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Preface

»Time is the hem of human development.

A person who has to have no free time

whose whole life, apart from the merely physical
Interruptions of sleep, meals and so on,

through his work for the capitalist

is claimed, is less than a pack animal.

He is a mere machine for the production of foreign wealth,
broken physically and mentally brutalized.

And it shows the whole history of modern industry,
that capital, if not kept in check,

ruthlessly and relentlessly works will

the whole working class bringing it to this

the extreme state of degradation«

Karl Marx

In the Federal Republic of Germany, the massive pressure towards an extension of working hours has lasted for years.
Employers often point out that the extension of the individual weekly working hours would be the only possible means for
Germany's economy to remain competitive, which in turn - almost automatically - would lead to more and more secure jobs.
However, this debate does not only take place in Germany, but also at the EU level.

Since the 1980s the fronts and conditions for the organisation of working hours have shifted substantially. The
implementation of the 35-hour week in the 1980s and 1990s was the successful answer to the growing intensity of work and
the weakening of employees by mass unemployment. With respect to this, one of the authors of this study, Steffen Lehndorff,
stated in 2002: "The labour market policy of the 1980s was marked by the reduction of working hours and the trade unions'
leading role in influencing public opinion. Despite the historic success which was obtained in the metal industry, the extension
to the European level could be achieved only rudimentarily.” The Capital never accepted this defeat regarding the issue of
working time and has been pressing for a revision since then. The fight for working time is the hottest social debate, as in this
aspect distribution questions coincide with questions of power. Since the temporary end of this debate which had been going
on for decades, employers successfully pressured for a roll-back: Working hours are increasing on a broad front again.

To interpret this as a "failure of trade unions", however, would be too simple.

Since the mid-1990s, trade unions have lost significance in the time issue in society, and particularly in companies.

This is the expression of the defensive position trade unions got into in the course of the neo-liberal hegemony.

The formation of a new market regime under the aegis of a new Capitalism driven by the financial market is crucial for this
development.

For about 30 years we have been experiencing an exorbitant increase in private property: Compared with 1980, in 2006
financial assets were already three times as large. The slowing-down of economic growth in the developed Capitalist countries
which had been taking place for many years and the "rise" of previous development regions such as South-East Asia led to a
spiral of weak economic growth, unemployment and a massive redistribution of income and wealth from bottom to top.

The partly politically forced under-use of the possible scope of distribution at the expense of earned income has weakened
private consumption and in this way further slowed economic growth. Under the leadership of capital investors, the growing
Capital searches for increasingly profitable investment vehicles. Capital investors demand higher and higher profits and
therefore change the conditions for all economic and social processes by exerting increasing competitive pressure and force
them to subordinate all traditional social conditions to the principle of the maximisation of profits.
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The balance of power between labour and capital achieved in the post-war period, which means the basis of social welfare,
is being increasingly dismantled by the dominating role and the strategies of this financial capitalism. Social security as
indispensable civil right was replaced by insecure precarious perspectives. The wealth of the upper classes increases as well as
the number of working poor. Individual competition replaces social solidarity.

The still powerful neo-liberal roll-back against the social and democratic progresses of the past 40 years and against the social
and political progress achieved after the Second World War was continued in companies.

“The most important task of executives is to create an environment in which employees are passionately determined to
succeed in the market. Fear plays an important role in order to develop and maintain this passion. The fear of bankruptcy, the
fear of making mistakes and the fear of losing can be strong motivating factors,” Andrew S. Grove, manager of Intel wrote in a
management bestseller in 1996. The characteristic title: "Only the Paranoid Survive" had a good hearing.

“The absolute orientation toward the customer and to break down the pressure of the financial markets to every individual
employee, this is the trick which will decide the survival of enterprises”, the chairman of the employers' association
"Gesamtmetall" Martin Kannegiesser stated in 2000. The enormous ideological pressure in enterprises ("Not we pay the wages,
but the customer" "results liberate" (sic!) - both used by Siemens), “paved the way for the merciless exploitation of the so-
called "top performers", while at the same time the "less useful" were sorted out.

Under the primacy of the competition between locations, the issue of working times degenerated to an economic adjusting
screw also in social consciousness. The extension of working hours was accepted by the staff - who were often blackmailed -
became the "pressure-relief valve" for keeping wage levels, make work cheaper and therefore locations "competitive" at least
on a short-term basis. The potential for blackmailing created by mass unemployment and the imminent fall to Hartz IV add to
this.

Employees feel the effects a million times over: “The management is not interested at all in the performance of the individual
employee any more. They say: "You have to adjust your workplace yourself to become faster, and if you are not able to do this,
well, bad luck! In this case we are not able to maintain the department, the workplace!" The competition we had had with
other enterprises earlier was transferred to our department. We achieved that our colleagues still earn the same wages as
before, the working conditions, however, have become much harder. Many of these processes have largely lost their drive." a
member of the works council from Nuremberg describes the situation.

The "market" appears as an anonymous, objective existence-threatening power, while the management presents itself as "ally"
in the fight for the employment battle, and therefore extorts an increasing number of concessions from the employees. While
employment security has become the predominant subject, it is difficult for trade unions to counteract.

However, the growing resistance in companies against the extension of working hours and the so-called “trust-based working
times" as well as the slowly reawakening of the debate on the working time issue in trade unions and social movements

give rise to hope. This new debate accompanies history since the fight for the 8-hour day, and it can establish the principle
of reduction of non-autonomous work as participation in the grown prosperity of society as standard for chances of
participation and distributive justice.

25 years after the fight for the 35-hour week, working time is still a lifetime. The fights and strikes for the 35-hour week
have set important milestones for the development of employment and working conditions. The motto of the campaign of
IG Metall "Her mit dem guten Leben" (give good life to us) can be reckoned as a new debate on the further development of
working hours policy. It is the task of the political left to utilise the experiences of these fights.
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These new debates have to include the macro-economic conditions of working time reductions. It is a crucial element for a
considerable reduction of continuous mass unemployment. Due to reliable increases in productivity, the extensive reduction
of working hours is indeed fundable. Given the gigantic redistribution from bottom to top since the 1970s, this would merely
be another redistribution of social prosperity. The situation in Germany has lately revealed that the reduction of working
time by the short-work regulation accompanied by a bunch of company-level and collectively agreed measures can secure
employment - even with (partial) wage adjustment. Even more would indeed be fundable. However, the roll-back sketched
above is still to continue. During the last parliamentary term, the European Parliament rejected the worsening of the existing
Working Time Directive (RL 2003/88/EG). However, it would be naive to believe that this is the end of the discussion. The next
draft amendment - i.e. worsening—of the working time regime will be on the agenda before long. The consultation procedure
of the management, and labour by the European Commission is already in progress.

This stocktaking of actual working hours in Germany and Europe, which was compiled by Christine Franz, Steffen Lehndorff
and Alexandra Wagner, shall serve as foundation for this debate. Based on this, the background of the planned extension of
working hours in Europe is explained in order to present the possible political demands for another, employee-orientated
labour policy.

We wish all readers an informative read.

Thomas Handel Axel Troost

MEP (GUE/NGL) MdB (DIE LINKE)
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Executive Summary

Since the 1980s the landscape of working hours

has increasingly diversified. On the one hand, the
standardization of working hours has spread by means

of collective agreements, or means of law - which is

of growing importance. For instance, the Central and
Eastern European countries (as with Portugal before)
gradually followed with the legal anchorage of the 40-
hour standard. At the same time, the European Working
Time Directive set the European standard at a maximum of
48-hour working week. However, this limitation had been
controversial from the beginning and was accompanied by
a number of special provisions (opt out).

These tendencies of standardisation - in spite of all
limitations - were faced with the diversification of
working times in many of Europe's developed capitalist
countries. At the same time, numerous new “stakeholders”
and political actors for working hours policy appeared:

B With the massive increase in female employment,
part-time employment has, in many countries,
become a broadly based society norm. However, it
seldom became the subject of the organizational
policy of contracting parties.

B |n some countries, among others Germany in
particular, the trade unions tried to undercut the
40-hours threshold in the 1980s and early 1990s
by collectively agreed reductions of working hours.
After occasional initial successes, however, these
efforts largely waned and therefore have not be-
come wide spread across Europe. But in some cases
- especially in France after 1998 - the government
took the initiative for an extensive reduction of
working hours. Similar to the trade unions' initi-
atives ten years earlier, now aspects and aims of
employment policy were the focus.

B |n many countries, the 1990s were increasingly
marked by the transition to flexible working times
initiated by employers. Especially where the regu-
lation of working times had been greatly marked
by union initiatives previously - as was the case
in Germany - this initiative then mainly shifted to
the employers. In these countries, the transition
to flexible working times, and the decentralisation
of the requlation of working times were two sides
to a coin. In some cases, again especially in some
industrial sectors in Germany, this was followed by
strong pressure exerted by employers' associations
to achieve longer working times.

