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1. I nt roducti on

The creation of enploynent opportunities is legitimately considered to be a
great step forward towards the goal of reducing the |level of unenploynent.
However, anobng policy-makers, social partners, researchers and the genera
public, enploynent growth and | abour narket reforns have given rise to the
guestion as to whether or not the “quality” of jobs created is inproving
parallel to the increase of enploynent. There is a grow ng awareness of the
need to shift attention froma merely quantitative dinension (nunber of

j obs/ enpl oyed persons and vol une of enploynent) to a nore qualitative

di nrension. The ultimate desirable goal is the securing of equal and “decent
wor k” opportunities for wonen and nmen. Decent work neans nore than
providing jobs in sufficient nunber and with adequate |evels of
productivity and renuneration. It also neans adherence to a core set of
internationally agreed | abour standards in areas such as rights at work,
the possibility to reconcile work with family life, conditions of

enpl oynent and work including occupati onal safety and health, socia
protection, and social dial ogue.

Whether a job is considered good or bad by its incunbent depends to sone
extent on individual perceptions and preferences that nmay change over tine
according to variations in the business cycle and changes in the

i ncunbent =s personal situation. It thus seens to be inpossible to neasure
the quality of enploynment as such. What is possible, however, is to collect
data on inportant aspects of the enpl oynent situation, which are often not
covered in regular |abour statistics programes and for which no
established systemof indicators exists. “Quality of enploynment” then

1 Paper written by Alois van Bastel aer (EUROSTAT) and Ralf Hussnmanns (Bureau
of Statistics, |ILO
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refers to a set of characteristics that determ ne the capability of

enpl oynent to satisfy certain conmonly accepted needs. The neasurenent of
the quality of enploynent involves the identification of relevant

enpl oynent characteristics and the collection of statistics for these
characteristics. These statistics are useful in identifying jobs by region
economi c activity, occupation and other characteristics where quality needs
to be inproved.

Devel opnental work on statistics on the quality of enploynent is included
in the work programme of the ILO Bureau of Statistics for the biennium
2000-2001. This work builds on past and current activities concerning the
measur enent of status in enploynment, working tinme, underenploynment,

enpl oynent -rel ated i nconme and occupational injuries, but will also add new
di nensi ons such as job security, social protection, and industria
relations. It is linked with the ILO strategic objective of creating
greater opportunities for wonen and nen to secure decent enploynment and
income, and with the ILO in-focus progranmes on econom ¢ and socia
security and on safe work: security and productivity through safety and
health at work

The seminar is neant to be a forumfor presenting relevant statistical data
and anal yses, for exchanging views and experiences, for discussing

nmet hodol ogi cal issues related to data sources, coverage, definitions,
classifications, question fornulations, measurenent problens, etc., and for
poi nting out possible areas for further work at the national or

i nternational |evel

Thi s paper presents a first overview of possible indicators for different
characteristics of the quality of enployment. Further work will be needed
to define relevant indicators and classifications and to collect data about
these indicators follow ng the exchange of views and experiences in this
sem nar on the neasurenent of quality of enploynment. Since the various

di nensions of quality of enploynent are interrelated, the user needs to be
able to do a nultivariate analysis of the different aspects of quality of
enmpl oynent covered by different data sources (for exanple, the relationship
between forns of enploynent contracts and job content aspects raises a
particul ar problemto solve).

2. Quality of enploynment dinensions

Quality of enploynment is an inportant issue of the European Enpl oynent
Strategy. The European Enploynent Strategy is provided for in the Ansterdam
Treaty (art. 109). Menber states are called on to "... work towards

devel oping a coordi nated strategy for enployment and particularly for
promoting a skilled, trained and adaptabl e workforce." These are essentia
conditions for the quality of enploynent. The Treaty refers further to the
need to maintain conpetitiveness "[... for pronoting...] |abour narkets
responsi ve to econonic change." Productivity should increase so that
enterprises can inprove their conpetitive position and enpl oynent growth
continues. Increase in productivity can be achi eved through a better

organi sation of work, a better utilisation of human capital and a greater
business agility. A nodel of the type of enterprise that seens best suited
to conmpete in a global economy is put forward by the EU. According to the
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Green Paper “Partnership for a new organi sation of work” (1997), a better
organi sati on of work, based on skill, trust and quality as well as a high
| evel of involvenent of workers, can nmake a val uable contribution to the
conpetitiveness of European firms, to the inprovenent of the quality of
working life and to the enployability of the workforce.

