well in advance of the federal government. 

 Government policy makers have typically not viewed working time policy as a tool for 

influencing employment levels. For example, the government policy makers have rarely viewed 

the shortening of the standard working week to be an effective tool for lowering unemployment 

within the past decade or so, there has been minimal debate in the political arena over working 

time. In 1997, the Family-Friendly-Work-Place-Act supported by employers and opposed by 

labor was introduced in the United States Congress to amend the FLSA. Since governmental 

regulations minimally influence working time patterns, the industrial relations system is the 

primary arena wherein working hours are determined. In non-union settings, the terms and 

conditions of employment are determined largely by managerial decision. However, in unionized 

settings, pay and working hours‘ time are regulated through collective bargaining arrangement.    

WORKING-HOURS IN HONG KONG 

Hong Kong is renowned for having a hardworking and flexible workforce which underpins its 

economic development and success in face of intense global competition. In recent years, there 

are increasing public concerns over the impact of long working hours on employees‘ health and 

how work- life balance can be enhanced. There are also calls from legislative council members 

and trade unions to introduce working hour‘s legislation. Those in support of regulating working 

hours believe that this would enhance employee‘s safety and health by curbing unduly long 

working hours. With shorter working hours, employees can spend more time with friends and 

families. This would help employees achieve better work life balance and reduce potential 

health, family and problems. In return, this would boost staff productivity and morale, thus 

benefitting employers. Employees would also find more time for further education and skills 

upgrading, thereby strengthening the overall competitiveness of Hong Kong‘s workforce. 

Supporters also consider it fair for employees to be properly compensated for working extra 
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hours beyond the agreed level stipulated in the employment contract. Besides, employees would 

have more time for entertainment and consumption and this would help boost the business of the 

retail, catering and service sectors. 

On the other hand, there are those who object to the introduction of Statutory Standard Working 

Hours (SWH). They believe that mandatory SWH would affect workers of all skill and seniority 

levels and its introduction could be detrimental to the operational flexibility of business which 

has been a key competitive edge of Hong- Kong. In some sectors, employees must be allowed to 

work flexibly to meet operational needs. The implementation of the rigid working hour‘s regime 

would bring great difficulties to these sectors by hampering their operational flexibility and may 

even force some companies to go out of business. This is so as most companies in Hong Kong 

are (about 98%) small and medium enterprises (SMEs). Being a small and open economy with a 

linked exchange system, there are concerns that the introduction of SWH in Hong Kong shortly 

after the implementation of statutory minimum wage (SMW) would result in heavy financial and 

administrative burden on businesses. This would also reduce labor market flexibility in terms of 

wage and working adjustments, which would undermine the competitiveness and business 

environment of Hong Kong, especially at times of an economic downturn.  

 Lower-skilled workers in higher age groups with lower education attainment engaged in labour 

intensive service sectors tend to have longer contractual hours and their overtime are paid. On 

the other hand, higher-skilled engaged in high value-added service sectors had shorter 

contractual hours, but many of them worked under uncompensated overtime which considerably 

prolonged their total working hours.  

As a liberal labour market, Hong Kong has a distinctively low proportion of part-timers and 

casual workers. Experience in other places shows that standard working hours may eventually 

bring about fragmentation of work and underemployment. If employees have to involuntarily 

work fewer hours owing to ensuing adjustments in the labor market structure with an increase in 

part-time or casual jobs. The community has to assess whether such a development is desirable 

and consider how the possible increase of part-timers and casual workers would further affect 

working hours, employment and business operations. 
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WORKING HOURS IN GERMANY 

The 28.8 hour working week at Volkswagen AG is a major achievement for collective 

bargaining policy. In autumn 1993 the employment situation at VW, Germany‘s biggest 

carmaker was coming to a head. The works council had asked VW to outline the company's 

future staffing requirements. The management's response indicated that by the end of 1995 

around a third of the more than 100,000 existing jobs in the company's six German car plants 

would be surplus to requirements. At the same time, there was intense public debate about 

Germany‘s international competitiveness as a production site. In particular, not only the 

Conservative-Liberal coalition government in power at the time, but also the employers' and 

trade federations were hugely critical of the trend which had swept through a number of sectors 

in the mid-1980s, aiming to reduce the working week to 35 hours. Their view was that it is by 

increasing working time, not reducing it further, that German companies would become more 

competitive in the increasingly global marketplace. As they saw it, extending working hours 

creates jobs, whereas reductions in working time destroy them. 

In the context of this debate, VW‘s collective agreement on the 28.8 hour working week, 

concluded at the end of 1993, must have come as a real bombshell. In the agreement the 

carmaker consented to reduce working hours by 20%, specifically to safeguard the jobs of its 

workforce. Not only was a collective reduction in working hours on such a scale unprecedented 

in Germany, but some people even referred to the 28.8 hour week as collective part-time work. 

What had been agreed also broke down deeply ingrained lines of discussion, mindsets and taboos 

relating to previous policies on employment and working hours. What is more, this had been 

done when there was no need to look beyond the framework of the specifically German model, 

characterized by a capitalism that was regulated and ‗tamed ‗by big business. 

The employees' acceptance of such an arrangement and the reasons for a positive or negative 

assessment of the 28.8 hour week. The views of the affected parties seemed especially relevant 

to the debate on the precedent set by the solution at VW which was viewed as a potential 

example to be followed by other businesses or sectors with employment problems. Secondly, the 

arrangement provided a unique opportunity for analyzing the effects of drastically reduced 
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working hours on the employees' quality of life. For example, how do the employees make use 

of their newly acquired additional free time? How do they cope with their reduced income? Are 

there any perceptible effects on the division of labor within the family? When the time came to 

hold the second round of bargaining aimed at continuing with the 28.8 hour working week, there 

were various indications that VW‘s employment situation had eased. 

 During 1994 the firm's order books reflected the improved economic situation in the automobile 

industry. In the meantime the number of employees had dropped by around 5,000 as a result of 

natural attrition and early retirement, as well as through the non-renewal of contracts. On top of 

this, the average number of actual hours worked per week in VW‘s factories was between 29.2 

and 32.6 hours, i.e. more than the agreed 28.8 hours per week. At the same time, increases in 

productivity that had already been achieved or were still in the offing meant that the number of 

excess employees would not decline significantly, at least not in the medium term, thus 

indicating that the real problem of overcapacity had not been resolved. Negotiators on both sides 

realized early on that working hours had to be reduced further in order to safeguard employment 

at VW in the medium term.  

The new agreement concluded in 1995 provided not only for an extension of the 28.8 hour 

working week with its guarantee of employment (officially for an indefinite period, but with the 

possibility of cancelling it after two years at the earliest), but enabled the company to make 

considerable savings on costs. On top of the reduction of additional pay for overtime and 

Saturday work, unpaid working time for employees and day workers was extended, with an 

obligation to work „1.2-hours more a week―. Similarly, employees on piece rates lost paid breaks 

and rest periods. This ‗contribution‘ by the workforce was supposed to cover the so-called 

‗residual costs‘ (for instance incurred in the personnel and training departments) arising from the 

fact that VW had reduced its staffing overcapacity not by cutting the number of employees but 

by scaling back on the number of hours worked by individuals. The new agreement also 

contained a number of options for increasing the hours of working time: 

• The average working week of 28.8 hours could be spread unevenly over a calendar year within 

the framework of the „flexible Volkswagen week―, with employees working more or less hours 
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than the average, as required. It was agreed that individual working hours accounts would be 

introduced to ensure that the average number of hours was worked over the calendar year. 

• Working time could be extended by up to 10 hours above the regular working week of 28.8 

hours, which is up to 38.8 hours, though in principle two months' advance notice was required 

for this. The option of working on Saturdays remained unaffected by this arrangement. 

• Overtime would only be counted when the set number of hours per day and per week had been 

exceeded. If the working week was between 28.8 and 35 hours, then overtime pay was only due 

on those hours worked in excess of 35 hours. If the working week was between 35 and 38.8 

hours, overtime would only be payable on time worked in excess of this. 

• What is more, over the space of a year in principle overtime could be offset by days taken off in 

lieu and also be 'saved up' to pay for early retirement.  (Harts 1996). 

A company-wide agreement was reached on the introduction of a new flextime procedure 

allowing for a more flexible system of working without clocking in ('hours worked on trust'). 

In subsequent years working arrangements at VW became even more flexible, in particular via 

the roundabout route of new regulations on early retirement. As is well known, the law had been 

tightened up, effectively denying the company the possibility of continuing to implement its 

schemes designed to provide generous early retirement packages for its employees, and not only 

VW was affected by this. The company alone found itself unable to fill the financing gap that 

arose in this connection; it was clear that the employees themselves would also have to 

contribute towards their own early retirement.  

The works council and management at Volkswagen agreed to offer employees the opportunity of 

saving up time or money during their working life in the company in a working time account, 

and then using the ‗credit‘ thus earned to improve their financial situation during early 

retirement. Two schemes based on this principle were introduced at VW. The first and less 

elaborate, of the two – the so-called ‗employment cheque‘ - has been in operation since 1997. 

