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Abstract 
 

 The basic objective of the research was to map the employment forms made 
use of in the small and medium enterprises operating in the Nitra region, with an 
emphasis on so called atypical employment forms which provides new possibili-
ties for small and medium-sized enterprises; they introduce the possibility to 
reduce social contribution costs. A questionnaire was used to collect data from 
513 randomly selected and addressed SMEs and 320 fully completed question-
naire forms served as the basis for a data analysis. The data collection was car-
ried out in the first half of the year 2017. The atypical employment forms are 
applied not only in enterprises operating in the agricultural sector but also in 
other economy sectors. Micro enterprises use atypical employment patterns 
mainly when it comes to their active workforce, which fact is not surprising 
when considering the general characteristics of the enterprises included in this 
group.  
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Introduction 
 

 The economic role of small and medium-sized enterprises is remarkable since 
they provide a significant proportion of GDP in addition to export and import 
activities. Based on the data of the Slovak Business Agency (2016), more than 
70% of employees are employed with companies in the small and medium-sized 
business sector (Malé a stredné podnikanie v číslach v roku 2015, 2016). The 
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rapidly changing market conditions of the 21st. century have been forcing the 
companies to consider and study current employment trends, to be more flexible, 
and to introduce new forms of employment e.g. home office, part-time jobs, etc. 
Characteristic features of those forms of employment are completely different 
from traditional 8-hour workday jobs and can be called atypical. Flexibility is 
considered to be one of the strengths of SMEs and it also allows them to survive 
in a highly competitive environment. It is difficult to imagine that this would be 
possible without the use of flexible employment forms because in most cases, 
SMEs do not have the means of production that would allow them to respond 
flexibly to changes in the market. The question remains whether SME owners 
and managers are able to take advantage of all the opportunities offered in this 
area or whether they will stick to the stereotypes they already apply and thus 
hinder potential growth of their enterprises. We already know that the expendi-
tures on active labour market policy measures made in the previous year have 
the strongest impact on the expenditures in the following period. (Blazevic Buric 
and Mrnjavac, 2017) We consider it important to examine the issue of atypical 
employment in addition to a comprehensive nationwide analysis in more detail 
in the Nitra region, so that we have the opportunity to highlight its characteris-
tics. Given the structure of the article, from the theoretical point of view of the 
researched issues based on domestic and international literature, we will focus 
on the objectives of primary research and methodology. After verification of the 
formulated assumptions in the empirical part, we defined conclusions. 
 
 
1.  Problem Formulation 
 
 Flexibility connected with employment or jobs can be seen as a precondition 
where the organization can, without limitation, change the quantity or quality of 
work in response to changes in demand (Goudswaard and De Nanteuil, 2000). 
 The well-known approach toward flexibility on the part of organizations in-
cludes the definition made by Atkinson (1984), which distinguishes three types 
of flexibility: 

• functional – employees can move smoothly and quickly to other activities 
within the organization and perform other tasks, 

• numerical – the number of workers in the organization can be quickly and 
easily reduced or increased according to short-term changes in labour needs, 

• financial – the opportunity to respond flexibly to supply and demand on the 
external labour market, which facilitates functional or numerical flexibility. 
 Atkinson divides the company’s workforce into key workers with an emphasis 
on functional flexibility and peripheral workers subject to numerical flexibility. 
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While peripheral workers experience an increase in their number (i.e. numerical 
flexibility is applied), key tasks vary and their range of responsibility (i.e. functio-
nal flexibility) is changed (Atkinson, 1984). Authors Essősy and Vinkóczi (2018) 
pointed out that SME managers’ awareness as to employment options is to be 
increased. 
 The issue of various employment forms has been studied by several domestic 
and foreign researchers. Kazuya (2005) emphasises that it is not so easy to clearly 
define what we mean by typical and atypical employment patterns since what we 
accept as typical today was considered to be atypical a few decades ago. Technolo-
gical and infrastructural developments over the last decades required appropriate 
solutions that can be characterized by flexibility (Makó and Simonyi, 2003). 
Hanzelová, Kostolná and Reichová (2005) emphasizes the fact that the scientific 
literature does not provide any clear definition of typical and atypical employ-
ment patterns. Following the labour market changes over the past period, we can 
assume that employment forms based on indefinite term contracts and jobs other 
than the 8-hour workday jobs can be considered atypical.  
 Atypical employment patterns provide new possibilities for small and medium- 
-sized enterprises; they introduce the possibility to reduce social contribution 
costs (Aronsson, Gustafsson and Dallner, 2002). Unlike the socially-protected 
employment status, these new patterns of employment provide numerous advan-
tages and solutions for human resources management. These new types of em-
ployment can cut costs and increase competitiveness and efficiency (Korcsmáros 
and Majdúchová, 2016; Šúbertová, Tóth and Tóthová, 2017). 
 Hárs (2012) listed the types of atypical employment patterns as the following: 

• part-time employees; 
• temporary workers (employees with a fixed term contract, seasonal workers, 

casual workers); 
• renting workforce; 
• work at home, teleworking; 
• flexible working hours; 
• self-employment. 

