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ABSTRACT: In the current dynamic 
working environment, the adaptation of 
working hours is an important instrument 
for supporting the work and performance 
of all groups of employees. It also serves as 
an instrument that encourages their identi-
fication with the company. The aim of this 
article is to identify and evaluate the utili-
zation of individual methods of work orga-
nization among selected groups of employ-
ees in Czech companies across the gamut 
of the business sector. The analysed data 
comes from a quantitative questionnaire-
based survey (n=315). The results show that 
in the Czech companies, flexitime is most 

frequent among regular employees (51.7%) 
and graduates up to 30 years old (24.1%). 
A reduced work schedule is most frequently 
used by mothers with children and senior 
citizens (41.3%, 27%) and as part-time 
work among students (41%). The use of 
flexible working hours is an instrument of 
diversity management and builds the com-
pany brand through enlisting the coopera-
tion of different groups of employees.
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1. INTRODUCTION

At present, when not only the Czech Republic is troubled by a high level of 
unemployment (7.93% in April 2014), low work efficiency (Czech Statistical 
Office (CSO) 2014), and constant economic and political change, it is necessary 
for the labour market to react flexibly to these phenomena by searching for and 
applying new solutions. Work rationalization is one way of adapting to constant 
changes in a competitive environment (Galea et al. 2014; Askenazy 2013; Petráš, 
Mikulec 2005), as new forms of employment and organization of working hours 
are continually appearing in Europe (Askenazy 2013). These are characterized 
by flexibility that meets the needs and interests of all participant parties, i.e., 
employers, employees, and the unemployed (Galea et al. 2014; Valentova 2007). 

Trends in the composition of manpower are especially significant in the area of 
the organization of work and working hours. The proportion of women working 
is increasing (CSO 2014), and, due to an ageing population, ‘manpower’ is ageing. 
The number of persons in older age groups is growing as average life expectancy 
increases, and in the area of manpower as the main source of competitiveness, 
this is evident in the increasing average age of employees and the increase in 
the proportion of older workers who are nearing retirement (Eurostat 2014). 
However, this entails significant problems. The problem of reduced employment 
possibilities or unemployment for older persons is currently being discussed 
by the Czech Ministry of Labour and Social Affairs (2014). Bejtkovský (2012) 
states that employment of workers over the age of 50 remains unattractive in 
businesses in the Czech Republic and Slovakia. Employers need to be aware that 
specific work conditions are needed for older workers. For example, it is possible 
to adjust working hours (Askenazy 2013) in a way that is advantageous for both 
the employee (less physical burden) and the company (reduced work schedule 
without redundancy). According to Svobodová (2003), new forms of work 
organization include incorporating training courses that familiarize workers 
with new technical skills and broaden existing skills, limiting overtime and 
multi-shift work, and reducing working hours and work schedules.

The key goal of Strategy Europe 2020 is to have 75% of the population aged 
between 20 and 64 years in work by 2020, with at least 15% of them participating 
in lifelong learning. Instruments to implement the goals of the new strategy 
include modernization of the labour market; increasing labour market flexibility 
and safety; strengthening the strategic framework of cooperation for all subjects 
interested in education, with an emphasis on lifelong learning and flexible 
learning modes connecting diverse education sectors; supporting competencies 
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gained in the course of further education; and strengthening coaction between 
education and labour participation (Europe 2020, 2014). 

The aim of this paper is to identify and evaluate different methods of work 
organization (flexible forms of employment, organization of working hours) 
among selected groups of employees in Czech companies in the various sectors 
of the national economy and to propose recommendations for businesses. 

The first part of the paper presents the theoretical background and a comparison 
of secondary sources. The section ‘Results and Discussion’ presents an analysis 
and synthesis of our survey on the organization of working hours across economic 
sectors in the Czech Republic. This section also includes a comparison of our 
results with results from similar surveys conducted in other countries, and draft 
recommendations.

2. THEORETICAL BACKGROUND 

According to Dvořáková (2012), the organization of working hours has changed 
substantially. At present these changes are caused by a very competitive market, 
the high organizational cost of creating new employment, and adaption to 
workers’ requirements. The manner in which a business handles the adjustment 
of working hours and the way it approaches individual groups of employees on 
this issue can be tools to stimulate employees. If the organization of working 
hours is modified to suit employees and management, employees will be 
more motivated to perform well, thus helping the performance of the whole 
organization (Askenazy 2013; Svobodová 2003). 

