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Questions and Answers about FLEXIBLE WORK SCHEDULES:  

A Sloan Work and Family Research Network Fact Sheet 
 

 
Introduction  
 
The Sloan Work and Family Research Network has prepared Fact Sheets that provide statistical answers to some 
important questions about work-family and work-life issues.  This Fact Sheet includes statistics about Flexible 
Work Schedules. (Last updated: September 2008) 
 

 

 Are workers satisfied with their work-family balance? 

 

 Fact 1   “Since 1975, the dominant household work pattern in the workplace has been the dual-earner, 
married couple, now totaling 38 percent of all households. Single mothers and fathers with children now 
constitute another 16 percent. The presumed ubiquitous traditional one-male-earner household with spouse 
at home, once 68 percent of all households in 1938, is now just 16 percent of all households" (Potter, 2006, p. 
74). 
 

 Fact 2   “Nearly three-quarters (73%) [of full-time workers] want to spend more time with their families and 
they are only half as likely as part-time workers to say they are very happy with their work-life balance" (Jones, 
2006, p. 5). 
 

 Fact 3   “Over two-thirds of respondents (69%) want to spend more time with their families" (Jones, 2006, 
p. 5). 
 

 How do families deal with the work-family time crunch? 

 

 Fact 1   “Our survey found that women were over three and a half times more likely than men to strongly 
agree that they do most of the household tasks themselves, and over twelve times more likely to strongly 
agree that they do most of the childcare” (Jones, 2006, p. 7). 
 

 Fact 2   “One in ten respondents said that they employed someone to do the housework and nearly one in 
five (17%) employed someone to look after their children” (Jones, 2006, p. 8). 
 

 Fact 3   “Although those in high-level professional work are three times as likely as those in manual work 
to employ someone to help with housework, there is much less difference when it comes to employing 
someone to help with childcare. 22% of high-level professional workers in our sample employ someone to 
help with childcare, compared to 13% of those in manual work” (Jones, 2006, p. 9). 
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 Do workers have access to flexible work schedules? 

 

 Fact 1    Seventy-nine percent of organizations allow some employees to periodically change starting or 
quitting times. Thirty-seven percent allow all or most employees to do so (Galinsky, Bond, & Sakai, 2008, p. 
12). 
 

 Fact 2   According to the 2008 National Study of Employers, "there has been an increase in daily flextime: 
in 1998, 24% of employers allowed at least some employees to change their starting and quitting times on a 
daily basis within some range of hours; in 2008, 31% did so" (Galinsky, Bond, & Sakai, 2008, p. 12). 

 

 Fact 3   According to the U.S. Census Bureau, 28.8% of full-time wage and salary workers in 2001 had 
flexible schedules (U.S. Census Bureau, 2003, p. 15). 
 

 Fact 4   The percentage of employees with fixed schedules has decreased from 71% to 67% in the last 10 
years indicated that flexibility of work schedules seem to be slowly increasing. (European Foundation for the 
Improvement of Living and Working Conditions, 2005, p. 4) 
 

 Fact 5   According to the U.S. Census Bureau, in 2001, 31.2% of employed (full-time) persons aged 65 and 
over used flexible schedules (U.S. Census Bureau, 2003, p. 15). 

 

 Fact 6   “In May 2004, men continued to be somewhat more likely to have flexible schedules than women 
(28.1 and 26.7 percent, respectively)” (U.S. Department of Labor 2005, p. 2). 
 

 Fact 7   "Twice as many (small business) owners as (wage and salaried) employees are able to change their 
starting and quitting times within some range of hours" (Bond, Thompson, Galinsky, & Prottas, 2002, p. 57). 
 

 Which employees are using flexible schedules? 

 

 Fact 1   "Women are somewhat more likely (79%) than men (68%) to use flextime when it is available” 
(Galinsky, Bond, & Hill, 2004, p. 6). 

 

 Fact 2   “…roughly equal proportions of young women and men in this age group (Generation X) work 
flexible schedules. In addition, 25- to 34-year-old women were more likely than women of other ages to have 
this kind of flexibility in their jobs” (DiNatale & Boraas, 2002, p. 13). 

 

 Are flexible work schedules important to employees? 