 Part-time employment is defined as an employment form within which em-
ployed people (whether employees or self-employed) work usually less than 30 
hours per week. Employed people are those aged 15 and over who report that they 
have worked in a gainful employment for at least one hour in the previous week 
or who had a job but were absent from work during the reference week while 
having a formal job attachment. This indicator, presented as the total and per 
genders, shows the proportion of persons employed part-time among all employed 
persons and is also called incidence of part-time employment (OECD, 2017). 
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 The increase in atypical employment patterns is driven by changing customer 
needs and efforts to provide cheaper and more flexible forms of employment. 
The adaptation to different life cycles and better work-life balance also encour-
age the increase in atypical employment patterns. Belás et al. (2015) analysed the 
business environment of Slovak SMEs. Motivating factors and business envi-
ronment were examined as well. Their research has produced interesting findings 
pointing out a great deal of optimism among enterprises, which indicates their 
willingness to effectively adapt to changing market conditions as well as to 
changing employment policies (Eurofound, 2017). 
 Part-time employment is one of the most known atypical employment forms. 
As concerns part-time jobs, the working time is reduced to 4 – 6 hours a day. 
According to Frey (2007), the popularity of part-time employment patterns lies 
in a faster increase in the employment rate when compared to the full-time em-
ployment pattern. The target group of part-timers can be diverse e.g. parents 
applying for childcare allowance, maternity leave, those who take care of family 
members, older workers close to old age pension. The employer and employee 
may enter into a contract with a shorter workday or switch from a shorter work-
day to full time. Employees working shorter workday receive a wage based on 
their working hours defined in the employment contract (Štěpánková, Bendová 
and Koralov, 2015). 
 Mutual trust is required both from employees and the employer to apply an 
atypical employment pattern successfully within an organization. The level of 
trust, as a part of the company culture, as Finna (2007) emphasizes, is one of the 
pillars of long-term cooperation. The absence of cooperation, being a key factor, 
may reduce the performance of a company in terms of efficiency, competitiveness, 
and profitability (Takácsné György and Benedek, 2016). 
 Being familiar with the long-term economic benefits, we can observe a shift 
from old tendencies because it can preserve the competitiveness of the company 
or help the company become competitive (Laczkó, 2007). Labour market trends 
show that employees and employers are ready for mobility and flexibility. Flexi-
bility is considered to be a long-term factor and requires employees with special 
characteristics. Kozubíková et al. (2015) emphasized the importance of human 
resources within a company, which is associated with the creation of appropriate 
working conditions and/or opportunities for employees. 
 The research conducted by Frey (2000) emphasizes the disappearance of re-
gular and rigid forms of employment patterns that are gradually replaced by aty-
pical, irregular, and flexible employment patterns. It is important to mention that 
this transformation is not a result of external constraints but company managers 
apply atypical employment forms to maintain competitiveness of their businesses. 
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They have recognized and accepted the importance of this change that can help 
when recruiting employees, reducing the unemployment rate, or managing cus-
tomer demand fluctuations. According to foreign literature, the development of 
flexible employment arrangements may be defined based on the following three 
grounds: 

• changing requirements of companies operating in a broader, more uncertain, 
and more unstable economic context with constantly intensifying pressure to in-
crease competitiveness and to cut costs; 

• changed behaviour of labour supply with a marked increase in labour-
market participation especially as concerns women; 

• changes in the labour policies implemented by governments and the Euro-
pean Union to address unemployment (Regalia, 2006). 
 To understand better the current situation as concerns part-time employment, 
we had to compare the situation in Slovakia with situation in other countries. 
 
G r a p h  1  

Use of Part-time Job in Selected Countries in Percentage 

 
Source: Eurostat (2016). 

