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Abstract

The present study replicates St-Vincent et al., in 2011 experience sampling study of the work activity regulation model
and addresses health crisis issue, which replicates the original study’s findings. Results suggest that social times is
regulated within each Tunisian manager. Individuals’ or collective optimal social regulation state changed from public
and organizational policies, but results did not support the original study’s claim regarding social satiation. Similarly,
the study showed a significant number of events involved a risk to their occupational health and safety. However, the
thematic analysis reveals disparities in the distribution of risk events for the manager as well as the type of risks to
which he is exposed during the COVID-19 period. So, there are a significant number of managers who were confronted
with a risk to their health more than times when unforeseen events occur. These events experienced by Tunisian
managers during the COVID-19 period can be stressful. In fact, in order to withstand the stress inherent in each of the
life spheres, some people want to maintain a permeable border between work and non-work to avoid overflows from
one to the other.
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1. Introduction

The social times articulation, by its complexity, has different facets and contradictions. This articulation gives rise to
regulatory behaviors in the actors that make it possible to reduce these overlaps and overcome these interferences.
These modes of regulation or adaptation may relate to public and organizational policies aimed at reducing the frictions
resulting from interference between spheres of life. They can also relate to the initiatives taken by individuals, couples
or families with a view to achieving the balance between professional and family demands. Analysis of all of our
interviews indicates that regulation between spheres of life during the COVID-19 period can be accomplished through
a combination of several factors. Such as the enrichment felt and a positive relationship to the profession, family and /
or organizational support. The executives questioned thus state that they use various measures for a better articulation
between work and non-work. These measures may be related to their professional or private life. This research also
allowed us to put into perspective the relationships between the spheres of life and to question the pre-existing
simplistic relationships. Thus, we were able to identify the different interactions that may exist between spheres of life,
such as conflict, enrichment, overflow and their reciprocal consequences during the COVID-19 period. It thus emerges
that each of the theories used in the literature does not make it possible to express, independently of the others, all the
relationships that may exist between work and non-work. We have thus shown that the theory of role conflicts
(Greenhaus & Beutell, 1985), the theory of enrichment (Greenhaus & Powell, 2006), the theory of borders
(Campbell-Clark, 2000) and those of systems (Curie & Hajjar, 1987) are not contradictory but can coexist and
complement each other to better express the experiences and perceptions of managers of the different interactions
between work and non-work.

The present study will examine the modes of articulation between spheres of life among Tunisian managers during the
COVID-19 period. This model will be centered on the active person (proposed by Vézina in 2001 and adapted by
St-Vincent et al. in 2011). Although many modes of regulation will be studied, they focus more on the following
themes: Enrichment, spousal and family support, informal arrangements, flexible working hours, leave and career
interruption.

Published by Sciedu Press 14 ISSN 1927-6001  E-ISSN 1927-601X



http://bmr.sciedupress.com Business and Management Research Vol. 9, No. 3; 2020

2. Conceptual Framework

The conceptual framework used in this research, as well as in the action research above, is centered on the active
person (proposed by Vézina in 2001 and adapted by St-Vincent et al. in 2011).

In this model, the articulation between spheres of life is considered to be the result of a balance between the
professional sphere and the personal sphere to cope with it, linked to insufficient time for regulation (Maxime et al.,
2019).

According to this theory, the social activity of manager in a situation is influenced by individual and environmental
factors, known as the determinants of the activity. In addition, the manager’s work activity will have consequences on
his state of health, safety and ability to meet production requirements during the COVID-19 period. Thus, the activity
work, characterized by the implementation of different strategies, is a response to determinants of work and will result
in the balance between spheres of life. According to this conceptual framework, the occurrence of an unforeseen event
linked to the crisis health is considered according to the determinants of the work in question, the strategies deployed to
cope (regulation of social times) and consequences for health and productivity resulting from it (see Figure 1)
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Figure 1. Regulation of social times model during the COVID-19 period

Inspired by the work activity regulation model (St-Vincent et al., 2011)
3. Methodology

