
 

 

The Price of Non-Standard Hours: Evidence on 
Overtime, Part-Time and Shift Pay  

Report on non-standard working time rewards in the 
ESES 

December 2025 

 
Deliverable: 3.1 

Work package: 3 

 
 

 
 
 
 
 
 
 
 
 
 
 
 



 

The Price of Non-Standard Hours - December 2025   2 
 

BARTIME 
Most Collective Agreements (CBAs) fix pay levels based on a standard working week and typically 
include provisions for monetary rewards related to non-standard working hours. However, there is a 
lack of understanding of the specificities of these provisions across European countries. BARTIME 
examines the rewards for non-standard hours across 24 EU countries. BARTIME aims to contribute to 
the social dialogue in Europe by deepening the understanding of monetary rewards of non-standard 
working time arrangements and the related agreements in collective bargaining.  
 
BARTIME is led by the WageIndicator Foundation and is joined in the project by University of Utrecht, 
Central European Labour Studies Institute (CELSI) and the University of Girona. The European Trade 
Union Institute (ETUI) is associate partner to the project.  
 

WageIndicator Foundation 

WageIndicator Foundation is a global, independent, non-profit organisation operating in 208 
countries across the world that collects, analyses and shares information on Minimum Wages, 
Salaries, Living Wages, Living Income and Living Tariff, Labour Laws, Collective Agreements and 
Gig and Platform Work. It aims to improve labour market transparency for workers, employers 
and policy makers worldwide by providing accessible labour market information worldwide 
through 220 websites in 70+ national languages.  

Utrecht University 

University of Utrecht (UU), Department of Interdisciplinary Social Sciences, in the Netherlands is 
one of the largest Dutch universities with over 35,000 students. The Department of 
Interdisciplinary Social Sciences has a staff of more than a hundred professors, assistant 
professors, and PhD and post doc researchers. Its research covers issues such as discrimination 
in the job market, reintegration at work, growing up in a multicultural neighbourhood, developing 
your individual identity, high-risk behaviour in young people, growing inequality and the 
accessibility of care. 

Central European Labour Studies Institute (CELSI) 

Central European Labour Studies Institute (CELSI) is a non-profit research institute based in 
Bratislava, Slovakia. It fosters multidisciplinary research about the functioning of labour markets 
and institutions, work and organizations, business and society, and ethnicity and migration in the 
economic, social, and political life of modern societies. CELSI strives to make a contribution to the 
cutting-edge international scientific discourse. 

University of Girona  

The University of Girona’s Department of Economics is affiliated to the Faculty of Economics and 
Business Sciences and offers teaching in several bachelor's and master's degree studies. The 
department is very active in research and its interests range from statistics, applied economics 
and health to public economics, services and industry. Its research covers issues such as labor 
economics, monetary policy, basic income, transition economies, and the impact of education on 
the labor market. 
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1. Introduction 
When bargaining over or regulating the payment for working time, researchers and policymakers 
define ‘standard working hours to be hours that coincide with full-time workweeks performed on 
weekdays during daytime (Anxo & Karlsson, 2019). However, the extent to which these standard 
hours still constitute the most common experience of European workers is increasingly 
questionable. Increasing shares of European employees work hours the diverge from these 
‘standard hours’, including employees on part-time contracts, those in jobs that regularly require 
weekend or evening/night shifts, and overtime hours (Anxo & Karlsson, 2019; Eurofound, 2022; 
Lewis et al., 2008; Wharton & Blair-Loy, 2016).  
 
The earnings employees should receive for performing work during these non-standard hours, 
are actively debated, negotiated and regulated by governments and social partners alike (Jirjahn, 
2008; Keune, 2007; Lehndorff, 2007; Rubery et al., 2005). Collective agreements often include 
provisions for higher hourly wages (i.e., premiums) during non-standard hours. The premiums are 
negotiated in compensation for the inconvenience that anti-social hours imply to workers’ social 
and family lives, the higher effort required from workers compared to regular working times, as 
well as the toll that irregular, anti-social and long hours take on employee health (Hart & Ma, 2010; 
Ilsøe , 2012; Piasna et al., 2024; Yu & Kuo, 2022). Part-time workers are, at least in theory, protected 
from wage penalties for downwardly deviating from standard hours by European legislation 
prohibiting discrimination and guaranteeing equal (pro rata) rights compared to full-time workers 
(Figart & Golden, 2000; Nicolaisen & Kavli, 2019). 
 
