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Abstract

This study documents and examines flexible work
arrangements (FWAs) and its implications in the work-life
balance of independent workers in the embroidery business
in Lumban, Laguna. It considers the nature and history of
FWAs and how it evolved into the current work practice in the
embroidery business. The study also dwells on the experiences
of both embroidery shop owners and embroiderers to realize
their exchange relationships in attaining a more or less
suitable balance in the demands of work and family through
varying work arrangements. Drawing on the social exchange
theory (SET), it puts forward that trust, loyalty, commitment
and mutual benefits affect their exchange relationships. The
study explains how the factors affecting FWAs are perceived
to achieve work-life balance among the embroiderers and
create valuable utilization of available labor supply.
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Introduction

The town of Lumban, Laguna is known as the ‘hand embroidery
capital of the Philippines.” Tourists visit the place primarily for its
embroidery industry. Written documents (Abulencia, 2003; Cruz,
1982; de la Torre, 1986) as well as discussions with stakeholders
in Lumban ascribe the origins of the town’s embroidery skills to
beaterios (sanctorum) during the Spanish occupation around the
16" century where Franciscan missionaries established a facility to
hone the skills of local women in knit work and embroidery. When
the missionaries left town, the skills were handed down to younger
generations without the benefit of formal training (Rodriguez &
Legaspi 2012, p20). According to the town tourism officer Jayson
Lagrada, approximately 60 percent of locals depend on embroidery as
source of income. From an outsider’s perspective, it is easy to say that
embroidery is a major livelihood of the locals in Lumban as evident
in the rows of embroidery shops in its thoroughfares. Embroidery is
considered a major employment provider, giving men and women,
young and old opportunities to directly or indirectly partake in the
production process of embroidered materials.

Lumban embroiderers assure the success of the business
mostly by adopting varying work arrangements. This is achieved
through the interplay between employer and employees and plays
a key role in maintaining a harmonious business relationship. It has
also been noticed that work-life balance is an important consideration
of embroiderers, not only of women but of men alike. Varying work
arrangements are not only extended to women as working mothers,
but in a similar way afforded to men, as heads of the family, to balance
their time for work and home responsibilities. This presents a valuable
insight on how FWAs are perceived to respond to the work and life
responsibilities of local embroiderers regardless of gender. This study
notes that work-life balance is not just the women’s concern but of men
alike. Humphreys (2013) emphasized that family-friendly working
arrangements are not women'’s issues, they are people’s issues. This
study provides local embroidery stakeholders in Lumban a definition
of FWAs and how these are mirrored in the business.

When asked how and why FWAs exist, embroiderers often
respond that this ‘age-old work practice’ has been in existence for
quite some time. It had been a practice for several generations and has
become the norm, the way things are done. However, to them, FWAs
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are ambiguous, along with how these can be practically utilized in the
workplace to maximize its full potential for a positive outcome that
will benefit them and their employers

The study is aimed at both embroiderers and embroidery
shop owners to successfully address their changing employment
needs, generate viable business operations and ensure valuable
utilization of available labor supply. By drawing on experiences from
both parties, this study seeks to provide evidence through the SET in
understanding how "trust, loyalty and mutual commitment” affect the
views of employers and employees on meaningful FWAs that can be
acceptable to both parties.

Methods and research design

This qualitative study focused its analysis on FWAs in the
embroidery business in Lumban, Laguna; its existing practice in
embroidery shops; and how “trust, loyalty and mutual commitment”
are valuable considerations in the formulation of FWAs between
embroiderers and shop owners.

The study participants consist of embroidery shop owners in
Lumban, Laguna who have been engaged in the business for at least
one year. These entrepreneurs are considered as single proprietors
based on information derived from municipal records. They embody
the majority, if not the total embroidery business in the town. Select
embroiderers engaged in hand and machine embroidery were chosen,
being the primary source of information needed for this study. These
embroiderers were at least 15 years of age, had been engaged in
the embroidery industry for not less than one year and may have
worked as regular, part-time, contractual, per piece, or commissioned
embroiderer (Table 1).

A qualitative descriptive approach is the design of choice when
a straightforward description of a phenomenon is desired (Lambert
& Lambert 2012). Participant observation, as a form of qualitative
descriptive research, enables researchers to learn about the activities
of people under study in the natural setting through observing and
participating in those activities (Kawulich, 2005). It provides the
context for development of sampling guidelines and interview guides
(De Walt & De Walt, 2002 as cited by Kawulich, 2005). It helped the
researcher develop questions and extract answers that correspond
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to valuable meanings and sense in the ‘native language’. Participant
observation considered the physical elements that affect the workplace
and work arrangements; its surroundings; written descriptions and
observations of the embroiderers in town; recording of activities and
interactions that take place while in situ; informal interactions with
the embroidery stakeholders; observing non-verbal communication;
symbolic meanings, physical clues and daily occurrences in the lives
of embroiderers that unfold through prolonged engagement and
interaction with the researcher. The responses derived from data
gathered in Lumban were processed and validated together with the
respondents to attain conformity and strength of meanings.

Table 1. Respondent’s Profile

Nature of Age Gender Nature of partlupatl_on in the embroidery
work business

Embroiderer | Past 50 | Female | Started embroidery at 15; worked as full-time
embroiderer at 18 and continued until present;
doing embroidery work has been passed on in
their family for three generations

Embroiderer | Past50 | Female | Learned embroidery at 12 to augment the
family’s daily expenses and for personal needs
in school. Her mother is also an embroiderer.

Embroiderer | Past 40 | Female | Learned to do embroidery when she moved to
Lumban after marrying a town local. She has
been doing embroidery for 15 years.

Embroiderer | Late Female | Started doing part-time embroidery at age 10
30s to augment her daily allowance in school and
continued to be an embroiderer. She also works
as a manicurist when time permits.

Embroiderer | Late Male Worked as house helper but learned how
40s to do embroidery as well. He has been an

embroiderer for 20 years.
Embroiderer | Late Female | Started embroidery work at 12; did embroidery
50s to help parents for daily expenses at home.

Money earned from doing embroidery became
her main source of income until present.

Embroiderer | Past 60 | Female | A retired embroiderer but does piece-work
& Embroidery embroidery during her leisure time. She
shop owner started doing embroidery while in grade school.
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Embroiderer | Past 80 | Female | Started embroidery while in grade school;

& Embroidery engaged in piece-work embroidery before but

shop owner now owns and manages an embroidery shop.
She maintains a pool of regular embroiderers
and has established links with shops selling
embroidered materials in Manila.

Embroidery Late Female | Claims she does not know how to embroider.

Shop owner 50s Owns a store selling embroidered products,
maintains a workshop, caters to institutional
buyers in Manila and has a sizeable group of
loyal customers.

Embroidery Late Female | Learned embroidery work at a young age but

Shop owner 60s later worked as a teacher. Upon retirement,
she started her own embroidery business. She
subcontracts embroidery work and delivers to
select clients.

Embroiderer | Early Female | Used to own an embroidery shop but since

& Embroidery | 80s retirement, currently subcontracts embroidery

shop owner work.

Embroiderer | Late Female | Similar to others who started doing embroidery

& Embroidery | 60s at a young age, she now has an embroidery

shop owner shop and has regular clients (noted designers)
in Manila.

Embroiderer | Mid Male Used to do piece-work embroidery but now

& Embroidery | 60s has his own embroidery shop. In addition to

shop owner doing embroidery, he personally markets his
products in different outlets and provinces in
the country.

Embroiderer | Past 50 | Female | Does piece-work embroidery in the workshop
of Magdalena Baksafra.

Embroiderer | Past 40 | Female | Did piece-work embroidery in her younger
years. She is currently a regular employee in
the local government but still assists by doing
embroidery when time permits.

Embroiderer | Early Female | Used to do piece-work embroidery at 15. She

60s continued to do embroidery and sells cooked

food to augment the daily income derived
from embroidery.
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Embroidery production system

The production system of embroidered commodities in
Lumban may be characterized as a type of FWA of which part-time
work schedule is most common among embroiderers. Part-time work
is viewed as a ‘positive step towards idle labor utilization, despite its
nature as a part-time work arrangement. It provides prospects for
elders and parents to work at home while tending to their children as
well as opportunities for children to earn and augment the pecuniary
needs of the family.

