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1. Introduction

The last issue addressed in this study is how the two components of working time flexibility affect companies’ performance outcomes. If there are two distinct types of working time flexibility, and we have seen that different types of companies and countries take them up, what kind of results can we expect from them?
There have been several studies that argue that providing better work-life balance arrangements increases the productivity and loyalty of workers. When workers can manage their life with work better, this brings about less stress and sickness, and improves workers’ morale. These practices also prove to be profitable to employers as well, not only through reduced absenteeism and sickness, but also through improved recruitment and retention and other aspects, thus enhancing overall productivity (Bevan et al., 1999; Evans, 2001; Dex and Scheibl, 2001; Dex and Smith, 2002; Yasbek, 2004; Seeleib-Kaiser and Fleckenstein, 2008). However, work-life balance policies have also been linked to greater costs as well. These costs involve direct payment and investment on corporate policy development and maintenance, and costs due to disruption in work (Yasbek, 2004:7; Dex and Scheibl, 1999; Evans, 2001). On the other hand, although the main purpose of introducing employer-oriented working time flexibility arrangements is to increase cost efficiency as well as to meet demands, they have also been seen to cause problems concerning health and safety issues (Dembe et al., 2005; Caruso et al., 2004; FIOSH, 2005). 
In this chapter, we examine the different performance outcomes companies have when using various types of working-time arrangements. We focus on human resource (HR) related issues, such as sickness, absenteeism, worker recruitment, maintenance, and motivation. Also, we examine the overall performance of the company through indirect measurements. Due to the limited information included in the data set used, direct measurement of economic performance, such as financial turnover and labour productivity, could not be examined. A multilevel model is used to examine the effects of the use of the two working time components in European companies. Other company characteristics that may affect performance outcomes are controlled for, to observe the more direct effect or pure effect of the use of working time arrangements. In addition, through the use of multilevel model we can examine whether the relationships found are country specific, and through the use of interaction terms in the model we can see if they are sector specific.
It is important to take the problems of examining performances into account. The relationship between corporate policies on working time flexibility and performances is hard to decipher, since the observed causality will not always be clear-cut, even having possibilities of showing reversed causality. In other words, the outcome indicators or HR problem areas may be the reason why companies take up the specific working time arrangements, rather than being the result of it. Also, the outcome variables may be endogenous to the firm’s other HR behaviour or strategies. It is hard to say how the flexible working practices in themselves will result in certain outcomes without putting other managerial/production practices and other environment in which the company is placed in, into consideration. However, we can still loosely link the outcome results of the firms with their working time flexibility practices to infer their possible impacts. We will keep this issue in mind when we examine the results of the analyses.

The chapter is structured as follows. Firstly, in the next section, the theories and previous studies on the effects of using working time flexibility are examined. Secondly, in section three, we examine the variables used to indicate performance outcomes from the ESWT dataset, and elaborate on the models used in this chapter. In section four, data analysis results are shown, and section five provides conclusions and implications. 
2. Background

This section examines previous studies on the outcomes of using various working time arrangements. Here, the studies are divided into those that deal with employee-oriented working time flexibility or family-friendly policies, and those that deal with employer-oriented working time flexibility. 

2-1. Employee-oriented flexibility and performance

There are several ways in which providing employee-oriented arrangements can improve the performance of a company. Firstly, it is through reducing costs that may arise when the arrangements are not in place, that is, through reducing human resource related problems. This would then increase productivity of the company, putting companies in better economic situations. There are also ways in which employee-oriented flexibility increases productivity more in a direct manner. Here we look into these two types of arguments as well as previous studies that support these arguments empirically.
Cost reduction

Increasingly the need to balance work and life arises for modern workers, especially after the increase of female labour market participation and changes in the family organizations. Tensions between job demands and life demands, including those coming from family responsibilities, may lead employees to reduce those tensions through various means. Workers may try to relive these tensions by spending less time and effort on their current jobs, which may result in withdrawal behaviour such as reduced work efforts, lateness, and absenteeism (Brett, 1997). Such behaviour will result in increased costs for the company (Blau, 1985; Konrad and Mangel, 2000). Workers may also try to relieve the tension by moving to a position or job that generates less stress, or leaving the workforce altogether (Greenhaus et al., 1997; Klerman and Leibowitz, 1999; Konrad and Mangel, 2000). Staff loss leads to direct costs associated with recruiting, and since recruiting new staff is costly retaining staff can act as a huge cost reduction. This is especially true when one considers the investment put in by companies to train their employees (Konrad and Mangel, 2000). On the other hand, it has been shown that companies offering family-friendly policies are successful at retaining employees, even if individuals do not use the policies themselves (Grover and Crooker 1995; Thompson et al., 1997). On the other hand, through providing various manners to balance work and life, this broadens the pool of people in which a company can recruit from (Evans, 2001), such those who have other care of other responsibilities and needs, thus cutting the costs from recruitment even further. Lastly, even if not done intentionally, when workers are in stressful situations due to problems of balancing work and life responsibilities, this may decrease their productivity because of the health consequences due to these tensions, such as sickness and stress. 

These points mentioned have already been confirmed empirically through various studies. Many studies have linked providing employee-oriented arrangements with reduced casual sickness, absenteeism, improved recruitment and retention, improved productivity, and improved morale, loyalty, commitment and job satisfaction (Bevan et al., 1999; Dex and Scheibl, 1999, 2001; Whitehouse and Zetlin, 1999). 

Productivity and economic performance

Providing employee-oriented benefits also has direct impacts on performance and productivity, in addition to the cost cutting benefits seen in the previous section. In competitive labour markets, especially where labour demand exceeds supply, firms may enhance their ability to attract (the best) workers through providing flexible policies alongside competitive remuneration packages (Konrad and Mangel, 2000; Yasbek, 2004: 13). Thus, productivity can be raised through the use of employee-oriented policies by attracting more productive and skilled workers. Also, such policies may encourage greater output by workers already employed, through increased loyalty and increased productiveness of workers (Yasbek, 2004; Konrad and Mangel, 2000). Although work-life benefits may not be tightly linked to individual job performance, there are a number of arguments and evidence that show general investments on behalf of the organization may be rewarded with high discretionary efforts by employees (Konrad and Mangel, 2000: 1227). In addition, using employee-oriented benefit packages may improve corporate image perceived by potential customers but also the general public, which may lead to greater sales and improved stock price of the company (Dex and Scheibl, 1999; Evans, 2001). 

