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Working hours and Work-Life Balance Satisfaction inCouples
Daniéle Trancart, Nathalie Georges, Dominiliéeld.

Over the past several years, many studies havéidghggd the strategic nature of working hours, weaey

they are determined, their regularity and theidmbility to judge the qualities of a job and h&amily

life and work life are reconciled. Our results damfthose obtained by previous studies and cldahgm,
while also showing that both the working hours lo¢ fpersons questioned and those of their spouse
constitute a central variable. We will first revigihe results from the available French studies thed
demonstrate how couples’ working hours influenaartivork-life balance satisfaction.

Working hours and work-life balance satisfaction
Results from recent studies

There are relatively few French studies allowing tasmeasure and explain the work-life balance
satisfaction or dissatisfaction or the conflictdwmen work and family life, and all of these stidae
recent.

Nevertheless, this concerns a main issue: we khatvhaving too many difficulties in work-life balea
can be a reason to temporarily or definitively stagrking, as shown by a study carried out in 2063 o
1,000 women who had ceased working after the birtineir children [Méda and al., 2003]. When asked
for the reasons why they interrupted their profassi activity, almost three fourths of the women
indicated that work conditions had been a key faictoheir choices, half of the women also indicktieat

it was “too complicated” to continue working, 40%ntioned that their working hours were incompatible
with having a child, almost a third said it was wspible to rearrange their working hours, and arteob
five complained that work conditions were too ditfit. Above all, an analysis of the characteristitthe
representative women having stopped their profassiactivity showed that half of these people ragyl
worked with staggered hours (working before 7 amafter 6 pm), more than one third regularly worked
on Saturdays or Sundays and less than half nevdedd@n weekends. Moreover, half of them considered
their working hours to be inconvenient.

The decisive role of working hours

A study carried out by the INSEE (National Insetdior Statistics and Economic Studies) in 2003tlexti
Histoire de vie-Construction des identitésnfirmed the decisive role of working hours plhyea the
existence of difficulties in work-life balance. Whasked "Do you think that your job (hours, locafio
and organization) makes it difficult to organizeuydamily life?" almost 40% of the working people
guestioned responded affirmatively [Garner and 2004 and 2005]. This study found that the main
determinants for difficulties were working in theiate sector and being an independent worker, the
presence of young children in the household, bemder 35 and, above all, the role of working hours:
"The fact that independent workers and executivesamong the most numerous to declare having
problems with their work-life balance, as a certaimber of people working in very specific profess
such as direct personal service and retail emp&yesn be explained in a large part by these pgople
"atypical" hours (and by the combination of seliéypes of atypical hours: long working days, wank
Saturdays and Sundays, working nights and bustnps3."
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The more atypical the hours were the more theyesgad job dissatisfaction and found it difficult to
articulate family life and work. It was those withe most fluctuating hours, mainly executives, who
indicated work-life balance difficulties. The samstidy also showed that although voluntary working
part-time reduced the problems with work-life bakrfthus confirming certain international studileatt
highlighted the fact that British women satisfaotet work increased when they worked part-time fBoo
and van Ours, 2007]) but involuntary part-time @ased these problems.

Finally, this study enabled to move forward in thelanatory role of couple working hours: it apear
that men having a working wife found it harder tbcailate work and family life than men with a staty
home wife and that are the same for men havingewho worked full time rather than part-time.

Work time reduction: what effect?

We have long known that work time reduction (WTRes not mechanically improve work-life balance
or time spent with children or spouses, and that"treed" time is not automatically transformedoint
quality time. The quality of the transformation waity depends not only on the quantity of time éeeut
also on the quality of this time (are these momeatsicularly useful? Do they occur when the claldr
are in school, when stores are opened...?). The mdtirodetermining these moments must also be
guestioned (was the employee able to make his pbimtew count? How was the WTR determined? Is
the time off regular, predictable...?) And, more gailg, what are the modalities of work time
organization [Silvera and al., 1998].

