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Abstract 

Work and nonwork (also work-nonwork) interface management offers an alternative view to the work-

life balance concept. The view is that employees do not attempt to find balance, but actively manage 

dynamic interfaces between work and nonwork activities. Work-nonwork interface management can be 

defined as an individual’s ability to manage a dynamic boundary between their work and nonwork 

activities. Organisations require employees who can manage the interface between work and nonwork 

activities. This study used an online cross-sectional survey to establish work-nonwork interface 

management amongst supervisory and managerial employees of public listed companies in Zimbabwe. 

A convenient sample of 342 was used, that is, 188 (55%) male and 154 (45%) female. The work-nonwork 

interface management scale was developed and used as the research instrument. Results showed that, 

cumulatively, 61% had scores below average and 20% showed strong work-nonwork interface 

management. Interface management was comparatively stronger for work-spiritual and work-income 

generating activities dimensions and comparatively weaker for work-spouse and work-family 

dimensions. Participants highlighted that their ability to use technology (78%) and COVID-19 induced 

regulations (61%) assisted them to better manage the interface. It was found that gender, marital status, 

age, work experience and educational level subgroups did not yield significantly different means. 

However, job level had significantly different means. It is recommended that objective assessment of 

interface management be included in staff recruitment, onboarding, promotion, training and 

development initiatives. It is important to establish the relationship between work-nonwork interface 

management and job performance and include all job levels across all sectors. 

Keywords: Work-nonwork interface management, dynamic boundaries, cross-sectional survey, public 

listed companies. 
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Introduction 

The ideal scenario for an employee is when one is at their productive best at work and still have adequate 

time to enjoy satisfying nonwork activities (Frone, 2003). However, in most instances, employees 

struggle in dealing with the often conflicting demands of work and nonwork activities (Grywacz & 

Carlson, 2007). The boundaries between work and nonwork activities continue to change dramatically 

over time due to many factors, chief among them being technological advancement. A more radical 

impact factor is the COVID-19 pandemic which brought in an urgent need for teleworking, working 

from home, flextime working, working on call, working on standby and virtual teams. Work-nonwork 

interface management can be defined as an individual’s ability to manage a dynamic boundary between 

his/her work and nonwork activities (Greenhaus & Allen, 2017). Work–nonwork interface is the 

intersection of work and personal life. There are many aspects of one's personal life that can intersect 

with work including family, leisure, religion, social, academic activities and health (Greenhaus & Allen, 

2011).  

Global changes, including disasters and pandemics (such as COVID-19) have forced organisations to 

adopt strategies involving their workforce such as flextime working, working from home, virtual 

meetings, working on standby just to mention a few (Wajcman, 2014). Such strategies require employees 

who can manage the interface between work and nonwork activities to be productive. Therefore, work 

nonwork interface management is key to both productivity and employee wellbeing (Ammons, 2013). 

Though topical for a long time, the scientific discussions on this area have evolved. Initial research 

studies focused on work-family conflict (Adebola, 2005; Allen et al., 2000; Kossek & Ozeki, 1998) and 

later, work-life conflict (Ammons, 2013; Bellavia & Froone, 2005). Other scholars later pursued the idea 

that employees attempt to ‘balance’ between work and life roles (work-life balance) and this view gained 

popularity (Frone, 2003; Grywacz & Carlson, 2007). Some scholars however argue that employees do 

not attempt to find a ‘balance’ between work and life, but they attempt to manage a dynamic interface 

between work and nonwork activities (Allen & Martin, 2017; Bogaerts et al., 2018). Managing work 

and nonwork activities has always been core to occupational psychology mainly because indicators of 

good management are linked to greater employee commitment, job satisfaction (Allen et al., 2000) and 

organisational citizenship behaviour (Organ, 2005). Many employees in today's workforce are facing 

the challenge of managing the boundaries around their work and nonwork roles in a way that promotes 

positive outcomes in their work, family, and personal life (Capitano et al., 2017). Since the world of 

work has become more complex and boundaries between work and nonwork have been altered by 
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technology and new work practices, it therefore becomes important to not only predict employees who 

would perform well in their role, but to predict those who would also manage effectively work and 

nonwork activities.   

The view that there is conflict between work and family roles is relatively narrow because there are other 

activities that employees participate in that interfere with both work roles and family roles, for example, 

part time studies (Bogaerts et al., 2018). On the other hand, classifying all activities outside of work as 

‘life’ is problematic because work would have to be a dimension outside life (Allen & Martin, 2017). 

