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Private banking industry: over three-quarters of 
staff work flexible hours
One sector which is well-suited to this is the private 
banking industry. It traditionally ranks as one of the 
economic sectors with the most flexible working times 
and modes of working. Over three-quarters of staff have 
flexible working models. 01  And it is a thing of the past 
to consider the office being the only place of work: on 
all weekdays, just 86 percent of staff are at least occa-
sionally present, whereas at least 21 percent work at 
least once a week at the premises of their customers 
or at home – this proportion has gradually increased in 
recent years – and even just under 50 percent at least 
occasionally. 02   

These figures are significantly higher than those just 
published by the German Institute for Economic Re-
search (DIW). Based on the data from the socio-eco-
nomic panel, the DIW calculated that only 11 percent 
of financial services staff work from home at least 
occasionally.¹ The significantly higher figures in the 
private banking industry may be due to the fact that 
the business models are not as strongly influenced by 
the stationary branch as in other banking groups and, 
at the same time, different company and manage-
ment cultures play a role. In any case, private banks 
are well-suited to a more precise analysis of mobile/
flexible working due to the comparatively high propor-
tion of work outside the office and based on flexible 
working models.

The greater the changes in digital technologies, office 
and knowledge work, the more intensively the subject 
of flexible work is discussed and researched. In the 
process, the following (simplified) state of knowledge 
has emerged thus far: Anyone who works more flexi-
bly in terms of time and location compared to someone 
who works the standard nine-to-five job is, as a rule, 
more satisfied, more productive, can work undisturbed, 
on the whole better realize his/her potential and more 
successfully reconcile his/her work and private life. 
Conversely, there is a risk that informal exchanges with 
superiors and colleagues suffer, that due to sheer en-
thusiasm for their own work the working hours become 
considerably longer and that the boundary between 
work and free time becomes so very blurred that their 
health gets overlooked; Experts refer to the so-called 
motivated self-endangerment, which can arise in cer-
tain circumstances.

However, this merely generally describes the spec-
trum of possible effects, without any differentiation of 
the influence of important factors. For mobile/flexible 
working, the extent and experiences do not only differ 
very much from one sector to another, but also within a 
company, or even individual departments. At the same 
time, certain activities and modes of working as well as 
certain employee-types are well-suited to mobile/flex-
ible working, others less or even not suited at all. This 
merits closer investigation in order to make use of the 
benefits and minimise the risks.

AUTONOMY MAKES THE 
DIFFERENCE
Due to progressive digitalisation, many employees work more flexible in terms of 
location and time than they did a few years ago. How this affects health and work 
satisfaction cannot be answered in general terms because with mobile/flexible 
working, the sector, field of activity, company and management culture, degrees  
of freedom and also the personal characteristics of the staff play a role. Also, in 
the private banking industry a differentiated, altogether distinctly positive picture 
becomes clear: A current AGV Banken survey proves that employees working with a 
high degree of flexibility are more satisfied than average and do not feel that their 
health is affected any more than those with a regular working pattern, despite a 
higher workload – provided that they can determine their working hours as autono-
mously as possible.

Mobile/flexible working
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AGV Banken has therefore investigated in a current sur-
vey where mobile/flexible working in the private bank-
ing industry became established and how it affects the 
work satisfaction and health of staff. Of particular inter-
est were groups of staff who either worked particularly 
flexibly in terms of location or time, or both. 

As part of its annual representative staff questionnaire² 
AGV Banken considered the following groups in detail: 
Staff who 
•  frequently work at customers’ premises and/or at 

home
•  have fixed working hours
•  have flexible working hours (flexitime with and without 

core working hours, trust-based working hours)
•  frequently work at the premises of customers or at 

home and, at the same time, have flexible working 
hours.

The following distinction, broadly speaking, can be 
made:

Workers and staff engaged in trust-based working 
hours³ who are particularly flexible in terms of location 
are more likely than average to be leadership staff; they 
are predominantly not on the pay scale and have the 

highest academic qualifications. They are more likely 
to work full-time, less likely to work in central units and 
more likely to work in investment banking and wealth 
management than the rest of the workforce. For staff 
who are highly flexible in terms of location, the pro-
portion of males is over 80 percent, while for staff who 
have trust-based working hours, it is around 70 percent. 
There are significant differences based on age: the av-
erage age of staff who are highly flexible in terms of lo-
cation is almost one and a half years below the average, 
while that of staff who have trust-based working hours 
is approximately two and a half years above the average.