It is hard to actually measure the direct impact of work life balance policies on productivity, since productivity has multiple causes (Yasbek, 2004). Some argue that businesses only take up family-friendly benefit systems when the benefits outweigh the costs (Plantenga and Remery, 2005). One way to examine productivity effects of work life balance policies is to use the perceived performance impacts of the use of work-life balance policies by the managers. Dex and Smith (2002) analysed the impact of family-friendly employment policies of British establishments using this method. They report that managers respond having above average performance in financial performance, labour productivity, and quality performance, and also respond having rising sales value and reduced labour turnover through the use of various family-friendly arrangements. Even when controlled for other variables that may impact performances, the effects of having family-friendly policies seem to be positive. The number of family-friendly policies in a company also seems to have more distinct positive effect on the various performance measures. It has also been shown that the expectation of better performance based on having had good business performance in the past, is the reason why companies take up worker friendly flexible arrangements (Dex and Scheibl, 2001: 424). 
Additional effects of skilled and female workforce

Konrad and Mangel (2000), using data from the US, show that the substantial marginal benefits of using work-life balance policies are larger where there are high proportion of professional employees or when there are large proportion of women within the establishment. 

The reason why companies with a higher proportion of professionals may benefit more for work-life balance policies are as follows (Konrad and Mangel, 2000). Firstly, because the highly educated are associated with delayed family formation and work-family tensions may rise during their peak productive years. Secondly, professionals have more control over their work or autonomy on how they manage it, thus making it harder to monitor their productivity. Thus, it will be hard to control when professionals turn their attention away from their jobs during working hours to mind to family issues due to lack of other methods. Also, it will be easier to implement flexibility in their work schedules since it is usually flexible already, and lastly the motivation work-life policies may serve fits well with the professional control system (ibid: 1228). In addition, there are critiques that the studies that have linked employee-oriented policies to productivity have been mostly done only in professional and white-collar workplaces and not in blue-collar settings (Eaton, 2003). This could mean that the positive impacts of family-friendly policies may not hold true for some workplaces, such as blue-collar settings, as well as workforces, low skilled, implying there may be some sectoral and occupational group variation.

The proportion of women within the establishment may also change the performance effects of working time practices. Since women are still primary responsible for family and child-care responsibility, firms employing a large portion of women are more likely to adopt extensive work-life balance policies, to reduce cost by increasing commitment, retention, and reducing lateness and absenteeism. In addition, because work-family conflict is greater for women (Greenhaus and Parasuraman, 1999), costs resulting from work-family conflict are greater in firms dependent upon a largely female workforce. Thus, work-life programs are likely to generate greater profit gains where there is a large proportion of female workers in the company (Konrad and Mangel, 2000: 1229). 

Costs of employee-oriented policies

However, there are cost issues in using various flexible arrangements that are considered employee-oriented. Evans (2001) divides these into direct costs, supervision costs and administrative costs. Direct costs are the costs that occur due to implementing certain arrangements, including education and training the workforce about the arrangements provided. Supervision costs are cost derived due to managing workers’ absences, various time shifts, and other non-standard working patterns, as well as overcoming the de-motivation of those not receiving benefits. Administrative costs include framing the policy, informing staff, advising how to claim them, decision making on eligibility etc. In some cases, these costs may outweigh the benefits gained from using employee-oriented arrangements. 
2-2. Employer-oriented flexibility and outcomes
Unlike employee-oriented flexibility arrangements, the main reason employers take up flexibility arrangements is because of direct cost benefits companies gain from its use. Brewster et al. (1994) argue that the main reasons for employers to take up flexibility arrangements are to reduce costs and improve effectiveness, to match work provision closely to work demand, to put greater focus on work rather than job, establish clearer performance targets, and to undertake closer more realistic performance monitoring etc. Meeting customers’ needs is another reason why employers would take up employer-oriented working time arrangements. In other words, the main goal of implementing various employer-oriented working time flexibility policies is to increase profit, however, not necessarily through enhancing productivity. Here we examine the studies on the effects of using employer-oriented flexibility on performance outcomes, divided by the effect it has on profit generation and performance, to the effect it has on HR problem issues especially concerning health and safety.

Performance and profitability 

Although there have been many studies that link employee-oriented working time flexibility to performance measurements, it is not easy to find studies that link employer-oriented working time flexibility to performance. One of the reasons for this may be that since the use of various employer-oriented working-time flexibility arrangements, such as overtime, unusual hours, and shift work, are used to match demand as well as to increase profit, which is directly observed by the managers. Due to this, there was no great need in the academic field to persuade companies to use such arrangements. There have, however, been studies that linked the use of flexible employment contracts with HR practices and corporate performance, which counter the arguments that using flexibility brings great cost effectiveness. The first stream of studies involves the examination of the effect of flexible working practices on performance outcomes. These studies show that employer-oriented flexible working practices do not enhance performance significantly, or that they only increase short-term performance.

 Valverde et al. (2000) examine the different performance outcomes of organizations, with different proportion of its workforce employed on numerically flexible contracts, using the establishment level survey across 20 European countries for 1989. Here flexible contracts include part-time contracts, temporary, fixed-term contracts, subcontracting, and annualized hours. Performance was measured through managers’ perception of how well the company was doing in terms of financial turnover. Results show that the only statistical significant impact found was from the use of temporary contracts. Michie and Sheehan-Quinn (2001) examine the impact of flexible work practices, human resource systems, and industrial relations on corporate performances, using UK company level data. The results show that increasing flexibility, while positively correlated with short-term financial performances, was negatively correlated to innovation within the company. Michie and Sheehan (2005) examine the relationship between flexibility, HR strategy, with performance of companies. They use objective performance measurements, that is, three year averages of the percentage of change in total sales, the percentage of change in labour productivity, and the percentage of change in per-tax profitability. They find that the use of external flexibility within the establishment reduces the effectiveness of HR strategies, especially for those pursuing an approach that emphasizes innovation and quality-enhancement. 