 

 Fact 1   “Over half of all respondents (54%) disagree that work-life balance should be, primarily, an issue 
for parents; and the proportion is greater among those under 55.Over a third (37%) of all respondents do, 
however, take the view that it’s just for parents” (Jones, 2006, p. 10). 
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 Fact 2   Effectiveness of Worklife Programs, 2005 Ratings (CCH Incorporated, 2005) 

 

 How do employees benefit from flexible work schedules? 

 

 Fact 1   Fifty percent of employees who have high access to flexible work arrangements on the job report 
high levels of life satisfaction (Bond, Thompson, Galinsky, & Prottas, 2002, p. 39). 
 

 Fact 2   According to the National Study of the Changing Workforce, "employees who have more access to 
flexible work arrangements report fewer mental health problems" (Bond, Thompson, Galinsky, & Prottas, 2002, 
p. 39). 
 

 Fact 3   In 2002, 32% of wage and salaried workers with high availability of flexible work arrangements 
report no interference of job and family life (Bond, Thompson, Galinsky, & Prottas, 2002, p. 38). 
 

 Fact 4   In 2002, 34% of wage and salaried employees who have high access to flexible work arrangements 
report "low levels of negative spillover from job to home" (Bond, Thompson, Galinsky, & Prottas, 2002, p. 39). 
 

 Fact 5   “Over two-fifths (41%) of the full-time workers agree that if they were given more control over their 
time they would be more productive—compared to one in five part-time workers, who may be working shorter 
hours but clearly don’t feel this necessarily means that they’re in control” (Jones, 2006, p. 10). 
 

 How do flexible work schedules affect employees’ relationships with their employers? 

 

 Fact 1   According to the National Study of the Changing Workforce, in 2002, 73% of employees with high 
availability of flexible work arrangements reported that there was a high likelihood that they would stay with 
their current employer for the next year (Bond, Thompson, Galinsky, & Prottas, 2002, p. 34). 
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 Fact 2   In 2002, 39% of employees with high availability of flexible work arrangements reported "high 
levels of loyalty and willingness to work harder than required to help their employers succeed" (Bond, 
Thompson, Galinsky, & Prottas, 2002, p. 34). 
 

 Fact 3   “Only 9% of company representatives responding to the 2005 NSE survey feel that the use of 
flexible time and leave policies jeopardizes employees’ opportunities for advancement” (Bond, Galinsky, Kim, & 
Brownfield, 2005, p. 13). 

 

 Which employers offer flexible work schedules? 

 

 Fact 1   Small organizations [50-99 employees] are slightly more likely than large organizations [1000+ 
employees] to allow all or most employees to periodically change starting or quitting times—40% and 37%, 
respectively (Galinsky, Bond, & Sakai, 2008, p. 13). 
 

 Fact 2   Percentage of Companies Reporting Use in 2005 (CCH Incorporated, 2005) 
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 Do employers support flexible work schedules? 

 

 Fact 1   Sixty percent (of employers) responded “very true” to the statement “supervisors are encouraged to 
be supportive of employees with family needs and by finding solutions that work for both employees and the 
organization” (Galinsky, Bond, & Sakai, 2008, p. 26). 
 

 Fact 2   Twenty percent (of employers) responded “very true” to the statement “management rewards those 
within the organization who support effective flexible work arrangements" (Galinsky, Bond, & Sakai, 2008, p. 
26). 
 

 Fact 3   “Those in our sample whose career takes the highest priority in their household are the most likely 
to agree that reducing their hours would be the kiss of death for their careers (56%), particularly if they work 
in agriculture, retail and business” (Jones, 2006, p. 10). 

 

 How do employers benefit from flexible work schedules? 

 

 Fact 1   “According to one recent survey, alternative work arrangements rank at the top of work-life 
programs in effectiveness in reducing unplanned absences from work" (Bond, Galinsky, Kim, & Brownfield, 
2005, p. 4) 

 
 
The Sloan Work and Family Research Network has additional resources related to this topic.   
 
1.  Visit a topic page on Flexible Work Schedules at: http://wfnetwork.bc.edu/topic.php?id=2 
     Topic pages provide resources and information, including statistics, definitions, overviews & briefs, bills &  
     statutes, interviews, teaching resources, audio/video, suggested readings, and links. 
 
2. Visit our database of academic literature with citations and annotations of literature related to the issue of  

Flexible Work Schedules. You can connect to this database at:  
http://library.bc.edu/F?func=find-b-0&local_base=BCL_WF 
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