Staff with fixed working hours – with a slightly above 
average proportion of leadership staff – are mainly pay 
scale staff; they are more likely to work part-time than 
average and more likely to work in retail banking, but 
also in investment banking, than the rest of the staff. 
In this group, which has the lowest average age of all 
the investigated groups (two and a half years below the 
average), there are somewhat more women than men.

Flexi-time staff are not as likely to have leadership 
responsibility and more likely to work in central units 
and corporate banking than the rest of the staff. The 

Three-quarters with flexible working hours 01

Working time regulations
Staff in private banking industry; Proportion as a percentage
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  4  Other / N/A
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This results in the effects intensifying in the group 
which is highly flexible in terms of location (e.g. 
self-evaluation of state of health, which is better than 
average in both sub-populations) and in part cancel 
each other out (e.g. in terms of satisfaction with work-
ing time regulations, which is particularly low for those 
working fixed hours and particularly high for those 
working trust-based hours). The example shows that: it 
is advisable to analyse individual groups very closely in 
order to be able to draw reliable conclusions from them.

Flexibility in terms of location and time alone is as 
yet no guarantee of consistently high satisfaction
On closer inspection, the current survey of AGV Banken 
paints a highly-differentiated, yet at the same time very 
coherent picture. The model that is familiar from other 
investigations is also confirmed in the private banking 
industry: employees who work flexibly are basically, de-
spite higher workloads, more satisfied and healthy than 
average. At the same time, what emerges from almost all 
questions is that neither flexibility in terms of time nor 
flexibility in terms of location alone consistently make 
for better motivation and health – not even the general 
combination of both factors. In fact, those who feel best 

proportion of pay scale staff is slightly above average, 
while the distribution of the weekly working hours 
models (full-time/part-time), average age, proportion of 
graduates and gender distribution are roughly average.

A clear correlation between time  
autonomy and seniority
Some of the investigated groups overlap more or less 
naturally, which partly leads to overlapping effects. For 
example: in the group of staff who are highly flexible 
in terms of location (more likely to work at customers’ 
premises or at home), both poles of the working hours 
models – fixed working hours and trust-based working 
hours – are equally strongly represented, each with 35 
percent. At first sight, this is surprising, since a higher 
degree of flexibility in terms of location also suggests a 
consistently higher degree of flexibility in terms of time. 
However, the heterogeneity of the group can easily be 
explained: The investigation reveals a significant cor-
relation between time autonomy and seniority; so staff 
tend to receive more leeway in terms of time after they 
have more experience, have worked for the company 
for longer and are, therefore, older, whereas flexibility in 
terms of location is spread across all age groups.

Workplaces increasingly flexible 02

Workplaces
Staff in private banking industry as a percentage
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are staff who, with a high degree of flexibility in terms of 
location, can determine their working hours as autono-
mously as possible and, therefore, also decide how to 
divide up their work and free time.

Accordingly, staff working trust-based hours are par-
ticularly well-presented in this group, i.e. on the whole, 
more experienced and particularly well-trained staff 
whose work often calls for, but also allows, a higher de-
gree of flexibility. At the same time, it concerns staff who 
are obviously purposefully allowed to adopt this mode 
of work because they are suitably qualified and able to 
organise their own (by no means stress-free) daily rou-
tine relatively well. This description shows that: not all 
types of work and staff are suitable for this trust-based, 
mobile/flexible work. After all, in the private banking in-
dustry the proportion is just under a fifth.

The most important results of the survey about mobile/
flexible work can be summarised as follows:

•  High degree of flexibility in terms of location = high 
level of staff commitment | In all aspects determining 
staff commitment⁴, the group with a high degree of 
flexibility in terms of location which has already been 
described was the most satisfied group, followed by 
the staff working trust-based hours. However, by no 
means does flexibility always result in a particularly 
high level of commitment, as demonstrated by the 
staff working flexi-time. They are less satisfied than 
average, whereas the group with fixed working hours 
is more satisfied than average. 03   On the one hand, 
this depends on work areas and job profiles, but on the 
other hand, it appears that staff working flexi-time – 
also for family or other personal reasons – have to deal 
with time pressure more often than the rest of the staff.

