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3.2  EVALUATION OF THE 2001 LFS AD HOC MODULE 

ON LENGTH AND PATTERNS OF WORKING TIME 
(INCLUDING THE CONCLUSIONS OF THE TASK FORCE OF 27-28 JUNE) 

 
 
1.  The conceptual framework 

Economic changes, changes in the production processes as well as in the regulation of the 
labour market have contributed to a diversification of the forms of employment and the 
working time arrangements. New forms of employment emerged and others, which were 
exception, became more frequent. Those changes concern the high costs of overtime - or 
increasing stocks - as well as the rise of other labour costs, e.g., recruitment and training costs. 
Furthermore, employers are facing more competition and feel the pressure to keep down costs.  

Working time arrangements are also a response to fluctuations in the business cycle. 
Dependent on the business cycle - is the trend stable or short? recovery or recession? - and the 
size of the enterprise and the characteristics of the business cycle, employers need to adjust 
their manpower to the variations in the demand of their product in order to make a maximum 
use of the capital goods and to satisfy the consumers when they want to purchase goods or 
services. 

When employers adjust their manpower, they have to take into account the labour supply 
within the context of the labour market situation and regulation. How the employers adjust 
their manpower can be summarised in a simple display of the exogenous determinants of 
employer behaviour, the use of alternative employment relationships in addition to the 
standard full-time wage employment and the adjustment of working times (see next page). 

The purpose of the ad hoc module in 2001 was to describe these two ways of manpower 
flexibility:  
• new formal relationships between the labour supply and the enterprise and  
• the flexibility of working time arrangements. 
 
The working party is invited to: 
- note the first results of the 2001 ad hoc module and the conclusions of the task force 

of 27-28 June about the evaluation of this ad hoc module 
- to agree with the specification of the 2004 ad hoc module on work organisation and 

working time arrangements (see draft Commission Regulation as an annex to this 
document). This draft Commission Regulation will then be submitted to the 47th SPC in 
November to vote. 

 
 
 

Employer behaviour and manpower adjustment  
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Accessions        �          � Separations 
            ↓   Lay-off 
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      ↵ 
(Adapted from Mosley H. and T. Kruppe, 1996, p 607) 

 

2. Variables of the 2001 ad hoc module 

2.1.  Employment relationships (C209-C211) 

2.1.1. Conceptual framework 

Emerging forms of employment deviate from the standard features of full-time and permanent 
or ongoing paid employment. The principles of the classification by status in employment 
(15th ICLS, 1993) are useful to distinguish the new employment relationships from the 
standard categories of paid employment and self-employment.The principles for this 
classification are the kind of economic risk and the extent of economic control or authority 
that the employment contract gives the incumbents or to which it subjects them. 

Paid employment exists when there is an agreement between employer and employee that 
gives the employee a basic remuneration for the work done which is not directly dependent on 
the revenue of the unit for which the employee is working (no economic risk). The basis for 
the remuneration is mainly the time spent at work or the amount of work done (hourly or piece 
rate). The employee works under direct supervision or according to instructions of the owners 
or persons in the owners’ employment (subordinate relationship). 

Self-employed persons receive a mixed income dependent upon the profit derived from the 
products or services provided (economic risk). They are divided into two categories: own-
account workers and employers who have engaged on an ongoing basis one or more 
employees to work in their business. The employment situation of own-account workers may 
be less certain than the situation of the self-employed with employees. A first indication of the 
continuity of their employment situation is given by the duration of their current business. 



The own-account workers may include persons who supply their own personal services to 
another business although they do not have an employment contract. In this sense, they are 
similar to employees. Several criteria can be used to classify borderline cases as self-employed 
or employees. These criteria are the following (1): 
a. the extent to which the worker can determine her/his own work methods, schedule and 

work place; this is in contrast with standard wage employment where the contract or 
collective agreement specifies the working times and where the owner, manager or 
persons in the owners’ employment can tell the employed person at any time when (when 
to start and finish work and when to take breaks), where or how to do it (subordinate 
relationship).  

b. whether the worker depends on a single user enterprise, client or customer; contrary to the 
self-employed who operate on a market and usually have many customers or buyers of 
their products or services, employees are regularly working for a single enterprise. This 
dependence relationship can be specified further by verifying whether this worker was 
previously an employee on the payroll of the same enterprise.  

c. whether the work is on a continuous basis or whether the employment situation ceases to 
exist when the goods or services are provided; first evidence on the continuity of the 
employment situation is provided already by the duration of the current business 

d. the extent to which the worker or on the contrary the user enterprise, makes significant 
investments and provides tools, material and machinery to carry out the work (economic 
reality of the business) and 

e. the mode of remuneration (wages or salary on the basis of hours worked or amount 
produced or a profit depending on the sales of goods or services); a related criterion is the 
continued receipt of wages and salary during holidays and sickness 

Three conditions were included in the 2001 ad hoc module to identify the non-standard 
situation of an employee besides the duration of the employment contract and eventually the 
premises where the work is performed - working at home (both variables are included in the 
regular labour force survey): 
• the autonomy over his own work methods and work schedule or on the contrary,  a 

subordinate relationship,  
• to work regularly for more than one user enterprise or employer 
• the temporary employment situation is for a fixed task (instead for a limited duration), the 

employment ends when a product or service is provided. Examples are freelancers and 
independent contractors. Freelancers (for example, journalists and IT consultants) have an 
agreement with a single firm or business during some period to provide specific services. 
The agreement specifies that this individual freelance worker performs the task because of 
her/his professional competence. This is in contrast with agreements between two firms 
where it is open who performs the task.  They may enjoy considerable autonomy over their 
own work methods or schedule. On the other hand, independent contractors (for example, 
in the transport sector) have an agreement to supply labour but in a legal sense, it is a 
contract for services instead of a labour contract. The agreement may be for a very short 
duration and it is discontinued when a product or service is provided. 

                                                 

1 Mata Greenwood A. and E. Hoffmann mention similar criteria ("Developing a framework for a typology of 
atypical forms of employment: outline of a strategy", invited paper to the joint UNECE-Eurostat-ILO 
seminar, Geneva, May 2002): (D.) control over place of work and work schedule, (B.) continuous work for 
one employer, (E.) own important work inputs and (C.) social protection 



 
The first two conditions seem obvious for employees with a permanent contract or a contract 
for an unlimited duration, hence do not need to be verified (for example, DK and FIN). 
Furthermore, in some national surveys, the questions are adapted and concern the work 
conditions instead of the strict elements in a contractual relationship.    
 