B |n some countries, the diversification of working
times, according to occupational groups, with
regard to function and qualification, became an
increasingly important aspect of this transition to
flexibility.
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The most recent crisis added another facet to the growing
diversity of working times in Europe. In a number of
European countries, working time decreased clearly
during the crisis. This trend was most distinct in Germany,
where the average working hours had risen immensely

in the years before the crisis. In this way, a topic believed
to be forgotten since the beginning of this decade,

was once again in focus: The possible contribution of
shorter working times for safequarding or even perhaps
creating employment. In a number of EU countries the
legal regulations on short-time work were an important
source for the reduction of working hours. However, these
were replenished by collectively agreed instruments for
safeguarding employment by a temporary reduction of
working hours as well as by making use of the companies'
means of adaptation, which had grown along with

the transition to flexible working hours. In 2009, this
"breathing potential” of working times in its entirety
made a crucial contribution to curbing the effects of the
immense economic crisis had on the labour market in
some European countries. At the same time, however, it
became clear that this potential was only used in some
countries. The diversification of working times in Europe
has thus been once more confirmed during the crisis.

The huge variation in developments during the last one or
two decades are background to and reason for this report.
To a large extent, it is based on the database most suitable
for such a stocktake, namely the European Labour Force
Survey (EU-LFS). As this survey (individual questioning)
among employees does not contain details about the
companies' organisation of work, this report is limited to
a stocktake of the differences and changes in the duration
of working times in EU countries. When properly used

and in consideration of its inherent methodical problems
(which are pointed out in detail wherever necessary), the
EU-LFS allows interesting insights into the changes of
working times in the European Union. The basis of the
presented information about the development of the
actual working hours is the answers from the surveyed
employees to the question "How many hours do you
normally work per week?" This information about the
actual working hours (in contrast to contractual or
negotiated working hours) will be called “usual” or "actual”
working hours in the following text.

For this stocktake we used data from 2008 (the most
recent data available when this report was worked out)
and compared them with data from 2000 as well as 1995
(for countries of the EU-15). The years 2008 and 2000 are
suitable for an analysis of working hours inasmuch as they
mark the peaks of two successive economic cycles.
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Contradictory trends in full-time
employment

The first emphasis of this stocktake will be the

developments of working times for full-time employees.

There are good reasons for this focus. Despite the
constant increase in part-time employment in many
countries, the majority of employees in EU countries
currently still work full-time. The political and
institutionalised character of full-time employment
should be considered, too. It is full-time employment
that is limited by law and collective agreements, and
therefore it is traditionally the main subject of working

The average of the actual number of hours normally
worked per week in the EU-27 was at 40.5 hours per
week in 2008. Ireland and the Netherlands have the
shortest usual working times, also some Central and
Eastern European countries (CEEC) - clearly at the top -
Great Britain has the longest (Figure A).

In the CEEC, the working hours are mostly scattered
around the 41 hours mark. This corresponds to the
introduction of the statutory 40-hour week in most

of these countries around the turn of the millennium.
Although data for some of these countries show a
distinct reduction of the usual working hours per week,
in view of some problems of measurement we should

43,0

Figure A: Average usual working hours per week, full-time employees, 2008 (in h.)

time policy. Disregarding few but important exceptions,
there have been only a few changes in the area of
collectively agreed or legal norms that serve to limit
the duration of working times. One of these exceptions
is - besides the establishing of the statutory 40-hour
standard in a number of European countries along with
the application of the European 48-hour limitation

to British law - the introduction of the statutory 35-
hour week in France. However, in many countries the
collectively agreed norms lie below the legal standard
of working hours. In this way - depending on the
degree of collective bargaining coverage in each
country - the average contractual working times are
distinctly shorter than the legal limitations provide for.
This movement, which could be seen in the reduction
of working hours by collective agreements in some
European countries until the 1980s, however, has
mostly come to a standstill. Carefully assessed, the
average of collectively agreed working hours is about
39 hours per week in the EU-27.
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rather assume a stabilization of working times between
40 and 41 hours per week. The adaptation to the so
called "acquis communitaire” in the social legislation of
these countries lead to the establishment of a statutory
40-hour norm. Actual working times had remained
longer at the beginning of the transformation period.
However, they, too, have been gradually adapting to
this norm since the beginning of the 1990s.

Unlike the CEEC, the EU-15 show strongly varying
tendencies, regarding medium-term as well as long-
term trends on EU-15 average, there has been no
visible tendency to reduce or extend working times
for full-time employees since the Mid-1990s. The
average working time per week was 40.3 hours in
2007, the same as it had been in 1995. The stability of
the average working times on the one hand, is due to
largely unchanged working times in some countries
like Sweden or Spain. On the other hand, it is based on
opposed parallel processes of extension and reduction
of working hours in particular countries. The greatest
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reductions were made in Great Britain (1.5 hours per
week), Ireland (1.4 hours per week) and Portugal (1
hour per week). The greatest extensions were carried
out in Germany (0.7 hours).

The fluctuations of working hours in France are
particularly worthy of attention. With regard to the
modifications in survey procedures, it can be said that
the usual working hours per week were reduced by
two hours over a period from 1998 to 2002, which is
to say in the course of the initial voluntary agreement
and later statutory establishing of the 35-hours week.
Following the change of government in 2002, working
times were extended by 0.5 hours per week until 2008.
This u-shaped movement reflects the changes in the
legal requlation of working hours after 1998 and then
the development in the opposite direction since the
beginning of the year 2003. The "net effect” of the
reduction of statutory working hours from 30 to 35
hours per week in France should therefore amount to
around 1.5 hours per week.

The different trends in working times, according to
occupational groups, partly play a role in the reductions
or extensions of the average working hours in some
countries. The characteristics of highly qualified
employees' working hours are to be pointed out in
particular. In some countries these employees' working
times are longer than that of other occupational
groups, in other countries (above all in Southern
European) they are often traditionally clearly shorter.

In Germany, France and Great Britain the differences
are striking (in these three countries highly qualified
workers on average work between 2.0 and 1.7 hours
per week more than less qualified employees). In Great
Britain, however, this difference has been shrinking
drastically since 2000 (from 2.3 to 1.7 hours), whereas
it increased strongly in Germany (from 1.3 to 1.9 hours)
and particularly in France (from 0.2 to 2.0 hours).

Especially in France, this differentiation has contributed
considerably to the extension of the average working
hours since 2002. For employees with low or medium
qualifications, the introduction of the statutory 35-
hour week - despite its emasculation in 2003 - still had
a net reduction effect of one hour per week (taking
into consideration the modifications in the survey's
procedures). For highly qualified workers, on the other
hand, the there and back of the regulation of working
times even caused a minimal net extension of working
hours.
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Strong and largely differing dynamics of
part-time employment and the gender-
specific differences in working time

Regarding part-time employment, the differences between
countries, together with the dynamics of change, are
considerably more distinctive than those regarding full-
time employment. The reason for this is that part-time
employment continues to be mainly spread among
women. Moreover, female work is the most dynamic factor
in the labour markets of most European countries.

Firstly, the different part-time employment rates in the EU
countries are striking. There is a great difference between
the part-time employment rates in the Central and
Eastern European countries (CEEC) on one side, and most
of the "old" EU countries on the other. However, even the
differences within the EU-15 are immense: Within the EU-
15 part-time employment continued increasing between
1995 and 2008 in the Netherlands, the European leader
regarding part-time employment. There has also been an
increase in Germany, so that its part-time employment
rate outdid that of Great Britain. Whereas in Great Britain
part-time employment increased only among men, while
slightly decreasing among women. In Southern Europe,
the importance of part-time employment has been
increasing gradually (in Italy rapidly). In Northern Europe,
we notice that the part-time employment rate among
women has been decreasing in Denmark and Sweden. At
the same time, it has been increasing slightly in Finland,
where the level is still very low, however. Additionally,

in the CEEC, the development is varied. However, in
contrast to the EU-15 the drop in part-time employment
predominates on a level that is much lower, anyway.

Not only the amount of part-time employees, but also
their average working hours can differ widely from

one country to another. Particularly in Belgium, France,
Hungary and Sweden the part-time working hours of
women are far above EU average. Whereas in Germany
working hours of female part-time employees are the
lowest in the whole EU: In 2008 they amounted to 18.5
hours per week, which means a decrease of 1.2 hours
since 1995. At the same time, they increased by one hour in
Sweden and thus amounted to 25.3 hours per week in 2008.

These contrasting trends regarding part-time employment
substantially influence the differences in working hours
between men and women. They are partly reinforced

by the differences regarding full-time employment: On
average, male full-time employees work longer than
female full-time employees, everywhere. As for the EU
average, this difference amounts to two hours per week
(41.3 hours for men, 39.3 hours for women). In Great
Britain this difference between the working hours of male
and female full-time employees is the greatest (3.8 hours
per week), while the smallest is in Luxemburg and Sweden
(0.1 and 0.2 hours per week respectively).
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However, the differences within the woman's group are
partly greater than the differences between men and
women. The great importance of part-time employment
and especially of marginal part-time employment in some
countries leads to strong contrasts within the structures
of the working hours of women. In this respect, the
impact of different levels of education and qualification
is immense. Highly qualified women are more likely to be
working, their working hours are longer and their course
of employment is more stable than that of less qualified
women. Moreover, in many - but not all—countries they
do not differ much from the average of the men in these
aspects.

The various characteristic differences in working hours
between men and women can be developed by the
comparison between the average working hours of all
male and female employees that means full-time workers
and part-time employees. Average working hours are
often used for international comparisons without pointing
out that these data contain part-time employment. That
means that we are dealing with aggregated data, the
meaning of which can only be revealed with the help

of detailed explanations. In order to clarify the gender
specific aspects of working hours, however, this data is
extremely meaningful (Table A).