•  Flexible modes of working offer more leeway, fixed 
working hours offer more structure | The picture is 
similar for important aspects of work quality: anyone 
who works a lot at customers’ premises or at home 
rates their decision-making leeway, the competence 
and responsibility regulations and the extent of time 

and resources, for instance, much more positively 
than average. 04  However, when looking at work-
ing hours models a few characteristics stand out. For 
instance, staff with fixed working hours indeed rate 
their decision-making leeway less positively than 
average, but at the same time they also rate other 
aspects as better than average, particularly the issue 
of time and resources as well as clear competence 
and responsibility regulations. In this case, the firm 
framework obviously offers advantages, even com-
pared to staff working trust-based hours, who do not 
rate these aspects as highly. Staff with fixed working 
hours are also considerably more content than their 
flexi-time colleagues. Just one exception: anyone 
working flexi-time without fixed core working hours 
rates their decision-making leeway more positively, 
which is an important factor for motivation and health. 
This is the first indication that a higher degree of free-
dom regarding scheduling of the working hours in-
creases satisfaction.

•  Dissatisfaction with fixed working hours | Even for the 
important aspects of the job and the work environ-
ment, the group with the high degree of flexibility in 
terms of location was the most satisfied one. Peo-
ple in this group feel much better than average in the 
workplace, can reconcile professional and private life 
more effectively and deal better with work targets and 
the workload. But: they rate their working time regu-
lations below average. This is clearly due to the high 
proportion of staff with fixed working hours who rate 
their working time regulations by far the worst. Nev-
ertheless, the group with fixed working hours is also 
more content than average in terms of all the other 
specified aspects and these staff rate their workload 
even more positive than those working trust-based 
hours. On the other hand, the most dissatisfied group, 
here too, is that of the flexi-time staff, but as well with 
an exception: The group without fixed core working 
hours is by far the most satisfied with its working time 
regulations. Generally: the greater the time autonomy, 
the higher the level of satisfaction with the working 
hours. 05   

Mobile/flexible working
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•  Team quality 
and leader-
ship quality 
increase despite 
a greater distance | 
Even in the digital 
working environment, 
good collaboration with 
superiors and colleagues 
is still the central success 
factor for high motivation and 

  satisfaction, as the result of the digitalisation 
study submitted by AGV Banken in 2015 showed.⁵ 
This topic area has a correspondingly high degree of  
importance with regard to mobile/flexible work. It can 
generally be asserted that: mobile/flexible staff rate 
the team and management quality better than av-
erage, which is indeed a surprising result given the 
fact that empoloyees in this group frequently do not 
set eyes on their superiors and colleagues daily and 
the management of rather virtual teams is generally 
seen as a challenge. Actually, however, the work and 
information processes appear, on the whole, to be or-
ganised such that the exchange works well, despite 
the longer distance compared to the conventional 
office job. 06   07   At the same time, insightful 
deviations are revealed when both staff groups with 
the highest time autonomy are compared: While staff 
working trust-based hours give their superiors higher 
than average scores when it comes to recognition, 
open and transparent communication and support 

with professional development, flexi-time staff with-
out core working hours rate these aspects worse than 
any other group. It is very clear that the place of work 
plays a role in this: 60 percent of these staff work in 
central units; this is by far the highest score of all the 
considered groups. So, in this case it seems that in-
stead structural reasons (e.g. difficult communication 
in large business units) play a role. However, there 
is also one leadership aspect which is comparative-
ly poorly rated in both groups (trust-based working 
hours and flexi-time without core working hours): fast 
and clear decision-making. Certain information defi-
cits owing to less frequent attendance during normal 
working hours could be the reason for this. 