Two studies specifically dedicated to WTR and fteas on different dimensions of work life and side
work life gave important results. The oldest on#tjtied RTT et modes de viehich was carried out in
2001 with full time employees who experienced Wiplemented under the regime of the Aubry | law,
showed that reconciling work life and family lifadhimproved since WTR was implemented for one third
of those questioned : 32% of the men and 38%etbmen declared that work-life balance had become
easier since WTR was implemented, half of the fatla@d over 60% of the mothers with children under
twelve spent more time with their children [Médaladrain, 2002; Cette and al., 2004 and 2005]. More
generally, this study showed that 60% of employpesstioned considered that their daily lives impiayv
13% of them considered that it worsened. Women wftitdren under twelve who, given the sample
construction, worked full time, turned out to be thost satisfied with this new work organizatiomg at

was demonstrated that the traditional allocatiorclusres between men and women was most modified
when the men obtained WTR and not the women, the methese situations doubtlessly found
themselves obliged to do their share of domestet family chores. We were also able to demonstrate,
through an analysis of the employees’ WTR satigiacfcontrolling other variables), that this incsed
particularly when the working hours were predictalthe evolution of the hours being predictableesin
the implementation of WTR, the employees’ autonamyhe determination of their working hours and
that it decreased with atypical hours.

Another study, which was carried out in 2000 oamasle having at least one child under 6 confirntesl t
information [Fagnani and Letablier, 2003]. 60% bt tparents concerned by the 35-hour week law
responded affirmatively to the question: "Do younkhthat the law on the 35-hour week enabled you to
better articulate your family life with your workfd?" The study confirmed that the way work was
organized was more important than the personalachenistics of the employee in making his judgment
on the effect of WTR. It demonstrated that paresypreciation varied greatly depending on whetrer
not they had atypical hours: 65% of parents haixed and regular hours thought that WTR improved
their daily lives as compared to half of those wiaa atypical hours. This is also the case when the
employer respected the notice period in effect,ariban six out of ten employees expressed saiisfiact
as compared to only 37% when this was not the ddsestudy thus validated three hypotheses:



1) The level of WTR satisfaction is higher when thrganization of work is regular and the hours are

controllable and predictable.

2) The way job flexibility was negotiated betwede employee and the employer plays a larger role in
determining the employees’ satisfaction or disfatigon than the job flexibility in and of itself.

3) The law reveals inequalities in the domain ofrkvorganization between, on one hand, employees
working in "protected” sectors, that are highlyuleged and have a strong tradition of social diags

well as a favorable environment for families and,tbe other hand, other employees subjected to more
restrictive forms of work organization.

Other studies that are based on less numerous esnipht are qualitative in nature and that do not
specifically address the question of work-life l@ka had shown that the organization of work time, a
central concern for employees’ appreciation, lechynaf them to give a mixed judgment on WTR when it
degraded the regularity of their working hours oada their daily organization more complex [see
Charpentier and al., 2005].

To sum up, the main message of these studiestithinappreciation of WTR as regards work-life ba&a
or daily life certainly depends on the employeeisspnal characteristics, especially the socio-gsimal
category to which they belong to and their familgamization, but it is very dependent upon the tixeyr
work was organized after WTR was implemented.

These are the results that the INED (French Nattiomstitute of Demographic Studiegjamilles et
employeursstudy clarified and competed, by characterizireydimensions of satisfaction towards work-
life balance, and by taking into consideration,drey individual opinions, the opinions of both memsbe
of the couple: what role do working hours play I tsatisfaction individuals get from their work and
more particularly as regards to work-life baland2® the variations of the latter depend on having
experienced WTR or not, or is the organization afrking hours more important than their actual
duration? Does the working time organization ingpeuse's workplace modify individual appreciation?

Job and Work life-balance satisfaction

In the Familles et employeurstudy, two questions relate directly to the indual and subjective
perception to their work and the conditions of wbfé balance (see boxed text 1). The answers segbpl
by the individuals, who express their level of Saittion in relation to different items characterggboth
their jobs and their work-life balance perceptiorgke a global level of satisfaction emerge andteraa
link between the characteristics of work and woalkdbalance satisfaction. The use of this subjectiata
certainly poses the problem of “interpretation ¢fe tdeclared satisfaction, variable in essence,
unobservable and subject to strong individual Viems” [Sénik, 2002], but the coherence of the ltssu
obtained below along with those of other studigsi@a out on comparable subjects, allows us to idens
them to be valid and interpretable results.

Boxed Text 1: questions used to analyze satisfaction

In order to analyze the determinants of satisfactemwards work and family life balance, we mobitizéhe answers to twp
guestions that enable to determine the subjeatidgment of the individuals.

Question F106: "Are you very satisfied, satisfiglijhtly or not at all satisfied with your currgob in terms of income, wor
interest, hours and reconciliation of family lifedawork life?"
We aggregated the 'slightly satisfied' and 'nalllagatisfied' answers together for the dissatisiategory.