In this third report, we aimed to understand the impact of working non-standard hours on the 
earnings of  European employees. Secondly we study the wage level at which these premiums and 
penalties for formally agreeing with an employer to work non-standard hours are set. This includes 
being on a part-time contracts, performing paid overtime hours, and being scheduled to work 
evening, night, and weekend shifts. This report was written for the BARTIME project on the 
monetary rewards of working time dimensions in collective bargaining and in the working 
population, co-funded by the European Commission’s Directorate General for Employment, Social 
Affairs and Inclusion (Project No. 101126498). This third BARTIME report focuses on the question 
which groups of workers earn premium and penalty rates associated with non-standard hours. As 
such, it does not address the unpaid performance of non-standard hours, which is generally 
believed to be widespread across Europe (Conway & Sturges, 2014; Eurostat 2025a, 2025b, 2025c, 
2025d, 2025e; Taiji & Mills, 2020). We address this limitation in the fifth BARTIME report (Elias 
Moreno & Besamusca, 2025), which uses data reported by employees in order to understand who 
works non-standard hours. 
 
In the following sections of this report on paid non-standard hours, we first briefly review the 
current knowledge on the payment of premium and penalty wage rates for non-standard hours. 
Section 3 introduces the data used for this report and measurement strategy taken. The findings 
of the study are presented in sections 4 (overtime), 5 (part-time work) and 6 (shift work). The core 
take-aways summarized in the concluding 7th section.  
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2. Theoretical Framework 

2.1 Inconvenient Hours 

Collective bargaining on wages and working hours is shaped by what is known as the ‘wage–effort 
bargain’, in which employees’ basic pay in a given job is related to a full-time role with a 
manageable and clearly defined workload, performed within a set of standard working hours (e.g., 
38 hours per week) during standard operating times (Rubery et al., 2005). However, production 
processes and service delivery do not always fit neatly within these limits (Doellgast & Berg, 2018; 
Nicolaisen & Kavli, 2019). Organisations may require work outside standard hours—or in excess 
of full-time schedules—to meet tight deadlines, respond to peaks in demand, or increasingly to 
keep pace with rising consumer expectations for speed, flexibility, and continuous availability 
(Haipeter & Lehndorff, 2005; Lewis, 2014; Piso, 2022). 
 
These forms of non-standard, or “inconvenient”, hours typically include overtime, evening and 
night work, weekend work, and various types of shift work. Existing research indicates that such 
schedules are far from a marginal phenomenon: sizeable proportions of workers across Europe 
report engage in at least one form of non-standard hours, with prevalence varying across sectors, 
occupations, and countries (Anxo &Karlsson, 2019). For example, studies consistently find high 
rates of shift work in manufacturing and healthcare, pervasive weekend work in retail and 
hospitality, and widespread overtime across professional and technical roles (Ilsøe 2010, 2011; 
Lewis, 2014; Piso, 2022; Wharton & Blair-Loy, 2016). Together, these patterns highlight the 
structural significance of non-standard hours within contemporary European labour markets. 

2.2 Premium pay 

Non-standard working hours sit outside the boundaries of basic pay as defined in the wage–effort 
bargain, and are therefore typically treated separately in collective bargaining on wages 
(Arrowsmith, 2018; Berg et al., 2014; Ilsøe, 2012; Rubery et al., 2005). Hours that occur at times or 
in volumes that are generally considered inconvenient for workers—such as evenings, nights, 
weekends, or overtime— are often compensated at premium rates (Eurofound, 2022; Hart & Ma, 
2010; Jirjahn, 2008). Such premiums serve not only to reward employees for the additional burden 
these schedules impose on work–life balance (Cousineau et al., 1992; Yu & Kuo, 2022), but also to 
act as a deterrent for employers, discouraging an over-reliance on labour performed at socially 
undesirable times (Hart, 2004; Rubery et al., 2005). 
 
Across Europe, these premium rates are usually specified in national legislation, collective 
agreements, or through a combination of both (Anxo & Karlsson, 2019). Some EU member states 
stipulate minimum levels of overtime pay by law, establishing clear thresholds that employers 
must meet or exceed (Anxo & O’Reilly, 2000; Eurofound 2022). Collective agreements, meanwhile, 
frequently regulate pay for non-standard working time too, either instead of legislation or 
supplementing statutory provisions by setting differentiated premiums for various forms of non-
standard work in a way that is tailored to sectoral or occupational contexts (Besamusca, 2025a; 
Paolucci & Galetto, 2020; Piasna et al., 2024). Evidence from the BARTIME project (Besamusca, 
2025b) shows considerable variation in how such premiums are incorporated across industries 
and countries, reflecting both national traditions of industrial relations and the differing 
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operational needs of employers. For example, overtime premiums were negotiated in 80% of 
collective agreements in the administrative and support services sector, compared to in only 40% 
of collective agreements in arts, entertainment and recreation. Night work premiums were 
negotiated in over 80% of Polish, Austrian, Slovenia, Finnish and Luxembourgish collective 
agreement, compared to less than 20% of Greek and Belgian agreements.  
 