In a related schema of FWAs, it has been observed that
many households have transformed a part of their homes or private
dwellings into workshops as spaces to do embroidery (Rafols, 2009).
“Locational flexibility” is also observed as it relates to the preference
for working places that satisfy the changing geographical locality of
employees’ workplaces to ‘meet the changing needs of employers’ as
suggested by Humphreys, et al (2013). Workplace flexibility is defined
as “the ability of workers to make choices influencing when, where and
for how long they engage in work-related tasks” (Hill et al., 2008 as
cited by Golden, 2012). Its potential benefits for workers include the
indirect improvement of individual productivity via health (Butler et
al,, 2009; Grzywacz et al., 2008; Grzywacz et al., 2007; Halpern, 2005;
Jang, 2009, Golden, 2012) and the promotion of better work and family
balance (Boushey, 2008; Jang, 2009, Golden 2012).

The quantity of time required to go through the process of
making an embroidered fabric like the barong tagalog and others such
as women's gowns, apparel, tablecloth and bed covers vary depending
on the size, fabric, intricacy and enormity of embroidery required.
As such, Humphreys, et al (2013) relates this type of flexibility to
variations in the number of hours performed to accomplish a specific
task required. This significant FWA consideration allows employees to
differ their “starting and finishing times of work outside a compulsory
core-time, provided an agreed volume of hours are worked over a
given remuneration period” (Humphreys, et al 2013).

Thus, important questions that emerged in this study include
the different work arrangements and how the so-called ‘work-
life balance’ of embroiderers in the town of Lumban, Laguna are
observed. These questions also relate to the struggles of shop owners
(as employers) and the embroiderers (as employees) in coming up
with a common FWA acceptable to both that fosters balance in the
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embroiderers’ work and life responsibilities. These struggles or
‘exchange relationships’ will be analyzed through the lens of the SET.

According to the town municipal record, approximately 60
percent of locals depend on embroidery as source of income. Lumban
takes pride in being afforded the recognition as the ‘hand embroidery
capital of the Philippines’. From an outsider’s perspective, it is easy to
say that embroidery is a major element of the “spirit of Lumban” (Ibid).
There are several embroidery shops that line the major thoroughfares
of the town and many private dwelling places have areas where hired
workers do embroidery.

Lumban became even more popular because of its unique
embroidery called ‘calado’ (an embroidery work that resembles gaps
or holes in the design). Local embroiderers in Lumban have varying
clientele ranging from government officials, prominent clans, famous
couturiers as well as locals who have specific designs. As a result, the
embroidered products are, most of the time, priced at a premium
because of exclusivity in the design and fine needle work. Old folks in
Lumban describe their embroidery pieces as “nangungusap sa ganda”
(expressing excellent quality) (Rodriguez & Legaspi 2012).

Work-Life Balance

Over the last decade, the issue of work-life balance has gained
visibility in international and national policy agenda (International
Labor Organization, 2011). Work-life balance is most frequently used
to describe the equilibrium between responsibilities at work and
responsibilities outside paid work; having a work-life balance means
this equilibrium is in the right position for the individual concerned
(Baral & Bhargava, 2010), (Dissanayaka & Ali 2013). Further, ILO
Convention No. 156 requires that “signatories make it an aim of
national policy that all workers with family responsibilities - both
women and men - can engage in employment without discrimination
or, as far as possible, scarcely any conflict between work and family
obligations” (ILO, 2011).

The increasing focus on work-life balance has brought about
a rise in various flexible work options (Hofacker, et al 2013). The
introduction of varying FWAs to satisfy the demands of work and
family responsibilities have gained significant considerations in
recent years. Working time arrangements have diversified over several
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decades in the context of changes in the laws and regulations in many
countries to permit more flexible and individualized arrangements
(Messenger, 2004; Boulin et al., 2006; Rubery, 2005; Fagan, et al,,
2012). Such work arrangements provide employees better control
over the location, time and duration of work to be done, resulting in
bigger opportunities for workers to be able to take pleasure in a most
advantageous sense of balancing work and life duties.

While these conditions are commonly perceived to have
positive effects on the work-life balance of workers, this study looks
into the various creative approaches in the implementation of flexible
work options and its realistic effects on how embroidery workers
balance and manage their work and non-work responsibilities.

Essential concerns on the importance of family-friendly
working arrangements are explored and critically discussed to
highlight the impact of developments in the workplace supporting work
and family responsibilities. “Family-friendly working arrangements is
defined as workplace arrangements that assist employees to combine
paid employment with their caring responsibilities and personal lives
away from work” (Humphreys, et al 2012). Humphreys, et al (2013)
further explained how family-friendly working arrangements are
contrasted in adapting part-time work schedule, flexitime and job
sharing to affect and impact work arrangements that help balance the
demands of work and family (Humphreys, et al 2012). Humphreys et
al. (2013) discussed the implications of flexibility at work in relation to
employment issues and challenges that need to address the ‘growing
demands of work with caring responsibilities’ beyond the workplace.
Considerations of FWAs also critically regard the employer and the
employee’s interests in the embroidery business to create sustainable
operations and valuable utilization of available labor supply.

Flexible work arrangements

The development of FWAs is traced to the introduction of ‘job
sharing and career breaks’ as suggested by Humphreys, et al (2012).
The underlying benefits of these arrangements in relation to the
economic considerations of FWAs were seen as important components
in the ‘family-friendly approach’ providing equal opportunities in
public sector employment. The success of developing innovative FWAs
is related to the effective utilization of available information provided
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by modern technology that would significantly fit in the organizational
and cultural structure of the public sector.

FWAs refer to alternative arrangements or schedules other
than the traditional or standard work hours, workdays and work week
(DOLE DA No.2 Series 2009). FWAs are focused on: temporal flexibility,
referring to the variations in hours of worked considered; locational
flexibility which pertains to the location of work; and numerical
flexibility or the number of employees as a consequence of the varying
business demands.

FWAs likewise support the people’s desire for balance in
their work and individual commitments such as family, community,
education, professional development, religion and general interests.
The prevalence of dual-income households corresponds to the current
‘economic culture’ that allows alternative work arrangements to be
recognized. Flexibility in the workplace benefits the employer by
increasing profitability through reducing cost and the employee by
balancing work commitments and personal needs.

It is essential that the success of FWAs are attained through
‘mutual trust, compromise, negotiation and above all flexibility between
the employee and employer’ (Danielson, et al, 2012). Both parties are
responsible for ensuring that the arrangement is suitable and working.
Some employees may prefer to prepare a detailed proposal outlining
their interest in an FWA or that their employer adopt formal policies to
address issues. Others may slowly migrate to informal arrangements
made between themselves and their immediate supervisor.

In evaluating the impact of labor flexibility, it is imperative
to establish the distinction between the employer demand-driven
flexibility of employees and employee supply-driven flexibility for
employees (Heiler 1996 as cited by Baetge & Horstman, 2000).
Demand factors as suggested by Baetge & Horstman (2000) relate to
a strong commitment to retain the workforce as long as they maintain
a sense of relevance to the business and show commitment to superior
and enhanced work output.

This has been achieved through a philosophy of continuous
improvement in a diverse range of areas, most of which are dependent
on having staff who are flexible, skilled and rewarded for achievements
(Baetge & Horstman, 2000). Supply-driven flexibility on the other
hand relates to the benefits attributed by employees to acquiring
a wider range of skills that is envisioned to increase employability,
promotion, greater work opportunities and bargaining for better work
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arrangements that would be beneficial to both the worker and the
employer (Heiler 1996 as cited by Baetge & Horstman, 2000).

Unique workplace agreements are effects of seasonal demand
for work and services (Baetge and Horstman 2000). ‘Outsourcing of
some functions or parts of functions’ is a form of flexibility to maximize
time spent to create work and a more cost effective approach to
augment the workforce (Ibid).

While most studies focus on women who are more inclined
to benefit from work arrangements that bring balance to their work
and family life responsibilities, it is important to note the ‘friendly
working arrangements are not only a women’s issue’. They are a people
issue—all employees irrespective of their family situation or personal
responsibilities need and want to have a greater balance between their
lives inside and outside work (Humphreys, et al. 2013).

Eichler and Matthews (2004) present work-life balance as
a means of creating a more ‘flexible, supportive work environment,
enabling employees to focus on tasks while at work. It creates a culture
that is more supportive, provides programs to meet ‘life event needs,
ascertains that policies offer employees as much control over their
life needs, and uses flexible work practices as an approach to meet the
needs of both business and employees.