The empirical research requires the selection of the organizations in which the data will be collected during the
COVID-19 period. The composition of the sample influences the internal and external validity of the study (Royer &
Zalowski, 2003). This section presents the sample constitution process with regard to the research objectives. The
choice of companies and respondents was made under at least three constraints: problematic, variety, and accessibility
(Demers, 2003; Miles & Huberman, 2003; P1¢, 2006). We paid particular attention to the diversification of our sample
by increasing the number of companies and sectors of activity studied. The desire to involve several organizations is
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justified by the necessary consideration of different organizational context and values. “The idea here is not to have
statistical representativeness and a complete sample. The idea is to have sufficiently explored the variety of situations.”
(Romelaer, 2005, p. 106).

The sample of a qualitative study cannot be statistically representative of the population but must ensure at least a good
diversity (Andréani & Conchon, 2005). In order to take into account a diversity of individual characteristics and
organizational behaviors, several executives per organization were interviewed. Large samples create practical
difficulties, in terms of time and cost (Royer & Zarlowski, 2003). It is then a question of finding a compromise between
the temporal and material constraints and the constraints linked to the validity of the research. The heart of the problem
is thus “to minimize the size of the sample under constraint of obtaining a satisfactory confidence of the results”
(Lepers, 2003, p.178). Our wish is to succeed in constituting a sufficient sample to significantly demonstrate the
phenomenon studied.

To constitute our sample, we used the “reasoned choice” method (Thietart et al., 2003, Evrard et al., 2000). This
non-random method, also called empirical method (Evrard et al., 2000) seeks to constitute a sample from typical
elements of the population. This method is essentially based on the judgment of the researcher, they are distinguished
from probabilistic methods, where one seeks to eliminate his subjectivity (Royer & Zarlowski, 2003). Unlike random
methods, reasoned choice methods do not require any particular representative selection procedure or sampling frame
(Royer & Zarlowski, 2003). This sample selection method is consistent with the objective of our research which does
not claim the representativeness of the sample in relation to the theoretical universe of reference.

Finally, we tried to compose a sample of 40 managers working in various sectors of activity. Likewise, for this sample
to encompass a sufficiently large panel of professions, we systematically sought to interview production executives
and support function executives. The selection of companies and executives was therefore essentially based on these
two criteria.

Interviews were thus carried out with 40 managers belonging to 6 companies located in greater Tunis in 3 distinct
activity sectors. Namely, the information and communication technologies sector, the service sector, and the banking
sector. The choice of these three sectors of activity was not arbitrary, but it was motivated by the high level of
supervision they experience (CRES, 2012).

4. Results

The following part presents the results from a thematic analysis of this qualitative study during the period of
COVID-19. The findings are divided into three sections:

e The first section is devoted to the study of enrichment as a regulator of the articulation between spheres of life.

e The second section is devoted to the study of provisions relating to the sphere of non-work.

e The third section is devoted to the study of provisions relating to the sphere of work.

4.1 Enrichment as a Regulator of the Articulation Between Spheres of Life

Our interviews reveal that the enrichment felt by one of the spheres could play the role of regulator to protect
individuals from the negative consequences of work-outside work interference during the period of COVID-19: it is a
source of regulation between spheres of life. Indeed, ambition, development prospects, psychological and physical
resources, and material resources obtained in one of its roles could be used and applied to improve performance in the
other role, and vice versa. In addition, the resources provided by one of the roles could produce positive emotions in the
other role, especially when this supporting role is central to the identity of the individual (Ashforth et al., 2000;
Rothbard, 2001) .

“I have two children. They seem happy, I am fulfilled. . . It’s true that when I come home from work, I have another life
that begins: taking care of the children, preparing dinner, doing homework, ..., but it gives me more energy, including
for work , that she does not take me”.

(Woman, 43, Operation & developpement Manager, MIB)

The words of our interviewee underline the fact that a family bond can support the individual and create a useful energy
to achieve performance in the professional sphere.