•  Staff with a high degree of flexibility are more effi-
cient but find switching off more difficult | Staff with a 
high degree of flexibility rate their personal health and 
performance (e.g. dealing with new tasks/challenges, 
dealing with deadline and performance pressures, 
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state of physical and mental health) significantly bet-
ter than staff with fixed working hours – a phenome-
non which corresponds to the results of other investi-
gations into mobile/flexible working.⁶ Of the staff who 
have flexible working hours (flexitime with and without 
core working hours, trust-based working hours), the 
following applies: the higher the degree of autonomy 
in apportioning working hours, the higher the rating 
for personal health and performance. On the other 
hand, staff working highly-flexible working hours are 
not as good at keeping work problems separate from 
their private life as staff with fixed working hours. So, 
with fixed working hours, which are more frequently 
than average also associated with a fixed place of work 
(office), there is obviously a preponderance of jobs 
where tasks and workload are more clearly managed 
and it is easier to switch off. 08     09   

•  Autonomy in terms of working hours is beneficial to 
health | Staff working trust-based hours report far 
fewer health complaints and problems than average, 
with some of them having the lowest rates of all ob-
served groups. Conversely, staff who work primarily 
highly flexibly in terms of location (i.e. who are often 
at customers’ premises as well as at home) suffer by 
far the most in terms of their health (which is clearly 
due to the previously-mentioned high proportion of 
fixed working hours in this group). Suffering the least 
in this group are those with flexible working hours. So, 
the combination of a high degree of mobility and fixed 
working hours clearly leads, rather, to more health is-
sues, whereas a high degree of autonomy in terms of 
working hours (also often in combination with flexibil-
ity in terms of location) causes by far the fewest health 
complaints. Autonomy in terms of working hours is 
therefore beneficial to health. 10   

•  Autonomy demonstrably decreases sick days | The 
proportion of staff who phone in sick for no reason (ab-
senteeism, commonly referred to as ’doing a sickie‘) 
is significantly lower amongst staff working flexible 
hours than amongst staff with fixed working hours. In 
other words: Autonomy in terms of time reduces the 
number of staff ill. 

•  Higher degree of autonomy = higher level of motiva-
tion | In the case of ’presenteeism‘ (working despite 
being ill), no link can be established with the work-
ing hours model; staff working flexible hours come 
to work sick just as frequently or infrequently as any 
other staff. However, the motivation behind ’presen-
teeism‘ is clearly different: the main reason cited by 
staff working trust-based hours is a particular sense 
of responsibility, particular skills and fun at work; the 
main reason cited by staff with fixed working hours 
is that they do not want to burden colleagues, while 
other reasons clearly cited more often than average, 
when also at a low level, are job worries and pressure 
from superiors. ’Presenteeism‘ amongst staff work-
ing trust-based hours is therefore more strongly driv-
en by motivation, whereas amongst staff with fixed 
working hours it is more strongly driven by fear. This 
leads to the conclusion that a higher degree of auton-
omy is associated with a higher level of motivation. 
This also suggests that staff involved in all flexible 
modes of working rate their ability to work until retire-
ment age – an aspect which has a strong correlation 
with work satisfaction and motivation – considerably 
higher than staff with fixed working hours.

•  Autonomy limits overtime | Anyone who frequently 
works in a mobile in terms of location way puts in sig-
nificantly more overtime; this effect, which is familiar 
thanks to other investigations, also occurs in the pri-
vate banking industry. However, the extent of over-
time amongst staff working trust-based hours who 
are also more mobile in terms of location than average 
is significantly lower and only barely above the val-
ue of staff working fixed hours. Autonomy therefore 
clearly results in overtime being limited. This applies 
to both the frequency of overtime and the number of 
overtime hours. 

•  Fixed working hours cause overtime at inconvenient 
times | What stands out is the fact that, in the group 
with fixed working hours, the frequency of overtime 
is approximately at the average level and, above all, 
considerably under the level of the staff with flexible 
working hours, yet the extent of the overtime goes 

Mobile/flexible working
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individual, which would clearly relieve the strain on 
these staff.