The | abour market is changing due to globalization, technol ogi cal changes
and industrial restructuring; in sonme countries, the transition froma
centrally planned to a nmarket econony and the privatization of fornerly
state-owned enterprises have al so i nduced fundanental changes in the |abour
mar ket. A new balance is to be found between flexibility and security. New
opportunities are offered to enpl oyabl e persons and to those who can adapt
to new requirements of |abour demand (». On the other hand, those who
cannot adapt to flexible work patterns nor acquire the skills to perform
new j obs and new tasks may become marginalized. There is a risk of socia
excl usion when there is unequal access to |earning opportunities.
Furthernore, there are many | ow-paid jobs on the | abour market which enable
people to gain work experience and to inprove their enploynent prospects.
But these jobs may not be sufficient to escape from social exclusion and to
gain access to better jobs. It shows that quality of enploynent in addition
to enployment growmh is inmportant to conbat social exclusion

The devel opnent of the new work organisation requires a set of actions.
These actions are a part of the policy progranme of enpl oynent guidelines
and of the broad econom c policy guidelines for the EU Menber states. These
policy objectives indicate different dinmensions of the quality of

enpl oynent. The rel evant enpl oynment gui delines concern the diversification
of enploynent relationships (' 3), the new forns of working tine
arrangenents (' 5), the devel opnent of entrepreneurship (' 4) and the

i mprovenent of workers= skills (' 7). The broad econom c policy guidelines
refer to a strategy for wage devel opnents (' 6) conpatible with price
stability and strengthening the investnent to secure job growth. A first
action to enhance the adaptability of businesses and their enployees is to
devel op new and adapt abl e types of enploynent relationships. It inplies a
reconciliation of the need of enterprises for flexibility and the need of
enpl oyees for security. Persons working under these new types of

enpl oynent contracts should at the sanme time enjoy adequate job security
and social protection.

3. Contractual arrangements (enpl oyees)

3.1. Labour market trends and policy objectives

Macr oecononi ¢ changes, changes in production processes as well as in the
regul ati on of the |abour market have contributed to a diversification of

forms of enploynent. These newly energing forns of enploynent deviate to a
greater or |lesser extent fromthe conventional nodel of full-tinme regular

2 Commi ssi on conmmuni cation (2000) 79. Building an inclusive Europe
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wage enployment. Their major characteristic is that they are contingent

enpl oynent: these enpl oyed persons do not have a contract for continuous,
stabl e enpl oynent. The reason for contingent enploynent may be only the
(time-limted) duration of the contract. Exanples are fixed-termcontracts,
part-year enploynent (seasonal work) and all forms of trial enploynment or
probati onary periods and trai nee work or apprenticeship. Gher forns of
contingent enploynment deviate from standard wage enpl oynent on nore aspects
than only the tine-limted duration. In the case of nediation by a
tenporary work agency, the clear relationship between enployer and enpl oyee
is replaced by a triangular form of enploynent where, for exanple, the work
is controlled by one firmbut the enployed person is paid by another firm
Contingent enployment may al so be due to the distribution of the economc
ri sk between | abour demand and | abour supply. In the case of notional self-
enpl oynent or |abour-only contractors, the contract is term nated when the
product or services specified in that contract are provided. On-cal

wor kers (or zero-hour contracts) are only perform ng work according to the
enpl oyer=s demand. In the case of outworkers or honeworkers, the enployed
persons perform work outside the enployer=s prem ses. Qutworkers have to
pay certain production costs thenselves and may al so have to buy equi pnent
and materials. Qutworkers may have an on-call enploynment contract.

Conti ngent enploynment can be precarious but does not have to be. The
condition woul d be an equal treatnent as far as possi ble between persons in
contingent enployment and those in standard full-tine wage enpl oynent.
However, forns of tenporary enpl oynent or other atypical enploynent tend to
be partially or conpletely unregulated. Furthernore, the criteria in |law
and case-law to classify an enployed person as an enployee (the subordinate
rel ati onship, the economc risk of an own account worker) nmay be difficult
to determ ne. As a consequence, persons in contingent enploynent nay not
have the status of an enpl oyee and nmay be deprived fromthe benefits and
entitlenents of persons in standard full-tinme wage enploynment. Their
treatment may be different in several donmins: non-wage benefits and | eave
entitlenents, their coverage by social security and social assistance,
entitlenents to enpl oyer-provided training, and protection against the
arbitrary renewal of these contingent enploynent contracts.

The non-wage benefits for which persons in contingent enploynent may
qualify differently from standard wage enpl oynent are sickness benefits,
invalidity benefits, paid annual |eave, paid maternity/parental |eave,
severance pay, retirenment pension and unenpl oynment benefits. Sone of these
benefits (for exanple, sickness benefits) can only be given when persons
are at work. As a consequence, they do not qualify for these benefits when
they are not at work. OQther benefits (for exanple, unenploynent benefits)
depend on the status of an enployee. Many persons in contingent enploynent
have the obligation to nmake social security contributions during their
limted spells of enploynment. However, eligibility thresholds in ternms of a
m ni mrum duration of work are applied to the receipt of benefits.

The protection against an arbitrary renewal may be a limtation to the
maxi nrum nunber or naxi mum cunul at ed durati on of successive tenporary

enpl oynent contracts with the sane enpl oyer. Alternatives of these
limtations may be the right to a renewal of the contract, the entitlenent
to severance pay and a notice period or the right to a contract of
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unlimted duration when the nunber or cunul ated duration of the contracts
exceeds a threshol d.

