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Be Flexible! Background brief on how workplace flexibility canhelp European employees to balance
work and family

In Europe, on averaggout of 4employees have
somework-scheduléflexibility, and this concerng
in 10 employees in the Netherlands and Nordic
countries

Flexible working arrangemenge most often
availableto and usedoy employees witthigher

Y

Working parents find that flexibleorkplace
measuresmprove their worklife balance.
Parentswith a child of preschool agare most
likely touseflexible workng times or work from
home, butgender differences arsmall

Government promote wrkplaceflexibility to:

educationand who workin top-leveljobs
Employees withdng workinghoursand
commuting timesare less likelyo take a break
during the working dayor personal or family
reasors, butthey are more likely towork from
home.

Team work, performancbased pay and the use @
ICT at work foster access to flexible working
arrangemeits

1 Grant all employees a right to request flexib
working

1 Encourag social partnergo cover workplace
flexibility incollectivebargainingagreements

1 Help companieshange theimork
organisation thoughthe exchange of best
practice and information campaigns

O—

Flexible workdace practices are often primarily designed to address employer needs in the production
process, buthey canalsoimprove the workife balanceof employeesn a manner which is coissent

with enterprise need&€hung et al., 2007 Riedman 2006; Plantenga & Remery, 20090ECD, 2011
Eurofound, 2016 Working time flexibility canhelp working parents treconcile theimork-schedule with
childcare centre and/or school hquaad can make an important contributormp o | satistadidn with

thar work-life balance Cazes et al., 20)6Working from fome saves time on the commute and helps
employees tde close to childreand partnersn case ofcare needs However, fexible workingis not
without risks toemployees sincé& may involve working longer hoursausing fatigue and more stress
(Golden, 2012Lott and Chung, 20)6From the employer perspective, flexible working practices can help
recruit and retain stagffreduceabseteeismand turnover rates-lexible working may increase staff and
overall workplace productivity, buthangingworkplace practicecan incurshortterm coss$ (Beauregard

& Henry, 2009) Flexible working requires ample management and communication capacity to organize
the greater variety iwork patternamong agreater number of staff.

The use of differentléxible working arrangements dependn employee anddusiness needParttime
work can be an option for employees who need to reduce their working hours on a permandnitbasis,
comesat the priceof reducedearningsWomeni often mothers areon average three timaore likdy
than men to work patime in Europe(Figure 1;0ECD, 2016and 2016}y ard almost one in ten women
on averagevork actually for fewer than 20 hours per wdelactually more than one in six women in
Denmark Germany, Norway, Switzerland, the United Kingdonand almost one in three ithe
Nethetands(AnnexTable AlL).

Organising partime work can also have a cost for employers who may have to adjust the workload or to
assign workers to different jobs. The costs boynthe two parties can be reduced by flexible working
arrangements that do not require such a profound change in work organisation. In particular, when the
workflow is not immediately dependent on consumer demand, employees may be able to start and end
work at a time of their choosing or take breaks during the working day with approval from line
management.

Working from home can be occasional or regular, depending on business constraints, and requires a
working relationship that is based upon trust andoerages employees to manage their own work.
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Figure 1. Women are three times more likely to work parttime than men
Proportion of employed in patime employmerit, by sex, 2014
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a) Part-time employment as a proportion of total employment. 'Part-time' here refers to persons who usually work less than 30 hours per week in their

main job.

b) Footnote by Turkey: The information in this document with reference to « Cyprus » relates to the southern part of the Island. There is no single

authority representing both Turkish and Greek Cypriot people on the Island. Turkey recognizes the Turkish Republic of Northern Cyprus (TRNC). Until a

lasting and equitable solution is found within the context of United Nations, Turkey shall preserve its position concerming the A Cypr us i ssueod
c) Footnote by all the European Union Member States of the OECD and the European Commission: The Republic of Cyprus is recognized by all

members of the United Nations with the exception of Turkey. The information in this document relates to the area under the effective control of the

Government of the Republic of Cyprus.