The second – the 'VW bond' – was introduced in 1998 and should make the employment cheque 

obsolete in the medium term, without getting bogged down in the details of the agreements 

(Promberger 1998).  
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It is worth noting that these new schemes introduced considerable scope for flexibility in 

company working hours. In the end, in fact, the scheme introduced at VW looked at an 

employee‘s working hours on a lifetime basis, with the collectively agreed weekly working hours 

being used as a more or less fictitious basis for calculating the individual's regular income. If this 

model is to be used to contribute to an early retirement scheme, it is practically essential for the 

worker in question to deviate from the collectively agreed working hours in order to accrue 

sufficient additional working time to provide acceptable conditions for taking early retirement. 

These agreements have also considerable boosted VW's flexibility in terms individual working 

hours. The company no longer has to compensate workers in the form of time for hours worked 

in addition to the collectively agreed total; indeed, it almost invariably remunerates them – and 

the link to early retirement means that most employees will no doubt be much more interested in 

financial compensation of this kind (i.e. the acquisition of VW bonds) than in a short-term 

solution involving time off in lieu. Should the company once more need less hours worked, it can 

fall back on the agreed normal working hours without any problem or even insist on less hours 

being worked than agreed as compensation for previous overtime. Thus the parties to collective 

bargaining union and company-level negotiators agreed on a working time model which comes 

relatively close to the original idea put forward by VW's human resources manager Peter Harts, 

namely of turning the Carmaker into a "breathing company", whose (working time) structures 

are flexible enough to suit changing market requirements. And all this was achieved not by 

altering the number of employees, but by varying working hours. The VW bond scheme, 

combined with the other rules on working hours, has created tremendous scope for flexibility 

with regard to weekly working times. 

Flexible work arrangements is defined as an alternative to the standard working day(Rau & 

Hyland 2002).It usually comprehends to organizational initiatives which enhance employees‘ 

flexibility on the time and place where work has to be accomplished, and also various policies 

exerting influence on the number of hours worked. Economic, technological, social and family 

changes have encouraged the introduction of flexible working arrangements. The flexibility 

arrangements includes; flextime, absence autonomy, compressed work weeks, reduced schedule, 

telework, extra vacation days, limited schedule of meetings (meetings cannot be scheduled too 

late at the end of the day), flexible holidays and keeping with the schedule (employees work the 

mandatory8 hours /day and do not extend their schedules longer). 
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Hill et al., (2001) investigated the extent to which flexible hours and flex place arrangements 

resulted in benefits for individuals (more satisfactory work family balance) and organizations 

(longer work hours). They reported that given a reasonable work week which they considered to 

be between 40 and 50 hours) per week, employees who perceived flexibility in the timing and 

location of their work, had less difficulty with work-family balance. Moreover Hill et al., (2001) 

reported that employees with perceived flexibility in the timing and location of work could work 

longer hours be for work- family balance was perceived to be a problem. 

From a business perspective, Hill et al., (2001) results suggested that given a heavy workload 

perceived flexibility in the timing of work enables employees to work an extra day a week i.e. 60 

hour a week, compared to 52 hours without flexible hours. O‘Driscoll et al., (2003) suggests that 

the extent to which individuals have control and flexibility is a critical factor in the reduction of 

work family conflict. Flexible work arrangements are connected to a number of positive 

outcomes for employees who access them including better mental health and reductions in stress, 

burnout, turnover and absenteeism and increases in retention, loyalty, job satisfaction, 

innovation, creativity and productivity (Galinsky, Bond, Sakai, Kim & Giuntoli, 2008). 

Organizational performance is the outcome achieved in meeting internal and external goals of a 

firm (Lin et al 2008). Performance has several outcomes including growth, survival, success and 

competitiveness. Better performing employees at work become more committed to their 

organizations and ultimately contribute to increased organizational performance as well as 

growth of the economy. To achieve this flexible work arrangement is important. Availability of 

flexible work arrangement practices have also been related to increased affective commitment 

and decreases turnover intentions among all employees not just users of the practices (Grover & 

Crooker 1995). 

 Organizations offering flexible work arrangement practices enjoy increased profit rates. 

Consequently WLB helps employees improve relationships with family and friends. Employees 

will enjoy better physical and mental health by managing work life properly. The normal 

working hours shall be forty eight hours during a six-day work week (8 hours per day). Certain 

types of workers such as watchmen, herdsmen and caretakers may be required to work up to ten 
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hours a day or sixty hours a week. Generally, child labor is prohibited. However a child may be 

engaged to work where the work benefits the child‘s education and wellbeing and does not 

interfere with his/her education. A child who is aged sixteen or younger should not work more 

than six hours in one day. Every worker must be given at least one full day off each week for 

rest. 

WORKING HOURS IN CHINA 

According to the Chinese labor laws of 2011, it clearly stipulates the terms and conditions for all 

the public service workers that must be followed in terms of working conditions and the required 

hours of work.  An employer must sign a written labor contract with its employee within one 

month after the commencement of the employment. Failure to conclude a written labor contract 

with an employee within this period shall cause the employer to be liable for twice the salary of 

the employee. If no written contract is obtained within a year of commencement of work, in 

addition to being liable for twice the salary, the employment relationship will be deemed to have 

established a permanent employment relationship.  The Chinese law allows for three kinds of 

contracts based on the employment term: fixed–term, open-ended and project-based. A fixed-

term contract has an agreed upon termination date while an open-ended contract has no 

termination date. A project-based contract has a termination date based upon completion of the 

project or task.  The Chinese law requires an employer to enter into an open-ended labor contract 

with its employee where the employee has been working for the employer continuously for ten 

years as well as where two fixed-term contracts have already been completed.  

Therefore, China has established a standard working hour system wherein the employees shall 

work for no more than eight hours a day and for no more than forty hours a week on average. 

An employer has to pay employees additional wages in accordance with the following standards, 

in any of the following cases:    

- Wage payments to employees in an amount of up to 150% of their wages if the employees are 

required to work longer on weekdays;  

- Wage payments to employees in an amount of up to 200% of their wages if no rest is arranged 

post requiring employees to work on weekends;  
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- Wage payments to employees in an amount of up to 300% of their wages if the employees are 

required to work on public holidays.  

Those companies who may not undertake standard working hours due to characteristics of work 

or business operation may implement a special working hour system upon approval of the 

relevant authorities, for instance flexible working hours. Under a flexible working hour system, 

employees are not subject to a time limit of the above-mentioned daily and monthly working 

hours, and the employer is not obliged to pay employees additional wages for overtime. However 

an employer is only allowed to implement a flexible working hours system for a certain group of 

employees, including senior managerial personnel and salesmen.  

 Working hours in China is a key issue in relation to the application of the Ethical Trading 

Initiative ( ETI Base Code) of 1994. This initiative for workers indicates that  there are many 

instances of reported long working hours, which are in breach of both national law and the Base 

Code. With the revision of the Base Code Clause 6, this is a perfect opportunity to not only seek 

greater transparency about the degree of long working hours, but also to clarify the relationship 

between Chinese law and the ETI Base Code, taking into account the fact that Chinese law is 

often stricter than the ETI Base Code and, wherever this is the case, it is Chinese law that should 

take precedence.   

 Rules on working hours are set by the Labor Law and the Regulations of the State Council on 

the Hours of Work of Employees (Regulation 97896 (1995)). There are two main systems for 

determining hours of work in the manufacturing industry;  

1. the basic hours system, consisting of normal working time plus any overtime hours or 

flexible/irregular hours not considered to be overtime.  

2. irregular hours systems which cover the consolidated working hours system and other 

approved variable working time patterns where daily and weekly working time can vary widely. 

A variable working time plan approved by the government is required under these conditions. 

Although the 1994 Labor Code which is still in force provides for a 44-hour maximum work 

week (Article 36), Regulation 97896 subsequently lowered this to 40 hours per week.  

 

The maximum weekly working hours allowed under the Chinese basic working hours system 

(58) is less than the 60 hours provide for under the ETI Base Code.  
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 China‘s consolidated working hours system  allows for derogation from the basic hours of work 

system ―for employees working on such jobs, the particular nature and responsibility of which 

make it impossible to follow the standard working system of 8 hours per day and 40 hours per 

week‖. These employees, according to the law, are employees in the transport, railway,  

maritime, aviation, and fishing industries. 

 China has one of the highest rates of economic growth in the world over the last three decades, 

but the average working week in China is one of the highest in the world. The OECD (2011) 

found that the Chinese ranked fourth in the world in terms of time spent at work, after Mexico, 

Japan and South Korea. The main beneficiaries of a decline in the length of the working week in 

western countries over the course of the twentieth century were unskilled blue collar workers 

(Golden, 2008). However, in China it has been unskilled blue collar workers and, in particular, 

rural-urban migrants.  

According to a conservative estimate by UNESCO, over the last two decades, rural-urban 

migrants have contributed 16 per cent of China‘s GDP growth (Lan, 2009) Rural-urban migrants 

also tend to work the longest hours of all Chinese workers, typically over 60 hours per week 

(Meng & Bai, 2007). Primarily because of long working hours, and poor working conditions, 

confronting rural-urban migrants some have argued that while China is the global factory, it is 

also responsible for a race to the bottom in terms in global labor standards ( Chan, 2003). More 

generally, long hours of this sort worked by rural-urban migrants are in violation of both China‘s 

Labor Laws and ILO regulations on maximum working hours and, as such, represent a direct 

challenge to the ILO‟s „decent working time‟ policy framework developed by the ILO‟s 

Conditions of Work and Employment Programme (Lee et al., 2007). 