According to Valentová (2007), flexible forms of work can be divided into two 
basic groups: flexible forms of employment and flexible forms of organizing 
working hours. 

The best known flexible forms of work are fixed-term contracts, reduced work 
schedules, contract of service, and performance of contract. Other forms are 
temporary employment through an employment agency, teleworking (the 
employee works remotely using the telephone, e-mail, Skype, ICQ, or other 
modern communication media), and home-working (the employee works from 
home).
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Flexible forms of organizing working hours include reducing work hours without 
reducing wages, overtime, unequal scheduling of work hours (compressed 
working week), flexitime and work rotation, job-sharing, temporary interruption 
of career, business scholarships, and purchased leave (employees who require 
extra holiday ‘purchase’ time from the employer and the employee’s salary 
is reduced proportionally – although there is no legal entitlement to this and 
it is dependent on the agreement of both parties). Last, but not least, is the so-
called yearly flexitime (flexitime based on year account) or freelancing (hiring 
specialists for short periods on the basis of a trade license).

Using the different forms of organizing working hours and employment depends 
not only on organizational conditions (company structure, culture, climate, 
etc. (Galea et al. 2014)) but also on the employees (Nemoto 2013). Employees’ 
preferences vary according to age, gender, length of employment, whether the 
employees have family, etc. (Sarioglu 2013). An important aspect of ‘diversity 
management’ is recognising the differences between individual groups of 
employees. Different preferences regarding flexible forms of employment and 
organization of working hours are documented in data from the Organization 
for Economic Cooperation (OECD) (2014) and the CSO (2014).

Today, the labour market position of young people and graduates is a key issue in 
Europe. The Czech Republic began to have problems in this area in 2008, when 
economic stagnation meant a lack of new jobs and the labour market was unable 
to allocate new arrivals. This resulted in increased long-term unemployment 
among young people and, especially, a deteriorating situation for new graduates. 
While in 2008 the level of unemployment among people aged 15-34 three months 
after graduating was 32.1%, in 2009 it was roughly 50% (49.6% in 2009 and 43.9% 
in 2010 (CSO 2014)). 

Meanwhile, the level of employment of older workers (aged 55 to 64 years) is 
increasing despite the financial and economic crisis (OECD 2014, CSO 2014). In 
2011 it reached 47.4% (CSO 2014) in the Czech Republic, showing no interruption 
in its continuous rise since 1998 (36.2%). In 2010, ten EU member states had an 
unemployment level among older people of between 50% and 60% (OECD 2014).

Another significant trend in recent times has been the growing activity and 
employment of women (Sarioglu 2013; OECD 2014; CSO 2014). Like the 
employment of older workers, the number of women in employment has 
increased significantly. Not only are there more women in the labour force but 
they are becoming increasingly involved in entrepreneurship and their incomes 
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are becoming indispensable to households. In 2011 the level of male employment 
in the EU-27 had dropped from 70.9% ten years before to 70.1%, while in the 
same period women’s employment had increased by 4.2% percentage points, 
from 54.3% to 58.5% (OECD 2014; CSO 2014). 

Achieving a work-life balance, however, is currently a source of conflict for women 
(Wattis, James 2013). The more family commitments a woman has, the greater her 
preference for flexitime over other benefits (Galea et al. 2014). An increase in the 
proportion of women of all ages in the labour market is a necessary prerequisite 
for economic growth. To motivate women to work, however, they have to be able 
to achieve both a career and a personal family life (McDowell 2013). 

By analysing the utilization of flexible forms of work, it can be seen that the 
proportion of employees in the EU-27 who work part-time has been growing 
constantly, from 16.2% in 2001 to 19.5% in 2011 (CSO 2014). The Netherlands 
has the largest proportion of part-time workers (49.1% in 2011), followed by the 
United Kingdom, Germany, Sweden, Denmark, and Austria, where over a quarter 
(25% to 27%) of the total employed work part-time. Part-time work is less usual in 
Bulgaria (2.4%) and Slovakia (4.1%) (OECD 2014). 

Part-time work is highly gender-specific. In 2011, 32.1% of employed women in 
the EU-27 worked part-time, but only 9% of men. In the Netherlands 76.7% of 
all employed women work part-time, which is the highest proportion among 
member states (OECD 2014). 