The same conditions could be used to distinguish the nominal self-employed: 
• lack of sovereignty of working hours and methods: the self-employed person can not 

determine her/his own work methods and schedule 
• dependence: the self-employed person is regularly working for a single customer or user 

enterprise 
• insecurity: the business ceases to exist when the goods or services are provided, a new 

contract or order is needed to resume business operations or activity - the questions in DK 
and E are good examples. In the '04 ad hoc module, this variable will be limited to the 
self-employed regularly working for a single customer (C210=1). 

 
2.1.2. Questionnaires 

Belgium: 
(a.) Can you determine your own work methods and schedule? [Yes/No] 
(b.) Are you regularly working for a single firm or customer or for several? [One/several] 
(c.) Does your job cease to exist when the products or services are provided/ cease to exist at a 

definite time/ has an unlimited duration? 
 
Denmark: 
(a.) [Employees:] To what extent can you determine how to do the work and plan the time schedule 

for your own work? [To a great/some extent/No] 
[Self-employed:] Can customers or partners give you instructions on how to do the work and can 
you plan the time schedule for your own work? [To a great/some extent/No]  

(b.) [Temporary employees:] Do you work mainly for one firm or for several? [One/several] 
[Self-employed:] Do you mainly work for one client or customer, for a few or for many? [One/a 
few/many] 

(c.) [Self-employed:] Is it the case that your firm will close down when the contracts you are working 
on at the moment are terminated? [will close until a new order comes/continues] 

 
Spain: 
(a.) Can you determine your own working methods and working hours? [Yes/No] 
(b.) Are you working usually for a single enterprise or client? [Yes/No] 
(c.) [Self-employed:] Do you have a contract where your business ends when you have provided the 

services? [Yes/No] 
[Employee:] Do you have a contract to provide goods or services? 

France: 
(a.) Can you choose or change the sequence of your tasks or your working methods? [Yes/No] 
(b.) Are you working usually for one or more [when employee:] employers or [when self-employed:] 

clients? [Yes/No] 
(c.) Does your employment end when you have provided the goods or services as specified? [Yes/No] 

Ireland: 
(a.) Do you normally determine you own work and working times/have your work and working times 

determined and planned by your employer? [Self/employer] 
(b.) Do you normally work for the same firm (or customer) all the time? [Yes/No] 



(c.) Will your current employment contract end when a particular task is completed? [Yes/No] 

Italy: 
(a.) Do you determine the means, tools and working hours to be used to complete your task? [Yes/No] 
(b.) Do you usually work for a single firm or client? [Yes/No] 
(c.) Does your employment contract have a fixed-term and will it end at a fixed date or when a 

particular product or service is provided or project is completed? 

Luxembourg: 
(a.) Can you determine your own working methods and working hours? [Yes/No] 
(b.) Are you working usually for a single enterprise or client? [Yes/No] 
(c.) How does the employment contract end? [when the product or services are provided/it continues 

after the contract or services are provided/after a fixed time] 
 
Netherlands: 
(a.) Are you an employee for fixed weekly or monthly wages and salary … or are you working in your 

own business? [No fixed wages and salary:] Do you work as a freelancer? [Yes/No] [Fixed wages 
and salary:] Do you have a contract of a permanent duration and with a fixed number of working 
hours? [Yes/No] 

(b.) [Self-employed:] Are you working mainly for a single company or institution? [One/more] 
(c.) [Temporary employees:] Are you hired for a specific project or assignment? [Yes/No] 
 
Austria: 
(a.) Can you determine your own working times and methods or are you tied down to your employer 

or client? [Self/employer or client] 
(b.) Are you working usually for a single enterprise or client? [Yes/No] 
(c.) Does your employment contract end when the product or services are provided? [Yes/No] 
 
Portugal: 
(a.) Who does determine your own work methods and working times? [Youself/your employer (= 

according to contract or collective agreement)] 
(b.) Do you usually work for a single business, institution or client or for different…? 
(c.) Does your employment or business contract of past weekend when a product or service is 

provided, at a fixed date or does it continue? [when self-employed: assessment of the most 
important contract with a business…] 

Finland: 
(a.) [Self-employed:] Can you decide independently on how and at what time you work? 

[Independently/Employer or customer] 
(b.) [Self-employed:] Are you working simultaneously for one or more employers, businesses or 

customers?  
(c.) [Self-employed & temporary jobs:] Is the duration of your work dependent on the completion of a 

specific product or service? [Yes/No] 

Sweden: 
(a.) Can you decide how and when to do your job? 
(b.) Do you usually work for 1 or more firms, customers or clients? 
(c.) [Employee:] Does you job end when it is for a fixed period? 

[Self-employed:] When the job is done and the goods and services are provided, does your 
employment ceases to exist and do you have to look for new clients or customers? 

  
United Kingdom: 
(a.) [Employees:] Does your job description define your job in terms of hours of work, product to 

supply or tasks to perform?  



[Self-employed:] Is the paid work that you usually do defined in terms of hours of work, product 
to supply or tasks to perform? 

(b.) [Self-employed]: Do you have one or more than one client or customer? 
(c.) [Employees:] In what way was the job not permanent? Was it done under contract for a fixed 

period or for a fixed task? 

Switzerland: 
(a.) [Self-employed without employees:] Can you determine your own work methods and schedule? 

[Yes/No] 
(b.) [Self-employed without employees]: In general, are you working only for one client? [Yes/No] 

+ Were you employed by this firm before your current activity? [Yes/No] 
(c.) [Self-employed without employees:] Do you have a long-term agreement with this client? 

