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Abstract

resumen

Mismatches between the number of hours people actually work and the hours they would prefer to work are
common, and they have important consequences for individual, family and organizational life. This study contributes to prior research examining how the quality of work
is affected by the economic crisis. Using data from the
Spanish Labor Force Survey from 2005 to 2014, it tests
three possible competing predictions for trends in working hour mismatches during the economic downturn. The
study reveals that the level of mismatches has increased
significantly with the economic recession due to the growing number of people who would wish to work more hours
than they actually do. Findings show that the increase in
hour mismatches has been particularly striking among
workers employed under fixed term contracts, part-time
contracts, those in low-status occupations and women.
The economic crisis has widened the gap between highand low-status workers over the last decade.
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Los desajustes entre el número de horas que la gente
trabaja y el que desearía trabajar son frecuentes y tienen importantes consecuencias para la vida individual,
familiar y organizativa. Este trabajo contribuye a la investigación sobre los efectos de la crisis económica en
la calidad del trabajo. A partir de datos de la Encuesta
Española de Población Activa (LFS) entre 2005 y 2014,
este estudio testa tres escenarios alternativos sobre las
tendencias de los desajustes en las horas de trabajo
en tiempos de crisis. El estudio revela que el nivel de
desajustes ha crecido significativamente con la recesión económica, debido al aumento de personas que
desean trabajar más horas de las que trabajan. Los
resultados muestran que este aumento ha sido particularmente llamativo entre los trabajadores con contratos
temporales, a tiempo parcial, en ocupaciones de bajo
estatus y mujeres. Como resultado, la crisis económica
ha acelerado la brecha entre trabajadores de alto y bajo
estatus en la última década significativamente.
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Introduction
Researchers and politicians long assumed that
hour mismatches were fairly infrequent. It was only
in the early 1990s, when Schor (1991) published her
seminal work The Overworked American, that researchers began to look at the mismatches between
people’s actual and preferred working hours.
Hour mismatches are caused by social, political
and economic forces (Reynolds 2004; Reynolds and
Aletraris 2006), and have important consequences.
On the one hand, employees who feel overworked
are more likely to feel angry and resentful at work
and to experience health problems (Galinsky, Kim
and Bond 2001), as well as to face work-family conflicts (Jacobs and Gerson 2000; 2004). On the other
hand, those who work shorter hours than they might
wish are more likely to feel depressed and suffer from
low self-esteem (Dooley, Prause and Ham-Rowbottom 2000). Hour mismatches are also linked to lower
levels of organizational performance (Roehling, Roehling and Moen, 2001) and may lead to work behaviors that impair productivity, including absenteeism,
lateness, use of sick-time and other forms of shirking (Clark 2001, Holtom, Tidd and Lee 2002). Understanding how mismatches occur and how they can
be solved is, therefore, a crucial task for individual,
family and organizational life.
The prior literature refers mostly to periods of economic growth, but there has been little research into
the effects of recession on working time mismatches
(Bell and Blanchflower 2011; Bluestone and Rose
1998). This study contributes to existing research
about the ways in which the quality of work has
been affected by the economic crisis. The existing
research has addressed changes in the intensity of
work, job security, job control and skill development
(Gallie 2013). Here, I examine hour mismatches in
Spain between 2005 and 2014. I begin by asking
how the level of hour mismatches has changed over
time and how such mismatches are produced. I then
test three possible competing predictions for trends
in hour mismatches during the recessive economic
cycle. The first, the Decreasing mismatches scenario, posits that the selective elimination of low-status
jobs in periods of economic crisis will drive reductions in the level of hour mismatches. The second,
the Increasing mismatches scenario, anticipates that
workers will want more hours than they usually work
during recessions to tide them over during the ups
and downs in the labor market. Third, the Increasing
divide scenario suggests that inequalities between
different strata of the labor force will intensify during
economic downturns.
The scenarios are tested using individual data
from the Spanish Labor Force Survey (LFS) from
2005 to 2014. The survey includes specific questions about preferred, actual and contracted monthly
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working hours. Specifically, people were asked how
many hours per week they were expected to work according to their contracts and how many hours they
actually worked at their principal job. They were also
asked if they would be willing to work more hours.
In addition, the survey includes relevant information
about labor conditions and individual attributes. The
empirical part of this paper is organized in two main
blocks. The first explores trends in the level of working hour mismatches, its origin and its profile. Multivariate analyses are then performed to test to what
extent observed patterns are explained by a broad
range of individual and labor market settings.
The findings reveal that mismatches increased
significantly between 2005 and 2014, especially in
recession years. This increase was mainly due to
the increase in the number of people wanting to work
more hours, while the number of people desiring
fewer hours has fallen over time. Also, as predicted
by the Increasing divide scenario, mismatches have
grown particularly fast among fixed-term, low-status
occupations, part-time workers and women. Consequently, inequality between high- and low-status
workers had increased by the end of the period. The
paper ends with a discussion of the implications of
this study for scholarly research, and for organizational, individual and family life.