Finally, studies show substantial negative effects of part-time work on wages, especially for women 
with children (Bardasi & Gornick, 2008; Manning & Petrongolo, 2008). These wage penalties, 
however, are not expected to occur for hourly wages between part-time and full-time employees 
in similar jobs —owing to strict non-discrimination provisions in European labour law. Rather, 
research shows that part-time work is associated with cumulative disadvantages over the course 
of workers’ career because part-time jobs offer fewer career prospects and are often concentrated 
in lower-paying sectors and occupations (Blackwell, 2001; Fernandez-Kranz & Rodriguez-Planas, 
2011; Nightingale, 2018). 

2.3 Trends and Patterns in the Payment of Premium Pay 

Despite the central role of premium pay in the regulation of non-standard working hours, 
surprisingly little is known about which groups of workers actually earn these premiums or how 
much they are compensated in practice (c.f. Anxo & Karlsson, 2019). This is especially crucial 
because the group of workers that earns premiums for inconvenient hours may be different from 
the group who works inconvenient hours. Entitlement to premiums is not universally guaranteed 
but depends on collectively bargained provisions, employment status, and institutional rules (Bell 
& Hart, 2023; Pulignano et al., 2020; Yu & Kuo, 2022). Research shows that collectively bargained 
provisions are present in some sectors or workplaces and absent in others, but these provisions 
need not follow the relative prevalence of non-standard hours across sectors (i.e., provisions for 
non-standard hours may be missing in sectors where many employees work these hours, and 
present where only a few do) (Besamusca, 2025b; Keune, 2007). Part-time employment status 
commonly limits workers’ entitlement to some premiums, such as overtime pay, which are not 
paid until working hours exceed standard fulltime hours (Anxo & Karlsson, 2019; Conway & 
Sturges, 2014). Finally, agreements on premium pay for non-standard hours often works in 
conjunction with changing understandings of what constitutes non-standard hours, as shown by 
the rising practice of annualized hours (Arrowsmith, 2018; Bell & Hart, 2023; Besamusca, 2025a). 
Understanding who benefits from these forms of compensation therefore requires examining a 
range of factors that shape both the availability and accessibility of premiums. 
 
Institutional and economic conditions are likely to be key sources of variation. Premium pay 
structures differ markedly across countries due to differences in labour law, working-time 
regulations, and broader policy frameworks (Anxo & Karlsson, 2019; Anxo & O’Reilly, 2000; 
Arrowsmith, 2018; Rubery et al., 2005). Sectoral variation is similarly expected because firms’ 
reliance on irregular schedules and non-standard hours is linked to specificities of production 
cycles and service delivery requirements (Leschke, 2015; Richbell et al., 2011). Evening and 
weekend work as well as seasonal fluctuations in demand, for example, are in the nature of most 
hospitality jobs like restaurant jobs and hotels (Peetz et al., 2019; Piso, 2022). Other jobs, like in 
the education sector, tend to have more regular and limited operating hours. Moreover, 
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similarities within sectors and differences between them are likely to occur in countries with 
traditions of sector level collective bargaining, where firms in the same sector are governed by 
working time provisions in a shared collective agreement (OECD & AIAS, 2025). 
 
Socio-demographic and socio-economic characteristics also matter. Gendered patterns of 
employment, such as the concentration of women in part-time roles, can restrict access to 
overtime premiums where eligibility is tied to full-time hours (Conway & Sturges, 2014; Fernández-
Kranz & Rodríguez-Planas, 2011;  Nicolaisen & Kavli, 2019). Occupational status, particularly the 
distinction between waged and salaried workers, may also shape entitlement, as salaried 
employees are often exempt from forms of time-based compensation (Williams et al., 2013). 
 
With regard to trends over time, empirical evidence remains limited. Nonetheless, broader macro-
level developments suggest a complex picture. Globalisation, technological change, and the 
emergence of 24/7 economies have made inconvenient hours more widespread  (Haipeter & 
Lehndorff, 2005; Lewis, 2014). However, these developments may also have driven down the level 
at which premiums are set, or understandings of which hours are considered ‘non-standard’. 
Mechanisms such as time-off-in-lieu schemes, flexible time accounts, and the gradual expansion 
of “normal” operating hours may reduce employers’ reliance on premium payments (Arrowsmith, 
2018; Bell & Hart, 2023). These countervailing developments lead to an ambiguous expectation 
regarding how premiums have evolved, underscoring the need for more detailed and systematic 
evidence. 