Work life balance has been redefined as employing ‘work-family
reconciliation’ where “reconciliation” mirrors the conflicts between work
and family responsibilities (ILO 312% Session, November 2011). It was
stressed at the Convention that failure to address work—family conflicts
will have negative effects on employment opportunities and job quality,
wellbeing and workers’ output, likewise on their families, parents and
their children alike, both in urbanized and developing countries.

At the Convention, it was further stressed that workers with
family responsibilities be supported by a national policy where they can
be gainfully employed without prejudice to family commitments. Such
policies include, among others, FWAs, social security benefits and social
care support and protection, provisions for leave, education and gender
equality. The term “flexible” pertains to activities that provide workers
the capacity to alter their hours of ‘work and/or work schedules’ and/
or ‘place of work’ to meet the demands of their work and family. These
are considered essential in improving livelihood strategies and the social
protection of workers in the informal economy.
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Social Exchange Theory

The SET is among the most influential conceptual paradigms
for understanding workplace behavior (Cropanzano & Mitchell,
2005). The SET evolved from Thorndike’s (1932, 1935) work on the
development of reinforcement theory and Mill’s (1923) marginal
utility theory (Searle, n.d.). Searle (1990) suggested that the SET
is predicated on the concepts of rational behavior, reciprocity,
distributive justice, mutual benefit and the idea of maximizing gains
and minimizing cost between the ‘exchange relationship’ of parties
involved. The basic premise of the SET according to Blau (1964) and
Lawler & Thye (1999) is that two parties must provide each other a
valued resource and that both must view the exchange as equitable
(McGlendon, Klaas & Gainey 2002).

In the SET, behavior is grounded on the concept of rationality.
That is, the more behavior affects reward, the more individuals will be
inclined to manifest that kind of behavior. However, it was observed
that the more an individual obtains rewards, the less valued it becomes
and the individual eventually searches for alternatives by means of
other behaviors or from a different source. While this is consistent with
individuals’ need for a match between their skill-levels and experience,
[so-Ahola’s research on perceived competence (1990) suggested this
may not be the only need they seek to satisfy. Later findings have
shown that humans do not always think and act rationally, as there
are emotional or effectual values, habitual or traditional values and
human beings also act on different elements of value-oriented thinking
(Holthausen 2013, p1). Hence, exchanges between people are not
limited to material goods like money or resources, but also to symbolic
values like respect or prestige (Cropanzano & Mitchell, 2005). Searle
(1990) asserts that whatever the need, individuals will continue only
so long as they perceive their needs to be satisfied.

Further, the social exchange model is based on reciprocation
where the individuals in the exchange relationship offer each other
benefits as long as the exchange is equitable and the elements of
exchange are essential to both parties. Searle (1990) explains that an
exchange between two individuals must be seen as by both as fair for the
relation to continue or expand. For the relationship to be strong, it is not
just significant to respond justly and equitably, but likewise to consider
the ‘unit of exchange, whether tangible or intangible, to be of value to the
parties involved. In essence, workers expect a ‘sense of reciprocation’ in
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the work they offer and that they seek out just about something equitable,
in exchange, to what they have contributed at work.

Social exchange similarly posits that the exchange rule brings
the concept of ‘distributive justice.” Beyond the notion of equity
between two key actors in the exchange relationship, distributive
justice extends to a wider context of fairness, even to third or fourth
parties who have dealt with principal actors. Searle (1990) explains
that it involves each person comparing his or her reward to that of
others who have dealt with this individual and assessing what they
received for the same or a similar contribution. Consequently, if the
notion of distributive justice is perceived to be defied, the parties
involved in the exchange relationship will cease to participate or
lessen their involvement and may seek other opportunities where the
situation employs equal if not fair rewards to all.

Further, this theory seeks to maximize gains and lessen the
costs in the exchange relation. It follows the premise that humans
strive for a positive outcome, meaning to maximize benefits and
minimize costs when engaging in an exchange (Holthausen 2013).
However, previous research has failed to integrate the issue of “not
enough time” or “work or family commitments” into the notion of
cost (Ibid). The definition of cost is relative to the parties who make
the exchange, how they value the benefits and costs, the value or the
outcome and how they behave during the exchange (West & Turner,
2007, as cited by Holthausen, 2013). Searle (1990) even emphasized
it is important to understand that costs do not speak about financial
matters only; costs can be relatively equated to time and energy spent
in a relationship.

In this study it is important to consider the fundamental
precepts of SET where relationships are drawn over time out of
trust, loyalty and mutual commitments. Trust is a crucial element
in the psychological contract and the social exchange relationship
(Blau, 1964; Rousseau,1989; Popaitoon, 2011), wherein strong trust
in another encourages an individual to put in or devote more time
or other resources in a relationship and the other party involved to
contribute or invest in the exchange relationship for the reason that
the prospect of reciprocation is highly expected in due time.

Loyalty is the outcome of ‘supportive people management
practices’ in an organization where workers are grateful and
reciprocate the organization’s commitment to them by devoting their
work and time to the employer.
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Morgan & Hunt (1994) defines commitment as pertaining to
an ‘implicit or explicit pledge’ of relational connection that continues
to exist between and among exchange partners (Holthausen 2012).
These relationships are established by certain ‘rules’ of exchange
adopted through a series of interactions, which at the end form a norm
or the guiding principle in the exchange process.

This study adopts the SET as used in social psychology
(Cropanzano & Mitchell 2005), (Nammir et al., 2012; Schiele et al.,
2012), (Holthausen, 2013). Their concepts of assessing comparisons
and various alternatives are used to describe how the parties in an
exchange relationship, such as the embroiderer and shop owners,
weigh their benefits and costs in determining their relationship as
explained by Thibaut & Kelley (1959). These exchanges involve
antecedents considered in the framework such as rational behavior,
mutual benefits, costs and rewards and reciprocity. They suggest that
people engage in an exchange relationship and in a way negotiate
to attain their goals. The conceptual framework suggests that the
considerations between embroiderers and shop owners affect their
goal of continuing, improving or terminating interactions or the
relationship. Depending on the objective of the relationship, actors
might modify their resources to satisfy each other’s expectations

Blau (1964), who defined SET as a theory of ‘social interactions
and interpersonal relations’ is considered in this framework where
‘social exchange’ includes benefits, among others. The benefits derived
may not have ‘specific quantifiable’ value suggesting that social
patterns are constructed by social exchanges. The form of exchange
relation provides the considerations and apprehensions on whether
flexible work agreement will be considered. It revolves around the
dynamics of the SET where trust, loyalty and mutual commitments are
important resources in the exchange relationship. The basic premise
of the SET according to Blau (1964) and Lawler & Thye (1999) is that
two parties must provide each other a valued resource and that both
must view the exchange as equitable, (McGlendon, Klaas & Gainey
2002) whether tangible or intangible.

Rewards and Costs

Rewards are described as any benefit exchanged in personal
relationships. They may be material or symbolic, desirable and often
perceived as gratifying or rewarding to one or both parties in the
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relationship. Therefore, the reason for an exchange in the relationship
is ‘to maximize benefits and simultaneously minimize costs (Nammir
et al, 2012). These benefits result to favorable exchange that bring
about a positive outcome.

Foa and Foa (1974, 1980) as cited by Cropanzano & Mitchell
(2005) presented the two forms of outcomes or benefits as a result
of resources exchanged (costs and rewards) as economic and socio-
emotional. Economic benefits satisfy financial needs and represent
tangible or concrete rewards. Socio-economic, on the other hand,
refers to the social and esteem needs that are often ‘symbolic and
particularistic. These descriptions were considered in understanding
the outcomes of the costs and rewards derived by shop owners and
the embroiderers in Lumban.

According to elders and other known shop owners, they
consider both economic and socio-emotional factors affecting the
business when extending FWAs to embroiderers. It is generally
believed that maximizing rewards and minimizing costs relate to
economic considerations. However, this idea is not only exclusive to
the fiscal aspect of the business. Seattle (1990) suggests that costs
can be incurred through time and energy invested in a relationship.
According to Helm, Rolfes and Giinter (2006), the basic assumption
is that human beings strive for a positive outcome when considering
the rewards and costs of a relationship. The embroiderers, similarly,
consider maximizing rewards derived from shop owners. By and large,
the mutual interests that explain the behavior of both the embroiderers
and shop owners result in themes parallel to the behaviors discussed
in the SET.

