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Flexible working vs. Precarious working

Barnes, M., et al. (2025).

FLEXIBLE WORKING PRECARIOUS WORKING
Definition: Employee-control over work Definition: Employer flexibility in which work
arrangement (where, when, and how much arrangements are characterised by uncertainty
work is performed) to meet wellbeing needs. and limited employee control, often to benefit
Employees have agency in shaping their work an employer's operational needs. Decisions
schedule. Facilitates time for personal about work scheduling are largely directed by
commitments and needs (e.g., family care, employer. Facilitates flexibility for employer
attending appointments, managing health through limited guarantees of hours, shifts, or
conditions). long-term contracts.

Examples:
Examples:

Zero-hour contracts: No guaranteed hours,
Where: Employee control in relation to home- work offered on an 'as needed' basis.
working, remote working, hybrid working.
Short-term/temporary contracts: Frequent
When: Employee control in relation to contract renewals or short durations.
flexitime, working compressed hours.
On-call work: Employees to be available with
How Much: Employee control in relation to little notice.

part-time working, reduced hours, job sharing.
Unpredictable shift patterns: Changes to
schedule with minimal warning.
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« U.S. Bureau of Labor Statistics (2019)
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