“I work with passion, when I accomplish a goal, when I come home at night I am so happy.”
(Male, 44, Senior Consultant, FMT)
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This example illustrates the fact that a positive relationship to the profession and a strong professional commitment can
play the role of an adjunct to the reconciliation between spheres of life. In other words, investment in the private sphere,
especially in the family, is not necessarily synonymous with disengagement from the professional sphere, but can on
the contrary be a source of enrichment (Alis & Dumas, 2010, p.77) .

This enrichment felt by the fulfillment of a role is consistent with the words of Khanche and Kahla (2018) Ben
Hassine (2007) and Elamdouni (2006) who evoke that the fulfillment and pride provided by work allow fulfillment and
satisfaction not only professional but also personal. In this situation, engagement in non-work activities does not
reduce involvement at work, but on the contrary promotes it (Alis & Dumas, 2010, p.80). Likewise, recognition of the
work accomplished can also modify the perception of individuals about their working time and their commitment to it.
This recognition allows them to better tolerate the large volumes of work and the difficulties in reconciling the spheres
of life. This brings us back to the theory of enrichment, which postulates that participation in certain roles generates
resources (performance or affect) which can be used in other roles (Lourel & St-Onge, 2012). In this case, gratification
and satisfaction replace conflict and stress (Martin-Canizares, 2009). Involvement in the role of work generates the
reinforcement of self-esteem and new experiences and skills that promote performance at work since professional roles
are better valued socially than family roles (Grzywacz & Mark, 2000) . Thus, a better balance between work and
non-work is an important lever for improving quality of life and commitment to work (Alis & Dumas, 2010, p.87) .
This proven enrichment is an essential means for a better articulation between the professional sphere and the private
sphere.

4.2 Provisions Relating to the Sphere of Non-Work

The interviews highlighted the extent to which the out-of-work situation could influence the perception of balance
between work and out-of-work such as physical and psychological support from the spouse and also the support from
other family members. In fact, the support of the spouse, or of another member of the family, in particular the parents,
tends to reduce the burden of responsibilities outside work and can minimize the perceived role conflict during the
COVID-19 period.

4.2.1 Spouse Support and Role Sharing

Research shows that spousal support is negatively correlated with work-off-work conflict for both women and men

(Wiersma et al., 1991). It also allows and reduces the level of professional stress in men (Bures et al., 1996 cited by

Challiol-Jeanblanc, 2006 ). For our respondents, the support of the spouse and the sharing of roles are considered to be

one of the main sources of adjustment of the articulations between areas of life. According to Challiol-Jeanblanc (2006)
support between spouses can be emotional (such as the demonstration of friendship, intimacy, attachment, listening,

etc.) and / or instrumental (concrete actions, such as rendering service, giving information, giving advice, etc.). This is

an essential element which contributes to reducing the difficulties in reconciling work and non-work. This is all the

more relevant for dual career families. Indeed in this case, the two spouses are confronted with the scarcity of the time

resource and consequently with a possible conflict between work and outside work.

Indeed, our respondents believe that the sharing of tasks and roles in the couple allows better living the articulations
between areas of life and it is likely to reduce the perceived conflict between work and non-work.

“With my wife, we have a well-defined schedule, each with clear tasks in our daily life. This is what helps us to have a
certain balance”.

(Male, 44, Senior Consultant, FMT)

The sharing of responsibilities, domestic tasks and taking care of children represents a form of support between
spouses. This is likely to make possible a more harmonious and balanced work-non-work relationship. An emotional
support between spouses may prevent the emergence of conflicts between the professional sphere and the family
sphere. In fact, this emotional support is likely to reduce perceived stress and conflict by allowing individuals to feel
that their difficulties are understood, accepted and even shared by others, in particular the spouse.