The number of hours worked is important for several reasons. Long hours have been shown to be 

positively correlated with workplace injuries (Wilkins, 2005), adverse health outcomes 

(Spurgeon, 2003) and reduced social capital (Saffer, 2008). In the Chinese context, Bauman et 

al. (2011) found that long working hours was associated with increased health risks, such as 

cardiovascular disease. Moreover, using Chinese data, Houdmont et al. (2011) found that long 

working hours had an adverse effect on psychological wellbeing of office workers. Frijters et al 

(2009) found that long work hours had an adverse effect on the mental wellbeing of rural-urban 
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migrant workers in China. In 2010 several rural-urban migrants committed suicide at the 

Foxconn plant in Longhua, as the result of poor working conditions and long hours ( Guardian, 

2010). Siu et al. (2005) found that long working hours in China was associated with higher levels 

of occupational stress and family-work conflict labor turnover and a high level of competition 

between employers to attract and retain the best staff, the employer dimension cannot be ignored.  

According to a conservative estimate by UNESCO, over the last two decades, rural-urban 

migrants have contributed 16 per cent of China‘s GDP growth (Lan, 2009) Rural-urban migrants 

also tend to work the longest hours of all Chinese workers, typically over 60 hours per week 

(Meng & Bai, 2007). Primarily because of long working hours, and poor working conditions, 

confronting rural-urban migrants some have argued that while China is the global factory, it is 

also responsible for a race to the bottom in terms in global labor standards ( Chan, 2003). More 

generally, long hours of this sort worked by rural-urban migrants are in violation of both China‘s 

Labor Laws and ILO regulations on maximum working hours and, as such, represent a direct 

challenge to the ILO‟s „decent working time‟ policy framework developed by the ILO‟s 

Conditions of Work and Employment Programme (Lee et al., 2007).  

The number of hours worked is important for several reasons. Long hours have been shown to be 

positively correlated with workplace injuries (Wilkins, 2005), adverse health outcomes 

(Spurgeon, 2003) and reduced social capital (Saffer, 2008). In the Chinese context, Bauman et al. 

(2011) found that long working hours was associated with increased health risks, such as 

cardiovascular disease. Moreover, using Chinese data, Houdmont et al. (2011) found that long 

working hours had an adverse effect on psychological wellbeing of office workers. Frijters et al 

(2009) found that long work hours had an adverse effect on the mental wellbeing of rural-urban 

migrant workers in China. In 2010 several rural-urban migrants committed suicide at the 

Foxconn plant in Longhua, as the result of poor working conditions and long hours (see eg. 

Guardian, 2010). Siu et al. (2005) found that long working hours in China was associated with 

higher levels of occupational stress and family-work conflict. 

There are different factors that explore the correlated  hours worked in China. Rogerson (2006, p. 

369) suggests: ―understanding which factors give rise to ….. differences in hours of work …. 

will presumably help to better understand what factors are quantitatively important in shaping 
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hours of work more generally‖. In this sense, the journal for working hours not only seeks to 

examine which factors are correlated with hours of work in China, but also explore why hours of 

work remain high, despite three decades of high economic growth. 

Hence, in addition to the usual worker characteristics examined in conventional economic 

models of labor supply, we also take account of the influence of firm characteristics and policies 

in influencing the number of hours worked. There is increasing evidence, though, that in a 

competitive labor market characterized by high labor turnover and a high level of competition 

between employers to attract and retain the best staff, the employer dimension cannot be ignored.  

The demise of allocated, lifelong jobs in the push towards a market economy has resulted in the 

materialization of a competitive labor market in urban China (Warner, 1996). Increased 

competition amongst private sector employers and the freedom to diverge from a state 

administered labor system has led to increased job turnover and mobility as firms vie to attract 

and retain skilled staff and China‘s skilled workforce aim to maximize their employment 

opportunities. are changing the game in China‖ in that year alone China‘s labour costs increased 

10 per cent and the turnover rate in the urban labour market exceeded 20 per cent (Roberts, 

2006). Length of tenure, according to a study undertaken by Mercer Human Resource Consulting 

in over 100 organizations in China, dropped substantially for 25-35 years old, from an average 3- 

5 years in 2004, to only 1-2 years in 2006 (HR Magazine, 2006). There are clear implications for 

profit margins. A report by the American Chamber of Commerce in China, published in 2006, 

found that rising labor costs and high labor turnover, significantly decreased margins in 48 per 

cent of US manufacturing enterprises in China (Roberts, 2006). 

 

WORKING HOURS IN BRAZIL 

The rules of the Brazilian Labor Law for public service workers and other workers are governed 

by the Federal Constitution of 1988 (FC), the Consolidation of Labor Laws of 1943 (CLT) and 

several other laws. The main labor rights (34 inalienable social rights) are prescribed in CF. 

Among these rights, can the working hours be highlighted: A nationally unified minimum 

monthly wage, established by law: this value, considering the normal working hours (8 hours 

daily and 44 weekly), is the minimum that the employee can receive and its readjustment occurs 
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in the beginning of the year. Any amounts paid to the employee on a regular basis are considered 

salary for all purposes and will be taken into account in the calculation of every other rights, such 

as vacation, thirteen salary (i.e., bonus equivalent to one month salary at the end of the year), 

unemployment guarantee fund (FGTS) and overtime. Since January 1st, 2014, the minimum 

wage is 724.00 readies (seven hundred and twenty four BRL). 

Normal working hours not exceeding 8 hours per day and 44 hours per week typically between 

eight o‘clock in the morning to six o‘clock in the evening, with the option of compensating 

working hours (an agreement is made between employee and employer for the hours exceeding 

the eighth of a day are offset by the reduction of those hours in another working day) and 

reducing the length of the workday (for example, employee and employer may agree upon a 

working day of 5 hours daily) through an union agreement. Some professional groups have 

different working hours, as workers in telemarketing and banking sector, which have 6 hours‘ 

workday. 

Paid weekly leave, preferably on Sundays: there must be a minimum of 24 hours of weekly rest 

which shall be treated as paid leave. Moreover, as per the Brazilian legislation and regulation, it 

is necessary to obtain an authorization (emitted by a union and by the Ministry of Labor) to work 

on Sundays and holidays. Payment for overtime should be at least 50% higher than that of 

normal working hours. Usually, the union agreement stipulates a higher percentage. 

Work breaks: in Brazil, there are two important breaks; the first break is lunch break ((i) 15 

minutes when the workday is up to 6 hours and exceeds 4 hours and (ii) 1 hour when the 

workday exceeds 6 hours, and its reduction to 30 minutes is only allowed with permission of the 

Ministry of Labor); (2) between work days (minimum of 11 hours). Remuneration of night time 

(when work is performed between 10 PM and 5 AM) with a 20% increase over the wage amount 

for normal working hours, regardless of the workday. 

WORKING HOURS IN CONGO 

Normal working hours will not exceed nine hours per day or 45 hours per week. Normal working 

hours and a duty-shift schedule will be established and made known to employees. Key elements 

of the working hour‘s policy are the following: Standard office hours for non-shift duty will be 
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8hours to 17 hours from Monday to Friday, with a lunch break between 12:30 hours and 13:30 

hours. Times may vary from department to department. 

Shift duty will be defined in duty rosters. A three-shift system will apply, and employees should 

not work less than an average of 43 hours per week. The maximum number of hours per week 

should not exceed 60, including overtime. A 48 hour off-duty period must be allowed for every 7 

days of work. Night shift duty will be compensated. Overtime is work done outside the normal 

daily and shift hours, or on the weekly rest day or public holidays. A supervisor must request 

overtime. Overtime compensation will vary between +30% (normal overtime) and +100% (work 

on the weekly rest day). 

A woman employee who has become pregnant and who has been employed for a continuous 

period of no less than six months is entitled to maternity leave. If not employed for six months at 

the expected date of birth, the woman will be entitled to leave without pay. A woman employee 

will be entitled to a maximum of 14 consecutive weeks, with a maximum of 8 after childbirth. 

After three months of continuous service, fixed and open-ended contracts are entitled to between 

two and five days of compassionate leave per annum, depending on circumstances. This includes 

public service workers such as teachers, nurses and the security personal.  

WORKING HOURS IN GERMANY 

The German working time law covers all employees with the exception of managerial staff. The 

law stipulates that daily working hours should not exceed eight hours. The working day, 

however, can be extended to ten hours if within six months the average of eight hours is not 

exceeded. Deviations are possible by collective agreements, firms‘ agreements or by approval 

through authorities. Since Saturday is a working day, the maximum weekly working hours are 

sixty hours. Wages for Public Holidays are paid if they fall on a working day. Work on Sunday 

and Public Holidays is prohibited. Exceptions have to be approved by authorities. Possible 

reasons for exceptions are technical reasons like the need for continuous production, economic 

reasons to safeguard or create jobs, social reasons like caring for people or public interest like 

security. For daily working hours between six to nine hours, there is a minimum unpaid rest of 

thirty minutes, for longer working hours it is forty- five minutes. The minimum rest time 

between two shifts is eleven hours. There are twenty working days paid vacation. Part- tie 
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workers have to be paid the same hourly rates as full- timers. Part- timers receive social benefits 

pro rata.  