[Yes/No] 

 

2.1.3. Target population, filters and deterministic imputation 

 Control over working times 
and methods or subordinate 
relationship (C209) 

Dependence on 1 client 
(C210) 

Fixed task or discontinuity of the business 
(C211) 

B  Temporary work agency 
(NACE=745): C210=1 

Temporary due to training: C211=2 

DK Employees with agreed 
hours: C209=0 

Permanent employees: 
C210=1 

Permanent employees: C211=0 
Project work, freelance, seasonal work: 
C211=1 
Other temporary employees C211=2 
Self-employed with >1 customer: C211=0 

E   Permanent employees: C211=0 
Temporary due to training, trial, substitute: 
C211=2 

F When days at work are 
always the same: C209=0 

Self employed in trade 
(NACE G): C210=0 

 

IRL   Permanent employees: C211=0 
Temporary due to casual, seasonal, time 
limited: C211=2 

I    
L    
NL Employees with fixed 

number of hours: C209=0 
Self-employed: C209=1 

Employees: C201=1 
Freelance: C210=0 

Permanent employees: C211=0 
Freelance: C211=1 

A If employer in June = employer in March and if working time arrangements in June = working time 
arrangements in March 

P   Permanent employees: C211=0 
FIN Employees: C209=0 Employees: C201=1 Permanent employees: C211=0 
S    
UK  Exclude employees Exclude self-employed 

 
 
2.1.4. Results for the self-employed 

Table 1. Own-account workers (without employees) by duration of their business, control over working times and methods, 
dependence and discontinuity of their business (%), 2001 [preliminary data] 

  DK D E F IRL I L NL A P FIN UK CH 

all own account workers             
Subordinate 29  12 14  10 2  25 7 16 63  



for 1 customer  11  23 14 31 18 29 32 29 67 34 12  

discontinuity of business 4  26 37 7 5 82 62 1 10 2   

total (x 1000)  106 1739 1900 1349 107 2332 4 450 193 941 198 2.311 265 

< 1 year               

Subordinate  25  14 10  18    20 25 64  

for 1 customer  .  25 21 31 28 . 34  46 27 21  

discontinuity of business   26 43 16 11 . 65  17 .   

Total  11 192 140 116 11 165 . 49  57 13 286 5 

1-2 years               

Subordinate  33  16 14  12 .  . 15 22 62  

for 1 customer  .  23 11 30 21 . 22 . 51 27 18  

discontinuity of business .  25 38 . 7 . 76  17 .   

Total  9 221 173 127 10 212 1 58 2 74 18 268 24 

≥ 3 years               

Subordinate  29  11 14  10 2  26 5 14 62  

for 1 customer  12  23 14 31 17 27 33 29 70 36 10  

discontinuity of business 5  26 37 6 4 82 59 1 9 2   

Total  85 1326 1588 1106 85 1955 3 343 191 810 167 1.757 236 

 
Self-employed (with employees) by duration of their business, dependence and discontinuity of their business  (%), 2001 
[preliminary data] 

  DK D E F IRL I L NL A P FIN UK CH 

all employers              
subordinate 31  10 11  10 .  23 17 22 53  

for 1 customer  7  17 24 34 19 28 34 28 50 23 4  

discontinuity of business .  17 30 6 4 68 63 1 7 .   

total (x 1000)  109 1799 807 992 61 2537 8 285 163 306 94 810 304 

< 1 year               

subordinate  59  6 7  20 0    . . 58  

for 1 customer  .  22 33 . 36 . 41   45 . .  

discontinuity of business   26 29 . 10 . 77   . .   

total  3 90 32 56 4 142 . 10  15 5 43 18 

1-2 years               

subordinate  .  7 15  16   . 19 30 54  

for 1 customer  .  18 31 . 25 . 17 . 53 29 .  

discontinuity of business   19 27 . 4 . 88  . .   

total  9 145 62 79 4 183 1 13 2 26 8 55 39 

≥ 3 years               

subordinate  31  11 11  9 .  23 17 21 53  

for 1 customer  6  17 23 34 17 28 35 28 50 22 4  

discontinuity of business .  16 31 6 3 70 61 1 7 .   

total  97 1563 713 857 53 2212 7 262 161 265 82 712 248 

 

2.1.5. Conclusions of the task force (2) concerning the measurement of these three 
variables 

The questions would need to be tailored to the self-employed and to the employees. Answers 
may be evident ("employees have no control over their work methods and working times") or 
not anticipated ("farmers usually sell their products to a single buyer"). The three variables 
seem relevant for the self-employed only. A distinction of the nominal self-employed 

                                                 

2 A task force (D, F, IRL, I, FIN and UK) on 27-28 June to evaluate the 2001 ad hoc module  



(freelancers, contractors, persons supplying their labour only without any investment or 
capital goods…) is useful considering their relative insecurity.  
 
The third variable on the discontinuity of the business when a product or services are provided 
is difficult to observe because on the one hand, the name of the business continues to exist but 
on the other hand, the worker may have to wait for the next client or contract. A more relevant 
question should be considered (perhaps in terms of "having to wait for a new contract before 
being employed again"). 
 
The first variable about the control over work methods and working times should identify 
both aspects separately in addition to the control over both because many shopkeepers have no 
control over their opening hours.   
 
2.2. Overtime (C212_215) 

2.2.1. Definition 

Overtime includes all hours worked, paid or unpaid, in excess of normal hours, which are the 
number of hours fixed in each country by or in pursuance of laws, regulations, collective 
agreements… or where not so fixed, the number of hours in excess of which any time worked 
is remunerated at overtime rates or forms an exception to the recognised rules or custom of 
the establishment or of the process concerned (Reduction of hours of work recommendation 
(n° 116), ILO, 1962).  

Overtime may be paid (at a premium rate) or not. Because overtime refers to additional hours; 
hours which are compensated at long term in hours or days off are excluded (according to the 
explanatory notes for the regular variable C53_54), for example, in the case of working time 
banking or working time reduction when the number of usual weekly working hours is above 
the number of hours according to the contract but these additional hours are compensated in 
extra days off. 

2.2.2. Data collection and national interpretations 

 Total overtime Paid overtime Unpaid overtime 
B  88a 88b 
DK Normal hours > agreed hours due to overtime or 

Actual hours > normal hours due to overtime 
For n overtime hours, 
persons will receive payment 
at premium or normal rate 

 

D 47a [in addition to contractual or normal hours in 
this sector] 

47b  

E M5 M7  
F D1 [in addition to usual hours, is considered as 

less restrictive than overtime, usually paid at 
premium rate]  

D1  

IRL Only if: number of hours actually worked = 
number of hours usually worked, else: difference 
hours actually worked > usually 

  

I Q25j Q25m  
L N4 N5  
NL Overtime hours Paid overtime hours  
A B31 [including weekly hours in addition to 

normal hours in the framework of working time 
reduction, although compensated later in time off] 

B32  



P D4  [in addition to normal hours] D5  
FI
N 

P8 P8  

S AT4 AT5  
UK Q165 Q166  
Note: simple question number: no particular feature for this question, a straightforward operationalisation 

 
2.2.3. Results 

• Overtime varies between 3% in E and 30% in UK (table 5, § 2.4.3) 

 
Table 2. Overtime as a main reason for more hours actually worked as a % of total overtime [preliminary 
data] 
 B DK D E F IRL I L NL A P FIN S UK NO 
                

 12 52 62 47 9 44 98 87 78 16 30 65 58 13 5 

 

• Overtime as a reason why the number of hours actually worked exceeds the number of 
hours usually worked (the number of hours in the reference weeks is a net result of plus 
and minus hours) is an underestimate of the actual overtime (varying between 15% in B, A, 
and UK to almost equal estimates in I). 