4.2.2 Support from Parents and In-Laws

The family and in-laws are a source of support for salaried parents. They mainly intervene in childcare and domestic
work, which frees up time for parents. Our interviewees, and in particular those with young children, believe that

2

without the support of their parents and / or their parents-in-law, they would not have been able to “hold on”.
“My mother and my mother-in-law help me a lot, both physically and psychologically”.
(Female, 32, Head of Management Control Division, ANCE)
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It is mainly mothers and mothers-in-law who represent an irreplaceable support for working parents. They are called
upon to look after the children or more occasionally when a child is ill and it is impossible to leave work. They can also
be used to allow parents time for leisure or other entrepreneurial activities. Child care is the main form of support
provided by mothers and mothers-in-law. Parents and parents-in-law can also intervene to look after the children
during school holidays, a period when many employees consider it difficult since it is impossible to leave the children
alone at home. Child care is therefore the task for which the support of parents and step-parents is most frequently
requested. The executives interviewed calling on their parents to help them with activities in the family sphere,
emphasized the importance of this support in the organization of their family life. This support clearly contributes to a
better reconciliation between the professional sphere and the private sphere.

“Fortunately my mother helped me a lot ; without it, I think my children would be lost”.
(Female, 34, Chief financial officer, MIB)
4.2.3 Services as a Source of Support

The burden of domestic and parental tasks makes the work-life balance even more difficult during the period of
COVID-19, mainly for women on whom the main burden of these burdens rests. Calling on outside help, especially
household help, is a coveted solution because it frees up “family time” . It is one of the means used to limit the extent of
family responsibilities and reduce the constraints linked to reconciliation between the private and professional spheres.
We also note that executives use childcare services (such as créche, kindergarten or other informal childcare services).
For parents with preschool-aged children, calling on these childcare facilities is an essential means of being able to
maintain their activity, especially for mothers.

4.3 Provisions Relating to the Sphere of Work

The provisions relating to the sphere of work are the adjustments and arrangements in the professional sphere which
make it possible to take charge of the dimension of the sphere of non-work without disrupting professional life. They
also relate to public and organizational policies aimed at reducing the friction resulting from interference between the
professional and private spheres during the period of COVID-19.

4.3.1 Individual Regulation: Informal Arrangements

Our interviews revealed that the work-non-work relationship is not necessarily facilitated by identifiable and
institutionalized organizational practices. In fact, flexible working hours and teleworking have not yet entered Tunisian
companies. Face-to-face work is still the only accepted way of working. To remedy this institutional rigidity, managers
are led to use informal scheduling practices, such as being absent for a few hours to resolve a problem or in the event of
an emergency . But this remains subject to the will of the hierarchical superior. These informal arrangements are
generally used as needed when the employee expresses an individual request to their immediate supervisor. They are
treated individually on a “case by case” basis during the period of COVID-19.

“I have a work in progress, I have to leave my office several times a day, to supervise the progress of the work. This
does not pose a problem as long as it does not block the service”.

(Male, 37, accounting manager, ATB)

Late arrival is also a usual practice among Tunisian executives. This phenomenon generally increases for women with
the arrival of the first child. For whom, it is a COVID-19 period that corresponds to learning the role of mother added
to that the pressure of the family and professional sphere.

In talking to some of the interviewees, they said that they arrive late because of the dependent children they are
required to accompany to school. This is combined with the remoteness of the home from the workplace and the traffic
jams encountered during rush hour. The executives interviewed estimate that they lose in less 2 hours every day in
transport. This is in addition to the fact that the companies in which we conducted our interviews are located in the
greater Tunis which is characterized by the dispersion of activities and services with in addition a congestion of car
traffic and a deficiency of the public transport system.

“All these trips are stressful and consume time and energy!”.
(Male, 39, Head of the Personnel and Training Department, ANCE)

Late arrivals and absences remain a common practice among Tunisian executives. The installation of a biometric
clocking system, and the monitoring by surveillance camera have not really affected the delays which continue to be
tolerated as long as they remain within reason. But in private sector companies where the control system is more
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stringent than in public companies, employees tend to be absent less and if this happens, they have to justify
themselves.

