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Chapter 4 

How Good is Part-Time Work?

Part-time work is becoming more important in OECD countries, particularly as
some groups with traditionally low labour force participation – such as mothers,
youth and older workers – take up work in greater numbers. Despite recent
regulatory changes to improve the quality of part-time jobs, workers holding these
jobs still face a penalty compared with full-time workers in terms of pay, job
security, training and promotion, have higher risk of poverty and are less likely to
have access to unemployment benefits or re-employment assistance if they become
unemployed. However, in terms of job satisfaction, these disadvantages appear to
be offset by more family-friendly working-time arrangements and better health and
safety. Overall, part-time work promotes higher labour force participation and can
be a viable alternative to inactivity for many, if appropriate incentives are in place.
In countries with a high share of part-time employment, few part-timers move into
full-time work and many stay in part-time jobs for long periods. This may be by
choice, but can also have adverse long-term impacts for individuals, and for
aggregate labour supply in ageing OECD societies. It is important to remove
barriers to moving into full-time work. Notably, tax and benefit systems often
reduce the gain from working more hours and can hinder transitions between part-
time and full-time work.
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4. HOW GOOD IS PART-TIME WORK?
Introduction
Part-time work continues to increase inexorably in many countries but the debate

continues as to whether this is a desirable trend or not.1 The rapid growth of part-time work

during the 1980s and early 1990s prompted a raft of research highlighting its disadvantages:

lower wages, less training and fewer opportunities for career advancement (see OECD, 1999,

for a survey). However this negative view of part-time jobs clashes with an important reality:

one in four women and almost one in ten men working in OECD countries work part-time,

the vast majority of them on a voluntary basis. As a result, governments have gradually

moved away from viewing part-time work as a form of labour market dualism and instead

have sought to promote it as a way to mobilise into the labour market groups with

traditionally low labour market participation, such as women with young children,

individuals with health problems and older workers (e.g. OECD, 2006, 2007, 2009a).

The upshot is that labour market and social policy settings have become more

favourable towards part-time work. Since the late 1990s, three-quarters of OECD countries

have made changes to working-time regulations to require that part-time and full-time

workers receive comparable wages and working conditions and/or make it easier for

workers to move between full-time and part-time work as their personal situation

changes. Many countries have also eased restrictions on work for recipients of

unemployment, disability or social assistance benefits by allowing them to earn more from

part-time work before their benefits are reduced or cut altogether. Part-time work,

alongside job search and participation in active labour market programmes, is increasingly

encouraged as part of a strategy to “activate” jobseekers back into work.

This chapter assesses whether part-time work implies a range of penalties for those

workers, and if so, why so many people still opt for part-time work. It highlights the trade-

off between full-time work, part-time work and inactivity – both at the individual and

macroeconomic level – and examines barriers that prevent part-time workers from moving

back into full-time work. Section 1 looks at recent trends in part-time work and provides an

overview of working-time regulations designed to encourage part-time work. Section 2

examines the quality of part-time jobs and the factors that may lead to economic hardship

among part-time workers. Section 3 looks at the relationship between full-time work, part-

time work and inactivity, and its implication in terms of aggregate labour supply. It also

examines transitions from part-time work into full-time jobs and the role of the tax and

transfer system in affecting these transitions.

Main findings
● Despite regulatory changes to ensure equal treatment between part-timers and full-timers in

terms of wages and working conditions, significant differences remain. Part-time jobs, on

average, carry a penalty in terms of wages, training, promotion, job security and union

membership, but a premium in terms of control over working time and health and safety.
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Taking into account individual and job characteristics, the penalty tends to be lower in

countries where part-time work is most widespread; while the premium remains.

● There is some evidence that the penalty is compensated by the premium for many part-time workers.

Women who voluntarily work part-time appear to be satisfied to trade off wages, future

earnings potential and job security for more family-friendly working-time arrangements.

However, for other part-time workers, the premium does not compensate for the penalty,

at least in terms of its impact on job satisfaction. In addition, the “bargain” between

penalties and premia struck by some part-time workers may be motivated by short-term

time constraints and may fail to take into account the longer-term adverse impacts of

part-time work on poverty risk, career progression and retirement income.

● The poverty rate among part-timers is more than twice as high as that observed among full-timers,

on average across the OECD countries for which data are available. International

comparisons show that this poverty penalty is closely related to the greater job instability

experienced by part-time workers. By contrast, the average number of hours worked by

part-timers does not explain much of the cross-country difference in poverty penalties.

Moreover, in a number of countries, part-timers face a double income security penalty that

can increase their risk of poverty. Not only are they less likely to have a permanent

contract, but they also experience weaker coverage by unemployment insurance systems

because of their shorter periods of work and shorter working hours, that make them less

likely to meet the eligibility conditions for these insurance schemes.

● Overall, part-time work promotes higher labour force participation: countries with a greater

share of part-time work have lower inactivity rates. However, a closer look shows that

prime-age women may be substituting part-time for full-time work. Countries where the

part-time share for prime-age women is highest have less full-time work, and the total

labour supply, measured in full-time equivalents, is lower.

● Part-time work can be a viable alternative to inactivity if appropriate incentives are in place. The

main reasons for inactivity and part-time work are closely aligned, but vary over the life

cycle: study for youth, caring responsibilities for prime-age women and sickness or

retirement for older workers. However, many prime-age women aged over 40 work part-

time long after caring responsibilities have diminished, mainly because they prefer part-

time work.

● Only a small proportion of part-timers moves to full-time employment each year, notably fewer in

countries where part-time work is widespread. Therefore, the growth of part-time work

appears to be associated with better quality part-time jobs, longer part-time spells and a

smaller proportion of workers cycling into part-time employment in order to reconcile

work and other demands on their time. In all countries for which data are available,

there are even fewer transitions towards full-time employment among the working poor,

who move out of work more frequently than other part-time workers.

● While the vast majority of workers stay voluntarily in a part-time job, there are some barriers to

working longer hours in many OECD countries. In particular, tax and benefit systems lower

the payoff from taking up a full-time job, sometimes considerably, and for short-time

workers in particular. Estimates made for the purpose of this chapter show that such

financial disincentives reduce the probability of returning to full-time employment and

increase the probability of moving out of work, as compared with remaining in part-time

work. Moreover, the most needy part-time workers may not always receive adequate

support from employment services to find a full-time job.
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1. Part-time work: recent developments

1.1. Part-time work has further increased over the past decade and is predominantly 
voluntary

In 2007, prior to the economic downturn, part-time employment accounted for 16.7%

of total employment on average across OECD countries, with substantially higher shares in

Australia, Germany, the Netherlands, New Zealand, Switzerland and the United Kingdom

(Figure 4.1).2 In a majority of countries, more than half of part-timers are prime-aged

women (Annex Figure 4.A2.1). Youth make up a significant proportion of part-time workers

in several countries, in most part due to high employment rates among students. This

notwithstanding, the demographic composition of part-time work has evolved over the

last decade in many countries, with an increase in the share of older workers in total part-

time employment and an associated decrease in the share of prime-aged women.

Part-time workers who would prefer to work full-time are termed “involuntary” part-

timers (see Box 4.1 for discussion of the caveats on the distinction between voluntary and

involuntary part-time work). On average, 17% of part-time workers were involuntary

in 2007. Even in the countries where the rate of involuntary part-time work was highest

– Australia, Italy, Japan, Portugal and Spain – at most one-third of part-time workers would

prefer a full-time job. However, there are clear differences between demographic groups.

Men working part-time are, on average, 1.3 times more likely to be involuntary than

women, whereas older workers are less than half as likely as others to be working part-

time involuntarily.

Strong growth in part-time employment in many OECD countries during the 1980s and

early 1990s has continued, or at least not reversed, over the decade preceding the current

economic downturn. Growth was strongest in the Netherlands, Austria, Italy, Germany and

Ireland – countries which already had moderate or high levels of part-time work in the

late 1990s. With the exception of Italy, Germany and Spain, growth has been

predominantly voluntary. This is largely due to strong growth of part-time work among

demographic groups with a high propensity for voluntary part-time work, notably older

workers and prime-aged women. For the most part, the growth of part-time work has not

come at the expense of full-time job growth, but as a result of increased labour force

participation (see Section 3 for more details).

Existing research shows that labour supply factors explain most of the growth of part-

time employment since the 1980s. In particular, increasing women’s labour force

participation explains more than half of the growth in part-time employment in western

Europe and the United States in the 1980s and 1990s (Buddelmeyer et al., 2008). Relaxation

of regulations governing the use of part-time employment were important drivers of part-

time growth in the 1990s in Belgium, France and Spain, while reform of employment

protection laws in Portugal and Spain reduced the part-time employment share by making

regular contracts relatively less expensive for employers. However, the magnitude of these

effects was much smaller than of supply-side factors. The weak role of demand-side

factors in explaining the increase in part-time employment is also highlighted in a number

of country-specific studies, which find that the shift towards the service sector accounted

for only 10-20% of the growth of part-time employment during the 1980s and 1990s (Euwals

and Hogergrugge, 2006; Abhayaratna et al., 2008; Allaart and Bellmann, 2007).

According to the Establishment Survey on Working Time (ESWT) conducted by the

European Foundation for the Improvement of Living and Working in 2004-05 in
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4. HOW GOOD IS PART-TIME WORK?
Figure 4.1. Part-time employment in OECD countries

a) Consistent definition of part-time employment (< 30 hours per week). Data on involuntary employment share are not
available for Finland, Iceland, Ireland, Korea, Mexico or Turkey.

b) Data refer to changes from 2001 to 2007 for Australia and Poland, 2002 to 2007 for Japan and 1997-2004 for Mexico.

Source: Panels A and B: OECD Labour Force Statistics Database. Panel C: Unpublished data from the European Labour Force Survey;
Japanese Labour Force Survey; Current Population Survey (United States).

1 2 http://dx.doi.org/10.1787/888932293087
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21 European countries, economic or organisational needs were the main reason for

introducing part-time work in only one-third of establishments (Eurofound, 2007). Instead,

the wishes of employees, or a combination of both business needs and employees’ wishes

were more often viewed as the primary rationale for part-time work. However, the reasons

given by managers for introducing part-time work also vary according to the size of the

company and the sector of activity. Business needs are predominantly reported as the

main reason for introducing part-time work in small establishments, as well as in

industries such as hotels and restaurants, community, social and personal services,

education, health and social work and transport, storage and communication.

Interestingly, establishments where managers considered that part-time work was

introduced in response to organisational needs also reported a high incidence of working

practices that are less compatible with work-life balance (e.g. work at night and weekends,

changeable working hours and limited possibility to adapt employees’ working time),

suggesting a clustering of working-time arrangements to suit the establishment rather

than the employees.

Box 4.1. Some caveats on the definition of “voluntary” part-time work

The assessment of the voluntary or involuntary nature of part-time work is somewhat
subjective, and some caveats are needed. The definitions of involuntary part-time work
used in the OECD Labour Force Statistics Database are not completely harmonised across
countries. In most countries, involuntary part-time workers are identified based on the
response of individuals to a question about reasons for working part-time. Responses can
vary from school or caring responsibilities to the inability to find a full-time job, and only
those individuals who give the latter response are classified as involuntary part-timers. In
a few countries (e.g. Australia, Japan, New Zealand), involuntary part-time workers are
identified as those who work part-time but would prefer to work more hours.

Only a small proportion of part-time workers typically cite the inability to find a full-time job
as the primary reason for working part-time. However, for many “voluntary” part-time
workers, the choice to work part-time may be driven by external constraints, such as a lack of
time to devote to work due to caring or study responsibilities or inability to work longer hours
due to illness or disability (see Section 3 and Box 4.4). For families, the working-time
preferences of one partner may be determined to a large extent by the other partner’s
employment status. Fewer workers might be identified as voluntary part-timers if they had
been asked “if better and more affordable childcare facilities were available, then would you
want to work full-time?” However, it is very difficult to disentangle policy-related constraints
to full-time work from personal preferences, and these distinctions may be somewhat
arbitrary in practice. Gash (2008) reports that women who report working part-time for caring
reasons are no more or less likely to leave part-time work than those who are involuntarily
part-time in France and the United Kingdom, and no more or less likely to move into inactivity
in Denmark, suggesting that preferences data may not be strong predictors of behaviour.

The voluntary/involuntary distinction may also fail to fully capture workers’ satisfaction
with their working time situation. The voluntary nature of part-time work, as it is
measured in this Chapter and in most studies on part-time work, does not necessarily
mean that those part-timers classified as working part-time on a voluntary basis are fully
satisfied with their current working time. For example, on average across European
countries, 17.5% of women working part-time voluntarily would like to work more hours
(but not full-time) (Eurofound, 2009).
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The share of part-time work varies significantly over the business cycle. In particular,

the part-time employment share tends to increase when economic conditions are slack as

employers cut back hours and the hiring of full-time workers, and more second-earners

(with typically greater propensity for part-time work) enter the labour market to bolster

household incomes (Euwals and Hogerbrugge, 2006; Buddelmeyer et al., 2008). Policies to

encourage firms to reduce working hours rather than dismiss workers during a downturn

are also likely to play a role in increasing the number of people working short hours (see

Chapter 1 for a discussion of hours reduction, short-time work schemes and their impact

during the current downturn). The experience of previous downturns has shown that

involuntary part-time employment is more sensitive to economic conditions than

voluntary part-time employment, suggesting that demand-side factors dominate during a

downturn (Buddelmeyer et al., 2008; Brender and Gallo, 2008; Partridge, 2003). The

sensitivity of involuntary part-time employment to economic conditions is two to three

times larger for prime-aged men than for other demographic groups that traditionally have

a high propensity for part-time work (e.g. prime-aged women, youth and older workers).