The proportion of employees in the EU-27 on fixed-term contracts dropped to 
13.6% in 2009, but increased to 13.9 % in 2010 and 14.0% in 2011. In Poland 
and Spain more than one in four employees was on a fixed-term contract in 
2011, similar to Portugal (22.2%). In the remaining EU states the proportion of 
employees on a fixed-term contract varied between 18.2% in the Netherlands to 
2.8% in Lithuania and 1.5% in Romania (Eurofound 2011; OECD 2014).

Surveys (Dušková 2005) show that some of the main directions that work 
organization is taking in the present highly competitive environment are:

• Organization of working hours that includes work schedules during the week, 
organization of work shifts and effective work modes and rest during shift time, 
with respect to individual categories of employees, and support for diversity 
management and the building of the company brand that stems from it.
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• Organizing wages according to the amount and class of work and forming the 
correct balance between tangible and intangible work inputs.

• Division of work, cooperation and other rational deployments of manpower in 
accordance with occupation, qualifications and full employment in the course 
of the work shift (Petráš, Mikulec 2005).

• Increasing the qualification of employees and supporting their development.
• Rational organization and servicing of workplaces, ensuring fluent work 

and limiting the emergence of imbalance between production participants; 
implementing health and safety measures and removing adverse environmental 
effects.

• Compilation and distribution of the most productive and most effective work 
methods on the basis of a complete analysis of work activities in space and time 
(Askenazy 2013).

• Standardizing work, based on rational work procedures and economically 
advantageous modes of production.

Based on the theory and existing survey results (e.g., Galea et al. 2014) on the 
organization of working hours in the Czech Republic, the following hypotheses 
(which will be evaluated in the Results chapter) were made. 

• Hypothesis 1 (H1): Businesses in the Czech Republic do not utilize flexible 
forms of employment or organization of work hours.

• Hypothesis 2 (H2): Businesses in the Czech Republic do not utilize flexible 
forms of independent employment for individual groups of employees. 

The following categories of employee are included in the survey: full-time 
employees; parents/mothers with children; graduates and young persons up to 30 
years of age; students and senior citizens.

3. METHODS AND MATERIALS

The theoretical background to the research was based on the analysis of secondary 
sources and papers in the area of Human Resource Management.

Data was collected by conducting a quantitative survey using a questionnaire in 
businesses in different economic sectors of the Czech Republic (according to CZ-
NACE). Two categories of businesses were approached, resulting in a set of 408 
organizations. The two categories were:
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• According to economic sector: 15% from the primary sector, 15% from the 
secondary sector, and 70% from the tertiary sector, reflecting sector size in the 
Czech Republic according to the CSO.

• According to business size, determined by the number of employees: 65% 
from small businesses, 20% from medium businesses, and 15% from large 
businesses, reflecting sector size in the Czech Republic according to the CSO. 

One respondent was approached in each business. The questionnaire was 
completed for the company by a respondent holding a managerial post (who 
had at least one direct subordinate under him/her); e.g., the human resources 
manager or a line manager, the business proprietor, or someone in medium or 
higher management. Questions were focused on organization of working hours 
and specific methods of employment. 

A total of 315 companies participated in the questionnaire, a completion rate of 
88.6%. Company participation breaks down as follows:

• According to economic sector: 19% from the primary sector, 15.5% from the 
secondary, 64.4% from the tertiary

• According to business size determined by the number of employees: 55.9% 
from small businesses, 25.1% from large, 19% from medium. 

The primary data was evaluated using descriptive statistics. Within the frame of 
descriptive statistics the following tools were employed to evaluate the results: 
absolute and relative frequency, correlation analysis, association, and a non-
parametric Pearson Chi-square test (Chi2 test) to test the results. Finally, the level 
of dependence was measured based on Cramer’s V, using a scale according to de 
Vaus (2002). 