The study distinguishes between work (formal employment) and nonwork activities (any other activities 

outside of formal employment). This enabled the researchers to create interfaces and therefore discuss 

the management of those interfaces. However, the boundaries are still not clear cut. Technological 

advancement has led to more flexible ways of doing work such as virtual working, working from home 

and flextime, which have significantly altered the boundary between work and nonwork roles. The study 

was based on objectivism because it objectively sought to build knowledge by testing specific research 

hypotheses related to work-nonwork interface management to assist in the practice of occupational 

psychology. Testing of the research claims and literature assumptions also made the research 

epistemological in nature.   

The research was based on the work-nonwork boundary management fit theory by Bogaerts et al. (2018), 

who posited that an employee’s preference for a certain degree of segmentation or integration of work 

and nonwork life is an individual need on which fit perceptions are based. Work-nonwork boundary 

management fit is thus defined as an employee’s psychological experience of congruence between 

his/her personal boundary management preference and the boundary management supplies of his/her 

work environment. The experience of work-nonwork boundary management fit derives from the 

underlying process of cognitive comparison of an employee’s need for integration (or segmentation) and 

perceived boundary management supplies as provided by the workplace (Bogaerts et al., 2018). It is now 

a business and social imperative to help workers to manage their work and nonwork lives. Halpern 

(2005) suggests that workers are faced with a major challenge of combining work and family roles. 

Research mainly shows that indicators of balance are linked to greater employee commitment, job 

satisfaction and OCB (Allen & Martin, 2007). A gap in literature exists regarding objective measurement 

of work-nonwork interface management at dimensional level.  
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 A gap in literature exists regarding the dimensional approaches to assessment of work-nonwork 

interface management. Most available scales available yield composite scores (Wepfer et al., 2018). A 

gap in literature also exists regarding the influence of demographic variables on work-nonwork interface 

management. The study also sought to establish the influence of gender, chronological age, marital 

status, job level and job tenure in managing the work-nonwork interface in a Zimbabwean context. 

Gender was defined in terms of being male or female (Haig, 2004). According to Anastasi and Urbina 

(1997), chronological age refers to one’s age as calculated from the date of birth and indicated by number 

of years. Work experience referred to the total number of years for which the research participant had 

been employed, whether employment service was broken or continuous (Kolz, McFarland, & Silverman, 

1998). Job level refers to a category or rank in classification of jobs based on their superiority and 

importance of their contribution to organisational goals (Tesluk & Jacobs, 1998).  Marital status is the 

legally defined marital state. There are several types of marital status: single, married, widowed, 

divorced, separated and, in certain cases, registered partnership (Haig, 2004). Educational level refers to 

the highest educational qualification attained by the individual (Haig, 2004). 

Aim of the study 

This study sought to establish the work-nonwork interface management levels amongst supervisory and 

managerial employees of public listed companies in Zimbabwe, and to determine whether employees 

from different genders, ages, marital statuses, job levels and job tenures significantly differ in work-

nonwork interface management levels. 

Objectives 

The objectives of this study were: 

1) To establish work-nonwork interface management levels amongst supervisory and managerial 

employees of public listed companies in Zimbabwe. 

2) To investigate interface management levels across each of the six work-nonwork interface 

management scale dimensions amongst supervisory and managerial employees of public listed 

companies in Zimbabwe. 

3) To investigate whether employees from different genders, ages, marital statuses, job levels and job 

tenures differ with regards to their work-nonwork interface management levels. 

Hypothesis  
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H0: There are no significant differences between individuals from different ages, genders, marital 

statuses, job levels and job tenures regarding work-nonwork interface management. 

H1: There are significant differences between individuals from different ages, genders, marital statuses, 

job levels and job tenures regarding work-nonwork interface management. 

Participants 

The study focused on supervisory and managerial employees in public listed companies in Zimbabwe. 

A convenient sample of 342 participants was used. Permission to research was sought for and granted 

by the relevant authorities, that is, the academic institution (Appendix 1) and the Medical Research 

Council of Zimbabwe (MRCZ) (Appendix 2). Permission was also sought from organisations through 

formal letters. Letters of permission were obtained from organisations (Appendix 3). However, other 

organisations simply agreed to notify their employees of the study and allowed them to make an 

individual decision to participate in the study.  Having obtained consent from organisations, an online 

link was shared for participants in those organisations to participate in an online cross-sectional survey. 