Hour mismatches in the literature
Overwork occurs when workers’ desired hours of
labor supply are exceeded by hours of labor demanded at their current pay rate. Conversely, underwork
affects those who want to work more hours than they
actually do. Both of them have different but important
consequences for individuals (Reynolds and Aletraris
2006). In the first place, undesired working hours
have consequences for organizational performance.
On the one hand, the literature highlights that people
working fewer hours than they want to display a lack
of affective commitment (Van Emmerik and Sanders 2005; Roehling, Roehling and Moen 2001) and
satisfaction (Clark 2001). In contrast, feeling overworked impairs workers’ performance, raises stress
levels and increases the risk of injury (Dembe et al.
2005). Second, time mismatches affect the work/
family balance. Too much time at work can undermine personal and family welfare, whereas too little
time can endanger economic security and depress
living standards (Jacobs and Gerson 2004). Meanwhile, underwork has been found to be associated
with gender inequality. Gender differences in hours of
paid work translate into gender differences in experience, earnings and promotion opportunities (Budig
and England 2001). Finally, time mismatches have
important consequences for personal well-being.
In this regard, researchers have found that people
working shorter hours than they would like are prone
to lower self-esteem (Prause and Dooley 1997),
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while those working longer hours than they wish tend
to suffer from psychological and physical problems
(Galingsky et al. 2001).
Due to the significant impact that working hours
have on individual, family and organizational life, it is
crucial to understand how working hour mismatches
originate and how they can be solved. From a microlevel perspective, research has revealed that the desire for fewer or more hours of work changes over
a person’s lifetime. Studies show that middle-aged
workers are the most likely to want shorter hours
(Jacobs and Gerson 2000; Stewart and Swaffield
1997). On the one hand, this is because the middleaged are those who spend the most time at work,
even when all workers have similar preferences. Importantly, middle-aged workers are also more likely
to experience conflict between work and family roles
(Jacobs and Gerson 2001). Family responsibilities
tend to reduce the desire and capacity to work more
hours, making dual-earner couples and single parent
families the groups most likely to feel the squeeze
between the demands and rewards of family life
(Jacobs and Gerson 2001; 2004). This is particularly
so among women, as they continue to do a larger
share of household chores (Coltrane 2000).
From a different perspective, literature in the
field of economics has attributed hour mismatches
to market failures (Altman 2001; Sousa-Poza and
Henneberger 2002). The well-established model
of labor supply assumes that individuals are able
to choose any number of working hours. This does
not mean that workers have a free choice of hours
with their current employer, but rather that there is
a feasible set of jobs for them that provide a free
choice of hours (Steward and Swaffield 1997). However, prior research has found that these models are
not applicable to all employees (Machin et al. 2003),
and has underscored the role of labor market constraints in creating mismatches between individual
preferences and behaviors (Steward and Swaffield
1997; 2008).

Hour mismatches
Hypotheses

in recession periods.