Mutual benefits

The monetary compensation afforded to embroiderers are
minimal compared to normal daily wage in the region. While the
embroiderers’ current rate per hour only range from P15 to P30, they
consider other forms of benefits or rewards as equally important such
as their personal relationship with the shop owners. All embroiderers
interviewed in this study emphasized that the monetary compensation
is important but often, they put more value on the support and
kindness the shop owners extend to them at work. These, to them,
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are considered important rewards and are often more valued than
economic gains.

The embroiderers interviewed generally emphasized they
have not considered leaving their current ‘boss’ (referring to the
embroidery shop they have been working for in the last 10 years) in
exchange for a higher monetary compensation. One of them said “even
if we know of other embroiderers who are being paid higher compared
to what we get from our current boss, we still choose to stay because
of their kindness and understanding.” ‘Kindness and understanding’
pertains to flexibility of time extended to the embroiderers in their
work hours and being able to bring home work when pressed for time.

Another form of reward that emerged during the interview
pertained to the praise and acknowledgement they received for
excellent workmanship. Although these praises may mean relatively
little to some individuals, these are strong rewards for many
embroiderers. For example, some embroiderers said that hearing
their names mentioned by the clients who wore their work made them
feel important and rewarded. It was also mentioned that seeing their
embroidery pieces worn by varying clients, especially when these are
featured in magazines, newspapers and media, give them a sense of
fulfillment and pride. These to them are rewards they always share
and brag about verbally and in various social media. In fact, most
embroiderers asked if clothes worn by local celebrities in various
formal occasions as well as the formal embroidered Filipino attire
worn by politicians and their spouses during the State of the Nation
Address of the Philippine president in Congress looked familiar. They
are overwhelmed and elated when someone influential wears what
they have done and feel a great sense of pride. These pleasurable
emotions make them feel rewarded and highly motivated to work.
These socio-emotional outcomes send the message that a person is
valued and/or treated with dignity (Shore, Tetrick, & Barksdale, 2001),
(Cropanzano & Mitchell 2005).

The oldest living embroiderer in Lumban, at 89, and one of the
highly regarded female embroiderers started doing embroidery while
in grade school. She now owns an shop and has a pool of embroiderers
working for her. She said she takes care of her embroiderers because
she considers them essential and necessary to her shop. She even
extends them loans if necessary so that they don’t need to worry about
family expenses and can focus on their work instead. In addition, she
pays them higher if their embroidery work is exceptional. In the past,
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she provided meals and snacks since she recognizes their physical
needs and well-being specially during extended work hours. She also
said these privileges mean a lot to them, suggesting that she knew their
importance since she had been an embroiderer working for an employer
in her younger years. Further, as a Christian, she said she always wants
to do these to cultivate a sense of spirituality in the workplace. This,
she believes, provide a harmonious and caring work environment and
brings about positive attitudes among people in the workplace.

According to her, the costs incurred in providing her
embroiderers assistance are relatively negligible compared to what
she receives from them, implying the kind of work they do and their
attitude and cooperation. The embroiderers, in return, extend their
hours of work when required and they don’t mind staying late without
any extra pay when requested. In addition, her embroiderers said they
look forward to their daily bible sharing at the end of the day, even the
non-Christians because it provides them spiritual enlightenment and
moral discernment. The embroiderers considered these gestures as a
way of returning the benefits they received. Although there are costs to
the embroiderers such as giving up a few hours with their families for
extended work without pay, the benefits they get are perceived to be
greater. Tsui, Pearce, Porter and Tripoli (1997) as cited by Cropanzano
& Mitchell 2005 explained this typology as employer and employee
providing each other resources resembling mutual investment. Here,
the shop owner provides ‘particular resources but is awarded long-
term rewards’ and the embroiderers provide ‘symbolic resources’ in
return. These varying exchange resources explain how economic and
socio-emotional outcomes influence the mutual benefits, shared and
received, both by the shop owner and the embroiderers.

Reciprocity

The SET suggests there may be no guarantee for reciprocal
rewards after investing costs or money, since no contracts are made
(Gefen & Ridings 2002 as cited by Holthausen, 2013). Hence, the
purpose of an exchange is to maximize benefits and simultaneously
minimize costs (Nammir et al., 2012), which would lead to a positive
outcome. Cropanzano & Mitchell (2005) explained that “reciprocity or
repayment in kind is probably the best-known exchange rule.” This is
very much observed in the embroidery businesses in Lumban. There
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is no written contract similar to an employment contract that binds
the shop owners and embroiderers. The unique characteristics of the
arrangement between shop owners and the embroiderers explain
that the traditions of reciprocity may be defined and distinguished
based on three unconventional typologies as suggested by Cropanzano
& Mitchell (2005): “reciprocity as a transactional pattern of
interdependent exchanges; reciprocity as a folk belief; and reciprocity
as a moral norm.” Gouldner (1960) similarly outlined the nature of
reciprocity based on these principles.

Reciprocity as a transactional pattern of interdependent exchanges.

The exchange process entails ‘bidirectional transaction’ where
there is an existence of an action given and something returned.
As such, interdependence involves ‘mutual and complementary
arrangements’ (Molm 1994). Reciprocal interdependence emphasizes
fortuitous interpersonal exchange, wherein the action by one party
leads to a reaction by another party involved in the exchange process.
If a person supplies a benefit, the receiving party should respond
in kind (Gergen, 1969). In view of this, the “reciprocal exchange’”
is explained as one that does not comprise explicit bargaining as
suggested by Molm (2000, 2003) but is seen more on how one’s
action is determined by the other party’s behavior. As a result, Molm
(1994) suggested that this type of interdependence minimizes risk
and promotes cooperation.

One of the established shop owners in Lumban who started
the innovative design combining embroidery with hand painting has
been in the embroidery business for more than 20 years. She ventured
in embroidering other fabrics and materials to create unique items.
Although she is not an embroiderer, she understands the tricks of the
trade because of her exposure to the embroidery industry practices
and the processes involved in managing the business. For this, she
has been recognized as a successful entrepreneur and has established
connections both in the private and government sectors.

Her generosity is known to many embroiderers. She pays them
more than the on-going business rate and covers their social benefits
such as Pag-ibig and social security contributions. She established a
culture of open communication with her six embroiderers. She welcomes
their suggestions and ideas particularly in the design, execution and
creativity of an embroidered piece. In fact, embroiderers even share
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their grievances with her, whether personal or work related. This, she
believes, provides a meaningful workplace for her embroiderers. She
manages her embroiderers guided by the philosophy that when you
treat them well, they do the same in return. Hence, she maintains good
working relationships with them in terms of the kind of work they do
and adherence to delivery deadlines, which is considered very crucial
in the highly competitive embroidery business.

Other embroiderers shared their life stories and work
experiences with their ‘bosses,’ referring to other embroidery
shop owners. They often narrated similar experiences where they
were treated and provided well and how patterns of reciprocal
interdependence created a ‘self-reinforcing cycle’.

Reciprocity as a folk belief

Gouldner (1960) explained that reciprocity as a “folk belief”
entails ‘cultural expectation that people get what they deserve’. The
general belief of ‘universal justice’ or what normally is referred to as
‘karma, suggests that people are likely to lessen their hostile behaviors,
believing that ‘you get what you give’.

This description of reciprocity, as a folk belief, is likely
seen in the embroidery business in Lumban. Being a town rich in
religious beliefs and traditions and where the embroidery industry
was introduced by the Franciscan missionaries in the early 15%
century, reciprocity as a folk belief is deeply rooted in religion and
spirituality. The context within which reciprocity as a folk belief is
not only observed between the shop owners and the embroiderers
but also the between these parties and society as a whole. The shop
owners are often active in church activities as well as social events in
the town. They often give contributions and share other resources
with what they perceive will give ‘good returns’ or positive ‘karma’.
As an example, some shop owners give liturgical vestments, chasubles
and other embroidered fabrics to adorn church altars. Others give
embroidered clothes, objects and symbols that often used to dress
religious icons. The embroiderers, on the other hand, share their
time by doing volunteer work in similar church activities, specifically
religious celebrations, in the belief that they will enjoy abundance of
blessings both in their work and family.
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Reciprocity as a norm and individual orientation

Norms are often described as standards that reflect acceptable
behaviors. Often, a norm explains how one should behave and how others
should behave in return. However, not all individuals value reciprocity in
the same manner. There are others whose beliefs are strongly influenced
by religion, cultural practices and individual differences.