The Chi2 test was suitable because statistical conditions complied with the rules of 
its application: no interval with zero frequency and up to 20% confidence intervals 
at a frequency less than five (Hendl 2012; Pecáková 2011). If the calculated p-value 
of the Chi2 test was lower than a significance level of 0.05 (α), the null hypothesis 
was rejected and an alternative hypothesis was accepted instead (Hendl 2012). 
The SPSS 21 statistical programme and MS Excel 2007 were used to evaluate the 
data.
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4. RESULTS 

The survey results show that Czech businesses still focus mainly on regular 
employees, offering them most of the available forms of flexible work. Flexitime 
is provided by more than half of the surveyed businesses (51.7%). Roughly one-
fifth also use a reduced work schedule (20.3%) and utilization of a yearly flexitime 
(21.3%). Working from home for regular employees (23.2%) and employing 
freelance workers (21.6%) are also relatively widespread. The most common form 
of employment for parents and mothers with children is a reduced work schedule 
(41.3%). Flexitime (28.6%) and part-time work (23.5%) are also relatively frequent 
in this group of workers. 

The questionnaire results are shown in Table 1, which contains the relative 
frequency of individual responses, i.e. respondents could choose more than one 
answer.

Table 1. Utilization of flexible working hours in the Czech Republic, in % (H1)

Organization of working 
hours/method of 
employment

Regular 
workers

Parents/
mothers 

with 
children

Graduates 
and young 
persons up 
to 30 years

Students Senior 
citizens

Flexitime 51.7 28.6 24.1 23.8 17.1
Reduced work schedule 20.3 41.3 14.6 29.2 27.0
Part-time work 17.5 23.5 12.4 41.0 23.5
Job sharing 11.7 4.8 4.4 8.9 5.4
Teleworking, 
homeworking 23.2 17.1 9.2 9.2 5.7

Compressed work week 15.6 6.0 6.7 7.6 5.1
Temporary interruption 
of career 17.1 8.9 9.5 9.5 4.8

Business scholarships 7.3 0.6 2.9 9.5 1.0
Purchased leave 14.0 3.2 2.5 2.9 3.2
Yearly flexitime 21.3 7.3 6.7 6.0 4.4
Freelancing 21.6 6.0 9.8 8.9 5.7

Source: Authors’ survey

The questionnaire survey also shows that the number of businesses in the Czech 
Republic that provide flexible working hours for young people up to 30 years of 
age and graduates is relatively low. The most usual category of work for these 
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groups is flexitime. Students especially have the possibility of working part-
time (41% of the surveyed businesses provide this alternative for students) and 
working on a reduced work schedule (almost 30%). Reduced work schedules 
(27%) and part-time work (23.5%) are most frequently available to senior citizens. 
The evaluation of the organization of the different flexible forms of work shows 
that Czech businesses most frequently utilize flexitime, reduced work schedule, 
and part-time work. The remaining forms are not utilized to a broad extent. 

Every European state is moving in the direction of flexible work practices 
(Eurostat 2014). Scandinavian countries, the United Kingdom, and Ireland can 
all be considered ‘flexible’ in approach, while Slovenia, the Czech Republic, and 
Hungary can be considered as very flexible regarding new trends in organizing 
work. Flexitime is common in construction and agriculture and to a significant 
extent in science and research. In the Denmark, Great Britain, Sweden, France, 
and the Netherlands many workers are voluntarily employed on a reduced work 
schedule (in the Netherlands 40% of all those employed, or more precisely 70% 
of employed women) (OECD, 2014). According to the CSO (2014), most people 
(mostly men) working flexibly in the Czech Republic are employed in agriculture 
and services, which our survey confirms.

Significant differences between individual EU member states in the tendency 
to utilize flexible forms of work organization and fixed contracts largely reflect 
practice, supply and demand, assessment of incidental growth or decline, and the 
ease with which employers can take on workers or make them redundant. The 
results show that most organizations in the Czech Republic still do not utilize 
flexible forms of employment and working hours (H1). 

Statistical testing at the significance level α = 0.05 was used to ascertain 
dependence between selected qualitative characteristics (individual forms 
of flexible employment and organization of work hours) utilized in different 
employee categories in the economic sector, size of the organization, and 
proportion of men and women in the organization. If the calculated value of 
the Chi2 test was less than 0.05, the zero hypothesis which speaks of the non-
existence of a characteristic between the selected qualitative variables was denied 
with a 95% probability and an alternative hypothesis was accepted. The results 
are shown in Table 2.
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Table 2: Testing of hypotheses
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Utilization of teleworking/homework for 
regular employees does not depend on the 
economic sector.