• The average weekly number of paid overtime hours according to the 2001 LFS is larger 
than on the basis of the structure of earnings survey except in Ireland and Austria (3). 

Table 3. Average weekly  number of paid overtime hours of full-time employees for  C - K   NACE Sections [preliminary 
data] 
Survey B DK  D (*) E F IRL I L NL  A P FIN S UK  NO CH 
Full-time employees who performed paid overtime            
Labour force survey '01 9,2 9,8 8,3 7,5 5,5 5,3 5,6 8,7 8,4 4,6 9,0 8,3 6,8 8,9 5,4 6,9 
Structure of earnings 
survey '95 

3,0 1,8 4,5 3,8 1,3 7,5 3,9 3,8 4,5 5,0 4,8 2,2 3,0 8,4  -  - 

                 
All full-time employees                 
Labour force survey '01 0,5 0,7  - (**) 0,2 0,3  - (**) 0,3 0,4 1,2 0,6 0,4 0,9 0,8 3,3 0,0 2,0 
Structure of earnings 
survey '95 

0,3 0,4 1,3 0,4 0,4 2,7 1,6 0,9 0,8 2,0 0,5 0,7 1,0 2,8  -  - 

(*) LFS data for Germany  and  SES'95 data for Federal Republic of Germany        
(**) "00" value does not occur in the data files 
  

• The average number of weekly paid overtime hours is highest in several countries in the 
transport and communication sector according to the 2001 LFS (10 hours and more in B, 
D, NL, P, UK and Norway). It is a similar result as the '95 structure of earnings survey 
(although the level is different) although in Italy and the Netherlands, the highest average 
number of paid overtime hours according to the structure of earnings survey occurred in 
other business activities. 

 
Table 4. Average weekly number of paid overtime hours of full-time employees (who performed paid overtime hours) by NACE sections 

 B DK D (*) E F IRL I L NL A P FIN S UK NO  CH 
Labour force survey '01                 
Mining and quarrying (C)  . . 7,5 . . . . . . . . . . 12,5  10,8 

                                                 

3 considering several caveats: six years between the two surveys and the limitation of the structure of earnings 
survey to enterprises with at least 10 employees 



Manufacturing (D) 7,8 10,4 7,9 7,2 4,8 5,6 5,5 . 7,9 4,4 7,9 8,9 6,8 8,8  6,5 
Energy supply (E) 8,2 . 6,9 . 4,2 . 5,4  . 3,8 . . . 10,0  4,4 
Construction (F) 7,1 8,7 8,3 7,4 4,5 5,4 5,7 7,7 7,7 5,0 8,3 10,6 8,0 9,8 3,6 5,9 
Trade (G)  5,7 7,9 8,2 6,8 5,8 5,1 5,2 8,4 7,3 3,7 10,5 6,1 7,5 7,1 3,0 6,7 
Hotels and restaurants (H) 11,0 10,1 9,7 10,1 5,5 . 7,4 . 9,3 3,2 . 7,7 . 8,1  10,3 
Transport, communication (I) 13,7 8,9 10,3 7,6 7,1 5,6 5,8 9,2 11,7 6,5 10,9 9,0 6,2 10,7 10,4 7,5 
Financial intermediation (J) 6,0 5,4 6,7 . 5,1 . 5,2 8,9 7,2 4,7 . 5,4 . 6,1  6,8 
Other business activities (K) 10,6 12,3 8,7 7,9 6,3 5,0 6,6 9,4 . 4,2 . 7,1 7,2 8,9 3,0 8,1 

                 
 Industry and non-market 
services 

9,2 9,8 8,3 7,5 5,5 5,3 5,6 8,7 8,4 4,6 9,0 8,3 6,8 8,9 5,4 6,9 

                 
Structure of Earnings Survey '95                
Mining and quarrying (C)  2,3 2,9 5,0 3,2 2,1 : 4,4 : : 7,4 5,6 2,0 3,4 13,2  -  - 
Manufacturing (D) 2,7 1,7 4,5 3,9 1,2 8,7 4,1 3,5 3,9 4,2 4,7 2,1 3,0 9,0  -  - 
Energy supply (E) 2,0 1,4 2,9 3,1 1,0 : 3,7 : 5,2 4,5 4,9 1,6 3,5 6,9  -  - 
Construction (F) 3,5 2,8 4,2 3,9 1,3 : 4,0 4,5 4,4 5,1 4,0 1,8 3,4 11,0  -  - 
Trade (G)  2,0 1,8 5,2 2,8 1,4 6,3 3,5 3,0 4,3 4,5 3,7 2,6 2,5 6,4  -  - 
Hotels and restaurants (H) 2,4 1,1 : 3,0 1,0 6,6 3,0 1,8 : 5,7 2,8 2,2 2,1 7,0  -  - 
Transport, communication (I) 4,1 1,9 : 3,7 2,4 : 3,9 4,6 5,5 7,2 6,3 2,8 3,1 10,8  -  - 
Financial intermediation (J) 2,0 1,4 4,9 3,0 0,9 3,0 2,5 3,2 2,5 2,6 3,2 1,9 2,9 3,1  -  - 
Other business activities (K) 3,5 2,4 : 5,1 1,3 : 4,8 3,2 6,4 4,6 5,3 2,7 3,3 8,0  -  - 

                 
 Industry and non-market 
services 

3,0 1,8 4,5 3,8 1,3 7,5 3,9 3,8 4,5 5,0 4,8 2,2 3,0 8,4  -  - 

(*) LFS data for Germany  and  SES'95 data for Federal Republic of Germany          

 

2.2.4. Conclusions of the task force concerning the measurement of overtime 

An accurate measurement of the number of hours of overtime depends on an appropriate 
question design. Examples are the questionnaires in the UK with a first question (157 "do you 
ever do any work which you would regard as paid or unpaid overtime") before any other 
questions on weekly hours worked or in FIN with a final question to verify the frequency of 
overtime (daily, weekly … or less often than once a month?). 