Question M1: "Do you completely agree, agree, doreally agree or do not agree at all with thedwiing affirmations: My
work and my family or personal life are often imflect? My professional life helps me to have aidging family life? My
family or private life helps me to have a successfell balanced professional life?" For the figgtestion, we aggregated the
answers ‘completely agree' and 'agree' and fonéixé two questions we aggregated the answers 'toeally agree' and
‘completely disagree'. Indeed, the interpretatibrihe answer to the first question must be the sjtpoof the following
answers interpretations, 'agreeing' with the notibnonflict meaning that the individual expressiéssatisfaction. All of the
results presented below are weighted using a stdizéd weighting variable representative of the giam

3



Factors influencing individual job satisfaction adisatisfaction

Job satisfaction (question F106) is analyzed ims$eof income, hours, interest and work-life balance
According to these dimensions, 65% to 85% of thosestioned declared to be satisfied or very sadsfi
with their current jobs with rather small differescbetween men and women. Nevertheless, women
appear to be more satisfied on average with thenent job and their hours and their work-life maa
(figure 1) - results frequently highlighted in sikeslanalyzing job satisfaction [Clark, 1997] andfaoned

by comparable tests of proportions. They also askerge the influence of their professional lives on
their family lives more than men (figure 2).

As in most studies where individuals are questioabdut their subjective perception, the level of
satisfaction is globally high. This can notablydlained by a “social desirability bias”, the uisfzed
people tending to self censure themselves [Berteamdl Mullainathan, 2001], because satisfaction can
hide a form of resignation, especially for womemybine, 2007].

We thus observe that the items 'satisfied' rectiieemajority of responses, an uncertain opinion tha
difficult to interpret. This is why we will esseally concentrate on the 'very satisfied' and 'disBad'.
Concerning the perception of conflict between pssienal life and family life, the responses shoat th
is present in 17% to 18% of the cases (figure 2).

Figure 1. — Satisfaction in relation to the currneit

Worlk-life
balance

Wark
interest

Wyorking
hours
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Wery satisfied OSatisfied OsSlightly ar not at all satisfied

Income

SourceFamilles et employeurstudy, INED, 2004-2005.
Field: Dual-earner couples (close to 1,950 couples)



Figure 2 — Perception of conflict between famifg land professional life
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Sourcefamilles et employeurstudy, INED, 2004-2005.
Field: Dual-earner couples (close to 1,950 couples)

Among the items retained by the study to analyzisfaation, that which concerns work-life balan@sh
proven to be central in determining the individuglsbal satisfaction (boxed text 2 and figure Byr this
particular dimension, 24% of men declare to be \&atysfied as compared to 28% of women, while the
dissatisfaction rate is 21% for men and 19% for womFigure 3 enables to observe gaps in these
averages, related to variables in gender, ageysstabcio-professional category and the presence of
children.

Working in the public sector appears to have atpesinfluence on work-life balance (figure 4a). \Wan
observe this for both men and women. On average @4ttem declare to be very satisfied (+9 points in
relation to the average for men, +6 points for wojn€onversely, those who work in the private secto
are the least likely to be satisfied, the effecingemore pronounced for men. Finally, having an
independent worker status has a strong effect ondissatisfaction (27%, +6 points).

Moreover, young employees (between 25 and 30) hihiéd category in which are found the most
dissatisfaction concerning work-life balance (diis$action rate over 26%, +6 points), which can be
explained by the difficult conditions of insertiorio the labor market, as well as by the presefg®uang
children. Work-life balance then improves with age these obligations lessen, (figure 4b).

We do nonetheless observe a certain erosion affaetion after the age of 40, which allows us tsuase
that there exists a U curve between age and satmiaespecially for men.

The influence of the presence of young childreguife 4b) is expressed through a rise in dissatisfac
for women having a child under three (24%, +5 miand by the fact that parents of children ovearE?
globally less dissatisfied (16.5%, -3.5 points)isTtan be linked to the low autonomy of childrerdemn
three and the lack of childcare options before dlgis, which could lead the mothers to stop working.