3. 2. | ndi cat ors

Persons in contingent enploynent relationships first need to be identified
as deviating fromthe standard wage enpl oyment and sel f-enpl oynent
situations. Secondly, their particular situation as regards their job
security, their entitlenments and their social security can be described.
Statistics should be provided on:

(i) the trends in enploynent by form of enploynent (permanent enploynent,
time-limted tenporary enpl oynent, other atypical enploynent) and by
total duration of the enploynment contract;

(ii) the conditions of enploynent for the different forns of contingent
enpl oynent in ternms of entitlenents to non-wage benefits (conparing
the hourly wage rates plus non-wage benefits with the hourly wage
rates only), social security coverage, participation in enployer-
provi ded trai ning, protection against arbitrary renewal of contingent
enpl oynent contracts, and other features enbedded in | abour
| egi sl ation and col |l ective agreenents;

(iii) the enploynent duration and | abour turnover (account being taken of
ot her factors including the business cycle); an interesting variable
woul d be the cunul ated duration with the same enpl oyer as well as the
cunmul ated duration of all back-to-back enpl oynment spells (even with
di fferent enployers);

(iv) the differences in the before-nentioned by economc activity,
occupation, region and other characteristics such as sex, age and
educational |evel of the worker

4, Entrepreneurship
4.1. Labour nmarket trends and policy objectives

For sel f-enpl oyed persons, the enploynent quality characteristics depend on
the conditions for devel oping entrepreneurship rather than on the
contractual work conditions. These conditions are related to the |ega
framework wi thin which busi nesses operate, the administrative and tax
burden, the access to financial services tailored to their specific needs,
and the availability of support and advice services when a business is set

up.
4. 2. | ndi cat ors

A first set of indicators would describe the effect of making the

envi ronnent conduci ve to entrepreneurship. These indicators woul d describe
the trend in self-enployment and the trend in newy created busi nesses by
size of enterprise (own account workers w thout enpl oyees, snal
enterprises (<50 enpl oyees) and nmedi um sized enterprises (< 250

enpl oyees)) .

I ndi cators need to be devel oped to describe the favourabl e environnent for
the creation and expansion of viable enterprises. These indicators should
cover the domains of the adm nistrative regulation, the provision and
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availability of capital and the assistance provided by business support
agenci es and innovation centres. Exanples regarding the sinplification of
adm nistrative procedures could be the del ays and nunber of procedures in
conpany registration. The sinplification of admi nistrative procedures would
inmply a single location for registration purposes (“single business

wi ndow’), a single registration docunent, a sinple application procedure
for licenses, permts and authorisations and the sharing of the data
between the authorities involved in registration.

5. Length and patterns of work
5.1. Labour market trends and policy objectives

To increase productivity and conpetitiveness new forns of work and new
working tinme arrangenments are introduced or used on a wi der scale. By

i ntroduci ng these new forns or using themon a w der scale, enployers adapt
their work organisation to their production and service needs. The changes
in the forms of work may be an increase in part-time work and shift work.
Shift work is a work organi sation under which different crews of workers
succeed each other at the same work place to performthe same operations.
Shift work allows a nore extensive use of the capital goods beyond the
wor ki ng hours of an individual enployee. But, many shift work patterns

i nvol ve work during unsocial hours at night or during the weekend. This
wor k during unsocial hours may disrupt a normal way of life. O her changes
in the working tines may be a reduction of the average weekly working hours
in full-time enploynent, a reduction of overtine, the expression of tota
wor ki ng hours as an annual figure and working tine banking. Flexibility of
working tinmes is only possible when there is sinultaneously the desire of
enpl oyed persons for flexibility. Flexible working tines are concurrent
with an individualisation of the working tines.

Changes in total working hours may al so be due to career breaks, mainly
parental and study | eave. These | eave arrangenents do not concern the
adj ust nent of the workforce to production and service needs but they
accomodat e the needs and conmitnents of the enployee. They allow the
enpl oyee to reconcile work with other activities.

Enpl oyed persons nay be in a situation where they are working |less hours
than the nunber of hours they are able and also prefer to perform Their
part-tinme job nmay be involuntary or tenporarily they may perform fewer
hours than nornal |y because of econom c or technical reasons. Tine-related
under enpl oynent identifies persons who due to reduced | abour demand or
insufficient job creation are forced to perform shorter hours. Persons are
in tinme-related underenpl oynent when they are willing and available to work
addi ti onal hours and worked less in the reference week than a threshold
relating to working tinme (16'" I CLS, 1998).