0.011 YES 0.169 low

Utilization of teleworking/homework for 
regular employees does not depend on the size 
of the business.

0.006 YES 0.180 low

Utilization of teleworking/homework for 
regular employees does not depend on 
the proportion of men and women in the 
business.

0.011 YES 0.169 low

Utilization of temporary interruption of 
career for regular employees does not depend 
on the size of the business. 

0.001 YES 0.214 moderate

Utilization of a yearly flexitime for regular 
employees does not depend on the economic 
sector.

0.000 YES 0.249 moderate

Utilization of flexitime for parents/mothers 
with children does not depend on the size of 
the business.

0.017 YES 0.161 low

Utilization of reduced work schedule for 
parents/mothers with children does not 
depend on the size of the business.

0.000 YES 0.235 low

Utilization of part-time jobs for parents/
mothers with children does not depend on the 
economic sector.

0.046 YES 0.262 moderate

Utilization of part-time jobs for parents/
mothers with children does not depend on the 
size of the business.

0.000 YES 0.262 moderate

Utilization of teleworking/homework for 
regular employees does not depend on 
the proportion of men and women in the 
business.

0.002 YES 0.196 low
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Utilization of temporary interruption of 
career for parents/mothers with children does 
not depend on the size of the business. 

0.001 YES 0.218 moderate

Utilization of flexitime for graduates and 
young persons up to 30 years of age does not 
depend on the size of the business.

0.036 YES 0.145 low

Utilization of reduced work schedule for 
graduates and young persons up to 30 years 
of age does not depend on the size of the 
business.

0.014 YES 0.165 low

Utilization of part-time jobs for graduates and 
young persons up to 30 years of age does not 
depend on the size of the business.

0.015 YES 0.163 low

Utilization of a compressed working week for 
graduates and young persons up to 30 years of 
age does not depend on the proportion of men 
and women in the business.

0.021 YES 0.157 low

Utilization of temporary interruption of 
career for graduates and young persons up to 
30 years of age does not depend on the size of 
the business. 

0.022 YES 0.156 low

Utilization of freelancing for graduates and 
young persons up to 30 years of age does not 
depend on the economic sector.

0.005 YES 0.183 low

Utilization of flexitime for students does not 
depend on the economic sector. 0.018 YES 0.160 low

Utilization of flexitime for students does not 
depend on the size of the business. 0.019 YES 0.159 low

Utilization of reduced work schedule for 
students does not depend on the size of the 
business.

0.008 YES 0.175 low

Utilization of part-time jobs for students does 
not depend on the size of the business. 0.048 YES 0.139 low

Utilization of freelancing for students does 
not depend on the size of the business. 0.006 YES 0.181 low

Source: Authors’ survey

The test results show that 22 null hypotheses can be denied and that there 
is dependence between the qualitative signs (Table 2). The strength of the 
dependence ranges between 0.139 (low) and 0.262 (moderate). 
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It can therefore be asserted that Czech businesses utilize flexible forms of 
employment primarily for regular employees and women with children and not 
for senior citizens (P2). Given demographic developments in the Czech Republic, 
with emphasis on the growing percentage of persons in the 55+ age category, 
utilization of flexible forms of employment and flexible organization of work for 
senior citizens is crucial and advantageous for both businesses and individuals.

The possibility of balancing work and family, or more precisely private life, can 
be considered an indisputable advantage of flexible work modes for employees. 
This advantage is very meaningful for specific groups of workers, such as women 
caring for children, the disabled, and the elderly, whom it enables to remain 
working. For young people these work modes present the possibility of being 
economically active and building a  professional career while studying. This is 
advantageous when graduates enter the labour market immediately after finishing 
their education; work experience increases competitiveness and improves their 
prospects of finding employment that corresponds with their qualifications. 

Flexible work modes enable employers to adapt to fluctuations in demand. 
Moreover, if flexible work modes are a regular part of the functioning of 
businesses their attractiveness is increased in the eyes of future (and current) 
employees, which leads to a better-quality supply of manpower. A high degree 
of loyalty among workers and their personal identification with the company 
are indisputable advantage for employers and lead to higher employee stability. 
Certain flexible work modes (e.g. home-working) can be a source of economic 
savings in the form of reduced costs. Employers mostly prefer fixed-term 
employment or using employment agency services, so they can hire or fire an 
employee according to the current market situation.

