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Executive Summary

Gender differences in paid and unpaid time at work are an important aspect of gender
inequality. Women tend to spend more time on unpaid household and family care work,
and men spend more time in paid work. This unequal distribution of time creates

barriers to women’s advancement at work and reduces women’s economic security.

Technological innovation through machine learning, robotics, and artificial intelligence
is likely to automate many tasks and jobs, thus improving productivity, freeing time, and
allowing fewer workers to do more. Technological innovation presents an opportunity
to rethink the distribution of time spent on paid and unpaid work, tackle the inequality
in the division of domestic and care work between women and men, and provide time

for upskilling and lifelong learning needed to benefit from future opportunities.

This first section of this report presents analysis on why work hours matter to gender
equality, and what role time-related policies may play in reducing gender inequality, and
more generally, social and economic inequality. The findings show women’s growing
contribution to paid work and highlight that, as women’s average hours at work have
increased, men’s have not declined. Inequality in paid and unpaid time has remained
particularly stark between mothers and fathers. The report then highlights the growing
inequality between those who work a lot and those who work intermittently, part-time,
or part-year. In addition, the analysis shows that this polarization in paid time at work is

increasingly exacerbating racial inequalities.

The second section of the report focuses on changes in the quality of time at work and
workforce policies around scheduling, location, and paid time off. The report notes how
a growing lack of schedule control and the absence of paid leave rights reinforce
economic and racial/ethnic inequalities and are particularly harmful to parents. The
report ends with recommendations to achieve a healthier and more equal distribution of

hours worked.

Based on analysis of the U.S. Current Population Survey, the report presents trends in
hours worked during the last forty years for workers ages 25 to 64, with the following

findings:
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Women's Hours Rose During the Last 40 Years, While Men's
Declined Marginally

e During the last 40 years, women’s average annual number of hours in paid work
increased substantially, while average hours worked by men during the same
period declined only marginally. In 2017, women’s average annual hours were
slightly below 40 per week (1,863 hours per year), while men’s were above
(2,110 hours per year).

e The increase in annual hours was particularly strong for women who work full-
time (at least 35 hours per week). On average, women full-time workers now
work five more weeks per year than they did in 1977, and men one more week.
As a sign of growing polarization of paid time at work, average weeks in paid
work for women who work less than full-time did not increase in the last two

decades, and decreased for men who work less than full-time.

Fathers Work More Hours than Other Men, Mothers Work Less
Hours than Other Women

e Since 1977, mothers increased the time spent in paid employment by more than
300 hours per year (an increase of 29 percent). Over the same period, the
average annual hours of fathers fell by just 8 hours (or 1 percent).

e Fathers work more hours on average than other men, and mothers work fewer
paid hours than other women, in each major racial and ethnic group. White
fathers spend the highest number of hours at work, and the gap in annual hours
between White mothers and fathers is the largest among all groups at 21
percent.

e Black mothers spend more time than other mothers in paid work, and have
done so throughout the last four decades, and before. In 1977, Black women
worked over 200 hours, around five weeks, more per year than White or
Hispanic mothers. By 2017, Black mothers were still on average working over
104 hours more than Hispanic mothers, 89 hours more than White mothers,
and 52 hours more than Asian mothers.

e Forty years ago, married mothers’ average working time per year was
approximately 20 percent lower than that of single mothers; by 2017, the
difference was no more than 3 percent. The same convergence in hours has not
happened among married and single fathers.

e The impact of marriage on the work hours of mothers varies starkly by race and

ethnicity. Among White and Asian women, average annual hours are lower for
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married than for single mothers; the reverse is true for Black mothers, and for

Hispanic women there is no appreciable difference.

Women Outnumber Men among Part-Time Workers and are
Almost as Likely as Men to Work Part-Time Involuntarily

The rate of part-time work varies over the life cycle, and is highest at the
beginning and at the end of the working life for both women and men. Women
part-time workers outnumber men at each stage of the life cycle, but the
differences are particularly high during early- and mid-career.

Almost nine in 10 of those who work part-time because of child care and other
family-related reasons are women. Part-time work is significantly more
common in low-wage occupations, such as cashiers, customer service
representatives, and nursing and personal care workers, where women are the
majority of the workforce and it is less common to have stable hours.

Part-time work is often of lower quality than full-time work, with lower pay and
few benefits. Providing part-time workers with lower benefits or pay than
comparable full-time workers is illegal in most other high-income economies.
Women are close to half of all involuntary part-time workers. The share of Black
and Hispanic women part-time workers (ages 25 years and older) who report
that they worked part-time involuntarily (22 and 21 percent, respectively) is
more than twice as high as for White women (10 percent), and nearly twice as

high as it is for Asian women (12 percent).

Increasing Overwork Creates Barriers to Women’s Advancement at
Work and Exacerbates Gender Inequality at Home

Nearly one in five women (18.2 percent) and nearly one in three men (31.8
percent) usually work more than 40 hours per week. For the majority of workers
in this category, this means working more than 50 hours per week.

The practice of overwork in many professional and managerial positions
reduces women'’s access to the highest paid jobs because of the imbalance in
family care responsibilities; likewise, overwork also makes it more difficult for
men to contribute equally to care and domestic work.

Research shows that working long hour days or weeks on a regular basis has
adverse health consequences, reduces productivity, increases workplace injuries,
and leads to lower job satisfaction.

Unlike many other countries, where hours of work are more regulated as part of

a concern with health and safety, the U.S Labor code offers few protections from
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overwork (with the potential exception for workers with disabilities under the
ADA).

Work Schedules Have Become Less Regular Regardless of the
Number of Hours Worked

During the last decade, the line between work and non-work time has become
increasingly blurred for full-time and part-time workers in both lower and
higher-paid occupations. A substantial number of women in low-wage jobs have
little control over the timing of their work.

While some parents may proactively seek employment during non-standard
hours as a means of organizing employment around child care needs, schedule
fluctuations still have adverse impacts on parents and children.

A growing number of U.S. workers work remotely thanks to advances in
communication technologies. While control over where and when they work is
a highly sought-after benefit, it often comes at a price—either due to work
overload or adverse career consequences for making use of flexible working
options.

Business case studies—such as the Gap study, where workers were provided

greater say over their schedules—show that using scheduling technology to allow

workers a say leads to higher revenues and improved productivity.

The Lack of Legal Rights to Paid Time Off is Exacerbating
Inequality and Reduces Women'’s Labor Force Participation

The lack of paid parental leave is one factor accounting for women’s lower labor
force participation rate in the United States compared with other high income
countries. Job protected paid maternity leave improves women’s labor market
participation, allows them to maintain and build their earnings, and improves
maternal and infant health.

Access to paid time off and the length of paid time off is highly unequal. Low-
wage workers are much less likely to have access to paid sick benefits, paid
vacation and holidays, and paid family leave than higher earning workers.

Hispanic workers are least likely to have access to paid sick time.

Policy Recommendations

Redistributing and reorganizing hours of work is one way of distributing productivity

gains from automation equitably, smoothing the potential disruptive impact of

technological displacement, and encouraging greater gender equality in paid and unpaid

work.

ix



Recommendations to improve equity in work hours include:

®  Guarantee paid family leave, paid sick days, and paid vacation. Investing in
paid leave policies that address life cycle needs for time off (for parenthood,
education, elder care and civic engagement) can potentially increase GDP by

increasing labor force participation rates, particularly for women.

e Improve access to quality part-time or reduced hours work. Legislation to
provide workers who work less than 35 hours with the right to equal treatment
in pay, promotions, and benefits, and to give employees options for reducing
their hours without having to change employment or their career, can improve

access to quality part-time work.

e Increase worker control over the scheduling of their time at work. New
scheduling technology makes it easier and less costly to prepare schedules and
allocate shifts in occupations with extensive operating hours. Fair scheduling
statutes passed in several jurisdictions offer examples of how to provide workers

with more stability in the time they work.

e Discourage extensive overwork and overtime. Providing workers with a right to
refuse mandatory overtime, and providing mandatory rest times between shifts,
will reduce scheduling conflict and improve health. Updating overtime earnings
thresholds, and ensuring that a larger number of women and men are covered
by overtime regulations, will reduce employer incentives to make long hours an

expected component of employment.

e Provide paid time for employees to upgrade their skills as technology changes.
Technological innovation is affecting the delivery of learning and increasing the
options for remote access to instruction. Yet, learning will continue to take time,
time outside of paid work that women often do not have because of their care
commitments. Paid time to upgrade skills and pursue lifelong learning can

reduce inequality in access to new employment opportunities.

e Encourage work sharing through the Unemployment Insurance system during
times of economic transition and downturns and facilitate work sharing more

broadly. During slack business or downturns, work sharing arrangements allow



workers to receive unemployment benefits to compensate for loss of earnings if
their hours are temporarily cut back. This allows employers to retain valued and
skilled workers and provides greater economic security and workforce

attachment to workers.

e Promote a reduction in the standard working week. Even though it fails to be the
reality for many workers, the 40-hour workweek nevertheless has become the
benchmark against which working time is judged. The 40-hour threshold has
not been improved since 1938 and the coming decades provide an opportunity
to share time and rewards more equally by lowering the legal definition of full-

time work.