Enpl oyed persons nay be also in another situation where they would like to
work |l ess hours than their hours usually worked and are willing to accept a
correspondi ng reduction of their pay. Exanples are persons who want a part-
time job instead of their current full-tine job to conbi ne work and ot her
activities or enpl oyed persons who are conpelled to work overti ne.
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5. 2. | ndi cat ors

The interpretation of the trend in average weekly working hours of full-
time enploynent is straightforward because it excludes the effect of
changes in the share of part-tinme enploynent and the variation in the
nunber of hours worked in part-time. The average weekly worki ng hours
relates to the hours actually worked, it includes all tinme spent to perform
a job but it excludes hours paid but not worked, e.g., annual holiday

| eaves, public holidays | eave and paid sick | eave. Wen it is based on a
conti nuous | abour force survey, it describes the trend in hours actually
wor ked due to changes in the contractual hours, |eave entitlenents and
overtinme, although the effects are contam nated by changes in days of sick
| eave and days | ost due to | abour conflicts or technical reasons.

A widely used indicator is the part-tine enploynent rate. A second

i ndi cator describing changes in the structure of the workforce is the shift
wor k enpl oynent rate. Because shift work usually involves work outside the
nor mal wor ki ng hours on weekdays, a conplenentary indicator can be derived
fromthe conbination of work in the evening, at night or during weekends.
These indicators can be calcul ated already fromthe current | abour force
survey of the European Union countries.

An indicator whether the (volune of) hours worked neets the enpl oyer=s
demands can be derived fromthe conbination of the variables on overtine,
short-time work, annualized hours and on-call work. Wthin this conbination
of working time arrangenents, the trend of the share of overtine could be
determ ned. The conpl enentary indicator of the enpl oyee=s soverei gnty over
her/his working hours covers all enployed persons with a working tine
banki ng schedule, a mn-max contract or who can entirely determne their
own work schedul e.

Besi des on the duration of statutory |leave (annual |eave, maternity | eave,
parental |eave), statistics could be provided on entitlenents and the
duration of non-statutory |eave, for exanple to take care of a sick child
or other famly nenbers and study | eave. An additional indicator could be

t he autonony of the enployed person to take days off or to schedule her/his
annual | eave.

Time-rel ated underenpl oynent is a conplenentary indicator of unenploynent.
Al t hough tinme-rel ated underenpl oyed persons have a job, they tend to behave
i ke unenpl oyed persons, they want and are available to work additiona
hours. The definition adopted by the 16'" ICLS fits entirely within the

| abour force framework and the definition of unenpl oynent. The neasurenent
tools nust be adapted because this definition deviates fromthe forner
definition adopted by the 13'" ICLS. Some time is needed until cross-
nationally conparable indicators on tine-rel ated underenpl oynent can be
produced and publi shed.

I ndicators to neasure i nadequate enploynent related to excessively |ong
hours of work need to be developed. Simlar to the identification of
involuntary part-tinme work, other involuntary working time arrangenents can
be identified. This indicator describes whether working time arrangenents
(for exanple shift work, annualized hours, on-call work or mn-man
contracts) correspond with the type of job a person was |ooking for
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6. Enpl oynment -rel ated i ncone
6.1 I ncome from paid enpl oynent

6.1.1 Labour market trends and policy objectives

Enpl oyment -rel ated i ncone is probably the indicator of enploynment quality
that is nost often nentioned in the socio-econonmic literature. The
majority of the population, i.e. enployed persons and their famlies,
depend al nost entirely on the incone they derive fromtheir jobs to provide
thensel ves with food, clothing, housing and all the other necessities of
life. The paynents in cash and in kind which they receive serve as one of

the indicators of their level of living. |In addition, their relative
status in society, their spirits and notivation to work productively are
conditioned by the incone they receive. In countries such as sone of the

transition countries of the fornmer Soviet Union, where unenpl oynent
benefits and other social transfers are |ow, nost people cannot afford not
to work. In such situations, earnings is likely to be a nore sensitive

| abour market indicator than the unenploynent rate, |abour force
participation rate and hours of work, which show little short-term
fluctuation. Pay in the formof m ninmum wages, collectively agreed wage
rates and simlar basic renuneration, is at the centre of collective

bar gai ni ng and nany ot her aspects of industrial relations. A clearer

i ndi cation of the actual devel opnent of workers= incones is provided by
data on earnings which, in addition to basic wages and sal aries, include
el ements such as bonuses and overtine pay. In |labour statistics, these
types of incone have been traditionally neasured by neans of statistics on
the |l evel of wages (average wage rates or earnings) of enployees, generally
broken down by kind of economic activity (industry), occupation(al group)
and sex, and statistics on earnings distributions.

During the past decades, renuneration systens have broadened consi derably,
mai nly through two nechanisns: the proliferation of non-wage benefits and
forms of conpensation offered by enployers to attract and retain enpl oyees;
and the expansion of enploynent-related social security benefits. Both
aspects, which have an inpact on inconme |evels and incone security, are not
reflected in the existing wage statistics. At the other end of the
spectrum the stability of regular full-time wage enpl oynent has declined
and many workers have had to resort to other types of income-earning
activities, such as casual or tenporary paid enploynent, part-tine

enmpl oynent, nmultiple job holding, etc., in either the formal or the

i nformal sector of the econony. Measuring changes in wage or incone |evels
has therefore becone a conplex task. The resolution adopted by the 16'"

I CLS (1998) on the neasurenent of incone related to paid enpl oynent seeks
to account for all the various fornms of renmunerati on which accrue to
persons in paid enploynment by virtue of their current or former involvenent
in paid enploynent jobs, irrespective of the form of enploynent.