In summary, the organization of work is an important business instrument, a 
self-contained set of reciprocally connected technical-organizational, economic, 
and educational measures that ensure the planned and effective utilization of 
manpower. The aim of work organization is to increase productivity by creating 
a  necessary balance between individual working processes and effective 
utilization of manpower, including continuous elimination of lost working hours, 
in accordance with the research of Askenazy (2013) and Petráš & Mikulec (2005).
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5. DISCUSSION

Previously, reducing work hours brought advantages by reducing employees’ 
wages without making them redundant. For these reasons, the Volkswagen 
manager Peter Hartz suggested a 4-day working week in 1994 (Dušková 2005; 
Svobodová 2003; Hartz 2003). 

As the world transits to a knowledge-based society, creative ideas and innovation 
based on knowledge and education are a source of new jobs and represent an 
increase in living standards. The character of the labour market is influenced by 
the following changes (Brožová 2003; Eurofound 2011):

• growth of employment in services 
• growth of the strategic significance of human capital, 
• risk, uncertainty, and change (connected to integration and globalization) are 

becoming the rule in the new competitive labour market environment 
• the flexibility of labour markets is connected to instability and new forms of 

communication and information technology
• creativity, learning, and adaptation, and the ability to transform knowledge 

into technical and technological innovation present a competitive advantage 
• the number of well-paid jobs based on knowledge will grow faster than low-

paid and low-qualified jobs
• there is pressure on the labour market to liberalize and deregulate.

Competitiveness and sustainability are major goals of the EU, to be met by 
building economic dynamism and social cohesion. The Lisbon Strategy promised 
to create more and better jobs and is endeavouring to bring about intelligent and 
sustainable growth by 2020. The basis of this idea is ensuring the quality of work 
and employment. It is thus necessary to focus on improving the adaptability of 
workers and companies and on the formation of sustainable work procedures and 
environments. Great importance is placed on improving human capital through 
training and skills development and on implementing social and environmental 
policies.

In recent years the accession of new member states to the EU has significantly 
increased the number of workers. The level of employment among men has 
maintained itself, albeit with slight fluctuations, at a level of approximately 75%, 
while the level of employment among women is constantly increasing (by 13% 
between 1990 and 2010). Rising employment can also be observed among older 
workers aged 50 – 64 years, from approximately 49% in 2000 to more than 56% 



112

Economic Annals, Volume LXI, No. 211 / October – December 2016

in 2010 (CSO 2014). It is therefore likely that in the future there will be greater 
utilization of flexible work modes by these categories of employee.

Businesses operating in the Czech market should recognize the specific needs of 
individual groups of employees in their long-term personnel policies and focus 
on the practical application of flexible methods of organizing working hours so 
as to fully utilize the manpower of the part of the population that cannot become 
fully involved in the work process for objective reasons (study, childcare, health 
reasons). This personnel policy will become ever more important in building 
company brands and will lead to increasing worker loyalty. 

The structure of Czech society has changed significantly in the past two decades. 
The number of single-parent families, where one person is responsible for both 
childcare and income, is rising. Marriage is declining and more children are 
born to single parents. In 2001, 76.5% of children were born to married women; 
in 2011 it was a mere 58.2% (European Commision 2012). Therefore mothers 
are increasingly trying to balance family obligations with a professional career 
and their needs are changing. For parents and mothers with children, the 
establishment of daycare centres for children of pre-school age in the workplace 
is a very convenient tool for increasing employment. Establishing nursery schools 
and crèches at the workplace contributes to employees’ psychological stability and 
focus and thus enables them to perform better. The positive gains for businesses 
are an increase in workers’ motivation and employee stability.

The UK Trade Union Congress carried out research that showed that despite the 
economic crisis, the number of men working from home grew from 2,419,000 in 
2007 to 2,639,000 in 2012, and the number of women from 1,174,000 in 2002 to 
1,424,000 in 2007. It also showed that it is women that primarily work from home 
(TUC 2013). It follows that organizations in the Czech Republic should also focus 
on greater use of job flexibility, as interest in this way of working is growing and 
is viewed as a prized employee benefit.