 
 Except for the Ukraine, all the neighbouring countries around Slovakia were 
examined (the Eurostat database does not contain data about the situation of part-
time employment in the Ukraine). Based on the Eurostat data (see Graph 1) we 
can say that the use of non-traditional forms of employment in Slovakia is at 
a very low level. The number of part-time employees in Slovakia represented 
only 11.8% in the year 2016 (the same as in the Czech Republic), which is the 
second lowest rate within the examined countries. Cervenková, Sebestová and 
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Sperka (2018) also mentioned that the average share of part-time jobs in the 
Czech Republic in the period 2004 – 2016 represented only 3.9% according to 
the OECD. In Austria, the proportion of part-time employment amounted to 
24.4%, in Poland it was 22.9%, and in Hungary it represented 8.3% (Persons 
employed part-time, 2016). 
 Since 1990, the European Foundation for the Improvement of Living and 
Working Conditions has been carrying out the European Working Conditions 
Survey (EWCS) on a 5-year basis, providing an overview of working conditions. 
According to the results of the latest – 6th European Working Condition Survey 
2015 (the survey results were published in 2017), the working time quality index 
was analysed based on working time, atypical working time arrangements, and 
working time flexibility in 28 EU countries. According to the survey, Slovakia 
ranked the fourth worst as concerns working conditions because as much as 73% 
of employees participating in the survey mentioned that working time arrange-
ments are set by the company with no possibility for a change. In developed 
countries of the EU, such as Norway, Denmark or the Netherlands, this rate is 
between 35 – 40% and employees have the opportunity to change working hours 
within certain limits (e.g. flexitime) or choose between several fixed working 
schedules determined by the company. 
 Based on the results of the research project of IGA VŠE entitled Specific 
Features of Human Resources Management in Small and Medium Enterprises 
carried out in the Czech Republic between 2005 – 2006, SMEs provide their 
employees with relatively high job security because the number of jobs with 
strictly defined working time is much lower than the number of flexible time 
jobs. The research project results also indicate that small enterprises may make use 
of part-time employment forms to a greater extent and thus be able to employ, 
for instance, also those experts and specialists whose full-time employment they 
could not afford. As concern the medium enterprises included in the research 
sample, the most frequently used employment forms were employment contracts 
for an indefinite period of time and contracts of services. In small enterprises, 
the most frequently used employment forms included contracts of services and 
part-time contracts. Micro enterprises use indefinite time employment contracts 
and definite period of time most frequently (Václavková et al., 2007). 
 With an area of 6,343.8 km2, the Nitra Region is located in the southwestern 
part of the Slovak Republic, bordering the Republic of Hungary in the south, 
the Banská Bystrica Region in the east, the Trenčín Region in the north and 
the Trnava Region in the west. According to the valid territorial-administrative 
arrangement, it is divided into 7 districts: Komárno, Levice, Nitra, Nové Zámky, 
Šaľa, Topoľčany and Zlaté Moravce (Charakteristika Nitrianskeho kraja, 2014). 
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 In the region, it is possible to observe significant changes in demographic 
development, which are a reflection of the economic and social situation of the 
region. There are longer-term tendencies to slow down population reproduction 
and to reduce natural population growth. From other demographic processes, 
marriage and divorce rates are decreasing. 
 The Nitra region contributes significantly to the creation of GDP in Slovakia. 
The range of industrial branches of the region is diverse. It is important to exam-
ine the structure of the business sector at the level of individual districts of the 
region due to their diversity. Light industry has the largest share in the structure 
of the business environment in the districts of Komárno (32.0%) and Topoľčany 
(42.15%). Other districts of the Nitra region are dominated by heavy industry 
(Zlaté Moravce district – 50.4%, Nové Zámky district – 48.7%, Šaľa district – 
37.0%, Nitra district – 34.7%, Levice district – 31.35%). Despite the fact that the 
region manages the largest area of agricultural land of all regions of Slovakia, 
the share of agriculture in individual districts of the Nitra region in terms of the 
structure of the business sector ranges from 15.25% (Komárno district) to 6.2% 
(Nitra district) (Štruktúra podnikateľského sektora, 2009). 
 The characteristics of the resources of the Nitra Region in connection with 
the SWOT analysis allow us to point out the strengths and weaknesses, as well 
as the opportunities and threats of the region. According to the Development 
Strategy of the Nitra Self-Governing Region 2009 – 2015 prepared by the Rural 
Organization for Community Activities in March 2009, the strengths of the region 
can be considered a working tradition of agriculture, in the southern districts of 
the region the possibility of using job offers from Hungary. The weaknesses of 
the region are reflected not only in the absence of relation to the land, the low 
degree of diversification in agriculture, but also in the emigration of young and 
qualified inhabitants to cities outside the region. The development and moderni-
zation of established agricultural cooperatives and farms, the use of land for the 
development of agritourism and rural tourism, the implementation of develop-
ment projects and the use of EU financial resources are clearly among the oppor-
tunities of the Nitra region. The threat to the region can be defined by the lack 
of jobs, the influx of foreign investors into agriculture, the decline in agricultural 
activity due to legislative changes and persistent non-transparency in the distri-
bution of support at all levels (Startégia rozvoja vidieka Nitrianskeho samo-
správneho kraja, 2009). 
 Based on the evaluation of the index of the regional business environment 
in 2010 by the Business Alliance of Slovakia, it can be stated that the indicators 
of each subindex on average for the Nitra region are below the Slovak average 
(PAS, 2010). 
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2.  Data and Methods 
 
 The main objective of the research is to map the employment patterns applied 
in small and medium-sized enterprises with a special emphasis on application of 
typical and atypical employment patterns in the rapidly changing economic envi-
ronment of the 21st. century. 
 To achieve our research objective, we decided to collect primary data through 
a questionnaire survey. To carry out the research while factoring in the principle 
formulated by Anderson (2004), it is recommended to study a sample correspond-
ing to 1% of the studied population and therefore we selected 513 SMEs in the 
Nitra Region. Incorrectly or partially completed questionnaires were excluded from 
the group of completed questionnaires and following that we had data from 320 
respondents. The questionnaire survey was carried out in the first half of 2017. 
The questionnaire intended for respondents contained 21 structured questions. In-
dividual questions had been formulated in the manner allowing determination of: 

• fundamental characteristics of the research sample – legal form, number of 
employees, year of establishment, registered office and place of operation of the 
enterprise and the economic sector in which the enterprise operates; 

• current situation as to presence of different employment patterns in compa-
nies and related information – mapping the forms of employment of the employees 
in the examined company, mapping the knowledge of the advantages and disad-
vantages related to the individual forms of employment; 

• flexible employment related beliefs – mapping the existence of flexible 
(atypical) forms of employment in the study company; 

• employers’ future plans associated with the issues subject to the research. 
 After compiling the research sample, we tried to arrange a sample correspond-
ing to the structure of SMEs within the population but without success. The 
basic and specific mathematical and statistical methods were applied to process 
collected primary data. 
 Based on the theoretical background behind the examined issues and in com-
pliance with the determined main research objective, the following assumptions 
were defined: 

1. Atypical employment patterns are linked with seasons and that is the rea-
son why such employment patterns are popular among companies in agriculture 
or service sectors. 