Source: OECD Family Database, LMF1.6, www.oecd.org/social/family/database.htm

This brief provides an overview & mp | o gceesss @d/or use of flexible working arrangements and
their determinants across European countbased on datkom the2015 European Survey on Working
Conditions(Box 1). Three types of flexibility are considered: the flexibilégnployeedave to adjust their
daily working time the mssilility for employeeso take a long breakiuring the workingday to take care
of personal or family matterand, the possibility for employees to work from homviich can beisel to
cope with family responsibilitied he brief also considers thefluence of flexibleworking arrangements
onempl oy e e s & tharpwnrwark-léeebalanceand makes the case for more action to promote
workplaceflexibility .

Between50and 90% of employeesn Europe benefit from flexible working practices

The majority of European employees (3 out of 4 on averdge)e access tsome workschedule
flexibility, but ths proportionvaries from50%in Greece to @% in the Netherlands and Nordic countries
Moreover,employees irthese latter countrigsave greater access to the rangéesfible working options
consideredchere (Figure2). This helm to explain how Nordic countries maintain high levels of female
employment without a large gender gap in average weekly working iyucentrast,m the Netherlands,
the prevalencef flexitime and homevorking goes hand in hand with higgvelsof parttime work,and
thus large gender gaps in working hours.

The extent to which flexible working arrangemeetfectively help workers balance work and family life
depends on the control they haveeptheir use on a regular occasional(to meet urgencies) basis.
Broadly, in countries where workirtgne flexibility is widespread e.g. the Nordic countries and the
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Netherlands, parents are often more likely to have access to such measures than employees without
dependent childrerand in many countries parents are more likely to avail of working at home. But overall
there appears to be little difference in the access and use of flexible working time arrangements by working
parents and employees witle dependent childrerfzurthermoregender differences are small, although in

about a third of the countries, fathers seem to more likely to be able to interrupt work for personal or
family reasons. Overall, this suggetitat access tllexible working arrangementdoes not appear to be
strongly dependenon the presence of children &s the choice for partime work for many women

(OECD, 2012)

A closer look at details shovisnits in theflexibility of work schedules. Thuslaily start and finish times
are set entirely by employersfor about two-thirds of employeesin Europe (Figure 2, Panel A) The
proportionvaries considerably across countrieewever in Denmark, Norway and Swedemore than
60% of employeesan choose beten several fixed working schedulesratependentlyset her working
hours while in Bulgariathis only concerng% of employeesSimilarly, only a minority of employee$ 1

in 5 on averagé work from homeon a regular noccasionabasis(Figure 2, Panel B) Employeeqgand
especially parentsin the Nordic countries are tige aslikely to work from home than the average
employee

By contrast, rare than 60% oémployeesaneasilytake off for one or two hoursluring the working day
to take care of personal or famitgatters (Figure2, PanelC). And fathersare much more likely than
mothers and/or childless employees to do so in many courikiestria, Belgium, the Netherlands,
Portugal, Spain, anekspeciallyDenmark, Finland and Sweden).

Box 1: Flexible working arrangements in the European Survey olVorking Conditions

The Sixth European Survey on Working Conditievess carried out by th&uropean Foundation for the Improvement of Livipg
and Working Conditionsbetween Septemberand November 201%Eurofound, 2015) More than 43 000 workerg/ere
interviewed in 35 countries, with between 1,60 3,300 respondents in each counffiie survey includes information on jgb
characteristics, employment status #&melnature of contract, and on the individual and household characteristics of svorker

The probabilityof having access to or making use flefixible working arrangements is modelled as a logit function of |job
description variable@ccupation, firm size, working hours, team work, pay on performance of team/individuakamse of ICTS
at work, and of grsonal and family characteristicerésence othildren partned situation, commuting timeeducatioal
attainmen), plus a few others control variables. Questions regarding flexible working have been coded as summarized in the
following table:

Survey question Dependent binary variables

0 1
S They are entirely set by the There are somgossibilities
2 oo

> 1 How are your working time arrangements set? company for flexibility

= 1 Would you say that for you arranging to take an hou Quite eas

E or two off during working hours to take care of Quite difficult y

° personal or family matters is...?

3

o

E . . . I

= 9 During the last 12 months in your main paid job, hov Never At least sometimes

= often have you worked at your oome?