3. Data Sources 
This analysis draws on data from the Structure of Earnings Survey (SES) for the years 2014 and 
2018. The SES, conducted by Eurostat, is the principal source of harmonised and comparable 
microdata on employees’ earnings and working time across all EU Member States. It provides 
detailed, standardised information that allows for cross-country analyses of pay structures and 
working-time patterns. 
 
The SES contains both individual-level and firm-level information, making it well suited to study 
the monetary rewards associated with overtime work. The key variables used in this report 
include: 

• Gross monthly and hourly earnings; 
• Hours paid, distinguishing between standard and overtime hours; 
• Earnings from overtime work; 
• Socio-demographic characteristics, such as gender, age, education level, type of 

employment contract, occupation, and tenure; 
• Firm characteristics, including economic sector, firm size, and collective bargaining 

coverage. 
 

These variables allow us to compute the hourly pay rates for standard and overtime hours, which 
form the basis for estimating overtime pay premiums across countries and sectors. Because the 
SES data reflect actual paid hours and earnings, they provide a reliable measure of compensation 
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practices within the formal economy. However, it is important to note that the survey does not 
capture unpaid overtime, which may be significant in certain sectors or occupations. 
 
The availability of comparable data for both 2014 and 2018 enables the analysis of changes in 
overtime pay practices over time and across EU Member States, offering valuable insights into 
how non-standard working hours are rewarded in different institutional and economic contexts. 
 
Table 1 - Overview of variables from the Structure of Earnings Survey 

Main variables used for the analysis 
overtime  Binary indicator (yes/no) measuring whether the work 

hour is overtime or not. 

Overtime earnings Earnings from overtime hours. 

Gross monthly earnings Monthly earnings (including overtime pay) 

Hours paid Hours paid  

Overtime hours paid Overtime hours paid 

Location Region identifier 

Sector Economic sector in NACE 

Gender Binary indicator for men and women 

Contract type Type of employment contract 

Occupation Occupation in the reference month (ISCO-08) 

Coverage Binary indicator for collective bargaining coverage 

Tenure Length of service in enterprise 

Shift work Binary indicator (yes/no) measuring whether a worker 
performed shift work or not 

Part-time work Binary indicator (yes/no) measuring whether the worker is 
doing part-time hours or not 
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4. Methodology: Estimating Overtime Premiums 
We begin by selecting the subsample of workers who reported performing overtime hours. Using 
the variables overt_earn, overt_hours_paid, gross_month_earn, and hours_paid, we calculate two 
hourly wage measures for each individual: one for standard hours and one for overtime hours. 
 
Each observation is then duplicated, so that for every worker we obtain two records — one 
corresponding to the wage from standard hours and the other to the wage from overtime hours. 
For each country, we estimate the following specification: 
 

log (𝑤𝑤𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖) = 𝛼𝛼 +�𝛽𝛽𝑠𝑠𝑠𝑠

𝑆𝑆

𝑗𝑗=1

 1[𝑗𝑗 = 𝑠𝑠] overtime𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖 + 𝛿𝛿𝐹𝐹𝐹𝐹 + 𝛾𝛾𝑋𝑋𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖 + 𝜀𝜀𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖 

 
where 𝑤𝑤𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖is the hourly wage of individual i working in sector s, in year t, and in country c. The 
term 𝛿𝛿𝐹𝐹𝐹𝐹denotes the set of fixed effects for which we control — including location, sector, gender, 
contract type, level of education, occupation, and collective bargaining coverage. 𝑋𝑋𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖represents a 
quadratic polynomial in tenure. 
 
The coefficients of interest are 𝛽𝛽𝑠𝑠𝑠𝑠, which capture the interaction between sector dummies 1[𝑗𝑗 =
𝑠𝑠]and the overtime indicator (equal to 1 for overtime hours and 0 for standard hours). These 
coefficients therefore measure the overtime wage premium — that is, the percentage additional 
pay received for overtime work compared to standard hours. We compute 𝛽𝛽𝑠𝑠𝑠𝑠for each country–
sector pair. 
 
To obtain the average overtime premium by country (𝛽𝛽𝑐𝑐), we take a weighted average of the 
sectoral coefficients, using the number of employed persons in each sector as weights. Similarly, 
to estimate the average premium by sector (𝛽𝛽𝑠𝑠), we use employment in each country–sector 
combination as weights. Finally, we calculate the EU-wide average overtime premium by taking 
the weighted average of country-level coefficients, using national population sizes as weights. 
 

4.1 Average Overtime Premium in the EU 

Figure 1 presents the estimated average overtime premium across EU Member States in 2014 and 
2018. The results indicate that, on average, overtime hours were compensated 17% higher than 
standard hours in 2014, and 19% higher in 2018. This means that, in 2018, an additional hour of 
overtime work was rewarded with roughly a 19% pay increase compared to the hourly wage for 
standard working time. 
 