During the current downturn, the proportion of workers working less than 30 hours a

week has increased in more than half of the countries for which data are available (Panel C

of Figure 4.1). Most of the increase in part-time employment is involuntary, due either to

more full-time workers temporarily working fewer hours, or a growing number of workers

being hired on part-time contracts but who would prefer full-time work. However, the

impact of hours reduction during the downturn on measured part-time employment is

likely to be more modest. The OECD Labour Force Statistics Database, and most national

labour force surveys, identify part-time workers based on their reported usual, rather than

actual, hours of work. Hence, workers who usually work full-time but work fewer hours

during the economic downturn will not be identified as part-time. On average in the

European countries shown in Figure 4.1, 80% of involuntary part-time employment during

the downturn has been due to full-time workers working fewer hours, rather than workers

who usually work part-time wanting more hours. This suggests that the current downturn

will have only a small impact on the measured part-time employment share.

1.2. New regulations for part-time work

Since the early 1990s, most OECD countries have introduced new laws aimed at

encouraging high-quality part-time work opportunities and reducing involuntary part-

time work, by: i) requiring part-time workers to receive comparable wages and working

conditions to full-time workers; ii) allowing full-time workers to reduce their hours in

certain circumstances; or iii) giving existing part-timers preferential treatment when

hiring full-time. Much of the impetus for these regulatory changes came from international

agreements on part-time work, notably the European Directive on Part-time Work (1997)

and the ILO Convention (C156) and Recommendation (R182) on Part-time Work (1994).3

However, the growing importance of part-time work and awareness of the difficulties

workers face in balancing work and caring responsibilities have also played a role.

Table 4.1 outlines the statutory rights for part-time work and part-time workers in

place in OECD countries and the accession countries.4 In most countries, part-timers are

entitled to receive the same contractual pay and working conditions as equivalent full-

time workers, on a pro-rata basis.5 These so-called “equal treatment provisions” were

generally introduced in the 1990s and early 2000s. Around half of OECD countries require

employers to notify part-time employees who want to work longer hours of full-time
OECD EMPLOYMENT OUTLOOK 2010 – MOVING BEYOND THE JOBS CRISIS © OECD 2010 217
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Table 4.1. Statutory rights for part-time work and part-time workers

Equal 
treatment 

for part-time 
workers 
since:

Rights to work part-time or request part-time work (acceptable grounds for refusing requests: 
N = none; SB = serious business grounds; AG = any grounds)

Rights for existing 
part-time workers

Parents
Carers 

of adults

Sick or 
disabled 
workers

Education 
or training

Older 
workers

Automatic 
reversion 

to full-time 
hours

Notification 
of full-time 
vacancies

Preferential 
treatment 

for full-time 
vacancies

Australia – SB – – – – No No No
Austria 1992 SB – – – – Yes No No
Belgium 2002 N SB SB SB SB Yes Yes Yes

Canada
1990 (QC)

– – – – – – No No
1995 (SK)

Chile 2001 – – – – – – No No
Czech Republic – SB SB – – – No Yes Yes
Denmark – AG – – – – . . . . . .
Estonia 1992 AG AG AG AG AG No Yes No
Finland 2001 SB AG AG . . AG Yes No Yes
France 1982 N SB SB N SB Yes . . . .
Germany 2001 SB SB SB SB AG Yes Yes Yes
Greece 1998 N, SB – – – – Yes Yes Yes
Hungary 2003 N, SB AG AG AG AG No Yes No
Iceland . . – – – – – . . . . . .
Ireland 2001 AG – – – – Yes . . . .
Israel . . – – – – – – No No
Italy 2000 AG AG AG AG AG . . . . . .
Japan 2007 N N – – – Yes Yes Yes
Korea 2007 AG AG AG AG AG No No Yes
Luxembourg 1993 AG – – – AG Yes . . . .
Mexico – – – – – – – No No
Netherlands 1996 N SB SB SB SB Yes No No
New Zealand – SB SB – – – No No No
Norway 2006 SB SB SB SB SB Yes Yes Yes
Poland 2004 N – – – – Yes Yes No
Portugal 1971 SB – – – – Yes Yes No
Russian Federation . . SB SB – – – . . . . . .
Slovak Republic 2002 SB SB SB . . . . No No No
Slovenia 1990 N – N – N Yes Yes No
Spain 2001 N N AG AG AG No Yes Yes
Sweden 2002 SB – – SB – Yes No Yes
Switzerland – – – – – – – No No
Turkey 2003 AG AG AG AG AG No Yes No
United Kingdom 2000 SB SB – – – No No No
United States – AG N N, SB – – No No No

Notes: “–” indicates that the policy does not apply; “. .” indicates that information is not available. Many countries have additional eligibility criteria
for requesting part-time work (e.g. length of service, size of firm). Acceptable grounds for rejecting requests assume that the employee has met these
criteria. See OECD (2010) for full details.
Australia: While there is no specific statutory requirement for equal treatment, all permanent employees have the same safety net of minimum
entitlements for wages, leave, dismissal protection, etc. Casual employees are not always entitled to paid leave (but receive a loading on their hourly
rate in lieu of this) and are entitled to unfair dismissal protection in certain circumstances.
Belgium: Equal treatment rules have applied since 2000 in collective agreements.
Canada: Québec: Right to equal treatment applies to wages if employees earn less than twice the minimum wage. Saskatchewan: right to equal
treatment applies to pro-rated non-statutory health and life insurance benefits after qualifying period, only applies to employers with 10+ full-time
equivalent employees.
Denmark: Right to equal treatment applied through collective agreements since 2001.
France: Employers cannot refuse requests for parental leave to be taken as part-time work, but can choose the number of hours worked (16-
32 hours/week). Employers cannot refuse requests for part-time work for educational purposes, but can postpone the period of part-time work.
Germany: older workers do not have an automatic right to revert to full-time hours.
Greece: There are no grounds for refusing requests for a one-hour per day reduction in working time. Requests for other arrangements must be
agreed to by the employer.
Hungary: Requests from employees in the public sector cannot be refused and they have automatic reversion to full-time work.
Japan: The employer must accommodate requests for part-time work or allow another flexible work arrangement as a substitute.
Korea: The right to equal treatment was introduced progressively by enterprise size since 2007 and applies to enterprises with fewer than
100 employees from 2009.
Portugal: There is no statutory right to preferential treatment for part-time workers when filling full-time vacancies but employers are obliged to
consider requests for full-time work from part-time employees.
Slovenia: Right to revert to full-time hours does not apply to older workers.
United States: Workers with serious health conditions can work a reduced schedule without their employer’s agreement. Workers with a disability
can work part-time unless it will cause undue hardship. If it causes undue hardship, the employer must reassign the employee if there is a suitable
vacant position.

Source: Responses to OECD Part-time Work Questionnaire; ILO Working Time Database; ILO Maternity Protection Database.
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vacancies when they arise. Some also require employers to give existing underemployed

part-time workers preferential treatment when filling full-time vacancies.

Rights for full-time workers to request part-time work are also widespread in OECD

countries.6 In eight out of ten OECD countries, parents can request part-time work, either by

taking parental leave as a period of part-time work or requesting a reduction in working

hours. In most cases, employers can only refuse requests for part-time work from parents on

serious business or operational grounds, if at all, and the period of part-time work must be

taken before their child reaches school age. Rights to work part-time for non-parents are less

common. Several countries have provisions that allow workers to request part-time work for

any reason (in France and the Netherlands, this right only applies to workers in larger firms),

although employers can generally refuse requests on any grounds. Other countries give

specific rights to part-time work to carers of adults (Belgium, Czech Republic, Japan, Russia,

United Kingdom), workers who are sick or disabled (Norway, Slovak Republic, Slovenia,

United States), those pursuing education or training (France, New Zealand, Norway, Sweden)

or older workers (Belgium, Finland, France, Luxembourg, Norway, Slovenia).

From a cross-country perspective, there is no clear relationship between the

generosity of laws granting employees a right to work part-time and the incidence of part-

time work (Figure 4.2).7 However, among the group most likely to be eligible to request part-

time work – mothers of young children – it appears that European countries with more

generous rights to work part-time have less unmet demand for part-time work among full-

time workers. This suggests that statutory rights to part-time work may be achieving at

least one of their aims: helping workers with caring responsibilities to reduce their working

hours. However, the few studies which examine the impact of the laws suggest that their

impact may be modest, at best (see Box 4.2).

Figure 4.2. Rights to work part-time and the spread of part-time work

Note: Generosity of part-time request regulation is a ranking of countries from least (ranking equal to one) to most generous
towards employees based on the information included in Annex 4.A1 for rights to work part-time for parents. Countries are
ranked as more generous if their regulation has been in place for a longer period of time, covers a larger group of parents (in
terms of the age of children for which part-time work can be requested), allows employers fewer grounds for refusal and has
an automatic right to revert to full-time hours at the end of the period of part-time work.

Source: OECD Labour Force Statistics Database, 2008 data; European Labour Force Survey supplement on Work and Family, 2005.
1 2 http://dx.doi.org/10.1787/888932293106
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2. Are part-time jobs worse than full-time jobs?
As noted in the previous section, virtually all OECD countries have enacted equal-

treatment laws for part-time workers. In part, this important legislative effort has been

driven by fears that part-time work may negatively affect concerned workers, with a

number of studies pointing to the lack of career development opportunities offered by part-

time jobs. Moreover, the incidence of in-work poverty is, in large part, dominated by part-

timers. Although the impact of equal treatment provisions can hardly be evaluated, this

section examines where OECD countries stand as regards the so-called “part-time

penalty”, and investigates further the link between part-time work and in-work poverty.

2.1. Job quality
Job quality is an increasingly important indicator of labour market performance, as

evidenced by the ILO’s Decent Work agenda and the European Employment Strategy, which

has employment quality as one goal. However, job quality has several dimensions and

there is no universally-accepted summary indicator of it. Previous cross-country studies of

job quality have examined pay, working time, job security, job satisfaction, promotion,

training, skills, health and safety conditions, gender equity, job content, representation

and work/family balance, among other factors (e.g. Davoine et al., 2008; Clark, 2005). The

choice of indicators is necessarily limited by data availability, particularly when comparing

a large number of countries.

Box 4.2. Existing evidence on the impact of part-time regulations

While statutory rights to work part-time are widespread, there has been relatively little
formal evaluation of their effectiveness in increasing access to part-time work for those
who want it. Buddelmeyer et al. (2008) found that the easing of restrictions on part-time
work (including rights to request part-time work, but also the lifting of direct restrictions
on the use of part-time work) in Europe during the 1980s and 1990s was associated with an
increase in the part-time employment share. However, the impact was relatively small and
dwarfed by the impact of changes to child benefits and employment protection.

Fouarge and Baaijens (2009) examined the impact of statutory changes in the
Netherlands on job mobility. They hypothesise that statutory rights to work part-time
should reduce the number of employees who have to change jobs in order to adjust their
working hours. However, they found that employees were no less likely to change jobs
when they change hours after the new laws were introduced than before. Munz (2004, cited
in Fouarge and Baaijens, 2009) finds similar results for Germany.

Holt and Granger (2005) find that 81% of employees who made a request to work flexibly in
the United Kingdom (around 25% of requests are for part-time work) had their request fully
or partly accepted. However, it is not clear whether the statutory right to request flexible
work had much impact on the availability of part-time work. On the one hand, requests for
flexible work were more likely to be accepted when made by employees with children under
school age (the group targeted by the statutory right). On the other hand, only 16% of
requests for flexible work were made in writing, a requirement under legislation, and
written requests were more likely to be rejected than those made through discussion with
the employer. It is possible that employees only exercise their statutory rights when they are
uncertain about having their request for part-time work accepted through more informal
channels, so that written requests made under the legislation are to employers that are more
likely to reject applications. Nevertheless, the rate at which applications for flexible work are
accepted rose only slightly after the statutory right was introduced.
OECD EMPLOYMENT OUTLOOK 2010 – MOVING BEYOND THE JOBS CRISIS © OECD 2010220



4. HOW GOOD IS PART-TIME WORK?
Existing cross-country research on the quality of part-time jobs has tended to focus on

only one aspect of job quality (e.g. Bardasi and Gornick, 2008; and O’Dorchai et al., 2007 on

wages; Arulampalam et al., 2004, on training) or to review average job quality without fully

taking into account differences in the characteristics of part-time and full-time workers

(e.g. OECD, 1999). This section provides a cross-country comparison of the quality of part-

time jobs using a range of indicators – wages, training, promotion opportunities, union

membership, job security, contract type, working-time flexibility, anti-social working-time

arrangements, health and safety and stress at work8 – first as the raw average difference

between part-time and full-time workers and then the gap after controlling for differences

in the personal and job characteristics of part-time and full-time workers. The results show

very consistent patterns of job quality across OECD countries. Compared with full-time

workers, there is typically a penalty to part-time work in terms of earning potential,

representation and job security, but a premium in terms of working time and health, even

after controlling for job and personal differences.

The part-time penalty: earnings potential, representation and job security

On some measures of job quality, part-time workers are clearly worse off than full-

time workers (Figure 4.3). Part-time workers have lower hourly wages, on average, than

full-time workers in almost all OECD countries. Part-time workers are also less optimistic

about promotion prospects and less likely to participate in training than full-time workers.

The training deficit is greatest in countries with less training on average. Trade union

membership is generally lower among part-time than full-time employees. The difference

is particularly large in countries with low-to-medium union density. Finally, part-time

workers tend to have less job security than full-time workers, whether measured objectively

(by whether they have a permanent contract) or subjectively (by whether they feel that their

job is secure). The job security gap is generally larger for men than for women and smallest

in countries where average levels of job security are highest.

At least part of the difference in job quality between full-time and part-time employees

can be explained by differences in their personal and job characteristics. For example, part-

time workers are more likely to work in smaller firms with poorer access to training and

opportunities for promotion, or have lower levels of education and so earn less on average.