Health and safety outcomes of employer-oriented flexibility

More specifically to working time practices, there have been studies that link the use of various working time arrangements, used to facilitate demand and cost effectiveness for companies, with health and safety issues in the fields of medical science. These studies show how the use of various employer-oriented working time arrangements leads to hazardous health and safety outcomes. 
Overtime has been linked to poorer perceived general health, increased injury and hazard rates, more illnesses, increased mortality, as well as decreased performance (Dembe et al., 2005; Caruso et al., 2004). Shift work and unusual hours, such as night shifts, has also been recognized as risk factors for health, safety, and social well-being (Costa, 2003). Also, shift workers were found to be more susceptible to work overload, as well as being dissatisfied about their work-life balance (Willams, 2008). A study carried out by the Federal Institute for Occupational Safety and Health (FIOSH) in Germany has shown that shift-work, over-time, and unusual hours, are all factors that increase mental stress for workers (Eiro, 2005). 
From these results and others, we can conclude that employer-oriented flexibility arrangements have the potential to increase the HR related problems faced in the company. We can predict to see higher rates of sickness and absenteeism of workers, as a part of the direct effects of using the arrangements. In addition, workers may show more dissatisfaction with their work-life balance, and more stress from work. Thus, we can expect lower motivation and loyalty of workers, lower retention rates, as well as difficulties in recruiting workers in companies that use employer-oriented working time arrangements intensively. We can even expect a decrease in productivity, and thus a negative impact on economic performance as a part of indirect effects of the use of employer-oriented working time arrangements. 

2-3. Country and sector variances
In this chapter, the countries variances and sector variances in the relationship between the use of working time flexibility and performance outcomes are explored. Countries have different institutions, as well as culture, including corporate culture. Also, we have seen in chapter 3 (Table 6) and chapter 5 (Table 2), that companies in different countries have different starting points in regards to working time component scores. Due to the different starting points – regardless of why they came about – the different scores of flexibility components will entail different levels of company involvement in different countries. Thus, the additional impact from the use of working time components can be different across countries. 
In addition, companies in distinct sectors and countries will be in different situations in regards to the possible problems they may face in the areas of HR performances. For example, in sectors where there is no need to use skilled workers, the problem of recruiting skilled workers may not arise. In countries where there are large proportions of skilled workforce, it may not be hard to recruit high-skilled workers. In countries where there is a large supply of labour and not much demand, workforce recruitment as well as retainment may not be an issue. In some sectors sickness and absenteeism may be easier to occur due to the nature of the job. In sectors where there are more stress due to the nature of the job, such as in care related sectors, there may be more HR related problems that arise related to stress. In other words, countries and sectors have different needs as well as potential problems, due to the nature and situation of the company and sector.
2-4. Hypotheses and model of the chapter

From the studies examined, we can derive at the following hypotheses of the influence of the use of various working time arrangements on these performance measurements, and their relative sub-hypotheses.

Hypothesis 5-1: The use of employee-oriented working time flexibility arrangements can be linked to better results in company performance in regards to human resource related issues, and due to this, better in terms of overall productivity and economic performances.

Hypothesis 5-1-1. The effect of employee-oriented working time flexibility is stronger in companies where there are higher proportion of skilled workers and female workers.
Hypothesis 5-2: The use of employer-oriented working time flexibility arrangements can be linked to worse results in company performance in regards to human resource related issues, and due to this, worse in terms of overall productivity and economic performances.

Hypothesis 5-3: The relationship between the use of working time arrangements and performance outcomes vary across countries 

Hypothesis 5-4: The relationship between the use of working time arrangements and performance outcomes vary across sectors.
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Figure 1. The relationship between company working time practices, company characteristics, country characteristics, and company performance outcomes

Figure 1 depicts the relationship between the use of company working time arrangements and performance outcomes. Here we can see the two types of working time flexibility as established in chapter 3. These two types of working time flexibility components will have different impacts on HR problem. Here the HR problem issues include worker sickness, absenteeism, morale, loyalty, recruitment, retention, and other issues. This will then impact the productivity of the company and the economic situation of the company in more of an indirect manner. 
As elaborated in the previous chapters, there are several country-level as well as company-level factors that explain companies’ working time component scores. In addition, although not depicted in the figure above, there are also several country and company characteristics that can explain company performance outcomes. Both company and country characteristics are influential in explaining company flexibility practices as well as company performance outcomes. Some factors can affect performance outcomes indirectly, through directly influencing the use of working time practices. However, when we consider the endogeneity and reverse causality problem of working time practices and performances, these relationships are not as clear-cut. 

Another relationship that is not depicted here is the direct effect the use of working time flexibility may have on financial profits, which increases the economic performance of the company. Since the ESWT data does not include information on financial profits, we cannot include this relationship in the model.

3. The Model
In this section, we describe the variables used in our analysis as performance measurements, and the models derived from it. 
3-1. Variables

The dependent variable
There are two types of questions asked in the ESWT data set that can be used as performance measures. The first type concerns whether the company has confronted problems in the areas of HR. Managers were asked to choose, from various problem areas, those that they feel that their company is facing, in a dichotomous manner. However, they were not able to express to what extent this is a problem. Thus, it is not possible to know the intensity of the problem faced. The indicators are examined separately, to see whether companies face certain problems depending on their working time component scores. Also, the number of problems the company faces will be examined through aggregating the number of problems faced per company, using the information from the individual problem issues. The second type concerns, the economic situation of the company. Managers were also asked how they perceive the economic situation of the company, where they could answer on a four scale measurement, i.e., very bad, quite bad, quite good, and very good. This will be used as a proxy for the economic situation of the company. Unfortunately, in the survey there were no questions asked on the actual performance or productivity of the workers, nor were there questions on the financial turnover of the company.

Overall, the performances indicators used in this chapter are as follows.
HR problem indicators (dichotomous measurement)

· High absenteeism and/or high sickness rate
· Difficulties in finding staff for skilled jobs

· Difficulties in finding staff for low skilled or unskilled jobs 

· Difficulties in retaining staff
· Low motivation of staff 

· ‘Other’ problems (not defined)
· Total number of problems in the company (scale: aggregated number of problems from the individual problem area)

Economic performance indicator (scale)
· Economic situation of the company
When dealing with issues such as problem issues, one must carefully clarify what the responses really mean. A problem can only occur, when there is a need for something that cannot be met. In the example of problem areas such as difficulties in finding staff for skilled or low skilled jobs, these problems can only occur when the company first has a need to recruit high skilled or low skilled workers. Thus not having a problem in these aspects can be seen as the company having succeeded in solving the issue, but also it could mean that the need to do these things, recruit workers in this case, were never there. On the other hand, the other problem/performance areas are not specific to special company situations, and are problems that could be faced in all types of companies in different situations, thus can be compared across all companies. 
Control variables 
To enable a proper assessment of the performance outcome of the company, we need to control for other factors that can influence performance outcomes. Through controlling for these factors, we can compare two companies in the same situation that could result in similar performance outcomes, but only differing in the extent to which they use working time flexibility. Based on the previous studies on working time practices impact on company performance examined in the previous section, we control for the following variables. 
· Sector – 13 categories, dummy variables – reference: manufacturing
· Public vs. private sector – dummy variable (reference: private company)