Markedly simplified we can summarize these data as
follows: In many economically less developed EU countries
(judged by GDP per capita), the gender differences
regarding average working hours are small. Along with
an increasing level of economic development the results
turn out differently: Countries with small differences

in working hours between men and women (Northern
Europe, France) stand in opposition to countries with
enormous differences, like Germany, Great Britain and
the Netherlands. Within the first group, the difference

in working hours between men and women decreased
slightly in Denmark and even clearly in Sweden, while the
level of difference in both countries is still higher than
that in Finland. Within the second group of countries,
however, Great Britain and Germany show opposite
trends: The increasing gender-specific segregation of
working hours in Germany is opposed to the - although
still on a high level - decreasing segregation in Great
Britain.

These different trends intensify most regarding the
gender-specific aspects of working hours and employment
in the employment rates in full-time equivalents (Table B).

The employment of women continues to increase all over
Europe. Comparing the growth rates for employment
rates per person to the growth rates of employment rates
converted to "full-time jobs", however, this makes clear to
what extent the increase in female work simultaneously
leads to an increase in the volume of work contributed

by women on the whole. This rift is particularly deep

in Germany, followed by Italy and the Netherlands. In
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Northern Europe, on the other hand, the volume of

work contributed by women grew a little faster than

the employment rate per capita. This corresponds to the
decrease of the part-time rate as well as the increase of
the average working hours of women in these countries.
At the same time, these are the countries in which the
differences between the employment rates of women and
men, both counted in full-time job equivalents, are already
the smallest of all European countries (this is expressed
by the so-called "gender gap" in the last column of the
table). At the other end of the scale are Germany, Italy
and the Netherlands with the greatest "gender gap" in
the employment rates - a profile that is usually concealed
by the common depiction of the increase in employment
rates of women (as seen in the first column of the table).

A M/F 2008 Changes of A
compared with 1995
resp. 2000
Netherlands 10,0 -10
Great Britain 9,5 -3.3
Germany 8,6 +19
Italy 6,9 +19
Belgium 6,7 +0,3
Spain 57 +1,3
France 53 -0,3
Denmark 4,5 -0,4
Sweden 39 -1.4
Poland* 3.8 +0,2
Greece 3,5 +0,4
Finland 3.4 +0,9
Portugal 3.1 -1.7
Czech Republic 2,5 -0,2
Slovakia 1.7 +0,3
Lithuania 14 -0,3
Hungary 13 -1,0
Bulgaria 09 +0,1
Romania 0,7 -0,1

Table A: Difference between the average usual working hours per
week of men and women (all employees, 2008) as well as increase and
decrease of this difference compared to 1995 (EU-15) respectively 2000
(CEEQ) (in h.), selected EU countriesBasis: 15-64 year old employees
*year of reference 2001

Source: EU-LFS, analysis by IAQ
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Contrasting tendencies in the formation of
new social standards for working hours

The differentiation of working hours which varies from
one EU country to another is expressed by changes in the
frequency of certain amounts of working hours per week.
The differences between these "working hours' profiles”
of the individual countries are somewhat stronger than
those of the average working hours. This can be seen when
comparing Great Britain (Figure B), the country with the
longest working hours of full-time workers in the EU, to
Denmark (Figure C), which is one of the countries where
full-time workers have relatively short working hours.
Because of the different levels of part-time employment
in these two countries, the average working hours of all

the standard working time of full-time employment. The
reduction of the statutory working time from 39 to 35
hours per week in 2000 lead to a noticeable reduction in
actual working hours. The latter, however, did not reach the
same extent as the statutory reduction of working time.
Additionally, part of this reduction was reversed after the
change of government in 2003 (see above). Despite this
relativisation, France is one of the European countries in
which full-time workers have the shortest working hours.

In Great Britain, too, full-time workers experience, on
average, a reduction of their actual working hours per week,
although still on a very high level. On average, British full-
time workers work less because the influence of particularly
long working hours is decreasing among them especially

Increase in the Increase in the Employment rate in full- "gender gap"*™* 2007

employment rate* between | employment rate in time job equivalents™ 2007

1995 (resp. 2001) and 2007 | full-time job equivalents**

(in ppt) between 1995 (resp.2001)

and 2007 (in ppt.)

EU-27 +4,0 +2,6 49,8 -20,6
EU-15 +10,0 +6,9 49,2 -22,4
Finland +9,5 +10,1 63,9 -7.4
Denmark +6,5 +5,5 62,8 -13,4
Sweden +3,0 +3,.4 61,9 -1,7
Czech Republic*** +0,4 +0 55,6 -19,6
France +79 +6,2 52,4 -14,6
Great Britain +3.8 +4.3 51,3 -219
Hungary™* +1.1 +1.3 50,1 -14.8
Poland™** +29 +19 48,6 -14,8
Spain +23,0 +19,6 48,5 -26,6
Germany +8,7 +2,1 48,2 -23,0
Netherlands +15,8 +10,6 44.4 -29,1
[taly +11,2 +7,7 415 -283

Table B: Employment rates* of women in selected EU countries, 1995/2001/2007 (%)
*Women in work in relation to the number of all women aged 15-64
*Women in work in relation to the number of all women aged 15-64, converted to ,full-time jobs"

** year of reference 2001

** difference compared to the employment rate in full-time job equivalents of men in percentage points
Source: European Commission 2007, European Commission 2008, own calculations

employees are not far apart (36.6 hours per week in Great
Britain, 34.4 hours per week in Denmark). But the contrast
between the profiles of working hours could not be greater.
It shows the importance of an integral view on working
hours that aggregates the different trends of full-time and
part-time work.

Some of these country profiles will be described in more
detail in this report. Firstly, France merits our special
attention. Here - particularly because of its child care which
has been well-developed for decades - the differences in
working hours between men and women are traditionally
less important than the changes of legal requlations of
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working hours above the legal limit of 48 hours per week.
At the same time, Great Britain is the country with the
most distinctive dispersion of working hours in Europe.
However, the extremely strong influence of very short
part-time hours, notably typical for the working hours of
many women, is decreasing - although much slower than
the decrease of overlong working hours. The polarization of
working hours between the genders is gradually decreasing.
During the last decade, all these trends have been supported
by a government policy that, in spite of all inconsistencies,
provided better starting points for social - above all trade
union - efforts to realize more equality.
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In contrast, we can see a reverse trend in Germany where the Mid-1990s. Apart from strong political pressure in the
full-time workers have clearly shorter working hours direction of longer working hours, this also reflects the
than in Great Britain, and the polarization of working crisis of the German collective agreement system which - in
hours is not as distinctive. Short part-time employment contrast to numerous other European countries - hardly
decreased among women, while the average working recognises compensatory state support like the declaration
hours of full-time workers were extended. In Germany's of general application of collective agreements any more.
case, it is particularly surprising that working hours were The increasing differences in working hours between men
extended by 0.8 hours per week between 2003 and 2008. and women, too, are boosted on the one hand by a lack of
This lead to the fact that the average level of working government measures to promote gender equality in the
hours of full-time workers in Germany at the climax of labour market (particularly in the area of child care), and on
the latest economic cycle was higher than at the climax of the other hand by state institutions in the labour market
the preceding one which, in turn, had been preceded by a seriously promoting gender segregation (like the split system
distinct extension of working hours in West Germany since of income tax and the so-called mini-job regulation).
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Abbildung B: Distribution of usual working hours, employees aged 15-64, Great Britain
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Abbildung C: Distribution of usual working hours, employees aged 15-64, Denmark
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The last mentioned factors influencing working hours

can also be called “indirect” regulation of working hours.
Compared with the direct regulation especially from
collective agreements, its significance for the dynamics

of working hours is constantly increasing. This becomes
particularly apparent when we contrast the working hours
profile of Germany with three Northern European countries.
Naturally, in Northern Europe the working hours profiles
of women still differ from those of men, too (Table 1.3).
However, we can see that the accumulation of the usual
working hours per week of women and men in Sweden,
Finland and Denmark are close, especially in the last two
countries.

It can be said that most likely in Northern Europe social
working time standards are not gradually disintegrating.
On the contrary, they are rather regenerating based on

a high female employment rate and effective collective
agreement systems. To a certain extent in Finland, but
mostly in Denmark, however, this happens at the price of
the increasing significance of working times above the
40-hour benchmark. In this aspect, Denmark strongly
resembles France, where the significance of long working
times (although still below the 48-hour limit) has increased
substantially during the last decade. This increase is not
limited to men, but it is more distinctive among men.

That is one of the reasons why the working time standards
of Northern European countries cannot serve as an example
for the future development in other countries without
difficulty. However, we can still draw two conclusions

from the developments in Northern Europe: Firstly, strong
institutional support is needed, in order to make progress
on the elimination of gender inequality regarding working
hours despite relatively long full-time standards. Meanwhile
the influence of indirect regulation of working times -

from child care as well as the tax and welfare system - on
the actual distribution and duration of working times, is
stronger than most collective agreements. Secondly, the
more working time policy from collective agreements can
interplay with direct regulations of working hours by the
state - especially the statutory limitation of working hours
- the more effective it becomes. Restrictive state limitations
which can be adapted to the interests of the actors at the
level of sectors or companies - as is the case in Sweden and
France - are a model of success which could be imported

to other countries without having to change the country-
specific overall architecture of industrial relations.