Figure 4.4 splits the job quality penalty into the components due to differences in individual

characteristics (e.g. age, education, work experience and family situation) and job

characteristics (e.g. occupation, industry, firm size and contract type) of part-time and full-

time workers and the component that cannot be explained by these differences. The

unexplained component can be interpreted as the gap in job quality if part-time workers and

jobs had the same observable characteristics as full-time workers and jobs (see Annex 4.A1

for further details on this analysis). Differences in individual and job characteristics explain

only part of the part-time penalty. Concerning the factors affecting current and future

earnings (wages, training, promotion), differences in personal characteristics play a minor

role in explaining the part-time penalty. Differences in job characteristics – occupation for

women and industry and contract type for men – are far more important. For example, if

women in part-time jobs had the same occupational profile as women in full-time jobs, the

part-time penalty would be around 4 percentage points lower on wages and training and

3 percentage points lower on promotion.9 Overall, however, there remains a considerable gap

between full-time and part-time employees after controlling for observable characteristics.

These results are broadly consistent with most of the existing literature (e.g. on wages:
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Figure 4.3. Earnings potential, representation and job security, 
ratio of part-time to full-time employees
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4. HOW GOOD IS PART-TIME WORK?
Figure 4.3. Earnings potential, representation and job security, 
ratio of part-time to full-time employees (cont.)

Note: No estimates of statistical significance are available for wage data. Separate wage estimates for men and women are not
available for Korea, Canada or the United States. For other panels: *, +, # indicate that values for full-time and part-time
employees are significantly different at 10%, 5% and 1% level respectively. Countries are ordered from left to right from lowest
to highest average job quality for full-time and part-time workers combined using the measures shown in each chart. For the
chart on wages, countries are ordered from lowest to highest GDP per capita. There are no male part-time union members in
the sample for the United States or Portugal, nor female union members in the Czech Republic.

Source: Wage data are from the European Structure of Earnings Survey and national sources. Working conditions data are OECD
calculations using data from the European Working Conditions Survey (2005) and the International Social Survey Programme
(2005).

1 2 http://dx.doi.org/10.1787/888932293125

HUN
FR

A
USA

ES
P

CZE
KOR

DEU NZL PRT
MEX

CHE
JP

N
AUS

RUS
GBR ISR IR

L
CAN

SVN
BEL NOR FIN SWE

DNK

TUR
GRC IR

L
ES

P
GBR

POL
PRT

AUT ITA SVN
CZE

NLD DNK FIN HUN
SVK

ES
T

FR
A

SWE
DEU CHE

NOR
BEL LU

X

CZE
KOR

POL
ISR

HUN
PRT

JP
N

TUR
SVK

SVN
GRC

ES
T

RUS
AUS

CAN
NZL DEU ES

P
USA

MEX
SWE ITA NLD AUT

CHE
BEL FIN IR

L
FR

A
GBR

DNK
NOR

LU
X

4.0

2.0

1.0

0.5

0.3

0.1

2.0

1.0

0.5

0.3

0.1

0.0

2.0

1.0

0.5

0.3

+

+
+

+

+

+

+

+

+
+ +

+ +

+

+ + +

* *

*
*

*

*

*
* *

*

*

*

*
* * **

*

#

#

#

#

# #
#

#

#

# #

#

#

# #

# #

#

#
# #

#

#
#

#

#

#
##

#
#

#
#

#

#

#

#

##

#

#

#

#

#

#

Panel D.   Union membership

Panel E.   Permanent contract

Panel F.   Feel like job is secure

Men Women

Men Women

Men Women
OECD EMPLOYMENT OUTLOOK 2010 – MOVING BEYOND THE JOBS CRISIS © OECD 2010 223



4. HOW GOOD IS PART-TIME WORK?
Bardasi and Gornick, 2008; Hirsch, 2005; Jepsen et al., 2005; Manning and Petrongolo, 2008;

O’Dorchai et al., 2007; on wages and promotion: Russo and Hassink, 2008; on training: Nelen and

de Grip, 2009; Almeida-Santos and Mumford, 2004, 2005; Ericson, 2008; Arulampalam et al.,

2004; on career prospects: Eurofound, 2007).10

Personal and job characteristics explain very little of the difference in union

membership between full-time and part-time employees. Historically, trade unions have

been reluctant to push for better working conditions for part-time workers and have in

some cases actively campaigned against the spread of part-time work. However, the gap in

union membership between full-time and part-time workers has declined over the past

two decades (Hernandez, 1995; Machin, 2002; Akyeampong, 2004; Nätti, 1995) as unions

reassessed their approach towards part-time workers and became more successful in

recruiting them as members (Kirton and Greene, 2005; Jackson et al., 2002; Walters, 2002;

Broadbent, 2001; Goslinga and Sverke, 2003).

Only 20-25% of the gap between part-time and full-time workers with respect to

permanent contract coverage can be attributed to differences in individual and job

characteristics, with the relatively shorter work experience of part-time workers being the

most important factor. However, the gap in permanent contract coverage explains most of

the difference in perceived job security (5.3 percentage points for both men and women).

After controlling for differences in characteristics, the gap in perceived job security is

5 percentage points for men and essentially zero for women. This is consistent with

research by Petrongolo (2004) who finds that, after controlling for the type of contract

(temporary vs. permanent), having a part-time job in itself is not a significant determinant

of satisfaction with job security for women in most European countries.

Figure 4.4. Explaining the part-time penalty
Job quality gap (part-time minus full-time) in percentage points

Note: Hourly wage is the ratio of hourly wage to median hourly wage to allow comparison across countries.

Source: OECD calculations using data from EU-SILC (2007), European Working Conditions Survey (2005) and
International Social Survey Programme (2005). See Annex 4.A1 for more details.
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4. HOW GOOD IS PART-TIME WORK?
The part-time premium: working time and health

Not all aspects of job quality are worse for part-time workers. Figure 4.5 shows that

part-time employees tend to be more likely to have control over their working time than

full-time employees, particularly in countries like Portugal, Greece, Hungary and Russia

where the average level of control over working time is lowest. Part-time work is no more

likely than full-time work to involve anti-social working hours, such as Sunday or night

work or long days. Indeed in many countries, part-time employees (particularly women)

are less likely to work at anti-social times and in all countries except those with few long-

hours workers, part-time workers are far less likely to work more than ten hours per day.

Part-time employees are also less likely to report that their jobs are stressful or present a

risk to their health and safety than full-time employees.

The advantages of working-time arrangements for part-time workers remain even

after controlling for individual and job characteristics (Figure 4.6). In fact, the advantage of

control over working hours that part-time workers enjoy over full-timers comes despite

part-time workers having characteristics – low-level occupations, temporary contracts and

concentration in small firms for women and lower levels of education for both genders –

that tend to be associated with less control over working hours. Likewise, the industry and

occupational spread of part-time workers means that they should be more likely to work

on Sundays than full-time workers, all other things equal. Most of the “unexplained” gap

in working long days is undoubtedly due to the shorter weekly hours of part-time workers.

Around 20-30% of the stress/health premium enjoyed by part-time workers is due to their

characteristics, notably age, occupation and firm size.

Is there a penalty/premium trade-off?

The analysis in the previous section suggests that part-time workers tend to be paid

less per hour than full-time workers, even after taking into account differences in their

personal and job characteristics. Part-time workers are also worse off when considering

factors that contribute to future earnings potential, such as training, promotion and union

membership, and have less job security than full-time workers, due mainly to the high

concentration of part-time workers among those on temporary contracts. On the other

hand, part-time workers tend to have equivalent or better working time arrangements

than full-time workers. Their shorter hours of work also contribute to health/safety and

“no-stress” premiums over full-time workers.

These penalty/premia between full-time and part-time workers persist despite

regulatory reforms over the past decade designed to ensure that full-time and part-time

employees are treated equally (see Box 4.3). Nevertheless, cross-country differences in job

quality suggest that the spread of part-time employment has not been associated with an

increase in the quality gap between full-time and part-time jobs. In fact, Figure 4.7 shows

that in countries with a greater part-time employment share, the penalty to part-time work

in terms of wages, having a permanent contract and, for women, access to training is

lower, even after controlling for differences in the characteristics of part-time and full-time

workers and jobs. The lower part-time penalty is not necessarily accompanied by a lower

part-time premium in terms of working-time arrangements. In countries with a medium-

level part-time share, the working-time advantages of part-time work are close to zero

once characteristics are taken into account. However, in countries with a high part-time

share, the part-time premium remains.
OECD EMPLOYMENT OUTLOOK 2010 – MOVING BEYOND THE JOBS CRISIS © OECD 2010 225



4. HOW GOOD IS PART-TIME WORK?
Figure 4.5. Working-time arrangements and health, 
ratio of part-time to full-time employees
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4. HOW GOOD IS PART-TIME WORK?
The simultaneous existence of a penalty and premium for part-time work suggests

that part-timers may be trading off better working-time arrangements and less stress for

lower earnings potential and less job security. The theory of compensating differentials

(Rosen, 1986) argues that, on average in competitive labour markets, workers will accept

lower wages for more desirable working conditions and firms will have to pay higher wages

Figure 4.5. Working-time arrangements and health, 
ratio of part-time to full-time employees (cont.)

Note: *, +, # indicate that values for full-time and part-time employees are significantly different at 10%, 5% and 1% level
respectively. Countries are ordered from left to right from lowest to highest average job quality for full-time and part-time
workers combined using the job quality measures shown in each chart.

Source: OECD calculations using data from the European Working Conditions Survey (2005) and the International Social Survey
Programme (2005).
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Figure 4.6. Explaining the part-time premium
Job quality gap (part-time minus full-time) in percentage points

Source: OECD calculations using data from EU-SILC (2007), European Working Conditions Survey (2005) and
International Social Survey Programme (2005). See Annex 4.A1 for more details.

1 2 http://dx.doi.org/10.1787/888932293182

Box 4.3. Have equal-treatment laws improved job quality 
for part-time workers?

As discussed in Section 1, during the past decade many countries introduced regulations
designed to improve the quality of part-time jobs. Equal-treatment laws, which require
part-time workers to receive the same pay and conditions as comparable full-time
workers, are designed to directly improve job quality. However, there has been little, if any,
evaluation of the success of these laws in achieving their aims. Evaluating the impact of
equal-treatment laws on the quality of part-time jobs is complicated by policy
endogeneity: countries where part-time work is particularly bad quality might be more
likely to enact equal-treatment laws to improve its quality. Alternatively, in countries
where part-time workers are paid less and have fewer benefits than full-time workers,
employers might lobby governments to prevent the introduction of equal-treatment laws.
However, the European Directive on Part-time Work (EDPW) in late 1997 provides an
exogenous policy change in those countries required to implement the directive.

Prior to 1997, ten EU member countries (Belgium, Denmark, Finland, Germany, Greece,
Ireland, Italy, Spain, Sweden and the United Kingdom) did not have equal-treatment laws.
Using data from before and after the introduction of equal-treatment laws, it is possible to
examine their impact on two aspects of job quality where a part-time penalty exists:
training and the likelihood of having a permanent contract. The analysis uses a difference-
in-difference approach by assuming that the introduction of equal-treatment laws
affected working conditions for part-time workers, but had no effect on full-time workers
(part-time workers are the “treatment group” and full-time workers are the “control
group”). Data are from the 1995, 2000 and 2005 cross-sectional samples of the European
Working Conditions Survey. The regressions are run separately for low- and high-
unemployment countries because the ability or desire of workers to enforce their rights to
equal pay and conditions may be influenced by prevailing labour market conditions. The
results are shown in the figure below.
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to entice workers into jobs with undesirable working conditions. Indeed, there is some

empirical evidence (albeit not entirely conclusive) of the existence of wage premiums to

compensate for job insecurity (Bonhomme and Jolivet, 2009) and dangerous/unhealthy

working conditions (see Viscusi and Aldy, 2003, for a survey) and wage penalties in jobs

with desirable or family-friendly working-time arrangements (e.g. McCrate, 2005; Daniel

and Sofer, 1998; Villaneuva, 2007; Heywood et al., 2007).11

Box 4.3. Have equal-treatment laws improved job quality 
for part-time workers? (cont.)

In countries with tight labour market conditions, the introduction of equal-treatment laws
was associated with an increased likelihood of having a permanent contract for men and
women and an increased likelihood of participating in training for men, reducing the job
quality gap between full-time and part-time workers. In contrast, equal-treatment laws had
no statistically-significant impact in countries with relatively high unemployment rates.
This suggests that the effectiveness of equal-treatment laws in improving job quality is
strongly related to employees’ willingness to enforce their rights, which is likely to be greater
when their alternative job options are better. The fact that equal-treatment laws are
enforced by employees making a complaint against their employer also means that workers
who are more satisfied with their working arrangements are less likely to make use of the
laws, even if they do not receive the same wages or conditions as full-time workers. This
could explain why the impact of the laws was smaller for women than for men, as women
are more likely to be satisfied with part-time work (see main text).

Impact of equal-treatment laws on training and job security
Probability of part-time compared to full-time employees, percentage points

Note: *** statistically significant at 1% level. Sample includes private sector employees only. Treatment group
is employees working 15-29 hours per week, control group is employees working 30+ hours per week (results
are similar with different hours cutoffs). Low unemployment countries are Denmark, Ireland and the United
Kingdom. High unemployment countries are Belgium, Finland, Germany, Greece, Italy, Spain and Sweden.
Regressions includes country dummies as well as controls for average level of job quality measure for full-time
employees, industry, firm size, occupation, age and marital status (control for permanent job in regressions of
training). Robust standard errors are adjusted for clustering at the country level.

Source: OECD calculations using data from the 1995, 2000 and 2005 European Working Conditions Survey.
1 2 http://dx.doi.org/10.1787/888932293505

35

30

25

20

15

10

5

0

–5

–10

–15

***

***

***

High unemployment Low unemployment

Training Permanent contract Training Permanent contract
Women Men
OECD EMPLOYMENT OUTLOOK 2010 – MOVING BEYOND THE JOBS CRISIS © OECD 2010 229
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Unfortunately, the existence of compensating differentials for part-time work cannot

be tested directly because there is no available cross-country dataset containing both

reliable hourly wage data and information on a broad range of working conditions.