The online survey had an informed consent form which one had to agree to proceed (Appendix 4). Of 

the 342 participants, 188 (55%) were male and 154 (45%) were female. For age, the distribution was 

4.1% (below 25 years), 32.5% (25-30 years), 34.5% (31-40 years), 20.2% (41-50 years) and 8.8% (above 

50 years). Of the 342 study participants, 34.5% were single, 60.8% were married, 4.1% were divorced 

and 0.6% were widowed. In terms of highest educational level attained, 1.5% had a high school 

certificate, 0.6% had vocational training, 7.3% had a diploma/higher national diploma, 47.7% had a 

university degree and 43% had a post graduate qualification. The distribution for work experience was 

4.4% (1 year), 29.5% (2-5 years), 33.9% (6-15 years), 21.9% (16-25 years) and 10.2% (above 25 years). 

Of the total participants, 21.6% were skilled employees, 37.4% were supervisors, 28.9% were middle 

managers and 12% were top managers. 

The research instrument 

The original instrument was constructed from 52 items administered to 132 people from various 

occupations in the private sector. Through confirmatory factor analysis, the items were reduced from 58 

to 42. The 42 items were classified into six interfaces, namely work-spouse/partner, work-family, work- 

spiritual, work-academic, work-income generating activities and work-domestic and leisure. The full 

instrument had a Cronbach’s alpha of .79 and for the interfaces work-spouse/partner .709, work-family 

.731, work-spiritual .74, work-academic .72, work-income generating activities .716 and work-domestic 
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and leisure .73. With the full scale and the subscales above .70 the instrument shows good internal 

consistency. Exploratory factor analysis confirmed the six-factor structure with 59% total variance 

explained. Results of the bifactor model also confirmed the multi-dimensional structure of the scale. The 

work-nonwork interface scale showed strong construct validity with an average variance extracted 

(AVE) of .55 with the six latent factors having AVEs above .5. Coupled with the aforementioned 

composite reliability scores the scale showed convergent validity. To confirm discriminant validity, low 

correlations were yielded (.01 to .52) among the six latent factors. This indicates that each latent factor 

uniquely measures a specific variable.  

The overall scores were obtained by adding scores on each facet taking into consideration reverse 

scoring. Table 2 shows cut-off scores for the work-nonwork interface management scale.  

Table 1: Cut-off scores for work-Nonwork Interface Management Scale 

Description Range 

Very Weak <95  

Weak 95-110 

Moderately Low 111-120 

Moderate 121-130 

Strong 131-150 

Very Strong >150 

 

Data analysis 

The Statistical Package for Social Sciences (SPSS Version 25) was used for data analysis. The Kaiser-

Meyer-Olkin (KMO) sampling adequacy test was done to establish suitability of the dataset (Cerny & 

Kaiser, 1977).  The Cronbach’s alpha reliability was used to establish the internal consistency of the full 

scale and each of the seven dimensions of the scale. For descriptives, frequency tables, the mean and 

standard deviation for the full scale and each of the six dimensions were used. For inferential statistics, 

the t-test for independent samples was used for the demographic variable gender. For age, marital status, 

job level and job tenure the one-way analysis of variance (One-Way ANOVA) was used. For 

demographic variables that had statistically significant mean differences, a post-hoc test (Tukey’s 

Honestly Significant Difference) was used to determine which of the specific groups differed from each 

other. 
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Results and discussion 

Table 2 shows the reliability of the full scale and the subscales.  

Table 2: Reliability for work-nonwork interface management scale  

Interface Cronbach’s Alpha Cronbach’s Alpha Based 

on Standardised Items 

No of Items 

WNIM Full Scale .829 .850 42 

Work-Spouse/Partner .758 .772 7 

Work-Family .772 .783 6 

Work-Spiritual .801 .822 7 

Work- Academic .799 .804 8 

Work-Income Generating .771 .796 6 

Work-Domestic & Leisure .813 .829 8 

 

Table 3 is a summary of the sample scores for work-nonwork interface management based on the 

aforementioned cut-off scores. 

 

Table 3: Work-nonwork interface management overall scores summary 

 Range Frequency Percentage Cum% 

Very Low <95 17 5% 5% 

Low 95-110 78 23% 28% 

Lower Average 111-120 115 34% 61% 

Upper Average 121-130 66 19% 81% 

Strong 131-150 50 15% 95% 

Very Strong >150 16 5% 100% 

Total  342 100%  

 

As shown in Table 3, 20% of the sample showed strong work-nonwork interface management. 