Hour mismatches may be related to the business cycle. Despite extensive research on hour
mismatches in growth periods, however, the impact
of recession on the phenomenon has been largely
ignored. Recent research has explored changes in
the skill structure of the workforce, the control that
employees can exercise over their work, the intensity of work, job security and work-family conflict
(Gallie 2013).1 I build here on prior research and
examine changes in the quality of work focusing
on workers ability/inability to choose their preferred
working hours and the consequences for personal
and family well-being.
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The existing literature makes different predictions
about the way that the quality of work might be affected by economic crisis. The most optimistic voices
contend that recession may have a positive impact
on work quality. This claim draws on Schumpeter’s
ideas (Schumpeter 1970), which posited that economic crisis contributes to the eradication of low-status jobs. There are two reasons for this assertion. On
the one hand, employers have incentives to benefit
highly skilled employees during economic downturns
because they have invested more in their skill development and they are more difficult to replace. On the
other hand, scholars examining past recessions have
found that less skilled employees and those in technologically less sophisticated sectors have tended to
be disproportionately vulnerable to unemployment
(Gershuny and Marsh 1993; Gallie et al. 1998). To
the extent that workers in high-status jobs are less
willing to experience hour mismatches (Clarkberg
and Moen 2001), this selective reduction of workers
in low-status occupations will cause a progressive
drop in the general level of hour mismatches. I refer
to this as the Decreasing Mismatches Scenario (S1).
Pessimistic voices, on the contrary, contend that
economic crises tend to undermine work quality. In
times of recession and rising unemployment, both
the fear of redundancy and high levels of unemployment undermine workers’ ability to resist management initiatives. As a consequence, employers are
enabled to offer working hours that do not match
employees’ preferences. Indeed, in some economic
contexts cutting the number of working hours has
traditionally been the first response of business to
recession, before they move to temporary or permanent lay-offs (Rones 1981).2-3 Furthermore, average
overtime has historically fallen in recessions (Hetrick
2000). Altogether, cuts in working hours, lay-offs and
increasing vulnerability in economic downturns may
result in workers wanting to work more hours than
usual so that they can ride out market fluctuations
(Bell and Blanchflower 2011). I define this trend as
the Increasing mismatches scenario (S2).
Recent research, which has its beginnings in the
early 1990s, builds on the last two approaches to argue that economic crisis may accelerate the process
of labor market polarization (Kalleberg 2011). Earlier
theories of labor market segmentation highlighted the
gap existing between employees in a primary labor
market who benefited from multiple advantages in
terms of employment conditions and those in a secondary labor market who suffered from cumulative
disadvantages (Doeringer and Piore 1971; Kalleberg
et al. 1981). Later, in the early 1990s, researchers noticed a continued and increasing differentiation in the
quality of work between high-status and low-status
occupations (Kalleberg 2011; Kalleberg, Reskin and
Hudson 2000). This gap is presumably wider in economic recessions because workers in low-status occu-
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pations are a first-choice option for dismissals, making
them particularly vulnerable. Consequently, low-status
workers will be more likely to want to work longer hours
than their relatively more secure higher-status peers in
an attempt to both earn more money and to hold onto
their jobs (Bluestone and Rose 1997; 1998). In other
words, inequality between high- and low-status workers will increase in recession periods, resulting in what
I call the Increasing divide scenario (S3).
I test these alternative scenarios through the study
of hour mismatches in Spain from 2004 to 2015. Building on previous literature, I analyze the determinants
of hour mismatches over time and how they vary according to workers occupational groups, type of contract, hours worked and gender. These dimensions
are designed to capture the main differences between
high- and low-status workers. On the one hand, managerial and professional workers enjoy higher levels
of stability and job security than workers in low-status
occupations (Shaumann 2006; Filer 1990). Moreover,
high-status occupations pay higher salaries, which
help to combine work and the burden of family responsibilities (Pettit and Hook 2010). In contrast, workers in
low-status occupations are more likely to have lower
pay, less job security, part-time schedules and temporary employment, which make them particularly vulnerable to market fluctuations (Kalleberg, Reskin and
Hudson 2000). Finally, it seems reasonable to expect
different supply-side responses to recession between
the sexes due to gender differences in the distribution
of household chores and family responsibilities.

Data
I analyze data from the Spanish Labor Force Survey (LFS) from 2005 to 2014. The Spanish Labor
Force Survey (LFS) is a rolling quarterly survey of
families carried out by the Spanish National Institute
of Statistics (INE in the Spanish acronym). Its main
objective is to obtain data on the population in relation to the labor market, working people, the unemployed and economically inactive people. It also
includes detailed information about the ideal number
of working hours, making it suitable as a data source
for the purposes of this paper.

The dependent variable. Measuring time

2. Actual working hours: How many hours do you
normally work each week?
Please, do
not take lunch time into consideration.
3. Preferred working hours:
3a. Would you be willing to work more hours
than you currently do?
3b. Would you be willing to work fewer hours
than you currently do, bearing in mind
that your earnings would be lower depending on how many hours you work?
These questions are a useful measure of mismatches because they allow respondents to evaluate their present situation and report their actual
preferences rather than their likely preferences in a
hypothetical situation. Based on these questions, I
define three dependent variables. First, the variable
hour mismatches scores 1 when respondents want
to work a different amount of hours and 0 otherwise.
I then split the sample to distinguish people who
feel underworked from those who feel overworked.
Specifically, I define the variable More Hours, which
scores 1 for those who want to spend more time in
paid work and 0 otherwise, and the variable Fewer
Hours, which scores 1 for those who want to spend
less time in paid work and 0 otherwise. Following
prior research, the study focuses only on employees.
Self-employed respondents are excluded because,
by definition, they have greater freedom to determine
their labor supply. Also, I exclude personnel from the
armed forces and those employed in agriculture, as
they do not face the same constraints as other employees (Böheim and Taylor 2004).

Independent variables
The variable Fixed-term contract distinguishes between those employed under a permanent contract
and those who are not. The distribution of temporary
and permanent jobs is not the same across industries. For example, temporary employment is particularly high in the construction industry in Spain (about
60% of temporary employment, plus a significant
presence of self-employed workers). This amount,
however, is much lower in, for example, the manufacturing industry (around 20%) or financial services.
In order to capture employees’ insecurity in different
industries I control for the sector of activity.

The LFS includes three different questions regarding working hours, which have been formulated in
exactly the same terms throughout the period from
2005 to 2014, thus enabling comparison. The answers to these questions provide exact information
about contractual hours, actual working hours and
preferred hours of work:4

Occupations are grouped into five main categories,
namely managers and professionals; technicians; nonmanual skilled workers; manual skilled workers and
unskilled workers. This makes it possible to control for
differences between occupations, such as security levels, salaries, work and family facilities, and so on.