Social psychologists put forward the idea that individuals vary
in the degree they accept and support reciprocity as defined by their
exchange orientation. Exchange orientation as defined by Murstein
(1977) “refers to the tendency to believe that one’s relationship with
others should be governed by a principle of reciprocity such that favors
and gifts should be exchanged equally among parties involved in the
relationship.” Cropanzano (2005) explained that those classified as
‘high in an exchange orientation’ are concerned about their obligations
and are likely to value reciprocity. Those considered ‘low in exchange
orientation’ are unperturbed by their obligations and less concerned
about reciprocity.

In the earlier examples cited in this study, several
embroiderers mentioned their sensitivity particularly in the way they
are treated at work. It has been emphasized, quite vividly in this case
study, that economic benefits are perceived to be secondary to the
socio-emotional benefits received by the embroiderers. The values
associated in the exchange resources of both the shop owner and the
embroiderers suggests how and why they ‘ought’ to behave as such.
The ‘universal principle’ where they support each other and in return
expect to be reciprocated with the same consideration and benefits
are very evident. Several embroiderers shared their experiences where
their bosses showed them ‘acts of kindness’ which they reciprocated
with excellent embroidery work and organizational support and
commitment. It was observed that embroiderers who benefit positively
from their bosses reciprocate with positive behavior at work. Adams
(1965) explained that people involved in the exchange process make
calculations about the resources they give and receive from each other
and estimate its worth, whether ‘mutual or equitable’ (Mitchell, et al
2012). If there is a perception of imbalance, suggesting that ‘more
is given than received, the parties involved aim to maintain ‘equity
perceptions’. The quid pro quo description of the exchange process is
emphasized in terms of ‘balanced benefits and costs.
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However, there are also other shop owners who are not as
generous and giving to their embroiderers. In this case, individual
differences exist in the way reciprocity is observed. These shop owners
work on the philosophy that embroiderers are paid to work. Often, this
was observed in shops where embroiderers are also family members
and close relatives of the owner. The shop owners, often parents or
grandparents, implore family members - children, grandchildren,
nephews, nieces and close relatives, that they are expected to give
their fair share of resources for the benefit of their ‘own’ business.
Homans (1958) explained this valuing as the ‘economic exchange’ in
connection with distributive justice. Distributive justice is concerned
with the fair allocation of resources among diverse members of a
community (Maiese, 2013) (Burgess, 2013) or in this case, a family.
The idea of distributive justice is emphasized where the ‘benefits and
costs’ are shared among the members of the family.

There are also shop owners who involve and highly encourage
their embroiderers by soliciting ideas on the design, how to create
and execute them on fabric, the type of embroidery as well as the
appropriate materials needed to produce what is needed. They
collaborate and involve everyone and consider their inputs valuable in
achieving the perceived end result. These have been observed during
visits in some shops where it was evident that there were limitations
in the abilities and resources, both of the shop owners and the
embroiderers, in creating an end product. Thibault and Kelly (1959)
assert that social exchange relations are based on interdependent
interactions, wherein contributions are based on the level of
dependence on the other as compared to others. The shop owners,
knowing their limitations but having the economic resources, rely
heavily on the ideas, skills and abilities of their embroiderers to create
what is needed for their business. The embroiderers on the other hand,
know they need work provided by the shop owners and they have
the resources (referring to their embroidery skills) needed. “When
one party provides another with a valued and beneficial resource,
an obligation is generated to return a beneficial resource “(Mitchell,
et al, 2012), which result to beneficial and productive behaviors as
suggested by Blau (1964).
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Bounded rational behavior

The concept of bounded rationality has its roots in Herbert
A. Simon’s attempt to construct a more realistic theory of human
economic decision making (Gigerenzer and Selten 2002). H.A. Simon
(1916-2001), a Nobel Prize awardee for economics in 1978, laid the
groundwork in understanding bounded rational decision making
resulting to the evolution of “satisficing” - to “satisfy” and “suffice”.

The different parties involved in the exchange process are
rationally seeking to maximize profit. However, in reality, decisions
and choices are often ‘satisficing’ choices rather than maximizing
or optimizing’ (Simon, 1956). Often, choices and decisions are
influenced by past experiences including preconceived judgement and
stereotypes. Under these circumstances, the environment is defined
by the limited information or resources available, the limited ability
to process and evaluate choices and limited time available to make
optimum choice.

The embroiderers and shop owners rely heavily on each
other’s resources to survive. The embroiderers would often seek work
from shop owners they already know. Often, they stick to a ‘boss’ for
as long as they feel the resources they give are equally returned in the
exchange process. Aside from this, the embroiderers, being non-college
degree holders, do not have much job choices in town, preferring
only to work nearby to minimize costs for transportation and other
expenses. Similarly, these factors describe the type of environment as
suggested by Simon where humans are bound to aspire for something
they consider acceptable although not optimal.

In reality however, the embroiderers are the heart and soul
of the embroidery business in Lumban. Without their skillful hands
and creativity, the business of embroidery will not thrive. In many
industries, they may be defined the core of the business and therefore
must be taken care of and be paid commensurate to the output they
provide to remain in business. They can in fact demand for more
in terms of pay but they are contented with what they receive as
compensation for work rendered. This explains Simon’s idea of
bounded rationality: where embroiderers do not truly maximize
whatever gains they can attain because of their limitations. “Very
limited knowledge and cognitive limits” (Barros 2010) restrict the
embroiderers from choosing better alternatives.
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Balancing the demands of work and family responsibilities

Flexible work options were introduced largely to meet
employers’ needs for flexibility or to keep costs down, although they
may also meet employee needs and demands (Krausz et al., 2000 as
cited by Golden 2012). Some forms of flexible work schedules, such
as part-time work, compressed workweeks, annualized hours and
flexitime, have a long history of implementation (Golden 2012). In
Australia, the speedy expansion in part-time employment over the
past two decades have largely been compelled by organizations’ desire
to achieve numerical and functional flexibility (the business case for
flexibility) rather than a desire to assist employees balance work and
family responsibilities (the equal opportunities case for flexibility)
(Sheridan & Conway 2001). Aside from this, ‘balancing employers’
need for flexibility and workers’ security is a tough challenge’ (Serrano,
2014).

Part-time work is also often associated with a significant
reduction in work-life conflict. (Russel, et al. 2007). Generally, this
concept is widely explored in various researches and has been seen
to have a positive impact on the employee.

The shop owners and embroiderers agree that FWAs are
unwritten agreements and implemented in practical ways. In fact,
these arrangements are not known to them as ‘FWAs but simply as
work schedule or agreements (kasunduan) that are verbally concurred
by both parties.

Trust

Blau (1964) and Holmes (1981) note trust as an identifying
outcome of favorable social exchange (Compranzano & Mitchell
2005, p14). Trust is seemingly formed between shop owners and
embroiderers as a result of ‘devotion to work’ and commitment to ‘on
time’ delivery of work. One common response among embroiderers
explained that trust is extended by shop owners as a result of keenness
and love for work noticeable in the workmanship and quality of
embroidery. Aside from this, trust is ascertained by shop owners
in the embroiderers’ adherence to the time and date of delivery of
embroidered items. “Employer’s trust is apparent once love and
dedication for work is shown by the embroiderers. It is manifested
in the craftsmanship and qualities of embroidery work achieved” as
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mentioned by an embroiderer who started at a young age of 12 and
now in her mid-50s.

Among the embroiderers interviewed, one said that at 15, she
worked as full time embroiderer; another started doing embroidery at
12 where her earnings provided her family additional income. One said
she started doing embroidery work at 10, her earnings augmenting her
daily school expenses. Now in their 50’s, they explained that trust is the
result of payoffs and rewards that serve the needs of both shop owners
and the embroiderers. In this relationship, they seek to promote their
individual needs valuing commitment to the agreed time and date of
work delivery and in exchange, trust and proportionate compensation is
provided. Trust is not absolutely shown by the embroidery shop owners
as a result of long service of the embroiderer. Even if lack of time to
complete the embroidery work is apparent, the embroiderers’ assurance
to deliver work properly and on schedule results to reliance and at the
end trust is gained.