6.1.2 Indicators

The | evel of earnings and inconme related to paid enploynent is influenced
by a nunber of factors: sonme of these factors characterize the job or the
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enterprise/establishnment (industry, occupation, type and size of
enterprise, work duration, whether full- or part-tine, etc.), while others
characterize the individual (age, sex, educational attainnent and skil

| evel, seniority in the job and/or enterprise, nunber of jobs held, etc.),

and still other factors are linked to the institutional context in terns of
i ndustrial relations and protection of income, such as m ni num wage
regul ati ons, wage indexation mechani sns, collective bargaining, etc. In

addition to statistics on the | evel of enploynent-related incone, it would
be useful to have statistical information on these characteristics which
affect the quality of enploynent. This information could be used to refine
nmeasures of incone distribution and incone inequality, such as gender-
specific wage differentials. It would also represent a first step towards
t he neasurenent of incone-related i nadequate enpl oynment.

6.2 I ncome from sel f-enpl oynent
6.2.1 Labour market trends and policy objectives

In recent years, the nunber of self-enployed persons and their share in
total enploynment have increased in nost countries. The sel f-enpl oyed
conprise a wide range of workers who carry out their activities in various
types of enterprises (such as corporations, unincorporated or household
enterprises, professional practices), with or without the help of partners,
enpl oyees, contributing fam |y workers, etc. The neasurenent of the incones
of self-enployed persons presents different problens conpared to that of
persons in paid enploynment. When statistics on income generated by self-
enpl oynent are available, they follow a variety of concepts and

nmet hodol ogi es, they are often available only at the household or enterprise
level, and little information is available on the relationship between the
income and the characteristics of the self-enploynent job and its

i ncunbent. The 16'" | CLS resol ution on the nmeasurenment of enpl oyment -

rel ated i ncone proposes a definition and neasurenment nethod of incone
related to self-enploynent at the individual |evel and by types of
conponents of incone. It also proposes to analyze incone related to self-
enmpl oynent in relation with sone of the factors which affect the quality of
sel f-enpl oynent: type, legal status and size of enterprise, sector

i ndustry, occupation, existence of partners or contributing famly workers,
duration of enploynent and tinme worked, socio-econonic characteristics,
etc.

6.2.2 | ndi cat ors

As in the case of inconme frompaid enploynment, it would be useful to have
statistical information on the different forns and conponents of incone
related to self-enploynment and on their inpact on income security, incone
distribution, inequality neasures, etc. Additional factors, which are not
accounted for in the above-nentioned resolution, affect the quality of

enmpl oynent of the self-enployed. These include the legal framework within
whi ch busi nesses operate, the admnistrative and tax systens in force, the
access to financial and support services, etc. Further work may therefore
be required to refine the quality dinensions of self-enploynent, and in the
years ahead, to define and neasure the concept of inadequate self-

enpl oynent in terns of incone.
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The new gui delines on the nmeasurenent of enploynent-related incone are
still at the devel opnental stage. Further work will be required to test
their applicability, the problens of neasurenment and the validity of the
statistics produced.

7. Job content
7.1. Labour market trends and policy objectives

Di vision of labour is a main characteristic of the work organi zation. But
new trends are beconing inportant. The new work organi zati on neans the end
of the traditional "Fordist" or "Taylorist" work organi zati on. Socia

rel ati onshi ps becone a npjor part of the job tasks. Contacts with clients
and col |l eagues in other units within the enterprise are nore frequent. The
other trend is the increasing inportance of the utilization and devel opnent
of skills. The educational |evel of the |abour force increases. These new
trends do not fit within the nodel of the division of |abour because this
nodel is an obstacle for skill devel opnent and nmintaining socia

rel ati onshi ps.

These new aspects of work have an effect on the quality of enploynment and
require a new work organi zation. A wi dely accepted nodel - devel oped by R
Karasek (® B identifies the nost salient characteristics of the job content
and tasks in relationship with quality of work. The two basic
characteristics are the job decision |latitude and the work demands. The job
decision latitude is a neasure of control over her/his tasks and conduct to
acconplish the work | oad denmands. It is a conbination of job decision-
maki ng authority and use of skills. These two characteristics deternine the
interest of the work to a large extent. The requirenment of using skills or
maki ng deci sions represents an opportunity, it enhances the individual =s
efficacy and ability.

When this nodel is applied, the findings are that a discrepancy of |ow
decision latitude and heavy job demands is associated with the risk of
exhaustion and reduced productivity. Conversely, an interaction of high job
decision latitude and heavy job demands has a positive effect. When jobs
can be redesigned with opportunities for taking responsibility and
participating in decision making, job demands woul d be seen as chal | enges
and woul d be associated with increased | earning and notivation and with
nore effective performance. This sinple two-di nensional nodel can be
expanded by including the social support at the workplace and physica
exertion.

