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MOST BUSINESS STRATEGISTS HAVE ACKNOWLEDGED THE CENTRALITY OF 

HUMAN RESOURCES IN THE FORMULATION OF STRATEGY. SCHOLARS IN

THIS FIELD HAVE EXPLICITLY ACKNOWLEDGED THAT A MOTIVATED EMPLOY-

EE IS A GREAT ASSET TO AN ORGANISATION OPERATING IN A BUSINESS

ENVIRONMENT CHARACTERISED BY INTENSE COMPETITION. If they are
to survive in the business environment, employers need to
embark on human resource practices that go beyond the
expectations of the legal environment covering issues like
equality, safety, fair recruitment, training promotion and dis-
missals. The organisation’s treatment of employees has a direct
bearing on employee-performance, loyalty to the organisation,
and the image of the organisation in total (Deniz-Deniz and
Saa-Perez 2003). Employers need to walk the extra mile by
“adopting a managerial philosophy in which employees are
seen not as a cost to be reduced but as an asset to be valued”
(Deniz-Deniz and Saa-Perez 2003). 

Research shows that some working fathers are in conflict-
ing situations when balancing work and family tasks, resulting
in work-family conflict. Working women and men are equally
concerned with the welfare of their children. Work-family con-
flict is defined as “a form of inter-role conflict in which the role
pressures from the work and family domains are mutually
incompatible in some respect. That is, participating in the work
(family) role is made more difficult by virtue of participation in
the family (work) role”(Quick and Tetrick 2003 in Greenhaus
and Beutell 1985:77). The definition shows that there is a two-
way relationship in the conflict. Family tasks can impede work
tasks or vice versa. 

In view of this, there are benefits for companies that sup-
port fathers in the workplace. Some of the benefits are
increased productivity and reduced worker inefficiency.
Homely working environments are attractive, and there are
chances of low labour turnover, making it is easier for organi-
sations to retain skilled labour in a competitive business envi-
ronment. Some professional fathers are more likely to decline
promotion or positions that jeopardise the quality of their time
with their families. In this milieu it is beneficial for companies
to embrace this human resource management strategy if they
are to motivate and retain staff.

The South African workforce is faced with a plethora of
challenges. Although human resources are one of the greatest
assets for organisations, the survival of this important asset is
threatened by calamities befalling mankind, such as
HIV/AIDS. People are being infected at startling rates. Most
companies have adopted diverse strategies in an effort to mit-
igate the severity of the AIDS pandemic in the very communi-
ties from which they draw their human resources. In some
cases, these efforts were/are buttressed by other multinational
development agencies, governments and local NGOs.
Although there have been recorded positive changes in knowl-
edge, attitudes and beliefs, there is very scant evidence on
behavioural change. Findings from a Nelson Mandela/HSRC
Study on HIV/AIDS drawn from a sample size of 9 963 peo-

ple from households suggest that HIV/AIDS prevalence was
28% among the 25-29 age group, 24% among the 30-34%
age group, and 15.6% among the 15-49 age group. What
makes this study significant is that it is based on actual HIV-anti-
body testing rather than on the prevalence estimates based on
data derived from antenatal clinics (Nelson Mandela/HSRC
Study: 2002). These age groups are an economically active
sector whose labour is critical in socio-economic development.
This age group is of crucial importance to South Africa as a
growing economy. This compels all stakeholders to map strate-
gies that have direct bearing on behaviour change per se. This
also provides a window of opportunities for human resource
departments to actively devise pro-active strategies that influ-
ence positive behavioural change without compromising mis-
sions and visions of their organisations. In fact, human
resource management should contribute to organisational strat-
egy. Without its contribution, it is difficult for companies to
achieve organisational goals. 

One of the emerging
strategies of motivating staff is
to engage male employees as
responsible fathers in the wel-
fare of their families. The result
is two-fold. One, they motivate
staff, and two, they contribute
towards their corporate social
responsibility, thereby enhanc-
ing their image. Encouraging
male employees to play mentor-
ing roles for their children can do
this. Children who enjoy parental
support, especially from their
fathers, are more likely to stay at
home than take to streets and are
less likely to be exposed to drugs.
Fathers play a key role in teaching
children how to handle challenges
of peer pressure and excel in their
academic work.