Technological innovation in the coming decades will provide opportunities to promote
a more equal distribution of work, leisure, and family and community time. Technology
is already making it much easier for employers and employees to design win-win
solutions on scheduling and the location of work. While the reduction of paid time at
work alone is unlikely to eliminate gender inequality, it can support men in being good
caregivers and make it easier for women to succeed at work. Without proactive policy
interventions on time at work, however, gender inequalities at work and at home will

likely persist—or worse, increase.
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Introduction

In the coming decades, technological innovation through machine learning, robotics,
and artificial intelligence is likely to automate many tasks and jobs (Brynjolfsson,
Mitchell, and Rock 2018; Frey and Osborne 2013; Hegewisch, Childers, and Hartmann
2019). By improving productivity, freeing time, and allowing fewer workers to do more,
technological innovation presents an opportunity to rethink the distribution of time
spent on paid and unpaid work, and tackle the inequality in the division of domestic and
care work between women and men. Innovation also creates the potential to create time
for the lifelong learning required to keep pace with technological advances. This will
improve job quality and reduce the harmful effects on health and safety from overwork
and schedule uncertainty, allowing a better match between people’s actual and preferred
time at work. Lastly, it provides an opportunity to reshape time allocated between work

and various other components of life such as family, marriage, health, and community.

Gender differences in paid and unpaid time at work are an important aspect of gender
inequality. As more women have moved into paid work, the need for family care work
has not disappeared. Women tend to spend more time on unpaid household and family
care work, and men spend more time in paid work, even though differences in paid
work have narrowed in recent decades (Bianchi et al. 2000; Parker and Wang 2013).
Women are more likely than men to work part-time (Dunn 2018), and men are more
likely than women to work overtime and in jobs that require very long work weeks (Cha
and Weeden 2014). Additionally, women are more likely than men to have breaks in
their paid working lives and pay for it dearly with lower earnings than men during their

working lives, facing higher rates of poverty in older age (Rose and Hartmann 2018).

Average time at work has fallen dramatically since the Industrial Revolution and
declined for most of the twentieth century, but these trends started to stall and even
reverse in recent decades (Messenger 2018). Moreover, there has been a growing
bifurcation in hours worked, with usual time at work increasing for some workers, while
others have fewer and less regular time in paid work (LaBriola and Schneider 2019;
Lambert, Fugiel, and Henly 2014; Messenger 2018; Wilson and Jones 2018). Persistent
unemployment, and racial/ethnic and regional differences in its likelihood, remains
perhaps the most visible reminder of the inequality in the distribution of paid work
(Labin et al. 2018; Wilson 2018).
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Differences in paid hours worked reflect three components: hours usually spent in paid
work, time off from work for vacation and other leaves and labor force participation,
and unemployment. The United States differs from other high income countries by
having more hours at paid work and less formal time off work (Alesina, Glaeser and
Sacerdote 2005). Indeed, the United States is unique among high income countries for
not providing legal rights to paid time off from work ( Heymann et al. 2009; Maye 2019;
World Policy Analysis Center 2019). The lack of paid leave for pregnancy and maternity
is one of the factors accounting for the fact that women’s labor force participation in the
United States has fallen behind that of other high income economies (Blau and Kahn
2013). In the absence of legal rights to paid parental leave, paid vacation, or paid sick
time, workers depend on their employers’ pay and benefit policies, with high paid
employees being much more likely to have access to such benefits than lower paid ones
(Glynn, Boushey, and Berg 2016; U.S. Bureau of Labor Statistics 2018a), exacerbating

differences in racial and ethnic inequalities among workers (Bartel et al. 2019).

Paid time at work can further be perceived along four dimensions (see for example

Hegewisch and Gornick 2008; Golden 2014):

e duration: how many hours are spent at work;
e scheduling: when work is performed;
e variability: the stability and predictability of schedules and number of hours;

e location: where work is performed.

Across all of these spans a fifth dimension of choice and control: how far individual
working time arrangements reflect individual preferences. Given that women typically
have greater responsibility than men for unpaid care work, including transporting
children to and from school, for example, women and men are typically impacted
differently by each of those four dimensions, and may differ in their scope of achieving a
match between their preferred and actual working time arrangements. As Howcroft and
Rubery (2019) highlight, gender bias is deeply embedded in the current social order, and

“if it is not tackled head-on, the future of work is likely to exacerbate gender equality
gaps.”

This paper reviews why work hours matter to gender equality and the role time-related
policies may play in reducing gender inequality, and, more generally, social and
economic inequality. It reviews trends related to each of these dimensions, highlighting
gender differences and the consequences of such differences for gender (in)equality. The
first section presents basic trends in annual hours worked for men and women, parents

and those who do not have dependent children, and for the largest racial and ethnic
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groups. It highlights the growing trend toward overwork in some occupations, the
decline in hours and earnings in others, and the low job quality in part-time work. For
each aspect of time at work examined, it shows gender differences, and highlights the
effect on gender inequality. The second section focuses on developments in workplace
policies impacting the quality of time worked, with particular regard to scheduling
control and predictability, remote work, and access to paid time off for medical and
family care, sickness and vacation. This section highlights approaches that are being
used elsewhere in the world to improve the quality of time worked. The paper concludes
by proposing alternative models of redistributing working hours, including legal rights
to paid time off for vacation, medical and care giving leaves, new ways of supporting
time for lifelong learning, enhanced accessed to quality part-time and reduced hours
work and work sharing, reducing and discouraging overwork, and building on the

potential of new technologies to provide greater scheduling control.

This paper draws on U.S. and international policy and research literature on hours of
work. It uses micro or individual-level data from the monthly Current Population
Survey (CPS) and its Annual Social and Economic Supplement (ASEC) for women and
men to analyze trends in annual hours worked, actual weekly hours worked, and labor
force participation rates, capturing change during the last four decades. It focuses on
workers ages 25 to 64 years, after individuals typically have completed their education

and before they qualify for Medicare.
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Gender Differences in
Trends in Paid Time at Work

During the Last Four Decades Women’s Hours Rose while Men'’s
Declined Marginally

During the last forty years, average hours and weeks spent in paid work have increased
strongly for women and slightly declined for men. Substantial gender differences,
however, persist, particularly for women and men who are parents of dependent

children.

In 1938, Congress passed the Fair Labor Standards Act, which set a 40-hour work week
as a reference point; a 40-hour work week for 52 weeks per year translates into a 2080-
hour work year.' During the 40 years studied, women’s average hours® have increased
substantially, from 1,556 to 1,863 per year in 2017, but have remained below the 2080
hours benchmark. Average hours worked for men during the same period declined only
marginally from 2,147 per year in 1977 to 2,110 per year in 2017, and stayed above this
2080 hour threshold in all but eight years when the U.S. economy experienced recession
(Figure 1).° Thus, on average men regularly work overtime, while on average women’s

paid work is slightly below the 40 hour per week threshold.

! The intent behind the 40-hour work week was to encourage the sharing of work and creation of
additional employment opportunities by mandating a 150 percent overtime premium for non-supervisory
workers for additional hours beyond 4o0.

2 The calculation of average annual hours is based on ASEC survey questions regarding “usual hours
worked per week” times “weeks worked per year” in the calendar year prior to the survey. The ASEC does
not include a question about how many paid days’ vacation or time-off an individual took per year, and
hence overestimates actual time spent at work. See Appendix for a more detailed discussion of data
sources on hours worked and time off.

3 This calculation is based on a respondent’s information about their usual hours worked per week, and
their usual weeks worked per year; we do not know whether any of that time was spent on paid leave or

vacation (see appendix for further discussion of the measurement of working hours).
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Figure 1. Men’s Usual Annual Hours Worked Only Marginally

Declined since 1977, Women'’s Rose Substantially
Average Annual Hours Worked by Workers Ages 25-64, by Gender, 1977-2017

2,250
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1,550

Average Annual Hours Worked
%o
3

1,450
1,350

1,250

Notes: Usual annual hours worked is calculated as “usual weekly hours worked” times “weeks worked in
last calendar year.”
Source: IWPR analysis of microdata from the CPS ASEC (Flood et al. 2018).

The rise in women’s average annual hours reflects an increase both in average hours
worked per week, and average weeks worked per year. The U.S. Bureau of Labor
Statistics defines full-year as working at least 35 hours per week, for at least 50 weeks per
year. The share of all employed women who worked full-time, year-round rose sharply
during the last four decades, from 44.7 percent in 1980 to 62.2 percent of all employed
women in 2016 (U.S. Bureau of Labor Statistics 2018a, Table 23). On average, full-time
women workers now work five more weeks per year than they did in 1977; men also saw
an increase in average weeks worked per year since 1977, but theirs is an increase of only

one week (Figure 2).
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Figure 2. Women on Average Spent Nine More Weeks at Work in

2017 than They Did in 1977
Average Weeks in Paid Work per Year for Workers Ages 25-64, for all Workers and for Full-time

Workers by Gender in 1977, 1997, and 2017

.
o
1977
e .. $ "
W 2017
vt
24 28 32 36 40 44 48 52

Average Weeks Worked Per Year

Notes: Full-time defined as at least 35 hours per week.
Source: IWPR analysis of microdata from the Annual Social and Economic Supplement of the Current
Population Survey (Flood et al. 2018).