These two job characteristics are related to the organi zational |evel wth
out put and authority structure. Job or workl oad demands express the out put
| evel of the enterprise, the job decision latitude is related to the
managenent and technology in the enterprise.

The use of skills is one of the characteristics of the job decision
latitude. It is a variable that can be nodified by the process of job

3 Karasek R and T. Theorell. 1990. Healthy work: stress, productivity and
the reconstruction of working life. New York, Basic Books
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desi gn. Jobs shoul d be designed to match the workers= skills. An
overeducated worker is clearly an underutilized production factor. Such
i nadequate utilization and m smatch of occupational skills is
characteristic for a situation of skill-related i nadequate enpl oynment.

Several trends show that there is a need to continuously inprove skills and
capabilities. First, inproving skills is the basis for productivity growh,
i nnovati on and t he devel opnent of a know edge-based econony but it is also
a necessary condition to adjust to structural changes. The demands for a
particul ar set of skills are changing and skill requirenents tend to

i ncrease. Another reason is the personal aimfor career advancenent and
occupational upward nobility. Finally there is the trend that our society
becomes nore diverse and requires a nore active involvenent. Life-Ilong
learning is the learning process to devel op and upgrade know edge and
soci al and occupational skills throughout life, in different contexts and
in different forns of formal or infornmal education and training. In this
case, quality of enploynent depends on the access or obstacles to training,
which a job offers. Obstacles may be financial, |ack of notivation and the
absence of certification or recognition of the training programre.

7.2. | ndi cat ors

There are two approaches to neasure the job content as an aspect of the
quality of enployment. A first approach consists of asking how the enpl oyed
person perceives her/his job demands and job decision |latitude. Common
items for the three dinensions are the following (the six itenms marked with
an asterisk were included in the EU wide survey in 1991 and 1996 on worKki ng
condi tions, organized by the European Foundation for the Inprovenent of

Li ving and Worki ng Conditions, sanple size was 1000 persons per Menber
state):

O job demands or work pressure: job requires working very fast (work
pace)(*), job requires working very hard (hardship of work), excessive
amount of work to be done, no tine to finish the work (*), faces
conflicting demands;

O decision authority: can make own deci sions, sovereignty to decide how to
do the work (*) have say on the job;

O skill utilization: job requires to learn new things (*), job involves a
| ot of repetitive work (work | oses its capacity for challenge), job
requires finding solutions (creative) (*), job requires high skill
| evel, job involves a variety of different things to do (non-nobnotonous
work) (*), opportunity to devel op own special abilities.

A second approach consists of collecting data from nanagers in enterprises
about the work organization. The characteristics of decision authority,
skill discretion and social support have close parallels to aspects of the
wor k organi zation, viz. responsibility for a conplete product, job
enrichnment and work group formation. Possible indicators to describe the
wor k organi zation are job enrichment or job rotation, delegation of
responsi bility and invol vement in decision nmaking, flat organization with
reduced hierarchical |evels and self-directing work-teans or autononobus
task forces (¥,

4 OECD. 1999. Enploynent CQutl ook. Paris
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Skill-rel ated i nadequate enpl oynent was identified by the 16'" ICLS as a
particul ar type of inadequate enploynent. Persons in this type of

i nadequat e enpl oynent conprise all persons in enployment who during the
reference week wanted or sought to change their current work situation to
use their current skills nore fully and were available to do so. A variable
on the reasons why sonebody is looking for a job is usually included in the
| abour force survey but the specific reasons, for exanple, a job that
better corresponds to sonmeone=s skills, may not be distinguished.

Data on participation in schooling and training are avail able already from
the | abour force surveys of many countries. However, conplenentary
statistics would be useful on offers of schooling and training, the support
received to renew or inprove skill and the reasons for non-participation

Ot her indicators are needed also on the place and type of training attended
(for exanple, workplace training, |abour union education program
participation in a new work organi zation) and the outcone in terns of the
particular skills inproved or acquired.

8. I nstitutional context

8.1 Labour market trends and policy objectives

In addition, there is the institutional context of industrial relations and
voi ce representation that deternm nes many aspects of the quality of

enmploynent. If one is interested in assessing the quality of enploynent,
the question of whether or not an enployed person has the potential for
representation of his or her interests will be a critical determ nant of

that quality. Particularly if the person is “vulnerable” for sone reason
such as a low | evel of education or marketable skills, or assurance of

i ncome support other than fromthe work in question, a |lack of collective
representation rights is likely to be a source of personal insecurity and
thus low quality of involvenent in work. In many countries, there is a
shift in industrial relations fromcollective agreenents and bargai ni ng at
i ndustry | evel towards agreenments and bargaining at the enterprise,

wor kpl ace or individual level. This trend coincides with a decline in
trade uni on nmenbership, which used to be the standard neasure of voice
representation. However, in the nore informal and flexible |abour narkets
that are spreading, it is apparent that trade unions are not the only
possi bl e form of representation and collective voice, and that other forns
of representation should also be taken into account. As the context of

i ndustrial relations and negoti ati on processes changes, statistics of
strikes, |ockouts and other action due to |abour disputes are an inportant
source of information when assessing the inmpact of such changes. For self-
enpl oyed persons, the |egal status and recognition of their enterprise and
menbership in enployers’ organi zations, business associations, etc. are
essential elenments that determne their protection, organization and voice
representation.