The importance of collective bargaining to regulate working hours is declining since the 

coverage of collective agreements went down from over 80% in the 1980‘s to 65% in West and 

54% in East- Germany. Moreover, those firms not covered by a collective agreement are 

increasingly unlikely to use a collective agreement as a benchmark in setting pay and working 

conditions like working hours. There are several reasons for this: the first is that employers leave 

the employers‘ association to escape coverage, firms in industries with strong trade unions and 

high rate of coverage by collective agreement are increasingly exploiting the high inter industrial 

pay differentials in order to outsource certain activities such as cleaning, catering and logistics to 

other collective bargaining areas or areas in which there are lower or no collective agreements. 

The third reason is that employers‘ associations have revoked the traditional consensus on 

limiting competition on wages and working conditions.  

Under pressure from its members that benefit from outsourcing, the Confederation of German 

Employers‘ Associations is blocking any attempt by the joint ‗collective bargaining committee‘ 

to declare collectively agreed wages rates and working hours generally binding. Consequently 

wage and working hours competition between firms covered by collective agreements and those 

not so covered is no longer restricted by declaring collective agreements generally binding like in 

the past in important industries like the retail trade. As the segments of the labor market no 

longer regulated by collective agreements have increased in size, so pay and working hours 

levels have once again become a factor in competition. This has given many firms outsider 

opportunities to recruit workers at below collectively agreed rates and above agreed working 

hours in order to obtain a competitive advantage. 

PREFERENCES IN WORKING HOURS CONDITIONS IN SOME SELECTED  

COUNTRIES 

In recent decades, a major transformation in working time took place in most industrialized 

countries. The general trend in most countries has been toward a reduction in the number of 

hours devoted to work. Nonetheless, there is considerable variation among countries in the 

number of weekly working hours and in the trend in working hours over time. For example, 
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working hours in the United States, United Kingdom, and Sweden increased during the 1980s 

and early 1990s, whereas they continued to decline in Japan, Germany, and other North 

European countries. Furthermore, although in most OECD countries the working week amounts 

to 40 hours on average, this number masks the growing diversity in labor market activity. In 

particular, recent trends show a tendency toward polarization in hours of work: One segment of 

the population works very long hours and another segment has a short working day. 

The decline in working hours and the changes in their dispersion had been attributed to structural 

changes in the characteristics of the working population and the organization of work, on one 

hand, and to workers‘ preference for working time, on the other hand. Part of the decline in 

working hours resulted from the growing participation of women in the labor force as many 

women, especially married women, are employed part-time. 

Although part-time employment has become a prominent feature of the workforce, especially in 

Europe, it is important to note that in many countries (e.g., Germany, Denmark, and Portugal) all 

or most of the decline in working hours is attributable to the decrease in hours of full-timers 

(OECD, 1998). Firm and government policies have created more flexible arrangements to 

promote the competitiveness of firms but also to facilitate workers‘ preferences. In many 

countries, flexible time arrangements have led to an increase of part-time work, although in 

others, a substantial part of the workforce is employed full-time and is engaged in (paid and 

especially unpaid) overtime. In the United States, for example, a sizeable segment of the 

workforce is working very long hours as a standard requirement in highly skilled, professional 

positions. 

Several theoretical approaches, representing two general lines of argument, attempt to explain 

variation and changes in working time. From a supply-side point of view, working hours are seen 

as reflecting workers‘ preferences. Workers, based on their tastes, needs, or alternative activities, 

choose how much time to allocate to market work. In addressing what she viewed as growth in 

the number of hours Americans were devoting to work, Schor (1998), for example, argued that it 

was driven by a culture of consumption. 

Competitive materialism constantly requires additional financial resources, which many 

Americans try to meet by increasing the number of hours they work for pay. Hochschild (1997), 



41 
 

on the other hand, focused her explanation on the conflicting time demands produced by the 

workplace and the family and the changing perceptions of the rewards they offer. She found that 

many workers, especially women, experience time pressures and insensitive demands from their 

families and, as a response, seek refuge at work, where they find support and recognition from 

coworkers and enhanced career opportunities. Thus, the observed long working hours 

experienced mainly by the highly educated, white-collar professionals may signify their 

preferences for time allocation to work activities. 

By the same token, although presenting an entirely different context, Hakim (1997, 1999) 

contended that the growth in part-time employment reflects lower commitment to work on the 

part of some segments of the population. Accordingly, she argues that the polarization in 

working hours, which is evident in the labor force as a whole, is also descriptive of the changes 

taking place in the female workforce. One segment of women is career-oriented and thus 

interested in allocating more time to market activity, whereas the other segment is less interested 

in market work and is more concerned with activities outside of the market (i.e. domestic or 

leisure activities). Thus, part time workers can be viewed as less committed to market work 

because they have alternative interests in life. In most cases, these will be married women, who 

are less dependent on their own salary. 

This approach, which views actual working hours as the result of employee preferences, was 

criticized by some researchers who failed to find support for the ―preference‖ argument. For 

example, Fagan and Rubery (1996) found that a large proportion of women who work part-time 

would actually prefer a longer working day. This finding is supported by additional evidence that 

a substantial portion of part-time employment is involuntary. Similarly, Maume and Bellas 

(2001) found no support for the claim that work is more rewarding than home and they 

concluded that ―personal choice is unrelated to work schedules‖ (p. 1148). 

At the other extreme are theories that focus on the ―demand side,‖ mainly the organization of 

work by employers. By structuring the workday, employers limit workers‘ choices regarding the 

allocation of time to market work. Schor (1991) argued that the increase in working time reflects 

employers‘ interests in increasing their profits as well as developing their countries especially for 

people work in the public sectors like teachers, the army personnel and the health sector. Their 

interests are buttressed by an organizational culture that uses job insecurity to impose a long 



42 
 

working day. In addition, unions, which in the past were able to influence work schedules, are 

weakening and are thus less able to affect the length of the working day. As a consequence, 

working time is imposed on workers and thus many Americans feel ―overworked‖. Maume and 

Bellas (2001), indeed, find support for this argument, which is also reflected in the finding that 

most workers would prefer a reduction in their working hours (Jacobs & Gerson, 2001). 

Moreover, Jacobs and Gerson (2001) emphasized that the bifurcation of the labor force is 

reflected also in bifurcated preferences: Those who work longer hours prefer a reduction in their 

workload, whereas those who allocate relatively few hours to market activity are more likely to 

want more hours of work ( Bell & Freeman, 1995). Thus, rather than reflecting workers‘ 

preferences for market activity, the actual number of hours worked indicates the nature of 

employment arrangements in specific segments of the labor market. 

The two approaches yield opposing predictions, especially regarding the relationship between 

actual hours of work on time preferences. From a supply-side vantage point, actual working 

hours are expected to reflect preferences, although from a demand-side point of view, hours of 

work are expected to be negatively correlated to time preferences. Attitudes toward work are 

formed in specific social contexts. Even among the fairly homogeneous group of industrialized 

nations, preferences for work differ across countries. Hence, individuals‘ preferences and 

decisions as embedded in country-level institutional and cultural peculiarities. 

Consequently, countries may differ both in the total levels of actual employment and preferences 

and also in the way in which personal attributes affect preferences and decisions at the individual 

level. In some countries, preferences for part-time work are growing, not only among persons out 

of the labor force, but also among those who work full-time (Hakim, 1997). In other countries, a 

sizeable portion of the adult population would prefer additional working hours. A recent survey 

of European Community members revealed that one quarter of all full-time employees would 

accept a reduction in earnings to achieve shorter working hours (an additional one third of both 

men and women said they would accept shorter hours if their pay would not decrease). The 

numbers were highest in Denmark and the Netherlands. The preferences for shorter hours of 

work were more prevalent among women who work full-time than among men similarly 

employed (Hakim, 1997). 
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In contrast to the decline in working hours in North and West European countries and the 

normative preference of workers to spend less time at work, Schor (1991, 1998) found that 

Americans were working more hours, and she argued that they were motivated to do so to keep 

pace with their desire for material consumption. In line with the argument of the overworked 

American, Bell and Freeman (1995) found that as many as one third of all U.S. Employees 

would like to increase their hours of work and only a minority preferred a shorter working day. 

Similar findings are reported from Canada (Drolet & Morissette, 1997). Jacobs and Gerson 

(2001), however, have criticized the studies that found Americans to be working more than in the 

past on methodological grounds, and they reported that only 17% of U.S. workers prefer to 

increase their workload compared to almost half who would like to reduce their working hours 

(Jacobs & Gerson, 2000). 

In reporting the results of a comprehensive cross-national study of women‘s part-time 

employment, Blossfeld (1997) noted that after the breakdown of socialism in Central and Eastern 

Europe there was a large reduction of employment of men and women. This was due largely to 

the declining economic situation and the disintegration of old employment arrangements both in 

private and public sectors. 

Nonetheless, the employment patterns of women from post-socialist states remained quite 

distinct from those prevalent in Western Europe. Blossfeld and Hakim (1997) concluded that 

―socialist policies over several decades obviously have changed the attitudes of women toward 

being a full-time homemaker‖ (Blossfeld & Hakim, 1997, p. 318). A common difficulty with 

such cross-national comparisons is that they often generalize information over entire working 

populations, although the composition of jobs and employment situations may differ 

substantially from one country to another. Hence, additional insight can be gleaned from more 

controlled comparisons that focus on workers in similar jobs. Perlow (2001), for example, found 

substantial differences in the extent of working hours among software engineers performing 

essentially the same work in China, India, and Hungary. She concluded that the country-specific 

organization of work was the most important factor accounting for these differences. Such cross-

national differences are not limited to actual working hours and are evident in employees‘ work 

preferences as well. In a study of financial professionals from the United States, Great Britain, 

and Hong Kong who held similar jobs in one division of a multinational company, Wharton and 
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Blair-Loy (2002) found that Hong Kong employees were significantly more likely to express a 

preference for part-time employment than full time in the government public sectors which they 

believed did not pay workers accordingly but just overworked the public service like teachers 

and the health personal.  