Tin general, hO\.N often are you involved In caring for Once a week maximum At least several times a wee

° o and/or educating your children, grandchildren?
= ©  {In general, how do your working hours fit in with you .

T C
%‘ % family or social commitments outside work? Not very well Quite well
=<2 T How often in the last 12 months, have yound that

your family responsibilities prevented you from givin at least sometimes almost never
the time you should to your job?
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Figure 2. Flexible working arrangements across employees

Panel A: Percentage of employees with some or total control over daily working time
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Panel CPercentage of employees who can easily take one or two hours off for
personal/family reasons
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Note: Countries are ranked according to the percentages of all employees with flexible working. Red markers show the European
average including all employees. "Fathers" or "Mothers" include parents with at least one child below age 15. Markers are shaded
when their proportions are significantly different (with a p-value below 0.05) from the percentage of childless employees with flexible

working arrangements. Non-shaded markers indicate that the difference is not significantly different from zero.
a) See note b) to Figure 1
b) See note c) to Figure 1

Source: OECD calculations based on the 6th European Working Conditions Survey (2015), www.eurofound.europa.eu/surveys
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Unequal accesdo flexible working arrangements

Access to flexible working arrangements is not evenly spread across all groups of employees, and depends
on two broad catemwies of factors: workplace and work organisation (Figure 3, and personal
characteristicef employeegFigure4).

Flexible working arrangements: a premium fagmployees iop occupationswith long working hour$

Figure 3 shows thabpportunitiesto accesdlexible working arrangementsary with occupationsfirm-
size, workinghours, the presence of-@mrkers, the nature of paymesthemes and type of employment
contract:

1 Reflectng the differences in autonomgnd work-organization, professionalend maagersin
particular have greater access torking time flexibility than employees infigroundfloor: o
occupationd clerical staff sales workers and employees in other elementary occupat{eng.
cleaners and helpers, food preparation assjtéattsurers in mining, construction, et., street and
related services workers, etc. Panel A) Employees in elementary occupations, services and
clerical supportoleshavealsolimited opportunities to work from hom@anelB), which makes
sensasfaceto-facecontact with colleaguesndbr clientsis often central in such jobs

1 Gender differences are small, but female managers, as well as women working in services and
other elementary occupati®haveslightly higher chances to have at least somerocbover their
starting and finishing working timthan otherwise similar men (Panel A)

1 Firm size does nateem tchave a large effect, bugmployees in small firmgi.e. with 10 workers
or lessi havemore access to flexible working arrangement®sathe three measures covered in
Figure 3. The closerinterpersonalinks that employees in small firmeften developand the
associated level of trust seemddoilitate greatemworkplace responsivenessworker needs.

1 Employees whausually work 30 to 40hours per week have less control over their start and
finishing haurs than partime workers oremployees who workl0 hours or moreer week
Employees who regularly work over #0ursper weekare most likely to workrom home, but are
lead likely to take a break during the working day for personal reasons.

1 As team workers cacoverfor each otheremployeesvorking in teams have greater opportunities
to avail of flexble work than those who work alone. And those who workninitiple teamsare
most likely to scheduléneir start and finishing time and/or wogt home, whilethoseworking in
one team have mompportunities to take a break.

1 Employeeswhose pay is performancelatedare more likelythan other workerso control their
startand finishing timestake a break or work from homieor these workers and their employers it
matters less when they work or where, as long as they perform and deliver.

1 The access and use of flexible work schedules is strongly associated with intensive use of
information and communication technologies (ICTs) at wakkit facilates flexible workingime
schedules as well as working from home.

The use of flexible workig arrangementsEducation and commuting timematter most

Personal and family characteristiofluencethe use of flexible working arrangemeiiisgure4). Among
all personal characteristics, the level of education has the lafjeston accesgo, anduse of flexible
working arrangements. Employees witlu@versity degreeare more likely tchave greater control over
their working time andre also more likely to work from home at least occasionathployees vith long
commutes also report more fleRity in their working time anda greater likelihoodo work from home
while they are less likely to take a break for personal affeirsg the working day.