2. Due to cost-efficiency it is more typical for micro enterprises to choose 
alternative forms, so called atypical employment patterns, instead of traditional 
8-hour workday employment forms.  

3. The examined companies apply flexible employment patterns particularly 
when it comes to students. 
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4. The greatest advantage of atypical employment patterns is the efficient uti-
lization of workforce. 

5. The additional costs associated with implementation of atypical employ-
ment patters represent for enterprises the main obstacle to implementation of 
such forms. 

6. We assume that the number of hours worked per week within atypical em-
ployment patterns is higher in larger enterprises – the larger an enterprise is, the 
higher the number of hours worked within atypical employment forms is.   

7. We assume that in the next 1 – 2 years, micro enterprises would like to in-
crease the proportion of atypical employment patterns. 

8. In examined enterprises, an increase in implementation of atypical employ-
ment patterns may be motivated by the tax allowances provided by the government. 
 To verify the defined assumptions, Cramer’s V, Pearson’s chi-square test of 
correlation, Lambda, Goodman and Kruskal’s tau, contingency tables, and the 
mean value and ratio indicators of the sample were used. Cramer’s V is a measure 
of association between two nominal variables, giving a value between zero 
(no association) and +1 (perfect association). The strength of the association 
based on Cramer’s V is defined as follows: 
 

( )
2

1c N k

χφ =
−

 

 
where φ  represents the value of Cramer’s V, 2χ  represents the Pearson’s chi-

square test of correlation, N is the sample size involved in the test, and k repre-
sents the number of columns. The chi coefficient represents correlation between 
two variables and it is used for contingency tables. Goodman and Kruskal’s tau 
serves to express association between two variables (Huzsvai and Vincze, 2012). 
To process the collected primary data, we used the SPSS software.  
 
 
3.  Results of Empirical Research 
 
 38.84% of the questionnaires aimed collecting primary data were completed 
in Komárno district. Relatively high ratio of questionnaires were completed in 
disctirct of Nové Zámky (24.79%) and Šala (11.57%). However, our main objec-
tive was to examine the employment patterns of small and medium-sized enter-
prises, we were also interested in the length of operation of business on the market. 
Closed questions were used to help our respondents to mark, how many years 
the company has been operating on the market, while adapting to the constantly 
changing customer needs, as well as meeting the social and legal challenges. 
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A relative majority of companies in Nitra region has been operating on the market 
for 2 – 4 years (37.19%). However, it is also important to point out, that majority 
of the business involved in the survey have been operating on the market less than 
10 years (79.34%). It means that we get insight into the employment patterns and 
policy of businesses, which adapt to rapidly changing market needs.  
 
T a b l e  1 

The Distribution of the Examined Sample in the Districts, Operating Time (in %) 

District 1 year 2 – 4 years 5 – 7 years 8 – 9 years 10 or more years Total 

Komárno 0.00 10.74   9.09 9.09 9.92 38.84 
Nové Zámky 1.65 10.74   7.44 4.13 0.83 24.79 
Šaľa 1.65   3.31   3.31 0.00 3.31 11.57 
Nitra 0.00   4.96   0.00 0.00 0.83 5.79 
Levice 0.00   1.65   2.48 0.83 2.48 7.44 
Zlaté Moravce 0.00   3.31   0.83 0.83 0.00 4.96 
Topolčany 0.00   2.48   0.83 0.00 3.31 6.61 

Total 3.31 37.19 23.97 14.88 20.66 100.00 

Source: Own editing based on primary data collection. 

 
 All the companies, providing data for this survey apply the pattern of nine-to-
five job. Nearly half of the respondents marked the flexible work pattern as an 
atypical form of employment. Part-time employment is characteristic for 30% of 
the companies, while teleworking sound popular by 2%. The absolute majority 
(50.41%) of businesses involved in our survey provide their business activities 
in the service sector. Significant rate can be observed in the agricultural sector 
(17.36%), and trade (14.88%). Although atypical employment pattern can be 
recognized in all the sectors studied, it is not a widespread phenomena yet. 
 
G r a p h  2 

Industry Breakdown of Atypical Employment  

 
Source: Own editing based on primary data collection. 
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 While 23.08% of the companies in industry sector declared, that atypical 
pattern of employment is characteristic, other sectors involved in our research 
show little presence of atypical forms of employment.  
 By examining the complete sample it can be declared, that atypical patterns 
of employment can be found in 55.83% of companies, but it is not characteristic 
at all. The answers provided by respondents were evaluated on a 5-point Likert 
scale (1-not typical at all, 5-very typical). The median of responses is 2 and the 
IQR = 0.5, which allows us to accept the median as an average response by small 
and medium-sized enterprises.  
 To verify the first assumption, we selected three indicators (chi-square, 
Cramer’s V, and contingency coefficient) that are suitable to express significant 
correlation. 
 Assumption 1: Atypical employment patterns are linked with seasons and 
that is the reason why such employment patterns are popular among companies 
in agriculture or service sectors. 
 At the determined 5% correlation level, each of the indicators achieved a sig-
nificant level, i.e. a significant correlation can be identified between the sector 
the enterprise operates in and the extent to which atypical employment patterns 
are characteristic for the enterprise. 
 
T a b l e  2 

Values of Indicators (Chi-square, Cramer’s V, and Contingency Coefficient)  
of Correlation between the Economic Sector and Application of Atypical  

Employment Patterns 

 Value Asymp. Std. 
Error 

Approx. T Approx. Sig. 