· Establishment size – 6 categories 
· Composition  – proportion of female workers – 5 categories 

      

“
  skilled workers – 5 categories 

      

“
  younger workers (younger than 30) – 5 categories

“
  older workers (older than 50) – 5 categories
· Existence of employee representative body – dummy variable (reference: no employee representative)

· Headquarters, subsidiary or single-site – dummy variables (reference: single-site)
3-2. Models

In this chapter, several models are run. First, because the use of certain working time component will depend on certain characteristics the company has, it is worthwhile to see the bi-variate relationship between performance outcomes and working time component scores, without controlling for other company characteristics. Secondly, we examine the relationship when various relevant company characteristics that may influence performance outcomes of companies are controlled for, as listed in the previous page, to see the pure effects of working time component score changes on performance outcomes. This model will be a two-level multilevel model, in which the company level and the country level both constitute as one level each. This equation can be presented as (2.5) for scale variables, which is a random slope multilevel linear regression model including level 1 predictors, and (2.6) for binary variables, which is a random slope multilevel logistic regression model including level 1 predictors.

Here y is the total number problems faced in a company, or the economic situation of the company for (2.5), and whether or not the company has faced problems at (2.6). Among the various company level predictors, represented here as Xp we include the two working time components found. Through these models, we can examine the country intercept variance, represented here as the 
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Note: i: company-level, j: country-level 

yij = dependent variable, Xp= company level predictors (fixed effects), β0 = coefficient for constant, βp=coefficient for company level predictors, u: country-level error, e: company-level error
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Note: i: company-level, j: country-level 

yij = dependent variable(binary), Xp= company level predictors (fixed effects), β0 = coefficient for constant, βp=coefficient for company level predictors, u: country-level error

In hypothesis 3, we predicted a cross-country variance in the relationship between the use of working time component and performance. Thus, that in different countries, that the relationship between working time component scores and performance outcomes is different. For the scale variables, this is done by using the model (6.1), similar to the model (2.7) in chapter 2, but with an additional random slope variable. For dichotomous variables, model (2.8) repeated from chapter 2, is used.

Here y represents the total number of problem faced in a country or the economic situation of the company. X1 represents the employee-oriented working time component score, and X2 represents the employer-oriented working time component score, and Xp represents the other company level predictors included in the model. As we can see both X1 and X2 are allowed to have random slopes thus different coefficients per country, as we can see here through the j term added in the coefficient as β1j and β2j, with the variance of 
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Note: i: company-level, j: country-level 

yij = dependent variable, X1= employee-oriented working time component (random effects), X2= employer-oriented working time component (random effects), Xp=other company level predictors (fixed effects), β0 = coefficient for constant, β1j = coefficient for employee-oriented WTFC allowed to vary across countries, β2j = coefficient for employee-oriented WTFC allowed to vary across countries, βp=coefficient for company level predictors, u: country-level error, e: company-level error
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Note: i: company-level, j: country-level 

yij = dependent variable(binary), X1=working time component1, X1=working time component1, Xp= company level predictors (fixed effects), β0 = coefficient for constant, β1 = coefficient for working time component 1, β2 = coefficient for working time component 2, βp=coefficient for company level predictors, u: country-level error

In addition, in this chapter we investigate the sector differences between the effects of WTF components on the performance outcomes, hypothesis 4. This is done through the use of interaction terms with the WTF component scores and sector dummies. Also, to test if the effect of worker-friendly WTF component is stronger in establishments where there is a high proportion of skilled workers and female workers, hypothesis 5-1-1, we use interaction terms for the proportion of skilled workers and proportion of female workers with employee-oriented WTF component score. These could be presented as (6.2).
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Note: i: company-level, j: country-level 

yij = dependent variable, Xp= company level predictors including working time components (fixed effects), X1= working time component, Xq= sector dummies or proportion of skilled, female workers, β0 = coefficient for constant, βp=coefficient for company level predictors, βq=coefficient for interaction terms, u: country-level error, e: company-level error

Here y represents the total number of problems faced in a country or the economic situation of the company. For the model with interaction between working time components with sectors, Xq would be the 12 sector dummies, thus here Q would be P+12, and βq representing the coefficients for the interaction term with the working time components and the sector dummies. For the model with the interaction term with working time component with skilled worker proportions or female worker proportions, Xq will represent either the proportion of skilled workers or female workers inside the company, where then Q will be P+2 for there is only one interaction variable, and βq would represent the coefficient for the interaction term with the employee-oriented working time component and either the proportion of skilled workers, or proportion of female workers. 

4. Analysis outcomes

4-1. Bi-variate
As noted in the previous section, a certain level working time component score already entails that the company has certain characteristics (for more see chapter 4 and 5). Due to this, a bi-variate analysis outcome will also provide fruitful information on the relationship between performance and company working time practices.

Table 1. Correlations of working time flexibility component scores and company performance outcomes

	Problem issue
	Employee-oriented component score
	Employer-oriented component score

	High sickness & absenteeism
	0.03*
	0.17*

	Hard to find skilled workers
	- 0.05*
	0.07*

	Hard to find low-skilled workers
	- 0.08*
	0.05*

	Hard to retain staff
	- 0.02*
	0.06*

	Low motivation
	0.00 
	0.10*

	Other problems
	0.06*
	0.09*

	Total number of problems
	0.01*
	0.19*

	Economic situation
	0.00
	- 0.02*


Note: * represent those significant at the 95% confidence level or higher.
Table 1 shows us that companies that have high scores on employee-oriented working time flexibility component (WTFC), thus companies that use various leave schemes and other worker friendly working time practices, are less likely to have problems in finding workers, both high and low-skilled, as well as retaining them. However, they are more likely to have problems with sickness and absenteeism as well as other problems than companies with average scores of employee-oriented WTFC. On the other hand, companies with high employer-oriented WTFC scores, thus those using overtime, unusual hours as well as shift work and other employer-oriented working time arrangements, are more likely to have problems in all of the HR problem aspects covered in the ESWT survey. This includes having problems with sickness and absenteeism of workers, recruiting, retaining workers as well as keeping them motivated, and other problems, thus resulting in these companies having more problems overall. Also, the companies that score high on employer-oriented WTFC seem to be in poorer economic situations. 