Polarization in Hours Worked between Workers

The data in Figure 2 also point to a growing polarization among women, and to some
extent men, between those who work full-time, year-round, and those who work less
than that. Average weeks worked by women full-time workers continued to increase;
average weeks worked by all women did not. Gender differences in weeks worked per
year between women and men full-time workers completely disappeared between 1997
and 2017, and are now at 50 weeks per year. During the same time, however, the average
number of weeks in paid work for all women, including those who usually work less
than full-time, did not increase at all, and are still at 35 weeks per year; and average

weeks worked for all employed men fell from 44 in 1977 to 42 in 2017.

Parenthood and Marriage have a Stronger Effect on Women'’s
Working Hours than Men'’s

Parenthood exacerbates gender differences in paid hours worked. Fathers, on average,

work more hours than other men, and mothers work fewer paid hours than other
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women.* During the last four decades, mothers’ average time in paid work increased
substantially, but changed hardly at all for fathers (Figure 3). Since 1977, mothers
increased the time spent in paid employment by more than 300 hours per year (an
increase of 29 percent). Their hours at work increased much more than the average for
other women (those without children or with children who are 18 years or older). Over
the same period, the average annual hours of fathers fell by just 8 hours (or 1 percent;
authors’ calculation based on Figure 3). On average, employed mothers now work 7.5

weeks longer per year than they did in 1977, while fathers work one day less.

Figure 3. Average Hours in Employment Increased Sharply for

Mothers but Stayed Almost Unchanged for Fathers
Mean Annual Hours Worked for Workers Ages 25-64, by Gender and Parental Status, 1977 to

2017

2,450
2,250
2,050
Fathers
1,850 Men, other

- == = Women, other

Mothers

1,650

Average Annual Hours Worked

1,450

Notes: Mothers and fathers are defined to have children younger than 18; other women and men either
have no children or children who are 18 and older.
Source: IWPR analysis of microdata from the Annual Social and Economic Supplement of the Current

Population Survey (Flood et al. 2018).

4 Fathers, mothers, and parents are defined as having children under the age of 18.
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The Gap in Paid Hours between Mothers and Fathers is Largest for White
Parents, and Smallest for Black Parents

These two basic facets—the increase in average annual hours worked by mothers in the
last four decades, and the fact that fathers spend more hours in paid work, more than
other men, other women, and mothers—also holds for women and men of each of the
largest racial and ethnic groups. Yet, the impact of parenthood differs substantially for
different racial /ethnic groups (Figure 4). Black mothers spend more time than other
mothers in paid work, and have done so throughout the last four decades. In 1977, Black

women worked over 200 hours, around five weeks, more per year than White or

Figure 4. Differences between Annual Hours of Mothers and

Fathers are Largest for White Workers, Smallest for Black Workers
Mean Annual Hours Worked for Workers of Largest Racial and Ethnic Groups, by Gender and

Parental Status, 2017

Black (88%) 1,925

Asian (86%) 1,932 ot
m Mothers

Women, other
I 761 Men, other

Hispanic (83%) 1,983 Fath
> W fathers

White (79%)

Average Annual Hours Worked

Notes: Mothers and fathers are defined to have children younger than 18; other women and men either
have no children or children who are 18 and older. Asian includes Pacific Islanders; Whites, Blacks and
Asians/Pacific Islanders are non-Hispanic. Brackets show ratio of mothers’ to fathers” hours.

Source: IWPR analysis of microdata from the Annual Social and Economic Supplement of the Current

Population Survey (Flood et al. 2018).
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Hispanic mothers.® Indeed, while average time at work rose for all groups of mothers, it
took until the early 1990s for White and Hispanic mothers’ average annual hours at
work to surpass the 1978 level for Black mothers (authors’ calculations, data not shown
elsewhere). By 2017, Black mothers were still on average working over 104 hours more
than Hispanic mothers, 89 hours more than White mothers, and 52 hours more than

Asian mothers.

Among men, White fathers spend the highest number of hours at work, and the gap in
annual hours between White mothers and fathers is 21 percent, larger than for other
groups (Figure 4). Meanwhile, the gap in annual hours worked between Black mothers
and fathers is smaller than for other groups, at 12 percent (authors’ calculation based on

Figure 4).

Married Mothers’ Paid Time at Work is Now Almost as High as Single
Mothers’, but Patterns Differ by Race and Ethnicity

During the last forty years, the difference in average paid time at work between married
and single mothers has almost disappeared (Figure 5). Forty years ago married mothers’
average working time per year was approximately 20 percent lower than that of single
mothers; by 2017 the difference was no more than 3 percent. In the 1970s, over half of all
families with children under 18 were married couples with a single male breadwinner,
meaning that only the father was in the labor market while the mother worked in the
home; such an arrangement is much less common now (Reichlin, Hegewisch, and Gault
2016). In the majority of families with children, all adults are in the labor force, and this
is particularly so in lower- and middle- income households with fewer resources to have

only one parent employed (Boushey 2014).

The same convergence in hours has not happened among married and single fathers.
Average hours worked by married fathers in 2017, at 2,213 or an average of 42.5 hours
for each week of the year, are almost at the same level as in 1977, and also continue to

exceed the hours worked by single fathers (Figure 5).

5 Data for Asian mothers are not available for 1978.
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Figure 5. Single Mothers Spent More Hours in Paid Employment
than Married Mothers, while Single Fathers Spent Fewer Hours

than Married Fathers
Mean Annual Hours Worked by Parents of Children Younger than 18, by Gender and Marital

Status, 1977-2017
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Notes: Mothers and fathers are defined to have children younger than 18 years of age; single includes
never married, divorced, widowed and separated.

Source: IWPR analysis of microdata from the Annual Social and Economic Supplement of the Current
Population Survey (Flood et al. 2018).

The impact of marriage on hours of work of mothers varies strongly by race and
ethnicity.® Among White and Asian women, average annual hours are lower for married
than for single mothers; the reverse is true for Black mothers, and for Hispanic women

there is no appreciable difference (Figure 6).

These differences express cultural attitudes—Hispanic families, for example, are more
likely than other groups to say that children fare better when they are cared for by a
parent (Livingston 2014)—as much as economic opportunities and job structures.
White and Asian workers tend to have higher educational attainment than Black or

Hispanic workers, and hence are more likely to work in professional and managerial

¢ Comparable data for fathers, marital status, hours of work are not available because of insufficient
sample sizes.
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jobs (Hess et al. 2015). While access to higher earnings provides incentives to stay in
employment, particularly at the high end, the demands of the jobs are often such that
little time is left for planning, child care or housework; typically it is still the mother who
is pushed out of the high level career (Stone 2007) even though in at least some couples
fathers and mothers take turns in who focuses on their career, and who cuts back
(Becker and Moen 1999). Black families, on the other hand, tend to be less wealthy
(Reeves and Guyot 2017) and thus have less access to resources that could reduce their

hours in paid work.

Figure 6. Asian Single Mothers have the Highest Annual Working

Hours, and White Married Mothers the Lowest
Mean Annual Hours Worked by Mothers of Largest Racial /Ethnic Groups, by Marital Status,

2017

1,920 1,926
1,847 1,826
’ 1,794
1,754 1,750 1,767
m Single Mothers
Married Mothers
White Black Hispanic Asian
Annual Hours Worked

Notes: Mothers are defined to have children younger than 18 years of age; single includes never married,
divorced, widowed and separated; Whites, Blacks and Asians/Pacific Islanders are non-Hispanic,
Hispanics may be of any race.

Source: IWPR analysis of microdata from the Annual Social and Economic Supplement of the Current

Population Survey (Flood et al. 2018).

The differences in trends between married and single parents suggest that mothers’ lives
have changed much more than fathers’. The increase in mothers’ time in paid work has

not been compensated by a reduction of fathers’ paid time.
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The Increase in Mothers’ Average Hours is no Longer Matched by an
Increase in Mothers’ Likelihood of being Employed

The data above show a steady increase in the average number of hours worked by
employed mothers during the last 40 years. For the first 20 years, the increase in average
time worked was accompanied by an increase in the likelihood that mothers were in the
labor market: proportionally more mothers worked, and did so for more hours. The
additional hours of paid work by women, particularly mothers, during the last 40 years
made a substantial contribution to the growth of the American economy (Appelbaum,
Boushey, and Schmitt 2013; Council of Economic Advisers 2015). Yet, since the early
2000s, there has been no further growth in the proportion of mothers who are in the
labor market. Labor force participation rates have stalled for mothers of all the largest
racial and ethnic groups (Figure 7). The hours of mothers who are employed are still

increasing, but the likelihood that mothers are in the labor force has not.

Figure 7. Across all Largest Racial and Ethnic Groups, Mothers’

Labor Force Participation Rates Stalled from the2000s Onward
Rates of Labor Force Participation for Mothers of Children under 18, by Race and Ethnicity,

1978-2018
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Notes: Whites, Blacks and Asians/Pacific Islanders are non-Hispanic, Hispanics may be of any race.

Source: IWPR analysis of microdata from the monthly Current Population Survey (Flood et al. 2018).