Nominal by Nominal Phi   0.683   0.000 
 Cramer’s V   0.342   0.000 
 Contingency Coefficient   0.564   0.000 
Interval by Interval Pearson’s R –0.130 0.041 –2.332 0.020 
Ordinal by Ordinal Spearman Correlation –0.153 0.051 –2.760 0.006 
N of Valid Cases 320    

Source: Own editing based on primary data collection. 

 
 We applied contingency tables to examine enterprises as per individual eco-
nomy sectors to establish the sectors for which application of atypical employ-
ment patterns is the most typical. As much as 50.94% of the enterprises subject 
to our research operate in the sector of services. A majority of enterprises in that 
sector (28.44% of the entire examined sample) stated that atypical employment 
patterns are made use of within the enterprise but they are not absolutely typical 
for the enterprise because traditional employment patterns still dominate when it 
comes to performance of identical work tasks.  
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T a b l e  3 

Contingency Table Showing Rates of Atypical Employment Patterns in Enterprises  
as per Examined Sectors (in %) 

 It is not 

at all 

Yes, but not 

typical 

Rather not 

typical 

Rather 

typical 

Very 

typical 

Total 

Agriculture 1.88 14.38   2.19 0.00 0.00 18.44 
Industry  0.63   3.75   0.00 1.88 2.50   8.75 
Services  9.06 28.44 11.56 1.88 0.00 50.94 
Commerce 6.25   6.56   2.81 0.00 0.00 15.63 
Transport, warehousing 0.94   2.81   0.00 0.00 0.00   3.75 
Finance, insurance 0.00   1.88   0.63 0.00 0.00   2.50 
       100.00 

Source: Own editing based on primary data collection. 

 
 As concerns the second sector subject to our assumption, i.e. agriculture, we 
can state that out of the total number of examined enterprises as much as 18.44% 
operate in that sector. A majority of enterprises operating in the agricultural sector 
– 77.97% (i.e. 14.38% of the entire examined sample) claim that they apply atypi-
cal employment patterns but such employment forms cannot be considered to be 
typical. In that sector, an increase in atypical employment forms is strongly deter-
mined by seasonality mainly because of crop/vegetable production, harvesting, and 
crops storage. Pursuant to the answers of examined enterprises operating in other 
sectors, atypical forms of employment are also present but not clearly typical. 
 Based on conducted statistical analyses we can conclude that the first assump-
tion cannot be deemed to be unequivocally correct because atypical employment 
forms are applied not only within enterprises operating in the agricultural sector 
and the sector of services but also within enterprises operating in other economy 
sectors. This is a positive factor as it indicates an increase in application of atypi-
cal employment patterns in all sectors, which fact will contribute toward a better 
work-life balance as concerns active population. 
 Thanks to further analyses of collected primary data, we succeeded in creat-
ing the ranking showing the atypical employment forms preferred by the enter-
prises included in the examined sample 
 
T a b l e  4 

Preferred Atypical Employment Forms 

Ranking Atypical forms of employment 

1 Flexible hours schedule 
2 Part-time employment 
3 Seasonal/occasional work 
4 Employment with the fix-term employment contract 
5 Work on telework/variable locations, hire of staff 
6 Home work (incorporation) 

Source: Own editing based on primary data collection. 
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 The flexible hours schedule is the most popular atypical employment pattern 
and it allows flexible arrangement of hours worked during a week or a month, 
i.e. not strictly 8 hours a day. The part-time employment, i.e. a reduced number 
of working hours, ranked second. Where it is not necessary to have a full-time 
employee to perform certain work tasks, the part-time employment may be cost-
efficient for the enterprise. Seasonal/occasional jobs ranked third. Due to the fact 
that the share of the enterprises operating the sectors of services and agriculture 
in the research sample was relatively large, it is not surprising that seasonal work 
is made use of in those sectors and ranked rather high. 
 Assumption 2: Due to cost-efficiency it is more typical for micro enterprises 
to choose alternative forms, so called atypical employment patterns, instead of 
traditional 8-hour workday employment forms. 
 To verify the assumption, Hypothesis 0 was formulated along with alternative 
Hypothesis 1 as the very opposite to Hypothesis 0. To verify our assumption, the 
research sample was divided into groups of small and medium enterprises ac-
cording to numbers of employees as recommended in Decision no. 2003/316/EC 
of the European Commission.  
 
G r a p h  3  

Distribution of the Enterprises Included in the Research Sample Based  

on the Number of Employees  

 
Source: Own editing based on primary data collection. 

 
 An analysis showed that 66.88% of the enterprises included in our research 
sample can be classified as micro enterprises based on the number of employees, 
small enterprises account for 26.88%, and medium-sized enterprises account for 
remaining 6.25%. To verify our assumption, our primary objective was to establish 
whether a significant correlation can be detected between the number of employees 
of an enterprise and application of atypical employment patterns by that enterprise.  
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 When analysing the correlation between the number of employees and the 
extent of use of atypical employment forms, we used indicators lambda and 
Goodman and Kruskal’s tau. The results show that the number of employees has 
a more significant influence on the other variable, i.e. the extent of implementation 
of atypical employment forms within the enterprise since as concerns lambda, 
the value of dependent variable is 0.075 and Goodman and Kruskal’s tau amounts 
to 0.128. 
 