•  Staff working flexibly in terms of location want more 
autonomy in terms of time | Employees who are al-
ready working very flexibly in terms of location are not 
only more dissatisfied with their working hours (see 
above). They also express more than average a desire 
for extra work from home. All in all, this can be inter-
preted as a strong desire for more autonomy in terms 
of time because amongst staff working trust-based 
hours, who already have this autonomy, the desire for 
extra work from home is considerably below average. 
Moreover, the highly flexible group in terms of location 
expects in the coming years above average improve-
ments due to digitalisation, particularly in terms of 
time and resources, but also in terms of workload, 
work targets, availability and working hours. This also 
suggests an expressed desire for more autonomy in 
terms of time, which is in turn expressed consider-
ably less amongst staff working trust-based hours 
because they already rate their time budget partic-
ularly positively. 11   

considerably beyond that in each case. Therefore: 
If staff with fixed working hours do overtime, then 
they do more than average – and the hours lie (due 
to the tight daily time schedule) more frequently than 
average (late) in the evening and at the weekend, 
which in turn potentially leads to higher health issues. 
 
At the same time, it becomes clear that the extent of 
overtime is no good as a general measure for evalu-
ating work stress. This is very clear in staff working 
flexi-time with core working hours: Staff in this group 
does the lowest amount of overtime but rate their 
decision-making leeway, their work environment (in-
cluding its working time regulations), their personal 
health and performance in part considerably worse 
than their colleagues working in flexible working 
hours models; the extent of health complaints and 
problems is also significantly higher than it is for staff 
working flexibly. 

•  Flexi-time is helpful for commuters | There is a 
significant link between time spent on commuting 
to work and working hours models: on average, staff 
working flexi-time have a considerably longer journey 
to the workplace than any other staff. Flexi-time there-
fore has a lot to commend it, being one of commuters‘ 
favourite working hours models. This perception fits 
in with the fact that staff working flexi-time belong 
to a group of staff which is under more time pressure 
(and therefore exposed to more stress) than others. 
Although the desire for (more) work from home is not 
more pronounced than average, this group fre-
quently cites far more than average 
that their reasons for it are time- 
and cost-savings with regard to 
their commute, as well as less 
stress and a better work/life 
balance. There is a lot to 
be said not only for work-
ing from home but also for 
generally having more time 
autonomy, providing that 
this is operationally pos-
sible and suitable for the 
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•  Autonomy considerably reduces stress due to acces-
sibility | Staff who primarily work flexibly in terms of 
location are not only contacted considerably more 
often outside of normal working hours by superiors 
and colleagues, but they also feel more stressed by 
this than average. In contrast, staff working flexibly 
in terms of time do not feel more stressed than aver-
age due to their availability outside of normal working 
hours, while staff working trust-based hours even feel 
considerably less stressed by it than average. This 
means that autonomy in terms of time lowers stress 
due to availability considerably. 12   

•  Staff operating under flexible modes of working 
accept digital change better | In flexible modes of 
working where digitalisation already plays a major 
role, staff anticipate fewer major changes, as ex-
pected, due to digitalisation in the coming years – 
but with a higher degree of autonomy they expect 
greater improvement, both in the company and in the 
personal work environment too. So, anyone who is 
already taking advantage of digitalisation’s benefits 
in terms of time and location is more optimistic about 
the progressive changes.

Autonomy opens up new opportunities -  
if the conditions are right
In summary it can be asserted that: a higher degree 
of flexibility in terms of location and time, particularly 
a higher degree of autonomy in terms of time, essen-
tially opens up better opportunities for employees to 
arrange their work and life and offer companies new op-
portunities to benefit from more satisfied and healthier 
staff. However, certain conditions must be met for this 
to happen:

•  The mode of working must suit the company and the 
personality:  Mobile/flexible modes of working must 
suit not only the company, the work environment and 
the actual job itself, but also the personality of the 
member of staff. On the one hand, this factor limits 
the group of staff for whom mobile/flexible working 
is a possibility, but, on the other hand, it raises the 

question about whether the full potential is already 
known and utilised. The DIW says “No” in the previous-
ly-mentioned investigation about working from home: 
Nationwide, 12 percent of staff work at least occasion-
ally from home as well, but 40 percent of staff admit 
that it would be possible to do their job from home; 
in the financial services sector, this proportion is as 
high as 71 percent. ⁷ In the private banking industry, 
at least 48 percent of staff work from home, some of 
them occasionally. Regardless of how realistic and 
desirable it is for this proportion to increase to the 
potential upper limit, there is a still the perception 
that: the extent of mobile/flexible working ought to 
increase considerably in the long-term because there 
is still obviously a large amount of unused potential.