However, an examination of relative job satisfaction sheds some light on the existence of

compensating differentials for part-time work. If part-time workers are trading off wages

and conditions in accordance with the theory of compensating differentials, they should be

indifferent between working full-time and part-time. Figure 4.8 shows that for women there

Figure 4.7. Unexplained job quality gap by level of part-time employment

Note: High part-time countries are Australia, Austria, Belgium, Germany, Ireland, Italy, Japan, Netherlands, New
Zealand, Switzerland and United Kingdom; medium part-time countries are Canada, Denmark, France, Luxembourg,
Mexico, Norway, Spain, Sweden, Turkey and United States; low part-time countries are Czech Republic, Finland,
Greece, Hungary, Korea, Poland, Portugal and Slovak Republic. Not all countries are included for every job quality
measure. See Annex 4.A1 for more details.

Source: OECD calculations using data from EU-SILC (2007), European Working Conditions Survey (2005) and
International Social Survey Programme (2005). 

1 2 http://dx.doi.org/10.1787/888932293201

Figure 4.8. Unexplained gap in likelihood of being satisfied with job (part-time 
minus full-time) after controlling for individual and job characteristics

Source: OECD calculations using data from International Social Survey Programme (2005). See Annex 4.A1 for more details.
1 2 http://dx.doi.org/10.1787/888932293220
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is little difference in job satisfaction between full-timers and those who work part-time

voluntarily, after controlling for differences in individual and job characteristics. In contrast,

for men and for women who work part-time involuntarily, part-timers are 6-7 percentage

points less likely to be satisfied with their jobs than full-timers. These results suggest that

women who work part-time voluntarily are relatively happy with the trade-off they make

when accepting a part-time job: lower earnings potential and job security are the “price” of

more flexible working-time arrangements, less stress and shorter hours of work. However

this is not the case for all part-time workers. For men and for women who work part-time

involuntarily, the penalties appear to outweigh the premia, at least when it comes to their

effect on job satisfaction.

If all part-timers were voluntarily trading off between the good and bad aspects of

part-time work, then it could be argued that equal-treatment laws, which require full-time

and part-time workers to receive comparable wages and conditions, are counterproductive.

If employers are obliged to pay the same hourly wage to full-timers and part-timers, it

could be difficult for part-timers to negotiate the working-time flexibility they desire, if

such flexibility usually commands a wage penalty. However, it is clear that some part-time

workers are not sufficiently compensated for the penalties associated with part-time work.

For these workers, equal-treatment laws could be an important means of addressing this

disadvantage. As the laws are enforced by employees making a complaint against their

employer, those employees who have voluntarily accepted a trade-off between wages and

working conditions are unlikely to make a complaint. Indeed, the analysis presented in

Box 4.3 suggests that part-timers’ job security and access to training improved more for

men than women after the introduction of equal treatment laws. Further evaluation of the

impact of equal-treatment laws is warranted to establish whether the laws are having any

adverse effects by discouraging employers from hiring part-time workers.

In a broader sense, the existence of compensating differentials for part-time work

does not mean that policy makers should be unconcerned about the quality of part-time

jobs. Many workers take up a part-time job in response to temporary constraints on their

time due to caring responsibilities, study or illness. For these people, a lower wage may be

the price they are willing to pay for working-time flexibility, shorter working hours and a

better work-life balance in the short term. A potential reduction in longer-term earnings

resulting from fewer opportunities for advancement or training may be a secondary

consideration if they think that part-time work is a temporary state. However, many

workers spend a large part of their career in part-time work, accumulating and magnifying

the effects of lower wages and fewer hours. The next section will examine the implications

of part-time work for poverty and income security.

2.2. Do part-time workers face economic hardship?

Part-timers loom large among the working-poor (OECD, 2009b). Moreover, although

economic factors are not the only (or even the main) determinants of well-being, the fact

that economic poverty strongly affects life satisfaction is also well documented. Thus, the

economic well-being of part-time workers needs to be taken into account when assessing

the overall quality of part-time jobs.

There is a clear part-time penalty in terms of economic poverty…

In all countries for which data are available, the proportion of part-time workers living

in a poor household (i.e. a household with income less than half the median disposable
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income) is larger than it is for their full-time counterparts (Figure 4.9). And the gap is

substantial: on average, part-timers face a poverty rate that is more than twice as high as

that observed among full-timers. However, while there is a clear part-time penalty in terms

of poverty incidence, the picture as regards the severity of poverty is mixed. The depth of

poverty, as measured by the distance between the median disposable income among the

poor and the poverty threshold (i.e. half the median household disposable income), is

much more severe for part-time workers than for their full-time counterparts in a small

number of countries – mostly Mediterranean and eastern European countries – but on

average, there is no significant difference between the two groups.

Cross-country comparison shows that the relative situation of part-time workers, in

terms of both incidence and depth of poverty, tends to deteriorate when more part-timers

are involuntary. On the other hand, as with the other part-time penalties highlighted

Figure 4.9. Part-time work and in-work poverty

***, **, *: statistically significant at 1%, 5%, 10% levels, respectively.

Source: EU-SILC, cross-sectional files 2005-07.
1 2 http://dx.doi.org/10.1787/888932293239
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above, the poverty penalty appears to be smaller in countries where part-time employment

is widespread. Poverty risk for part-time workers is strongly affected by household

composition. For example, in a study of part-time workers in the United States, Schaefer

(2009) reports that 29% of part-timers who are primary earners fall below the federal

poverty line for a family of three, compared with just 4% of part-timers who are secondary

earners. Figure 4.10 shows that, as the share of part-time work increases, the population of

part-timers increasingly comprises second-earners, whose earnings do not necessarily

constitute the main component of household incomes. The poverty rate among part-time

workers is much higher in countries where part-time workers are more likely to be primary

earners. This contributes to explain the smaller part-time poverty penalty in countries

with a relatively high part-time share (Figure 4.10).

… explained in large part by job instability

Work intensity (reflected by the number of months worked over the year and weekly

hours worked when employed) is a key factor in explaining in-work poverty. The average

weekly hours usually worked by part-timers, relative to their full-timer counterparts, vary

widely across countries. However, the part-time poverty penalty is not necessarily larger in

countries where part-timers work shorter hours (Figure 4.11). While negative, the cross-

country correlation coefficient between relative working hours and relative poverty rate of

part-time workers is rather weak and not statistically significant. By contrast, the part-

time poverty penalty seems to match, to a much larger extent, the job security gap

highlighted in the previous section. In international comparison, the relative incidence of

in-work poverty among part-timers increases when the number of months spent at work

over the year by part-timers, relative to their full-time counterparts, decreases (the

correlation coefficient between these two variables is negative and statistically significant).

And out-of-work episodes tend to be relatively shorter for part-timers in countries where

Figure 4.10. In-work poverty among part-timers and household composition

***, **, *: statistically significant at 1%, 5%, 10% levels, respectively.

Source: EU-SILC, cross-sectional files 2005-07.
1 2 http://dx.doi.org/10.1787/888932293258
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part-time employment is widespread. This also contributes to explaining why the part-

time poverty penalty is lower in these countries (Annex Figure 4.A2.2).

Moreover, in a number of countries, part-timers face a double income security penalty

that can increase their risk of poverty. Not only are they less likely to have a permanent

contract, but they are also less covered by unemployment insurance systems since they

cumulate two factors, shorter periods of work and shorter working hours, that make them

less likely to meet the eligibility conditions for these insurance schemes.

There are two broad types of condition that can restrict the access of part-timers to

unemployment benefits (Table 4.2). First, in countries such as Belgium, Canada, Iceland

and the Russian Federation, the qualifying period is defined in terms of working hours.

This means that the length of the employment period required to qualify is twice as long

for a half-time worker as it is for a full-time worker. Second, some unemployment

insurance systems incorporate a minimum hours or earnings threshold on top of the usual

eligibility conditions based on the length of service. These additional requirements exclude

those part-time workers with the most precarious employment status, working very few

hours or paid a low hourly wage. Unemployment insurance systems that operate with

hours/days thresholds are found in Finland, Japan, Korea, Netherlands and Sweden, while

earnings thresholds can be found in countries such as Norway, Poland, the United Kingdom

and the United States.

The few existing empirical studies focusing on unemployment-related benefits among

part-time and temporary workers generally find a clear penalty to non-standard

employment in terms of coverage. Part-timers are especially disadvantaged in countries

that operate earnings or hours thresholds (e.g. Leschke, 2007; Grimshaw and Rubery, 1997).

However, Leschke (2007) also underlines that differences across countries in UI coverage

rates among non-standard workers are first and foremost linked to the overall coverage

rate, reflecting the generosity of the whole UI system. Moreover, in a number of countries,

earnings or hours thresholds are, to some extent, compensated by the fact that those part-

Figure 4.11. In-work poverty among part-timers and employment intensity

***, **, *: statistically significant at 1%, 5%, 10% levels, respectively.

Source: EU-SILC, cross-sectional files 2005-07.
1 2 http://dx.doi.org/10.1787/888932293277
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Table 4.2. Unemployment benefit coverage for part-time workers

Qualifying period based 
on length of servicea

Additional qualifying conditions based 
on previous hours or earnings

Minimum hours per week 
equivalent at average wageb

Minimum benefit amount 
for part-time workers

Australia (UA) None No . . UA = flat-rate payment

Austria 52 weeks/2 years EUR 358/month 4.6 Yes

Belgium 468 days/27 months Qualifying period based on full-time 
equivalent work

Qualifying period longer for part-time 
workers

Yes

Canada Based on hours 420-700 hours/52 weeks 8.1-13.5 No

Czech Republic 12 months/3 years No . . No

Denmark 34 weeks/3 years Qualifying period based on full-time 
work

. . No

Estonia 1 year/3 years No . . Yes

Finland 43 weeks/28 months 
(34 weeks/28 months from 2010)

18 hours/week 18 UB includes a flat-rate component

France 122 days or 610 hours/28 months No . . Yes

Germany 1 year/2 years No . . Yes

Greece 200 days/2 years or 
125 days/14 months

No . . UB = flat rate-payment, in part adjusted 
for working hours

Hungary 365 days/4 years No . . Yes

Iceland 10 weeks/1 year Qualifying period based on full-time 
work with min. 25% of full-time 

for 3 months

10 UB = flat-rate payment, in part adjusted 
for working hours

Ireland 39 weeks/1 year or 26 weeks/current 
year + 26 weeks/previous year

Reduced benefit if earnings less 
than EUR 150/week

7.6 (reduced amount) UB = flat rate payment

Israel 12 months/18 months (300 days 
for daily workers)

No . . No

Italy 52 weeks (contributions)/2 years No . . Yes

Japan 12 months/2 years 11 days/month in at least 12 months 
of the past 2 years

. . Yes

Korea 180 days/18 months 60 hours/month or 15 hours/week 15 Yes

Luxembourg 26 weeks/1 year No . . Yes

Netherlands 26 weeks/36 weeks 1 day per week . . Yes

New Zealand (UA) None No . . UA = flat-rate payment

Norway Based on earnings NOK 100 218/year 
or 200 436/3 years

6.6-9.9 No

Poland 365 days/18 months Above full-time minimum wage 16.9 Yes

Portugal 450 days/2 years No . . Yes

Russian Federation 26 weeks/12 months Qualifying period based 
on full-time equivalent work

Qualifying period longer 
for part-time workers

Yes

Slovak Republic 3 years/4 years No . . Yes

Slovenia 12 months/18 months No . . Yes

Spain 1 year/6 years No . . Yes

Sweden 6 months/12 months 
or based on hours

80 hours/month 
or 480 hours/6 consec. months 

with min. 50 hours/month

12.2-19.5 Yes, if worked more than 50% 
of full-time hours

Switzerland 1 year/2 years No . . Yes

Turkey 600 days/3 years, with continuous 
work over last 120 days

No . . Yes

United Kingdom 2 years GBP 87/week 5.5 UB = flat-rate payment

United States Minimum earnings needed to qualify 
(qualifying requirements vary by state)

Yes

UA = unemployment assistance; UB = unemployment benefits.
a) For example, 52 weeks/2 years = employee must have worked for 52 weeks in the past 2 years to qualify.
b) OECD calculation.
Notes:
Austria: Workers earning less than EUR 358 per month are also exempted from paying any contributions to unemployment
insurance, pension insurance and health insurance. They can however opt in for health and pension insurance but not for
unemployment insurance.
Canada: Conditions for receipt vary with the regional unemployment rate. Requirements are 420-700 hours/52 weeks for those
who have worked for at least 490 hours in the year prior to the 52-week qualifying period; if not, the qualifying criterion is
910 hours/52 weeks.
Ireland: Tax year, not calendar year.
Norway: There is no explicit minimum benefit amount, but the minimum earnings required to be eligible for unemployment
benefits means that there is a minimum level of benefits in practice.
Source: Responses to the OECD Part-time Work Questionnaire. See OECD (2010).
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time or temporary workers who remain entitled to unemployment insurance receive

relatively generous benefits as compared with the contributions they make. This is notably

the case in Finland, Iceland and the United Kingdom, where UI benefits consist, at least in

part, of flat-rate payments, unrelated to previous hours worked or earnings. The same

redistributive trade-off also applies in countries where the minimum benefit amount is

relatively high (and in particular, higher than social-assistance benefits). Finally, in a

number of cases (e.g. Austria, United Kingdom and United States), earnings or hours

thresholds exclude from the UI system very short part-time workers, earning low monthly

wage, for whom UI benefits would have been very low (given statutory replacement rates

in force), and in particular, not necessarily higher than the benefits they get from social-

assistance regimes. Therefore, the overall effect of these entitlement restrictions on

poverty cannot be assessed in isolation and is not entirely clear: there are both winners

and losers, and for the latter, the loss can be very limited in countries where social-

assistance benefits are relatively generous.