The trust relationship that exists between shop owners
and embroiderers is similarly based on reciprocation as considered
in the SET. “That is, each individual in the relationship will provide
each other benefits so long as the exchange is equitable and the units
of exchange are important to the respective parties” (Searle, n.d.).
The exchange relationship between shop owners and embroiderers
should benefit each other fairly; trust is considered important to
continue their work relationship.

Loyalty

The important and crucial consideration in choosing an
employer is the care and concern given to their wellbeing rather than
higher pay without regard to their welfare. This has been acknowledged
by embroiderers who have worked under several embroidery shop
owners over the years since they started working at a young age. This
ultimately influenced their intention to stay longer and remain loyal
to an employer. “When the employer is kind-hearted to her or his
embroiderers, we tend stay loyal and feel guilty to leave. We consider
staying loyal and longer if they treat us well and are lenient enough to
allow us to go home and adjust our work hours if needed.”

Social exchange relationships evolve when employers “take
care of employees,” which thereby engenders beneficial consequences
(Compranzano & Mitchell 2005). Researchers have also further
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delineated reciprocity norms (Eisenberger, Lynch, Aselage, & Rohdieck,
2004; Perugini & Gallucci, 2001; Uhl-Bien & Maslyn, 2003 as cited
by Compranzano & Mitchell 2005). They present that reciprocity
signifies ‘quid pro quo’ tendencies, whether positive or negative.
“A negative reciprocity orientation involves the tendency to return
negative treatment for negative treatment; a positive reciprocity
orientation involves the tendency to return positive treatment for
positive treatment.” This relationship is clearly manifested in the
embroidery business in Lumban. When shop owners extend positive
treatment to their embroiderers, it generates effective work behavior
and positive employee attitudes among embroiderers that in return
prompt personal obligation to stay loyal to the employer. On the other
hand, when negative treatment is shown, the tendency of moving to
another employer is to be expected.

Mutual commitments

For managers, the engagement of company workers can
always be improved, since workers are the greatest resource for
companies (Holthausen 2012). Saks (2006) stressed the importance
for managers to understand that ‘resources and benefits’ that are
considered necessary by employees will most likely create a sense of
commitment resulting to higher level of engagement. The SET explains
that “employees’ commitment to the organization is derived from their
perception of the employers’ commitment to and support of them”
(Whitener, 2001, as cited by Holthausen 2012).

Morgan & Hunt (1994) explained further that in order to attain
commitment, trust is an important factor. “This is because suspicion
breeds suspicion, meaning that mistrust increases when there is
mistrust at the beginning” (Holthausen 2012). This, subsequently
leads to a diminishing commitment in the relationship, hence no long-
term relationship is likely to happen. On the other hand, Wilson (1995)
stated that ‘cooperative actions and commitment to the relationship’
is expected to increase between partners (such as embroidery
shop owners and embroiderers) as they create a balanced ‘power-
dependency relationship’. This is where they both recognize their value
to each other, hence mutual commitment towards the relationship is
expected to increase.

Subsequently, a power-dependency relationship is critical
in the relationship between shop owners and embroiderers to stay
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committed. This relationship is similarly important in the SET as
partners who have power may “extract value-sharing concessions”
and control the other party in the relationship. The shop owners
clearly have the means and power (whether money or other material
resources) to control the embroiderers. However, the embroiderers
have the necessary skills essential to create exquisite workmanship
in their embroidered commodities that are important and vital in the
embroidery business. But it is important to note that the supply or
number of excellent embroiderers in Lumban is diminishing. This was,
in fact, a dilemma admitted by shop owners and embroiderers. If the
goods or services can only be served by one or only a few suppliers, a
dependency is emerging (Young-Ybarra & Wiersema, 1999 as cited by
Holthausen 2006). As such, the need to keep and maintain excellent
embroiderers in the embroidery business is vital. Thus, the ‘power-
dependency relationship’ between shop owners and embroiders tend
to make the most of each other and in the end stay committed in their
relationship. This yields positive outcomes for both parties which is
necessary to continue their survival.

As observed in the embroidery business in Lumban, the worth
given by both the embroidery shop owners and the embroiderers
to what are valuable resources that made them see that what they
contribute to their relationship is reasonable and fair (please clarify).
Blau (1964) and Lawler & Thye (1999) expressed that the fundamental
assertion in the SET is that both parties must afford one another an
important resource, whether ‘tangible or intangible, 'and that both
should perceive the exchange as reasonable and impartial. In addition,
“as commitment refers to an implicit or explicit pledge of relational
continuity between exchange partners” (Morgan & Hunt, 1994),
commitment is important to continue in the exchange relationship.

Conclusion

The increasing focus on work-life balance has brought about
a rise in various flexible work options (Hofacker, et al 2013). The
introduction of varying FWAs to satisfy the demands of work and
family responsibilities have gained notable considerations among
shop owners and embroiderers as well. The potential of FWAs, simply
defined as work schedule or agreements in the embroidery business
in Lumban, is seen as important in achieving balanced time spent at
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work and at home. This study further explained how work life balance
has important implications in the exchange relationship between shop
owners and the embroiderers in Lumban, Laguna.

Considerations such as rewards are perceived as any benefits
exchanged in personal relationships that may be material or symbolic
and desirable to both parties. Hence, the reason for an exchange in
the relationship is ‘to maximize benefits and simultaneously minimize
costs (Nammir et al.,, 2012). These benefits result in a favorable
exchange that brings about a positive outcome.

Costs, on the other hand, are “either punishments or forfeited
rewards that result from social exchanges”. In general, both the
embroiderers and shop owners are prompted to seek opportunities
where rewards are clearly visible. In the event that individuals perceive
the apparent lack of rewards, they would find means to evade costs.
By and large, these mutual interests that explain the behavior of
both the embroiderers and shop owners resulted in mutual benefits,
reciprocity and bounded rational behavior.

Mutual benefits emanated from the ‘kindness and
understanding’ extended by both shop owners and embroiderers.
Another form of reward that emerged during the interview among
embroiderers pertained to the praise and acknowledgements they
received for excellent workmanship in the embroidery work they have
done. These socio-emotional outcomes send the message that a person
is valued and/or is treated with dignity (Shore, Tetrick, & Barksdale,
2001) & (Cropanzano & Mitchell 2005). Although there are costs to the
embroiderers such as extending their work hours without additional
pay and giving up a few hours that could have been spent with their
families, the benefits they get are perceived to be greater. Tsui, Pearce,
Porter and Tripoli (1997) as cited by Cropanzano & Mitchell (2005)
explained the typology where ‘employer’ and ‘employee’ provide each
other resources resembling mutual investment: a shop owner provides
‘particular resources but is awarded long-term rewards’ and the
embroiderers provide ‘symbolic resources’ in return. These varying
exchange resources explain how economic and socio-emotional
outcomes influence the mutual benefits, shared and received, by both
shop owners and the embroiderers.

The SET suggests that there may be no guarantee for
reciprocal rewards after investing costs or money, since no contracts
are made. (Gefen & Ridings 2002 as cited by Holthausen, 2013).
However, Cropanzano & Mitchell (2005) explained that “reciprocity
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or repayment in kind is probably the best known exchange rule.” This
is very much observed in the embroidery businesses in Lumban. There
are no written contracts that bind shop owners and embroiderers
similar to an ‘employee-employer relationship.” The unique
characteristics of the arrangement that exists between shop owners
and the embroiderers explain that the traditions of reciprocity may be
defined and distinguished based on three unconventional typologies
as suggested by Cropanzano & Mitchell (2005) as: “reciprocity as a
transactional pattern of interdependent exchanges; reciprocity as a
folk belief; and reciprocity as a moral norm.”

Gouldner (1960) explained that reciprocity as a “folk belief”
entails ‘cultural expectation that people get what they deserve’. The
general belief of ‘universal justice’ and what normally is referred to as
‘karma’ suggests that people are likely to lessen their hostile behaviors,
believing that ‘you get what you give. This description of reciprocity,
as a folk belief is likely seen in the embroidery business in Lumban.
Being a town rich in religious beliefs and traditions and where the
embroidery industry was introduced by the Franciscan missionaries
in the early 15th century, reciprocity as a folk belief is deeply rooted
in religion and spirituality.