T a b l e  5 

Lambda, Goodman and Kruskal’s Tau 

 Value Asymp. 

Std. Error 

Approx. 

T 

Approx. 

Sig. 

Nominal by  Lambda Symmetric 0.050 0.018 2.714 0.007 
Nominal  Number of employees – 

Dependent 
 

0.075 
 

0.026 
 

2.864 
 

0.004 
  How characteristic is  

the atypical employment in 
the company – Dependent 

 
 

0.030 

 
 

0.025 

 
 

1.157 

 
 

0.247 
 Goodman 

and  

Number of employees – 
Dependent 

 
0.128 

 
0.023 

  
0.000 

 Kruskal 
tau 

How characteristic is  
the atypical employment in 
the company – Dependent 

 
 

0.067 

 
 

0.019 

  
 

0.000 

Source: Own editing based on primary data collection. 

 
 As concerns symmetric indicators (chi-square, Cramer’s V, contingency co-
efficient), each of them is significant, i.e. we can say that at the determined 5% 
significance level there is a significant correlation of medium strength between 
two variables. 
 
T a b l e  6 

Values of Chi-square, Cramer’s V, and Contingency Coefficient 

 Value Asymp. Std. 
Error 

Approx. T Approx. Sig. 

Nominal by Nominal Phi 0.691   0.000 
 Cramer’s V 0.489   0.000 
 Contingency Coefficient 0.569   0.000 
Interval by Interval Pearson’s R 0.209 0.083 3.803 0.000 
Ordinal by Ordinal Spearman Correlation 0.098 0.067 1.755 0.080 
N of Valid Cases   320    

Source: Own editing based on primary data collection. 

 
 A more detailed analysis of the research sample shows that enterprises with 
lower numbers of employees more typically apply one of atypical employment 
patterns. 
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 Assumption 3: The examined companies apply flexible employment patterns 
particularly when it comes to students. 
 To test our assumption, we grouped small and medium-sized enterprises as 
per number of employees. Subsequently, respondents’ opinions were divided into 
groups, using a contingency table. We have examined the following groups of em-
ployees: retired employees, employees over 50 years of age who have only few 
years left to retire, students who are deemed to be ideal part-time or seasonal em-
ployees throughout their studies, and the enterprise’s active operative workforce. 
 
T a b l e  7 

Application of Atypical Employment Forms as per Individual Employee Groups (in %) 

Number of employees/ 

groups of companies 

Retired 

workers 

Employees over 

50 years of age 

Students Active operational 

labour force 

Total 

1 – 9 employees 10.70   4.70 17.80   66.80 100 
10 – 49 employees 20.90 16.30 43.00   19.80 100 
50 – 249 employees   0.00   0.00   0.00 100.00 100 

Source: Own editing based on primary data collection. 
 

 As concerns the micro enterprises included in the research sample, atypical 
employment forms are applied mainly in respect of their active operative work-
force. Due to the general economic characteristics of micro enterprises this fact 
is not surprising. It is generally known that micro enterprises must be extremely 
flexible as concerns employees in individual positions because of their sizes and 
annual turnovers. When compared to micro enterprises, small enterprises report 
different data since it is typical for small enterprises to employ students to per-
form certain work tasks, i.e. based on the research sample, atypical employment 
forms are applied when employing students in small enterprises.  
 Assumption 4: The greatest advantage of atypical employment patterns is the 
efficient utilization of workforce.  
 Based on a detailed analysis of collected primary data we have established 
the benefits that small and medium-sized enterprises enjoy due to application of 
atypical patterns of employment. The answers provided by respondents served to 
create the ranking of the most important advantages associated with atypical 
employment forms.  
 
T a b l e  8 

Advantages of Atypical Employment Forms 

Ranking Advantages of flexible work 

1 Better harmonization of work and private life 
2 Efficient use of labour force  
3 Better use in line with production requirements 
4 Competitiveness increase 
5 Cost-saving 

Source: Own editing based on primary data collection. 
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 Based on the opinions of small and medium-sized enterprises included in the 
research sample, the greatest benefit brought by atypical employment forms is 
better harmonization of work and private life of employees. Employers benefit 
from the efficient use of labour force, enabling them to meet production related 
expectations. These positive factors help the enterprise operate efficiently because 
the employer may, thanks to specific features of atypical employment patterns, 
afford to employ fewer people when lower production is required or is able to 
increase the number of employees with increasing production demand. The enter-
prise has to pay only the labour costs necessary to complete the work. The amount 
of money saved can be spent to enhance the enterprise’s marketing activities or 
the activities that may significantly increase its ability to compete.    
 Assumption 5: The additional costs associated with implementation of atypical 
employment patters represent for enterprises the main obstacle to implementation 
of such forms. 
 To verify our assumption, we analysed the responses concerning the obstacles 
to application of atypical employment patterns. Based on established facts we 
can state that the research sample has not come to an agreement as to obstacles 
preventing implementation of atypical employment forms, which fact is indicat-
ed by the standard deviation value (0.545). Subsequently, we focused on priority 
ranking of the obstacles preventing implementation of atypical employment 
forms in enterprises.  
 During primary data collection, we used semi-closed questions to establish 
the factors preventing implementation of atypical employment forms. Respondents 
could choose from 6 predefined alternative answers and when choosing “other”, 
they could define other barriers that have not been listed by us. 
 After analysing the answers to that question, we established that respondents 
have chosen only three out of six options and thus we were able to prioritize only 
the selected options.  
 