Cumulatively 61% of the sample had scores lower than average indicating that respondents generally 

struggle in managing the interface between work and nonwork activities. Frequency tables were 

generated for each dimension of work-nonwork interface management, and the summary is presented in 

Table 4 below. 
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Table 4: Descriptive statistics for work-nonwork interface management dimensions 

 

Items 

Cronbach’s 

Alpha Minimum Maximum Mean Std. Deviation 

Work-Nonwork Interface 

Management 

 

42 

 

.851 

 

71 

 

172 

 

120.47 

 

16.032 

Work-Spouse 7 .772 9.00 28.00 17.4912 2.86933 

Work-Family 6 .783 6.00 25.00 15.8333 3.66464 

Work-Spiritual 7 .822 9.00 28.00 17.4912 2.86933 

Work-Extra Income Activities 6 .804 8.00 24.00 16.1433 2.53768 

Work-Academic 8 .796 9.00 33.00 21.5497 3.82332 

Work-Domestic and Leisure 8 .829 8.00 39.00 25.2018 5.08320 

Valid N (342)       

For the work-spouse/partner dimension the key highlights are that 73% of respondents indicated that 

their partner/spouse is clear on the demands and nature of their work role. On the other side, 69% 

indicated they have cancelled or rescheduled arrangements with spouse/partner due to work obligations. 

More than half of the participants (59%) also highlighted that they are often interrupted by work calls as 

they enjoyed quality time with spouse or partner. For the work-family dimension, most respondents 

indicated that they struggled to attend family events (54%) and important events for their children (55%) 

because of work obligations. Almost half of the participants (52%) have had to ask someone to help with 

their children due to changing work demands. A summary of the work-spiritual interface reveals that 

59% highlighted that their work did not interfere with spirituality; and 61% of respondents highlighted 

that their work schedule allowed them to practise spiritual activities. Some 56% of the participants 

indicated that their work allowed them to be the spiritual person they would want to be. On the other 

hand, 55% did not find it easy to use work resources to plan or attend religious meetings while 53% 

highlighted that they thought about work whilst busy with spiritual matters.  

The major highlights for the work-academic activities interface are that 65% of participants used 

company resources to facilitate academic studies and 62% indicated that work experience had improved 

their academic performance. However, 61% indicated that they were often assigned work whilst 

attending to important academic issues. Most key dimensions for work-income generating activities 

appeared to be positively rated by respondents. These included use of work resources and connections 

to further income generating activities (54%), good planning to ensure both thrive (62%), no intention 

to quit job to pursue income activities fulltime (60%), and use of technology to ensure seamless transition 

(57%). However, 56% of the respondents highlighted that they struggled to perform and focus if things 
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did not go well in their income generating activities. On the work-domestic & leisure dimension the 

major highlights are working from home assisting in domestic obligations (59%), use of technology 

efficiently to interchange seamlessly between two dimensions (61%), brilliant work ideas coming whilst 

enjoying leisure activities (66%), and meeting individuals who have assisted with work ideas on leisure 

trips (68%). However, 68% noted that they had to cancel/ reschedule planned leisure activities because 

of work demands, 57% did not use company resources to plan and carry out leisure activities and 53% 

struggled to plan work to have adequate time for leisure. On use of technology, 78% of the respondents 

indicated that their ability to use technological gadgets had assisted them to manage the transition 

between work and nonwork activities. Some 61% indicated that regulations due to COVID-19 

restrictions helped them to better manage their work and nonwork schedules. Only 19% indicated that 

the regulations enforced due COVID-19 restrictions were not helpful in managing work-nonwork 

schedules.  

Results show that there were no significant differences in work-nonwork interface management between 

males and females. The results show that t = .264 p =.792. The mean for males was 120.68 (SD of 

17.198) and for females was 120.21 (SD of 14.534). It was also found that there were no statistically 

significant differences in work-nonwork interface management amongst subgroups based on age 

F(3,341) = 2.575 p=.05; marital status F(3,341) = 2.070 p=.104; educational level F(3,341) = .510 

p=.728 and work experience F(3,341) = 1.414 p=.229. Statistically significant mean differences were 

obtained based on job level F(3,341) = 5.864 p=.001. Results showed significant mean differences 

between skilled employees and supervisors, middle managers and supervisors and between top managers 

and supervisors. Table 13 is a summary of these differences. 

Table 5: Tukey’s HSD summary for job level 

 
Skilled Employee Supervisor Middle Manager Top Manager 

Skilled Employee  -  -8.415 (p ≤ .005)  Not Significant  Not Significant 

Supervisor    -   -6.195(p ≤ .005) -7.316 (p ≤ .005) 

Middle Manager      - Not Significant 

Top Manager        - 

 

The current study is the first and only research study assessing work-nonwork interface management 

across six dimensions. Other measures yield composite scores (Wepfer et al., 2018; Allen & Kiburz, 
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2012).  A gap in literature existed in the measurement of work-nonwork interface management at 

dimensional level. Although the number of dimensions is not important, it is critical to establish the 

work- nonwork interfaces that individual employees struggle in managing and assist them to better 

manage. Results are consistent with available literature in that they show that employees engage in 

multiple roles (Allen & Martin, 2017) and often struggle with conflicting demands of work and no-work 

roles (Bogaerts et al., 2018).  There is therefore a need for organisations to assist employees in achieving 

harmonious interfaces between work and nonwork activities. Employees who feel that their interface 

management needs are met by their work environment have access to organisation resources that allow 

them to manage interfaces better (Bogaerts et al, 2018).  