3. Can part-time work help mobilise under-represented groups 
in the labour market?

The findings of the previous section provide conflicting views of the role that part-

time work plays in encouraging labour market attachment. The fact that many part-timers

attach a strong value to shorter, more flexible working hours and a better work-life balance

suggests that at least some of them would not work at all if they could not work part-time.

At the same time, the penalty to part-time work in terms of career prospects may in itself

damage labour market attachment and reduce future full-time job prospects. In brief,

while the availability of high-quality part-time employment may provide a solution to the

trade-off between inactivity and employment, it may also lead to a second trade-off,

between part-time and full-time employment over the working life.

Existing evidence show that the past trends in part-time work has been associated

with greater labour market participation of women, and overall, higher employment rates

(e.g. Jaumotte, 2003; Genre et al., 2005). And in the current context of population ageing,

part-time work would have even greater potential to encourage labour market

participation of under-represented groups, as witnessed, for example, by a number of

recent initiatives taken by OECD governments to facilitate access of older workers to part-

time employment (OECD, 2006). But by making part-time work more appealing, is there a

risk that too many workers will be attracted by, and sometimes trapped in, part-time work,

with a perverse effect on overall labour utilisation, as measured by the total number of

hours worked in the economy? While this section does not provide a definitive answer to

this question, it suggests that such a trade-off exists and may already weigh on labour

utilisation among some categories of workers, notably prime-aged women, the group with

the highest propensity to work part-time. While total labour utilisation is not, in itself, an

indicator of welfare or well-being, with an expected decline in the working-age population

and soaring numbers of elderly people in OECD countries, policies that actively discourage

labour utilisation could be damaging to future economic growth and public finances. Thus,

it is also crucial that policies put the right incentives in place to avoid creating barriers for

part-timers moving to full-time employment. This section explores one aspect of this

question, namely the way tax and benefit systems affect transitions from part-time work

to full-time employment or non-employment.
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3.1. How is part-time employment related to full-time employment and inactivity?

On average, more part-time employment is associated with a higher employment rate, 
but not for all groups…

Cross-country comparisons between, on the one hand, the share of part-timers among

the working-age population, and on the other hand, the share of full-time workers and the

rate of inactivity, provide a visual impression of the two trade-offs mentioned above

(Figure 4.12). In countries where part-time employment is widespread, inactivity rates are

much lower (the correlation coefficient is both negative and statistically significant). At the

same time, part-time work has not developed at the expense of full-time employment.

Indeed, employment rates tend to be higher in countries where part-time employment is

widespread. More interestingly, this positive relationship still holds, albeit more weakly,

when national employment rates are adjusted for hours worked. The last column of

Table 4.3 shows that the correlation coefficient remains positive and statistically

significant over the whole period 1990-2008, although the strength of the relationship

varies somewhat depending on what assumptions are made about the average number of

hours worked by part-timers.12

Of course, these simple correlations do not necessarily mean that part-time work, per se,

provides a full answer to the trade-off between full-time employment and inactivity that some

workers with time constraints, or a preference for short working-time, may face. Indeed, they

do not take into account other factors that could influence both activity and working-time

choices (as for instance, the public provision of childcare services in the case of women, or

more generally, all policies that foster employment). This notwithstanding, the results suggest

that part-time work has developed within a policy framework where increased opportunities

to work part-time have allowed more people to take up employment.

Figure 4.12. Population shares in part-time jobs, full-time jobs and inactivity: 
is there a link?

Population aged 20-64, 2007

***, **, *: statistically significant at 1%, 5%, 10% levels, respectively.

Source: OECD Labour Force Statistics Database.
1 2 http://dx.doi.org/10.1787/888932293296
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However, the relationship between part-time work, full-time work and inactivity

varies significantly across different demographic groups, namely young adults, prime-aged

women and older workers. In particular, while inactivity rates among prime-aged women

tend to be lower in countries where part-time is widespread, full-time employment rates

are also lower among this group. This leads to a rather mixed picture in terms of labour

utilisation: there is still a positive relationship between the observed employment rate of

prime-aged women and the share of part-timers among the population, but this

relationship is much weaker and even disappears or becomes negative for women aged

over 40 when labour utilisation is measured in terms of full-time equivalent work. By

contrast, a higher part-time share is unambiguously associated with a larger labour supply

for youth and older workers.

… depending on the reason why people opt for part-time employment

For young people, education is by far the most important reason for both part-time

work and inactivity, suggesting that part-time work can help solve the trade-off between

working or not (Figure 4.13). Conversely, personal constraints are not the main reasons for

inactivity or voluntary part-time work among older workers. Inactivity is mainly explained

by retirement, while in many cases, personal preferences drive the choice for part-time

work, which can be used as an alternative to retirement – and thus, inactivity – for older

workers with eroded labour market attachment.

The story is somewhat different for prime-aged women. Most inactive women of

prime-age do not work because of caring responsibilities for children or adults. This is also

the main reason for part-time work among women aged 25-39 years, suggesting that part-

time work can facilitate labour market participation for this group. But among women

aged 40-54, a large number work part-time simply because they prefer it, and caring

responsibilities are less important as a reason for part-time work. For these women, who

Table 4.3. Relationship between part-time, full-time employment and inactivity 
among under-represented groups

Cross-country coefficients of correlation with the share of part-time employment in total population,a 1990-2008b

Youth 
(20-24)

Women 
(25-39)

Women 
(40-54)

Older workers 
(55-64)

Whole population 
(20-64)

Full-time employment, % population 0.13** –0.27*** –0.37*** 0.4*** –0.14***

Inactivity, % population –0.7*** –0.35*** –0.25*** –0.66*** –0.47***

Employment rate

Observed 0.71*** 0.44*** 0.29*** 0.65*** 0.54***

Adjusted, coefficient =0.6a 0.56*** 0.21*** 0.03 0.56*** 0.33***

Adjusted, coefficient =0.5a 0.51*** 0.14*** –0.04 0.54*** 0.26***

Adjusted, coefficient =0.4a 0.45*** 0.06 –0.11** 0.51*** 0.18***

Number of observations 414 414 414 414 414

***, **, *: statistically significant at 1%, 5%, 10% levels, respectively.
a) Employment rates are adjusted for hours worked, assuming that the average number of hours worked by part-

timers amounts to, respectively, 60%, 50% or 40% of the average number of hours worked by their full-time
counterparts. Thus, the adjusted employment rate is the sum of full-time employment and part-time
employment multiplied by a correction factor (0.6, 0.5 or 0.4), divided by the population.

b) 1990-2008: Belgium, Canada, Denmark, France, Germany, Greece, Italy, Netherlands, New Zealand, Portugal,
Spain, Turkey, United Kingdom and United States; as from 1991: Ireland, Korea; as from 1994: Slovak Republic; as
from 1995: Austria, Mexico (up to 2004); as from 1998: Hungary; as from 2001: Australia; as from 2002: Japan,
Sweden; as from 2004: Czech Republic, Finland, Norway, Poland, Sweden.

Source: OECD Labour Force Statistics Database.
1 2 http://dx.doi.org/10.1787/888932293657
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face less time constraints than their younger counterparts, part-time work is more likely to

occur at the expense of full-time employment than being an alternative to inactivity. It is

interesting to note that in countries where part-time employment is widespread, its

incidence among prime-aged women rises sharply to peak at the age of 35-39 (Figure 4.14).

In these countries, women continue working part-time in large numbers long after the

prime age for caring responsibilities, and they do so on an overwhelmingly voluntary basis.

By contrast, in countries with a lower part-time share, there is little change in women’s

part-time employment rates from their mid-20s until their mid-50s. In all cases, part-time

work among women rises sharply after age 50. These patterns are, for the most part,

insensitive to cohort effects.13

All in all, creating more opportunities for part-time work may still be an effective

means of encouraging prime-age women’s labour force participation because caring

responsibilities remain the primary reason for inactivity among this group. While women’s

choice to work part-time rather than full-time may be influenced to some extent by the

availability of child care, personal preferences about parenting and a lack of flexibility in

men’s work schedules also play important roles (see Box 4.4). However, women’s

preferences to remain in part-time work when their caring responsibilities recede could

have adverse affects over the longer term. Long periods of part-time work could be

damaging to individuals’ career prospects and increase their risk of poverty in

retirement.14 At an aggregate level, substitution of part-time for full-time work could also

have adverse effects on overall labour supply. It is important, therefore, to ensure that

pathways back into full-time employment are not blocked.

Figure 4.13. Reasons for working part-time or being inactive
Average over 21 European countries,a 2005-07

a) Austria, Belgium, Denmark, Estonia, Finland, France, Germany, Greece, Iceland, Ireland, Italy, Luxembourg, Netherlands,
Norway, Poland, Portugal, Slovenia, Slovak Republic, Spain, Sweden, United Kingdom.

Source: EU-SILC, cross-sectional files 2005-07.
1 2 http://dx.doi.org/10.1787/888932293315
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Figure 4.14. Women’s part-time work over the life cycle

a) Average over countries with more than 30% of women aged 20-64 working part-time: Australia, Austria, Germany, Italy,
Netherlands, New Zealand and United Kingdom.

b) Average over countries with 15 to 30% of women aged 20-64 working part-time: Denmark, France, Norway, Spain and
Sweden.

c) Average over countries with less than 15% of women aged 20-64 working part-time: Czech Republic, Finland, Greece,
Hungary, Poland, Portugal and Slovak Republic.

Source: OECD Labour Force Statistics Database.
1 2 http://dx.doi.org/10.1787/888932293334
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Box 4.4. Parents, child care and part-time work

The dominance of women in the part-time workforce is driven in large part by prime-
aged women with children. As discussed in the main text, a large proportion of prime-aged
women voluntarily work part-time due to caring responsibilities. However, this “voluntary”
choice is likely to be strongly influenced by the availability of alternative sources of child
care, particularly paternal and formal child care. This raises questions about the extent to
which women’s decisions to take up part-time rather than full-time work are constrained
by the cost or availability of child care, and about the way men and women share work and
caring responsibilities.

There have been numerous studies of the impact of child care costs on women’s labour
supply decisions. They typically model labour supply and demand for child care
simultaneously, assuming that formal child care is both a cost of working and an “input”
into child development. Studies that examine the impact of child care costs on hours of
work (in addition to the decision to work or not) find that mothers’ hours of work tend to
fall in response to an increase in the cost of formal child care (e.g. Andren, 2003 for
Sweden; Kornstad and Thoresen, 2007 for Norway; Wrohlich, 2009 for Germany; Powell,
1997 for Canada; Breunig and Gong, 2010a for Australia), with the response typically larger
for mothers with younger children. Few studies directly examine the impact of child care
costs on the likelihood of part-time, relative to full-time, work. Andren (2003) estimates
that a reduction in child care costs would induce single mothers in Sweden to switch from
part-time to full-time work, but have little impact on overall participation. By contrast,
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Box 4.4. Parents, child care and part-time work (cont.)

Chone et al. (2003) find that an increase in household expenditure on child care (they
cannot separate hourly cost and number of hours in their data) in France would reduce
mothers’ labour force participation and see part-time workers reduce their hours, but have
no effect on full-time workers.

The figure below shows a generally positive cross-country relationship between the
part-time employment share of prime-age women and the net cost of child care. While
some countries with a large part-time share also have high child care costs (Ireland, New
Zealand, Switzerland and the United Kingdom), this is not universally the case. In the
Netherlands, Germany, Australia and Belgium, high rates of part-time work coexist with
relatively inexpensive child care. With the exception of the United States, those countries
where prime age women predominantly work full-time (if they work) typically have low
net child care costs.

The quality and availability of child care, though harder to quantify, are also likely to
influence parents’ employment participation decisions. For example, widely available full-
day and after-school care makes it easier for parents in the Nordic countries and France to
work full-time, whereas in Austria, Germany, Luxembourg, New Zealand and Switzerland,
kindergartens typically operate short days or have long breaks that may not be conducive
with full-time work (OECD, 2007). Breunig and Gong (2010b) find that working married
mothers who live in areas of Australia with poor quality or availability of child care are less
likely to work full-time (and consequently more likely to work part-time). Del Boca and
Vuri (2007) show that rationing in the Italian market for child care is a more important
limitation on women’s labour force participation than cost. Wrohlich (2009) finds similar
results for Germany. She estimates that a reform to increase availability of child care
places at the existing price would increase labour supply by more than one that reduced
parents’ child care fees for existing places.

Women’s part-time employment share and net child care costs

Source: OECD Labour Force Statistics Database; OECD Database on Family.
1 2 http://dx.doi.org/10.1787/888932293524
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3.2. A closer look at transitions from part-time employment

Overall, while part-time work appears to be primarily a voluntary choice, for many

workers this choice is driven by external constraints that are temporary in nature and

specific to each demographic group. Thus, the need for part-time work tends to change over

the working life, suggesting that part-time employment is likely to be a transitory labour

market state for most workers. But, as discussed in the previous section, the relative lack of

career development opportunities offered by part-time jobs may impair transitions towards

full-time employment. Moreover, the policy framework that governs the labour market

functioning in each country may affect transitions between part-time and full-time

employment, as it does for job and worker flows in general (see Chapter 3). Therefore, it is

important that the development of part-time employment takes place in a policy context

that does not impede the ability of part-timers to take up or return to full-time employment.

There are relatively few transitions from part-time to full-time work…

Existing empirical evidence tends to confirm that part-time employment is a transitory

labour market state for most workers. For instance, Blank (1994) suggests that part-time

work is essentially a temporary state in the United States: most women tend to either work

full-time or not work at all over many years. Those women who take a part-time job as an

alternative to full-time work tend to return to full-time employment after a period. Likewise,

when they enter part-time work from inactivity, they leave it again after a part-time spell,

part-time jobs being rarely used as a stepping stone towards full-time employment. Along

the same lines, Buddelmeyer et al. (2005) examine labour market transitions in 11 European

countries, and the same broad pattern emerges from their analysis. They notice, however,

that both men and women tend to stay longer in part-time positions in Europe than in the

United States, although there are considerable variations across European countries as well.