Since the estimates are based on actual earnings data from the Structure of Earnings Survey (SES), 
they confirm that workers generally receive higher pay for overtime hours. However, it is 
important to note that the SES records only paid working hours. Therefore, these figures do not 
capture unpaid overtime, which is known to occur in several sectors and countries. The true extent 
of unpaid overtime remains uncertain but may substantially affect the overall picture of 
compensation for non-standard working hours. 
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The observed increase in the average overtime premium between 2014 and 2018 may stem from 
different underlying dynamics. One possibility is a compositional change in the group of workers 
performing overtime. The rise in the average premium suggests that, in 2018, overtime work may 
have been more concentrated among employees in sectors or occupations with higher overtime 
pay rates. Alternatively, or additionally, the increase could reflect actual improvements in 
collectively or statutorily negotiated overtime premiums across Member States. Distinguishing 
between these explanations requires further analysis of changes in both the distribution of 
overtime work and the content of collective agreements over time. 
 
 

 
Figure 1: Average Overtime Premium in the European Union. Source: SES. 

4.2. Average Overtime Premiums by Country 

Figure 2 presents the average overtime premiums by country for 2014 and 2018. On visual 
inspection, the cross-country average hovers around 20%, consistent with the EU-wide averages 
reported above. However, the figure also highlights substantial heterogeneity across Member 
States, reflecting the diverse collective bargaining traditions and institutional frameworks that 
shape pay determination in Europe.1 
 
As expected, the Nordic countries—where collective bargaining coverage is extensive and overtime 
compensation is typically well-regulated—show the highest overtime premiums. In particular, 
Finland and Sweden record average premiums of around 50%, while Denmark follows with 

 
1 The negative premiums in Greece (2018) and the Netherlands (2014) are consistent with the raw data in the 
Structure of Earnings Survey. 
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approximately 35%. These results align with the strong role of sectoral agreements in setting 
generous overtime pay rates in these countries. 
 
In contrast, Germany stands out with remarkably low overtime premiums, around 5% in both 2014 
and 2018. Given that Germany is the most populous country in the EU, its relatively low premium 
exerts a downward influence on the overall EU average, explaining why the aggregate overtime 
premium across Member States remains around 17–19% despite high premiums in several other 
countries. 
 

 
Figure 2: Average Overtime Premium by Country. Source: SES. 

 

4.3. Average Overtime Premiums by Sector 

Figure 3 displays the average overtime premiums by sector for 2014 and 2018. Overall, the sectoral 
patterns are relatively stable, with most sectors showing average overtime premiums of around 
20% in both years. This suggests a broadly consistent compensation structure for overtime work 
across the main branches of economic activity. 
 
Nonetheless, some sectors exhibit notable changes over time. In particular, the arts, mining, and 
real estate sectors show marked variations between 2014 and 2018. In the arts sector, the 
premium rose significantly, reaching close to 30% in 2018, while in mining and real estate, the 
premiums also increased sharply. These shifts may reflect changes in sectoral bargaining 
coverage, the introduction or revision of collective agreements, or fluctuations in the composition 
of workers performing overtime in these industries. 
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Across other sectors—such as manufacturing, construction, finance, and public administration—
overtime premiums remain close to the EU average and show little change over time, indicating 
that the reward for overtime work has been relatively stable in the majority of economic sectors. 
 
In Figure 7 we plot the average overtime premiums by sector and country for 2018. 
 

 
Figure 3: Average Overtime Premium by Sector. Source: SES. 

 

4.4. Average Overtime Premiums by Gender, Collective Bargaining 
Coverage and Age 

Figures 4 to 6 present the estimated overtime premiums across three key dimensions: gender, 
collective bargaining coverage, and age. These results provide additional insights into the 
distributional patterns of overtime compensation within the European Union. 
 
Gender. Figure 4 shows that the average overtime premium is slightly higher for female workers 
than for male workers, although the difference is very small—around one percentage point. On 
average, women receive an overtime premium of approximately 20.5 percent compared to 19.5 
percent for men. This similarity indicates that overtime compensation practices are broadly 
comparable between genders, suggesting that gender-based pay differentiation does not extend 
strongly into the domain of overtime pay. However, if women are less likely to perform overtime 
work overall, the higher average premium may partly reflect selection effects, with women who 
do work overtime being concentrated in sectors or occupations where overtime pay is more 
generous or more frequently negotiated. 
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Collective bargaining coverage. Figure 5 compares the average overtime premium between 
workers covered by collective agreements and those not covered. The results confirm that 
coverage is associated with higher overtime pay premiums. On average, covered workers earn an 
overtime premium of about 22 percent, while non-covered workers receive roughly 17 percent. 
This difference of five percentage points underscores the role of collective bargaining in securing 
better compensation for non-standard hours. It also reinforces the evidence from collective 
agreement data showing that overtime premiums are more systematically defined in covered 
workplaces, where negotiated provisions help ensure transparency and enforcement. 
 