In discussing the fact that there are large cross-national differences in the amount of time 

devoted to work, Bell and Freeman (1995) pointed out that countries differ significantly in the 

general level of preferences for working time. This is because they differing their social- 

economic characteristics and with regard to culture and institutional arrangements that affect not 

only the patterns of employment but attitudes toward work as well. Among the most important 

characteristics at the macro level is the extent to which members of the society are dependent on 

the market for subsistence. It is reasonable to hypothesize that, in countries with extensive deco- 

modification; people would be free to choose to allocate less of their time to work activity 

because their economic well-being is less dependent on their market wage. High rates of income 

tax, high wages, and low wage inequality may affect workers‘ preferences in a similar direction 

(Bell & Freeman, 1995). On the other hand, there might be a high expectancy of a relatively low 

standard of living (or low levels of GNP per capita), high unemployment rates, and low levels of 

deco modification will increase the demand for long working hours. Thus, preference for 

working hours will differ, on average, in countries that vary along these dimensions. 

Although women have been part of the cash economy in industrialized countries for decades and 

their share of the labor force increased substantially in the past half century, their participation 

rates remain lower than those of men and employed women work fewer hours than men on 

average (OECD, 1998; Spain & Bianchi, 1996). In most industrialized countries, women‘s labor 

force participation increased substantially, whereas men‘s participation declined over time. Yet 

the ratio of women to men participation rate ranges between 0.52 (in Italy) to 0.87 (in Sweden) 

(Spain & Bianchi, 1996). Similarly, men are working longer hours than women in most countries 

although the situation is the same for the education sector where teaching is based on the number 

of classes that an individual has at a particular learning institution (OECD, 1998). In the United 

States, for example, where part-time employment is relatively uncommon, women‘s paid work 

averages fewer than 40 hours a week compared to 46 hours for men (Gerson & Jacobs, 2000). 

Time differences between men and women are substantially higher in countries with a high 
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proportion of women working part-time such as Sweden, Germany, the United Kingdom, and 

The Netherlands (Smith, Fagan, & Rubery, 1998). Men are more likely than women, in all 

countries, to work long hours, whereas women are more likely to work fewer than 20 hours a 

week (OECD, 1998).  

During the past 30 years, part-time employment has grown substantially in most European 

countries (although not in all), alongside the rise in female labor force participation (Smith et al. 

1998). Indeed, part-timework is mainly women‘s work, attributed largely to women‘s inability to 

allocate more time to market work because of their domestic responsibilities (Duffy & Pupo 

1992; Fagan&O‘reilly, 1998; Hochschild, 1997) or to their lack of interest in market activity 

(Hakim 1997, 1999; Pfau-Effinger, 1998). 

In the normative sphere, it is still the case that men are supposed to consider work as their 

primary time priority, whereas women are expected to make the family their first priority. A 

recent report based on a large-scale survey of working conditions in Europe concluded that 

gender roles—women‘s position as secondary earners and holders of prime responsibility for 

family related activities—are the major explanatory factors of women‘s part-time work (Tijdens, 

2002). Consequently, family and work responsibilities are seen as a source of conflict for women  

but not for men (Epstein & Kalleberg, 2000). These normative expectations have significant 

implications for understanding gender differences in work-time preferences. Even among 

professional workers, women are more likely than men to express a preference for part-time 

work and the gender difference is especially large among married workers in both the formal and 

informal sector (Wharton & Blair-Loy, 2002). 

Both the normative expectations and the actual employment patterns of men and women require 

that their preferences regarding hours of work be discussed and evaluated separately. First, the 

preference for adding or reducing working hours takes on a different meaning for men as 

compared to women because they work longer hours on average. Second, the factors that affect 

work time preferences may be quite different for the two gender groups. For example, women 

might be expected to prefer a reduction in hours of employment to cope with household 

responsibilities and child care which is contrary to the work hour policies of the country. 

Likewise, women, especially if married, might be less reluctant than men to give up part of their 

salaries in exchange for a shorter working day because the earnings of most women provide a 



46 
 

smaller contribution to the household economy. Although gender differences in the likelihood of 

employment and amount of time devoted to market work are found in most countries, women‘s 

employment is more likely to be affected by the country‘s specific cultural and institutional 

context. To date, however, only a few studies have attempted to systematically address the social 

and cultural embeddedness of women‘s (and men‘s) employment decisions as supported by   

Charles, Buchmann, Halebsky, Powers, & Smith, 2001; Diprete & McManus, 2000). 

Preferences for working time are an important aspect of labor market relations, especially in a 

period of transition to more flexible work arrangements and varied time schedules. In the current 

article, we addressed the issue of how much time men and women would like to invest in market 

work, and examined the macro-level and individual-level determinants of these preferences. 

From a theoretical point of view, our analysis was framed as an examination of supply- and 

demand-side explanations of working hours. Supply side explanations view working hours as 

reflecting workers‘ preferences and tastes, whereas demand-side explanations view work 

arrangements as constraints imposed by employing organizations to maximize profits. 

Although there are indications that the actual hours of work are changing (Jacobs &Gerson, 

1998; OECD, 1998), it was discovered  that large numbers of individuals (workers and non-

workers) are dissatisfied with their workload. Many would prefer either to increase or decrease 

the time they invest in market work. The interpretation of these findings  is  an indication of the 

dissatisfaction of many employees with their work arrangements. Higher rates of dissatisfaction 

with working hours are particularly evident in countries that experience economic hardships: low 

rates of economic growth, high rates of inequality and inflation, and low levels of  modifications. 

The more those individuals are dependent on the market for subsistence, the more they want to 

invest more of their time in the work activity. Yet the fact that a sizeable number of workers in 

highly developed countries would prefer a different workload suggests that although flexibility in 

time schedules and work patterns is growing, a significant number of workers are still 

constrained by organizational schedules or economic necessities in their time allocation. 

The multilevel analysis we performed revealed that preferences for work were affected by both 

individual-level and country-level characteristics. At the micro level, our findings underscore the 

importance of economic factors in determining the preference for working hours. Those whose 

standard of living is better secured that is, persons with higher education, those residing in 
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households with a high level of income, and the older would prefer to reduce their workload, and 

the opposite is true for the less educated with low family earnings. In terms of the meaning of 

work and the debate surrounding its inherent virtues and motivating sources (Castillo, 1997; 

Wolf, 1997), it appears that external factors associated with the economic rewards are central at 

least in determining the amount of time people would like to spend on work.  

Although women in general have a stronger preference than men for shorter working hours, in 

countries where a large proportion of women would prefer longer working hours this is true of 

men as well, and the opposite is true where many women would prefer to reduce their workload. 

These similarities attest to the macro-level forces (economic as well as cultural) that shape the 

time preferences of individuals. Indeed, from a comparative perspective, the effects of macro-

level attributes are most interesting because they reveal the societal context within which 

individuals make their employment choices. In particular, it has been discovered that  in 

countries with high levels of economic development (as measured by GNP per capita) and low 

economic inequality employees (both male and female) prefer to reduce the time spent in paid 

work. 

In line with these effects, it is also found that in societies with highly developed policies that aim 

to mitigate market risks, there is a greater tendency to reduce working hours. Evidently, social 

and economic inequalities among countries translate into substantial differences in labor supply, 

in attitudes toward work, and in satisfaction with work arrangements. Thus, the polarization in 

actual and preferred working time, which characterizes many national labor  markets ( Hakim 

1997) becomes a global characteristic of the workforce that differentiates among countries. 

WORKING HOURS IN SOUTH SUDAN 

According to the South Sudan labor laws of 2011, the Public Act stipulates that the normal 

working hours shall be forty-eight hours per week or eight hours a day, provided that an interval 

of not less than half an hour with pay shall be allowed during the working hours either for taking 

the meal or for rest. The competent authority by order after consultation with the Council shall 

amend the weekly or daily working hours or intervals for some periods of the year or for some 

categories of workers according to the nature and kind of work. The Act further outlines that 

with the exception of the cases where the competent authority otherwise decided and subject to 
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the provisions of section 23(7), The employer in necessary emergency may ask the worker to 

perform overtime work hours after the official working for necessity emergency to be overtime 

by two parties provided that the period shall not exceed four hours per day or twelve hours a 

week. In all cases, the overtime shall be optional for women within the period prescribed in 

subsection. The overtime work shall be paid on the date of payment of normal wages as follows: 

(a) in cases of normal working day, the hour shall be calculated to equal to one and half; 

(b) In the days of public holidays one hour shall be calculated at two hours. 

WORKING HOURS IN ZIMBABWE 

Zimbabwe is yet another country that offers a relaxed working environment, with relatively fair 

work-life balance.  Work in Zimbabwe is fairly relaxed, with a typical working day between 

eight ten 10 hours, equating to around 40 hours a week. Every employee must take a break after 

five hours, and the minimum wage is approximately 133 USD per month. 