The perception amongst participants was that rescheduling arrangements with spouse or partner because 

of work obligations and the interruption by work calls during quality time were the major factors 

negatively affecting the work-spouse interface.  These findings are consistent with literature available 

on work- family conflict (French & Johnsen, 2016; Palm et. al, 2019).  A key mitigatory factor is when 

the spouse or partner is clear on the demands and nature of the participant’s role. The study provides 

insights showing that the work-family interface is negatively affected by failure to attend family events, 

failure to attend children’s events and changing arrangements due to change in work demands. This 

insight is key in assisting organisations to design interventions concerning work schedules and managing 

change in work routines  (Allen & Martin, 2017). Considering nonwork roles before changes is critical 

because certain changes, for example, promotion to work in another location may be more economically 

expensive than benefits accruing from such promotions. 

It was found that work-spiritual interface management was strong because of work schedules allowing 

employees to practice spiritual activities and limited interference between work and spirituality.  

However, employees highlighted that they still thought about work obligations when busy with spiritual 

matters. A knowledge gap existed for this dimension.  Evidently, several employees were engaged in 

academic studies to develop themselves.  Work experience and use of company resources to enhance 

academic studies were found to be strong. Organisations can utilise opportunities to assist employees in 

academic studies to aid development and motivation (Capitano et al., 2017).  Assigning employees work 

whilst they are attending to important academic issues is detrimental to both job performance and 

academic performance. This benefits neither the employee nor the organisation.  The research also offers 

insights into the work-income generating activities interface. Positive outcomes are that employees used 
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work resources and connections to advance income activities, they planned so that both thrived, and used 

technology to conduct both seamlessly. Because of this management, only 23% had thoughts of quitting 

their jobs to focus on their income generating activities.  Employees knew they needed both the formal 

role and an income generating activity to aid survival and possibly make a saving in a VUCAD2 

environment.  However, organisations ought to manage such income generating activities so that they 

are not counterproductive (Bogaerts et al, 2018).   

It was found that working from home assisted employees to get more domestic obligations done.  

However, there is a need to establish the impact on job performance using objective criteria before 

investing in such initiatives. Technology is also critical in managing the interface. It was found that 

leisure trips assisted in generating work ideas and creating interactions with individuals who assisted 

with work.  On the other hand, cancellation of trips due to work commitments, failure to plan work, to 

have adequate leisure time and failure to use company resources to carry out hobbies negatively affected 

management of this interface.  It is important that organisations invest in technological gadgets and 

training because it would aid employees in interface management. Though COVID-19 regulations 

assisted in work-nonwork interface management, organisations need to consider those interventions that 

improve productivity and adapt permanently. Of the demographic variables, only job level was 

significant in mean differences.  Interventions of work-nonwork interface management ought to factor 

in job level.  Such differences may emanate from varying degrees of autonomy in managing work 

schedules (Bogaerts et al., 2018). 

Conclusion and recommendations 

Work-nonwork interface management plays a key role in both job performance and employee wellbeing 

(Allen & Martin, 2017). Organisations can therefore include objective assessments of work-nonwork 

interface management to assist employees to manage interfaces better. An intervention plan can be 

drafted for each employee based on the overall score and each dimensional score. Technology is central 

to work-nonwork interface management. Organisations should therefore train employees and provide 

technological gadgets that assist employees to be productive and to transition almost seamlessly where 

possible.  Organisations in Zimbabwe should also shift to reward systems that are based on hours of 

attendance variable pay systems based on performance. Reward systems based on attendance often 

hinder good work now interface management an also do not improve productivity. However, it is also 

critical to establish through research the strength of the relationship between work-nonwork interface 
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management and job performance. Organisations running initiatives to improve work-nonwork interface 

management for employees should consider job level as a key variable in such initiatives. The study 

used a convenience sampling and therefore prone to sampling bias. A research based on a probability 

sampling technique is recommended. It is recommended that further research involving all job levels 

and employees across all employment sectors be done to further the understanding of work-nonwork 

interface management. It is also important to establish the relationship between work-nonwork interface 

management and other variables such as stress, burnout, emotional intelligence, resilience at work and 

organisational citizenship behaviour. 
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