And indeed, Figure 4.15 shows that there are large cross-country differences in the dynamics

of part-time employment.

On average over the 20 European countries for which data are available, a substantial

number of workers move in and out of part-time employment each year: worker rotation

Box 4.4. Parents, child care and part-time work (cont.)

If women’s decisions to work part-time are influenced by the cost and availability of
formal child care, alternative sources of care – notably that provided by fathers – are also
likely to be important. However, there is little indication that men use part-time work to
balance work and caring responsibilities to the same extent as women. Among the small
number of prime-aged men who voluntarily work part-time, more do so for health or
educational reasons than for caring reasons. The gender division of paid and unpaid work
in couple households is likely to be influenced by a large number of factors, including the
relative wage each partner can command in the workforce, the longer-term cost of taking
time out of work to care for children and attitudes towards traditional gender roles.
Despite gains in educational attainment, a gender pay gap remains in most OECD
countries, making male specialisation in paid work an economically-rational decision for
some households. However, perceptions (justified or otherwise) that it is easier or less
costly to future career prospects for women than men to take time off, reduce working
hours or use flexible work options to care for children surely contribute to the high rate of
part-time work among women with children (OECD, 2007).
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– that is, the sum of entries and exits in and from part-time work in one year – represents

about 65% of part-time employment. Still, the average retention rate is quite high: about two-

thirds of part-timers stay in part-time employment for more than one year. Interestingly,

rotation rates are much higher – and retention rates much lower – in countries with low part-

time shares and (often) a relatively large part-time penalty, while the opposite is observed in

countries where part-time employment is widespread. And in these countries, the vast

majority of people who remain in a part-time job for (at least) two consecutive years do so

Figure 4.15. Is part-time work a transitory labour market state?
Yearly transitions, average over 2005-06a

***, **, *: statistically significant at 1%, 5%, 10% levels, respectively.
a) Rotation rates are defined as the sum of flows into and out of part-time employment in a given year, as a percentage of all

part-time workers in that year (that is, new entrants, those who will remain on part-time and those who will move out).
Rotation rates higher than 100% mean that a relatively large proportion of workers experience relatively short part-time
spells over the year. Retention rates are defined as the percentage of part-time workers in year N who are still on part-time
employment in year N + 1.

Note: The share of involuntary part-timers, as a percentage of all workers remaining in a part-time job for at least two
consecutive years, is based on data taken from EU-SILC cross-sectional files (the involuntary/voluntary status of part-timers is
not included in the longitudinal file).

Source: EU-SILC, cross-sectional files 2005-07, and longitudinal file 2007.
1 2 http://dx.doi.org/10.1787/888932293353

0 2010 30 40 0 10 20 30 40

140

120

100

80

60

40

20

90

80

70

60

50

40

30

PRT

LUX

FRA
BEL

NLD

GBR
AUT

SWE

EU
NOR

ISL
POL

ESPFIN

HUN

SVK

CZE

EST
SVN

ITA

HUN

SVK
SVN

ESP
FIN

POL
CZE

EST
NOR

ISL
EUITA

PRT

LUX

SWE
GBR

BEL
FRA

AUT

NLD

70

40

35

30

25

20

15

10

5

0

HUN

SVN

POL
SVK

ESP
FIN

EST
ITA

CZE

EU

NOR

ISL

GBR NLD
LUX

AUT

BEL
SWE

FRA

PRT

60 80 9030 40 50 100

Correlation: 0.73***Correlation: –0.77***

Rotation rate over one year Retention rate over one year

Share of part-time workers in total employmentShare of part-time workers in total employment

Correlation: –0.45**

Involuntary part-time, in % of all workers remaining 
in a part-time job for two consecutive years

Retention rate over one year
OECD EMPLOYMENT OUTLOOK 2010 – MOVING BEYOND THE JOBS CRISIS © OECD 2010 243



4. HOW GOOD IS PART-TIME WORK?
voluntarily. On average, about 15% of part-timers take up or return to full-time employment

each year, and slightly less move out of employment altogether (Figure 4.16). Here again,

there are considerable variations across countries, notably as regards transition rates to full-

time work. Overall, more part-time workers remain in employment for at least two

consecutive years in countries where part-time work is widespread, but a much lower

proportion of them move into full-time employment. As the part-time penalty tends be

lower in these countries and a large number of part-timers (i.e. women who are voluntarily

employed part-time) are as satisfied in part-time as full-time work, international

comparisons suggest that the relative lack of career prospects offered by part-time jobs may

not be the main barrier to moving towards full-time employment.

Figure 4.16. Where do workers go when exiting part-time employment?
Average over 2004-06a

***, **, *: statistically significant at 1%, 5%, 10% levels, respectively.
a) Yearly rate of transition out of work in Hungary: 30%.

Source: See Table 4.A2.1, EU-SILC, longitudinal file 2007.
1 2 http://dx.doi.org/10.1787/888932293372
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… notably among the working poor

Transition probabilities from part-time work to either full-time employment or

inactivity are also affected by a number of individual characteristics. Multinomial probit

regressions show that, over a two-year period, having young children, living in a couple and

having a low educational attainment reduce the probability of moving to full-time

employment, notably for women, and may increase the probability of moving out of work,

as compared with the probability of staying in a part-time job (Figure 4.17). These results

are consistent with the existing literature on labour supply decisions. More interestingly,

everything else being equal, part-timers living in households with low disposable incomes

are more likely to move out of work than to remain employed, either in a part-time job or

a full-time job. Thus, for the most disadvantaged groups, not only does part-time work not

appear to be a stepping stone towards full-time employment and greater economic self-

sufficiency, but it does not always help maintain a connection to the labour market.

And indeed, a closer look at transition patterns among part-time workers living in a

poor household reveals that, although they stay less frequently in part-time employment,

on a voluntary basis, than those not affected by poverty, this does not translate into higher

transition rates towards full-time employment (Figure 4.18). Instead, the working poor end

up more frequently in bad labour market states, that is involuntary part-time work and

most often, non-employment. Moreover, it is noteworthy that the propensity of the

working poor to stay voluntarily in part-time employment remains relatively high: on

average over the 20 European countries for which data are available, more than one-third

of poor part-time workers remain voluntarily in part-time work. This raises concerns as to

Figure 4.17. Which workers are most likely to move out of part-time employment?
Multinomial probit regressions, marginal effects of independent variablesa

***, **, *: statistically significant at 1%, 5%, 10% levels, respectively.
a) The coefficients can be interpreted as the % points change in the probability of transition from part-time work to

either full-time employment or non-employment, as compared with remaining on part-time, given a one-unit
change discrete or continuous variables, or given a discrete change in dummy variables (from 0 to 1).

Source: Annex Table 4.A2.1.
1 2 http://dx.doi.org/10.1787/888932293391
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whether national tax and benefit systems provide adequate financial incentives to take up

a full-time job.

In a number of countries, financial incentives to work longer hours are low…

A combination of tax increases and benefit withdrawal can reduce the financial

incentives for increasing working hours. Such disincentives are reflected in marginal

Figure 4.18. Transition patterns among part-time workers by poverty status
Yearly transition rate, average over 2005-07a

a) These transition rates correspond to the percentage of all part-time workers (i.e. voluntary and involuntary) in year N who
are, in year N + 1, either: i) in part-time employment, on a voluntary basis (Panel A); ii) in full-time employment (Panel B);
iii) in part-time employment because they cannot find a full-time job (involuntary part-timers, Panel C); or iv) out of work
(Panel D). These transition matrixes have been calculated, separately for the part-time poor workers (in year N), and for
non-poor part-timers (in year N).

Note: Due to sample size limitations, these two transition matrixes have not been calculated directly with longitudinal data.
First, using cross-sectional data and retrospective employment calendars, transition rates from part-time work to each possible
labour market state were computed for poor and non-poor part-timers, relative to transition rates among the whole population
of part-time workers. The underlying assumption is that, if transition patterns obtained with cross-sectional data differ from
those based on longitudinal data, transition rates will be affected in the same way for all population groups. Second, absolute
transition rates for both poor and non-poor part-timers shown in the above figure were obtained by multiplying these relative
transition rates by transition rates calculated for all part-timers with longitudinal data.

Source: EU-SILC, cross-sectional files 2005-07, and longitudinal file 2007.
1 2 http://dx.doi.org/10.1787/888932293410
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effective tax rates (METRs) that measure how much of a given change in gross earnings is

taxed away through income tax, social security contributions and benefit withdrawal. The

benefits that are taken into account in available OECD estimates of METRs include social

assistance, unemployment, housing, family and in-work benefits. For low-income groups,

METRs are useful indicators of so-called “low-wage traps”: situations where increasing

gross earnings results in little or no net income gain.

Figure 4.19 shows the decrease in net social transfers resulting from a move from part-

time to full-time employment. For low-wage part-timers, the tax and benefit system appear

to reduce substantially the payoff from taking up a full-time job: the average METR across the

OECD countries for which data are available is close to 50%, meaning that almost half of the

increase in total gross earnings is offset by increased social contributions or income taxes

and reduced social transfers. METRs are particularly high for one-earner households as these

are, for any given level of earnings, more likely to receive means-tested benefits such as

social assistance. In many countries, these benefits are withdrawn at higher rates as

earnings increase and this can therefore severely reduce the immediate financial reward of

longer working hours. For the same reasons, METRs tend also to be higher for families with

children and for short part-time jobs. The cross-country variation in the rewards from taking

up full-time work is striking. Countries with a large part-time share (and typically high

retention rates in part-time work) also tend to have METRs above the OECD average.

How do these high METRs affect transitions out of part-time employment? Using

OECD tax and benefit models, it is possible to calculate, for each part-time worker,

measures of the financial incentives to increase, or decrease, working hours. Then, these

individual measures can be added to the set of explanatory variables used for the

multinomial probit regressions presented above to provide an estimate of the impact of net

social transfers on transitions out of part-time employment. More precisely, in order to

take into account the various individual and household characteristics that may affect the

tax and benefit situation of individual part-timers, net household incomes have been

simulated for almost 9 000 different types of households in each country. These

characteristics reflect three main dimensions: the household composition (single persons

and one- or two-earner couples, all of whom may be childless or have two children, i.e. six

possible household types); annual gross earnings of the part-timers (varying from 0 to

200% of the average wage in 1% increments); and partner annual gross earnings (varying

from 0 to 200% of the average in 10% increments). Then, a METR for moving into full-time

work can be calculated for each part-time worker, assuming that his/her annual gross

earnings increase by 10% of the average wage. In addition, a net replacement rate can be

calculated for each part-timer to measure incentives to exit employment from part-time

work. This is the ratio between, on the one hand, the net household income corresponding

to the situation where the part-timer moves out of work and gets social assistance

benefits15 – depending on partner earnings and the presence of children in the household –

and, on the other hand, the current net income of the household.16

Figure 4.20 shows that the extent to which the tax and benefit system affects the

payoff from working longer hours - and thus, earning higher work income – matters.

Although higher METRs do not appear to affect the transition probability towards full-time

employment, they tend to increase the probability of moving out of work, as compared

with staying in part-time work. The effect is small however: a 10 percentage-point decrease

in METRs would reduce the probability of moving out of work by only 0.5%. Yet, caution is

needed when interpreting these estimates, since METRs used in the analysis do not
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Figure 4.19. Marginal effective tax rate for low-wage workers moving 
from part-time to full-time employment

Decrease in net social transfers, as a percentage of the increase in total gross earningsa

a) Full-time work corresponds to 40 hours of work per week (eight hours per day) and provides earnings equal to 50%
of the average wage (AW). Social assistance and any other means-tested benefits are assumed to be available
subject to the relevant income conditions. Children are aged four and six and neither childcare benefits nor
childcare costs are considered. In-work benefits that depend on a transition from unemployment into work are
not available since the person changing working hours is already in employment prior to the change. For married
couples the percentage of AW relates to one spouse only; the second spouse is assumed to be “inactive” with no
earnings in a one-earner couple and to have full-time earnings equal to 50% of AW in a two-earner couple.

Source: OECD tax and benefit models.
1 2 http://dx.doi.org/10.1787/888932293429
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precisely measure the change in net social transfers resulting from a transition towards

full-time employment. As noted above, they measure the change in net social transfers

that occurs when part-timers’ gross earnings increase by 10% of the average wage.

Therefore, these METRs do not entirely capture the effect of tax and benefits systems on

financial incentives move from part-time to full-time work. Net replacement rates do not

suffer from the same limitation, reflecting more accurately the impact on net household

income of a transition from part-time work to non-employment. They are found to

increase the probability of moving out of work and to decrease the transition probability

towards full-time employment, as compared with staying in part-time work. Coefficient

estimates are statistically significant in both cases and larger than those associated with

METRs. Reducing household net replacement rates by 10 percentage points would indeed

decrease the probability of moving out of work by 3%.

… and public employment services may not always provide adequate support 
for the most disadvantaged part-timers

A number of countries have developed strong activation policies that require benefit

recipients to engage in active job search or participate in active labour market programmes

(ALMPs) on the pain of a benefit sanction; they are also supposed to support the jobseeker

with adequate re-employment services. This so-called “mutual obligation” approach has

proved effective in mobilising jobseekers back into work, even in countries where financial

incentives to do so are rather low. As noted above, the payoff from working longer hours

tends to be relatively low for short part-time workers since they may receive substantial

social transfers that are withdrawn rapidly as the number of hours worked increases. This

raises important concerns, at least for those short-time workers at risk of poverty, and for

whom strengthening labour market attachment is crucial. In this respect, the main concern

Figure 4.20. An estimation of the impact of the tax and benefit system 
on transitions from part-time work to full-time employment or non-employment

Multinomial probit regressions, marginal effects of independent variablesa

***, **, *: statistically significant at 1%, 5%, 10% levels, respectively. AW: Average wage.
a) The coefficients can be interpreted as the % points change in the probability of transition from part-time work to

either full-time employment or non-employment, as compared with remaining on part-time, given a one-unit
change in the marginal effective tax rate, or in the household replacement rate.