These results do not control for other factors that may affect company HR performances, including the use of the other type of working time component, which as we see in the above table, is influential. For this reason, we run multi-variate analyses, where other company level characteristics that may affect performance outcomes are controlled for. Without controlling for the factors that may be influential to the performance outcomes of companies, we cannot be certain if the relationship found in Table 1 is robust or not. This is because the results may be driven by other factors that are not being measured in the model. 

4-2. Multi-variate
 

Here we include the company level variables that might influence company performance outcomes, to examine the controlled effects of using employee-oriented and employer-oriented working time flexibility components. Four models are examined in this chapter. First, we run a model where various company level characteristics are controlled for while allowing for country differences in the average possibility of facing problems or the number of problems and the economic situation (random intercepts model), equation (2.5), (2.6) in the previous section. Second, we run a model allowing for country variance on the effect of employee- and employer-oriented WTFC (random slope model), model (6.1). In addition, we examine if there are any significant cross-sectoral differences found in the effect of employee- and employer-oriented WTFC (interaction model), model (6.2). Lastly, we test to see if there are additional effects of employee-oriented WTFC in companies with higher proportions of skilled and female workers (interaction model), model (6.2).

Effects of WTFC controlling for company characteristics

As we can see from the Table 2, with the exception of “other problems”, companies that use more employee friendly working time practices have lower chances of having a HR related problem within their company, perceived by the managers. In the case of finding workers, both high and low skilled, this difference is statistically significant. Also, we find a negative relationship between the use of employee-oriented working time flexibility and the total number of problems faced in a company, although, it is not statistically significant. 

Why companies that have employee-oriented flexibility are more prone to have “other problems” is uncertain. Since other problem issues were not specified in the survey, it could entail a whole range of issues. Based on the literature, this may include the conflict between those who take up the arrangements and those who do not, as well as high indirect labour cost due to the use of such arrangements. However, this may also be due to reverse causality. Thus this shows how companies start providing employee-oriented arrangements due the fact that there are problems in the company, such as their employees not being able to balance work and life. 

Table 2. The effect of working time flexibility components on various problems within the establishment and its economic situation controlled for various company level characteristics

	                             Independent

Dependent
	Constant
	Employee-oriented WTF component
	Employer-oriented 
WTF component

	Sickness & absenteeism
	25.6
	- 0.2
	
	4.1
	***

	Hard to find skilled workers
	41.7
	- 0.7
	*
	3.5
	***

	Hard to find low-skilled workers
	15.8
	- 1.9
	**
	4.0
	***

	Hard to retain workers
	11.7
	- 0.3
	
	3.5
	***

	Low motivation of workers
	17.2
	- 0.5
	
	4.0
	***

	Other problems
	6.5
	2.9
	***
	3.6
	***

	
	
	
	
	
	

	Total number of problems
	1.216
	- 0.011
	
	0.115
	***

	Economic situation
	3.049
	0.024
	***
	- 0.007
	


Note: Numbers for first six rows (columns) are the probability difference derived from the changes in the score of working time flexibility component in comparison to the average firm, and the last two rows(columns) are the changes in the number of problems or the situation perception.

Numbers in the parenthesis represent the standard errors.

* represents those significant at the 90% confidence level, **  at the 95%  level, and *** at the 99% level
Two-level multilevel model with country constant variance (significant for all models) 

The company level variables that were controlled for can be found in section 3 of this chapter. Here, in the model both WTFC scores are included.
What we can also see from Table 2 is that companies using more employee-oriented flexibility are in better economic situations. The positive relationship between economic situations and the use of employee-oriented working time arrangements can results from various reasons. This can be due to the fact that using employee-oriented working time arrangements lead to less HR related problems, it can be due to increase in productivity through other manners, as mentioned in previous literature in section 2. However, the relationship can also be due to reverse causality. Thus, companies that are in better economic situations may be the ones that have the room to provide more employee-oriented working time arrangements. This relationship has been examined in chapter 4 of this book, and it has been shown that even when other things are held constant, economic situation of the company affects the working time practices of the company. 


On the other hand, companies that use more employer-oriented WTFC have higher chances of having problems in all aspects of the HR issues addressed in the survey. On average, increase of 1 in the employer-oriented flexibility component score will increase the chances of having each of the addressed HR problem by approximately 4 percent. This increase is especially stronger for the possibility of having problems with sickness and absenteeism, and problems with low motivation of workers. This increase in the probability of having problems for each problem aspect naturally leads to the result where the use of employer-oriented flexibility increases of the total numbers of problems faced in the company. However, when controlled for other factors, the use of employer-oriented WTFC is not significantly directly related to bad economic situations of the company. 

Virtuous and vicious cycles
Based on the results from our analyses presented in Table 1 and 2, along with the results found in chapter four, we can derive a vicious vs. virtuous cycle of economic situations, HR problems, and working time practices as the figure below.
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Figure 2. Virtuous/Vicious cycle of working time practices and performance

Note: the darker lines represent statistical significance in the relationship

Here we can see that companies in better economic situations are providing more employee-oriented working time practices, when other factors are taken into consideration. These practices then reduce the probability of having various HR related problems, although this relationship is not statistically significant for some problem issues. Decreased number of HR problem will then improve productivity, thus putting the company in better economic situations. 
On the other hand, companies in bad economic situations use more employer-oriented working time practices, although when other company characteristics are held constant, this relationship does not hold. Thus here this relationship is shown in a lighter line. However, companies that use large amounts of employer-oriented working time flexibility, have more HR related problems, both when other factors are taken into account and when they are not. Due to the high number of HR related problems, the company will be in a bad economic situation.

Firstly, to test the relationship between the total number of HR problems and economic situations, we run bi-variate and multi-variate models of the number of HR related problems and economic situation of the company.

Table 3 shows the bi-variate model as well as in the two multi-variate models, where other company characteristics are held constant, these company characteristics including and not including working time flexibility components. The results show that the total number of HR related problems faced in a company has a significant negative impact on the economic situation of the company, when we control for other company characteristics including the use of various working time components.