In Zimbabwe, every Collective Bargain Agreement provides for minimum hours of work. The 

model Collective Bargaining Agreement recommends a minimum of eight hours per day, subject 

to the nature of the work, and 40 hours per week. This could be up to a maximum of ten hours a 

day. Employee shall be required to work continuously for more than five hours without being 

given a paid rest period of not less than an aggregate of one hour. Breastfeeding mothers shall be 

afforded two hours each day for breastfeeding for a period of 12 months, and one hour thereafter 

for a period of six months. 

According to the Zimbabwean Employment Act, Section 6 (i) (b) creates a fundamental duty on 

behalf of the employer not to require an employee to work more than the maximum hours 

permitted by law or by agreement (that is a Collective Bargaining Agreement) made under this 

Act. However, under Section 14 C, employees are entitled to no less than 24 continuous hours of 

rest each week, either on the same day of every week or another agreed date. Every employee 

shall be granted leave of absence during every public holiday as gazette under a notice in terms 

of the Public Holidays and Prohibition of Business Act, (Chapter 10:21). 
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WORKING HOURS IN TANZANIA 

Tanzania is also another country that has made little progress on the mandated working hours by 

the International Labor Organization in the last few years, although it has put into effect the 

Employment and Labor Relations Act of 2004, which stipulates a maximum of 45 hours per 

week, with a daily limit of 9 hours, and 28 days of paid leave per year. While many Tanzanians 

continue to work excessive hours (i.e. more than 48 hours per week), more and more Tanzanians 

lack an adequate volume of work, and therefore involuntarily work fewer hours than they want 

to. The proportion of workers with decent hours of work is low, and has fallen from 55.3% to 

32.6% over the past years, with a 10% decrease in the last 6 years alone. The effective 

implementation of the legal framework for maximum hours of work that has been set up could 

redress this situation, but it applies to only a small percentage of the population that is employed 

in the formal sector. Increasing productivity and the returns to work would be an important 

policy element to explore further, particularly for the informal economy. 

WORKING HOURS IN ZAMBIA  

 Zambia like any other country has also adhered to the International Labor Organization (ILO) 

labor regulations concerning the eight hour policy for the public service workers. According to 

the conditions of service, the maximum number of hours that a person can work under the law is 

48 hours per week and 45 hours under the minimum wages and conditions of employment order. 

The eight hour work day policy has been enacted in the labor law act of Zambia as a guide for 

every employer and employees. The normal weekly working hours should not exceed 48 hours. 

Work that is performed in excess of 48 hours a week is to be paid overtime at one and- a-half 

times the worker‘s hourly rate of pay. Work performed on paid public holidays or on a Sunday 

(where Sunday is not part of the normal working week) should be paid at double the worker‘s 

hourly rate of pay. Time off may be substituted for overtime. (ILO 2011). 

Therefore, the Zambian Employment Act has also implemented the recommended working hours 

by the International Labor Organization as follows: normal working hours is 40 hours per week 

for office workers and 45 hours per week for factory workers. Office hours are normally from 

08:00 hours to 17:00 hours Mondays through Fridays and 08:00 hours to 13:00 hours on 

Saturdays (for most companies outside the retail sector). The normal weekly hours should not 
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exceed 48 hours under the Minimum Wages and Conditions of Employment Act. Overtime work 

should be paid at one and half times the normal rate and twice the normal rate on weekends and 

public holidays. (Employment Special Provisions Act 2011).  

From time immemorial, the Zambian government has implemented the recommended eight-hour 

working policy for all the public service workers which includes the teaching fraternity 

especially those who serve in government schools as a way of fulfilling the mandated hours of 

work. The Ministry of Education released a secular in February 2015 which mandated all 

government learning institutions to adhere to eight-hour policy unlike in the past when teachers 

were knocking off immediately after teaching. In line with this, in October 2015, the Ministry of 

Education, Science, Vocational Training and Early Education published the Standards and 

Evaluation Guidelines which contains a clause stating that ―all teachers shall be in school for 

eight-hours preparing lessons, teaching, doing CPD, supervising learning, supervising co-

curricular activities, attending to special educational needs and remedial lessons and supervising 

individual study‖. Most government schools have implemented this policy and set necessary 

measures to compile the teachers to follow the new policy as they are equally public service 

workers. 
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CHAPTER THREE 

  

5.0 RESEARCH DESIGN AND METHODOLOGY 

5.1 Introduction 

This chapter presents the methodology and procedures that were employed in carrying out the 

study. It describes the research design, location, sample and sampling procedures, data collection 

techniques, research instruments, administration of research instruments and how data was 

analyzed. 

5.2 Research Design 

A research design described how data was collected, what instruments were employed, how the 

instruments were be used and the intended means for analyzing data collected. The research  

used of purely qualitative methodology in order to obtain data. The researcher  used a descriptive 

research design  to collect information by interviewing a sample of individuals. This design was  

preferred as the researcher intended to get  detailed information by applying research instruments 

such as interview guides which allows for in depth collection of data from participants. 

5.3 Study Location 

The study was carried out in Ndola District, Copperbelt Province. 

5.4 Study Population 

 The target population for this study comprised teachers in some selected Junior Secondary 

Schools, High School Secondary Schools and some selected Head teachers in Ndola Urban. 

5.5 Sample Size 

A sample size is the number of participants or elements selected from a universe to constitute a 

desired representation of a given population Kasonde Ng‘andu (2013). The sample size for this 

study comprised 6 Head teachers, 30 teachers from the six schools within Ndola Urban. This has 

made the sample size to be at 36. 
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5.6 Sampling Procedure 

Bryman (2008) stated that a sample is a segment of the population that is selected for 

investigation. In this study, the   researcher  employed non-probability (purposive) sampling to 

select key informants relevant to the study. Purpose sampling is a sample that has not been 

selected using a random selection method. 

5.7 Purposive Sampling 

This study will use purposive sampling. This is a qualitative method of sampling in which the 

researcher samples cases or individuals on the basis of the difference in characteristics or trait. It 

is used when the sample size is very small. The researcher purposively has targeted school Head 

teachers and class teachers from six different schools  in order to obtain the desired information.   

5.6 Data Collection Instruments 

Interview guides  were used as research instruments for the purpose of collecting data. The 

interview guides had both close-ended and open-ended questions. Open-ended questions 

permitted a greater depth of responses. The information in the interview guides was used to 

obtain important information about the population as each item in the interview was developed to 

address a specific research objective, or question  of the study. 

5.7 Data Analysis 

Data analysis entails categorizing, summarizing and ordering the data and describing them in 

meaningful terms. There are many analysis methods  that can be used. However, the type of 

analysis method used is heavily dependent on the research design and the method by which the 

data were collected or measured (Moore and McCabe, 1989). In this study, data was collected 

through one-on-one interview technique. Thereafter, the data was organized according to 

research themes that emerged. Tables were used to provide more comprehensive presentation. 

Finally, the interpretation of data, linking of the findings to literature and from the researcher‘s 

point of view based on the data.   
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5.7 Ethical Consideration 

The study ensured that the research ethics were taken into consideration throughout the research 

process. On the respondent‘s side, the researcher made sure that the participants were informed 

of the main purpose of the study. Participation was purely on voluntary basis and consent was 

sought from the respondents. Respondents were also guaranteed privacy and confidentiality of 

data. There was no recording of names or any personal identification during data collection and 

data was analyzed in aggregate. 

Administratively, the researcher had to seek for an introductory letter from the University of 

Zambia in association with Zimbabwe Open University (UNZA-ZOU) for data collection from 

the respondents. Equally, the researcher had to seek an introductory letter from the District 

Education Board Secretary (DEBS) for the researcher to have access to the respondents for the 

selected schools. 

5.8 Validity and Reliability of the Instruments 

Kombo and Tromp (2006) define validity as a measure of how well a test measures what it is 

supposed to measure. In other words, validity is the degree to which results obtained from the 

analysis of the data actually represents the phenomena under study. Hence expert opinions, 

literature searches and pre-testing of open-ended questions helped to establish content validity. 

Reliability refers to consistency between independent measurements of the same phenomenon. 

(Muzumara 1998). To ensure reliability, the researcher ensured that all  interview guides 

reflected questions which were on the perceptions of teachers and school managers on the Eight 

(8) hour policy in schools. 
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CHAPTER FOUR 

5.0 PRESENTATION OF RESEARCH FINDINDS 

This chapter presents the findings of the study in accordance with the research questions and has 

been outlined according to the categories of the respondents. The tables show findings from the 

teachers and head-teachers.  Findings from focus group discussions and one-to-one interviews 

with head- teachers and teachers have also been presented in prose and narrative. Additionally, 

the chapter presented the findings of the study in accordance with the research objectives which 

were as follows:  

1) To establish the perceptions of school managers and teachers on the eight hour policy in 

selected schools of Ndola district. 

2) To determine contentious issues in the implementation of the eight hour policy 

3) To explore measures put in place by schools to ensure compliance to the eight hour 

policy. 