19

Greatly differentiated working hours in
couple households

Household circumstances have a strong impact on the
working hours of men and women. Even in households
without children cultural models (like the conservative
sole wage earner or main wage earner model) together
with financial incentives coming from the tax and welfare
system can lead to an unequal distribution of working
hours between men and women. The “gender gap”
regarding income and employment rates can have a huge
impact on this unequal distribution, too. In the case of
women particularly, average working hours have always to
be seen in context with (in some countries for particular
groups relatively low) employment rates. If the household
includes children or people in need of nursing, the care
that these household members need, and the respective
public infrastructure (child care, day care, care facilities)
as well as measures related to family policy (especially
parental leave, maternity or paternity leave and the
temporary leave of absence for homecare responsibilities)
are further relevant factors influencing the working hours
of the partner able to work. The existence of children in
particular, increases the differences between the genders
in a number of EU countries - however, the differences
between countries are particularly large in this respect.

The level of education has a substantial influence on the
extent of participation in the labour market of mothers.
Higher qualified women show a tendency to remain

at work when they have children, while women with
lower educational qualifications show altogether lower
employment rates. Additionally, the more children they
have, the less likely they are to be employed. In addition to
that, the range of opportunities for part-time employment
plays an important role, as for mothers part-time
employment may be an alternative to dropping out of
work or remaining in full-time work.

With all due caution, regarding the working hours of men
and women in couple households, we can distinguish
between the following groups of countries within the EU
(see also European Foundation 2007b, Bielenski et al. 2001,
Fuchs 2004): For the Nordic countries, high employment
rates and comparatively small differences in working
hours between genders are characteristic. In Great Britain
as well as the Continental European countries of the
EU-15 - except France and (to a certain extent) Belgium

- there are great differences in the employment of men
and women, especially mothers and fathers. This is due

to a high and, in part, still growing portion of female
part-time work. For the Southern European countries

- except Portugal - EU comparison reveals the lowest
employment rates of women, above all while raising

a family. However, the differences to the Continental
European group are decreasing rapidly (respectively as is
the case in Spain, where they have already disappeared). If
women are in work, they mostly work full-time. However,
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the importance of part-time employment is increasing
in Southern Europe, too. In many Central and Eastern
European member states, the dual full-time model was
traditionally the norm. However, this has partly changed
- be it because of the situation in the labour market,

be it because of the high costs for child care. On the
whole, high employment rates continue to be connected
to relatively long working hours, whereas part-time
employment is still not widely spread in these countries.

Comparable patterns of gender-specific aspects of working
hours in households with children can also be found with
regard to occupational trajectories (European Foundation
2007b: 88f.): A mostly continuous integration of women
into the labour market - in full-time or comparatively
long part-time work - can be found in Northern Europe
and Portugal, where the employment rates of women

are high. However, this phenomenon can also be seen in
Slovenia and Latvia. Although the employment rates are
lower there, women are mainly employed in full-time jobs.
France and Belgium belong to this group, too. However,
the mothers' participation in the labour market is
somewhat lower in these two countries. The continuously
decreasing rate of part-time employment among women
in Sweden and Denmark, which only 20 years ago had
been among the countries with the highest share of
part-time employment in Europe, is characteristic for this
model in Northern Europe. In contrast, according to the
traditional model, women drop out of work or reduce
their working hours after the birth of children, and still
remain outside the labour market or on a reduced level

of employment after their children have reached school
age. It is true that the traditional "exit model" according to
which mothers drop out of the labour market completely
is becoming rare among the coming generation of young
women with children. However, in Southern Europe
(except Portugal) and Poland, the model of a “parting of
the ways" is still predominant. According to this model,
mothers either remain out of work or go back to full-time
employment. In contrast, in a number of non Continental
European countries, such as Great Britain and Ireland, the
model of "reduced return” is widespread. There, women
remain in part-time employment on a long-term basis
after maternity leave. In many of these countries, time and
extent of the return to working life are also influenced by
the respective regulations of parental leave and parenting
money.

Although such typification of EU countries is verified by
the data presented in this report and numerous other
studies, nevertheless the strong dynamics in this area have
to be taken into consideration. For example, studies on
occupational trajectories (cf. European Foundation 2008b)
show considerable cohort effects. Recently, women and
mothers have less often withdrawn from the working
market, and to a lesser extent than ten or more years ago.
In view of altered life plans and economic constraints,

the EU countries are subject to a considerable pressure to
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change. Political reforms provoked in this way can support
the prevailing social trends, but they can also lead to

new inconsistencies (Bosch et al. 2009; Lehndorff 2009).
An example for the latter is Germany. Here the female
employment rate in full-time job equivalents is hardly
rising, although an increasing number of women are
working.

No uniform tendency regarding unsocial
working hours

With regard to the spreading of atypical working hours,
there are great differences between EU countries. In terms
of changes in recent years, there has been no uniform
tendency within Europe. The most common phenomenon
is Saturday work, followed evening work and shift work.
In contrast, Sunday work and above all night work are less
common - not least because of the legal limitations in
many countries.

The differences between countries regarding unsocial
working hours might reflect structural effects (industrial
branches, size of a company and the like). However,
investigations reveal that this can only partly explain

the differences. Apparently, country-specific habits,
regulations and practices are particularly important. That
means that there obviously exists a scope for design. These
reasons for the differences between countries regarding
the extent of unsocial working hours, however, have not
been sufficiently investigated, yet.

Overlong working times of more than 48 hours on the one
hand are realized on the basis of (paid) overtime; on the
other hand, on the basis of the "boundless" working times
for highly qualified workers which are partly excluded
from legal and collectively agreed regulations of working
time. Highly qualified workers often accept long working
times due to their relatively privileged situation, and are
able to compensate the negative effects to a large extent.
In the case of less qualified employees with overlong
working times, however, often a number of stress factors
like low wages, shift and night work, little influence on
working hours, high physical exertion etc. accumulate.
When examining the average, these differences disappear.
However, they are extremely important when dealing with
the question of limiting working times as the completely
different situations require completely different
approaches.

Overlong and unsocial working times, especially night and
shift work bring health risks for employees, particularly as
they frequently crop up in combination. Research results
show that these risks can be influenced by different
factors like, for example, the organization of the shift
schedule on an ergonomic basis, safequarding regular
recovery times by means of an appropriate regulation

of break times, the duration and frequency of work at
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atypical times but also a general reduction of working
hours for shift and night workers.

Overlong and unsocial working times can also originate
from the fact that couple households compensate the

lack of child care possibilities by complementary working
hours (work on weekends, evening work or night work).
Another reason may be that employees who earn low
wages increase their salary by means of additional
incomes through paid extra work as well as higher hourly
wages for unsocial working times. Therefore, unattractive
working hours are accepted in order to alleviate other
problems. Consequently, the limitation of unsocial working
times does not only require legal, collectively agreed and
company regulations on working hours; on top of that it
requires a social policy that aims at improving the working
and salary conditions as well as the compatibility of family
and profession.
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Introduction

1 Introduction

Until well into the 1980s, working times had primarily
been a subject matter of trade union movements.
Essentially, their aim has always been the limitation of
the time employees are available to employers in a way
that leaves an adequate amount of time for recreation
and for a life outside work. At the same time, they wanted
to turn these limitations of working hours into reliable
standards by means of collective agreements. This should
help uncouple the duration and time of the working hours
of huge occupational groups within society from possible
market fluctuations. In many countries, such collectively
agreed standards were adopted by the legislators. In some
countries - such as the USA and France - the legislator

even went ahead with the parties for collective agreement.

By and large we can say that by these methods the
social standard of the eight-hour day and the 40-hour
week were anchored in most of the developed capitalist
countries in Europe.

Since the 1980s, however, the landscape of working
times has increasingly diversified. On the one hand, there
have been tendencies towards the continuation of the
standardisation of working hours:

B In the Central and Eastern European countries (as
well as Portugal) the anchorage of the 40-hour
standard has been adopted gradually since the
beginning of the 1990s. As a rule, this did not
primarily happen under the leadership of trade
unions in Central and Eastern Europe because their
strength was not sufficient. Moreover, in most of
these countries, the collective agreement system
lacks the required widespread impact throughout
society. The main subject of collective agreements
are, and have been wages. The initiative for the
anchorage of the 40-hour week was rather to be
found with the legislators who in this way carried
out the adoption of the so-called "aquis communi-
taire”

B At the same time, the European Working Time
Directive set the European standard to a maximum
of 48 working hours per week. Health and safety
protection in the workplace was the motive for
this type of working time limitation. However, this
limitation had been controversial from the begin-
ning and was accompanied by a number of special
provisions (opt out).

This trend towards a spreading of the eight-hour day

and the 40-hour week - in spite of all restrictions - was
faced with a diversification of working hours in many of
Europe's developed capitalist countries. At the same time,
numerous new "“stakeholders” and actors of working times
policy appeared:

23

B With the massive increase in female employment,
part-time employment has become a broadly based
normality in many countries' societies. However, it
seldom became the subject of the organizational
policy of social partners.

B |n some countries, among others Germany
especially, the trade unions tried to undercut the
40-hour threshold in the 1980s and early 1990s
by collectively agreed reductions of working hours.
After occasional initial successes, however, these
efforts largely waned and therefore have not
become widespread across Europe. Nonetheless, in
some cases - especially in France after 1998 - the
government took over the initiative for an extensi-
ve reduction of working hours. Similar to the trade
unions' initiatives ten years before, now aspects
and aims of employment policy were the focus.