Table 3. The relationship between the number of problems within a company and its economic situation

	Model
	Economic situation of the company

	
	Coefficients
	

	Total number of problem (bi-variate)
	- 0.130
	***

	Total number of problems + control variables (multi-variate)
	- 0.087
	***

	Total number of problems + control variables + working time flexibility components in the model (multi-variate)
	- 0.084
	***


* represents those significant at the 90% confidence level, **  at the 95%  level, and *** at the 99% level
Two-level multilevel model with country constant variance (significant for all multi-variate models)
The company level variables that were controlled for can be found in section 3 of this chapter.

Next, the question would be if the relationship between working time practices and HR problems will hold even when the economic situation of the company was to be held constant. Thus, would the introduction/use of employee-oriented flexibility be related to less HR problems even in companies in bad economic situations? To prove this we must show that the relationship between working time flexibility practices and the number of HR problem are significant even when economic situations of the company are controlled for.

 Table 4. Working time practices and the total number of HR related problems within a company

	
	
	Total number of problems

	Models
	Variable
	Coefficients
	

	Employee-oriented flex + control variables
	Employee-oriented flex
	- 0.021
	**

	Above model + economic situation
	Employee-oriented flex
	- 0.015
	

	
	Economic situation
	- 0.263
	***

	Above model + employer-oriented flex
	Employee-oriented flex component
	- 0.005
	*

	
	Employer-oriented flex component
	0.109
	***

	
	Economic situation
	- 0.261
	***


* represents those significant at the 90% confidence level, **  at the 95%  level, and *** at the 99% level
Two-level multilevel model with country constant variance (significant for all models)

The company level variables that were controlled for can be found in section 3 of this chapter.
Table 4 shows the regression results that explain the total number of problems within a company when various predictors are included in the model. For each model, the company level control variables mentioned in the previous section 3, were included. If we only include the employee-oriented flexibility along with the other control variables, there is a negative relationship between the use of employee-oriented flexibility with total number of problems in a company. Thus, the more employee-oriented flexibility the company uses, the less number of problems it has concerning HR issues. However, when we control for the economic situation of the company, and the use of employer-oriented flexibility components, the strength of the relationship decreases to be statistically insignificant. To investigate this issue further, we ran different models for companies in different economic situations separately. We found that when the HR manager has perceived the company to be in a bad or very bad, or even good economic situation, the use of employee-oriented flexibility does not decrease the number of problems faced in the company to a statistically significant level, although the negative relationship still exists. 
The results found can be interpreted as, although the use of employee-oriented flexibility decreases the number of problems faced within a company, this is not true when the company also use much employer-oriented flexibility and or are in bad economic conditions. Thus the true driving factor for company performance issues may actually be the use of employer-oriented flexibility.  The use of employer-oriented flexibility, increases the number of problems a company faces even when we control for employee-oriented flexibility and economic situations, in addition to when we do not control for them. Thus, even if the company is in a good or very good economic situation and uses much employee-oriented flexibility, if it also uses much employer-oriented flexibility, the company will face many HR related problems.

	Box 1. The performance outcome of “flexibility for both” component

In chapter 3, our first factor analysis outcome resulted in a three component outcome see Table 2, where we could distinguish flexibility for both, in addition to the employee-oriented and employer-oriented working time components found. For several reasons we have concluded with the two component outcome rather than the three component outcome, see chapter 3 for more detail. However, it was also mentioned that the significance of this third component, flexibility for both, would be if there were to be differences in the performance outcomes of the three different types of component. We have also tested the impact of working time components on company performances, based on the three factor method. The results show that even the flexibility for both component increases the total number of problems faced in the company, even when other company characteristics are taken into account. However, this effect is lower than what is found for employer-oriented working time component.


Country variance in the effect of working time flexibility

The next question in our analysis was whether or not there are country level variances in the effect of the two different working time flexibility components. For this we run a multilevel random slopes regression model that allows for country variance random effects of the use of the two working time components. The results of the analysis show that there is in fact some variance across European countries on the effect of both employee- as well as employer- oriented working time flexibility on the number of problems a company has.

As we see from Figure 3, there are significant country differences between the effects employee-oriented working time flexibility has on the total number of problems a company faces. Although in the European average one can find an insignificant negative relationship, as shown in Table 2, in countries such as UK, France, and Belgium, the negative effect of using employee-oriented flexibility is significantly stronger than that of the European average. Finland, Ireland, and Latvia also show negative relationship between employee-oriented flexibility use and total number of problems, but they were not statistically different from the European average. In Greece, there is a positive effect that is significantly different from the European average. Also in the case of Hungary, Sweden, Portugal, and Poland, one could see a slight positive relationship. In other words, in countries such as Greece and perhaps in Hungary, Sweden, Portugal, and Poland, the use of employee-oriented working time arrangements will increase the total number of problems faced in the companies. 

As for the effect of employer-oriented flexibility components, all countries have the same effect, thus more employer-oriented working time flexibility a company uses, the more problems it would have. This confirms the robustness of the relationship found. In the case of the UK this effect is even stronger and shows a statistically significant difference from the average effect found for Europe. 
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Figure 3. Cross-national variance of the effect of employee-oriented working time flexibility on the number of problems a company faces

Note: Each line represents the relationship found per country. If there were to be no variation, we would find one line in the graph.
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Figure 4. Cross-national variance of the effect of employer-oriented working time flexibility on the number of problems a company faces

Note: Each line represents the relationship found per country. If there were to be no variation, we would find one line in the graph.
On the other hand, there were no country variances in the effects employee- and employer-oriented flexibility on the economic situation of the company. For the specific problem issues, there were no country variances on the effect of the two working time components with the exception of the case of the effect of employer-oriented flexibility use on the probability of having other problems, where there was a slight difference between countries. 

Sector differences in the effect of working time flexibility components

Another aspect analysed was the sector variances in the effect of using one or the other working time flexibility component. Here we test this out by using an interaction term as shown in model (6.2).

As we can see from the analysis result shown in Table 5, the effect of employee-oriented working time flexibility component becomes significant – negative, after including an interaction term with the sectors and employee-oriented flexibility, unlike the model without the interaction term, where it was insignificant. In other words, in sectors such as Manufacturing, Electricity, gas and water supply, Financial intermediation, Health and social work, Mining and quarrying, Real estate, Retail and repair, and transport, the more employee-oriented working time arrangements the company has, the less HR related problem it has. However, this is not necessarily true in sectors such as, Construction, Education, Hotel and restaurants, Other services, and Public administration. In these sectors, there is either no effect or even a positive effect. This means that in these sectors when other things are held constant, including the amount of employer-oriented flexibility the company has, increasing the amount of employee-oriented flexibility does not decrease the number of HR related problems it has, and sometimes even increases the probability of having them. Especially in sectors such as Other services, and somewhat Public administration, and Education, it may be the case that the more employee-oriented flexibility there is, the more problems the company may face. 