•  Flexibility is not a one-way street: Not all staff who 
would like to work more flexibly can count on the fact 
that this desire matches the company’s requirements. 
Conversely, superiors should not expect all staff to 
be capable of or prepared to carry out mobile/flexible 
working. 

•  No one-size-fits-all solutions: There is no one-size-
fits-all answer to the question for which divisions, 
jobs or people mobile/flexible work is suitable. Bal-
ancing of interests is necessary here – at least for in-
dividual companies, but even more so for certain work 
areas, possibly even for individuals. Without doubt, 
personnel work and leadership thereby become more 
detailed, yet the effort is worthwhile if suitable solu-
tions are found that increase health, motivation and 
staff commitment increase.

•  Establishing a culture based on trust: Mobile/flexible 
working requires trust, ideally throughout the entire 
company, but at least between superiors and their 
team. To achieve this, a trend towards flatter hierar-
chies is required; under certain circumstances, man-
agers must convey responsibility and, at the same 
time, maintain their authority, yet, in any event, es-
tablish new communication channels and routines. In 
many cases this already happens, but elsewhere this 

Mobile/flexible working
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change is still pending, yet it is generally worthwhile: 
WIdO, the scientific institute of the AOK German public 
health insurance company, asserted in a staff survey 
that a good company culture has positive effects on 
staff satisfaction and health.⁸

•  Recognising boundaries, reinforcing individual  
responsibility: Mobile/flexible working does not mean  
unlimited freedom for staff or unlimited availability 
for companies. Everyone involved is well advised 
to properly weigh up needs and expectations and 
to reconcile them. Superiors and employees must 
agree on the scope and limitations of the new modes 
of working, and staff must autonomously structure 
their work to a greater degree than  ever before as 
well as know when it is time to press the off button.

At the same time, the following becomes clear: There 
are many different forms of mobile/flexible working, so 
solutions are required that are to some extent high-
ly tailored to the specific company. What is needed, 
therefore, is guidance for business practice – one 

reason why AGV Banken takes part in the cross-sector 
research project “Prevention 4.0” to learn even more 
about the relationship between work  in the digitalised 
world and its effects on humans.

Comprehensive regulatory approaches flawed
Conversely, in the view of bank employers, compre-
hensive regulatory approaches are flawed. The findings 
of the current survey about mobile/flexible working in 
the private banking industry show this is precisely 
not a way of working which produces health issues as 
long as it is used responsibly, which obviously hap-
pens. Therefore, approaches such as an anti-stress 
ordinance or a non-availability law are neither neces-
sary nor constructive. Also a legal entitlement to work 
from home, as was introduced in the Netherlands and 
discussed in Germany, would be highly problematic in 
view of the realisation that working from home is by no 
means suitable for every job and every individual. More 
constructive is a working (hours) configuration geared 
locally towards the particular requirements of the staff 
and the company.

 1   DIW weekly report No. 5/2016 “Home Office”, February 2016,  
 P. 99

 2     TNS Emnid on behalf the AGV Banken (2016): Survey of 800   
  employees working in the private banking industry, about 

work satisfaction and health
 3  There is no completely uniform definition of trust-based working  

 hours. In the submitted investigation it is understood as   
 predominantly results-oriented work in which the monitoring of  
 working hours is dispensed with.

 4  TNS Emnid measures staff commitment using the TRIM Index,  
 which takes five aspects into consideration:    
 Overall satisfaction, recommendation of the employer,   
 reapplying to the same employer, motivation  of work   
 colleagues and competitivity of the employer.