8.2 | ndi cat ors

Trade uni on nmenbership continues to be a prom nent indicator of voice
representation. Two nethods are being used by countries to conpile trade
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uni on menbership statistics: (i) household or establishnment surveys, and
(ii) administrative records kept or questionnaires conpleted by individua
trade unions or trade union federations. Household or establishnment
surveys nmake it possible to calculate detailed union density rates by sex,
status in enploynent/type of contract, branch of econom c activity,
enterprise size, educational attainment, |evel of earnings or other
characteristics. They are likely to provide better results than other

nmet hods, provided it is clear to respondents what is neant by “trade union”
and “nenbership”, and an appropriate sanple design is chosen

Dat a obtained fromadm nistrative records kept or questionnaires conpleted
by trade unions are likely to offer advantages for a study of nmenbership
devel opnents in relation to union type, nmenbership concentration, inter-

uni on conpetition, union politics and union ideology. One of the main
difficulties with this nmethod is statistical coverage or the identification
of unions. The major problemconsists of |ocating and identifying the

exi stence of small, new unions, rather than whether an organi zation should
be considered as a trade union. This poses a problemin the case of
unaffiliated unions as well as in countries where there is no obligation
for a union to register. Many of the available data on trade union

menber ship are based on self-reporting, i.e. nmenbership clainms nade by
unions. Self-reporting of nmenbership reflects different adm nistrative and
political practices and may yield inconparable and unreliable results.

Uni ons may have reasons to overstate or understate their nenbership
figures. They nmay apply different norns regarding who is to be considered
as a nenber, be slow to renove those who have left or no | onger pay their
contributions, and include persons who no | onger consider thenselves as
menbers. Conparisons with survey data suggest that some overstatenent in
reported nenbership is general but, in npbst cases, small.

Uni on density rates are better suited to nmaeking conparisons, especially
across countries, than absol ute nenbership figures. Union density
expresses uni on nenbership as a proportion of the eligible workforce, i.e.
enpl oyees. ldeally, groups who are not legally pernmitted to join a union
(e.g. senior civil servants, the arnmed forces, police officers, security
staff, teachers, donestic servants) should be excluded fromthe denoni nator
of union density rates. However, the eligibility to join a union shifts
over tine and across countries, and the strict application of such a
criterion for calculating union density rates would make conpari son across
countries extremely difficult, if not inpossible. 1t should be noted that
many uni ons, at least in Europe, retain nenbership of unenployed and
retired workers.

Suppl enentary indicators include: the proportion of enployees covered by

ot her forns of representation (e.g. works councils); the proportion of

sel f-enpl oyed persons who are menbers of enployers’ organizations, business
associations, etc.; the proportion of enployees covered by collective
agreenents (collective bargaining coverage rate); the degree of workers=
participation (consultation, delegation) in decision-nmaking and in changes
of the work organization.

Revi sed i nternational guidelines concerning statistics of strikes, |ockouts
and ot her action due to | abour disputes were adopted by the 15'" | CLS
(1993). According to these guidelines, the follow ng basic data should be
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made avail able on a regular basis: the nunber of strikes and | ockouts; the
nunber of workers involved in strikes or |ockouts; the duration of strikes
or lockouts; the anmpunt of tinme not worked by workers involved in strikes
or lockouts; other inportant characteristics relevant to the | abour

di sputes (including the branch of economic activity and the reason for the
di spute). Where relevant, information should also be collected on the
nunber of establishments involved and the nunber of other forns of action
due to | abour disputes.

9. Physi cal work environnent
9.1 Trends and policy objectives

Last but not |east, quality of enploynent depends on the physical work
environnent in terns of occupational safety and health. According to the
best avail abl e estimates, occupational injuries and diseases kill world-
wide at least 1.3 mllion workers each year, and probably cause at | east
9.6 mllion years of |ost work and cost about 4 percent of GDP. In 1996 in
the EU, there were 4.8 mllion accidents at work resulting in nore than
three days of absence fromwork, and 5,550 fatal accidents at work. 146
mllion work days were lost in 1996 in the EU and Norway owi ng to these
accidents. The total direct costs for insurance schenmes covering accidents
at work (nedical care, daily allowances, present and future conpensation
for cases of permanent disability and death) is 20 billion Euro per year in
t he EU.