Table 5. The variance between sectors in the effect of employee-oriented working time flexibility on the number of HR problems a company faces 

	
	Total number of problems

	Variable
	coefficient
	significance

	Employee-oriented WTFC
	- 0.041
	**

	Employer-oriented WTFC
	0.115
	***

	INTERACTION TERMS with Employee-oriented WTFC
	

	Construction
	0.054
	*

	Education 
	0.080
	*

	Electricity, gas and water supply 
	- 0.009
	

	Financial intermediation 
	0.045
	

	Health and social work
	0.001
	

	Hotel and restaurants
	0.077
	*

	Mining and quarrying
	0.007
	

	Other services
	0.121
	**

	Public administration
	0.084
	**

	Real estate
	0.005
	

	Retail, repair
	0.024
	

	Transport
	0.053
	


* represents those significant at the 90% confidence level, **  at the 95%  level, and *** at the 99% level
Two-level multilevel model with country constant variance (significant for all models) 

The company level variables that were controlled for can be found in section 3 of this chapter.
Table 6. The variance between sectors in the effect of employer-oriented working time flexibility on the number of HR problems a company faces

	
	Total number of problems

	variable
	coefficient
	significance

	
	
	

	Employee-oriented WTFC
	- 0.011
	

	Employer-oriented WTFC
	0.064
	***

	INTERACTION TERMS with Employer-oriented WTFC
	

	Construction
	0.004
	

	Education
	0.043
	

	Electricity, gas and water supply
	- 0.079
	

	Financial intermediation
	0.077
	

	Health and social work
	0.117
	**

	Hotel and restaurants
	0.064
	

	Mining and quarrying
	0.261
	***

	Other services
	0.079
	

	Public administration
	0.090
	***

	Real estate
	0.172
	***

	Retail, repair
	0.078
	***

	Transport
	0.015
	


* represents those significant at the 90% confidence level, **  at the 95%  level, and *** at the 99% level
Two-level multilevel model with country constant variance (significant for all models) 

The company level variables that were controlled for can be found in section 3 of this chapter.
When we add the interaction term of employer-oriented working time flexibility component with sectors, the average size of the effect employer-oriented WTFC decreases to almost half, however, still showing a significant positive effect. In addition, we can find some sectors where the effect of having employer-oriented working time arrangements are much stronger than what one finds for the reference sector in the model, which is the manufacturing sector. These sectors include Health and social work, Mining and quarrying, Public administration, Real estate, and Retail and repair sectors. This is especially true for Mining and quarrying where the size of the effect is four times the effect found in the Manufacturing sector. All in all, we can see that unlike the effect employee-oriented flexibility, the effect employer-oriented flexibility has on the total number of problem the company faces is stable across sectors, and we find a significant positive relationship. 

Skilled and female proportion and the effect of employee-oriented flexibility

Lastly, we examine if the proportion of skilled workers and female workers within the company affects the size of the effect employee-oriented flexibility has on decreasing the number of HR related problems. In both cases, this was not the case and there were no added effect in companies where they employed more skilled workers or female workers.

4-3. Summary 
In this chapter the effect of working time flexibility on performance issues was examined. Here performance outcomes was measured, divided into the direct effect working time practices has on HR related problems, and the indirect effect it can have on the overall economic situation of the company. From the previous studies and theories we have set the hypothesis that the use of employer-oriented working time flexibility will increase HR related problems, thus decreasing productivity and putting companies in bad economic situations. On the other hand, we predicted that the use of employee-oriented working time flexibility will decrease the probability of companies having HR related problems, thus increasing productivity and putting companies in better economic situations. 

The results of the analysis show that indeed the use of employee-oriented working time arrangements is associated to lower chances of the company having various HR related problems, especially related to recruiting and retaining workers. However, it could also increase the chances of having other types of problems, not specified in the survey. For this reason, the use of employee-oriented working time flexibility does not have much influence in decreasing the total number of problems, especially when controlling for the use of employer-oriented flexibility. This is also the case when controlling for the economic situation of the company, thus when the companies are in bad economic situations, the use of employee-oriented flexibility do not decrease the chances of facing HR related problems. It is more likely that companies in better economic situations have more room to take up employee-oriented flexibility, which will decrease the company’s chances of facing several aspects of HR related problem, when the company does not use much employer-oriented flexibility. This will, in turn, place the company in a better economic situation. 

On the other hand, employer-oriented flexibility was associated with having higher chances of having problems in every aspect of the HR problem issues addressed in the survey, as well as having problems in “other issues”. Hence, companies that use employer-oriented flexibility also had more problems than the companies who did not use much employer-oriented flexibility. This relationship was stable even when the use of employee-oriented flexibility, as well as the economic situation was controlled for. In other words, even in companies in ‘good’ or ‘very good’ economic situations, the use of employer-oriented flexibility could be linked to more problems faced within the company. In addition, even the use of employee-oriented flexibility does not help much in decreasing the number of problems, when the company uses much of employer-oriented flexibility. The use of employer-oriented flexibility does not seem to be directly linked to the company’s economic situation. It is more likely that employer-oriented flexibility affects economic situations of the company indirectly through increasing the number of HR related problem, which is strongly related economic situation of the company. 

The cross-national variance of the relationship between the uses of working-time practices with performance was also examined. The results show that there are differences between country in the relationship between the use of employee-oriented working time flexibility and the total number of problems the company faces. In countries such as UK, France, and Belgium, the negative relationship between the two was much stronger. Thus in these countries, the use of employee-oriented flexibility helped in decreasing the number of HR-related problems faced within the company much more than in other countries. Whereas in countries such as Greece, Hungary, Sweden, Portugal, and Poland, the companies that use employee-oriented flexibility are likely to have more number of problems within the company, although this relationship is not always statistically significant. For other countries, the use of employee-oriented working time flexibility either did not make much difference, or were slightly helpful in decreasing the number of problems faced in the company. 

In comparison, there was not much cross-national variance in the direction of the effect of employer-oriented flexibility. Only UK stands out above the other countries, with a much stronger positive effect of using employer-oriented flexibility on the total number of problems. In other words, in the UK the use of employer-oriented flexibility has much more of a negative impact on HR related issues than in other countries included in the survey. Unlike the number of problem the company faces, there were no country variances in the effect of employee-, employer-oriented WTFC on economic situation of the company, nor were there cross-country variances in the effect the WTFC had on specific problem issues faced.