 5  AGV Banken: “Opportunities instead of threats” in: 2014/2015  
 report, p. 30 et seqq. 

   

 6 In 2013, 264 staff working for Swiss Federal Railways (SBB)  
   and the telecommunications company Swisscom arranged their  

  working hours and workplaces so that, for two months, they 
commuted as little as possible at peak times. Afterwards,  
59 percent of participants indicated that their work satisfac-
tion and personal wellbeing had improved as a result of the 
temporary mobile/flexible working pattern, while only  
4 percent (one) of the participants reported a deterioration. 
Source: “Work anywhere”, SBB/Swisscom, University of 
Applied Sciences and Arts Northwestern Switzerland (FHNW), 
July 2013 

 7  DIW weekly report No. 5/2016 “Home Office”, February 2016, P. 99
 8   Badura/Ducki/Schröder/Klose/Meyer (Eds.): 
  2016 Absenteeism Report Main focus: Company culture 
  and health – challenges and chances, Berlin 2016 
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Highly flexible ones  
are the most engaged

03

Staff commitment 
Deviation from the average of all staff as a 
percentage; Top Two (“excellent”/“very good”)

Overall  
satisfaction

Recommendation  
of the employer

Employer  
competitivity

Workplace
 at least once a week at customer’s premises

 at least once a week at home

 at least once a week at customer’s premises and at home

Source: Representative staff survey (n = 800), TNS Emnid on behalf of AGV Banken, 2016 

Higher work quality  
due to flexibility

04

Quality of the present vocational activity 
Deviation from the average of all staff as a 
percentage; Top Two (“excellent”/“very good”)

Decision-making  
leeway

 

Clear competence/ 
responsibility rules

Sufficient  
time and  
resources

Place of work and working hours
  at least once a week at customer’s premises  
or at home and flexible working hours

Working hours
 fixed working hours

 Flexi-time with core working hours

 Flexi-time without core working hours 
 Trust-based working hours

27

30

-4

28

-10

8

21

26

12

15

15

25

-1

-4

-7

2

34

35

36

50

-13

-15

3

2

28

39

16

48

-8

-10

11

15

15

19

8

31

-6

-12

18

31

30

13

12

34

-5

-16

13

33

Mobile/flexible working
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Autonomy in terms of working time  
increases satisfaction 05

Job and work environment 
Deviation from the average of all staff as a 
percentage; Top Two (“excellent”/“very good”)

Existing  
working time  
regulations

Reconciliation  
of work and  
private life

Appropriate  
and achievable  
work targets

Appropriate  
workload

Workplace
 at least once a week at customer’s premises

 at least once a week at home

 at least once a week at customer’s premises and at home

Source: Representative staff survey (n = 800), TNS Emnid on behalf of AGV Banken, 2016 

Place of work and working hours
  at least once a week at customer’s premises  
or at home and flexible working hours

Working hours
 fixed working hours

 Flexi-time with core working hours

 Flexi-time without core working hours 
 Trust-based working hours

Team spirit suffers only  
with flexi-time

06

Collaboration with direct colleagues
Deviation from the average of all staff as a 
percentage; Top Two (“excellent”/“very good”)

Team spirit and  
co-operation  
amongst colleagues

Acknowledgment  
of my work  
by colleagues

Openness  
and fairness in the  
event of conflicts

Fair  
distribution of the  
workload

5

-3

-24

-7

1

29

10

-9

15

23

7

25

-6

-3

10

14

31

35

11

53

-7

-5

10

35

25

32

25

40

-14

-11

16

2

18

6

6

14

-3

-4

11

17

13

1

1

-1

-1

-4

9

-10

33

34

15

45

-9

-14

18

52

27

33

26

38

-10

-19

12

31
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Leadership trusting and communicative 07

Leadership behaviour 
Deviation from the average of all staff as a percentage; Top Two (“excellent”/“very good”)

Trust in  
leadership 

Respectful  
dealings

Acknowledgment  
by superiors

Open and fair  
evaluation  
of achievements

 

Open and  
transparent  
communication

Quick  
and clear  
decisions

Workplace
 at least once a week at customer’s premises

 at least once a week at home

 at least once a week at customer’s premises and at home

Source: Representative staff survey (n = 800), TNS Emnid on behalf of AGV Banken, 2016 

Place of work and working hours
  at least once a week at customer’s premises  
or at home and flexible working hours

Working hours
 fixed working hours

 Flexi-time with core working hours

 Flexi-time without core working hours 
 Trust-based working hours

16 25

10 22

8 1

12 29

-4 -3

-4 -3

7 14

13 26

4 13

-7 11

3 12

-8 13

-2 -3

-1 -15

9 10

-18 5

14 19

10 24

6 14

13 31

2 2

-11 -10

5 0

14 33

Mobile/flexible working
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Highly flexible employees above  
average performance