Household characteristics have less influence on flexible work arrangements than might drave be
expectedNevertheless, working mothers and fathers with preschool chi({@6nhave a slightly higher
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probability to control their working timand are &b more likely to work from homeHaving a partner
and/or his/her employment situation hasdittffect on flexible working patterns

Figure 3. Influence of job characteristics on flexible working arrangements

Panel A: Proportion of employees with some control over their working time
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Note: Adjusted average probabilities estimated by logit models taking account of job and personal characteristics. Shaded markers
represent estimated probabilities that are statistically different (at p<0.05) from those of the reference category (shown by the black
markers). Non-shaded markers represent no statistically significant difference at p<0.05.

Source: OECD calculations based on the 6th European Working Conditions Survey (2015), www.eurofound.europa.eu/surveys
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Figure 4. Influence of personal and family characteristics on flexible working

Panel A: Proportiof employees with some control over their working time
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Note: Adjusted average probabilities estimated by logit models taking account of job and personal characteristics. Shaded markers
represent estimated probabilities that are statistically different (at p<0.05) from those of the reference category (shown by the black
markers). Non-shaded markers represent no statistically significant difference at p<0.05.

Source: OECD calculations based on the 6th European Working Conditions Survey (2015), www.eurofound.europa.eu/surveys
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Flexible working improves perceived worklife balance

How do flexible working arrangements influence wif& balance? Figure 5, Panel makes it clear that
when employees have children they are involved in care activities, but the prekdéiegédle working
arrangements has very little effect on the proportion of employees who provide childcare several times a
week or daily.

However, works c hedul es fl exi bility i mpr oves -lfebgahce,y ees
however (Figures, Panel B). In particular, having some freedom to set starting and finishing times and
arrange breaks during the working day increase the perception that working hours fit in with family and
social commitments. Working from home has no significant etfadhis perception. This is because the
conflict between work and family becomes more visible when employees work from home for caring
purposes. Nevertheless, employees who at least occasionally work from home, and who have some control
over their daily woking time, are less likely to report that family responsibilities prevent them from giving
enough time to their job (Panel C). By contrast, employees who can easily take a break during the working
day are much more likely to feel that their family dutesroach upon their working life.

Policies to pomote greater access to flexile working arrangements

Improving the accessibility of flexible working arrangements is not just a matter of efficiency but also of
fairness.Flexible workingarrangements malye particularly important to lowageworkers who cannot
afford to work partime. Failure to address this issue will mean that a significant minoritgaoénts
continue to beexcludedfrom the labour marketr experience stresst homeand/orat work which may
increase absenteeism and reduce productivity.

Collective bargaining or enterprise level agreements often regulate flexibility in workplace practices
(Hegewish, 2009; Eurofound, 2016; OECD 2016). In addition, some countries provide employees with a
right to request flexible working hours (Plantenga and Remery, 2009; OECD, 2011). Nevertheless, flexible
working arrangements are often basedrdarmal employer rules, particularly in smaller enterprises]
occasional use of breaks for personal udeooneworking is more prevalent than setting start and finishing
times.

Ensure a firight to requesto flexible working arra

In addition to collective and individual bargaining processasesgovernments hawetroduced aws that
are designed to guariee employer provision sbmeflexible workingarrangements, and sometimes these
are targeted specifically at fathers and mothers.

Legislative approaches to workplace flexibilitgries across countrig¢blegewish, 2009)For examplein

countries such a&ustralia, Finland, Norway and Swedéheright to flexible working is targetedt carers

and/or parents of young childreBy contrasta 6r i ght t o r eq usegmamtedl todlll e x i b |
employees, irrespective of their reasons for seeking chanBelgium, France, Germany, New Zealand

and the Netherlandsr workers in firms with 10 employees or mpead since 2014 the United Kingdom
Employeesanalsoappeal in the courts in caselployers refus sucha requestOften legislation focuses
onthenumber of hours workedutt h e 6 r i g hldgislatianin Newd eakarglthedUnited Kingdom

and, since January 2016, the Netherlandsersflexible working rights for employees in a comprehensive
manner, including the scheduling of hours and dleation of work

12 Be Flexible! Background brief on how workplace flexibility can help European employees to balance work and family



Figure 5. Work -life balance and flexible working arrangements

Panel A: Proportion of emplgyeegling care or education at least several times a week
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Panel C: Family responsibilities prevent you from giving the time you should to your job
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Note: Adjusted average probabilities estimated by logit models taking account of job and personal characteristics. Shaded markers
represent estimated probabilities that are statistically different (at p<0.05) from those of the reference category (shown by the black
markers). Non-shaded markers represent no statistically significant difference at p<0.05.