Age. Finally, Figure 6 illustrates overtime premiums by age group. The premium is higher for older 
workers (aged 30–65) than for younger workers (aged 16–30). On average, older employees receive 
overtime premiums of around 23 percent, compared to roughly 21 percent among younger 
workers. This age gradient may reflect differences in seniority, occupational level, and bargaining 
power, as well as the types of jobs in which overtime is more common. Younger workers tend to 
be overrepresented in sectors with lower pay structures and more irregular work patterns, where 
negotiated overtime compensation is less generous. 
 
Overall, these results suggest that overtime pay practices are not uniform across the workforce. 
Collective bargaining coverage and worker characteristics such as age and gender play a role in 
shaping the extent of compensation received for non-standard hours. While the differences are 
moderate, they highlight how institutional and demographic factors interact with bargaining 
outcomes to influence the fairness and effectiveness of overtime remuneration across the 
European Union. 
 

 
Figure 4: Average Overtime Premium by Gender. Source: SES. 
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Figure 5: Average Overtime Premium by Coverage. Source: SES. 

 

Figure 6: Average Overtime Premium by Age. Source: SES. 
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5. Estimating the Part-Time Hourly Wage Premium 
We estimate the hourly wage premium (or penalty) associated with part-time employment using 
a specification closely aligned with that applied to overtime premiums. The objective is to compare 
the hourly remuneration of part-time and full-time workers while holding constant observable 
worker, job, and institutional characteristics. 
 
Using the Structure of Earnings Survey (SES), we compute an hourly wage measure that excludes 
overtime hours and overtime pay, ensuring that differences in remuneration are not mechanically 
driven by overtime compensation. 
 

Figure 7: Overtime Premium. Source: SES. 
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log (𝑤𝑤𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖) = 𝛼𝛼 +�𝛽𝛽𝑠𝑠𝑠𝑠

𝑆𝑆

𝑗𝑗=1

 1[𝑗𝑗 = 𝑠𝑠] parttime𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖 + 𝛿𝛿𝐹𝐹𝐹𝐹 + 𝛾𝛾𝑋𝑋𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖 + 𝜀𝜀𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖 

 
where 𝑤𝑤𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖is the hourly wage of individual i working in sector s, in year t, and in country c. The 
term 𝛿𝛿𝐹𝐹𝐹𝐹denotes the set of fixed effects for which we control — including location, sector, gender, 
contract type, level of education, occupation, and collective bargaining coverage. 𝑋𝑋𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖represents a 
quadratic polynomial in tenure. 
 
The coefficients of interest are 𝛽𝛽𝑠𝑠𝑠𝑠, which capture the interaction between sector dummies 1[𝑗𝑗 =
𝑠𝑠]and the part-time indicator (equal to 1 for part-time hours and 0 for standard hours). These 
coefficients therefore measure the part-time wage premium — that is, the percentage additional 
pay received for part-time work compared to standard hours. We compute 𝛽𝛽𝑠𝑠𝑠𝑠for each country–
sector pair. 
 
Findings. Figure 8 presents a heatmap of the estimated part-time hourly wage premiums by 
country and sector. Several clear patterns emerge. 
 
First, the average part-time hourly wage premium is close to zero in most countries and sectors. 
This indicates that, conditional on observed characteristics, part-time workers generally earn 
hourly wages that are broadly comparable to those of full-time workers. This finding is consistent 
with European labour law principles prohibiting discrimination against part-time workers and 
guaranteeing equal pay on a pro-rata basis. 
 
Second, while average effects are small, the heatmap reveals substantial heterogeneity across 
countries and sectors. In some country–sector combinations, part-time work is associated with 
modest hourly wage penalties, whereas in others it is linked to small premiums. These deviations 
from zero are typically limited in magnitude, suggesting that large systematic hourly penalties for 
part-time work are uncommon within the formal employment relationships captured by the SES. 
 
Third, sectoral differences are more pronounced than cross-country differences. Sectors 
characterised by fragmented schedules and high prevalence of short part-time contracts—such as 
wholesale and retail, hospitality, and personal services—tend to display slightly more negative 
estimates. In contrast, public administration, education, and health often show neutral or mildly 
positive part-time premiums, reflecting more standardised pay scales and stronger collective 
bargaining arrangements. 
 