B |n many countries, the 1990s were increasingly
marked by the transition to flexible working times
initiated by employers. Principally, where the regu-
lation of working times had been greatly marked
by union initiatives before - as was the case in
Germany - this initiative now mainly moved on to
the employers. In these countries, the transition to
flexible working times and the decentralisation of
the regulation of working times became the two
sides of the coin. In some cases, again particularly
in some industrial sectors in Germany, this was fol-
lowed by a strong pressure exerted by employers'
associations to achieve longer working times.

B |n some countries, the diversification of working
times according to occupational groups, especially
according to function and qualification, became an
increasingly important aspect of this transition to
flexibility.

The most recent crisis added another facet to the growing
diversity of working times in Europe. In a number of
European countries, working time decreased clearly during
the crisis. This trend was most distinct in Germany, where
the average working times had risen immensely in the
years before the crisis (Figure 1.1).
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Thus a topic that had seemed to be forgotten since the
beginning of this century has come back to the top
literally overnight: The possible contribution of shorter
working times to safequarding or maybe even creating
employment. In a number of EU countries, the statutory
regulations of short-time work have been an important
source for the reduction of working time (Messenger
2009). However, they were replenished with collectively
agreed means of job security by a temporary reduction of
working time as well as the full utilization of the arsenal
of company adaptation measures, which increased along
with the transition to flexibility (Glassner/Galgoczi 2009).
According to the EU Commission, this “breathing
potential” of working hours in its entirety has made a
crucial contribution to curbing the effects of the immense

so, we distinguish between full-time and part-time and
bring out the importance - differing widely according to
individual countries - of female employment for this
aspect of the differentiation of working hours (chapter 2).
Then we concentrate our attention on some countries,
respectively groups of countries which may be particularly
interesting in the political debate on working times. These
highlighting views are based on one core question: To
what extent can we still assume the existence of social
standards for working hours, or is it possible that new
social standards are becoming apparent? (chapter 3).
Chapter 4 then addresses a topic that may contain the
perhaps strongest dynamics of change regarding working
hours, namely the increasing employment of women. This
topic also covers the associated question of how the
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Figure 1.1: Decrease in actual working hours per week compared with the respective quarter last year, Germany and EU average,

01-03 2009, all employees, h./week

economic crisis in 2009 on the labour market in some
European countries (ECFIN 2009). At the same time,
however, it became clear that only in some countries this
potential was used. The diversification of working times in
Europe has thus been confirmed once more during the
crisis.

The strongly differing developments during the last one or
two decades are background to and reason for this report.
To a large extent, it is based on the database that is most
suitable for this kind of stocktaking, namely the European
Labour Force Sample. As this survey among employees
(individual questioning) does not contain details about the
companies' organisation of work, this report is limited to a
stocktaking of the differences and changes in the duration
of working times in EU countries.

The report is structured as follows: In a first step, we
intend to provide an overview of the main trends in the
development of working hours in EU countries. In doing
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working hours of men and women are reconciled with the
personal necessities of life, especially the interest in living
with children. Finally, we turn our attention to the subject
that is crucial to the debate on the European Working
Time Directive, i.e. the significance of long working times
and unsocial working hours for the health of employees
(chapter 5).

In order to gain a better understanding of this stocktaking,
however, it is necessary to take into account the
possibilities but also restrictions the available database
provides for this analysis or imposes on it. As the
measurement of working time is a comparatively difficult
task. Although the statistical coverage of working hours
has a long tradition, there is some confusion about what
was actually measured, but also about the comparability
of different data records. Data related to working hours
can be provided by surveys conducted in industry or
surveys among individuals. The results can differ widely
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because, in the first case, the agreed working hours, or the
"usual" working hours in the respective company are
investigated. In contrast, the varying working hours of
individuals are considered. In addition, there is the
possibility to evaluate collective agreements in order to
gain information about collectively agreed working hours.
Individual working times can differ considerably from
working times agreed in the company. Moreover, the
agreed working hours in companies without collective
agreements cannot be taken into account by evaluating
collective agreements. Company-specific data on working
hours can provide interesting insights into the
organisation of working time. However, they do not enable
an analysis related to certain categories - such as for
example gender, part-time and full-time employment, or
level of qualification. Such data can only be obtained by
individual interviews. The disadvantage of this method,
however, is that these individual statements are naturally
subjective and may include many uncertainties. The
quality of the answers often can only be verified by
plausibility checks. The advantage of this method enables
us to compare the data on the different occupational
groups, gender and other characteristics, outweighing the
disadvantages.

The EU Labour Force Survey (EU-LFS) is as such an
individual survey. It provides comparable data on the
socio-economic situation in the union's member states.
The harmonisation of the survey in all EU member states
makes the comparative study of employment and
unemployment possible. Therefore, it is extremely
important to use standard definitions, expressions and
classifications, to coordinate surveys and sampling, to
carry out repeated and standardised acquisition of
characteristics, as well as the central data collection and
processing in the Statistical Office of the European Union
(Eurostat). Among others, the monthly reports on
unemployment in the EU member states are based on the
EU-LFS data. Moreover, the results of the Labour Force
Survey contribute to the calculation of the EU indicators
for employment policy and sustainable development.
Additionally, they are taken into account in the process of
resource allocation in the European Regional Fund as well
as the European Social Fund.

Since 1968, the EU Labour Force Survey has been carried
out in all member states of the European Union on a
reqular basis. The harmonised survey of the EU-LFS was
initiated in 1983. The standardised terms and definitions
are based on recommendations by the ILO. Currently, the
European Labour Force Survey contains data for 33
countries: The 27 member states of the European Union as
well as Iceland, Norway, Switzerland and some candidate
countries. The European Labour Force Survey is a random
sample. It is carried out in the form of an official
household survey, whereas the number of households is
determined according to the population size of the
respective member state. The conducting of the survey lies
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with the national statistical offices in cooperation with
the Statistical Office of the European Union. In Germany,
the EU Labour Force Survey is carried out together with
the micro census, however, only at 0.5 percent of all
households, compared to the one percent sample of the
micro census. Most of the characteristics of the Labour
Force Survey are also characteristics of the micro census
- further details are given on a voluntary basis.

The EU ordinance for the Labour Force Survey of 1998’
provides for a change in the methods of data collection
for the EU-LFS in all participant countries. Before the
application of this regulation, the national statistic offices
provided annual data based on a survey in the second
quarter. Exceptions were France and Austria, which carried
out the survey in the first quarter. The concept of a fixed
reference week? had been the method of data collection
for the micro census until 2004, and, accordingly, also for
the EU-LFS for Germany. The application was carried out
in the participant countries at different times (see
European Commission 2009a). The deadline for this
interim phase was 2002; derogations were made for Italy
(2003) and Germany (2004). From 2005 on, the EU-LFS has
comprised quarter-related data as well as data on the
annual average that include all quarters. This method of
quarterly surveys respectively surveys throughout the year,
spreads the collection of data uniformly over all the weeks
of the year. Here, the last week before the survey is the
reference week (flexible reference week). The
documentation and regular reporting of the Statistical
Office of the European Union provides references for
methodical questions and specific national aspects. The
following text is an extract about the continuous survey
and the concept of the flexible reference week in the EU-
LFS.

1 Council Regulation (EC) No 577/98 of 9 March 1998 on the
orga/ni)sation of a labour force sample survey in the Community (0J No
L77/3).

2 According to the concept of a fixed reference week, the questions were
related to facts about one single reference week in the year, mostly the
last week in April. Therefore, this method of collecting data provided a
snapshot of the spring quarter. Thus, the results could be influenced by
seasonal variations.
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Reference week: The EU-LFS is designed as a con-
tinuous survey with interviews spread uniformly
over all the weeks of the quarter. The reference
week starts on Monday and ends on Sunday. The
first week of the year or quarter is the week that
includes the first Thursday of the year or the quar-
ter. As Croatia adopted it in 2007, Turkey and Swit-
zerland have remained the only two countries not
conducting a continuous survey. Turkey, although
producing quarterly results, only covers the first
week of each month, whereas Switzerland only has
an annual survey carried out in the second quarter.
Among those countries conducting a continuous
survey, the first week of 2007 started on Monday 1
January 2007 in all but three countries, Ireland and
the United Kingdom, where the year 2007 started
respectively in the 49th, in the 52nd week of 2006,
and Iceland, where 2007 started from the 2nd
week of the year. The actual sample is spread over
the 13 weeks of the quarter in all countries except
Bulgaria, where the sample only covers the first

12 weeks of each quarter. The sample is uniformly
spread over the weeks in all countries except in
Hungary, Luxembourg, Slovenia, Germany, the
Netherlands and, as concerns the second quarter,
Switzerland. (European Commission 2008).

Therefore now, besides the annual average, quarterly
averages are also available.3 The changes in the methods
of data collection until 2005 might possibly influence the
comparability of the data over time. In the following, we
would like to point out possible effects on our evaluation
in particular.

Belgium is a good example for such an effect.