Trust is seemingly shaped between the embroidery shop
owners and embroiderers as a result of devotion to work and
commitment to on time delivery of work. Aside from this, trust is
ascertained by the shop owner from the embroiderer if they see
that adherence to time and date of delivery of embroidered items is
followed. The trust relationship that exists between shop owners and
embroiderers is similarly based on reciprocity as considered in the
SET. “That is, each individual in the relationship will provide benefits to
the other so long as the exchange is equitable and the units of exchange
are important to the respective parties” (Searle, n.d.).

Morgan & Hunt (1994) explained further that in order to attain
commitment, trust is an important factor. “This is because suspicion
breeds suspicion, meaning that mistrust increases when there is
mistrust at the beginning” (Holthausen 2012). This subsequently leads
to a diminishing commitment in the relationship, hence no long-term
relationship is likely to happen. On the other hand, Wilson (1995)
stated that ‘cooperative actions and commitment to the relationship’
is expected to increase between partners such as shop owners
and embroiderers as they create a balanced ‘power-dependency
relationship’. This is where they both recognize their value to each
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other, hence mutual commitment towards the relationship is expected
to increase.

References

Abulencia, Ma. Lourdes B. (2003). On Embroidery. Baro: Philippine Fabric
and Fashion. Mons Romulo-Tantoco (Ed). Manila, Philippines: Cabinet
Spouses Foundation.

Adams, J. Stacy. (1965) Inequity In Social Exchange. Advances in Experimental
Social Psychology, Volume 2, 1965.

Baetge, Carole & Horstman, Bob (2000). An evaluation of labour flexibility
initiatives in a medium sized public sector organization. Tokyo 2000
International Industrial Relations Association 12th World Congress.
Search for flexibility, fairness and prosperity: Alternative
employment policies in the twenty-first century.

Baral, Rupashree; Shiyganesh Bhargava. (2010). Work-family enrichment as
a mediator between organizational interventions for work life balance
and job outcomes. Journal of Managerial Psychology. Vol.25. No.3. 2010.
Emerald Group Publishing Ltd.

Barros, Gustavo. (2010). Herbert A. Simon and the concept of rationality:
boundaries and procedures. Revista de Economia Politica. Vol.30. No.3.
Sao Paulo July/Sept. 2010 issue. http://dx.dol.org/10.1590/S0101-
31572010000300006

Boushey, Heather, Layla Moughari, Sarah Sattelmeyer, and Margie Waller.
2008. Work-Life Policies for the Twenty-First Century Economy.
Washington, DC: The Mobility Agenda.

Boulin, J-Y,, Lallement, M., Messenger ].C. and F. Michon (eds.) (2006). Decent
working time: New trends, new issues. Geneva, ILO.

Blau, PM. (1964). Exchange and power in social life. New York: John Wiley.

Burgess, Robert L. (2013). Social Exchange in Developing Relationships.
Huston, Ted L. Burlington: Elsevier Science.

Butler, A.; Grzywacz, |.; Ettner, S. & Liu, B. (2009). Workplace flexibility, self-

reported health, and health care utilization. Work & Stress, Vol. 23, No.
1, pp. 45-59.

265



Philippine Journal of Labor and Industrial Relations, Volume 36 ¢ 2019

Colette, Fagan; Lyonette, Clare; Smith, Mark; & Saldana-Tejeda, Abril. (2011).
The influence of working time arrangements on work life integration
or ‘balance’: A review of the international evidence. ILO 2012, Geneva,
Switzerland.

Cropanzano, Russell.Mitchell Marie S. (2005). Social Exchange Theory:
An interdisciplinary review. Journal of Management, Vol. 31. No.
6. December 2005. Southern Management Association. Retrieved
November 5, 2014 from http://jom.sagepub.com

Cruz, Eric V. (1982). The terno: Its development and identity as the Filipino
women’s national costume. Quezon City: University of the Philippines
College of Home Economics.

Danielson, Brenda. Et al. Flexible work arrangements: A document prepared
by a sub-committee of Women in Engineering Advisory Commission
(WEAC) for the Association of Professional Engineer and Geoscientist
of the Province of Manitoba, Canada. Retrived July 1, 2013 from www.
apegm.mb.ca/pdf/ flexwork2.pdf

De la Torre, Visitacion. (1986). The barong Tagalog: The Philippine national
wear. Manila: A.Bautista Press

Department of Labor and Employment (DOLE). 2009. Department Advisory
No.2, Series of 2009. Guidelines on the Adoption of Flexible Work
Arrangements. DOLE, Intramuros, Manila.

Dissanayaka, NMNP. Ali, Hussain. Impact of work-life balance on employees
performance: An empirical study on seven apparel organization
in Sri Lanka. Retrieved November 8, 2014 from http://www.seu.
ac.lk/researchandpublications/symposium/international/2013/
Management/Impact.pdf

Eichler, M. & A. Matthews (2004). What is work? Canadian Sociology and
Anthropology Association, Winnipeg.

Fagan, Colette. Clare Lyonette. Mark Smith. Abril Saldafia-Tejada (2012). The
influence of working time arrangements on work-life integration or
‘balance’: A review of the international evidence. Tripartite Meeting
of Experts on Working Time Arrangements(17-21 October 2011). ILO
Geneva, Switzerland.

Foa, U. G, & Foa, E. B. (1974). Societal structures of the mind. Springfield, IL:
Charles C Thomas.

266



Legaspi: Flexible Work and Work Life Balance in the Embroidery Business

Foa, U. G., & Foa, E. B. (1980). Resource theory: Interpersonal behavior as
exchange. In K. ]. Gergen & M. S. Greenberg & R. H. Willis (Eds.), Social
exchange: Advances in theory and research. New York: Plenum.

Gergen, K. J. 1969. The psychology of behavioral exchange. Reading, MA:
Addison-Wesley.

Gefen, David, & Ridings, Catherine M. (2002). Implementation team
responsiveness and user evaluation of customer relationship
management: A quasi-experimental design study of social exchange
theory. Journal of Management Information Systems, 19(1), 47-70.

Gigerenzer, Gerd & Selten, Reinhard. (2001). Bounded rationality, The
adaptive toolbox. Cambridge, Ma; The MIT Press.

Golden, Lonnie. (2012). The effects of working time on productivity and
firm performance: A research synthesis paper. Conditions of Work and
Employment Series No. 33. Geneva, Switzerland: ILO Publications

Gouldner, A. W. 1960. The norm of reciprocity: A preliminary statement.
American Sociological Review.

Grzywacz, J.G.; Casey, P.R.; & Jones, F.A. (2007). The effects of workplace
flexibility on health behaviors: A cross-sectional and longitudinal
analysis. Journal of Occupational and Environmental Medicine, Vol. 49,
No. 12, pp. 1302-13009.

Grzywacz, ].G.; Carlson, D.; & Shulkin, S. (2008). Schedule flexibility and
stress: Linking formal flexible arrangements and perceived flexibility
to employee health. Community, Work & Family, Vol. 11, No. 2, pp. 199-
214.

Halpern, D.F. (2005). How time-flexible work policies can reduce stress,
improve health, and save money. Stress and Health, Vol. 21, pp. 157-
168.

Helm, S., Rolfes, L., & Giinter, B. (2006). Suppliers’ willingness to end
unprofitable customer relationships: An exploratory investigation
in the German mechanical engineering sector. European Journal of
Marketing, 40 (3-4), 366-383.

Hill, E.J.; Carroll, S.J.; Jones, B.L.; Buswell, L.A.; Fackrell, T.A.; & Galovan A.M.

(2011). “Temporal Workplace Flexibility and Associated Work-Life
Outcomes for Professionals” in S. Kaiser, M. Ringlstetter, D.R. Eikhof, M.

267



Philippine Journal of Labor and Industrial Relations, Volume 36 ¢ 2019

Pina e Cunha (eds): Creating Balance? International Perspectives on the
Work-Life Integration of Professionals, PP 209-223. Berlin/Heidelberg:
Springer.

Hofacker, Dirk.; Konig, Stefanie. (2013). Flexibility & work life conflict in times
of crisis: A gender perspective. International Journal of Sociology and
Social Policy. Vol.33. No. 9/10. Emerald Group Publishing Ltd.

Holthausen, Jannick. (2012). Scientific review of the Social Exchange Theory
and its contribution to solving purchasers’ decision making issues.
Retrieved November 20, 2014 from http://www.utwente.nl/mb/ba/
education/ba-thesis-2013/sm/holthausen.pdf.