1. Contracted working hours: What are/were
your total agreed or contracted hours each
week? Please, do not take lunch time into
consideration.

The variable Number of working hours specified
in contract is designed to control for variations in the
continuum of working hours. I also use this variable to
create a measure for full-time workers (those working
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more than 35 hours per week) and part-time workers
(those working less than 35 hours per week). In addition
to contracted hours, I include two variables to capture
the effect of both paid and unpaid Overtime. This differentiation is crucial, as the number of unpaid overtime
hours has soared in recent years in Spain. According to
LFS data, about 52% of overtime hours were unpaid in
2010. This data is 14 percentage points higher than in
2008, immediately after the crisis started. The analysis
also includes measures for having a Second Job and
working for the Public Sector. Finally, year dummies are
included to control for variations across years.
Finally, drawing on previous literature, the analyses include controls for variations in working hour
mismatches due to sex (1 if male, 0 if female), age,
age squared and civil status, in line with previous research. Also, I include a measure for immigrant status, as most of the immigrants in Spain are economic
migrants and constitute a vulnerable collective of
workers (Castro and Rosero-Bixby 2011).

Table 1.
Means and standard deviations of variables for full
sample. Average 2004-2015
Mean

SD

0.27

0.44

Managers and professionals

0.18

0.38

Technicians

0.12

0.33

Non-manual skilled workers

0.11

0.31

Manual skilled workers

0.32

0.46

Unskilled workers

0.24

0.42

Number of contracted hours

36.29

8.36

Overtime (paid hours)

4.79

6.69

Overtime (unpaid hours)

3.72

6.17

Public sector

0.23

0.42

Second job

0.02

0.15

Male

0.54

0.49

Age

38.35

11.28

Single

0.35

0.49

Married

0.57

0.49

Divorced, widowed,
separated

0.07

0.26

0.07

0.25

Work-related characteristics
Fixed-term contract
Occupational group:

Individual characteristics

Civil Status:

Immigrant
N (2005-2014)

491,192
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Methods
The primary goal of this article is to explore how
the probability of hour mismatches at work varies over
time according to the type of worker. Logistic regression is normally used to model dichotomous outcome
variables. However, coefficients in binary regression
models are often confounded with residual variation (unobserved heterogeneity) (Allison 1999; Williams 2009; Mood 2009). Unobserved heterogeneity
refers to the variation in the dependent variable that
is caused by unobserved variables. Serious biases
could occur due, for example, to changes in the composition of the labor market in the recession years.
To address this critical issue, I used heterogeneous
choice models that allowed me to control for this potential source of heterogeneity5 (Williams 2009; 2010).
In a first step, I regress the dependent variables including the set of variables specified in the previous
sections. In a second step, I split the sample and fit
models separately by the most relevant dimensions.
Concretely, I run separate regressions for people with
fixed-term contract, permanent contract, full-time employment, part-time employment, managers and professionals, technicians, non-manual skilled workers,
manual skilled workers, unskilled workers, women
and men. This allows assessing to what extent different groups of workers behave differently during the
recession years. Additionally, as suggested by Mood
(2009),6 I calculated marginal effects to interpret the
substantive effects of coefficients. All regressions are
estimated using the following specification:

where the numerator is the choice equation that
models the effect of a series of variables on the outcome and the denominator is the variance equation
that models the effect of a series of variables on the
variance in outcomes. To be more specific, the x values are the explanatory variables, including the individual and occupation-related measures defined
above. The z values define groups with different error
variances in the underlying latent variable, which are
occupational category and year in this study. β and γ
are vectors of coefficients and σ is the variance.

The level and origin of working hour
mismatches. Descriptive overview
The first step in the analyses is to explore how the
level of mismatches developed from 2005 to 2014.
The solid line in Figure 1 below shows the percentage of workers who would like to change their working hours. Although figure was 18% in 2005 but had
dropped to 15% in 2008, the percentage of dissatisfied people rose sharply right after the economic crisis broke, climbing to a maximum of 21% in 2013.
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The long-dashed and short-dashed lines correspond to people feeling overworked and underworked, respectively. In line with prior research (Bluestone and Rose 1997; 1998), there are more people
who would prefer to work more hours after 2007. At
the same time, the number of people wanting fewer
hours decreases gradually until reaching 4% or so
by the end of the observation period. To sum up, the
breakdown of hour mismatches shows an increase in
workers demanding longer working hours coinciding
with the start of economic recession.
Figure 1.
Working hour mismatches from 2005 to 2014

data suggest that employees wished to work more
hours than they did before the crisis and not simply to
return to their previous level of working hours. Thus,
the data are in line with research claiming that workers seek to accumulate hours of works in recession
periods, probably in an attempt to both earn more
money and to hold onto their jobs (Bluestone and
Rose 1997; 1998),
Finally, I examined matches and mismatches by
contract type, full-time/part-time work, occupational
group and gender. Table 3 focuses on 4 points in
time, namely 2005, 2008, 2011 and 2014. The last
column in the table shows the net difference between
the last and the first year of the observation window.
First, the amount of people wanting the same hours
is fairly stable among the most privileged workers.
For workers employed under permanent contracts,
the difference between 2005 and 2014 (last column)
is virtually nil. The variation is also very low for managers and professionals, technicians and non-manual skilled workers, ranging from 1 to 3 percent points.
However, the percentage points of workers wanting
a different number of hours increases by 11 among
temporary workers employed under fixed-term contracts and 7.6 points among unskilled workers. More
specifically, about a third of temporary workers said
they would like to work more hours than they did in
2014, almost 15 percent points more than in 2005.