Source: OECD calculations based on the 6th European Working Conditions Survey (2015), www.eurofound.europa.eu/surveys
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Still, workersmay behesi t ant t o enquire about pdlidiesasthey feanp!| oy e
suchrequest mayreflectpoorly upon thie commitment to the firmFor instancein the United Kingdom,
around two in fiveworking mothers (38%)with a child between 9 and 24 months interviewed in 2013
would have likedo make use o& flexible working practicebut did not requ& to do so. About half of
these mothersvorried about being viewed negatively by employers, and 41%edaboutthe potential
harm to future career prospedBfBIS, 2016. In addition,many mothersstated that there ia price to
pay' for having flexble working requests approve81% of mothers who had their flexible working
request approved said they experienced unfavourable treatment as &igisuta requeskegislationlaws
canreduce thigliscrimination especiallyif such a right is grantetd all employees andot restricted t@a
smaller group, such gmrentsThis helps toexplain the extension of the rights to request flexible working
recently adopted in blothe United Kingdom and the Netherlar{@®x 2).

Granting all employees companies of a certain sizeright to request flexible working arrangement is
important to provide them with bargaining power and to reduce the risk of certain groups of wnbers
discriminated as for instance parenighen they are # only groupclaiming for flexible working
arrangementLegislation is not enough, howevelew laws can drive further takg andaid the
diversification of flexible working, but may remain ineffective if not accompanied by supmont
collective agreements amdth changes in workrganisation

Box2Gr adual extension of the 6r i dhitedKingdom andjithedNstiiedands || e x i b |

Since taking effect in 2003, thénited Kingdomd s Fl exi bl e Wor ki ng Act has [grante
age of 6, or with disabled children under the age of 18, the right to request flexible working arrangements (ipncluding

flexible or reduced working hours and teleworking) if they have amking for their current employdor at least 6
months.Provisionswere expanded to include employees with adult caregiving responsibilities in 200W&ere
further extendedo allemp | oyees with at | east 26 weeksd servige wit!

The Working Hours Adjustment Ach theNetherlands, givesworkers in companies with at least 10 employees,| the
right to choose their working hour&mployers have to consent to employee requestsssthey can provide
compelling management or businegsasongo denythe requestSincel January 2016, thElexible Working Hours|
Act extends employeésights by making it possible to als@quest a change to working times and workplace (e.g.

work from home). Teleworking request can be refused relatively easily, but employers can only refuse request for
changng working times if they can illustratompelling business interest§one monthprior to the requested date pf
changet he empl oyer has not r es p owokiegdschedae proposed byrte Iempy)Tae 6s r

will take effect

Promote seial dialogue onemployeefriendly working time

Collective agreements are very important when it comes to regulating working hounost of the

Nordic countries, but also in Germany and the Netherlands where the use of flexible working arrangements
is high, most workers are covered by collective agreementstipataterights to shorter working hours
and/or to flexible workingHowever employeefriendly working arrangements are rarely a priority in
collective bargainingvhere issues abowalary andworkforce flexibility often dominate althoughthis

does vary across sectorgLehndorff, 2007;Plantenga and Emery, 2Q0®Haas andHwang, 2013
Eurofound, 2016

Governmentsan play an active rola the promoion of social dialogue omworkplace flexibility. For
instancein Germany m 2011 the federal governmegmd social partnersi gned t he fACGhart el

Oriented Working Har so cal ling on all Afistakehol ders- to a
oriented work hours and innovative workihgp ur model s in the best inter ¢
The signatory stakehol ders and t hien e2nfpll5 ywirtstd tals
Vereinbarkeit Memorandumo (New Reconciliation Men

(OECD, 2016forthcoming Box 3).
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Box 3. Initiatives to develop familyfriendly workplaces in Germany

The new reconciliatoome mor andum was developed within the company

(Family as Success Factor) andfoaded by the European Social Furithe networkshares information and best

practices among familfriendly companies and othestakeholders, and holds competitions and events to faise
awareness o family-friendly workplace issues. The network connects more than 1 200 companies

(www.erfolgsfaktorfamilie.de/).