5



Figure 3. — Gender satisfaction
(Dimension 1 x dimension 2)
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Key:

h: designates men’s satisfaction variables f: womsatisfaction variables.

sr: satisfaction income; sh: satisfaction hourssaisfaction work interest; sc: satisfaction reztation

ga: family life and work life conflict; gb: effecif work life on family life; gi: effect of

familyife on work life

The variables fcs1, fcs3, fshl and fsh3 all belanipe group of the10 most distinguishable varigbteit of a total of 52 active variables.

It is surprising to observe that men without clheldrare the most dissatisfied with their conditiafs

work-life balance, with a 26% dissatisfaction rdteb

points). This highlights an inherent limit to

subjective questions on work-life balance, whiclense to have different significations for different
individuals, especially concerning the time dedidato children for certain households and free tiane
others; and confirms the results of tHistoire de vie — Construction des identigéady in which over

30% of the individuals without children declared/img di

fficulty articulating family life and workife.



Figure 4 — Work-life balance satisfaction: Indivadisi subjective perception according to statusjosoc
professional category, age and the presence ofgychitdren in the household.
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Sourcefamilles et employeurstudy, INED, 2004-2005.
Field: Dual-earner couples (close to 1,950 couples)

The effect of the socio-professional category (fegdd) is the hardest to discern, since it is potdbéhat
differences exist within a single category, notahblyerms of working hours and especially the caaé
hours, some enjoying relative freedom in the orgation of their work schedules while others are
subjected to atypical or long working hours thadrsgly restrain the available time they have fonitg
life.

Role of working time organization

As mentioned, previous studies on matters of safiin indicate that the organization of workingei
has a very pronounced effect on work-life balanagstaction (which is also suggested by our own
analyses, see boxed text 2). It is clear that dfgside work is restrained by the time taken up by
professional obligations, which are more and meypieal and determined in an exogenous mannem ofte
without taking the employees’ family responsibégiinto consideration [Tremblay, 2004]. It is tkason
why it is interesting to study the manner in whariganizing hours influences individuals’ satisfantias
regards to work-life balance.

Working hours, whether or not these hours are eggtihe method with which they are determined and
their typicality are this study main variables,ttbaable to characterize the organization of waykiours
(see annex 1). Laurent Lesnard [2006] showed, ubiagesults from the INSEEmploi du tempstudy,
that the duration of work and its distribution thghout the day could be defined as four types of$10
standard working hours (almost 55% of hours workaxd atypical hours, meaning staggered hours
(17%), extensive hours (12%) and irregular houi®@4)L As regards to atypical hours, they have been
developing for twenty years with clearly identifiedcial characteristics: flexible hours are resericr
workers and employees and extensive (long) butivelg regular hours for executives and independent
workers.

8



In the Familles et employeurstudy, these different types of hours are corrdlatéh the satisfaction
towards reconciliation (annex 1). The most disatisvomen are those who work alternating hours8(2x
3x8...) (33%, +14 points in relation to women orr@ge), and those who have extensive hours (4G hour
or more; 28%, +9 points). The most satisfied worman,the other hand, are those working part-time
(36%, +8 points) and those having flexi-time ho(88%, +11 points). As for the men, the most
dissatisfied are those working atypical hours (esitee, alternating, working nights, etc.; 30%, €8nts).

These results confirm those of thistoire de vie — Construction des identit&sidy, in which the
difficulties were strongly tied to working atypic&élours. Benefiting from WTR does not appear to
significantly modify the satisfaction rate of therpons questioned; women benefiting from WTR do,
however have a slightly higher rate of satisfactiowards work-life balance (+4 points). These resul
which minimize the impact of WTR on employee’s wdife balance satisfaction, must be put into
context. Firstly, they are not directly comparabdethose who were questioned in previous studies
because, as opposed to those ones, the peoplenateyeestioned about their satisfaction towards WTR
but rather more generally about their general piisfaction. We must also consider the fact thatR\Vifh
most cases, was implemented several years agcharefdre those questioned may well have forgotten
the changes it brought about in their lifestylestlat time. Nevertheless, its result is important:
reinforces the idea mentioned above, accordinghtwit is indeed the organization of work timettha
determines employees’ satisfaction or dissatisfactand that WTR is, as it were absorbed by this
dimension. The minimal effect of WTR can be expaireither by the fact that it is not accompaniedby
significant improvement in work time organizationlwy the fact that the benefits of WTR, if they eve
existed, have been absorbed or forgotten.