Importantly, the absence of large average penalties does not imply that part-time work is 
economically neutral. Part-time employment mechanically reduces total earnings through fewer 
paid hours, and even small hourly penalties can accumulate over time. Moreover, these estimates 
do not capture indirect or dynamic disadvantages associated with part-time work, such as reduced 
access to promotions, training opportunities, or career progression—mechanisms well 
documented in the literature. 
Overall, the results suggest that part-time work in Europe is not systematically penalised in terms 
of hourly wages, once worker and job characteristics are taken into account. Instead, inequality 
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associated with part-time employment primarily arises through reduced working hours and 
longer-term career effects, rather than through large contemporaneous hourly wage penalties. 
 

 
 

6. Estimating the Earnings Premium for Shift Work 
The estimation of the earnings premium associated with shift work follows the same empirical 
strategy as the analysis of part-time earnings premiums, with one important data-driven 
distinction. Unlike overtime work, the Structure of Earnings Survey (SES) does not report the 
number of hours worked under shift arrangements in the reference month. As a result, it is not 
possible to compute an hourly shift-work premium. Instead, we estimate the earnings premium 
from shift work using monthly earnings expressed on a full-time equivalent (FTE) basis. 
 

Figure 8: Part-Time Earnings Premium. Source: SES. 
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For each individual, we construct the dependent variable as the logarithm of monthly FTE earnings. 
This adjustment removes mechanical differences in earnings due to contracted working hours and 
allows for a meaningful comparison between workers with and without shift arrangements. 
 
For each country, we estimate the following specification: 
 
  log (𝐸𝐸𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖) = 𝛼𝛼 +∑ 𝛽𝛽𝑠𝑠𝑠𝑠𝑆𝑆

𝑗𝑗=1  1[𝑗𝑗 = 𝑠𝑠] shift𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖 + 𝛿𝛿𝐹𝐹𝐹𝐹 + 𝛾𝛾𝑋𝑋𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖 + 𝜀𝜀𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖, 
 
where 𝐸𝐸𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖 denotes the full-time equivalent monthly earnings of individual i in sector s, year t, and 
country c. The variable  shift𝑖𝑖𝑖𝑖𝑖𝑖𝑖𝑖 is a binary indicator equal to one for workers who report 
performing shift work. As in the overtime specification, the model includes fixed effects for 
location and sector, and controls for a wide set of individual characteristics: gender, education, 
occupation, contract type, tenure, and collective bargaining coverage. Tenure enters the model as 
a quadratic polynomial. 
 
The coefficient of interest, 𝛽𝛽𝑠𝑠𝑠𝑠, measures the percentage difference in monthly FTE earnings 
between workers who perform shift work and those who do not, after accounting for observable 
characteristics and structural factors. Unlike the overtime premium, this estimate captures the 
earnings premium associated with working under shift arrangements, rather than a premium per 
hour of shift work. It therefore reflects the overall compensation associated with shift work, 
including any allowances or supplements, but not the intensity of shift hours in the month. 
 
This approach provides a consistent estimate of the additional monthly earnings associated with 
shift work across countries and sectors, while acknowledging that the absence of shift-hour 
measures in the SES prevents the calculation of an hourly shift premium comparable to the 
overtime estimates. 
 
Figure 9 presents a heatmap of estimated shift-work earnings premiums by country and sector. 
Overall, the results indicate that shift-work premiums are generally modest, but display substantial 
heterogeneity across sectors and countries. 
 
Across most country–sector combinations, estimated premiums are relatively small, frequently 
clustering around zero. This suggests that, on average, shift work does not lead to large differences 
in monthly earnings once observable characteristics and contractual hours are taken into account. 
In this respect, shift-work premiums are notably smaller than overtime premiums and broadly 
comparable in magnitude to part-time hourly premiums. 
 
However, the heatmap also reveals clear sectoral patterns. Sectors in which shift systems are 
structurally embedded in production or service delivery tend to exhibit higher and more consistent 
premiums. Mining, energy, manufacturing, transport, hospitality, and health stand out as sectors 
where shift work is more frequently associated with positive earnings premiums. In several of 
these sectors, estimated premiums exceed 10 percent in a non-negligible number of countries, 
indicating that shift arrangements are often compensated through allowances or wage 
supplements. 
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By contrast, sectors where shift work is less central or more weakly institutionalised—such as 
professional activities, finance, education, public administration, and arts and entertainment—
show consistently small or near-zero premiums. In these sectors, shift work is either relatively rare 
or incorporated into standard pay structures without explicit financial compensation. 
 