Fathers’ rates of labor force participation have remained high and did not fall during the

same time period. White, Asian, and Hispanic fathers have participation rates of well
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over 90 percent (94, 94, and 93 percent, respectively). Black men’s rate of labor force

participation is slightly lower, at 89 percent (authors’ analysis, data not shown).

Women in the United States used to be more likely to be in the labor force than women
in many other high income countries, but this is no longer the case (Blau and Kahn
2013). The United States ranks 22 of 31 high- and middle-income countries in terms of
mothers’ employment rates (Organization for Economic Cooperation and Development
2019). Blau and Kahn show that the lack of benefits such as paid time off for maternity
and parental leave, low public investment in child care, and lower rates of part-time
work are major contributing factors to this trend. The stalling in mothers’ rates of labor
force participation suggests that families may have reached the limit of how much they
can contribute to the paid economy; without substantial investment in a care
infrastructure it is unlikely that parents’ labor force participation can increase. And
without a major redistribution between mothers’ and fathers’ time in paid and unpaid

work, existing gender inequalities will continue.

Even though Mothers’ Time in Paid Work Increased, the Division of Labor
between Mothers and Fathers Remains Very Traditional

Time use data suggest that on the whole, parenthood in the United States continues to
be characterized by a deeply traditional division of labor between mothers and fathers.
Even though mothers and fathers spend about the same amount of hours when paid and
unpaid time are added up (the United States is much more egalitarian in this regard than
most other countries where women tend to work much more hours than men; Samman
etal. 2016), as can be seen in Figure 8, mothers spend much less time in paid work than

fathers, while fathers spend much less time on housework or child care than mothers.”

7 When the analysis is restricted to only those parents are employed full-time (including both married and
single parents), there is a balance of overall work hours in favor of men (on average full-time employed
mothers work for 60.5 hours per week (36.3 hours in paid work, 13.8 hours on housework, and 14.7 hours
on child care) while full-time employed men work 2.5 hours less per week at 58.0 hours (42.2 hours in
paid work, 9.2 hours on housework, and 6.6 hours on child care). Men have three more hours of leisure

time per week than women (IWPR analysis of American Time Use Survey 2018).
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Figure 8. Mothers Spend More than Twice as Much Time on Child

Care as Fathers
Average Weekly Hours Spent on Paid Work, Child Care, and Housework by Mothers and Fathers,

2018

17.8

Mothers Fathers

Hours Spent per Week

Paid work @ House work Child care

Notes: Mothers and fathers defined as having children younger than 18 years old; includes individuals
ages 18-64, irrespective of whether they are employed or not and irrespective of marriage status. Data are

collected in minutes per day, averaged to the nearest full hour.
Source: IWPR calculations from the 2018 American Time Use Survey.

These data provide an average across all mothers, including mothers not in the labor
market. Even as mothers’ labor market attachment has increased dramatically, it
continues to be almost exclusively mothers who adjust their time at work when there are
children. Such adjustments are potentially costly over the life cycle, impacting women’s
economic security, earnings progression, and resources during retirement (see, for

example, Bertrand, Goldin, and Katz 2010; Rose and Hartmann 2018).

Full-Time Work, Part-Time Work, and Overwork

The increase in average time at work masks considerable variation in the usual time worked by
individuals. The 40-hour week remains a prominent reference point for the plurality of women
and men—45 percent of women and 47 percent of men say that this is their usual time at work
(Figure 9). Yet, almost a fifth women (18.2 percent) and almost third of men (31.8 percent)
usually work more than 40 hours per week, while more than a third of women (36.9 percent)
and more than a fifth of men (21.3 percent) usually work less than 40 hours per week. This
section will discuss the implication of gender differences in the length of the working week, and

how far such differences reflect workers’ preferences.
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Figure 9. Women Outnumber Men among Workers who Work
Fewer than 40 Hours per Week, and Men Outnumber Women

among Workers with at least 40 Hours per Week
Distribution of Workers Ages 18 and Older by Hours Worked per Week, 2018
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Notes: Actual hours worked last week.

Source: IWPR analysis of microdata from the monthly Current Population Survey (Flood et al. 2018).

Women Outnumber Male Part-time Workers throughout the Life Cycle

About a quarter of women in the United States work part-time, approximately double
the rate of men (BLS 2018b). While work hour needs and preferences vary over the life
cycle, women outnumber men among part-time workers in each age group (Table 1).
Part-time work is highest among young workers while they are in school or college.
Women and men are less likely to work part-time during middle age, and then increase
the rate of part-time work as they age. Yet, women’s rates of part-time work are
substantially higher than men’s, a reflection of the unequal division of labor of child care

and care work.
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Table 1. Women are More Likely than Men to Work Part-time,
Particularly During their Primary Working Years

Women’s Share of All Part-time Workers, and Women and Men Part-time Workers as Share of

All Workers, 2018

Women's Women Part-time
Share of all Workers as Share Men Part-time
Part-time of all Women Workers as Share
workers Workers of all Men Workers
Less than 18 years 57% 93% 86%
18-24 years 57% 51% 38%
25-54 years 63% 23% 12%
55-65 years 64% 29% 15%
66+ years 51% 50% 37%

Notes: Actual hours worked. Part-time work is defined as work of 1 to 34 hours per week.
Source: IWPR analysis of microdata from the monthly Current Population Survey (Flood et al. 2018).

Figure 10 shows strong gender differences in reasons for part-time work. Women ages
25-64 years old are slightly over six in ten of all part-time workers, but over nine in ten
of those who work part-time for child care reasons, and close to nine in ten of those who
work part-time because of Other Family or Personal Obligations. Other reasons for
working part-time, such as School or Training, or Own Heath or Disability, are much

less distorted by gender, even though women outnumber men in each of the categories.

The U.S. Bureau of Labor Statistics classifies only those as involuntary part-time workers
who explicitly say that they would prefer a full-time job or that they are working part-
time because of slack working conditions. Under this definition, the large majority of
both women and men work part-time voluntarily (87.0 and 76.7 percent, respectively, of
part-time workers ages 25-64 in 2018, data not shown). Even if the large majority of
women part-time workers say that they are not looking for full-time work, their reasons
for working part-time work may nevertheless reflect economic constraints. A third of
women part-time workers (34 percent) report working part-time because of child care
problems, or family or other personal obligations (authors’ calculations not shown
elsewhere). Quality full-time child care or elder care is often not affordable or available,

requiring women to find paid work that fits around the care needs of their family.
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Figure 10. Women Are over Ninety Percent of those who Work

Part-time because of Child Care Problems
Women’s Share of Part-time Work by Reasons for Working Part-time, Workers Ages 25-64, 2018
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Notes: Part-time work is defined as work of 1 to 34 hours per week. Part-time for economic reasons
includes part-time schedule due to slack work/business conditions, seasonal work, job started or ended
during the reference week or respondent could only find part-time work.

Source: IWPR analysis of microdata from the monthly Current Population Survey (Flood et al. 2018).

Women are Close to Half of all Involuntary Part-time Workers

A substantial number of women and men are involuntary part-time workers and would
prefer full-time work (13.0 percent of women, and 23.3 percent of men part-time
workers; U.S. Bureau of Labor Statistics 2019). Women are close to half (48 percent) of
all involuntary part-time workers (Figure 10 above). Involuntary part-time work is
highly cyclical; during the Great Recession and its aftermath—between 2009 and
2013—it was almost double the level it was in 2018. There are also sharp racial and
ethnic differences in the likelihood of someone working part-time involuntarily. The
share of Black and Hispanic women part-time workers (ages 25 years and older) who
report that they worked part-time involuntarily (22 and 21 percent respectively) is more
than twice as high as that for White women (10 percent), and close to twice as high as it
is for Asian women (12 percent; authors’ calculation based on U.S. Bureau of Labor
Statistics 2019).
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Part-time work is significantly more common in low-wage than in high wage
occupations, and it is highest for both women and men in low-wage occupations where
women are the majority of the workforce, such as cashiers, customer service
representatives, and nursing and personal care workers (Shaw et al. 2016). A third of
women who work part-time as maids and cleaners, and over a quarter of nursing,
psychiatric and home health care aides, personal care aides, fast food prep workers and
personal appearance workers worked part-time because they could not find full-time
jobs (Shaw et al. 2016). While there has been little change in the rate of part-time work
overall since 2000, the number of full-time women workers fell by 15 percentage points
for cashiers, nine percentage points for customer service representatives, eight percent
for child care workers, and 7.5 percent for retail sales staff, all occupations which already
had high rates of part-time work and are among the twenty largest occupations for
women (Hegewisch, Childers, and Hartmann 2019). In low-wage service sector jobs,
employers have increasingly shifted the costs of fluctuations in demand to workers, by

reducing their paid time and by varying shift times (Carré and Tilly 2014).

Part-Time Work is Often of Lower Quality than Full-time Work, with Lower
Pay and Few Benefits

The rate of part-time work for women in the United States is much lower than in most
other high income countries (OECD 2019b). In the United States more than in other
countries, access to vital employer benefits such as health insurance and pension plans
depends on working at least 30 hours per week; moreover, unlike most other high
income countries, part-time workers lack legal rights to equal treatment with

comparable full-time workers (Heron 2005; International Labour Organisation 2019).