Working hours cross effects

One of the most interesting things about thamilles et employeurstudy on work-life balance
satisfaction is considering the answers from bo#imimers of the couple. We can thus analyze whether o
not the satisfaction of one spouse is linked td tfahe other and whether these conjugal configuma

in terms of organizing working hours reinforce educe options within the household.

An analysis of the variables characterizing thessrgpouses statuses and the similarity — or, cdpiriie
dissimilarity — of their working hours thus suggestat the organization of a spouse’s work timggkn
important role in determining individual satisfacti (annex 1 and figure 5), notably when the spduses
hours are not similar: the spouse with the leastictive hours then declares a high level of &attson.
The lowest level of satisfaction is found in cogptbat cumulate atypical, irregular and non-addetab
hours.

Concerning women, the highest dissatisfaction imteeached when they, alone, have extensive hours
(37%, +18 points), while for men, this occurs wibeth spouses work over 40 hours per week (34%, +13
points). For both spouses, accumulating obligatiorterms of hours seems to accentuate dissaiisfiact
the maximum being reached for men when their spoaks® work irregular hours (31%, +10 points), and
for women when both spouses work atypical hour84289 points). In several cases, there is also less
dissatisfaction in couples in which both spousegeiexible hours as compared to those in whiclyonl
one of the spouses does: thus is the case for wavhen neither spouse has atypical hours (13%, -6
points) and for men when both spouses have regolars (14%, -7 points) and when neither spouse has
extensive hours (15%, -6 points).

On the contrary, the most satisfied couples areghno which both spouses work in the public sector
(38%, +10 points for women, +14 points for men)wadl as those couples in which both spouses work
under 40 hours per week and choose their own hdtes scores attained in these two cases are superio
to individual scores corresponding to a situatiormvhich only the individual benefits from hours s#oto

“standard” organization. Couples in which both sggmihave hours determined by the employer (-7 point
for women, -2 points for men) and in which neitspouse has regular hours (-4 points for women, -6
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points for men) generate less satisfaction.

By taking the satisfaction of both spouses intooaat, the effect of WTR can appear to be counter-
intuitive, knowing that women who are the only biésiaries appear to be more dissatisfied (+5 pgints
and that their dissatisfaction decreased when fotluses are able to take WTR (-3 points). We cam al
advance the hypothesis that for women, the freme fis considered to be an excess of domestic and
familial work when they are the only beneficiarj@sousse, 1999; chapters 5 and 7], and is congidere

be more a factor of improvement in work-life balanehen their spouse also has free time to help trem
even that the freed time is less attractive wheraitnot be transformed into free time to be sharil
their spouse. Thus, certain conjugal configuraiappear to reinforce or attenuate individual Sibung.
These preliminary results must be consolidated dking into consideration cross configurations
controlling the others variables.

Figure 5 — Variations on the level of individuatisssatisfaction linked to the organization of tloeigles’
working hours
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SourceFamilles et employeurstudy, INED, 2004-2005.
Field: Dual-earner couples (close to 1,950 couples)
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Determinants of work-life balance dissatisfaction

Using models controlling all the variables enahlego measure the singular effect of each one ak-wo
life balance dissatisfaction. By proceeding likatftwe can avoid the risk of falsifying the anadydue to
interdependence between the variables studied. &$ave shown, it is interesting to simultaneously
study the effects of individual variables and crasmjugal configurations. The individual control
variables concern the age, the number and thefagfeldren and the highest degree passed. Employmen
is categorized by individuals’ socio-professionatiegjory, company size, part-time work (for womemyl

the type of work contract (permanent contract dvegt The variables of interest concerning the up
are the salary presented in three categories: tdiass the working conditions and the working hours
(regular hours, atypical hours, and the possibditgletermining one’s own hours, extensive hourser

40 hours a week - and whether or not they berneiih \WWTR).

As to clarify the size of the effects and to highli the configurations with the most difficultieswork-

life balance, we used a binary probit model witd #ariable to explain work-life balance dissatisifat
expressed in the ‘slightly satisfied’ or ‘dissatsf response modalities. Remember that close % @&
women and 21% of men declare to be ‘slightly s@isfor ‘dissatisfied’; this difference is also Vfexd if

we control the other variables. This last resatiaurs with one of the results from tHestoire de vie —
Construction des identitiesurvey. In this survey, a greater number of memdothat work-life balance
was difficult; this judgment was considered to l@agoloxical since the majority of familial chore® ar
done by women. The explanations advanced suggast‘¢ither the men, less often confronted with
reconciliation problems, tend to exaggerate théblpros, and, although they take on less chores, they
consider the one’s they do to be difficult, or tlgggup elements of their personal lives having mgtho

do with childcare into the term family life” [Garnand al., 2005]. We should mention the possibditya
selection effect among the plausible explanatidine population questioned was only composed of the
employees, and the women in this group who perdearecould have perceived the most difficulty in
work-life balance were doubtlessly less numeroasi(ig stopped working).