The effect of the use of the two different types of working time practices also showed cross-sectoral differences. Although in the average effect found for the use of employee-oriented flexibility there was a non-significant negative effect on the total number of problems, this was not the case for some sectors. In Manufacturing, Electricity, gas and water supply, Financial intermediation, Health and social work, Mining and quarrying, Real estate, Retail and repair, and the transport sectors, the use of employee-oriented flexibility did significantly decrease the number of HR related problems faced in the company. However, in sectors such as Construction, Hotel and restaurants, Education, Public administration, and Other services, this was not the case. There were no significant relationships found, or in the latter two sectors one could even expect a relationship where the more employee-oriented flexibility the company uses the more problem it faces. 

In the relationship between the use of employer-oriented working time practices with the number of HR problems, we have also found significant cross-sectoral variances. The effect of employer-oriented flexibility in the Manufacturing sector was not as strong as the average effect found for all sectors. This was due to that in sectors such as Retail and repair, Public administration, Health and social work, Real estate, and Mining and quarrying, the relationship was much stronger than the average. In other words, although in the other sectors, the increase of the score of employer-oriented flexibility by 1 will increase the number of problems faced in the company by 0.06, for example, in the Mining and quarrying sector, it will be increased by 0.26, thus having a four times larger effect. 

Lastly, unlike the hypothesis set in the previous studies and in the beginning of the chapter, the proportion of skilled workers or female workers in the company did not increase the power of the effect of the working time practices.

5. Conclusions 

In this chapter, we explored on the topic of various performance outcome employee-, and employer-oriented working time practices can have within the company. The outcomes show that the use of employee-oriented working time flexibility brings less HR related problems, thus bringing better economic situations. However, taking a closer look, we see that this relationship is not true for all problem aspects, not in all economic situations, not for all countries, and not for all sectors. Thus we see much sectoral, country, and as well as company variance in this relationship. On the other hand, employer-oriented flexibility brings more HR related problems, thus bringing worse economic situations for the company. This effect is so strong that the positive effect of the use of employee-oriented flexibility disappears when the company uses much employer-oriented flexibility. After taking a closer look, unlike the case for employee-oriented flexibility, this holds true for all problem aspects, in all economic situations, for all countries, and for all sectors, although the strength of the relationship is stronger is some sectors and for some countries. 

 
There are different implications in using different working time practices that is used to fulfil the needs of employers and for employees. Although working time practices that are provided to respond to the needs of employees may be costly in the beginning periods, they are helpful in tackling various problems, especially in relations to recruitment and retaining workers. This then reduces the number of problems faced in the company, which will then affect the overall economic situation of the company. On the other hand, the working time practices that are for the needs of employers to adapt to business cycles, although they may be helpful in bringing in short-term profits, the use of such arrangements bring about problems in many aspect such as sickness, absenteeism, recruiting, retaining workers, keeping them motivated and other problems. These increases in problems may in the longer-term be damaging to the overall economic performance of the company.
Relating to the works done in the previous chapters, we can draw a vicious and virtuous cycle concerning these relationships. Companies in better economic situations are more likely to use more employee-oriented flexibility, thus bringing less problems, which brings better economic performance, which then puts companies in better economic situations, which puts companies in a position to use more employee-oriented flexibility. On the other hand, companies may use more employer-oriented flexibility to overcome their bad economic situation, which actually will bring on more HR related problems, which will in turn bring bad economic performance, and thus putting companies in bad economic situation. 
To test if the change in the use of working time practices may change the relationship cycle from vicious to virtuous, from virtuous to vicious, the use of working time practices and the number of problem the company is facing was examined separately for different economic situations. It is shown that companies in bad economic situations, the use of employee-oriented working time flexibility does not significantly reduce the number of problems, thus putting doubts on the possibilities of shifts from vicious to virtuous cycles. On the other hand, even in good or very good economic situations, the use of employer-oriented flexibility will increase the number of problems faced in the company, which shows that there can be a shift from virtuous cycle to a vicious cycle through the use of working time practices.
From these results we can conclude that it may not be as easy to say that family-friendly worker-life balance policies always provide good results in regards to HR problem issues. As we have seen this relationship depends on not only the country and sector we are talking about, but also the (economic) situation the company is in as well as what other types of flexibility the company is using. On the other hand, the argument that employer-oriented working time arrangements brings problems concerning HR issues has been proven to be correct and this relationship holds for all countries, all sectors and all companies in various economic situations.

The cross-national and cross-sectoral variance of the relationship found for employee-oriented flexibility and performance outcomes shows us the danger of presenting a general theory that could explain the relationship for all countries, sectors etc. As we have seen there are differences between not only countries, but also sectors, and also certain company circumstances, and sometimes they show opposite results in different settings. Thus, we cannot rely on one all encompassing theory but have to try to grasp the diversity of the relationships that actually exist, and try to understand the reasons behind it.


Relating to this point, there are some issues still not yet tackled in this chapter. Firstly, although we have found that there are cross-national variances in the relationship between the use of the two types of working time flexibility with performance outcomes, we have not yet examined why this is the case. Thus further investigation is needed to find the reason behind this difference between countries. The same holds true for the sectoral differences. We must test various sectoral characteristics to find why in some sectors employee-oriented flexibility practices work, while not in others.  

Secondly, the performance outcome of each specific working time arrangements can also be examined to see if there is a particular arrangement is driving the result. What we have tested here is the performance outcome of the use of a working time component, which grouped similar types of working time arrangements together. However, it may be the case that within the group of arrangements, there may be few arrangements that have stronger effect than others, or it could also be that within the same grouping there are different and maybe opposite effects. Of course the cross-national and cross-sectional effect of this relationships should be examined as well.

Lastly and most importantly, to test the true impacts of the working time practices on performance outcomes, one must examine longitudinal data across time. For more robust results, especially on issues such as the virtuous and vicious cycles addressed here, we must have time dimension in our data. This would allow us to see how the use of arrangements at an earlier time point can result in performance outcomes at a later time point. With cross-sectional data as our data set, the ESWT, such analysis is not possible. For such analyses, one would require a company level panel data that includes information on performance, may it be subjective or objective indicators, as well as the information on the use of various working time flexibility arrangements. However, we do not have such data that is cross-nationally comparable.
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