T a b l e  9 

Ranking of Barriers to Implementation of Atypical Employment Forms 

Ranking Barriers to atypical form of employment 

1 Insecurity and fear of losing job 
2 Atypical employment forms is possible only in respect of certain groups of employees 
3 Employees are afraid of wage reduction  

Source: Own editing based on primary data collection. 

 
 According to 68.13% of the respondents, the main obstacle to implementation of 
atypical employment forms is the fact that employees will only hardly accept them 
due to their feelings of insecurity and fear of losing job. This fact opens a way for 
a number of questions concerning implementation of atypical employment forms 
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in enterprises but our research deals neither with such questions nor with imple-
mentation by an enterprise of atypical employment forms despite employees’ fears. 
The fact that implementation of atypical employment forms is possible only in re-
spect of certain groups of employees, according of their work tasks, was identified 
as the second most important barrier (23.44%). As much as 8.43% of respondents 
stated that employees will hardly accept implementation of such employment 
forms because they are afraid of wage reductions. We would like to point out the 
interesting fact that respondents mentioned neither the costs and administrative 
burden associated with implementation of atypical employment forms nor possible 
decrease in working morals and level of control over employees. 
 Assumption 6: We assume that the number of hours worked per week within 
atypical employment patterns is higher in larger enterprises – the larger an en-
terprise is, the higher the number of hours worked within atypical employment 
forms is.   
 To verify our assumption, we grouped the small and medium-sized enterprises 
included in the research sample according to numbers of their employees and we 
used a contingency table to divide opinions of respondents on average weekly 
hours within atypical employment forms. 
 
T a b l e  10 

Average Number of Hours Worked per Week within Atypical Employment Forms  
as per Individual SMEs Groups (in %) 

Number of employees Less than 16 
hours/week 

6 – 20 
ours/week 

21 – 30 
hours/week 

More than 
30 ours/week 

Total 

1 – 9 employees   9.81 13.08   76.17 0.93 100 
10 – 49 employees 20.93 33.72   45.35 0.00 100 
50 – 249 employees   0.00   0.00 100.00 0.00 100 

Source: Own editing based on primary data collection. 

 
 In 76.10% of respondents from the micro enterprises group the average num-
ber of hours worked per week within atypical employment forms ranges from 
21 up to 30 hours. As concerns small enterprises, the average numbers of hours 
worked per week are more evenly distributed as per individual variants. Less 
than 16 hours per week was reported by 20.93% of small enterprises and 16 – 20 
hours per week were reported by 33.72% of respondents in the relevant group; 
employees work for 21 up to 30 hours per week in 45.35% of examined small 
enterprises. The medium enterprises included in the research sample stated unequi-
vocally that employees within atypical schemes work from 21 up to 30 hour per 
week on average. The above assumption therefore cannot be definitely confirmed 
because statements of the research sample do not indicate that the larger the enter-
prise is, the more hours per week are worked within atypical employment forms 
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but we can say that employees within atypical employment forms work from 21 
up 30 hours per week on average. It is remarkable that in small companies making 
use atypical forms of employment the number of hours worked a week is 20 or 
less when compared to micro or medium-sized enterprises. This can be explained 
by the fact that, as we have already emphasized, in a start-up the owner or a rela-
tively number of employees fulfil all the tasks necessary to secure smooth opera-
tions of the enterprise. Increasing efficiency means that the enterprise enters the 
next phase of its lifecycle and the existing staff will not be enough to fulfil routine 
tasks in the enterprise. Some simple tasks e.g. cleaning, simple office work will 
require temporary workers and/or part-time employees. The further growth of the 
enterprise will transform part-time employees into full-time employees and the 
enterprise might increase in size and become a medium-sized enterprise. 
 Assumption 7: We assume that in the next 1 – 2 years, micro enterprises would 
like to increase the proportion of atypical employment patterns. 
 To verify the assumption, we have applied descriptive statistical methods 
to create a contingency table where the respondents were grouped according 
to enterprise sizes. Subsequently, the research sample was divided also according 
to SMEs’ forecasts or assumptions concerning changes within implementation 
of atypical employment forms within their enterprises and following that we 
examined significant interconnections.  
 Based on the facts established within the contingency table we can state that 
regardless of size, enterprises have developed a positive attitude toward atypical 
employment forms because they plan neither to restrict nor totally cancel them 
within their companies. A majority of enterprises would like to preserve the cur-
rent situation but micro and small enterprises would like to increase the propor-
tion of atypical employment forms. 
 
T a b l e  11 

Future Plans of SMEs Concerning Atypical Employment Forms (in %) 

Number of employees We intend to  

increase the proportion 
of atypical employment 

in our company 

We want to 

keep our  
current  

employment 

status 

We want to reduce  

the number  
of people working  

in atypical  

employment 

Total 

1 – 9 employees 25.70   73.36 0.94 100 
10 – 49 employees 13.95   86.05 0.00 100 
50 – 249 employees   0.00 100.00 0.00 100 

Source: Own editing based on primary data collection. 