The analysis of women’s difficulties (figure 6) stthat the individual variables hardly effect wifle
balance dissatisfaction (with the exception ofadlge of the youngest child) while the working hoansl
the organization of work time have a strong incernthe probability of dissatisfaction is estimatgd
36% (16% on average) if the woman alone has extertsburs or 22% if both spouses do, 28% if the
hours are atypical (the woman or both spouses), 228€ couple or the woman has irregular hoursl an
8% if the woman alone benefits from flexi-time. @ne work is also one of the significant modaigtiof
less dissatisfaction (12%) — also see Booth andQuans [2005 and 2007], who highlight, using English
and Australian data, that working part-time sigrahtly increases women’s work satisfaction. The
presence of children aged three to six allows bettigculation between work and family life thaoes
the presence of children under three (10% dissatisih as compared to an estimated value of 16%),
which leads to the so-called “nursery school effeparticular to France [Périvier, 2004], and the
dissatisfaction is minimal when the couple has hidden (8%). The effect of working in the public
sector has been confirmed, with an estimated as$aetion probability inferior to 10% and 11% if tho
spouses work in the public sector or if only thenvem does. The satisfaction or dissatisfaction ef th
spouse also plays a significant role (35% are tisggad if their spouse is dissatisfied). Finallyhen only
the woman WTR, it appears that reconciliation igerroblematic than in cases where neither spoase h
WTR (21% dissatisfaction); one would assume thatekiic chores are then done only by women.

Concerning work-life balance, men’s satisfactiotesadepend more on working hours than on individual
variables. Their rate of dissatisfaction rises 9802if the man alone works with atypical hours a®&62
when both spouses do (as compared to an estimated of 18%), 32% if both spouses have irregular
hours, 28% when only the man does, 35% if both speinave extensive hours and 30% when only the
man does. Furthermore, when only the man workbkerptivate sector, his rate of dissatisfaction meac
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23%, and, as previously, men’'s rate of dissatigfacis the highest when their spouses are also
dissatisfied (35%).

Thus, for both spouses, work time organizationeisti@l in explaining work-life balance dissatistant
much more than socio-demographic variables. In ba#ies, individual configurations in which theyrado
are subjected to trying hours and also crisscrossedigurations in which these disadvantages (or
advantages) cumulate are pertinent. Furthermome,atialysis of the extent of these effects (extent
statistically validated by testing the equalitycoiefficients or by trends) shows that numerouscesfare
higher for modalities concerning both spouses ampewed to those only concerning individuals: the
regularity of hours, atypical hours, long hours atatus for men; extensive hours and WTR for women
(in the case of the latter, the individual effestmore important). It therefore appears that thera
particular effect to the couple that taking theeotepouse’s working hours into consideration retcée
the individual effects (it is more difficult to rencile work and family life when the spouse alsakgo
difficult hours than when only one spouse doesk Ttt that the spouse dissatisfaction is a detemi
variable in his own satisfaction for both men anoinven reinforces this result (raising dissatisfacty

15 percentage points for men and 19 percentagespi@nwomen, it is practically the strongest effiec

both cases).
In order to confirm the existence of the effeat&did to the couples’ satisfaction, we can alsoutale the
predicted probability of dissatisfaction in certa@rtreme situations. Thus, the average probalidity

dissatisfaction obtained when the man alone wodksstandard hours (no WTR, irregular hours, atypica
hours, no flexi-time and excessive hours) is 34%awerage while it noticeably increases if both sgsu

accumulate these situations (63.5%).