Occupational injuries and di seases are the outconmes of a combi nation of
many factors. Statistics on occupational injuries and di seases provide the
means for the nonitoring of safety and health at work and of the socia

cost of work-related accidents and health problenms. They can identify
probl em areas and high-risk groups and sectors at which preventive action
may be targeted. One of the factors contributing to the risks consists, to
a greater or |esser extent, of the environnment in which people work

I nformati on about the working conditions and the work environment may
provi de some insight into the causes of occupational injuries and diseases.
Such insight can be used to fornul ate occupati onal safety and health
policies and | aws, and to assess the efficiency of regulation in this
field. Policies and |legislation are crucial for reducing the incidence of
occupational injuries and di seases; however, their reach is unsatisfactory
in many countries.

Statistical information on occupational injuries and diseases is rarely
conprehensive and is subject to a nunber of limtations. This is minly
due to the sources of these data, which are al nost exclusively the

adm ni strative records of conpensation schenes or systens for the
notification of occupational injuries and/or diseases to conpetent
authorities, such as |abour inspectorates. Many conpensati on schenes and
notification systenms cover only enployees and, where the self-enployed are
included, this is usually on a voluntary basis. Certain economc
activities (e.g. agriculture, public adm nistration) are often excl uded.
The use of mninmum thresholds on the duration of absence fromwork for the
pur poses of conpensation in many countries nmeans that many occupationa
injuries fall outside the scope of the statistical system |In addition
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there is a widely acknow edged underreporting of occupational injuries, so
that the current national statistics of occupational injuries generally
present only a partial picture. At the EU level, however, the European
Statistics on Accidents at Work (ESAW of Eurostat, inplenmented from 1993
reference year, have achieved a certain | evel of harnonisation and
conparability regarding accidents with nore than three days of absence from
work and fatal accidents. The nmain conparable results from ESAW concern
the branches of agriculture, industry, energy, construction, trade,
transport and busi ness.

The situation is simlar for national statistics of occupational diseases,
whi ch usually cover only recogni sed cases of occupational diseases.

Probl enms of international conparability result fromdifferences in the
definition of the reference popul ation or coverage by the conpensation
schene, in the inclusion criteria for the classification of diseases, in
the coding of the nedical diagnosis, and in the recognition of mld cases.

Al ternative nethods of data collection, such as household surveys or
househol d survey nodul es, are used to evaluate the work-related injury
and/ or di sease burden, which is not identified by the conventional data
sources (notification systens and conpensati on schenes), and to obtain
statistics that are nore conparable across countries. Moreover, household
survey methods nmake it possible to study the | abour market situation of
persons after an accident at work or an occupational disease. Surveys of
wor ki ng conditions, which are being carried out in a grow ng nunber of
countries, provide useful information on the work environnent. Factors
such as exposure to noise, vibration and dust, or undue physical efforts or
ment al burden contribute to the risks of occupational accidents and

di seases. It is estimated that worl d-w de 340, 000 deaths each year could
be caused by occupational exposure to hazardous substances at work.

9.2 | ndi cat ors

Revi sed international guidelines on statistics of occupational injuries
resulting from occupational accidents were adopted by the 16'" | CLS (1998),
whi ch include concepts and definitions, coverage, classifications,
conparative neasures, and data sources, with a view to generating
conprehensive and tinely information needed principally for prevention

pur poses.

Standard statistical indicators of occupational injuries include: (i) the

i ncidence rate, relating the nunber of accidents at work to the nunber of
persons in enploynent; (ii) the frequency rate, relating the nunber of
accidents at work to the aggregate nunber of hours worked; (iii) the
severity rate, relating the nunber of days lost as a result of accidents at
work to the total anopunt of time worked (only for tenporary incapacity for
work); and (iv) the nunber of days |ost per accident at work. The

vari abl es used for classification refer to characteristics of: (i) the
person concerned (sex, age, occupation, status in enploynent); (ii) his/her
enterprise/ establishment/local unit (location, kind of economc activity,
size); (iii) the injury (fatal/ non-fatal, type of injury, part of body
injured, days lost); and (iv) the causes and circunstances of the accident.
A simlar set of indicators can be defined for occupational diseases.
Variables that are used to classify data on occupational diseases include



CES/ SEM 41/ 3
Page 16

sex, age, characteristics of the disease (diagnosis) and its cause
(exposure), occupation, kind of economic activity, and degree of incapacity
or disability (see, for exanple, the European Occupational Di seases
Statistics (EODS) project of Eurostat).

A nunber of other input and output indicators for determning the quality
of enploynent from an occupational safety and health standpoint can be
suggested for discussion. The indicators may cover different areas
including: policies and legislation; availability of occupational health
services; infrastructure and manpower for occupational health services;

i nformati on systens (data collection, recording and notification systens,
etc.); establishnent of advisory bodies and voluntary nechani sns;
proportion of workforce exposed to (i) excessive physical effort and
postural constraints, (ii) snoke, dust, toxic materials, radiation, (iii)
accident risks, (iv) poor physical conditions, and (v) extrene nental
burden; proportion of workforce using and trained in the use of protective
cl ot hing and equi pnent; proportion of workforce with access to occupationa
health service/unit at the workpl ace.