I n addition there are about 650r | Pamill ineed w(tr ke , L d heal
Family). They bring together stakeholders (employers, unions, local authorities, foundations, churches, employment

agencies, universities, childcare providest.) that exchange information on farriblated serdes like the loca
childcare provision

Since 1999, companies in Germaran applyfor certification as a familfriendly employer (Audit Berufundfamilie
T for a similarinitiative in Austria (OECD, 2002). The independent Hertie Foundation audits cormjaamésessing
their processes, identifying their goals, and, where necessary, suggest workplace arrangemetitghen certifies

more tha 1 000 employees are certified. However, the process is considered temtistening by most smal
companies with less than 20 employees, only 8% of which are certified (DIHK, 2012).

them @dffraimiddl yo i f they meetmostusa'ofsmcrhiaLwliﬁs42%a)frcgnq3anfesiwitTns ma k
I

Help companies to dapt work organisation and managerial practices

Charges in work organisatiorare key to increasinfiexibility in workplacepractices Accounting for firm
characteristicssuchchangescan helpreducethe large inequalities in access or the use of flexible
arrangements that were identifiedrlier in ths brief

Time flexibility can be promoted by differemteansForinstance a s y s tcaraworkingtim@o can be

set up, whichinvolves staff membes to be at work for a period specified by the employer, while the

employeehasdiscretionover when towvork an agreed number of hours over a fixed perisck¢rmann,
2014;ACAS, 2015).

Alternatively, a system afompress woring hoursmay be introducedvhich involvesemployes working
their usual hours in fewebut longer spells during the weekThis occus, for instance, by enabling
employees tatart early and/or finish la@ndbuild up additional hourthatthey cantake off later during
the week/monthvithout a reduction in pagRiedman et al., 2006).

Setting up flexitimecan also be facilitated lyrganising team workso thaemployees from the same team
cancovereach other whenneemployee is awaylob sharingyoes one stefurtherin the samelirection
by making two(often parttime) employees share the responsibilities of onetfolk job. The success of

such arrangements depends crucially on effective communication between employees and managers on

how responsibilities are organized.

The increased use dhternet and Communication Technologies(ICTs) will facilitate growth in
teleworkingopporunities, but doesrisk blurring the frontier between work and family life (Fagan, 2014).
Moreover,technological progress is likely to affatifferentjobsandoccupationsn different wayswhich
may widen rather thanreduceinequalities in remotevork. In all, the expansion of flexible working
arrangements across jobs and companies requimeztive thinkingabout existing models ofwork
organisationand managerial practic€&sovenments can help byroviding information and fostering

networks, organisationsor agenciesthat facilitate the exchange of best practices across companies

complementing the action they can takeytant employees théght to request a change in their working
practicesand topromot collective bargaining on flexibleorkplaceissues
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Table Al: Distribution of the employed by usual weekly working hours bands and gender, 2015