About 60% of workers in the EU-27 believe that they can carry on working at 
age 60. This proportion has grown since 2000 from 57% to 59% (Eurofound 
2011). Companies should consider the nature of their employees’ work, as there 
is a significant difference between physically demanding work and creative and 
intellectually demanding or managerial work, as the second group reaches its 
creative peak far later (Koubek 2013). It would therefore be apposite for businesses 
to focus on age diversity in work teams and to build continuity of knowledge not 
only in individual positions but also in different employee age categories. 
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The average length of study is increasing in the EU and so the age when young 
people commence employment is also increasing (OECD 2013). Therefore it is 
necessary to adapt work modes so that this social group can balance studying 
and employment. 

The average duration of the working week in Europe is decreasing: in ES12 it 
shortened from 40.5 hours in 1991 to 36.4 hours in 2010 and to 37.5 in the EU-
27 (Eurofound 2011). This trend can also be observed in the Czech Republic: the 
time worked per single worker was reduced by 1.5% in 2011–2013 from 41.1 hours 
to 40.5 hours per week. The proportion of workers in part-time work grew by a 
quarter. The number of those working on fixed-term contracts also increased 
during this period. A negative phenomenon can also be observed in the growth 
of certain ‘grey’ forms of employment that companies use to minimize employee 
costs. This involves, for instance, chaining of service contracts or long-term 
employment based on multiple single activity contract (CSO 2013). This could 
leave certain population groups in a fundamentally insecure situation with 
negative social impacts. Here part of the responsibility belongs to the state, which 
should effect a compromise and use appropriate measures to find a consensus 
between itself and the commercial sphere. In the long term, restrictions on 
business lead to a deterioration of the economic and social situation.

6. CONCLUSION

The current trend of utilizing flexible forms of employment and organization 
of working hours is taking place in many countires, and not just in Czech 
businesses. Our research found that in Czech businesses executives primarily 
apply this flexibility to regular employees (51.7%) as a stimulatory tool and to the 
category of mothers with children (28.6%). In this way these groups of employees 
can utilize their working potential to the benefit of the business. Current trends 
show that businesses are interested in utilizing home-working, and a dependence 
on the economic sector (p=0.011; Cramer’s V=0.169, low dependence), size of the 
organization (p=0.006; Cramer’s V=0.180, low dependence), and proportion of 
women and men employed (p=0.011; Cramer’s V=0.169, low dependence) was 
proved. It is mostly small businesses that apply this approach (51%), operating 
in the tertiary sector (37%), where an equal number of men and women are 
employed. The strongest dependence found was between utilization of part-time 
work for parents/mothers with children and the size of the business (p=0.000; 
Cramer’s V=0.262, moderate dependence). This concerns mostly small businesses 
(42.3%), where it tends to be easier – due to multitiple tasks being done by one 
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person – to manage job descriptions whilst meeting parental obligations. It is, 
however, striking that flexible forms of working are still not being utilized for the 
category of employees aged 55+. Businesses should take account of demographic 
developments and the number of employees in the 55+ category who work 
for them, and rationally organize their working hours so as to use their work 
potential effectively. 

The theoretical contribution of this paper is to present new trends in the 
organization of working hours and to emphasize their importance. Its practical 
contribution is to show the situation regarding the organization of working hours 
in the Czech Republic. Flexible forms of employment and flexible organization of 
working hours are currently a global practice in all types of businesses, according 
to sector size and business activity, and concern all categories of employee, i.e. 
regular employees, parents, mothers with children, graduates, students, and senior 
citizens. The practice in the Czech Republic reflects the current labour market 
situation and focuses on specific groups of employees. Part of the responsibility 
for the social effects, however, lies with the state. Future research will study the 
situation in Slovakia, which shares a common economic reality with the Czech 
Republic, and will compare the situation in this area in the two countries. 

REFERENCES

Askenazy, P. (2013). Working time regulation in France from 1996 to 2012. Cambridge Journal of 
Economics, 37 (2), pp. 323-347. DOI: 10.1093/cje/bes084.

Bejtkovský, J. (2012). Age management and its position in the Czech and Slovak organizations. 
18th IBIMA Conference on Innovation and Sustainable Competitive Advantage: From Regional 
Development to World Economies, Istanbul, 4, pp. 2212-2220.

Brožová, D. (2003). Social Context of the Labor Market. (in Czech) Prague, CZ: SLON. 