OBJECTIVE 1 

Perceptions of teachers on the eight-hour policy. 
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The researcher conducted interviews with some teachers on how they perceived the eight-hour 

policy in some selected schools of Ndola urban as shown in the bar- graph above. It was 

discovered that of the six schools that were visited, School C had a larger percentage of teachers 

who supported the introduction of the policy while school A had the highest percentage of 

teachers who did not support the introduction of the policy. Lastly, school B had the highest 

percentage of those who had mixed feelings about whether the policy was brought in good or bad 

faith. However, no one in schools A, C, E and F had mixed feelings about whether the policy 

was brought in good or bad faith. Overall, there was  a higher percentage of teachers who 

believed that the policy was brought in bad faith. This was closely followed by the percentage of 

teachers who believed that the policy was brought in good faith. However, only a small 

percentage of teachers had mixed feelings.   

The percentage of Head teachers who believe that the policy introduced was in good and 

Bad faith ` 

 

The researcher conducted interviews with some head teachers on how they perceived the eight-

hour policy in some selected schools of Ndola as shown in the bar- graph above. It was 

discovered that of the six schools that were visited, all schools except school B believed that the 

policy was brought in good faith.  
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OBJECTIVE 2 

The percentage of teachers who agree or disagree with the implementation of the eight- 

hour policy 

 

The researcher conducted interviews with some teachers on how they perceived the eight-hour 

policy in some selected schools of Ndola urban as shown in the bar- graph above. It was 

discovered that of the six schools that were visited, School E had a largest percentage of teachers 

who agreed with the introduction of the policy while school C had the highest percentage of 

teachers who do not agree with the introduction of the policy. Overall, there is a strong 

percentage of teachers who do not agree with the implementation of the eight- hour policy. 
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The percentage of head- teachers who agree or disagree with the implementation of the 

eight- hour policy 

 

The researcher conducted interviews with some head- teachers on whether they agreed with the 

eight-hour policy in some selected schools of Ndola urban as shown in the bar- graph above. It 

was discovered that of the six schools that were visited, all schools except school agreed with the 

implementation of the eight- hour policy, with most of them saying that the policy has really 

helped some unruly teachers who are fond of knocking any time they feel like especially on the 

pay day. The other reason that was given was that most of the teachers are now able to prepare 

adequately unlike in the past when they used to knock off immediately after teaching. 

OBJECTIVE 3 

Measures put in place by schools to ensure compliance to the eight-hour policy. 

According to the research carried out in all the schools, it was discovered that all the schools 

implemented a log- in book where teachers can record the reporting and knocking off time. The 

table below shows the different measures that have been put in place by different schools to 

show compliance of the eight- hour policy. 
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Schools Measures put in place 

A  Monitoring teacher‘s preparation 

 By allocating duties within the allocated time 

B  The school has lessons in the afternoon, club and sports activities. 

C  By allocating duties within the allocated time 

D  Learning and teaching hours have been adjusted. 

 The head teacher sits at the gate to make sure no one leaves before 

time. 

 Introduced afternoon teaching lessons 

E  Teachers are challenged to be in school though with less motivation. 

 Scolding at teachers who do not comply with the eight- hour policy 

 Teachers are booked for not complying with the eight- hour policy 

and thereafter charged. 

F  Reporting time observed fully as well as knocking off time. 

 Teachers are booked for not complying to the eight- hour policy and 

thereafter charged. 
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CHAPTER FIVE 

DISCUSSION OF RESEARCH FINDINGS 

5.0 Overview 

This chapter discusses the findings according to the objectives of the study. The purpose of the 

study was to investigate the implementation of the eight-hour policy in selected schools of Ndola 

Urban of the Copperbelt Province. Different views by teachers and head-teachers on the 

implementation of the eight-hour policy were also clearly highlighted. The discussion is 

presented is presented in accordance with research themes or research objectives. This chapter 

answers research questions that were raised in the research proposal in order to address the 

research objectives. 

5.1 Perception of Teachers and Head teachers on the Eight-Hour Policy 

This objective answers the research question  that was  raised on the background information on 

how teachers and Head teachers perceived the eight-hour policy. 

NOT SUPPORTED. 

 The study revealed that of the six schools that were visited, two schools represented the highest 

percentage of teachers who did not support the eight-hour working policy for teachers. The 

teachers argued  the policy was introduced in bad faith because it did not address the challenges 

that teachers were facing such as improved working conditions and infrastructure development.   

This is supported by Rothbard (2000) when he asserts that there might be benefits when using 

flexible working arrangements and disadvantages for fixed working hours like the eight-hour 

policy. Since work-life balance deals with the resource drain, the problem of limited resources 

such as time and energy especially for teachers, which have to be distributed between different 

domains of life, fixed working hours may not help to manage these issues. The research revealed 

that flexible working hours especially for teachers was very important if they were to deliver 

quality services to the learners and the community at large. Clark (2000) shares the same idea 

when he contends that in order to find balance, people should negotiate and shape the boarders of 

work and home. He further adds that it might be challenging to achieve good work-life balance 

due to major changes in technology, increased flexibility, individual roles and responsibilities in 
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multiple domains especially for teachers. In addition, the teachers also lamented that their nature 

of work required enough rest in order for them to teach effectively. This is also supported by 

Rajan (2017) in his research article supported this by saying that education should also reiterate 

importance of rest, diet food, emotional stability and ergonomics. It will make them satisfied and 

committed though working hours are longer than normal.    

MIXED FEELINGS 

Furthermore, it was discovered that in the same six schools that were visited, only one school 

had respondents who expressed mixed feelings about the introduction of the eight-hour policy 

for teachers. This was evidenced by giving varied reasons as to why the policy was beneficial to 

the teaching fraternity. They  contended that it enabled teachers to plan and teach effectively as 

well as giving attention to learners with special educational needs. This was supported by the 

Ministry of Education, Science and Vocational Training and Early Education  in the newly 

published standards guidelines which contains a clause stating that ‗all teachers shall be in school 

for eight hours preparing lesson pans, teaching, doing CPDs, supervising learning, supervising 

co-curricular activities, attending to special educational needs and remedial lessons and 

supervising individual study‘. 

 On the other hand, they also expressed dissatisfaction with the policy especially for teachers 

though they are public service workers. They also maintained that the policy was detrimental to 

the teachers as it did restricted them to carry out their personal businesses such as conducting 

research for those who were pursing further studies. The other challenge that was discovered was 

that teachers were not well paid hence they were engaged in small businesses as a way of 

generating more income for their families. Hence this policy had affected them greatly. This was 

also highly condemned by the National Union of Public and Private Educators (NUPPEZ) 

executive president that the eight-hour policy in its current form was retrogressive to teachers. 

He further urged the Ministry of Education to seriously engage the teacher unions to help look 

into effective handling of the policy by both administrators and teachers alike.  

The researched study also revealed that of the six schools that were visited, only one Head 

teacher was against the eight-hour policy for teachers. The other five supported it saying it was 
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done in good faith because it enabled the teachers to plan and teach effectively because they had 

enough time to do so. 

CONTENTIOUS ISSUES IN THE IMPLEMENTATION OF THE EIGHT-HOUR 

POLICY 

This objective answers the research question which determines contentious issues in the 

implementation of the eight-hour policy for teachers. Of the six schools that were visited, two 

schools had a number of respondents who were against the implementation of the policy by 

citing the following reasons; 

Limited space in the Staffrooms 

Inadequate space in the staffrooms was one of the major issues that the teachers were 

experiencing ever since the policy was implemented. Most of the teachers are made to sit idly 

under the trees as they wait to go and teach. This was very demoralising to most teachers as they 

were subjected to wait for longer hours in an open area in that even lesson preparation was a 

challenge. 

Lack of Motivation 

The other challenge that was revealed was that of demotivation by the School Administration 

and the Ministry of Education at large. Teachers maintained that they needed to be motivated by 

giving them incentives in order to alleviate the challenges that they were experiencing. One of 

which was to give them extra allowance like what is obtaining in the Grant Aided Schools. They 

further urged that the policy was detrimental to their wellbeing as it prevented them from their 

own personal business to caution the merger salaries that they were getting. They also 

maintained that the policy restricted teachers who were studying especially through distance 

learning from researching as they were meant to spend more hours at the schools. They also 

explained that the implementation of the eight-hour policy was there to torture the teachers. 

Those who did not agree with the policy also stated that it brought too much work for the 

teacher. Those who were not allocated with extra work sat idly due to lack of activities after 

teaching. On the contrary, as teachers, they were not even preparing adequately due to lack of 

motivation. This has led to pupils performing badly in tests and final examinations. One 
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respondent contented that in the past, teachers performed very well because they were not 

restricted with hours of work unlike now that the eight-hour policy has been implemented. One 

minor challenge that was pointed out was that lunch had become a challenge. Hence most 

participants argued that the hours should be reduced even though teachers were also public 

service workers. 

However, the study revealed that in the other four schools that were visited, most of the teachers 

were in full support of the eight-hour policy due to the following; 

Adequate Preparation 

For those who supported the eight-hour policy, they maintained that it helped teachers to prepare 

adequately for the lessons as well as teach effectively. They also said that it guided on the 

number of the teacher‘s hours of work. Apart from that, the teachers have the opportunity to 

interact with learners and also offer remedial work to learners with special educational needs 

thereby improving their performance. There was also a notable fact that teachers were doing 

most of the work that was related to teaching whilst at school and not leaving the work 

unattended to. This has resulted in quality education delivery. 