Individual replies on the total number of overtime hours may be difficult because unpaid 
overtime is difficult to identify. However, this is a general problem and it concerns the 
distinction of hours actually worked [Hours actually worked cover all periods when a worker 
is available to receive orders from her/his employer and when the tasks and duties of the job 
are performed.] 

2.3. Shift work (C204, C216) 

2.3.1. Definition 

A person is doing shift work when her/his work consists of a work organisation where 
different groups of workers succeed each other according to a certain rotation pattern (

4) at the 
same work site to perform the same operations (Council directive 93/104/EC concerning 
certain aspects of the organisation of working time). At the start of the shift work, work of the 
previous shift is taken over and at the end of the shift, work is handed over to the next shift. 
Shift work allows the enterprise to be operational or provide services beyond the normal 

                                                 

4 The task force proposed to add this condition; consequently, fixed assignments to a shift are excluded from shift 
work because the reason to identify shift work is to identify the specific problem related to the rotation of the 
working hours. The complementary problem of work during non-core hours (outside day-time hours during 
weekdays) is assessed through the variables on work during weekends, in the evening and at night. 



working hours from 8 am to 6 pm on weekdays. The variable identifies the working time 
pattern of the individual employed person, the work organisation in shift work - independently 
from the individual respondent - is not a sufficient condition to select the category of shift 
work in this variable. 

This definition replaces the '92 definition. According to the '92 definition, shift work means 
that the times at which a person worked varied significantly more than once in the past four 
weeks. The definition for the ad hoc module adds the condition of a succession of groups, 
teams or crews of workers.  

2.3.2. Shift work rotation patterns 

The shifts may vary from a two-shift system to a three or four shift system (with a night shift) 
for continuous production or a weekend shift in addition to the work on weekdays. A two-
shift system may consist of a clearly separate day and night shift or a double day shift without 
interruption between the two shifts. These two-shift systems are not covering the full 24 hours 
and may occur all days of the week or the weekdays only. An employed person may be 
working according to a rotating or alternating pattern but (s)he may also be assigned to a fixed 
shift. According to the definition in the 2001 ad hoc module, a person could be assigned to a 
fixed shift. However, this type of shift work will be deleted from the list of shift work patterns 
for the revised definition to be applied in the regular labour force survey and the new ad hoc 
module. The 2001 and '04 data could be compared by excluding the assignment to a fixed 
shift (C216=5; varying between 2-3% in D, F, A and FIN and 50% in P, table 5). 

2.3.3. National specification of the data collection  

Questions on shift work and (5) shift work patterns 
  Continuous 

shift work 
Semi-
continuous 
shift work 

Double day 
shift (morning/ 
afternoon) 

Day/ night Fixed assignment 

 Filter question 
on shift work 

7 days, 24 
hours 

5 days, 24 
hours 

   

B Q94. Shift 
work? 

missing missing missing missing Shift work, always 
at the same time 

DK Q30. Shift/ 
variable 
working 
hours? 

√ √ √ √ √ 

D S55. Shift 
work? 

Early/late/ni
ght & 
Saturday/sun
day 

Early/late/ni
ght & but no 
Saturday/Su
nday 

Early/late Day/night √ 

E D25. Shift 
work? 

√ √ √ √ √ 

F A16a, c. 
Working same 
days and 
variable 
hours? 

√ √ 2 shifts but no 
night shift 

2 shifts of 
which a 
night shift 

Cyclical work 
pattern 

IRL Significantly 
variable 
working 
times? 

√ √ √ √ √ 

I Q25f. Shift √ √ √ √ Missing 



work? 
L N7. Shift 

work? 
√ √ √ √ √ 

NL Shift work? > 2 shifts & 
Saturday/ 
Sunday 

> 2 shifts & 
Saturday/ 
Sunday 

2 shifts but no 
night shift 

2 shifts of 
which a 
night shift 

√ 

A B33. Shift 
work? 

√ √ √ 
[excluding 
separate 
morning/late 
afternoon] 

√ √ 

P Q51. Shift 
work? 

√ √ √ √ √ 

FIN P12. Shift 
work? 

√ √ √ √ √ 

S F8. Shift 
work? 

√ √ √ √ √ 

UK Q174. Shift 
work? 

Continental 
shift 

√ √ √ √ 

 

2.3.4. Measurement problems 

Other types of shift work are mentioned by more than 20% of employees doing shift work in 
E, A, S and NO. Item non-response is high in B, D and IRL (more than 40%). 
 
2.3.5. Results 

• Shift work can be performed during core hours (5) (1 - 22%) or outside core hours (11 - 
62% of all employees) 

 
Table 5. Shift work patterns (%)   [preliminary data]            
  B DK D E F IRL I L NL A P FIN S UK NO CH 

continuous shift work (4-shift) 4,4 22,0 3,9 20,8 9,0 6,5 20,5 45,7 52,0 16,2 27,5 25,8 15,1 8,2 6,4 23,9 

semi-continuous shift work (3-
shift) 

12,2 21,3 0,5 7,8 21,8 10,1 22,5 6,0 3,5 7,1 4,2 6,7 4,2 8,3 2,1 17,4 

double day shift 14,7 30,5 17,2 12,3 19,6 13,9 37,1 12,5 18,5 9,0 4,7 45,9 24,8 28,6 10,7 22,3 

Night/day shift  6,2 0,4 0,7 26,8 13,5 2,6 6,0 6,6 10,1 4,7 5,4 6,3 12,2 1,4 15,1 

fixed shift 10,5 20,1 3,5 34,6 2,5 4,0  10,3 11,9 3,5 53,8 2,3 7,3 18,1 3,8 8,8 

other shift 0,6  1,1 23,7 20,4 10,2 9,3 12,0  29,3 5,1 13,7 30,2 20,9 47,4 12,5 

no answer 57,6  73,3 0,1  41,9 8,1 8,2 7,5 24,9  0,2 12,2 3,7 28,2  

total shift work (x 1000) 772 248 4835 2005 1383 230 3238 18 570 634 613 500 783 4388 475 359 

 
2.4. Working time arrangements (C217, C218, C219) 

2.4.1. Definitions 

Staggered working hours (≠ fixed start/end of the working day): workers may start earlier and 
finish later outside a range of hours when presence is compulsory but the hours outside this 
range are not passed to a time accounts system. 
                                                 

5 core hours = day-time hours during weekdays, non-core hours = to work sometime or usually in the evening, at 
night or during the weekend 



Working time banking (≠ fixed start/end of the working day): a system of accumulation and 
settlement of debit and credit hours around the standard number of weekly or monthly 
working hours. Over a longer period, the average number of working hours is equal to the 
number of contractually agreed working hours.  