For the period reviewed in this report, the EU-

LFS shows an extension of working times which
essentially goes back to a leap from 38.5 working
hours per week in 2000 to 39.2 working hours per
week in 2001. In the years before and afterwards,
the working hours only vary by 0.3 hours at most.
Therefore, it seems reasonable to suppose that this
“extension of working hours" is a so-called stati-
stical artefact that stems from the change in the
method of data collection. Among the few coun-
tries in which the change is reflected obviously in
the data are Italy (working hours per week jumped
by 0.6 hours between 2003 and 2004) and France
(working hours per week jumped by 1.1 hours bet-
ween 2002 and 2003; we will discuss this aspect in
more detail later). In Germany on the other hand,
the changes were made in 2005, but there has
been no prominent leap in the time series between
2004 and 2005 (2003: 39.6 hours per week, 2004:
39.8 hours per week, 2005: 40.0 hours per week,
2006: 40.3 hours per week).
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Surveys among employees, such as the EU-LFS or the
micro census, do not provide insights into the organization
of working time in a company. Moreover, using this

data base, it is not possible to analyse the duration of
collectively or individually agreed working times. An
analysis of the development of working hours based on
employment data can be based on the information from
employees about their "actual” or "usual” working hours
per week alone.” In so doing, we must assume that the
interviewees' statements are based on the negotiated
working hours and normally or frequently accruing
overtime work. This is illustrated by the definition of the
term "usual” working hours in the EU Labour Force Survey.

Number of hours per week usually worked: The
number of hours given here corresponds to the
number of hours the person normally works. This
covers all hours including extra hours, either paid
or unpaid, which the person normally works, but
excludes the travel time between the home and
the place of work as well as the main meal breaks
(normally taken at midday). Persons who usually
also work at home (within the definitions given

in the notes to Col. 58) are asked to include the
number of hours they usually work at home.
Apprentices, trainees and other persons in voca-
tional training are asked to exclude the time spent
in school or other special training centres. Some
persons, particularly the self-employed and family
workers, may not have usual hours, in the sense
that their hours vary considerably from week to
week or month to month. When the respondent is
unable to provide a figure for usual hours for this
reason, the average of the hours actually worked
per week over the past four weeks is used as a
measure of usual hours. (European Commission
2003)

Thus, in this analysis we assume that the interviewees
give a realistic assessment of their average actual working
hours per week. However, it remains to be seen to what
extent the working hours that exceed the contractual
working time are paid as overtime, deposited or remain
unpaid. All the particularities originating in the flexible or
irreqular organisation of working hours remain open, too
- for example "bundling” days off or “parking” of overtime
hours on working time accounts. Of course, this is not
unproblematic because for many employees it becomes
increasingly difficult to give a precise answer to the
questions how many hours they usually work per week.
The shift towards more flexible working hours makes their
working time per week increasingly abstract. We have to
keep in mind this lack of precision and the problems it
causes.” Despite such uncertainties, we can assume that
the self-assessment of employees provides us with a
comparatively realistic picture of the development of the
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actual working hours over the course of time (whereas

- as pointed out earlier - the changes in the methods of
collecting the data and the possible irregularities have to
be kept in mind).

Against this background, we can also understand why

the concrete formulation of a question or its position

in a questionnaire may have such a great impact on the
result. We can illustrate this with different data sources on
working times in Germany. Apart from the annual volume
of work calculations of the Institute for Employment
Research, which is a creation of data from different
sources, the individual data on working time in Germany
are included in three data bases that are based on the
acquisition of subjectively assessed working times over a
period of time. In addition to the micro census and the
European Labour Force Survey, these are the studies on
working time of the SFS (formerly ISO-Institute) as well as
the German Socio Economic Panel (SOEP) by the German
Institute for Economic Research (as longitudinal study).
The respective results differ widely (see Table 1.1 taking
the example of 1999).

The working times based on the SOEP are considerably
longer than those based on the micro census/ EU-
LFS. According to an analysis by Schief (2003), one of
the reasons for these differences are variations in the
formulation of the questions as well as their order.
(so-called halo effect). For example, the SOEP asks for
the actual working hours by explicitly referring to the
inclusion of possible overtime worked:

"How many hours are stipulated in your contract (excluding
overtime)?" (Questionnaire SOEP, English version)

The micro census which is part of the EU-LFS phrases the
question as follows:

"And how many hours do you normally work per week?"
(Question 46, translation).

3 The working time reports by the European Foundation for the
Improvement of Living and Working Conditions (European Foundation
2008) use statements about working times in the third quarter of the
respective year. That is why they differ from the data presented in this
report.

*The EU Labour Force Survey respectively the micro census include
questions about the "actual” working hours in one particular week as
well as questions about the "hours normally worked per week" (see
European Commission 2008). The answers to the former were partly
dependent on seasonal variations until the harmonisation of the survey
procedures (see comment 2). That is why we only use data based on the
question about the "hours normally worked per week" in this report -
Figure 1.1 - being the only exception. Although we occasionally use the
expressions actual or effective working hours in this report, we always
mean ,usual” or ,hours normally worked per week".

% For methodological problems of the measurement of working times
using the European Labour Force Sample as an Example, see Robinson
et al. (2002) as well as Bruyére/Chagny (2002). The former compare the
results of the EU-LFS with so-called diary entries, a method of data
collection that is considered particularly reliable. According to this
analysis, diary entries on average lead to a little shorter working times
than the EU-LFS, because especially men with very long working times
state shorter working times when using the diary method. Regarding

women, however, the results of both methods of data collection are more

similar.

Whereas the question about overtime work refers to
another given period, namely the reference week (see
above, comment 4):

"How many hours (including overtime) did you actually
work in the reference week?" (Question 48, translation)

In the reports on working time by the ISO-Institute and
later SFS, on the other hand, overtime work was not
explicitly mentioned in the beginning. Instead the order
of the questions drew the interviewees' attention to the
difference between collectively agreed and actual working
hours.

We can assume that the explicit referral to possible
overtime worked results in longer working hours, than the
mere question about the usual working time per week.
Given the problems of this issue outlined above, it has to
remain open, which of these answers is "more correct".
The explicit reference to overtime work, for instance,

does not guarantee more precise information, but may
lead to a distorted perception. This is also indicated by

an observation made by Bruyere/Changny (2002), namely
that diary entries show even shorter working hours than
the EU-LFS, which already shows the shortest working
hours of the three surveys in Germany presented here.
What is important is that cross-section analyses are not
possible among surveys with differing formulations of
questions. Therefore each should be used separately. Then
the structures and trends resulting from the separate
analysis can, on the other hand, be definitely compared to
each other, but cautiously so.

Unfortunately, at least in one case known to us within

the EU-LFS, the data is not always comparable, either.

Some years ago, the statistical office of Austria added a
new question on overtime. This obviously resulted in the
phenomenon that was described here for the SOEP (see
box). As it deviates from the EU-LFS standard, Austria is
not included in the cross-section analysis of this report.

Name of the All employees | Full-time Full-time
survey employees employees
(35 hours and | (self-
more) assessment)
SOEP 38,5 43,0 42,7
Arbeitszeit 99 (iso) | 37,5 41,7 =
EU-LFS 359 40,3 40,1

Tabelle 1.1: Average actual working hours in Germany according to
different data sources
Source: Schief, 2003, S. 192
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In 2004 the Austrian statistical office changed the
formulation of the question about working hours
on own initiative by explicitly asking about over-
time work and, against this background, about the
usual working time per week (Stadler 2006). The
EU-LFS shows a leap of 2.8 hours between 2003
and 2004 regarding full-time employees' working
hours per week. This leap presumably can only be
explained by the change in the method of collec-
ting data. According to the EU-LFS, Austria shows
the longest or second longest working times in
Europe (e.g. 42.2 hours per week in 2008). Obvi-
ously, using such data for cross-section analyses is
pointless, therefore we did not include them in our
analysis. Before the changes, working hours of full-
time employees in Austria developed without any
major fluctuations (40.1 hours per week in 2000,
40.0 hours per week in 2003). The same is true for
the time after the changes (42.8 hours per week

in 2004, 42.4 hours per week in 2006, 42.2 hours
per week in 2008). As these data show - given
consistent methods of collecting data - we can
even assume a tendency towards a slight reduction
of usual working hours of full-time employees in
Austria during the last decade.

This report is based on the latest available average

annual data of the EU Labour Force Survey (2008). The
presentation of trends in working hours refers to the
period 1995-2008 for countries of the EU-15, and 2000-
2008 for the Central and Eastern European Countries
(CEEC). We evaluated the actual working times per week
(the amount of hours “normally” worked per week). Unless
otherwise stated, the data refer to employees aged 15-64
years.® The working hours are analysed separately for men
and women, full-time and part-time employees. Moreover,
the working hours are examined according to qualification
structure as well as in some cases according to great
industrial branches.”

6 Generally the working times of self-employed persons are considerably
longer: In 2005 more than 42% of self-employed without staff and 49%
of employers stated that they normally work more than 48 hours per
week (European Foundation 2009a: 57). Self-employed persons are -
with very few exceptions - not included in the analyses of this report. In

case, these exceptions where the whole working population is considered,

are pointed out explicitly.

7 ps stated above, the EU-LFS does not provide data on the organization
of working time - except statements on unsocial working times.
Therefore, the shift towards more flexible working hours is not the
subject of this report.
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2 Tendencies in the development of working
hours in the EU-27

This chapter provides a first overview over the basic
data concerning working hours in 2008 as well as the
development of working times since 2000 in the EU-27
countries resp. since 1995 in the EU-15. The changes
and the differences between countries described in this
chapter will be subject to a more detailed analysis in

chapter 3 (country profiles) and 4 (parents' working hours).