4.3.2 Logistical Support From the Employer

Several studies have shown that supervisor support can play a moderating role in work-off-work conflict (Ju et al.,
2015). But Tunisian companies have not yet internalized, as is the case at the international level, the importance of
employer support and more particularly the “ pro-family measures “ which aim to facilitate employees reconciliation
between work and non-work. Tunisian leaders still have great difficulty in integrating the issue of the articulation
between work and life outside of work into their priorities and have strong reservations about precautionary measures
such as teleworking or the reorganization of working hours during the period of COVID-19.

We therefore did not find in the companies in which we carried out our survey any provisions facilitating
work-non-work reconciliation (such as daycare, créche, teleworking, etc.) with regard to what is happening in the
United States or in Europe. With the exception of a bus set up by the company, in particular the ANCE and TT
companies, to save their employees’ time by dropping them off in the morning at their workplace and bringing them
home at night. We also note that some companies (4 out of 6 of the companies in our sample) grant their head of
structures company cars to facilitate their travel. These provisions are a potentially effective means of reducing the
impact of working time on the employee by allowing him to reduce travel time during the period of COVID-19, which
is likely to increase the degree of employee satisfaction.

4.3.3 Collective Regulation: Towards Greater Scheduling Flexibility

A new legal measure proclaimed in 2020 grants civil servants with special conditions (dependent children, disabled
children) a time flexibility during the period of COVID-19. This new measure is likely to formalize an already
common practice (that of arriving late to be able to drop off children at school). This new measure gives employees a
greater margin of freedom, particularly at the start of the day in return for compensation at the end of the day. As
evidenced by one of the executives interviewed:

I can’t be at 8 am at the same time in front of my daughter’s school and at the office !
(Male, 44, Senior Consultant, FMT)

Despite the fact that in Tunisia there are not really family-friendly measures taken by the government or companies to
support work-non-work balance. The proclamation of this new law, despite the fact that it does not change much on a
daily basis, shows that there is beginning to be a real awareness of the importance of the question of the link between
work and non-work (Lakhoua & Kahla, 2013).

4.3 .4 Part-Time Work

Switching to a reduced working time during the period of COVID-19 could be a favorable solution for a better
articulation between the spheres of life. As one of our respondents testifies:

“In my opinion, the problem essentially stems from the work schedule. The ideal is to work a single session until 3 p.m.
In this way the reconciliation between family and work will be easier”.

(Woman, 46 years old, division head of investments and subsidiaries, ATB)

But to our surprise, of the 23 women questioned, 9 of them meet the necessary criteria to benefit from part-time work
with two-thirds of the salary (law of July 2006). But none of them used this device. This practice is considered to be
penalizing for the professional career and in divergence with the expectations concerning career progression. The
financial motive also appears to be a determining reason for the refusal of such a solution. But it should also be noted
that the existence of alternative solutions, such as informal arrangements, may explain the brake on the choice of the
part-time work formula.

4.3.5 The Holidays

Taking rest leave , sick leave, or exceptional leave remains a solution used by executives who wish to deal with the
demands of private life. Some executives say that they have to take time off during their children’s exam period so that
they can help them revise well. Others do it when one of their children is sick as evidenced by this excerpt:

“I have to stay with my son because he has health concerns, I have to apply for exceptional leave to take care of my son,
I am the only one who can do it, I cannot do trust another person to take care of him”.

(Female, 33, senior engineer, ANCE)
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4.3.6 Career Break

The career break causes a loss for the company with the departure of its knowledge capital. In addition, this departure
can have a negative impact on the employees who remain since they will find themselves with an overload of work
causing more difficulties to balance between work and non-work.

Interviews revealed that women often tend to refuse professional responsibilities because of their family obligations.
They may also have to interrupt their professional career especially when their children are young, as evidenced by
these various testimonies:

“I am exhausted, my family moved to Kef because of my husband’s new job, I stayed here for work. This situation is
becoming difficult. I am obliged to take unpaid leave while waiting to be transferred to Kef with my family”.