In a second step, I explore how mismatches are
originated. Table 2 shows the average yearly level
of preferred working hours, contracted hours, total
hours of work and both paid and unpaid overtime.
The last column shows the total change between
2014 and 2005. As can be observed, increases in
the level of mismatches coincide with decreases in
the total number of contract hours (-1.6) and total
hours of work (-1.8). Interestingly, the reduction in
paid overtime coincides with the increase in unpaid
overtime (-1.2 and 1.2, respectively). At the same
time, there is a substantial increase in the number of
desired hours of work. On average, workers in 2014
wanted to work 2.2 more hours than in 2005. These

While no variations were found in the amount of
people wanting more hours between 2004 and 2015,
a dramatic increase (almost 25 percentage points) of
workers desiring more hours among those employed
under part-time contracts can be observed. Similarly,
the figure is eleven points higher among unskilled
workers than in 2005, followed by skilled manual
workers (9.1 points). Finally, the data show that women are more likely to seek more hours of work than
men, and this difference was higher in 2014 than it
was in 2005. All in all, the observed trends are clearly
in line with the Increasing divide scenario. The multivariate analysis described in the next section delves
deeper into this question.

Table 2.
Preferred and actual hours of work. 2005-2014
2005

2006

2007

2008

2009

2010

2011

2012

2013

2014

Desired

36.9

37.0

37.1

38.0

39.0

39.0

38.9

39.6

39.5

39.2

2.2

***

Contracted

36.9

36.8

36.8

36.7

36.5

36.3

36.0

35.8

35.5

35.3

-1.6

***

Total

37.8

37.8

37.7

37.6

37.1

37.0

36.7

36.5

36.2

36.0

-1.8

***

Paid overtime

5.0

5.1

5.4

5.2

4.8

4.7

4.8

3.6

3.6

3.8

-1.2

***

Unpaid overtime

3.6

3.3

3.0

3.1

3.7

3.8

4.1

4.8

4.8

4.8

1.2

***

45,716

48,263

51,017

51,703

47,523

48,613

47,656

44,912

43,552

43,725

N
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Table 3.
Matches and mismatches in working hours by type
of contract and occupation
2005

2008

2011

2014

∆ 20042005

Wants more hours

18.36

17.92

27.33

33.05

14.69

Wants more hours

76.5

78.99

70.45

65.36

-11.14

Wants more hours

5.13

3.09

2.22

1.59

-3.54

Wants more hours

6.74

7.25

10.14

12.15

5.41

Wants more hours

84.88

87.02

85.94

84.74

-0.14

Wants more hours

8.39

5.73

3.92

3.11

-5.28

Wants more hours

5.9

4.93

7.33

9.59

3.69

Wants more hours

82.41

86.92

87.07

85.72

3.31

Wants more hours

11.69

8.14

5.6

4.68

-7.01

Wants more hours

7.37

6.41

8.92

10.84

3.47

Wants more hours

82.96

86.21

8508

85.23

2.27

Wants more hours

9.67

7.38

5.29

3.93

-5.74

Wants more hours

9.04

8.68

10.83

12.39

3.35

Wants more hours

83.09

85.9

85.16

84.34

1.25

Wants more hours

7.87

5.42

4.01

3.27

-4.6

Fixed-term contract

Permanent contract

Managers and
professionals

Technicians

Non-manual skilled

Manual skilled
Wants more hours

10.68

11.11

16.26

19.8

9.12

Wants more hours

83.01

84.99

81.06

78.33

-4.68

Wants more hours

6.31

3.89

2.68

1.87

-4.44

Wants more hours

15.15

15.52

22.36

26.09

10.94

Wants more hours

80

81.42

75.78

72.34

-7.66

Wants more hours

4.85

3.06

1.86

1.56

-3.29

Unskilled workers

N

45,716 51,703 47,656 43,725

The determinants of time mismatches
at work. Multivariate analysis
The primary goal of this article is to examine the
determinants of working hour mismatches in the context of economic recession. To examine this question, I regress time mismatches on the contract
types under which respondents are employed, occupational group and a set of individual characteristics and work-related features. Table 4 shows the
coefficients obtained for the heterogeneous choice
model for Mismatch, wanting More hours and wanting Fewer hours, respectively.7 Once the sample is
broken down, the results clearly indicate that the two
types of mismatches are intrinsically different, as the
predictors frequently have opposite effects.