Similarly, most Head teachers who were interviewed were in full support of the eight-hour 

policy for teachers giving reasons that most of the teachers were now able to prepare adequately 

by spending more hours at the station, unlike in the past when they used to knock off 

immediately after teaching. As a way of ensuring that teachers complied with the new policy, the 

Head teachers had put measures by engaging the Home Economics Department to prepare and 

sell foodstuffs at subsidised prices to enable teachers to have their meals within the school 

premises. 

Measures put in place to ensure compliance to the Eight-Hour Policy 

This objective also answers to the research question which looks at measures put in place to 

ensure compliance to the eight-hour policy.  
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Log-in Book 

 According to the research carried out in all schools, it was discovered that all the schools 

implemented a log-in book  where teachers can record the reporting and knocking off time. This 

book ensures that teachers are monitored on the  hours that they spend in school. 

Duty Allocation 

 Other measures that were implemented in the six schools to supplement the log book was that of 

monitoring teachers work and allocating duties within the allocated time. Most teachers have 

been appointed as patrons for school clubs as one measure of keeping them in school . This gives 

adequate information on teachers who comply with the eight-hour policy. 

Security Personal 

 At some schools that were visited, it was discovered that the Head teacher together with some 

security personal sits at the main gate to make sure that no teacher leaves before time.  When one 

is found wanting, they are booked for not complying with the eight-hour policy and thereafter 

charged. 

Electronic Log-in Machine 

At another school that was visited, the researcher was told that an electronic-log in machine was 

installed where all the members of staff were recorded. Teachers log-in their reporting and 

knocking off time on the machine. This has been necessitated in order to avoid cheating by 

teachers who report for work late but are fond of leaving the school premises earlier before eight 

hours.  

Conclusion 

This chapter discussed the findings of the study which were informed by the objectives as: 

establishing perceptions of school managers and teachers on the eight-hour policy in selected 

schools  of  Ndola  District, determining contentious issues in the implementation of the eight-

hour policy as well as exploring measures that have been put in place by different schools to 

ensure compliance to the eight-hour policy. The study established that most of the teachers were 

against the implementation of the eight-hour policy in the teaching fraternity and this has 
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demoralised most teachers who maintained that before the policy was effected, teachers used to 

work without being monitored. It was also discovered that some teachers especially the young 

men exhibited destructive behaviour at work, irritation towards learners, co-workers and other 

departmental members of staff. This was all because of the stress and fatigue that they go 

through as they work for longer hours. 

Some teachers were also believed to avail leave and unnecessary absenteeism from duty, reduced 

work potential and lack of commitment in their work. All these signified that the eight-hour 

policy for teachers was not supported by the majority. 

On the other hand, few teachers were in support of the policy by adding that it enabled them to 

prepare adequately without any distractions thereby improving their teaching skills.          
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 CHAPTER SIX 

8.0 SUMMARY AND RECOMMENDATIONS 

This chapter presents the summary and recommendations  for the study. 

8.1 Summary 

 The adoption of the eight-hour policy by many countries all over the world as witnessed in the 

twentieth century has been attributed to have contributed to economic growth and it has now 

become a well-rooted reality. Some sections of the world supported the declaration as good news 

for international working time standards as stipulated by the international labor organization 

(ILO). Despite such frequent coverage of long working hours in developing countries, the lack of 

reliable data made it difficult to know about the exact extent to which workers are working long 

hours, say more than 48 hours per week. In a sense, there is a gap between different views 

knowledge about working time in the developing world.  

Zambia being the signatory to the International Labor Organization (ILO) labour regulations, 

also enacted the eight-hour working policy in the employers act in which all the public service 

workers were mandated to work in accordance with  concerning the eight hour policy for the 

public service workers which includes the teaching fraternity as directed by the standards 

guidelines of 2015. This was received with mixed feelings as most teachers and some teacher 

unions perceived the directive as being retrogressive. A lot of measures needed to be considered 

such as  adequate infrastructure such as staff rooms to accommodate all the teachers. The other 

concern that was observed was  is  non-availability of lunch especially for the secondary schools 

where teachers were supposed to knock off in the evening even when they were done with 

teaching. Hence this policy had been received with mixed feelings by most teachers who viewed 

it as a form of punishment. Even the teacher unions did not fully support this policy hence some 

schools did not comply with what the policy required especially for the teachers.      According to 

the conditions of service, the maximum number of hours that a person can work under the law is 

48 hours per week and 45 hours under the minimum wages and conditions of employment order.  
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8.2 RECOMMENDATIONS 

 To determine all the important recent trends and development with regard to the required hours 

of work especially for the teaching fraternity is a complex and difficult task. This is because 

teachers work according to their daily time-tables in that most of which do not require them to be 

in schools for eight hours. In as much as the Policy was implemented for the improvement and 

effectiveness of teaching, much needs to be done in most learning institutions countrywide.one 

of the key factors is that infrastructure development. This had been a major problem in most 

learning institutions as observed during this research. In some instances, teachers were subjected 

to sit under the trees as they waited for their time to start teaching. There is inadequate space in 

the staffrooms to accommodate all the teachers. The other effect that was discovered with regard 

to this policy was that of proper food for some teachers as they were meant to spend more hours 

at school in complying with the eight-hour policy. This in turn affected effective delivery of 

teaching. Yet another concern was that of keeping teachers at one station for eight hours instead 

of allowing them to do other things like businesses as their salaries did not adequately sustain 

their personal and family needs. Most teachers were also upgrading their studies hence the policy 

did not give them adequate time for studies which was detrimental to their career upgrading 

prospects. This process of identification of variables must be given full attention and priority so 

that the teachers may be able to develop instructional strategies for making sure that all the 

children be provided with the opportunities to arrive at their fullest potential in learning and 

performance without much restrictions on the hours spent in school.  

In line with the findings the following recommendations were made for the attention of policy 

makers, education officers, and school managers: 

Ministry of General of General Education should do the following: 

(a) The government should provide a conducive teaching  environment in public primary and 

secondary schools by revisiting the newly introduced eight-hour policy for teachers.  

 (b) The Ministry of General Education should improve infrastructure in most schools such as  

staffrooms where teachers can prepare their work and relax in a conducive environment for 

eight-hours. 



67 
 

 (c) Government through the Ministry of General Education should inject enough funds into the 

public primary and secondary schools coffers for the procurement of tea-break and lunch-break 

necessities for teachers who stay in far places and cannot afford to go  for lunch or those who do 

not even afford to provide lunch due to financial constraints. 

(d) Ensure that necessary measures are put in place to address the major issues regarding the 

eight-hour policy for teachers in primary and secondary schools. 

The District Education Board should do the following: 

 Ensure that there is routine monitoring by standard officers to all schools for adequate data 

collection on the effects of the newly introduced policy.  

 School Managers should do the following: 

(a) Be proactive and engage all stakeholders to improve the physical working environment of            

teachers.   

(b) Work hand in hand with Parents Teachers Association (PTA) and school administration on 

measures to increase and improve staffrooms so that teachers are motivated as they try to adapt 

to the policy.  

(c)  Avoid written warnings for teachers who have problems with complying to the eight-hour 

policy and be flexible in dealing with teachers who fail to comply with the eight-hour policy.  

(d)  Ensure that they have routine meetings to get the views of different teacher unions on the 

implications of the newly introduced policy in schools.  

(e) Be resourceful in the provision of necessary teaching and learning resources are available at 

all times in the school to attain quality education.. 
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APPENDICES 

Appendix 1.1 

Interview Guide for Subject/ Class Teachers  

1. Name of the school:_________________________ 

2. What is your highest qualification? __________________________ 

3. How long have served as a teacher? __________________________ 

4. What time do you report for work? __________________________ 

5. What time do you knock-off from work? __________________________ 

6. Are you aware of the eight-hour working policy? __________________________ 

7. If so, when was the policy introduced? __________________________ 

8. Is the eight-hour policy being implemented at your school? __________________________ 

9. When you first heard about eight-hour policy, what was your reaction? 

__________________________________________________________________________ 

10. Was the policy introduced in a good or bad faith? __________________________ 

11.  Is the eight-hours working condition for the good or bad of the teachers? 

__________________________ 

12. Why was this condition or policy introduced to the teachers? __________________________ 

13. What arguments were given for the introduction of the eight hour policy by the government? 

__________________________ 

14. Do you agree or disagree with the implementation of the eight hour policy for the teachers? 

__________________________ 

15. What is your school doing to ensure the compliance of the eight-hour working policy? 

____________________________________________________ 

 

Thank you! 
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Appendix 1.2 

Interview Guide for school Managers  

1. Name of the school:_________________________ 

2. Your position______________________________ 

3. What is your highest qualification?  

4. How long in years have you served as a head teacher/deputy head teacher? 

5. What time do you report for work?  

6. What time do you knock-off from work? 

7. Do you implement the eight-hour working policy at your school?  

8. If yes, is the eight-hours working condition for the good or bad of your teachers? 

9. Was the policy introduced in a good or bad faith? 

10. Why was this condition or policy introduced to the teachers? 

11. What arguments were given for the introduction of the eight hour policy by the government? 

12. Do you agree or disagree with the implementation of the eight hour policy for the teachers? 

13. What challenges are you facing in the implementation of the eight-hour policy at your school? 

14. What are you doing to ensure the compliance of the eight-hour working policy at your school? 

 

Thank you! 

 

 

 

 