Proportion of employed population with usual weekly working hours within be

Gender 1to19 hours 20to29 hours 30to 34 hours 35to 39 hours 40 hours or mor
Austria Male 5.0 3.6 2.6 25.2 63.7
Female 14.6 20.3 11.7 16.9 36.4
Belgium Male 3.2 4.0 4.5 44.6 43.6
Female 12.7 175 15.2 34.5 20.0
Bulgaria Male 0.1 1.2 0.5 0.4 97.8
Female 0.4 2.1 0.9 0.8 95.9
Croatia Male 1.6 2.8 1.1 19.1 75.3
Female 2.4 4.6 1.2 21.6 70.3
Cyprus (b,c) Male 2.9 5.0 3.7 23.2 65.2
Female 5.8 7.5 5.3 315 49.9
Czech Republic  Male 1.0 15 1.2 11.2 85.0
Female 2.4 5.1 4.4 11.5 76.7
Denmark Male 11.0 3.9 3.2 63.1 18.7
Female 17.6 8.2 15.8 50.5 8.0
Estonia Male 1.3 4.0 1.4 1.0 924
Female 4.1 8.4 3.0 5.7 78.8
Finland Male 5.8 4.8 4.2 31.2 54.0
Female 8.9 7.5 8.8 53.7 21.2
France Male 2.9 4.0 2.4 49.0 41.6
Female 8.9 135 8.5 46.3 22.8
Germany Male 6.2 3.1 2.6 21.7 66.5
Female 194 18.0 11.1 18.2 33.2
Greece Male 2.2 5.1 4.1 1.8 86.7
Female 4.3 11.9 7.9 2.7 73.1
Hungary Male 0.4 2.6 1.4 0.5 95.1
Female 0.8 5.1 3.1 0.9 90.1
Iceland Male 7.3 4.1 2.5 4.0 82.1
Female 12.0 11.7 105 9.7 56.1
Ireland Male 4.9 7.4 2.8 31.3 53.5
Female 13.8 21.6 9.5 33.3 21.8
Italy Male 3.1 5.4 35 16.1 71.9
Female 109 21.9 9.5 19.9 37.8
Latvia Male 1.0 3.2 1.1 0.6 94.1
Female 2.5 6.9 3.0 1.7 85.9
Lithuania Male 0.8 4.2 1.4 1.2 92.4
Female 2.8 7.7 3.3 3.6 82.6
Luxembourg Male 2.2 3.1 1.3 1.9 91.6
Female 7.5 19.2 9.4 3.9 60.0
Malta Male 1.9 3.9 3.8 1.2 89.2
Female 7.5 14.1 15.9 3.7 58.9
Netherlands Male 134 6.1 8.7 21.1 50.7
Female 30.5 30.2 16.4 10.9 12.0
Norway (a) Male 8.6 34 4.7 61.8 214
Female 17.5 10.1 9.8 53.0 9.6
Poland Male 1.0 2.8 1.8 1.3 93.1
Female 2.5 7.1 4.2 3.3 82.9
Portugal Male 5.3 3.2 1.8 7.2 82.5
Female 6.7 5.9 2.9 12.4 72.1
Romania Male 0.6 2.5 2.3 1.4 93.2
Female 1.5 4.0 3.0 2.1 89.4
Slovak Republic  Male 1.6 2.5 0.7 11.7 83.5
Female 2.6 52 1.7 194 71.1

18 Be Flexible! Background brief on how workplace flexibility can help European employees to balance work and family



Proportion of employed population with usual weekly working hours within be

Gender 1to 19 hours 20to 29 hours 30to 34 hours 35to 39 hours 40 hours or mor
Slovenia Male 25 4.2 1.2 0.8 91.3
Female 3.9 8.1 2.2 1.1 84.7
Spain Male 2.6 4.5 2.4 13.8 76.6
Female 8.8 14.3 7.0 21.7 48.3
Sweden Male 5.4 5.2 5.1 14.3 70.0
Female 8.3 9.7 16.2 17.2 48.5
Switzerland Male 6.0 4.8 4.1 3.7 81.3
Female 24.0 20.9 10.7 6.3 38.1
United Kingdom  Male 6.2 5.7 4.0 22.0 62.1
Female 19.1 18.6 9.8 23.9 28.6
European average Male 3.8 3.9 2.8 16.4 73.1
Female 9.2 11.8 7.8 17.5 53.7

a) For Norway, data refer to all jobs rather than the main job for other countries.

b) Footnote by Turkey: The information in this document with reference to « Cyprus » relates to the southern part of the Island. There is no single authority
representing both Turkish and Greek Cypriot people on the Island. Turkey recognizes the Turkish Republic of Northern Cyprus (TRNC). Until a lasting and equitable
solution is found within the context of United Nations, Turkey shall preserveitspos i ti on concerning the ACyprus issuebo;

c) Footnote by all the European Union Member States of the OECD and the European Commission: The Republic of Cyprus is recognized by all members of the
United Nations with the exception of Turkey. The information in this document relates to the area under the effective control of the Government of the Republic of
Cyprus.

Source: OECD Employment Database, www.oecd.org/employment/emp/onlineoecdemploymentdatabase.htm
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