2.1 Full-time

When talking about the development of working times,
we mostly talk about the working times of full-time
employees. This is for good reasons. Despite the constant
increase in part-time employment in many countries, the
majority of employees in EU countries currently still work
full-time. The political and institutionalised character

of full-time employment should be considered, too. It is
full-time employment that is limited by law and collective
agreements and therefore it is traditionally the main
subject of working time policy. In the European Union

the maximum of working hours stipulated by law - with
certain reservations and flexibilities - is 48 hours per week.
Therefore, especially in the EU-15 countries collective
agreements have played a central role for decades because
in them the norms for the duration of the working week
are set. With the gradual transition from the statutory

or collectively agreed 40-hour week and 5-day week

since the 1950s, these norms simultaneously have had

a tremendous impact on the social standard of working
time.

That is why the following chapter is dedicated to the
development of working times per week of full-time
employees. Afterwards, we turn our attention to part-time
employment, and thereby also to the differences between
the working hours of men and women. As we will see, this
field shows much stronger dynamics regarding changes of
working time than that of full-time employees.

2.1.1 Legal and collectively agreed working time

normalities in the EU

Working times can be limited by law or by collective
agreement. The effective significance of one or the other
depends on the respective national traditions. However,

8 According to an overview by the European Foundation (2008) the
national limitations are not lower than the EU Working Time Directive in
17 out of the 27 EU countries. At a more detailed differentiation between
standard working time and maximum working time, however, the group
of countries with statutory norm working hours or standard working
times of 40 hours per week would be larger. Moreover, Germany now is
the only EU country which has no explicit limitation of working hours
per week. The 48-hours limitation of the "usual” working time only
exists implicitly in the combination of the limitation of the daily working
hours and a six-days working week. The implicit maximum working time
therefore is 60 hours per week and in exceptional cases even 72 hours
per week.
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the less common collective agreements are in a country,
the more important legal regulations might be - though
this is not necessarily the case, as is shown by the British
example. Conversely, it can occur that the tradition

of limiting working hours exclusively by collective
agreements is so dominant that any legal regulation is
seen as an interference with the collective bargaining
autonomy and is regarded as an alien element in the
industrial relations (this was the case in Denmark when
the European Working Time Directive was to be transposed
into national law).

One of the basic characteristics of legal limitations of
working time is that they may contain three elements:

1. standard working time (e.g. 48 hours per week
in the European Working Time Directive).

2. period of time, within which the standard
working time must not be exceeded on
average,

3. an upper limit, that must not be exceeded,
even in the case of fluctuations - except for
clearly defined cases - (e.g. ten hours per day
in the European Working Time Directive).

A fundamental publication by the ILO (Lee at al. 2007)
offers a brief history of the regulation of working time
since the 1920s that starts with the proclamation of a
limitation of working times to 48 hours per week in the
first ILO convention in 1919. In this publication, this type
of limitation of working hours is called "limits on normal
hours" That was, therefore, the definition of a norm

for the duration of the daily and weekly working time.

It is allowed to deviate from this norm - for example

by definition of authorised overtime hours - up to a
defined maximum limit. In many country comparisons
this differentiation between standard working time and
maximum working time is done only vaguely, or not at all.
This is also true for the overview over the legal limitations
on working hours in the EU countries published by the
European Foundation for the Improvement of Living and
Working Conditions (European Foundation 2008a: 14

ff). However, these regulations' complexity - not to be
understood by the amount of standard working time and
maximum working hours alone - is rightly pointed out in
that publication.

In numerous EU countries, the legal working time norm

is less than 48 hours per week?, In two countries, France
and Belgium, it is even less than 40 hours (35 resp. 38
hours per week). Moreover, the experiences in France

and Belgium show that under certain social or economic
conditions, the changes of statutory working hours can
give a considerable impulse for working time realities in
society and companies. The generalization of the 40-hours



Development of working time in the EU

norm in Portugal in the 1990s serves as an example for
this possibility.

On the other hand, within the group of EU-15 countries
having the statutory 48-hours week, the actual average
working time is clearly shorter. In Denmark, the
application of the first legal limitation of working time,
the EU Working Time Directive, was strongly opposed by
both, management and unions. However, it is one of the
countries with the lowest actual working time in the EU.

Let us now turn our attention to the limitations of
working time by collective agreements (further on, we
provide an overview in comparison to the actual working
hours; see Table 2.1). These, too, are increasingly taking
over the character of standard working times according
to the definition above - this trend is most distinct in

collective agreements) (Figure 2.1). However, it remains
open to what extent the collective bargaining coverage
shown in the figure includes collective agreements on
working hours.

In contrast, for countries with little collective bargaining
coverage, information on the average collectively agreed
working time should have only limited value. This applies
to Great Britain, for example. Apart from the public
services, there hardly exists any regional union

agreement °. Nevertheless, also in a country like Germany,
with medium collective bargaining coverage, caution
should be exercised, as the data on collective bargaining
coverage do not reflect regional union agreements alone.
Thus in 2006 collective bargaining coverage by means of
regional union agreements amounted to 54% in Germany.
To this number we have to add the company agreements
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Figure 2.1: Degree of collective bargaining coverage, selected countries, 20086, (in %)

Source: ICTWSS database

Germany, in which the statutory maximum working time
is, in part, assumed implicitly. Of course, this can also differ
from one country to another.

Information on the average collectively agreed working
time is really meaningful only for countries with high
collective bargaining coverage. This is especially true

for the Northern European Countries, but also for other
countries with high collective bargaining coverage like
France, Spain, the Netherlands, Austria and Slovenia
(above all because of the significance of the extension of

9 Although the amount of the average collectively agreed working

time in Great Britain stated by European Foundation is based on the
evaluation of more than 400 in-company and inter-company agreements
(European Foundation 2008: 309), however, the weight of agreements in
the public sector probably is overwhelming. It is no coincidence that the
figure stated there lies very close to the 37 hours per week agreed on as
\[/vorking)time per week in the municipal administrations of Great Britain
ibid: 12).
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which extended to another 9% of employees (Bispinck
2008). The collective bargaining coverage of 63% shown
in the diagram therefore does not mean that all these
employees enjoy the working time regulations defined

by regional union agreements. In addition, we have to
consider that there are exemptions even in companies
bound by a collective agreement like the 13/18%-quota in
the metal industry, which might additionally increase the
actual average collectively agreed working time.

The average collectively agreed working time of 38.6 hours
per week stated in the following paragraph in Table 2.1

for the EU-27 is therefore to be seen as - from a trade
unionist point of view - an optimistic assessment. In

fact, the average is likely to amount to 39 hours weekly.
Moreover, we should not overlook that - depending on
the degree of collective bargaining coverage, and the
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stipulations of the collective agreements in particular -
the employees' average working hours agreed in individual
contracts might clearly exceed this mark. According to the
latest sfs survey (GroB 2009a: 28; see also Table 3.7), the
average contractual working time of full-time employees
in companies bound by collective agreements in Germany
in 2007, amounted to 38.7 hours per week. This is clearly
above the average collectively agreed level of 37.6 hours.
According to the same survey, full-time employees who
work in companies not bound by collective agreements
had an average working time of 40.0 hours per week. This
means that the average contractual working time of all
full-time employees amounted to 39.2 hours. In this way,
it becomes even clearer to what extent the gap between
collectively agreed and actual working times can reach.
We want to focus on the latter, now.

2.1.2 Usual working hours of full-time employees
in 2008

In the EU-27, full-time employees on average work 40.5
hours per week (resp. 40.3 hours in the EU-15)."° The
range goes from 38.0 hours per week in the Netherlands
to 42.4 hours per week in Great Britain (data for 2008).
On the whole it becomes clear that the working hours are
scattered around the 40-hours mark (Figure 2.2)."

The strong East-West divide of working hours is typical
for these countries - except for Great Britain. Apart from
some exceptions, the working hours in the Central and
Eastern European acceding countries (CEEC) are longer
than those in the EU-15 countries. Germany's 40.4 hours
are an EU average. Within the EU-15, only full-time
employees in Great Britain, Greece and Spain work longer
than those in Germany. This is in stark contrast to the
German's own gladly publicly cultivated judgement of
their country as the "world champion in leisure time"

The short working time in Ireland is remarkable. It
reminds us of the fact that the common grouping of the
(former) "Celtic Tiger" into the "Anglo-Saxon model” of
Capitalism is at best based on a gross over-simplification.
Furthermore, it is noticeable that some of the particular
efficient national economies in the EU, among them

the Netherlands, Belgium, Denmark and Finland, reach
their high per capita incomes through average working
hours around the 39-hour week. The contrast between
the Southern European countries, Italy and Greece, is
also eye-catching. On the other hand, their structures of
working time have a lot of similarities in other areas, as
we will see later. Finally, it should be pointed out that the
average working time in France is considerably longer than
the statutory 35-hour week might suggest. However, that
does not alter the fact that France is one of the countries
with the shortest working week in Europe (we will return
to this subject later).

43,0

Figure 2.2: Average usual working hours per week of full-time employees, EU-27, 2008 (in h.)