Annualised hours contract: only the annual number of hours, for example 1600 hours, is 
specified but the distribution of the weekly number of hours worked varies throughout the 
year. This number of weekly working hours is determined usually by the employer dependent 
on production or service needs. The number of hours actually worked in a week or month may 
exceed the normal number of hours worked in that sector or occupation but, these additional 
working hours are compensated in other weeks instead of being paid at an overtime rate. 

Working times by mutual agreement: the start and end of the working day usually vary daily 
or weekly and they are individually agreed with the employer.  

On-call work (or “zero hours” contract): on-call work is an open-ended contract without a 
guarantee for a fixed number of hours, workers are called into work and report to work at a 
short notice only when needed. The employer has no obligation to provide work. [In some 
cases a minimum number of hours may be agreed between the employer and the worker.] On-
call workers can be scheduled to work for several days or weeks in a row but they do not have 
a regular schedule. This situation is different from stand-by hours when the person “on duty” 
is waiting for an emergency call. 

2.4.2. Measurement and national interpretation 

Measurement and national interpretation of working time arrangements 
 Working time 

banking 
Annualised hours On-call work min-max hours  By mutual agreement 

B Q89. Which 
working time 
arrangements? 

Q89=2 Work only when 
called and no 
guarantee for 
minimum number 
of hours 

Work only when 
called with a 
guarantee for 
minimum number of 
hours 

Working times by 
mutual agreement 

DK Q19, Q31. 
Flexitime? 

Q19=4 
Comment: not 
distinct from 
fixed start/end of 
working day 

√ Minimum number of 
hours guaranteed but 
overtime is not at 
premium rate 

Working times by 
mutual agreement 

D Q49. "Arbeits-
zeitkonten oder 
gleitende 
Arbeitszeit"? 

Q49b=2 missing missing Working times are 
individually agreed 
with employer  

GR      
E M9. Working 

time banking? 
M8. Variable 
number of 
weekly working 
hours determined 
by the employer 
up to an annual 
limit 

√ Work only when 
called with a 
guarantee for 
minimum number of 
hours 

Working times are 
individually agreed 
with employer  

F "horaires à la 
carte" 

F5. Annualised 
hours? 

"contrat de 
travail sur appel" 

√ Directly agreed with 
employer 

IRL Only if: number 
of hours actually 

√ Work only when 
called and no 

Guaranteed 
minimum number of 

Directly agreed with 
employer 



worked ≠ usually 
worked due to 
variable hours 

guarantee for 
minimum number 
of hours 
Comment: 
abstract question 

hours? 
Comment: 
problematic question 

I Fixed number of 
hours with 
accumulation/ded
uction? 

Only set annual 
number of hours, 
variable daily and 
weekly hours  

- - Directly agreed with 
employer 

L Working time 
banking? 

Annualised 
hours? 

"contrat de 
travail sur appel" 

Minimum number of 
hours guaranteed but 
overtime is not at 
premium rate 

Directly agreed with 
employer 

NL Variable start/end 
of the working 
day [but no 
explicit 
mentioning of 
working time 
accounts ]  

Fixed number of 
hours but 
working times 
dependent on 
amount of work 
to be done 

√ Minimum number of 
hours guaranteed 

Working times are 
fixed in agreement 
with superior 

A B37. "Arbeits-
zeitkonten oder 
gleitende 
Arbeitszeit"? 

Contractual 
annual working 
hours 

[exceptional, 
without a legal 
basis!] 

Minimum number of 
hours guaranteed but 
overtime is not at 
premium rate 

Working times are 
individually agreed 
with employer  

P Flexible hours Fixed number of 
hours per 
week/month/ 
year, working 
times determined 
by employer 

√ Minimum number of 
hours guaranteed but 
overtime is not at 
premium rate (≈ 
part-time without 
paid overtime) 

Working times are 
individually agreed 
with employer  

FIN Flexible working 
time 

Period work, 
balanced over 
several up to 52 
weeks 
Comment: to 
distinguish WTB 
from other 
WTARR with a 
wider variation as 
well as over a 
longer period 

No fixed number 
of hours agreed 

Minimum number of 
hours guaranteed but 
overtime is not at 
premium rate 

Individual 
arrangements about 
working time 

S flextid Fixed number of 
hours per 
week/month/ 
Year 

Missing Additional hours are 
not considered as 
overtime? 

 

UK Flexitime Annualised hours Zero hours Missing Mutually agreed 
start/end 

  

2.4.3. Results 

Table 6. Employees by working time arrangements during core/non-core hours, 2001  [preliminary data]  
 B DK D E F IRL I L NL A P FIN S UK NO CH 

Total employees (x 
1000) 

3.424 2.476 32.461 11.696 20.789 1.406 15.411 172 7.024 3.196 3.625 2.091 3.894 24.701 2.102 3.262 

                 
of which:                 
- fixed start/end 67,9 75,3 39,9 86,0 3,9 . 72,5 81,7 67,1 67,6 86,3 47,1 45,9 6,1 39,8 60,6 
- shift work 22,6 10,0 14,9 17,1 6,7 16,4 21,0 10,7 8,1 19,8 16,9 23,9 20,1 17,8 22,6 11,0 



- working time 
banking, hours off 

3,5 4,4 4,4 4,9 2,9 . 3,1 0,9 5,8 3,4 1,2 13,6 5,1 2,0 2,7  

- working time 
banking, days off 

7,5 18,9 18,4 0,3 4,8 . 4,7 6,5 8,6 10,5 0,6 7,9 18,1 7,3 19,1  

- overtime 13,5 8,5 11,3 3,0 16,0 3,7 5,3 5,4 28,1 26,5 7,6 11,6 13,3 30,2 9,8 38,6 
- annualised hours 10,0 0,4 3,1 1,3  . 6,0 0,3 8,6 1,2 5,1 5,1 8,9 4,3 9,1 4,8 
- on-call (*) 2,7 3,3  7,8 1,4 55,7  . 4,7 4,1 0,7 5,8 3,4 8,0 . 4,9 
- by mutual 
agreement 

8,6 0,0 8,0 2,6 21,4 . 6,0 2,8 3,8 3,1 2,6 5,2 4,7 0,2  2,3 

                 
Employees working 
core hours  (x 1000) 