RIS

The coefficients in Table 3 show that a larger number of contracted hours and overtime is associated
with a lower probability of mismatches, and in particular of feeling underworked. Conversely, it increases
the likelihood of wanting fewer hours. In line with the
findings in the previous section, the results confirm
that temporary employees have a significantly higher
probability of experiencing a Mismatch in comparison
to people with a permanent contract. More specifically, fixed-term contracts increase the probability of
wanting More Hours. For those desiring fewer hours
of work, however, the coefficient is negative and not
statistically significant. Moreover, the results confirm
significant differences among workers in different
types of occupations. As anticipated, manual skilled
and unskilled workers are significantly more likely to
experience a time mismatch. Specifically, they are
significantly more likely than managers and professional workers to feel underworked and less likely to
feel overworked after controlling for relevant intervenient variables. The dummies for years are statistically
significant from 2009 onwards, when the probability
of wanting more hours becomes significantly higher
than in 2005. Exactly the opposite holds for the probability of wanting fewer hours. Finally, the variance
equation in the lower half of Table 3 shows the coefficients for the two potential sources of heterogeneity, namely year and occupational group. The positive coefficient for non-manual skilled, manual skilled
and unskilled workers in the variance equation tell
us that there is more residual variability among lowstatus workers than there is for high-status workers
after controlling for individual and occupation-related
attributes. Interestingly, no variability is observed
across years.
Up to this point, the analyses confirmed significant
differences among groups of workers, but did not
allow an assessment of whether these differences
were greater in economic recessions than in times
of economic prosperity. For this purpose, I split the
sample by type of contract, hours worked, occupational group and gender, and ran separate regressions. Table 5 displays the predicted probabilities of
wanting More hours for the various groups of workers
and Figure 2 offers a visual comparison.
Figure 2 clearly shows that inequality between
groups of workers has significantly increased during the recession, in line with the Increasing divide
scenario. The left upper plot shows the probability of wanting more hours by type of contract from
2005 to 2014. The solid line represents temporary
employees, while the dashed line refers to workers
on permanent contracts. The likelihood of wanting
more hours is higher for temporary workers over the
whole period. The gap, however, widens significantly
after the onset of the crisis in 2007. The probability
of feeling underworked is 0.06 for workers employed
under permanent contracts and 0.16 for temporary
employees. In 2013, the gap widens to its maximum
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Table 4.
OGLM regression of working hour mismatches, wanting more hours and wanting fewer hours. 2005-2014
Mismatch

Wanting
more hours

Wanting
fewer hours

-0.034
(0.004)
-0.001
(0.001)
0.001
(0.001)

-0.130 ***
(0.009)
-0.030 ***
(0.004)
-0.075 ***
(0.007)

0.052
***
(0.007)
0.018
***
(0.003)
0.035
***
(0.004)

Working hours
Contractual hours
Overtime (paid)
Overtime (unpaid)

***

Type of contract
Fixed-term contract 0.107
*** 0.427
***
-0.030
(0.023)
(0.061)
(0.055)
Occupational group (ref. managers and professionals)
Technicians
0.119
0.261
-0.304
(0.094)
(0.178)
(0.220)
Skilled, non-manual 0.167
Ɨ
0.356
Ɨ
-0.406
(0.090)
(0.190)
(0.271)
Skilled, manual
0.167
**
0.339
**
-0.883 ***
(0.068)
(0.137)
(0.248)
Unskilled
0.372
*** 0.886
***
-0.723 ***
(0.059)
(0.127)
(0.251)
Year
2006
-0.033
-0.013
-0.019
(0.108)
(0.198)
(0.193)
2007
-0.143
-0.096
-0.213
(0.127)
(0.209)
(0.227)
2008
0.068
0.284
-0.643
(0.090)
(0.183)
(0.307)
2009
0.117
0.406
**
-0.496
(0.088)
(0.195)
(0.297)
2010
0.113
0.355
Ɨ
-0.649
(0.088)
(0.195)
(0.355)
2011
0.199
*** 0.572
***
-0.702
(0.075)
(0.180)
(0.350)
2012
0.323
*** 0.798
***
-0.673
(0.064)
(0.173)
(0.423)
2013
0.321
*** 1,408
***
-1.599
(0.064)
(0.154)
(0.661)
2014
0.195
**
0.771
***
-1.57
(0.075)
(0.172)
(0.688)
VARIANCE EQUATION
Occupational group (ref. managers and professionals)
Technicians

-0.192
(0.121)
Skilled, non-manual -0.275
(0.126)
Skilled, manual
-0.304
(0.089)
Unskilled
-0.554
(0.092)
Year
2006
-0.015
(0.128)
2007
0.073
(0.133)
2008
-0.264
(0.121)
2009
-0.339
(0.126)
2010
-0.285
(0.126)
2011
-0.438
(0.116)
2012
-0.608
(0.116)
2013
-0.707
(0.111)
2014
-0.501
(0.118)
CUT
0.315
(0.146)
N
26,699