Employers can (and often do) pay part-time workers less pro-rata than comparable full-
time workers (Bond et al. 2004) and provide less access to paid vacations and other paid
time off (see for example U.S. Bureau of Labor Statistics 2018g). Women who want or
need to reduce their hours often find it difficult to find work that is commensurate with
their skills and experience, so that shifting to part-time work does not only entail a cut in
earnings because they work fewer hours, but also because they have to accept lower paid
work (Kossek and Lautsch 2017; Stone 2007; Webber and Williams 2008;). Fewer than
one in ten employers allow most employees to switch from full-time to part-time work
in the same position (Matos, Galinsky and Bond 2016). While some companies, and
some managers in some companies, are taking steps for ensuring that part-time and
reduced hours work is available in professional and managerial jobs without career
penalties (see for example Calvert, Chanow and Marks 2009; Kossek et al. 2016), these

remain the exception. Quality part-time work is particularly rare in growing IT
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occupations, which exacerbates women’s underrepresentation in these jobs (Roberts et
al. 2019). Thus, there is significant financial and career pressure for women to work full-
time or not at all. The lack of quality full-time work options is likely contributing to the

stagnation in the labor force participation rate of mothers.

Many (Other) High-Income Countries have Legislation to Promote Quality
Part-Time Work

Since the late 1990s, a number of high income countries have passed legislation to make it easier
for workers to access quality part-time work. Regulation addresses two aspects of quality part-
time work: ensuring equal treatment so that someone who is working part-time is not treated
worse than someone working full-time, and making it easier to access quality part-time work or
to return from part-time to full-time work. This dual approach is best exemplified by The 1997
European Union Part-time Work framework agreement,® which is binding on all 27 member
countries of the European Union. Since its implementation, all states are bound by the equal
treatment component of the agreement. Starting with the Netherlands (the country in the world
with the highest rate of part-time work in the world, for both women and men), several
countries also passed “Right to Request” legislations (Heron 2005). These laws provides
employees with a process for requesting a reduction or increase in the hours they currently
work, and mandates employers to consider such requests within a set timeframe, without
retaliation, and in good faith with a limited number of potential options for refusing such a
request (Hegewisch 2009). Australia and New Zealand have implemented similar laws. The 2010
European Union Parental Leave Directive provides a specific right for employees to request a
temporary move to part-time work (with fewer employer reasons for objections (Gornick and
Hegewisch 2014). Rights to temporarily reduced working time have a long history before then,
particularly in the context of facilitating participation in training and education (Hegewisch and

Gornick 2008).

Overwork has Become Standard in the Highest Paid Jobs and is
Reducing Women'’s Access to Those Jobs

While part-time work has increased in low wage jobs, well-paid managerial and
professional jobs often require particularly long working weeks. Close to one in five

women (18.2 percent) and almost one in three men (31.8 percent) regularly work more

& The purpose of the European Council Directive 97/81/EC of 15 December 1997 agreement is set out as
“Clause 1 Purpose (a) to provide for the removal of discrimination against part-time workers and to
improve the quality of part-time work;(b) to facilitate the development of part-time work on a voluntary
basis and to contribute to the flexible organization of working time in a manner which takes into account
the needs of employers and workers. It further specifies in Clause 4 (Principles of non-discrimination)
“[...] part-time workers shall not be treated in a less favourable manner than comparable full-time
workers solely because they work part time unless different treatment is justified on objective grounds. 2.

Where appropriate, the principle of pro rata temporis shall apply.”
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than 40 hours per week (Figure 11). For the majority of workers in this category, this

means working more than 50 hours per week (see Figure 9 above).

Figure 11. A Quarter of All Workers—More than Three in Ten
Men, and Close to Five in Ten Women—Regularly Work more than

40 Hours per Week
The Proportion of All Workers who Usually Work more than 40 Hours per Week, and the

Proportion of Women and Men who Usually Work more than 40 Hours, 2018

31.8% of all men

More than

40 hours
25%

Workers who work

All workers more than 40 hours

Actual Hours Worked Last Week

Notes: Actual hours worked last week for workers ages 18 and older.

Source: IWPR analysis of micro data from the monthly Current Population Survey (Flood et al. 2018).

As Cha and Weeden (2014) have shown, since 1979 the monetary returns to overwork
(of 50 hours or more) have increased sharply, as overwork has become
disproportionately common in professional and managerial work. Globalization of
financial and product markets and technological developments in communications
technologies increase demands for 24/7 availability and have eroded previous
boundaries to the working day (Eichorst et al. 2018). Women are less likely to work such
excessive hours, and because the highest paid jobs increasingly involve long hours, are
less likely to be able to advance to the highest paid positions. The lack of progress in
closing the gender wage gap in spite of women’s growing educational attainment
coincided with the growth of overwork (Cha and Weeden 2014). Erosa et al. (2017)

likewise find that earnings are highest in the occupations with the highest average
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annual hours, a trend that holds for both women and men, though even where women

work in occupations with high average hours, they do not equalize their pay with men.

Apart from reducing women’s access to the highest paid jobs, the requirement of
overwork can also push women out of the labor market (or off the career track)
altogether. Women in professional and managerial jobs are often married to men in the
same fields; with two high intensity jobs raising children is difficult. More often than
not, it is women who step back or are pushed out of their career jobs (Cha 2010; Stone
2007). As Miller (2019) put it, “Just as more women earned degrees, the jobs that
require those degrees started paying disproportionately more to people with round-the-
clock availability. [...] But parents can be on call at work only if someone is on call at
home. Usually, that person is the mother.” Bertrand, Goldin, and Katz (2010) studied
gender (in)equality between women and men completing elite MBA programs, and
found that expectations of excessive hours—average weekly hours for investment
bankers in the study were 74, for consultants 61—were a key factor in pushing women
out of the highest paying positions. Pressures to work excessive hours are particularly
high in the first five to ten years after obtaining an MBA, coinciding with key child
bearing years for women; women MBAs who had children often reduced hours, and to
do that often had to leave their job and set up on their own, as an independent
consultant; any period of shorter working time or leave of more than six months meant

that they never caught up with the earnings and career projections of their peers.

Overwork is Costly, and Not Very Efficient

Working long hour days or weeks on a regular basis can have high costs for individuals
(see Gerstel and Clawson 2018 for a review). Dembe and Yao (2016) evaluated health data
over more than three decades and found a clear increased risk of chronic diseases such
as heart disease, arthritis, diabetes, and certain cancers for those who regularly work
long hours. Women with long hours were found to be at higher risk than men.

As De Spiegelgaere and Piasna (2017) note, working too much means getting tired, and
being tired at work is a safety hazard. Higher rates of accidents are an indicator of the
negative impact on productivity of long hours. Dembe, Erickson, Delbos, and Banks
(2005) found substantially higher risks of work-related injuries—a 61 percent higher
injury hazard rate— for workers in jobs with overtime compared to others; while
overtime work is more likely in jobs which have higher risks of accidents, such as
nursing or construction, these high risk were found independent of the occupation in

which an individual worked.
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Beyond workplace injuries, research shows that productivity falls with longer hours (see
for example, Folkard and Tucker 2003, Keller et al. 2004, Lukes 2009, and Snir and
Harpaz 2012). Employers tend to substitute hours worked as an indication of
productivity where short-term output measures are less available or relevant; those who
can be present for the longest periods are assumed to have higher performance (Landers,
Rebitzer, and Taylor 1996). Yet, managers and supervisors may also be under pressure
from organizational delayering and staffing shortages, which leads to setting targets and
work requirements that force employees to stay at work longer. Frequently working
more than 48 hours per week has a strong negative impact on job satisfaction (Maestras
etal. 2017), and thus may contribute to a negative cycle of greater employee turnover

and further staffing shortages.

High Dissatisfaction with Number of Hours Worked

There is some discussion in the literature about the extent to which such long hours are
an expression of workaholism, an addiction almost, or reflect a more rational short-term
trade-off for long-term career and wage growth (see Harpaz and Snir 2014). Golden
(2014) argues that such an approach may overestimate the element of individual choice
on hours worked; while some people may chose or accept long hours because of their
current earnings or perceived potential for future advancement, and of intrinsic rewards,
for others the hours they work may be directly prescribed by their employer, indirectly
required because of intensification of work, or reflect basic wages that are too low to

make ends meet.

The 2015 Rand Survey of American Working Conditions found hours of work to be the
feature of working condition that was least likely to match preferences (Maestras et al.
2017). Seven of ten workers reported that their working hours were at least 5 percent
more or less than they would prefer; almost half (47 percent) said they are working more
hours, and 23 percent that they were working fewer hours than they would prefer. In an
earlier nationally representative survey, from 2002, six in ten workers said they would
prefer to work fewer hours; when asked why they did not, 47 percent said work
pressures prevented them from doing so, a third said they would lose their jobs if they
did, and 16 percent referred to pressure from their supervisor or manager (Galinsky,
Bond, and Hill 2004).