Cross-country variation is pronounced but does not follow a simple institutional gradient. Some 
countries—such as Malta, Lithuania, France, and Spain—display relatively high shift-work 
premiums across multiple sectors, while others—most notably Germany, Austria, and several 
Nordic countries—show limited or negligible premiums in most sectors. This pattern likely reflects 
differences in how shift work is regulated and remunerated within collective agreements, as well 
as the extent to which shift allowances are paid as separate supplements or incorporated into 
base wages. 
 
Finally, the summary rows and columns of the heatmap indicate that sectoral variation dominates 
country-level variation. That is, the same sectors tend to display relatively high or low shift-work 
premiums across countries, suggesting that the technical and organisational requirements of 
production play a stronger role in shaping compensation for shift work than national institutions 
alone. 
 
Overall, the findings show that shift work is not uniformly rewarded across the European labour 
market. While premiums are clearly present in sectors where shift systems are unavoidable and 
tightly regulated, they remain modest or absent elsewhere. As with part-time work, this implies 
that inequalities associated with shift work may arise less from contemporaneous earnings 
premiums and more from selection into particular sectors, occupations, and working-time 
regimes. 
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7. Conclusions 
 
This report set out to examine how non-standard working time is rewarded in European labour 
markets, focusing on three key dimensions: overtime work, part-time employment, and shift work. 
Using harmonised microdata from the Structure of Earnings Survey (SES), we estimated wage and 
earnings premiums associated with these arrangements across countries and sectors, while 
accounting for worker characteristics, job attributes, and institutional factors such as collective 
bargaining coverage. Three main conclusions emerge. 
 
First, overtime work remains the most clearly and consistently rewarded form of non-standard 
working time. Across Europe, overtime hours are generally compensated at a substantial premium 
relative to standard hours, with an EU-wide average close to 20 percent. While there is significant 
heterogeneity across countries and sectors, the presence of a positive overtime premium in most 
contexts confirms that overtime pay continues to function as a core mechanism through which 
collective agreements and regulations compensate workers for working beyond standard hours. 

Figure 9: Shift Earnings Premium. Source: SES. 
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At the same time, cross-country differences—most notably the comparatively low premiums 
observed in large economies such as Germany—underscore the importance of national 
institutional frameworks in shaping the effective value of overtime compensation. 
 
Second, part-time work is not systematically associated with large hourly wage penalties once 
observable characteristics are taken into account. On average, hourly wages of part-time and full-
time workers are remarkably similar, in line with European non-discrimination principles and pro-
rata pay regulations. Although some sectoral and country-level variation exists, deviations from 
zero are generally modest. This suggests that inequality associated with part-time employment 
arises primarily through reduced working hours and longer-term career dynamics—such as 
limited progression, training, or access to higher-paying roles—rather than through 
contemporaneous hourly wage penalties. These findings nuance a large literature on part-time 
wage penalties by highlighting the distinction between hourly pay and total earnings. 
 
Third, shift work is associated with modest and highly heterogeneous earnings premiums. Unlike 
overtime, shift-work compensation does not appear as a strong or universal premium across 
European labour markets. Positive earnings effects are concentrated in sectors where shift 
systems are structurally embedded—such as mining, energy, manufacturing, transport, 
hospitality, and health—while premiums are small or absent in sectors where shift work is less 
prevalent or less formally regulated. Sectoral patterns are more pronounced than country-level 
patterns, suggesting that technological and organisational requirements of production play a 
central role in shaping whether and how shift work is financially rewarded. 
 
Taken together, these results point to an important asymmetry in the regulation and 
compensation of non-standard working time. Overtime remains a clearly demarcated and 
monetarily compensated deviation from standard hours, whereas part-time and shift work are 
more often absorbed into regular pay structures, with limited explicit compensation. This 
asymmetry reflects both legal frameworks—particularly strong protections for part-time 
workers—and the evolving nature of working-time arrangements in 24/7 economies, where shift 
work is increasingly normalised rather than treated as exceptional. 
 
From a policy and collective bargaining perspective, the findings suggest that the erosion of 
“standard” working time does not automatically translate into stronger monetary compensation 
for non-standard schedules. While overtime premiums continue to play a compensatory and 
deterrent role, shift work and part-time arrangements appear less consistently rewarded, raising 
questions about whether current bargaining practices adequately reflect the social and health 
costs associated with irregular and anti-social hours. 
 
Finally, this report highlights several avenues for future research. First, the SES captures only paid 
hours, leaving unpaid overtime outside the scope of analysis. Second, the absence of detailed 
information on the intensity of shift work limits the ability to estimate hourly shift premiums 
comparable to overtime. Third, understanding the long-term earnings and career consequences 
of non-standard working time requires a dynamic perspective that goes beyond cross-sectional 
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wage comparisons. Addressing these gaps is essential for a fuller assessment of how working-time 
arrangements shape inequality and well-being in European labour markets. 
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