Promoting men’s role as fathers
could be another innovative
response to the challenge of AIDS.
Research shows that fathers who
spend time with their children are
less likely to engage in high-risk
behaviour. This includes HIV/AIDS
infection (Richter 2004). Many
fathers are absent from their families
and mothers struggle to raise chil-
dren alone, and poverty is rife in
many women-headed household.
This is mainly due to the fact that
access to education and employment
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it involves fathers, and would argue that this is the domain
of women. One also finds that companies have tended to
stick to traditional methods of motivation such as job
enlargements, monetary incentives, and others. There are
emerging and innovative techniques for motivating staff.
One of these includes the creation of conducive and
enabling environments for fathers at the workplace to play
their fatherly role.

Companies such as Nike and the National Rail
Corporation, both in Australia, have already embraced a
wide range of programmes and agreements in their male
dominated companies. Among other strategies, examples of
packages that can be introduced are flexible work policies
that include flexible starting and finishing hours, paternity
leave, part-time work hours, work-at-home, virtual office and
flexible vacation days. Research shows that a balance of
work and family tends to reduce work-family conflict (Bond
and Swanberg, 1988; Hill, Hawkins, and Miller 1996). 

In South Africa, some companies have embraced the use
of flexible working hours but they do not directly target men.
It is envisaged that men can also benefit from such pack-
ages. Explicit family support programmes that they have
include maternity leave and family responsibility, but these
tend to benefit the family via women employees. Regrettably
very few men take paternity leave. During the course of
doing research for this paper, it became apparent that fam-
ily supporting programmes were targeted at women and
only met minimum legal requirements.

The wholesale introduction of such programmes can
often trigger resist-
ance from female
employees. To coun-
teract possible resist-
ance from female
employees, it is
imperative to intro-
duce these pro-
grammes and inte-
grate them thoughtful-
ly. After all, it is with-
in the context of the
negative effect on
children from the
absence of father figures that these programmes are
deemed necessary. This kind of scenario obviously requires
human resource managers to demonstrate to their women
employees the benefits of such programmes at household
level. HRF Pudurai J Mazengwa is with the Child, Youth and
Family Development Research Programme of the Human
Sciences Research Council (www.hsrc.ac.za/fatherhood).

For a complete bibliography regarding this article, visit
www.hrfuture.net.

Among other strategies are the following:

> Introduction of flexible working hours to allow
fathers to spend time with their families;

> Involve both sexes in work programmes;

> Promote educational awareness and garner
support from women;

> Introduce paternity leave; and 

> Top leadership to support father-friendly pro-
grammes.
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is heavily skewed in favour of men, a reality of life. In addi-
tion, statistics show that some children face their worst form of
abuse at the hands of fathers.

These findings have prompted the Human Sciences
Research Council (HRSC) to embark on a project called the
Fatherhood Project (Richter 2004). This is an action intervention
research project responding to high levels of child abuse,
including sexual abuse and neglect, much of which is linked to
the absence of fathers from families. Research shows that the
involvement of fathers in the lives of their children promotes pos-
itive development and adjustment. Findings also show that
involvement of fathers in their children’s lives inhibits the devel-
opment of anti-social behaviour in high-risk environments and
may promote parent engagement among men. As we begin to
understand the importance of men’s involvement with children,
fatherhood is gaining increasing currency throughout the world
(www.hsrc.ac.za/fatherhood/introduction/introduction/html).
Among other things, the project seeks to “influence social
expectations and perceptions about men and their care about
children, rally peer and professional support to enable men to
be more involved in children’s lives, create a sense of shared
responsibility for children’s development among men and
women and to identify and address barriers to men’s engage-
ment with and protection of young children”. The project also

aims to affect men by “encouraging men’s positive responses
to the care and protection of children, sensitise men to the
effect that their involvement has on the well-being of children as
they grow, enable them to become actively engaged in child
care and to support men in responsive, responsible and com-
mitted fatherhood” (www.hsrc.ac.za/fatherhood/introduc-
tion/introduction/html).

Men play a pivotal role in the well-being of their families.
First and foremost, men are perceived as “bread winners,
moral teachers, sex role teachers and nurturing fathers”
(Miller 1994). Because of the challenges of modern
economies and the time spent by men at the workplace, it
has become well nigh impossible for men to play their father-
ly roles. Most fathers spend a lot of their time at the work-
place. The absence of fathers presents a window of oppor-
tunity for innovative human resource managers to design
human resource strategies that acknowledge and address
this gap. If properly designed, implemented and monitored,
this can be a vital motivation instrument by employers. A
motivated employee is an asset to an organisation.  

SHOULD COMPANIES MIND THEIR OWN BUSINESS?
Some people question whether companies should be drawn
into domestic matters such as family issues, especially when