Czech Statistical Office (2014). Labor market and education. Retrieved from http://www.czso.cz/
csu/tz.nsf/i/vyznam_vzdelani_pro_trh_prace_v_cr_analyza/$File/analyza_vzdelani.pdf 

Czech Statistical Office (2013). Official web sites. Retrieved from http://www.czso.cz/
csu/2012edicniplan.nsf/t/6A002ECDC9/$File/400712a4.pdf

De Vaus, D. (2002). Surveys in Social Research. London, UK: Taylor and Francis.



THE ORGANIZATION OF WORKING HOURS IN CZECH BUSINESSES

115

Dvořáková, Z. (2012). Human Resource Management. (in Czech) Prague, CZ: C. H. Beck. 

Dušková, L. (2005). Trends in the organization of working time –New trends in a corporate 
management. (in Czech) The Proceedings of International Scientific Conference, Košické Hámne, 
Slovak Republic, pp. 51 – 55.

Eurofound (2011). Eurofound – official web sites. Retrieved from http://www.eurofound.europa.
eu/publications/htmlfiles/ef1074_cs.htm

Europe 2020 (2014). A strategy for smart, sustainable and inclusive growth. Retrieved from: 
http://ec.europa.eu/eu2020/pdf/COMPLET%20EN%20BARROSO%20%20%20007%20-%20
Europe%202020%20-%20EN%20version.pdf 

European Commission (2012). Employment statistics. Retrieved from http://epp.eurostat.
ec.europa.eu/statistics_explained/index.php/Employment_statistics/cs 

Eurostat (2014). Employment statistics. Retrieved from: http://epp.eurostat.ec.europa.eu/
statistics_explained/index.php/Employment_statistics/cs 

Galea, C., Houkes, I. & De Rijk, A. (2014). An insider’s point of view: how a system of flexible 
working hours helps employees to strike a proper balance between work and personal life. 
The International Journal of Human Resource Management, 25 (8), pp. 1090-1111. DOI: 
10.1080/09585192.2013.816862.

Hartz, P. (2003). Job Revolution: new trends in the organization of work hours. Prague, CZ: 
Management Press.

Hendl, J. (2012). Overview of statistical methods for data processing. (in Czech) Prague, CZ: Portal.

Koubek, J. (2013). The Age Structure of Labour and the Value of Human Capital (in Czech). Social 
& Economic Revue, 11 (3).

McDowell, L. M. (2013). Skills and Labour Market Change. Retrieved from: http://www.nelep.
co.uk/media/2624/linda-mcdowell-skills.pdf 

Ministry of Labour and Social Affairs (2014). Official web sites. Retrieved from: http://www.mpsv.
cz/cs/ 

Nemoto, K. (2013). Long Working Hours and the Corporate Gender Divide in Japan. Gender work 
and organization. 20 (5), pp. 512-527. DOI: 10.1111/j.1468-0432.2012.00599.x

OECD (2014). Official web sites. Retrieved from: http://www.oecd.org/statistics/ 

OECD (2013). Education at a Glance 2013: OECD Indicators. Retrieved from http://dx.doi.
org/10.1787/eag-2013-en

Pecáková I. (2011). Statistics in field surveys. (in Czech) Prague, CZ: Professional Publishing.



116

Economic Annals, Volume LXI, No. 211 / October – December 2016

Petráš, J., Mikulec, L. (2005). The role of personnel management in the provision of corporate 
innovation processes. (in Slovak) Trenčín, SK: Trencan University of A. Dubček.

Sarioglu, E. (2013). Gendering the Organization of Home-based Work in Turkey: Classical versus 
Familial Patriarchy. Gender work and Organization, 20 (5), pp. 479-497. DOI: 10.1111/j.1468-
0432.2012.00597.x.

Svobodová, L. (2003). The impact of new forms of work organization on work conditions and 
welfare. Prague, CZ: VÚBP.

Trade Union Congress (2013). Home-working on the increase despite the recession. Retrieved from 
http://www.tuc.org.uk/workplace/tuc-22217-f0.cfm

Valentová, K. (2007). Flexible forms of employment and working time organization. (in Czech) 
Retrieved from http://pravniradce.ihned.cz/c1-20974840-flexibilni-formy-zamestnavani-a-
organizace-pracovni-doby

Wattis, L. & James, L. (2013). Exploring order and disorder: Womeń s experience balancing work and 
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