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This Special Issue invites empirical and conceptual papers that examine and theorise organi-
zational regimes with excessive working hours: their emergence, evolution, persistence, con-
sequences for employee well-being, including work-life balance, and, in particular, ap-
proaches to changing these regimes.

Extra-long working hours have become a salient phenomenon. Often, they are associated with
constant availability expected by clients and superiors as well as a poorly predictable, high-
paced workflow (e.g. Costas et al., 2016; Hewlett and Luce, 2006; Muhr et al., 2012). While
they are particularly prevalent in professional services and other knowledge-intensive firms
(e.g. Karreman and Alvesson, 2009; Kuhn, 2009; Kihn et al., 2016; Perlow, 2012), they may
spread over other sectors, too. For a long time accepted as a symbol for loyalty, excellence
and commitment to work, maore recently such working time regimes have been called into
guestion in the context of work—-life/family balance and health issues (e.g. Kreiner et al., 2009;
Michel, 2011; Pfeffer, 2010; Ramarjan and Reid, 2013; ). As a result, the question of how to
change these extreme working time regimes has come to the fore.

In response to this rising critique, many firms have started programmes to redesign work and
to alleviate regimes with extreme work (for an overview, see Kossek et al., 2010; Perlow and
Kelly, 2014). Yet these programmes did not really work; time regimes have proved particularly
resistant to change. Managerial efforts to attenuate long hours patterns often do not bring
about the intended results, while established working time regimes largely persist (e.g. Blagoev



and Schreytgg, 2015; Karreman and Alvesson, 2009; Michel, 2014). For instance, scholars
increasingly observe that the traditional “accommodation model” of addressing regimes with
excessive working hours through the provision of workplace flexibility programmes (e.g. part-
time work, flextime, teleworking, etc.) are likely to fail or fizzle out (e.g. Perlow and Kelly, 2014).

There are various reasons for this surprising persistence: resistance to change, path depend-
ence, fear of marginalisation or negative career consequences (Alvesson, 2000; Bailyn, 2006;
Blagoev and Schreytgg, 2015; Perlow and Kelly, 2014; Reid, 2015). Only more recently, man-
agement scholars have started to study the drivers behind the emergence and perpetuations
of regimes with excessive working hours. In particular, research points to the importance of,
among others, organizational control and power (Karreman and Alvesson, 2009; Michel,
2011), gendered cultural norms (Bailyn, 2006; Williams, 2010), reified occupational identities
(Ashcraft, 2013), path dependence (Schreydgg and Sydow, 2011) and the use of advanced
communication technologies (Mazmanian et al., 2013; Wajcman, 2014).

This Special Issue aims to extend these lines of inquiry by explicitly examining the organiza-
tional, occupational, technological and institutional drivers underlying regimes with excessive
working hours in an effort to deepen our knowledge of how to change them. We particularly
invite empirical studies and conceptual approaches that look at the emergence, evolution and
change of organizational working time regimes. In terms of business sectors, we also welcome
work on areas beyond the “classic” extreme work organizations, such as oil rigs, surgeries and
IT start-ups. Furthermore, we invite research that compares and contrasts working time
regimes from an institutional perspective aiming to explain differences among countries and
cultures.

Contributions could focus on one or more of the following questions:

*  Which forms of long working hours regimes are applied in different organizations, industries
and institutional environments?

» What kind of organizational temporal structures (e.g. boundaries of work vs. non-work),
rhythms (e.g. periods of intensive vs. non-intensive work) and orientations (e.g. concerning
the past, present, and future) are prevalent in different organizational contexts?

* What are the consequences of existing regimes with long working hours for individuals,
organizations and societies (e.g. in terms of work—life conflict, health, gender issues, chang-
ing demographics, etc.)?

» How are employees’ bodies entangled in the continuous (re-)production of regimes with
extreme work?

» What factors form the gendered nature of long working hours regimes, and what does this
mean for approaches to change?

» In which way may a socio-materiality lens provide new insights into the dynamics of working
time regimes?

* What dynamics arise when different rhythms of families, organizations, industries and coun-
tries meet and/or collide?

* How does law affect organizational working time regimes and changes thereof — and how
are legal regulations circumvented?

* What is the impact of organizational control and unobtrusive forms of power on the stability
and/or change of working time regimes?



* What is the relation between systemic processes, on the one hand, and individual agency,
on the other, in particular when individuals do not conform to and/or resist established
extreme working time regimes?

* What models and interventions are most likely to succeed at modifying and/or breaking
highly institutionalised regimes with long working hours?

* What kinds of working time regimes — beyond common flexibility programmes — can foster
sustainable forms of working and living?

* What contrasting cases do exist (e.g. in Sweden)? And what makes deviation possible in
these cases?

Submissions

In order to be considered for publication in the Special Issue, full manuscripts (max.
10,000 words) must be submitted by 31 August 2017. The manuscripts should be written in
English and submitted through https://mc.manuscriptcentral.com/ghrm. The submission guide-
lines of the German Journal of Human Resource Management are available through
http://journals.sagepub.com/home/gjh.

The German Journal of Human Resource Management (GHRM)

The German Journal of Human Resource Management (GHRM), formerly Zeitschrift fir Per-
sonalforschung (ZfP), was founded in 1987 and is one of the world’s oldest academic journals
published in this specialism. From its origins as a forum for research from Austria, Germany
and Switzerland, the German Journal of Human Resource Management has broadened its
reach to the international academic HR community.

Editors of the Special Issue

Renate Ortlieb is Professor of Human Resource Management at the University of Graz,
Austria. Her current research interests include migrant/ethnic minority employees and refu-
gees, national working time configurations, gender and diversity, academic careers and job
quality of young self-employed people.

Georg Schreytgg is currently Professor of Management and Organization Studies at the
School of Business & Economics of Freie Universitat Berlin, Germany, and University of Graz,
Austria. He has published widely on organization theory, leadership and corporate govern-
ance. His recent research has focused on organizational path dependence and organizational
capabilities.

Sara Louise Muhr is an Associate Professor at Copenhagen Business School’'s Department
of Organization, Denmark. Her work focuses on questions of identity, gender, diversity and
leadership. She is currently engaged in studies of identity in military organizations and inter-
cultural aspects of police work.

Blagoy Blagoev is a post-doctoral scholar at the Department of Management, Freie Universi-
tat Berlin, Germany, and Governing Responsible Business Fellow at the Department of Inter-
cultural Communication and Management, Copenhagen Business School, Denmark. His re-
search focuses on working time regimes in management consulting firms, organizational
change and persistence as well as time and temporality in organizations.
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