Basis: 15-64 year old employees
Source: EU-LFS, analysis by 1AQ

'%The most recent average figures available for the EU-27 and EU-15
generally date back to 2007.

T Austria was left out of this and other cross-sectoral com parisons; See
explanations in the introduction.
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Well, how long are these actual working times compared
to the above presented collectively agreed working time
norms? Table 2.1 provides an overview.

As expected, the gap between collectively agreed and
actual working hours in Great Britain is particularly large.
However, the practical significance of this gap is relatively
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Collectively agreed | Effective | Difference
EU-27* 38,6 40,5 19
EU-15 379 40,3 2,4
Hungary 40 40,6 0,6
Sweden 39* 399 09
Italy 38 39,2 12
Poland 40 412 12
Netherlands 37,5 38,9 1.4
Belgium 37,6 39,1 15
Slovenia 40 41,5 15
Finland 37,5 39,2 1.7
Denmark 37 39,3 23
Spain 38,3 40,6 2,3
Slovakia 38,4 40,8 2,4
Germany 37,6 40,4 2,8
Czech Republic 38 41,3 3.3
France 35,6 393 3,7
Great Britain 373 424 51

Table 2.1: Average of collectively agreed usual working hours of full-
time employees in selected EU countries, 2008 (in hours)

* Actual working hours in 2007

** Estimation based on the fact that sectoral collective agreements refer
to the statutory working time of 40 hours per week. Moreover, shorter
working times in certain sectors are only agreed for shift workers.
Additionally, there may be works agreements with shorter working
times. Therefore, the amount of 37.5 hours per week for Sweden in the
report by the European Foundation (2008a) is not comprehensible. Our
estimation of 39 hours per week is quite low. However, in any case we
can assume a number near 40 hours. That's why the estimation of 0.9
hours difference between collectively agreed and actual working hours
per week in case of doubt is rather too high than too low.

Sources: European Foundation (2008a); concerning France: Ministére
du Travail (2008); Concerning Sweden: own assessment based on expert
evaluation; actual working times: EU-LFS, analysis by IAQ

small due to the low collective bargaining coverage. At the
other end of the spectrum, countries with short working
times are in line with the expectations: Among others
Italy, Belgium and the Netherlands, but also Germany

with its difference slightly above average. Perhaps it is
more surprising that in Hungary and Poland, which means
countries with low collective bargaining coverage, the

gap between collectively agreed and actual working hours
is that small. However, the level of collectively agreed
working hours is to a great extent concurrent with the
statutory standard working time. Thus, there is obviously a
large overlap of collectively agreed and legal norms on the
one hand, and social normalities on the other (see chapter
2.1.3).

Most strikingly, however, is the situation in France: Despite
high collective bargaining coverage, the discrepancy
between the two indicators of working time is well above
average. The objection could be made that improved data
would reduce the gap as the collectively agreed average
working time does not include small enterprises. Those

34

Collectively Number Number of | Annual working

agreed annual | of week- | working hours

holiday (days) | holidays days
SE 133 10 208 1660
T 28 " 212 1662
DK |30 8 213 1674
FR 25 " 215 1690
FI 25 10 216 1693
NL | 26 7 218 1696
DE |30 10 21 1705
PT |25 12 214 1721
IE 20 9 222 1723
ES |22 12 217 1762
EL 23 10 218 1779
CZ |25 9 217 1792
HU | 20 8 223 1810
PL |20 10 221 1821
SI 20 " 220 1826
v |20 7 224 1841
UK | 25 8 218 1849

Table 2.2: Assessment of actual working time per annum in selected EU
countries (2008%)

*data on leave of absence and public holidays for 2006; Data on
collectively agreed holidays are not available for all EU countries

Source: European Foundation (2007a); EU-LFS, analysis by IAQ

were included in the statutory 35-hour week only with a
time delay and with many exemptions. On the other hand,
such statistical deficiencies can be expected regarding
other countries, as well. This drifting apart of actual and
collectively agreed working time therefore still needs
explanation, in any case. We will return to this issue later
(chapter 3.2).

The following is a closing cross-section comparison based
on annual working hours. According to the assessment
method'? applied by Schief (2004) at the Institute for
Work and Technology, Table 2.2 combines the actual
working time per week of full-time employees with the
data on leave of absence and public holidays provided by
EIRO (European Foundation 2007a).

Due to the fact that their number of collectively agreed
holidays is above average, the Northern European
Countries and also Germany, move up a little in the
hierarchy of countries. The working hours per week in
Germany are precisely on the EU average. Therefore, it
moves to the lower midfield in the "ranking" of annual

2 More sophisticated calculation methods would consider the annually
changing situation of public holidays either on a weekend or during the
week; and furthermore probably even the average number of sick leave
days. For the purpose of our comparison, however, we do not consider
this necessary - especially when considering the other uncertainties.

13 For the country-specific regulations see the articles in Keune (2006)
and Strzeminska (2008).
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working time. The basic proportions within the EU

remain unchanged, even when examining the annual
working hours: On average, working times in the CEEC are
considerably longer than those in the EU-15. Within the
group of EU-15 countries, Great Britain, Spain and Greece
still remain the countries with the longest working times.

2.1.3 Changes compared with 1995 (EU-15) resp.
2000 (CEEC)

Let us now turn our attention towards the changes in the
average working time of full-time employees over time.
Before discussing some details of the development, we will
start with a medium-term retrospective. For most of the
CEEC, the available information reaches back to 2000 or
2001; concerning the countries of the EU-15, we can go
back as far as 1995.

Let us begin with the retrospective regarding the group
CEEC (Figure 2.3). What is most striking in this context

is the fact that in seven countries out of ten, the EU-LFS
shows minor reductions of working hours during the last
decade. In three cases, the reductions of working time
have even been considerable.

In this context, too, we have to point out the possibility of
a statistical artefact. In the Czech Republic, the statutory
40-hours week was established in 2001. Before, the
43-hours week applied, whereas this standard working
time provided for a 30 minutes lunch break per working
day as part of the paid working time. The 40-hours

week, in contrast, does not include breaks (Fassmann/

Cornejova 2006: 67). If we take the 5-days week as

basis, then the actual working time had to be reduced

by only 30 minutes. We can assume that the result of a
company survey would have been the reduction of the
normal contractual working time by three hours per week
between 2000 and 2001. A survey among individuals will
not necessarily lead to a similar result, as the employees
answers are based on their individual perception and not
on official calculation methods. However, the new legal
regulation and the official establishing of a 40-hours norm
can indeed influence the individual perception This theory
is supported by the fact that the working time in the
Czech Republic shown by the EU-LFS decreased from 43.3
hours per week in 2000 to 41.1 hours per week in 2001.
The situation in Slovakia is similar (Cziria 2006): There the
statutory 40-hours week was established on 1 January
2003, using the same recalculation as the Czech Republic.
The EU-LFS shows a decrease in actual working hours in
Slovakia from 41.4 to 40.0 hours between 2002 and 2003.
In both countries, working times were mostly stable in the
years before and afterwards. Whether similar redefinitions
took place in Latvia, too, is not known.

As a result, working hours are currently scattered around
the 41 hours mark in the CEEC. This corresponds to the
introduction of the statutory 40-hour week in most of
these countries around the turn of the millennium (Keune
2006: 20). It is allowed to exceed this norm by doing
overtime work. The laws contain regulations for this, so
that the 40-hour week becomes a statutory standard
working time that is complemented by a statutory
maximum working time."
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Figure 2.3: Average usual working time per week of full-time employees, 2000/2008, CEEC

Basis: 15-64 year old employees
Source: EU-LFS, analysis by IAQ
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To sum up, as for the measurement problems, we should
not talk about a strong tendency towards reduction of
working time in the CEEC, but on the contrary about an
extensive stabilisation of working times between 40 and
41 weekly working hours. The adaptation to the so called
"acquis communitaire” in the social legislation of these
countries has lead to the establishment of a statutory
40-hour norm. To this norm the actual working hours,
too, have gradually adapted, although at the beginning
of the transformation period, they had remained longer.'
Generally undercutting this norm by collectively agreed
reductions of working hours is not the priority subject
of employees and of trade unions, nor do they consider
it realistic. However, there are a number of collective
agreements stipulating a shorter working time in some
CEEC (see also country contributions in Keune 2006).

Unlike the CEEC, the EU-15 show strongly varying
tendencies regarding medium-term as well as long-term
trends. On average in the EU-15, there has been no visible
tendency towards reducing or extending working hours
of full-time employees since the mid-1990s. The average
amount of working hours per week was 40.3 hours in
2007, the same as it had been in 1995 (Figure 2.4). The
stability of average working hours in the EU-15, on the
one hand, is due to largely unchanged working hours in
some countries like Sweden and Spain. On the other hand,
it is based on parallel processes of extension of working
hours in some countries and reduction of working hours in
others. The greatest reductions took place in Great Britain
(1.5 hours per week), Ireland (1.4 hours per week) and
Portugal (1 hour per week). The greatest extensions were
made in Germany (0.7 hours) and - at least according to
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Figure 2.4: Average usual working hours per week of full-time employees, 1995/2008, EU-15

Basis: 15-64 year old employees
Source: EU-LFS, analysis by IAQ

Particularly interesting are, for example, agreements in
the manufacturing industries in Slovakia, which provide
for shorter working times for two-shift and three-shift
operations. On average, the agreed worki