3.150 1.689 32.461 7.864 15.326 1.103 10.208 142 4.411 2.260 2.876 1.417 2.878 15.124 1.536 2.413 

(%) 92,0 68,2 100,0 67,2 73,7 78,4 66,2 82,6 62,8 70,7 79,3 67,8 73,9 61,2 73,1 74,0 
of which:                 
- fixed start/end 67,9 71,5  87,4 4,4 . 71,9 81,8 67,9 68,5 88,9 40,1 41,5 7,4 37,3 55,4 
- shift work 22,0 3,8  10,7 5,2 9,6 14,4 8,8 0,8 9,3 11,7 5,9 6,4 4,0 11,3 6,9 
- working time 
banking, hours off 

3,5 4,7  4,4 3,6 . 3,4 0,9 7,2 3,5 1,3 17,9 5,9 2,2 2,6  

- working time 
banking, days off 

7,8 22,5  0,2 6,1 . 5,0 6,9 11,6 11,6 0,6 10,7 22,2 9,3 22,2  

- overtime 13,3 7,3  2,2 16,5 3,1 5,6 5,3 27,8 25,3 6,6 11,0 14,6 28,4 9,8 39,2 
- annualised hours 9,9 0,4  0,9  . 6,1 0,4 6,4 1,0 3,6 3,5 8,1 3,6 10,7 5,9 
- on-call (*) 2,7 2,7  7,3 1,3 56,0  . 2,5 4,0 0,6 4,4 2,9 5,5 . 4,1 
- by mutual 
agreement 

8,3 0,0  2,1 21,4 . 5,6 2,7 2,1 2,5 1,9 5,1 4,5 0,1  2,2 

                 
Employees working 
non-core hours  (x 
1000) 

274 787  3.832 5.463 304 5.203 30 2.613 935 749 674 1.016 9.578 565 849 

(%) 8,0 31,8  32,8 26,3 21,6 33,8 17,4 37,2 29,3 20,7 32,2 26,1 38,8 26,9 26,0 
of which:                 
- fixed start/end 67,3 83,2  83,0 2,4 . 73,6 81,4 65,8 65,5 76,3 61,7 58,2 4,1 46,7 75,4 
- shift work 28,9 23,4  30,4 10,8 41,0 33,9 19,7 20,4 45,2 37,1 61,9 59,1 39,5 53,1 22,5 
- working time 
banking, hours off 

2,7 3,9  5,9 1,0 . 2,5 . 3,4 3,4 . 4,4 2,5 1,5 3,1  

- working time 
banking, days off 

3,4 11,1  0,5 1,3 . 4,0 4,7 3,4 8,0 . 2,1 6,5 4,0 10,8  

- overtime 16,1 11,1  4,8 14,7 5,6 4,7 5,8 28,6 29,5 11,2 12,8 9,4 33,0 10,0 36,6 
- annualised hours 11,4 0,4  2,2  . 5,9  12,3 1,7 10,6 8,4 11,1 5,5 4,8 1,8 
- on-call (*) 2,7 4,5  8,9 1,5 54,7  . 8,3 4,3 . 8,9 4,8 11,9 . 7,3 
- by mutual 
agreement 

11,1 0,0  3,8 21,3 . 6,7 3,1 6,8 4,4 5,1 5,4 5,1 0,4  2,7 

(*) B, IRL, P and S: only if C219=2. When C219=1,2 on-call work would vary between 30 - 80% 
 
• Working time banking is varying between 5% or less in Spain and Portugal and more than 

20% in Denmark, Germany, Finland, Sweden and Norway 
• Annualised hours contracts are relatively frequent in Belgium, Netherlands, Sweden and 

Norway (8-10%) but relatively rare in Denmark, Spain and Austria 
• On-call work is varying between 1% in France and Portugal to 8% in Spain and the United 

Kingdom 
• On-call workers are working relatively more frequently outside core hours than during 

core hours (except in Belgium and Ireland), overtime is also performed relatively more 
frequently outside core hours than during core hours (except in France, Italy and Sweden) 

 
 
2.4.4. Conclusions of the task force concerning the measurement of daily and weekly 

working time arrangements 

The two dimensions in the variable on working time arrangements, the daily variability and 
the variability over a longer time period must be separated. Consequently, the annualised 
hours contract will be a separate variable. The category of mutually agreed working times will 
be considered as a residual category when the other categories do not apply - in general 



working times are always mutually agreed. A category on staggered working hours will be 
added; staggered working hours allow the worker to start earlier and finish later outside a 
range of hours when presence is compulsory. 

The classification of part-timers is difficult when their working times change from week to 
week but the start and the end of their working days is fixed within one week. 

On-call work (1 - 8% in most Member states) is a relevant working time arrangement to be 
identified because of the contingent characteristic of the labour supply but the particular forms 
of on-call work, for example, a min-max contract - where a minimum number of hours is 
guaranteed - do not have to be distinguished.  

2.5. (In)voluntary shift work and working time arrangements (C220, C221) 

2.5.1. Specifications 

New forms of relationships with an enterprise or flexibility in working time may be more 
convenient than a full-time job with a fixed time schedule throughout the year when the 
employed person can reconcile work with other activities, e.g., family care, study or leisure. It 
does not imply that new forms of the organization of work emerge at the explicit and co-
ordinated initiative of the employees, but they may be their voluntary instead of forced choice 
when it is the only type of job available on the labour market (personal versus economic 
reasons). Reasons for the voluntary choice of a flexible working time arrangement or shift 
work may be better pay than with an ordinary pattern, to take care of children or other family 
members or because of a study. 