This is the same for women with averages of 25%hm first case and 57.5% in the second case
respectively. The influence of the couples’ induadl situation, as previously highlighted, is thus
reinforced by this result: for both men and womntbie, estimated probability of dissatisfaction, ie ttase
where the individual is the only one disadvantagedompared to both members of the couple, is lower

Figure 6. — Determination of dissatisfaction regagdvork-life balance

Woman dissatisfaction (estimated probability, probit model}
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Man dissatisfaction (estimated probability. probit model)
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SourceFamilles et employeurstudy, INED, 2004-2005.
Field: Dual-earner couples (close to 1,950 couples)

Example reading: the modalities of individual vatés such as age, highest diploma received, sgofegsional category and company size have no
significant effect on women’s dissatisfaction visia work-life balance and thus were deleted frdra graph to enhance readability. We can see that, i
relation to the reference situation that leadstestimated probability of 16%, if the couple hagial rather than non-atypical hours, the prolighiises to

27%.

Conclusion

The main results presented here confirm and enhiabe of previous studies, by taking into accobet t
effects of individual variables and different coggiiconfigurations on work-life balance satisfactio

They are organized into 2 main dimensions.
First, the organization of working hours has a deiteant and major effect on individuals’ satisfactj

with strong amplitude for women: the fact to hatgpecal hours (regularly working on evenings, nght
or weekend), long hours (over 40 hours per weetggular hours or hours determined by the employer
distinctly increase dissatisfaction. On the cowntravorking in the public sector encourages sattgfac
Moreover, women with very young children (undere#)r who are confronted to complexities and
obligations of childcare options have greater diffiy with their work-life balance, especially whtrey
work full time. Being the only spouse with work gmeduction (WTR) does not systematically improve
women’s work-life balance satisfaction since theghably find themselves alone with the domestic
chores. As for men, the absence of children isanfavorable factor for better articulation betweesrk

and family life.

Secondly, taking conjugal configurations of workihgurs and organization into account reinforces or
diminishes individual effects of work-life balan@atisfaction. In particular, it is more difficulot

articulate work and family life when the spousebalsrks long hours (over 40 per week) than when one
is alone in this situation. There exist two indivad configurations that, on the contrary, reinforce
dissatisfaction: cases where the woman alone hak twoe reduction (WTR) or when the man alone

works in the private sector.
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Annex 1. — Men and women’s satisfaction and dis&atiion vis-a-vis reconciling family and work life
and the organization of working hours (in %)

Frequency Proportion of Proportion of
slightly satisfied very satisfied
or dissatisfied
M W M w M w
Number of hours weekly
Less than 35 hours 6 34 15 13 37 36
35 hours 24 25 15 22 28 25
36 to 39 hours 25 22 15 18 29 24
40 hours and more 45 19 28 28 18 22
Regularity of hours
The same every day 52 58 14 15 29 31
Alternating: 2x8, 3x8, teams,
brigades... 12 6 28 33 11 13
Varies day to day 29 27 29 23 22 27
Varies week to week 7 9 25 23 20 24

Method for determining working hours
Determined by the employer with

no possibility for modification 55 59 20 22 22 24
Choice between fixed hours 8 11 13 17 35 30
Flexi-time 9 12 18 12 31 39
Determined by the person 26 15 25 16 23 36
Other cases 2 3 24 25 20 26
Atypical hours

Yes 39 39 30 27 19 21
No 61 61 15 14 28 33
Benefits from WTR

Yes 47 40 19 19 25 32
No 53 60 23 19 23 23
Variables “couple”:

Couples’ employment status

Both spouses work in the public 47 14 13 38 38
Both spouses work in the private 10 20 21 22 24
Woman only in the public sector 17 20 16 25 31
Man only 10 18 22 29 23
One spouse is an independent 15 26 17 26 36
WTR within the couple

Both spouses

Woman only 17 23 24 21 22
Man only 24 16 19 23 31
Neither spouse 36 23 1927 32
Atypical hours

Both spouses 18 30 28 2021
Woman only 21 15 27 29 20
Man only 21 31 16 18 35
Neither spouse 40 15 13 2732
Regular hours (the same every day)

Both spouses 14 16 2929
Woman only 26 25 14 20 33
Man only 19 15 23 30 25
Neither spouse 23 31 25 1824
Extensive hours (>=40 hours per week)

Both spouses 12 34 22 16 24
Woman only 7 21 37 27 20
Man only 33 26 16 19 33
Neither spouse 48 15 18 0 3 27
Hours determined by the employer

Both spouses 37 21 24 22 21
Woman only 21 20 17 27 27
Man only 17 20 14 23 31
Neither spouse 25 23 17 7 2 37

Sourcefamilles et employeurstudy, INED, 2004-2005.

Field: Dual-earner couples (close to 1,950 couples)
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