Sources: Annex Table 4.A2.1.
1 2 http://dx.doi.org/10.1787/888932293448
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is that their employment status, albeit precarious, prevents them from fully benefiting from

activation policies in place for “standard” jobseekers, who do not work at all.

With the exception of Greece, Slovenia and Spain, part-time workers who want more

work – that is, the so-called involuntary part-timers – can register as a jobseeker with the

public employment service or its private-sector counterpart and obtain assistance finding

a job with longer hours (Table 4.4). In a few countries, involuntary part-time workers can

only obtain assistance if they are also receiving unemployment benefits or assistance

(e.g. Sweden, Switzerland), or if their income falls under a specified threshold (e.g. Czech

Republic, Slovak Republic).

Involuntary part-timers often receive less assistance than the fully-unemployed, in

part, no doubt, because they have less need for assistance. Activation measures, such as

intensive interviews, may be mandatory for fully-unemployed people, but only voluntary

for the underemployed. Participation in labour market programmes may also be more

difficult for part-time workers given the time constraints imposed by their jobs. For

example, in Mexico, some training programmes require full-time participation.

Participation in subsidised jobs, particularly in the public sector, is often not open to

underemployed workers.

Conclusions
This chapter provides a mixed picture of the advantages of part-time work. On the

positive side, it shows that the increase in part-time work has been largely voluntary and

associated with overall increases in participation of under-represented groups and more

flexible, family-friendly working-time arrangements. Moreover, the quality of part-time

jobs has not weakened with the increase in their number: more widespread part-time work

is associated with a lower penalty in terms of wages, job and income insecurity, and

opportunities for career development. The largest group of part-time workers – women

who voluntarily work part-time – seem relatively satisfied to trade-off wages and future

earnings potential for shorter and more flexible working hours. On the negative side, the

development of part-time work has been associated with longer part-time spells, and an

increase in the proportion of part-time workers – notably prime-aged women – whose

working-hours preferences are not necessarily motivated by “traditional” constraints on

labour market participation, such as education, caring responsibilities or illness. This

pattern, if it continues, may have negative consequences for personal career prospects and

poverty risk, and ultimately for aggregate labour utilisation.

A number of policy lessons emerge from these findings. In the context of population

ageing, encouraging part-time work is still on the policy agenda of many countries, to allow

young individuals to have an experience in the labour market while still in education, allow

parents to combine work with family responsibilities and, not least, for older workers as

part of a gradual transition to retirement. However, governments must make sure that

part-time work develops in a context where there are not disincentives to take up or return

to full-time employment, notably in tax and benefit systems. In terms of policy coherence,

it could become difficult to promote part-time work for prime-aged women with few

incentives to return to full-time employment, while at the same time, reforming pension

systems to keep people in employment at older ages. Indeed, since mean-tested social

benefits tend to subsidise part-time employment, there could be a trade-off between the

individual well-being of part-timers and the collective well-being of ageing OECD societies
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Table 4.4. Eligibility for employment services for underemployed workers 
who are registered job seekers

Basic job search 
assistance and referral 

to vacancies

Intensive interviews 
and individual 
action plans

Training 
programmes

Subsidised private 
sector employment

Subsidised public 
sector employment

Australia Yes Yes Yes Yes No
Austria Yes Lower priority With conditions With conditions With conditions
Canada Yes Yes No No No
Chile Yes Lower priority Lower priority No No
Czech Republic Yes With conditions With conditions No No
Denmark Yes Yes Yes Yes Yes
Estonia Yes No Yes No No
Finland Lower priority No Lower priority No No
Germany Yes Yes Yes Yes No
Greece No No No No No
Hungary Yes Yes With conditions With conditions With conditions
Israel Yes Yes Yes No No
Japan Yes Yes Yes Yes . .
Korea Yes No Yes Yes Yes
Mexico Yes Yes Some programmes No No
Netherlands With conditions With conditions With conditions With conditions With conditions
New Zealand Yes Yes Yes Yes Yes
Norway Yes Yes Yes Yes Yes
Poland Yes Lower priority Lower priority No No
Portugal Yes Yes Yes Yes No
Slovak Republic With conditions With conditions With conditions With conditions With conditions
Slovenia No No No No No
Spain No No No No No
Sweden Yes Yes Yes Yes Yes
Switzerland Lower priority Lower priority Lower priority Lower priority Lower priority
Turkey Yes No No No No
United Kingdom Yes Yes Yes . . . .
United States Yes Yes No No No

Notes:
“. .” indicates that information is not available. Lower priority means that underemployed workers are eligible, but
with lower priority than fully unemployed persons.
Austria:“Marginal employees” earning less than EUR 357.74 per month qualify for assistance from active labour
market programmes with the same priority as unemployed when registered as unemployed.
Czech Republic: Only those earning less than CZE 4000 per month are eligible to register as job seekers.
Hungary: Employed persons, whether working full-time or part-time, are eligible for training and subsidised
employment if their job is expected to be terminated or if their employment cannot be maintained without further
training.
Mexico: Some PES training programmes have the same eligibility conditions for unemployed and underemployed
workers. In some programmes the participant requires full-time availability for training.
Netherlands: Part-time workers who work less than 12 hours per week and are actively seeking and available to work
more than 12 hours per week can register for job-search assistance, intensive support and training programmes.
While they are eligible for most employment services, at times of economic crisis, it is likely that services will be
primarily focused on those who have recently become fully unemployed, given the high caseload. Participation in
subsidised private and public sector jobs is only available if part-time workers are receiving social assistance, which
is only possible if they earn less than the minimum income threshold (partner income thresholds also apply).
New Zealand: Participation in training programmes and subsidised employment is focused on those most
disadvantaged.
Norway: Underemployed workers are eligible for training programmes and subsidised employment programmes,
although it can be a challenge for the underemployed to combine work with labour market programme participation.
Slovak Republic: To be eligible to be registered as a job seeker, a part-time worker must earn a salary not exceeding 65%
of the subsistance minimum plus advance payment of health insurance and social security contributions paid by
employees and pre-tax income (up to EUR 136.36).
Sweden: Must be receiving benefits.
Switzerland: There are no systematic or administrative mechanisms which discriminate against part-time
unemployed persons as long as they receive UI benefits.
United States: The Wagner-Peyser Employment Service Program provides employment services to jobseekers. It does
not contain training programmes or subsidised employment.
Source: Responses to the OECD Part-time Work Questionnaire.
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where social expenditures are forecast to increase significantly. While there should not be

barriers to part-time work for individuals who strongly value shorter working hours for their

work-life balance, it is also crucial to remove barriers to transitions from part-time to full-

time employment. Widespread regulatory reforms aimed at encouraging high quality part-

time work should also be better evaluated as there is little evidence on their effectiveness or

if they are having unintended adverse effects on the hiring of part-time workers.

Notes

1. This is an old debate that the first edition of the OECD Employment Outlook, published in 1983,
examined.

2. Part-time work is generally defined in this chapter as working less than 30 hours per week in the
main job. This may differ from national definitions which use different hours thresholds. In
addition, some workers with multiple part-time jobs may work full-time when hours in all jobs are
taken into account. Multiple-job holding generally accounts for a very small proportion of all
employees in OECD countries.

3. C156 has been ratified by only seven OECD countries: Finland, Italy, Luxembourg, the Netherlands,
Portugal, Slovenia and Sweden.

4. In May 2010, OECD countries welcomed four new members – Chile, Estonia, Israel and Slovenia.
The Russian Federation is currently undergoing an accession process.

5. Statutory (as opposed to contractual) pay and working conditions requirements (e.g. minimum
wages) generally apply to both part-time and full-time workers.

6. In some countries, such as Japan and the United Kingdom, employees have a statutory right to
request flexible working arrangements more broadly rather than just part-time work.

7. Indeed, part-time employment was already widespread before the introduction of part-time
request regulations in a number of countries including Australia, the Netherlands, New Zealand
and the United Kingdom.

8. Due to a lack of appropriate data, not all aspects of job quality could be examined in this section,
notably access to fringe benefits and social protection. In all the figures in this section, relative job
quality is measured as the ratio of a particular measure of job quality for part-time employees to
that for full-time employees (the self-employed are excluded). When bars in the charts are below
one, part-time employees have lower job quality than full-time employees, while when the bars
are above one, part-time employees have higher job quality than full-time employees.

9. See Annex 4.A1 for a full breakdown of the impact of individual and job characteristics on the part-
time penalty and premium.

10. Booth and Wood (2008) find a part-time wage premium for workers in Australia after controlling
for unobserved heterogeneity. Possible reasons include the casual wage premium (part-time
workers are more likely to have casual contracts than full-time workers), fewer hours of unpaid
overtime or the possibility that high marginal effective tax rates and a tight labour market mean
that employers that want to employ part-time workers have to pay more. Hardoy and Schone
(2006) find no wage penalty for Norway after controlling for characteristics. Most studies of
training find that part-time workers participate less in training than full-time workers, with a few
exceptions. Arulampalam et al. (2004) examine training participation in Europe during the 1990s
and find that part-time workers are less likely to participate in training only for the United
Kingdom and Finland. Pischke (2001) finds no significant impact on part-time work of duration or
participation in training in Germany.

11. Studies that fail to find evidence of compensating differentials, or that find that better working
conditions are associated with higher wages include Gariety and Shaffer (2001) for flextime in the
United States and Bockerman and Ilmakunas (2006) for a range of working conditions in Finland.
Daniel and Sofer (1998) only find evidence of compensating differentials in non-unionised sectors
in France and even then, not for work at night or shift work.

12. A range of values for the average hours worked by part-time workers (as a proportion of full-time
hours) are used to calculate adjusted employed rates. In countries for which data are available, the
relative average number of hours worked by part-timers varies significantly across countries
(cf. infra). However, there is no significant relationship between this ratio and the share of part-time
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work in total employment, only a weak negative cross-country correlation that is unlikely to affect
strongly the findings presented in what follows.

13. Among the countries for which a long time-series of data on part-time employment by age group
is available, the patterns of part-time work by women over the life course are remarkably
consistent in successive five-year age cohorts in Canada, France, Germany, Greece, the
Netherlands, New Zealand, the United Kingdom and the United States over the period 1980-2005.
In Belgium, Spain and Italy, younger cohorts are more likely to work part-time than older cohorts
at every age, while in Denmark and, to a much lesser extent, Portugal, younger cohorts are less
likely to work part-time than older cohorts at every age. However, with the exception of Denmark,
all these countries exhibit a similar pattern: participation in part-time work typically increases at
the onset of childbearing, does not decline substantially as women enter their 40s and 50s and
then peaks among workers older than 55.

14. Pension systems in OECD countries usually link retirement income to previous earnings, at least to
some extent. Using data from D’Addio and Whitehouse (2010), it is possible to examine the impact
of working part-time (50% of average earnings) on retirement income. The redistributive element
of most pension systems means that the replacement rate is typically higher for part-time workers
than for full-time workers (70% compared with 57%, respectively, of previous earnings on average
for all OECD countries). However, because part-timers earn less, actual retirement income is much
lower: 35% of average earnings.

15. OECD tax and benefit models do not allow simulating UI benefits for part-time workers.

16. Net incomes calculated for families with two children are used whenever children are present. This
assumption would lead imputed METRs and net replacement rates to be either overestimated or
underestimated, depending on the number of children. True METRs and replacement rates would
likely be lower for those having only one child and higher for those having more than two children.
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4. HOW GOOD IS PART-TIME WORK?
ANNEX 4.A1 

Job Quality Decomposition Methodology and Results

Methodology
It is useful to know how much of the difference in job quality between part-time and

full-time workers is simply due to differences in their characteristics, and how much could

be considered a true penalty or a premium to working part-time. That is, if part-time and

full-time workers shared the same characteristics, would they have different wages and

working conditions? Oaxaca-style regression methods for decomposing wage gaps

between different groups (e.g. based on gender, race) are well-developed in the literature.

The same methods have been widely used to examine the part-time/full-time wage gap

(e.g. Jepsen et al., 2005; Manning and Petrongolo, 2008). For a continuous variable, like the

hourly wage, the average gap between full-time and part-time workers can be written as:

[1]

where  and  are the average hourly wage of full-time and part-time workers,

respectively, is a vector of personal and job characteristics and  are estimated

coefficients from OLS wage regressions run separately for full-time and part-time workers.

The first term on the right-hand side of equation [1] is the part of the gap attributable to

differences in the average characteristics of full-time and part-time workers, while the

second term is the unexplained component. It is assumed that the coefficients of full-time

workers represent the “true” returns to characteristics, although this assumption does not

affect the conclusions reached. A similar method, modified for a non-linear probit model,

is used to decompose differences in working conditions where the dependent variable is a

zero-one indicator (Fairlie, 2003).

It is possible that some characteristics of workers that lead them to choose part-time

work also affect how much they earn or their working conditions if they work part-time. If

this is the case, estimates that do not take into account self-selection into part-time or full-

time work can be biased. Unfortunately, with the data available, it is not possible to control

for selection bias because of a lack of a suitable instrument that affects the decision to

work part-time or full-time, but not the working conditions on offer in the job. The variable

used most often to identify selection into part-time work for a wage equation is family

situation. It is possible to imagine that having children affects the decision to work part-

time, but not the wage. However, when extending the analysis to working conditions, this

is far less obvious. For example, it is quite likely that having family responsibilities affects

an employee’s likelihood of taking part in training, their promotion prospects, their stress

( ) ( )P TF TP TF TP TF TP TF T XXXWW βββ ˆˆˆl nl n −+−=−

F TW P TW
X β̂
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levels and the likelihood of them working at anti-social times. The sample used for some

of the estimation from the European Working Conditions Survey also includes only

employees, so it is not possible to estimate a selection equation that includes an option for

inactivity. Therefore, none of the analyses controls for selection into part-time work.