Regulating Overwork

The U.S Labor code offers few protections from overwork (with the potential exception
for workers with disabilities under the ADA). The law does not set an absolute limit on
hours worked, nor does it provide mandatory rest periods that would allow employees at

least a minimum of rest. Under the 2003 European Union Working Time Directive,
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employees must be given at least 11 consecutive hours of daily rest, and at least 24 hours
of uninterrupted time off every seven days. Mandatory overtime—having to work
additional hours at short notice if instructed by the employer—is standard in many
employment contracts, and employees have little formal rights to refuse overtime even if
it means not being able to pick up a child from school, attend a child’s performance, or
attend to other pre-arranged events (Golden and Joergensen 2001). Williams (2012)
documents several law suits where fathers and mothers lost their jobs when they were

unable to comply with mandatory overtime because they had care responsibilities.

In countries such as Denmark, Germany, and the Netherlands, time-off in lieu has
become a more standard way of compensating for overtime (see for example Anxo and
Karlsson 2019; Fagan, Hegewisch, and Pillinger 2006). Indeed, in the Netherlands,
flextime accounts from overtime can in principle be used to save hours for gradual
retirement or sabbaticals; in Germany, in some companies absolute limits on hours
worked are enforced by electronically locking employees out of their offices once they
have reached their maximum hours (Fagan, Hegewisch, and Pillinger 2006). Yet, both
the German and Dutch experiences also illustrate that such time-off-in lieu
arrangements carry some dangers, particularly where overwork is due to systematic

understaffing, making it difficult for people to ever take the time they are owed.
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Workplace Policies:
Schedule Variability,
Location, and Paid Time Off

Schedule Variability: Whatever the Number of Hours Worked,
Work Schedules have Become Less Regular

Whether workers are formally classified as full-time or part-time, during the last decade,
work schedules have become less regular and the lines between work and non-work time
have become increasingly blurred (Gerstel and Clawson, 2018) for both lower paid
hourly workers as well as higher paid professionals. The growing globalization of the
economy increased the need to work across time zones while the growth of the service
sector and changing consumer preferences have extended or removed closing times,
increasingly pushing the economy toward 24/7 operations (McMenamin 2007; Presser
2005). Particularly for hourly paid workers in low-wage jobs, there has been an
increasing trend of “just-in-time” scheduling, shifting the costs of variations in labor
demand to workers and creating greater uncertainty over work schedules and income
for a growing section of the workforce (Carré and Tilly 2014; Howell and Kalleberg
2019;; LaBriola and Waechter 2019; Lambert, Haley-Lock, and Henly 2010).

The growing number of mothers and other family caregivers in the workforce, on the
other hand, has also created pressure for more alternative schedules and work
arrangements (Christensen and Schneider eds. 2010; Messenger 2004; Williams and
Boushey 2010). Some parents may proactively seek employment during nonstandard
hours (defined as work during evenings, nights, weekends, or work with rotating

schedules) as a means of organizing employment around child care schedules.

Knop and Laughlin (2018), analyzing the 2014 Survey of Income and Program
Participation, find that four in ten employed parents work nonstandard schedules (40
percent of fathers, and 36 percent of mothers). Using the same data, Knop (2017) finds
that mothers are significantly more likely than fathers to report to working nonstandard
hours, particularly nights (29.8 compared with 8.4 percent), because of child care.
College-educated mothers and fathers are much less likely to have nonstandard
schedules, and the odds of working nonstandard schedules vary substantially by race

and ethnicity: Black fathers are 75 percent more likely to work nonstandard schedules
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than White fathers, and Black mothers a 30 percent higher likelihood than White
mothers; the odds of Asian mothers compared to White mothers are even higher, at 63
percent.’ Their analysis also finds that single mothers are much more likely than married

or cohabiting mothers to work such schedules.

While Knop and Laughlin (2018) find no significant difference in the incidence of
nonstandard working by occupation and gender, early starting times in some
occupations nevertheless are likely a reflection of- and act to reinforce occupational
gender segregation. Early starting times, for example, before schools or child care
centers are open, are particularly common in construction, maintenance, and
installation occupations (occupations where women are fewer than 5 percent of all
workers); one in five workers in these jobs are at work by 6:00 a.m. (Tolpa 2015).
Finding solutions for workers with child care responsibilities has become an increasing
concern for the construction industry as it is seeking to address skill shortages and

diversify its workforce.'

A Growing Bodly of Research Points to Adverse Impacts of Schedule
Irregularity

While employer and worker demands for alternative work schedules can sometimes lead
to win-win arrangements, often, particularly in low-wage jobs, workers have little
control of the timing of their work (Kalleberg, Reskin, and Hudson 2000; LaBriola and
Schneider 2019; Williams and Boushey 2010). Indeed, in sectors such as restaurants,
hotels and leisure services, retail, and cleaning services, a growing number of workers
have irregular schedules and may not know from one week to the next whether they are
working full-time or part-time (Golden 2015; Lambert, Fugiel, and Henly 2014).
Nonstandard schedules may provide parents with some options to work around child
care needs (Carillo et al. 2017; Knop 2017); yet such schedules, particularly when they
are irregular, can have adverse impacts on parents and children (see Li et al. 2014 for a
review). As Carillo et al. (2017) phrase it, “[...] instability in work schedules often
produces instability at home.” Indeed, irregular schedules can also make it impossible
for mothers to maintain child care (and hence paid work; Enchautegui, Johnson, and
Gelatt 2015). A survey of mothers working in restaurants, for example, found that four
in ten mothers had shifts that changed weekly, and almost a third of these mothers
reported having incurred fines from their child care providers because their working

hours had changed on short notice (Liu 2013). Looking beyond parents to all workers

° All racial groups are non-Hispanic.
1o Interviews conducted by Ariane Hegewisch with members of the Gender Equity in Apprenticeship
Partners (GEAP) members, and at 2018 Practitioner Institute, Seattle. October 15, 2018.
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with irregular schedules (such as on-call work, cancelled shifts, short-notice work, and
irregular shifts), Schneider and Harkness (2019) show a strong and persistent effect of

such work practices on psychological distress, unhappiness, and low sleep quality.

Maestras et al. (2017), reporting data from the 2015 American Working Conditions
Survey, find that three in ten workers (31 percent) are unable to adjust their work
schedules to accommodate personal matters and that overall, women were more likely
than men to report difficulty arranging for time off during work hours to take care of
personal or family matters. Howell and Kalleberg (2019), in a further analysis of the
same survey, find that such schedule control is much less available to lower- than
higher-paid workers. Clawson and Gerstel (2014) document the hierarchical nature of
access to work-family related flexibility in a large hospital and found that flexibility was
routinely available to higher-paid workers, such as doctors and nurses, but was largely

out of reach for lower-paid staff.

Improved Access to Remote Working, for Some

In the last two decades, the internet, smart phones, and personal computers and tablets
have revolutionized work, making it much easier, at least for workers in some roles, to
work remotely (Messenger and Gschwind 2016). The number of U.S. workers reporting
that they work from home, at least some of the time, increased by 159 percent between
2005 and 2017 (Global Workplace Analytics 2019). While in principle working remotely
does not impact the number of hours someone works, it can dramatically cut time spent
on getting to and from work, and make it easier to be home for caregiving purposes.
Indeed, one recent case study of a tech company found that the possibility to work
remotely for at least some of the time was the most appreciated benefit by parents in this
company (IFC 2017). One recent survey finds telecommuting options at the top of
working arrangement wishes of working parents (Weiler Reynolds 2017). While the
number of companies that allow (at least some of) their employees to regularly work
from home for at least part of the time has also increased substantially, from 33 percent
in 2012 to 40 percent in 2016, yet most workers in most companies do not have remote

working option (Matos, Galinsky, and Bond 2017).

Even though control over where and when they work is a highly sought after benefit for
many who work in professional and managerial jobs, it can often come at a price, either
of work overload (see for example Beauregard, Canénico, and Basile 2019; Kossek,
Thompson, and Lautsch 2015) or of being faced with stigma and adverse career
consequences for making use of flexible working options (Chung 2018; Williams, Blair-

Loy, and Berdahl 2013).
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Schedule Control Can Increase Revenue, Reduce Employee Turnover, and
Improve Well-Being

Even workers with the most predictable schedules may sometimes face family or
personal circumstances that will require they be away from work. Workers who are able
to adjust their schedules face less work family stress (see for example Kelly, Moen, and
Tranby 2011), and are less likely to want to seek other jobs, saving their employer
turnover-related costs (see for example Moen, Kelly, and Hill 2011). Although
employee-centered flexibility is more commonly associated with professional and office
workers, there are successful examples of providing schedule flexibility for a broad range
of work situations, including front-line and shift workers (Sloan Center on Aging and

Work, 2017; Swanberg et al., 2011; Williams and Boushey 2010).

A recent intervention at Gap Stores in California shows striking returns to employers
who give employees more say in the scheduling of their work (Williams et al. 2018).
While innovation in scheduling technologies has typically led to greater instability for
workers, in the Gap intervention, scheduling technology was used to: 1) improve
consistency and stability of schedules from week to week, 2) allow workers input on
their schedules, 3) allow for swapping of shifts and hours between employees, and 4)
offer more hours to incumbent employees before hiring new workers. The results of the
intervention were striking, with increases in median sales of seven percent in

participating stores.