(Woman, 34, Telecommunications Engineer, TT)

“My husband got an employment contract in Dubai. To join him, I am going to ask for a layoff for the reunification of
spouses”.

(Female, 32, Head of Management Control Division, ANCE)

As these testimonies show, women, especially if they have young children, tend to downgrade their professional
commitment. They feel an immediate legitimacy to interrupt their careers to devote their time to their families or to join
their husbands, even if this can have repercussions on their professional careers. This brings us back to the notion of the
role attributed to each sex and the differences in the processes of socialization in our society (Lee & Brotherdige, 20006).
Women are educated from an early age as “protectors of the home”. They are then more likely to view work as
affecting the family (Thompson & Walker, 1989) and are ready to sacrifice their professional careers to devote their
time to their families.

Taking into account these remarks, observations and conclusions, we can say that the articulation between working
time and time outside of work, by its complexity, has several facets and contradictions. This articulation gives rise to
“positive” and “negative” regulatory behaviors in the actors, making it possible to reduce these overlaps and overcome
these interferences. Several elements play a decisive role in facilitating the articulation between the professional sphere
and the private sphere: such as the enrichment felt by one sphere of life and its positive repercussions on the other
sphere, the support of the spouse and the family of ‘on one side and the provisions offered by the professional sphere on
the other. But these measures remain limited and are implemented mainly by the employees themselves. These
different practices work together to achieve the desired adjustment between the different temporalities and make it
possible to better manage the overlaps between the professional and private worlds.

5. Discussion

The Word cloud of events experienced by Tunisian managers during the COVID-19 period showed in Figure 2 more
than 20 events involved a risk to their occupational health and safety (Khanche & Kahla, 2019). However, the thematic
analysis reveals disparities in the distribution of risk events for the manager as well as the type of risks to which he is
exposed in public or private sector. So, there are three managers who were confronted with a risk to their health more
than 15 times when unforeseen events occur in private sector than those in public sector. These events experienced by
managers during the COVID-19 period can be stressful (Khanchel, 2019). In fact, in order to withstand the stress
inherent in each of the life spheres, some people want to maintain a permeable border between work and non-work to
avoid overflows from one to the other (Chrétien, 2005, p.28).

Many Tunisian managers weren’t happy with the way their job was running their life during the COVID-19 period, so
they quit, explaining in a blog post that immediately went viral how “We decided the only way to balance was by
stepping back from our work.”

While cutting back on work hours can be extreme during the COVID-19 period, there is an almost limitless amount of
provision on how to achieve work-life balance. Try to keep up with the normal pace of activity, and at best we even
prepare ourselves for burn-out and feeling ineffective when we can't achieve the impossible; at worst, we could
“balance” ourselves out of a job.

So, rather than asking managers to give another list of provisions to achieve work-life balance during the COVID-19
period, we asked them which managers should really ignore if they want to preserve their mental health and their
career.

“Negotiate a flexible schedule.” These provisions come in many forms - so-called CEOs urge overworked managers to
negotiate flexible hours, telecommuting privileges, job sharing agreements during the COVID-19 period and they tend
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to ignore a number of financial and cultural details (Khanchel, 2020). Furthermore, it seems that the context of health
crisis experienced in Tunisia represents a factor pushing Tunisian managers to reduce, or even eliminate, face-to-face
contact, isolation, wearing a mask... by health precautionary measures. The purpose of this government provisions is
to set the methods and prescriptions for targeted containment, in accordance with the requirements of preventing the
spread of the Coronavirus “Covid-19” and with a view to mitigating its repercussions on the health, economic, security
and social.

The conditions, procedures and pace of resumption of activity of services, local authorities, public administrative
establishments, public bodies, companies and establishments, are set by decision of the government responsible for the
civil service, governance and the fight against corruption, which will be published on the electronic site of the
Presidency of the Government. The conditions and procedures for resuming activity in the liberal professions regulated
by specific texts are set by decision of the representative professional bodies, after coordination with the minister
responsible for the sector, which will be published on the electronic site of the professional body and of the interested
ministry. The private sector companies and self-employed workers interested in resuming activity may move out of
their place of residence upon declaration with approval.