2.5.2. Results 

Table 7. Employees on shift work, with annualised hours, on-call work and working time banking for personal reasons (%) by sex, 
2001 [preliminary data] 

 B DK D E F IRL I L NL A P FIN S UK NO CH 
shift work:                 
for personal reasons (%) 50,1 56,9 25,7 48,4 29,6 23,7 27,8 23,3 63,8 20,7 12,0 32,5 32,5 13,6 54,6 78,1 
Men 489 132 3.004 1.260 887 135 2.077 13 378 385 347 233 321 2.629 210 195 
for personal reasons (%) 40,6 60,0 24,8 52,1 20,5 23,9 26,2 21,6 72,9 18,5 14,1 35,8 32,7 25,0 55,0 75,5 
Women 283 117 1.831 745 496 96 1.161 5 192 249 266 267 462 1.758 265 164 
for personal reasons (%) 46,6 58,4 25,3 49,8 26,3 23,8 27,2 22,9 66,9 19,8 12,9 34,2 32,6 18,2 54,8 76,9 
Total 772 248 4.835 2.005 1.383 230 3.238 18 570 634 613 500 783 4.388 475 359 

                 
Annualised hours:                 
for personal reasons (%) 83,0 75,2 6,2 36,6  . 78,0 . 91,2 29,9 5,8 72,7 37,3 33,6 99,4 93,7 
Men 220 6 578 95  . 627 . 425 23 108 53 158 587 109 108 
for personal reasons (%) 82,3 98,4 5,0 37,0  . 75,4 . 93,0 47,8 13,1 68,8 36,2 40,6 98,9 83,6 
women 122 3 433 59  . 305 . 181 15 75 54 189 483 82 49 
for personal reasons (%) 82,7 83,8 5,7 36,8  . 77,2 . 91,7 36,9 8,8 70,7 36,7 36,7 99,2 90,5 
total 342 9 1.011 154  . 931 . 606 38 183 107 347 1.070 191 157 

                 
on-call work:                 
for personal reasons (%) 29,2 67,2  63,9 30,2 19,2  . 92,4 35,1 6,2 70,5 16,6 7,3  84,8 
men 1.014 38  540 135 636  . 124 78 608 39 578 892 . 55 
for personal reasons (%) 24,5 65,1  60,7 27,2 20,3  . 87,6 33,9 7,2 64,8 17,9 13,8  86,2 
women 722 43  375 156 544  . 204 53 503 83 704 1.087 . 106 
for personal reasons (%) 27,2 66,1  62,6 28,6 19,7  . 89,4 34,6 6,7 66,6 17,3 10,9  85,7 
total 1.736 81  914 291 1.180  . 327 130 1.111 122 1.282 1.979 . 161 

                 
working time banking:                 
for personal reasons (%) 96,8 16,2  58,0 0,6 . 75,3 59,5 97,2 27,8 47,9 99,8 30,9 8,4  88,0 
Men 211 323  399 952 . 729 8 659 256 35 223 471 1046 249 513 
for personal reasons (%) 96,0 13,9  52,6 0,5 . 79,6 71,2 94,6 29,1 54,3 99,6 31,8 18,9  87,0 
Women 163 261  204 957 . 471 5 394 190 30 238 440 1240 212 302 



for personal reasons (%) 96,5 15,2  56,2 0,5 . 77,0 64,0 96,2 28,3 50,9 99,7 31,3 14,1  87,6 
Total 374 584  603 1909 . 1200 13 1053 446 65 461 911 2286 462 815 

 
• Jobs with annualised hours or working time banking were mentioned (relatively) most 

frequently as the kind of job and working time arrangement for which people were looking 
for except in Germany, Spain and Portugal. When there is a gender differential in the 
relative frequency of personal reasons in the case of annualised hours, women mentioned 
that they were more frequently looking for this working time arrangement than men - 
except in Finland and Switzerland. Because working time banking is a flexible working 
time arrangement, an employee will obviously prefer this job than a job without working 
time banking. Therefore, the characteristic whether a job with working time banking was 
the kind of job for which a person was looking for seems hardly relevant. 

• Shift work and on-call work are both irregular working-time arrangements. They are 
mentioned less often as the type of job and working time arrangement for which people 
were looking for. 

 
2.5.3. Conclusions of the task force concerning the measurement of (in)voluntary shift 

work and working time arrangements 

The reference period of the variable on the (in)voluntary characteristic of the working time 
arrangement is the moment of the start in the job with the particular working time 
arrangement. This past reference period causes two problems: 
- the past constraints may not be relevant for the current labour market or individual 

situation (particularly in the case of a long job tenure), 
- the working time arrangement is not the main factor to start a job, the main consideration 

is the occupation, the working time arrangements are secondary. A person may start to 
work because it fits with her/his occupational skills and experience and therefore accepts 
the working time arrangements. 

The (in)voluntary character of the working time arrangements should refer to the current 
situation. Furthermore, the variable (as much as possible) should refer to a factual situation 
excluding the measurement of satisfaction and it should not present a hypothetical situation 
("would you take another job (when it would be available) without this working time 
arrangement"). The most appropriate variable would determine whether the working time 
arrangements do fit in with the personal life situation. This variable would only concern the 
cases of shift work, on-call work and work outside core hours (in addition to the case of shift 
work).  

Questions on (in)voluntary shift work and working time arrangements 
 Voluntary Involuntary Question number 
B Shift work, working time 

arrangements correspond with 
personal choice 

Could not find a similar job without 
shift work, with a fixed number of 
hours (Q95, Q93) 

Q95, Q93 

DK Did you look for a job with this 
arrangement or could you not find a 
similar job with other arrangements? 

Are you doing shift work/do you have 
variable working time because you 
wanted it yourself or could you not 
get anything else? 

Q15e/Q19c, Q30d 

D Does shift work… because person 
wanted a job with shift work 

… did not want a job with shift work 
but a similar job without shift work 
was not available 

Q56 

E Personal decision, was the kind  of 
job persons was looking for 

Could not find another job M12, M13 



F Have you chosen to do shift work/this 
working time arrangement? Yes? 

… No? A16j, H3 

IRL Because that is the type of 
job/arrangement you prefer? 

Because there was no similar job 
available without doing it? 

 

I Did you choose to do shift work/was 
this the kind of flexibility you 
wanted? Yes? 

Impossible to find a similar job 
without shift work/ with a different 
arrangement 

Q25e, Q25h 

L Personal preference No other arrangement/similar job with 
normal working times available 

N11, N12 

NL Are you satisfied with your working 
time arrangements? Yes?  
Would you prefer to do the same kind 
of work without shift work? No?  

No? 
 
Yes? 

 

A Because was looking for this kind of 
job… 

… or for another reason? Q35, Q41 

P For personal reasons No alternative available D9, D10 
FIN Where you specifically looking for 

shift work? Did you start with your 
present working time arrangement of 
your own free will? Yes? 

No, a similar job was not available 
without shift work/ with other 
arrangements 

AK6, AK16 [if C217=3 
⇒ C221=1] 

S On personal initiative Could not find a similar job with other 
working time arrangements 

 

UK Were you specifically looking for a 
job with this working time 
pattern/shift work? Yes?  
Was there similar work available 
without… shift work? Yes 

No? Q182, Q192 

 