In spite of the advantages, employee access to schedule control is still very limited. One
study, based on extensive survey data and a collaboration of over forty large
corporations for mostly hourly paid workers, found positive business impacts where
workers were provided with access to flexibility. However, such access was sporadic,
causing the companies to lose out on substantial potential productivity gains from a
more systematic implementation of employee centered flexible working arrangements
(Richman, Johnson, and Noble 2011).

In the United Kingdom, Australia, and New Zealand, Right to Request Laws include the
whole range of working time arrangements, how many hours, scheduling, and the
location of work (Cooper and Baird 2015; Hegewisch 2009). While such laws do not
present a magic bullet to greater employee centered workplace flexibility—introduction
has been particularly slow in male dominated technical sectors—they have created more
even access in many larger organizations by reducing the role of individual supervisor

attitudes to alternative work arrangements.
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Paid Time Off Work Allows Workers to Stay Healthy and Remain
Connected to Employment

Paid time off is a standard component of remuneration. In many other high-income
countries around the world, paid time off for maternity or family leave, sickness, and
vacation is part of the basic statutory package of rights at work. Paid time-off allows
workers to stay healthy and remain connected to the labor market. Indeed,
internationally time-off rights are typically part of the body of laws that regulate the
health and safety of the workforce (see for example EU Working Time Directive 2003;
International Labour Organization 2019). Paid time off is particularly important for
women and men with family care responsibilities. In the coming decades the need for
care-related leave is likely to increase substantially because of aging. Smaller family sizes
in the generations following the baby boomers mean fewer family members to provide
such care. In 2010, the ratio of potential family caregivers (ages 45 to 64) for every
person aged 80 and older was seven to one; estimates suggest that in 2050 the ratio will
be three to one (Redfoot, Feinberg, and Houser 2013).

Job protected and paid maternity leave improves women’s labor market participation
and allows individual women to maintain and build their earnings (for reviews of the
evidence, see Bradley, Veghte, and Hartmann 2019; Gault et al. 2014; Hegewisch and
Gornick 2011; Winston 2014). In addition, women who take paid maternity leave have
better health outcomes for themselves and for their infants (see for example Jou et al.
2018; Steahelin, Bertea and Zemp Stuz 2007; Tucker et al. 2010). Paid family leave to
bond with newborns or look after family members in need of care can also help increase
fathers” engagement with child and domestic care and thus contribute to a more equal
division of paid and unpaid work between women and men (Blum et al. 2018; Pragg and
Knoestler 2017; U.S. Department of Labor 2014).

Lack of Access to Paid Time Off in the United States is Exacerbating Gender
Inequality

Workers in the United States have no federal rights to paid time off from work. While
some states and jurisdictions have implemented laws to provide access to paid leave, and
some employers offer paid leave as part of their compensation package, access to paid

time off and number of days offered is highly unequal (Figure 12).
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Figure 12. The Majority of Low-Paid and of Part-time Workers are

not Given Access to Paid Leave by their Employers
Access to Paid Family Leave, Paid Sick Leave, and Paid Vacations for Civilian Workers, for All,

Highest and Lowest 25 Percent of Earners, and Part-time Workers, 2018
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Notes: All ages. Data are not available by gender, race, or ethnicity.

Source: Authors’ compilation based on National Compensation Survey (U.S. Bureau of Labor Statistics
2018g).

Workers’ Access to Paid Medical and Family Leave is Uneven

The United States is the only high-income country, and one of only a couple of countries
across the world, where pregnant and new mothers lack a legal federal right to paid
maternity leave (World Policy Analysis Center 2019a). While workers in the United
States are entitled to 12 weeks of unpaid job protected family and medical leave, this
excludes forty percent of the working population (Family and Medical Leave Act of
1993). Furthermore, many of those who are entitled to this unpaid job protected leave

are unable to take it because they cannot afford the loss in earnings (Klerman, Daley and
Pozniak 2014).

Ten states and jurisdictions provide some access to pay during pregnancy and other
family and medical leave, through temporary disability insurance or paid family leave
insurance (Bradley, Veghte, and Hartmann 2019). Only a small minority of workers
have access to paid family leave through their employer (17 percent), but the highest
paid workers are more than twice as likely than lowest paid to be included in employer-

provided family leave (28 compared with 8 percent; Figure 12). Bartels et al. (2019),
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using a variety of data sources, found significantly lower access to paid family or medical
leave for Hispanic than White or Black workers, including access to leave for child care
or leave for elder care."" They also found a much lower likelihood for Hispanics of
having received paid maternity or paternity leave. This is in spite of the fact that

Hispanic workers are younger on average, and more likely to be of childbearing age.

Access to Paid Sick Leave is Growing but Remains Uneven by Race and Ethnicity

Workers in the United States also lack a federal entitlement to paid time off for shorter
term illnesses. Paid sick leave can reduce contagion in the workplace, speed up recovery
for those who are sick, including children whose parents can be with them when they are
ill, and reduce the need for longer time-oft by allowing doctor’s visits for check-ups and
treatments of chronic conditions (for a review see Milli, Xia, and Min 2016). Workers
with paid sick leave have a 25 percent lower likelihood of leaving or losing their job, and
this association is particularly strong for mothers, and for workers who also lack paid
vacation (Hill 2013).

Since 2006, 14 states and close to 40 jurisdictions have passed legislation requiring
employers to provide paid sick days (Families Values @ Work 2019). The share of
workers with access to paid sick leave has increased significantly since the mid-2000s,
from 58 percent of workers in private industry in 2005 (U.S. Bureau of Labor Statistics
2005) to 71 percent in 2018 (Figure 12). Yet, as can be seen in Figure 12, access is
unequal and low-wage workers are much less likely to have access to paid sickness
benefits than highly paid workers. Howell and Kalleberg (2019) additionally find that
low-wage workers are not only less likely to have paid sick days, but on average also
receive fewer days than highly paid workers when they are included in such a policy.
While an analysis of the 2014 National Health Interview Survey found no gender
differences in access to paid sick days (Xia et al. 2016) differences in access by race and
ethnicity are substantial. Bartel et al. (2019) find Hispanic workers to be significantly less
likely to have access to paid sick days than White workers and somewhat less likely than

Black workers.

Access to Paid Vacation and Holidays is much Greater for High-earning
Professionals

Paid vacation time is standard in other high income countries (Maye 2019). Workers in
the European Union, for example, are entitled to a minimum of 20 days paid vacation
time (pro-rated for part-time workers (EU Working Time Directive 2003). In several

countries the entitlement is higher (Maye 2019). Paid vacation time in the EU is

' Data not available by gender.
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designed on a use-it-or-lose-it basis: the goal is for workers to take time off, both for
health reasons and as a way of sharing work. With the exception of temporary workers
who have their holiday pay added into their earnings, workers cannot receive monetary
compensation for their paid time off. In the United States, so far only one group of
workers in one state—domestic workers in New York—has a legal right to paid time off

(three days after one year of employment; New York State Department of Labor 2019).

Close to eight in ten workers have access to paid vacation leave and paid holidays
through their employers. However, while 90 percent of the highest paid workers have
such access, barely half of the lowest paid workers, and fewer than four in ten part-time
workers, also enjoy these benefits (Figure 12). As with paid sick days, the 2015 Rand
Survey of American Working Conditions (Maestas et al. 2017) shows that inequality in
paid vacation time impacts two dimensions: whether you have the benefit and how
many days of paid leave you can take. Workers in the highest-earning quartile received
almost double the number of paid vacation days as workers in the lowest-earning

quartile (22.8 days compared with 12.4 days on average; Howell and Kalleberg 2019).
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The Way Forward: A More
Equitable Distribution of
Time Worked

The evidence reviewed in this report shows an imbalance in hours worked between
women and men, caregivers and others, and high earners and low earners. Even though
women’s paid time at work has increased sharply during the last four decades,
substantial gender disparities in paid work remain, particularly between mothers and
fathers. These differences in average time spent in paid work can be found between
parents in each of the major racial and ethnic groups (though White fathers have by far
the highest number of paid hours). Such disparities are not only in work hours when
employed, but in time in and out of paid work itself. Advancement up the corporate
ladder continues to demand full, if not extra, working hours and continuous workforce
attachment, an expectation that is difficult to meet when children or other family
members need care. Such entrenched working time patterns reduce men’s capacity to be
good and equal care providers, and keep women out of the most influential and highest-

earning jobs.

The data also show that employment is becoming increasingly polarized between those
who regularly work hours well in excess of a full-time 40-hour week, and others who can
only work part-time and/or are unable to find consistent employment throughout the
year. Increasingly, this polarization is evidenced in racial disparities in rates of
unemployment, the likelihood of having variable schedules, and the likelihood of
working in stable jobs with benefits (Gerstel and Clawson 2018; LaBriola and Schneider
2019; Munnell, Sanzenbacher, and Walters 2019; Wilson and Jones 2018).

Another aspect of inequality in paid work is inequality of access to benefits such as paid
timeoff for family and medical leave to care for oneself and for others, sickness, and
vacation. In the absence of universal access to such benefits, relying on voluntary
employer provision of them is leading to highly unequal results, with higher-paid
workers having much greater access to such benefits than lower-paid workers, and

Hispanic women and men particularly unlikely to get such leave benefits.