The model of the declaration as well as the procedures and conditions of its presentation or deposit, are fixed by
decision of the Minister responsible for the sector which will be published on the electronic site of the Ministry
concerned. The employer in the public and private sectors is required to make available to personnel, protection and
safety devices in the workplace, in accordance with a manual of procedures for carrying out the activity, in accordance
with health measures for the prevention of the spread of the coronavirus “Covid-19”.

“Many managers in volatile private sector jobs during the COVID-19 period have negative-pressure situations and
they cannot just come and go as they please”, “Many workers, including managers who have jobs part-time, are
scheduled just a few days in advance ... the selt-quarantine aspect alone makes life very complicated and difficult
during the COVID-19 period.

Even if managers have the opportunity, flexible hours often mean sacrificing salaries, career opportunities, or both. “In
the Tunisian workplace, there is a stigma of flexibility” (Lakhoua & Kahla, 2013). Almost half of managers say they
would take a pay cut to be able to work from home - so if the manager wants to negotiate for more working time in their
career, be prepared for this context. And while the manager's finances are not an issue, getting permission to cut back
on work may not be agreed upon with the CEO. According to the CEO, there are fewer managers allowing workers to
go from full-time to part-time status and come back today than at the start of the health crisis.
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Figure 2. Word cloud of events experienced by Tunisian managers during the COVID-19 period
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6. Conclusion

This paper was the opportunity to present our findings obtained during the COVID-19 period thanks to the thematic
content analysis concerning the determinants of the interference between working time and time outside of work and
the modes of regulation between spheres of life. The first section allowed us to highlight the different determinants of
the articulation between social times in the health crisis. As for the second section, it allowed us to highlight the
different modes of regulation adopted by executives or offered by the organization to better regulate between the
professional sphere and the private sphere during the COVID-19 period.

The thematic analysis allowed us to reveal a significant number of determinants of the articulation between working
time and time outside of work. These factors have an effect on the practices and frequencies of the different types of
articulation between areas of life. These determinants are thus articulated around four groups of variables:

- Personal characteristics: age did not seem to us to be a determining factor, but on the other hand, we noticed that men
and women experience the relationship between working time and time outside of work differently: Men and women
do not describe their implications in work in the same terms and do not express their expectations in terms of
work-non-work articulation in the same way: men expect their wives to be understanding and support them in their
professional commitments while women tend to reduce their professional commitment to better reconcile their work
and their family even if it means sacrificing their careers.

- Relationship between work and non-work: Investment in work and non-work vary from one person to another. A
positive relationship to work is likely to provide a certain satisfaction that replaces conflict or guilt. On the other hand,
a negative relationship to work develops a feeling of guilt in the face of the difficulty of managing multiple
temporalities.

- The characteristics of the position held also influence the relationship between work and non-work and the modes of
adjustment between spheres of life. such as the number of working hours, the frequency of trips, the responsibilities
granted.

- The norms and behaviors of the group at work can be more or less favorable to the development of practices which
support or not the articulation between the social times such as the attitude of the hierarchical superior and the
colleagues, the working conditions, the difficulty of delegate, etc.

We have also observed that the abusive use of ICTs during the COVID-19 period leads to an invasion of work on the
non-work basis and blurs the line between private and professional life. These ICTs modify the temporal structures and
the practices of Tunisian managers, in particular in terms of the overflow of working time onto other times of life. It is
also interesting to note that our interviewees spontaneously refer the notion of balance or reconciliation between social
time to the work-family interface, by concealing any other personal temporal experience, in particular leisure or
associative life.

Future directions for the study of social times regulation are discussed during the COVID-19 period.

The main limitation of the study is the difficulty in generalizing the findings, considering the use of the St-Vincent et
al., in 2011 experience sampling study of the work activity regulation model, which, because it represents a small
number of Tunisian managers, may not reproduce common sense in such context of helth crisis.
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