**
***
***

**
Ɨ
**
***
***
***
***
**

0.062
(0.076)
0.209
**
(0.086)
0.300
***
(0.057)
0.177
***
(0.061)

0.005
(0.122)
-0.069
(0.143)
0.049
(0.097)
-0.050
(0.114)

-0.100
(0.082)
-0.044
(0.083)
-0.127
(0.083)
-0.084
(0.090)
-0.0386
(0.089)
-0.094
(0.087)
-0.101
(0.090)
-0.306 ***
(0.086)
-0.173 Ɨ
(0.089)
-1.349 ***
(0.441)
23,336

0.016
(0.121)
0.076
(0.127)
0.129
(0.140)
-0.038
(0.151)
0.098
(0.163)
0.093
(0.163)
0.057
(0.200)
0.359
(0.224)
0.351
(0.233)
5.850
***
(0.628)
23,676

Ɨ p < 0.1 **p < 0.5 ***p < 0.01. Standard error in parentheses.
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value. In this year, the probability is 0.09 and 0.27, respectively. That is, the risk of temporary employees’
feeling underworked in 2013 is three times higher
than for permanent workers.
Full-time and part-time workers are represented
in the upper right-hand corner of the figure. As for
the type of contract, there is a substantial gap between the two groups of workers. Two differences
emerge here. First, the probability of hour mismatches is concentrated in the group of part-time
workers only, remaining low and stable among fulltime workers. Second, the gap between full- and
part-time workers increases very slightly until 2010,
but sharply thereafter.
The probability trends for occupational groups are
shown in the bottom left-hand corner of the figure. In
general, the propensity to want more hours of work
is always higher for unskilled and manual workers.
However, the rapid increase in the probability is striking in both groups, compared to the more moderate
rise in other occupational categories, and especially
among managers, professionals and technicians.
Finally, the plot appearing in the bottom right-hand
corner reflects a convergence in the probability of
wanting to work more hours among men and women
until 2008. Thereafter, however, there is a substantial increase in mismatches for all workers, though
this is particularly noticeable among women. This is
true after controlling for other relevant factors such as
temporary and part-time work, confirming that gender
differences are not merely the result of women working in a secondary market.

Discussion
Hour mismatches are not without consequences
for individuals and family life, resulting in poor organizational performance and causing lower productivity
and greater absenteeism. Prior theoretical research
and empirical evidence suggest that mismatches in
working hours reflect both workers’ own labor supply decisions (Altman 2001; Sousa-Poza and Henneberger 2002) and employer preferences (Reynolds
and Aletraris 2006; Jacobs and Gerson 2000; 2004;
Böheim and Taylor 2004). However, much of this research was done in periods of economic growth and
little is known about how hour mismatches vary in
the downward part of the business cycle. The study
tests alternative scenarios on the role of working conditions and the economic context. More specifically, I
use data from the Spanish Labor Force Survey to examine the origin, evolution and determinants of working hour mismatches in Spain from 2005 to 2014.
The main findings from the study can be summarized in two points. First, the economic recession
has increased mismatches, particularly because the
number of people who want to work more hours than
they actually do has risen inexorably in recent years.
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Table 5.
Net effect of the probability of wanting more hours8
2005

2006

2007

2008

2009

2010

2011

2012

2013

2014

Type of contract:
Fixed-term

0.16

0.16

0.16

0.16

0.18

0.2

0.23

0.24

0.27

0.24

Permanent contract

0.06

0.07

0.07

0.07

0.09

0.1

0.1

0.11

0.09

0.11

Full time

0.7

0.7

0.7

0.7

0.7

0.8

0.8

0.8

0.8

0.8

Part time

0.21

0.22

0.22

0.23

0.24

0.27

0.32

0.36

0.41

0.45

Managers and professionals

0.05

0.05

0.05

0.04

0.04

0.05

0.07

0.07

0.06

0.07

Technicians

0.06

0.07

0.06

0.06

0.07

0.09

0.07

0.09

0.08

0.09

Skilled, non-manual

0.09

0.12

0.09

0.09

0.14

0.12

0.14

0.16

0.1

0.14

Skilled, manual

0.11

0.11

0.12

0.12

0.13

0.16

0.17

0.17

0.18

0.19

Unskilled

0.15

0.14

0.15

0.15

0.18

0.18

0.23

0.24

0.24

0.25

Women

0.13

0.13

0.12

0.12

0.14

0.15

0.18

0.18

0.16

0.18

Men

0.08

0.08

0.09

0.09

0.09

0.1

0.11

0.12

0.11

0.12

Working hours:

Occupational group:

Sex:

Figure 2.
Predicted probabilities. Wanting more hours by type of contract, contracted hours, occupational group and gender
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Second, this increase is especially noticeable among
less privileged workers; specifically, temporary employees, part-time employees, people in low-status
occupations and women. This is the net effect after controlling for individual attributes, work-related
characteristics, and potential heterogeneity caused
by year and changes in the occupational composition of the labor market. These findings are consistent with an Increasing divide scenario, which posits
that not all workers face the same difficulties and
problems. Thus, low-status workers are particularly
vulnerable to economic fluctuations and more likely
to want to work longer hours than their better-placed
peers (Bluestone and Rose 1997; 1998). As a result,
polarization between high- and low-status workers
will increase more quickly in recession periods than
in periods of economic prosperity (Kalleberg 2011,
Kalleberg, Reskin and Hudson 2000).
This study has both theoretical and empirical implications for future research. Conventional research
has focused broadly on the study of wage gaps, occupational mobility and the risk of unemployment.
More recently, research has examined different dimensions of work quality, such as changes in the
control that employees can exercise over their work,
job security and intensity of work (Gallie and Zhou
2013). The present study highlights the relevance of
considering working hour mismatches in relation to
inequalities in the labor market, as they shape another important source of differentiation among workers.
Consequently, mismatches in working hours should
arguably be added to the classic indicators of labor
market inequality.
The results may also be of interest to policymakers
concerned with guaranteeing the well-being of individuals, as well as good organizational performance.
On the one hand, the analyses show that social structures often prevent people from getting what they
might prefer. Thus, the results urge the need for organizations to allow their employees more influence
in determining their own working hours to ensure affective commitment and satisfaction at work. Increas-

ing commitment is desirable as it is assumed to decrease turnover or churn rates (Mowday, Porter and
Steers 1982; Marsden, Kalleberg and Cook 1993).
On the other hand, support is required for people who
feel underworked in order to improve economic security among low-status workers. The transformation of
work in recent decades has considerably worsened
the quality and pay of jobs in the low-status sector
of the economy (Kalleberg 2012). Relative to highstatus jobs, the insecurity and precarious nature of
low-status occupations have risen to the point where
some authors claim that class inequality has mushroomed (Cobble 2007; McCall 2007). Analyses show
that recent labor reforms (2010, 2011 and 2012) have
failed to support work quality; an issue which policymakers should address.
Likewise, labor law reforms should be designed to
mitigate the increasing differentiation between men
and women. Findings confirm that economic crises
aggravate the process of gender inequality. While
both men and women are susceptible to feeling underworked during economic downturns, the increase
in hour mismatches has been significantly higher
among female workers. Gender differences in hours
of paid work have important consequences for gender equality, as they translate into gender differences
in experience, earnings and promotion opportunities
(Budig and England, 2001).
The empirical findings obtained from this study
raise new questions that will require further research.
Particularly, the use of panel data would improve our
understanding of the emergence and resolution of
mismatches in working hours. Longitudinal research
would reveal how far these processes are driven by
changes in actual or preferred work hours. Cross-national research would also be needed to assess the
extent to which analyses yield similar results in different economic contexts. Finally, more investigation is
required to account for the increasing gender divide.
In this sense, further examination of how spousal
characteristics can affect men’s and women’s supply
side would seem particularly pertinent.

Notes
[1]

For a complete review, see Chapter 1 and Chapter 5 in
Gallie (ed.) 2013.

[2]

Rones (1981) showed that the fall in hours during the
five recession periods between 1956 and 1980 ranged
from 1.8 hours (1969-70) to 2.9 hours (1956-58) in the
US. More recently, Abraham and Houseman (1994)
highlighted that the adjustment of weekly hours is faster in the European countries than in the US. Similar
conclusions were reached by Van Audendrode (1994)
using data for ten OECD countries.

[3]

In some countries like the US, this response has been
so cyclically consistent that the average weekly hours

RIS

of manufacturing workers have been designated by the
National Bureau of Economic Research as one of the
nation’s 12 major leading economic indicators.
[4]

Some scholars argue that busy people are more likely
to decline to fill out time diaries. Thus, diaries may understate the time pressures on the busiest workers.
Following the recommendations of Jacobs (1998) and
Jacobs and Gerson (2004), I have chosen to use survey data. Potential errors tend to average out in samples of large numbers of people.

[5]

Oglm in Stata. For a complete description of the program, see Williams (2010).
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[6]

All regressions have been estimated using a Linear
Probability Model, with no noteworthy differences. LPM
is not the preferred technique here because the relative proportion of LPM predicted probabilities that fall
outside the unit interval is very high, thus increasing
the potential bias.

[7]

Control variables (age, age squared, sex, marital status and immigrant status, public sector, second job,
and sector of activity) are included but not shown for
reasons of space.

[8]

Controlled for age, age squared, marital status, immigrant status, second job, sector of activity, paid overtime, unpaid overtime, public sector, type of contract,
working hours, occupational group and sex. Dummy
variables are included to show the lowest predicted
probabilities. Continuous variables at their mean.
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