Previous research suggests that failing to account for selection into part-time work should

have only a small effect, if any, on the accuracy of full-time/part-time wage gap estimates

(e.g. Manning and Petrongolo, 2008; Booth and Wood, 2008; Hardoy and Schone, 2006;

Bardasi and Gornick, 2008).

Data description
Data for wages are from the 2007 cross-sectional file of the European Survey of Income

and Living Conditions (EU-SILC). Data for working conditions are from the 2005 European

Working Conditions Survey (EWCS) and the 2005 International Social Survey Programme

(ISSP) Work Orientations Supplement. Due to differences in data availability, different

samples of countries are used for different indicators. The sample coverage and sources

are described below:

Hourly wage (Sample 1)

Ratio of hourly wage to median hourly wage. Hourly wage is calculated from yearly

earnings for the previous year, number of months worked full-time and part-time in the

previous year and average hours of full-time and part-time employees in the current year.

Opportunities for advancement (Sample 2)

EWCS: Equal to one if respondent agrees or strongly agrees with statement “My job

offers good prospects for career advancement” and zero if the respondent neither agrees or

disagrees, disagrees or strongly disagrees with the statement.

ISSP: Equal to one if respondent agrees or strongly agrees with statement

“Opportunities for advancement are high in my job” and zero if the respondent neither

agrees or disagrees, disagrees or strongly disagrees with the statement.

Countries covered
Data 

source

Sample 1 Austria, Belgium, Czech Republic, Denmark, Estonia, Finland, France, Germany, Greece, Hungary, Iceland, Ireland,
Italy, Luxembourg, Netherlands, Norway, Poland, Portugal, Slovenia, Slovak Republic, Spain, Sweden, United
Kingdom

EU-SILC

Sample 2 Austria, Belgium, Czech Republic, Denmark, Estonia, France, Finland, Germany, Greece, Hungary, Ireland, Italy,
Luxembourg, Netherlands, Norway, Poland, Portugal, Spain, Slovak Republic, Slovenia, Sweden, Switzerland, Turkey,
United Kingdom

EWCS

Australia, Canada, Israel, Japan, Korea, Mexico, New Zealand, Russian Federation, United States ISSP

Sample 3 Austria, Belgium, Czech Republic, Denmark, Estonia, France, Finland, Germany, Greece, Hungary, Ireland, Italy,
Luxembourg, Netherlands, Norway, Poland, Portugal, Spain, Slovak Republic, Slovenia, Sweden, Switzerland, Turkey,
United Kingdom

EWCS

Sample 4 Australia, Belgium (Flanders), Canada, Czech Republic, Denmark, France, Finland, Germany, Hungary, Israel, Ireland,
Japan, Korea, Mexico, New Zealand, Norway, Portugal, Russian Federation, Slovenia, Spain, Sweden, Switzerland,
United Kingdom, United States 

ISSP
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Training (Sample 2)

EWCS: Equal to one if respondent answered yes to the following question “Over the

past 12 months, have you undergone training paid for by your employer, yourself or on-

the-job training to improve your skills or not?” and zero otherwise.

ISSP: Equal to one if respondent answered yes to the following question “Over the past

12 months, have you had any training to improve your job skills, either at the workplace or

somewhere else?” and zero otherwise.

Union membership (Sample 4)

Equal to one if respondent is currently a member of a trade union, zero otherwise.

Permanent contract (Sample 3)

Equal to one if respondent has an indefinite contract, and zero otherwise.

Feels like job is secure (Sample 2)

Equal to one if respondent disagrees or strongly disagrees with statement “I might lose

my job in the next six months” and zero if respondent neither agrees or disagrees, agrees

or agrees strongly with the statement.

Equal to one if respondent agrees or strongly agrees with statement “My job is secure”

and zero if respondent neither agrees or disagrees, disagrees or disagrees strongly with the

statement.

Has some control over working time (Sample 2)

Equal to one if respondent can choose between several fixed working time schedules,

can adapt working hours within certain limits or are entirely free to determine working

time arrangements and zero if working time arrangements are set by the company with no

possibility for changes.

Equal to one if respondent can decide working hours within certain limits or is entirely

free to decide working hours and zero if respondent cannot change working hours or has

fixed working time.

Never works on Sundays/at night/more than ten hours per day (Sample 3)

Never works on Sundays: Equal to one if respondent does not work at all on Sundays

and zero if the respondent works at least once a month on a Sunday.

Never works at night: Equal to one if respondent does not work at all at night and zero

if the respondent works at least once a month for at least two hours at night.

Never works more than ten hours per day: Equal to one if respondent does not work at

all for more than ten hours per day and zero if the respondent works at least once a month

for at least ten hours per day.

Does not feel that health and safety are at risk from job (Sample 3)

Equal to one if respondent answers yes to the following question “Do you think your

health or safety is at risk because of your work?”, and zero otherwise.
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Job is not stressful (Sample 4)

Equal to one if respondent never or hardly ever finds work stressful, and zero

otherwise.

Job satisfaction (Sample 4)

Equal to one if respondent is satisfied or very satisfied with main job, or zero if the

respondent is neither satisfied nor dissatisfied, dissatisfied or very dissatisfied with main job.

Control variables

All decomposition regressions include controls for age (age in years, age squared),

education (six categories for ISSP/EWCS, three categories for SILC), work experience, family

(married, number of children) and occupation (nine categories for ISSP/EWCS, eight

categories for SILC). Analysis using Samples 1 and 3 also include controls for firm size (four

categories), industry (15 categories for EWCS, 12 categories for SILC) and permanent contract.

Results
Results shown in Figures 4.4 and 4.6 of the main text of the chapter are based on the

samples which allow the most control variables to be included; usually, but not always,

Sample 3.
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Table 4.A1.1. Explaining the part-time premium, detailed results
Percentage of part-time job quality gap explained by individual and job characteristics

Has some control over working time Never works at night Never works on Sundays

Men Women Men Women Men Women Men Women

Sample 2 Sample 3 Sample 2 Sample 3 Sample 3 Sample 3 Sample 3 Sample 3

Age –3 –4 2 4 6 –1 –2 –9

Education –13*** –12*** –15*** –20*** 1 –1 4* 6

Work experience –5 3 0 1 5 –2 5 –2

Family –2 –3 –1 1 3 1 14 –6

Occupation –2 7 –19*** –22*** 6** 11 –29*** –20

Firm size – 5 – –4** 20*** 29*** 24*** 44***

Industry – –12 – 9*** –11*** –16*** –73*** –68***

Permanent contract – –13 – –7** 6 –2 –21** –8

Gap (PT minus FT in percentage points):

Unadjusted 4.7 4.2 8.8 7.7 7.7 3.7 3.6 2.5

Adjusted 5.9 5.3 11.8 10.7 4.9 2.9 6.4 4.0

Never works 10+ hrs/day No health/safety risk Job not stressful

Men Women Men Women Men Women

Sample 3 Sample 3 Sample 3 Sample 3 Sample 4 Sample 4

Age 1 0 5 5** 13*** 1

Education 1 6 0 –6** –1 0

Work experience 3 0 10*** –1 0 3

Family 4 0 6*** –2 3*** 2

Occupation 3* 11 13*** 3 3*** 18***

Firm size 0*** 2*** 1 12*** – –

Industry 2*** –3*** 6** 7 – –

Permanent contract –1 0 –4 –1 – –

Gap (PT minus FT in percentage points):

Unadjusted 27.5 19.0 12.7 5.7 18.5 11.0

Adjusted 23.7 16.0 8.1 4.7 15.1 8.4

FT: full-time; PT: part-time.
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Table 4.A1.2. Explaining the part-time penalty, detailed results
Percentage of part-time job quality gap explained by individual and job characteristics

Hourly wage Good opportunities for advancement

Men Women Men Women

Sample 1 Sample 1 Sample 2 Sample 3 Sample 2 Sample 3

Age 0*** 10*** 1 6 0 –2

Education 2 –7* –2*** –4*** –6*** –8***

Work experience 0 0 6 8 1 4***

Family –5*** –3* –2 –1 0 0

Occupation –8*** –28*** –5*** –3 –26*** –16***

Firm size –3 –3 – –8*** – –8***

Industry –11*** –8*** – –14*** – –5**

Permanent contract –16*** –4*** – –9 – 0

Gap (PT minus FT in percentage points):

Unadjusted –22.0 –17.2 –10.2 –9.8 –9.9 –9.6

Adjusted –13.0 –9.5 –10.0 –7.4 –6.8 –6.3

Training Union membership

Men Women Men Women

Sample 2 Sample 3 Sample 2 Sample 3 Sample 4 Sample 4

Age –6 0 0 –1 –15*** 9***

Education –5*** –8*** –13*** –14*** 0 –6**

Work experience 11*** 21*** –1 –2 7 1

Family –7*** –10*** 0 2 –3 8***

Occupation –1 2 –30*** –19*** 2 –13***

Firm size – –27*** – –12*** – –

Industry – –3 – –3 – –

Permanent contract – –9* – –2 – –

Gap (PT minus FT in percentage points):

Unadjusted –9.6 –7.4 –12.3 –10.9 –11.0 –7.8

Adjusted –8.8 –5.0 –6.8 –5.4 –10.0 –7.8

Permanent contract Feels like job is secure

Men Women Men Women

Sample 3 Sample 3 Sample 2 Sample 3 Sample 2 Sample 3

Age –5*** –1 1 2 14*** 19***

Education –1*** –5*** 0 –1* –15*** –17***

Work experience –12*** –7*** –3 3 –16*** –4

Family –2** 1 –5* –6* –1 –1

Occupation 0 –1 3 –2 –23*** –2

Firm size –5*** –3*** – –1 – –11***

Industry –3*** –1 – 11*** – 5

Permanent contract – – – –53*** – –83***

Gap (PT minus FT in percentage points):

Unadjusted –27.5 –17.0 –9.6 –9.9 –5.2 –4.0

Adjusted –19.7 –14.0 –9.1 –5.1 –3.1 –0.2

FT: full-time; PT: part-time.
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ANNEX 4.A2 

Supplementary Figures and Tables
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Figure 4.A2.1. Part-time employment by demographic group

Source: OECD Labour Force Statistics Database.
1 2 http://dx.doi.org/10.1787/888932293467
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Figure 4.A2.2. Work intensity of part-timers and incidence of voluntary 
and involuntary part-time employment

***, **, *: statistically significant at 1%, 5%, 10% levels, respectively.

Source: EU-SILC, cross-sectional files 2005-07.
1 2 http://dx.doi.org/10.1787/888932293486
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Table 4.A2.1. Determinants of transition probabilities of moving 
from part-time work to either full-time employment or non-employment 

over any two-year period between 2004 and 2007
Multinomial probit regressions: Marginal effects of independent variablesa 

Reference labour market state: Staying on part-time work

Full-time 
work

Out 
of work

Full-time 
work

Out 
of work

Full-time 
work

Out 
of work

Sample 
means

Gender and age

Men Ref. Ref. Ref. Ref. Ref. Ref. 17%

Women (dummy variable) –15.84*** –1.08*** –15.93*** –0.88*** –13.66*** –2.09*** 83%

Age 0.28 –2.53*** 0.27 –2.42*** –0.03* –2.21*** 42.3

Age square –0.01 0.03*** –0.01 0.03*** –0.01 0.03***

Education (dummy variables)

Primary education –4.83*** 4.40*** –4.84*** 4.36*** –3.00* 2.63* 7%

Secondary education –4.75*** 1.69* –4.74*** 1.67* –2.96*** 0.61 65%

Tertiary education Ref. Ref. Ref. Ref. Ref. Ref. 28%

Household composition

Single persons Ref. Ref. Ref. Ref. Ref. Ref. 22%

Live in couple (dummy variable) –4.27*** –0.52*** –4.37*** 0.11 –3.42*** –0.28* 78%

Nb. of children less than 3 –1.43 3.95*** –1.41 3.90*** –1.18 3.68*** 0.11

Household disposable income (dummy variables)

1st income quantile –1.90 6.23*** –1.72 5.19*** 1.55 3.38*** 14%

2d income quantile –0.82 2.32*** –0.78 2.19*** 0.20 1.54** 20%

3rd income quantile Ref. Ref. Ref. Ref. Ref. Ref. 24%

4th income quantile 1.71* –0.68 1.71* –0.57 1.07 –0.11 23%

5th income quantile 3.42*** 0.33 3.43*** 0.42 2.27*** 1.22** 19%

Tax and benefit system

Marginal effective tax rate (when earnings increase by 10% AW) –0.01 0.06*** 43%

Household replacement rate –0.30*** 0.20*** 72%

Country fixed effectsb Yes Yes Yes

Time dummies Yes Yes Yes

Number of observations 20 905 20 905 20 905 20 905

***, **, *: statistically significant at 1%, 5%, 10% levels, respectively. AW: Average wage.
a) The coefficients can be interpreted as the % points change in the probability of transition from part-time work to either full-

time employment or non-employment, as compared to remaining on part-time, given a discrete change in dummy
variables (from 0 to 1), or given a 1 unit change in continuous or discrete variables (age, number of children less than 3,
marginal effective tax rate or net replacement rate).

b) Countries included: Austria, Belgium, Czech Republic, Finland, France, Hungary, Iceland, Italy, Luxembourg, Netherlands,
Norway, Poland, Portugal, Slovak Republic, Spain, Sweden, United Kingdom.

c) A sensitivity analysis was performed in order to assess the robustness of results to changes in country coverage, by
eliminating one country at a time and re-estimating the equation including, either METRs or the net replacement rates.
Point-estimates of the impact of these two variables always keep both the same sign and magnitude.

Source: EU-SILC, longitudinal file (2007).
1 2 http://dx.doi.org/10.1787/888932293676
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