Technological innovation in the coming decades is likely to increase productivity and

has the potential to dramatically reduce the need for labor in some fields. While
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economic and labor market projections suggest that this process will create demand for
new jobs, such projections also highlight a continuing polarization in job growth
between jobs requiring high levels of education and skills and lower-skilled jobs (see, for
example, Childers, Hegewisch, and Hartmann 2019; Hess and Hegewisch 2019;
Madgavkar et al. 2019). That is, jobs will likely grow particularly in the fields that now
have the highest levels of overwork, but also in jobs with some of the highest levels of
part-time and variable hours, such as in the care sector. And even if new jobs will be
created in response to technological change, the technological displacement of many
current tasks may cause unemployment and will require time to provide people with the

skills to succeed in the new economy.

Redistributing and reorganizing hours of work is one way of distributing productivity
gains from automation equitably, smoothing the potential disruptive impact of
technological displacement, and encouraging greater gender equality in paid and unpaid
work. Strategies for a more equal distribution of paid time and improved job quality

include the following:

e  Guarantee paid family leave, paid sick days, and paid vacation. Paid time off is
particularly important for women and men with family care responsibilities, and
is likely to become even more important in the context of our aging society.
Investing in paid leave policies that address life cycle needs for time off (for
parenthood, education, elder care, and civic engagement) has the potential to
increase GDP by increasing labor force participation rates particularly for
women. A broad array of policy approaches are available from other countries
(Blum et al. 2019) and from different U.S. states (Bradley, Vegthe, and
Hartmann 2019).

e Improve access to quality part-time or reduced hours work. Over their life time,
many women and men are likely to work reduced hours or part-time, whether
to take care of children or other family members, pursue education, address
medical issues or a disability, or prepare for full retirement. More often than not,
having to work part-time involves low-skilled and low-paid work, whatever the
qualifications of the part-time worker, and few benefits. Legislation to provide
workers who work less than 35 hours with the right to equal treatment in pay,
promotions, and benefits, and to give employees options for reducing their
hours without having to change employment or their career, can improve access
to quality part-time work. Such policies have been implemented in many other

high-income countries (Hegewisch and Gornick 2008; Lewis et al. 2016).
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Increase worker control over the scheduling of their time at work. New
scheduling technology makes it easier and less costly to prepare schedules and
allocate shifts in occupations with extensive operating hours. Fair scheduling
statutes passed in several jurisdictions offer examples of how to provide workers
with more stability in the time they work (Wolfe, Jones, and Cooper 2018).
International examples, particularly from the UK, show the potential of
providing a legal framework for encouraging employers and employees to
develop win-win solutions around scheduling, number of hours, and place of

work (Hegewisch 2009).

Discourage extensive overwork and overtime. Extensive overtime causes
accidents, reduces productivity, and leads to poor health. It is also a barrier to
women’s full participation in many occupations, including growing STEM
occupations and high-level management positions. For hourly workers,
providing workers with a right to refuse mandatory overtime, and providing
mandatory rest times between shifts, will reduce scheduling conflict and
improve health. Updating overtime earnings thresholds, and ensuring that a
larger number of women and men are covered by overtime regulations, will
reduce employer incentives to make long hours an expected component of
employment. In some European countries, working time accounts have been
used as an alternative to paid overtime, by creating a mechanism for allowing
employees to have time-off in lieu of overtime for sabbaticals, return to
education, gradual retirement, and additional leave (Fagan, Hegewisch, and

Pillinger 2006).

Provide paid time for employees to upgrade their skills as technology changes. In
the coming years, technological change will likely substantially increase the need
for ongoing learning and education. Technological innovation is shaping the
delivery of learning and increasing the options for remote access to instruction.
Yet, learning will continue to take time outside of paid work that women often

do not have because of their care commitments.

Encourage work sharing in Unemployment Insurance (UI) system during times
of economic transition and downturns and apply concept outside of UI system.

Short-time work or work sharing within the Ul system is an alternative option
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to unemployment. During slack business or downturns it allows workers to
receive unemployment benefits to compensate for loss of earnings if they are
temporarily put on reduced shifts. Such arrangements allow employers to retain
valued and skilled workers and provides greater economic security and
workforce attachment to workers than losing their job (Houseman et al. 2017).
Work-sharing outside the Ul system could reduce hours for some and increase

hours for others.

e Promote a Reduction in the Standard Working Week. A hundred years ago, a
tive-day work week seemed a distant option. Even though it fails to be the reality
for many workers, the 40-hour work week nevertheless has become the
benchmark against which working time is judged. The 40-hour threshold has
not been improved since 1938; the coming decades provide an opportunity to
share time and rewards more equally by lowering the legal definition of full-time
work. Where such attempts have been tried, in France or Portugal, gender

equality has improved (De Spiegelaere and Pisana 2017).

The past decades have seen a reversal in the long-time trend toward working time
reductions. Technological innovation in the coming decades will provide opportunities
to return to the previous downward path in time spent in paid work and promote a
more equal distribution of work, leisure, and family and community time. Technological
innovation is already making it much easier for employers and employees to design win-
win solutions on scheduling and the location of work. As De Spiegelaere and Pisana
(2017) point out, even if there is a clear relationship between hours worked and gender
inequality, the reduction and redistribution of paid time worked alone is unlikely to
eliminate gender inequality of family care or at work. But a more equitable distribution
of this time is likely to strengthen ongoing trends toward greater equality at work and at
home between women and men, as well as to improve population health, reduce

economic inequality, and create more equal opportunities to prepare for the future.

46



Appendix

Data Sources on Hours Worked

There is no comprehensive measure of hours worked in the United States that allows an
analysis by gender, race, or ethnicity of actual hours worked, paid vacation taken, and
paid sick time taken per year. There are two primary data sources on hours worked, both
fielded by the U.S. Bureau of Labor Statistics (BLS):

e The Current Population Survey Household Survey (CPS) is the basis for analysis
of Individual hours of work. The 1978-2018 microdata from the monthly CPS
refers to actual hours worked in the previous week. Annual estimates on hours
worked are based on the Annual Social and Economic Supplement (ASEC),
which provides the total number of weeks worked and the usual weekly hours
worked in the calendar year prior to the survey (1977-2017). The variable
“usual hours at work” includes all paid time (paid time at work and paid time
off, for vacation of sick time). These data are available by gender, race and
ethnicity, age, education, and other demographic characteristics. There is no
direct question in the CPS about the number of days of paid leave taken. The
CPS asked for actual hours worked in the previous week, and reasons for fewer
than usual hours include a question about “Vacation/Personal Day,”” but that
question does not allow a systematic estimate of paid time off.

e The Current Employment Statistics (CES) program and the National
Compensation Survey (NCS) are employer-based surveys used to estimate labor
costs and hours worked. The CES asks questions about the actual hours spent at
work, without including paid time off. This is the source for annual hours
worked used by the OECD for the purpose of international comparisons; while
data provided through the OECD provide a good measure of time trends for the
United States, the OECD warns that differences in measurement make cross
country comparisons less reliable (Ward, Zinni, and Marianna 2018). These

data are not available by gender or other demographic characteristics.

Figure A1 shows time trends under these alternative measures; household data are
showing greater volatility than the data used for estimating productivity, which, in
principle at least, only includes hours actually worked (not paid hours spent on

leave).
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Figure A1. U.S. Trends in Mean Annual Working Hours, 1997—
2017: CPS Household Survey Data (Usual Weekly Hours Worked)
and on CES NCS Employer Survey Data
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Sources: IWPR calculations based on CPS IPUMS, and OECD Hours Worked Database.

Data on access to work place flexibility, such as teleworking, flextime, job sharing,

voluntary reductions in hours of work, and leave are available from:

e The National Compensation Survey is the source for published information on
worker access to paid and unpaid time off. While these data are published for
broad occupational groups, industry, and earnings, they are not available by
gender. They also do not include data on actual time take.

e The Panel Study of Income Dynamics (PSID) includes questions on vacation
time taken, and actual weeks worked, but vacation and leave questions are not
asked only of the head of household, and thus do not present a representative
analysis by gender, race, ethnicity, and other demographic characteristics.

e The U.S. Bureau of Labor Statistics American Time Use Survey (ATUS) is the
major source of data on time spent on household and family care work. In 2011,
the survey included a module on access and use of leave (paid and unpaid). The
sample size limits analysis by gender and race/ethnicity, or gender and
occupations.

e The Survey of Income and Program Participation (SIPP) has occasional modules

on the use of maternity leave.
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The American Community Survey includes data on people who work from
home.

The CPS Module on Work Schedules and Work at Home was last conducted in
2004.

National Study of Employers is a survey conducted every 3 to 4 years of a
national sample of approximately 1,000 employers. It is focused on work life
policies and includes questions about policies such as paid leave, teleworking,
job sharing, part-time work. The survey is now conducted by the Society for
Human Resource Management and was begun by the Families and Work
Institute, in 1998.

National Study of the Changing Workforce is a compendium study, examining
workers access to such work-life policies. Data are available by gender, but not
by gender and race/ethnicity. The survey is conducted every 5 to 6 years, and is

also now a project of Society for Human Resource Management.
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