 
 The significant correlation has been examined using the following indicators: 
chi-square, Cramer’s V, and the contingency coefficient. Upon the determined 
5% significance level, each indicator achieves a significant value (0.17) and 
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therefore we may reject the H0 hypothesis and state that there is a significant 
correlation between categorization of enterprises as per sizes based on the number 
of employees and enterprises’ statements concerning their future plans associated 
with atypical employment forms.  
 
T a b l e  12 

Chi-square, Cramer’s V, and the Contingency Coefficient Related to Numbers  
of Employees in Individual Enterprises and Enterprises’ Future Plans Concerning  

Atypical Employment Forms 

 Value Asymp. Std. 

Error 

Approx. T Approx. Sig. 

Nominal by 
Nominal 

Phi 0.194   0.017 

 Cramer’s V 0.137   0.017 
 Contingency Coefficient 0.190   0.017 
N of Valid Cases     320    

Source: Own editing based on primary data collection. 

 
 At the time of this research it was uncertain whether the government would 
raise the current minimum wage from EUR 435 to EUR 480 with effect from 
1 January 2018 as the government did later. The increasing minimum wage may 
continue to motivate employers to increase implementation of atypical employ-
ment patterns in order to maintain their cost-efficiency. Of course, more exten-
sive application of atypical employment forms may indicate also a change in the 
organizational structure of the enterprise backed by appropriate legislative ensur-
ing preservation of both employer and employee rights. 
 Assumption 8: In examined enterprises, an increase in implementation of 
atypical employment patterns may be motivated by the tax allowances provided 
by the government. 
 We used descriptive statistical methods and a contingency table to verify our 
assumption. As usually, the research sample was divided into SMEs groups as 
per numbers of employees and then categorized again based on defined motivat-
ing factors behind more extensive implementation of atypical employment forms. 
The opinions of respondents in the research sample about the main motivating 
factor behind the more extensive implementation of atypical employment forms 
were nearly the same (st. dev. = 0.93).  
 We can state that the tax allowances introduced by the government represent 
the most important motivating factor behind more extensive implementation of 
atypical employment forms regardless of sizes of individual SMEs. Based on the 
above specified sample categorization, we have come to the conclusion that re-
spondents do not request any urgent legislative changes, i.e. we can assume that 
the current legislation provides suitable and comprehensible preconditions for 
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employers to enhance application of atypical employment forms. On the other 
hand, it would be extremely important to reduce the cost burden for enterprises 
so that they are able to maintain or increase their efficiency level and thus also 
their ability to compete. 
 
T a b l e  13 

Motivating Factors behind More Extensive Implementation of Atypical Employment  
Forms within SMEs (in %) 

Number  

of employees 

Tax cuts from 

the state 

Work organization 

changes within  
the company 

Wider 

awareness 

Law amendment Total 

1 – 9 employees   86.92 0.93 0.00 12.15 100 
10 – 49 employees   90.70 0.00 0.00   9.30 100 
50 – 249 employees 100.00 0,00 0.00   0.00 100 

Source: Own editing based on primary data collection. 

 
 
Conclusion 
 
 In the rapidly changing socio-economic environment of the 21st. century and 
due to constantly changing market and consumer demands we should emphasize 
the expansion of atypical employment patterns as a different phenomenon when 
compared to standard 8-hour workday employment forms. The main objective of 
the research is to map the employment patterns applied in small and medium-
sized enterprises in the Nitra region, Slovakia, with a special emphasis on the 
extent to which enterprises apply typical and atypical employment patterns in the 
rapidly changing economic environment of the 21st. century. 
 Based on our primary research, we have established that atypical employment 
forms are applied not only in enterprises operating in the agricultural sector but 
also in other economy sectors. This is a positive factor as it helps to make atypi-
cal employment patterns widespread and can help the active population improve 
their work-life balance. Based on the data analysis, the most popular atypical 
employment form is flexitime with flexible arrangement of the required number 
of working hours within a month or week. 
 According to the research sample, micro enterprises use atypical employment 
patterns mainly when it comes to their active workforce, which fact is not surpris-
ing when considering the general characteristics of the enterprises included in this 
group. Micro enterprises find it difficult to employ their active workforce applying 
the 8-hour workday employment pattern due to their sizes and turnovers. Charac-
teristics of small enterprises are different from those of micro businesses because 
a higher number of student employees is typical for small enterprises and that is 
the reason why they apply atypical employment forms to a greater extent. 
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 According to the SMEs involved in the research, the greatest benefit provided 
by such forms is the positive work-life balance representing an advantage for 
employees. On the other hand, according to SMEs, the main obstacle to atypical 
employment forms is the insecurity felt by employees. However, we did not ask 
our respondents what would happen if they implement atypical employment 
forms despite the fact that they did not welcome this initiative before and there-
fore, this question may remain open for a research in future. 
 An increase in the number of hours worked per week does not depend on the 
size of the company but it has been proven that 21 – 30 hours per week represent 
the characteristic atypical employment pattern. It is remarkable that in small 
enterprises with atypical employment forms the number of hours worked per week 
is 20 or less unlike in micro or medium-sized enterprises. This can be explained by 
the fact that start- ups secure their business activities with a relatively low number 
of employees. With an increasing efficiency, the existing staff will not suffice to 
perform routine tasks within the enterprise and some simple tasks, e.g. cleaning, 
simple office work, etc. will require part-time employees. The further growth of 
the enterprise will transform part-time employees into full-time employees and 
the enterprise may grow in size and become a medium-sized enterprise. 
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