08

Efficiency, separation of job/private life 
Deviation from the average of all staff  
as a percentage; Top Two (“excellent”/“very good”)

Dealing with  
new tasks/ 
challenges

Dealing with  
pressure relating to  
deadlines and  
achievements

Keeping  
work life out of  
private life  
 

Keeping  
private life out of  
work life 

Workplace
 at least once a week at customer’s premises

 at least once a week at home

 at least once a week at customer’s premises and at home

Source: Representative staff survey (n = 800), TNS Emnid on behalf of AGV Banken, 2016 

Place of work and working hours
  at least once a week at customer’s premises  
or at home and flexible working hours

Working hours
 fixed working hours

 Flexi-time with core working hours

 Flexi-time without core working hours 
 Trust-based working hours

Flexible work  
improves wellbeing

09

Health
Deviation from the average of all staff as a 
percentage; Top Two (“excellent”/“very good”)

Overall medical  
condition

Psychological  
condition

Physical  
condition

9

9

3

9

-9

10

15

8

15

17

5

20

-10

-1

18

11

3

9

11

9

-4

2

-5

-1

11

18

4

21

-4

2

8

18 

25

25

13

32

-12

-2

17

40

15

23

5

22

-4

-6

18

24

36

30

16

45

-13

0

16

36
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Cardiac and  
circulatory  
complaints

Headaches

Sleep disturbances

Impaired vision

Autonomy in terms of working time promotes good health 10

Frequency of discomfort and problems 
Deviation from the average of all staff as a percentage; Top Two (“very frequently”/“frequently”)

Exhaustion

Stress

Excessive demands

Depressive 
Moods

Workplace
 at least once a week at customer’s premises

 at least once a week at home

 at least once a week at customer’s premises and at home

Source: Representative staff survey (n = 800), TNS Emnid on behalf of AGV Banken, 2016 

Place of work and working hours
  at least once a week at customer’s premises  
or at home and flexible working hours

Working hours
 fixed working hours

 Flexi-time with core working hours

 Flexi-time without core working hours 
 Trust-based working hours

77

112

56

166

1

-29

-30

55

-1

1

36

5

2

-28

-17

-34

31

37

5

65

3

-5

-16

37

56

93

106

146

-32

-27

-49

37

5

13

17

33

15

-11

-38

-7

20

15

13

33

5

-17

-9

43

39

56

61

108

7

-48

-39

54

74

77

51

136

5

-40

-28

75

Mobile/flexible working
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Staff working flexibly in terms of  
location expect more time autonomy

11 Autonomy in terms of working time  
lowers stress due to availability

12

Anticipated improvements thanks to digitalisation  
in the personal environment
Deviation from the average of all staff as a percent-
age; Top Two (“much better”/“slightly better”)

Accessibility outside of usual office hours –  
Extent and perception of stress
Deviation from the average of all staff as a 
percentage

Workplace

Working hours  
regulations

Sufficient time  
and resources

Own  
workload

Accessibility  
via telephone  
or email*

Actual contact  
via telephone  
or email**

 

Burden  
due to contact  
via telephone

Burden  
due to contact  
via email

Workplace
 at least once a week at customer’s premises

 at least once a week at home

 at least once a week at customer’s premises and at home

Source: Representative staff survey (n = 800), TNS Emnid on behalf of AGV Banken, 2016 

Place of work and working hours
  at least once a week at customer’s premises  
or at home and flexible working hours

Working hours
 fixed working hours

 Flexi-time with core working hours

 Flexi-time without core working hours 
 Trust-based working hours

 
 * On business days after end of working day 
   (very frequently/frequently) 
 ** at least twice a week 

26 82

34 101

-7 10

23 126

-5 -26

-3 -34

30 70

25 143

15 91

39 87

4 17

28 120

-9 -21

-6 -43

28 42

38 118

42 44

53 48

31 32

82 66

-3 -8

-39 -45

4 3

68 40

24 34

39 37

33 79

40 71

-18 -8

-5 -63

9 -27

33 4
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