Homans, George C. (1958). Social Behavior as Exchange. American Journal of
Sociology, 63, no. 6, 597-606.

Humphreys, Peter; Fleming, Sile; & O’Donnell, Orla (2012). Flexible and
innovative working arrangements in the Irish public service. Institute
of Pubic Administration. Retrieved October 1, 2013 from http://www.
ipa.ie/pdf/cpmr/reports/CPMR RR3 Flexible and Innovative Working
Arrangements in the Irish PublicService.pdf

International Labor Organization (ILO) 2011. 312th Session, Geneva,
November 2011. Policy Development Section. Employment and Social
Protection Segment

Iso-Ahola, Seppo E. Ellen Weissinger (1990). Perceptions of Boredon in
Leisure: Conceptualization, Reliability and Validity of the Leisure
Boredom Scale. journal of Leisure Research, Vol.22 No.1 pp.1-17.
National Recreation and Park Association, University of Maryland,
USA,1990.

Jang, S.J. (2009). The Relationships of Flexible Work Schedules, Workplace
Support, Supervisory Support, Work-life Balance, and the Well-being
of Working Parents. Journal of Social Service Research, Vol. 35, No. 2,
pp- 93-104.

Kawulich, Barbara (2005). Participant observation as a data collection method.
Forum qualitative social research. Vol. 6. No.2. Retrieved November 20,
2014 from http://connection.ebscohost.com/c/articles/17713348/
participant-observation-as-data-collection-method

Lambert, Vickie A. & Lambert Clinton E. (2012). Qualitative descriptive
Research: An acceptable design. Pacific Rim International Journal of

268



Legaspi: Flexible Work and Work Life Balance in the Embroidery Business

Nursing Research. Vol. 16 No. 4. Retrieved November 8, 2014 from
http://connection.ebscohost.com/c/editorials/ 84669663 /editorial-
qualitative-descriptive-research-acceptable-design

Lawler, Edward J. & Thye, Shane R. (1999). Bringing Emotions into Social
Exchange Theory. Cornell University ILR School. Digital Commons@ILR

Maiese, Michelle (2013). Distributive Justice. Beyond Intractability. Eds. Guy
Burgess and Heidi Burgess. University of Colorado, Boulder:Conflict
Information Consortium.

McGlendon, ].; Klaas H.S. & Glainey, TW. (2002). Human resource management
in virtual organization. A volume in research in human resource
management. Robert Henneman and David Greenberger (eds.)
USA:Information Age Publishing Inc.

Messenger, J.C. (ed.)(2004): Working time and workers’ preferences in
industrialized countries (London, Routledge). Abingdon/New York,
Routledge/ILO.

Mitchell, P, Wynia, M., Golden,R., McNeillis, B., Okun,S., Webb, C., (2012). Core
principles & values of effective team-based health care. Retrieved from:
http://www /iom.edu/tbc.

Molm, L.D. (1994). Dependence and risk: transforming the structure of social
exchange. Psychology Quarterly. Vol. 57, No. 3, pp. 163-176. Special
Issue: Conceptualizing Structure in Social Psychology

Molm, L. D., Takahashi, N., & Peterson, G. (2000). Risk and trust in social
exchange: An experimental test of a classical proposition. American
Journal of Sociology, 105(5), 1396-1427.

Molm, L.D. (2003). Theoretical Comparison of Forms of Exchange. Sociological
Theory, 21(1),1-17.d0i:10.1111/1467-9558.00171

Morgan, Robert M, & Hunt, Shelby D. (1994). The Commitment-Trust Theory
of Relationship Marketing. Journal of Marketing, 58, 20-38.

Murstein, B. I., Cerreto, M., & MacDonald, M. G. 1977. A theory and
investigation of the effect of exchange-orientation on marriage and
friendship. Journal of Marriage and the Family, 39: 543-548.

Nammir, Darman Sulaiman Sadiq, Marane, Bayar Mohamed Rasheed,

& Ali, Aree Mohammed. (2012). Determine the Role of Customer

269



Philippine Journal of Labor and Industrial Relations, Volume 36 ¢ 2019

Engagement on Relationship Quality and Relationship Performance.
European Journal of Business and Management, Vol 4, No.11. ISSN
2222-1905 (Paper) ISSN 2222-2839.

Popaitoon, Patchara. (2011). HR performance linkages through the lens of SET.
Phd Thesis Dissertation. University of Bath. June 2011

Rubery, J. (2005), ‘The shaping of work and working time in the service
sector: a segmentation approach’, in Bosch, G. and Lehndorff, S. (eds),
Working in the Service Sector: A Tale from Different Worlds. (London:
Routledge)

Rodriguez, Ma. Corazon P. & Legaspi, Giovanni Francis. (2015). Student
encounters with Philippine embroidery in a tourism destination: The
case of Lumban, Laguna. Social Science Diliman, Vol.11, No 1, 2015.
University of the Philippines

Rousseau, Denise. (1989). Psychological and Implied Contracts in
Organisations. Employee Responsibilities and Rights Journal, 2.121-139.
10.1007/BF01384942.

Russell, Helen; O’Connell, Philip J.; McGinnity, Frances (2007) : The impact of
flexible working arrangements on work-life conflict and work pressure
in Ireland, Working Paper, The Economic and Social Research Institute
(ESRI), Dublin, No. 189. The Open Access Publication Server of the ZBW
- Leibniz Information Centre for Economics. Retrieved March 1, 2014
from www.econstor.eu

Saks, A.M. (2006), Antecedent and consequences of employee engagement.
Journal of Managerial Psychology, 21 (7), 600-619.

Schiele, H., Calvi, R., & Gibbert, M. (2012). Customer attractiveness, supplier
satisfaction and preferred customer status: introduction, definitions

and an overarching framework. Industrial marketing management,
41(8),1178-1185. https://doi.org/10.1016/j.indmarman.2012.10.002

Searle, Mark S. (1990) Social Exchange Theory as a Framework for
Understanding Ceasing Participation in Organized Leisure Activities,
Editor: Bryan ]J. A. Smale, Ontario Research Council on Leisure.
Proceedings, Sixth Canadian Congress on Leisure Research, May 9-12,
1990. University of Waterloo

Serrano, Melissa R. 2014. From standard to non-standard employment: The
changing patterns of work. Between Flexibility and Security. The rise

270



Legaspi: Flexible Work and Work Life Balance in the Embroidery Business

of non-standard employment in selected ASEAN countries. ASEAN
Services Employees Trade Unions Council (ASETUC). JL. Ciujung No.4,
Jakarta Pusat 10150, Indonesia. ISBN 978602-14814-2-4

Sheridan, Alison. Lou Conway, (2001) “Workplace flexibility: reconciling the
needs of employers and employees”, Women in Management Review,
Vol. 16 Iss: 1, pp.5 - 11

Shore, L. M., Tetrick, L. E., & Barksdale, K. 2001. Social and economic
exchanges as mediators of commitment and performance. Unpublished
manuscript.

Simon, H. A. (1956). Rational choice and the structure of the environment.
Psychological Review, 63(2), 129-138. https://doi.org/10.1037/
h0042769

Thibaut, John W. Harold H. Kelley (1959). The Social Psychology of Groups.
New York: John Wiley & Sons, Inc.

Thorndike, Edward L. 1932. The Fundamentals of Learning. New York:
Teachers College, Columbia University, USA.

Whitener, E. M. (2001). Do “high commitment” human resource practices
affect employee commitment?: A cross-level analysis using hierarchical
linear modeling. Journal of Management, 27(5), 515-535. doi:
org/10.1016/S0149-2063(01)00106-4

Wilson, D. (1995). An Integrated Model of Buyer-Seller Relationships. Journal
of the Academy of Marketing Science, 23(4), 335-345.

Workplace Flexibility in the 21st Century. Meeting the needs of the changing
workforce. A survey report by the Society for Human Resource
Management (SHRM). Retrieved March 8, 2014 from file https://www.
shrm.org/Research/SurveyFindings/Articles/ Documents/09-0464_
Workplace_Flexibility_Survey_Report_inside_FINALonline.pdf.

Young-Ybarra, Candace & Margarethe Wiersema. (1999). Strategic flexibility
in information technology alliances: The influence of transaction cost
economics and social exchange theory. Organization Science - ORGAN
SCI. 10.439-

271



