


UNITED MATIONS ECOMOMIC COMMISSION FOR ELRGPE

Measuring

QUALITY
Employment

COUNTRY PILOT REPORTS

Frepared by UNECE Task Force on the Measurement of Quality of Employmenl

UNITED NATIONS
Geneva, 2010



Note

The designations used and the presentation of the material in this publication do not imply the expression of any
opinion whatsoever on the part of the Secretariat of the United Nations concerning the legal status of any country,
territory, city or area or of its authorities, ar concerning the delimitation of its frontiers or its boundaries.

ECE/CES/5




Introduction

Over the years various organizations have attempted to determine a basic structure for statistical measurement of
guality of employment. Three distinct, but similar, approaches exist: the International Labour Organization’s [1L0)
measurement of Decant Waork; the European Commission Quality of Wark Indicators; and the Cuality of lob and
Employment indicators used for the Curopean Working Conditions Survey. Each of these approaches suits a particular
purpose or palicy agenda. Mone attempts to praduce a broad, overall frame far the statistical measurement of quality
of emplayment.

In 2007, under the auspices of the Conference of European Statisticians (CES), a Task Force was set up ta develop a
concept for statistical measurement of guality of employment unifying the elements inthe existing approaches and
taking inte account the work done by previous expert groups. The Task Force was composed of representatives from
national statistical offices of Canada (chair), France, Finland, Hungary, Israel, Italy, Paland, from the Statistical Office of
the European WUnian (Eurpstat], the European Foundation for the Improvement of Living and Working Conditions
[Eurofound), the nan-governmental organization Women in Informal Employment: Globalizing and QOrganizing
(WIEGD], the International Labour Organization [IL2) and the United Mations Economic Commission for Europe
[UMECE}. Later, representatives from Mexica, Republic of Moldova and Ukraine joined the Task Farce, The work of the
Task Force was led by a Steering Committee comprising Canada [chair) and the following Task Force members:
Eurostat, ILO, UNECE and WIEGD,

This publication includes: a concept paper on “Statistical Measurement of Quality of Employment” that the Task Force
developed and reports of the nine countries that tested the validity of the proposed set of indicatars grouped in seven
dimensions, The nine "country pilot reports” were commissioned on behalf of the Task Force by (L0, with funding
from the Eurapean Unian, The goal of the country reports was to determine the applicability of the proposed set and
grouping of indicatars under a broad variety of situations, The reports cover a number of developed and developing
countries from different regions of the world.

The country reports provided valuable insight to the Task Force, Most were presented and discussed at an
international meeting cn the Measurement of Quality of Employment in Geneva in October 2009, The facus of those
discussions was not the findings an quality of employment themselves, but rather how the proposed set and grouping
of statistical indicators could be improved, based on the experience the country report authars had in using it. The
cutcome of the discussions proved very valuahle for consolidating the set of potential indicators for Statistical
Measurement of Quality of Employment.

The cancept paper and country pilot reports presented in this publication is the result of the Task Force efforts over
fwio years, As foreseen in the Terms of Reference, the concept paper, finalised in Dorober 2009, lays out the basic
structure for statistical measurement of quality of employment, referred to as conceptual framework, by proposing a
comprehensive set of indicators grouped under seven dimensions. However, following the discussion at the CES
Bureau meeting in February 2010, the concept paper was revised: the term “framework’ was removed from the
document and any possible implication for defining quality of employment in it was avoided, Therefore the final
Report of the Task Force refers 1o a set of Polential indicators for measurement of quality of employment, The final
Report together with the country pilot profiles will be submitted to a large consultation with the CES cauntries priar to
the June 2010 plenary session of the CES.
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Measuring Quality of Employment 1
Country Pilat Reports

CHAPTER I. Statistical Measurement of Quality of Employment

Backigruu nd to the establishment of the Task Foree and its work

The creaticn of the Task Force that prepared this conceptual paper and a set of indicators for Statistical Measurement of Quality of
Employment follows several important international seminars in Geneva on this issue, The third Joint UNECE/ILO/EURDSTAT
seminar in May 2005 re-started discussions on the importance of guality of employment measurement. At that meeting, much of
the attention was on the three approaches on measuring the gualitative aspects of work and labour already in use: the
International Labour Organization’s {ILO) measurement of Decent Work; the European Commission Quality of Work Indicators; and
the Cwality of lob and Employment framework used by the European Foundation for the Improvement of Living and Warking
Conditicns (Eurofound) in their European Working Conditions Survey. These sets of indicators, it was discoveged, had similar
characteristics which should be utilised in the development of a single, coherent approach on the measurement of gualitative
aspects of work and labour. The Seminar recommended the creation of a Task Force to define an international conceptlual frame
for measuring the gualitative dimensions of work, propose a set of indicators to measure guality aspects of lzbour and
employment, and prepare a concept paper for discussion at the following joint UNECE/ILO/EURDSTAT seminar.

There was another meeting later that year, at the ILO headquarters in Geneva, in October 2005, The focus of that International
seminar, attended by some experts who were also at the above-mentioned May meeting, was to examing how Labour Force
Surveys could be used o measure the qualitative dimension of employment. One of the Seminar’s conclusions was that since
Labour Force Surveys werea central to the statistical systems run by maost Natianal Statistical Offices, they could be useful tools for
measuring internationally comparable data.

In April 2007, the fourth joint UNECE/ILOJEURDSTAT Seminar on the Measurement of Quality of Work took place. The Seminar
moved the work closer toward a comprehensive, internationally-recognized quality of employment measurement approach and
raecommended the creation of a new Task Force to further the conceptual work towards the systemic set of indicators on quality of
employment statistics. That Task Force was given its mandate by the Conference of European Statisticians (CES) in June, 2007,
Among the objectives of the Task Force were:

1) To refine the list of indicators developed by the previous Task Force, taking into consideration the proposals made at the seminar
in April 2007,

2) To consider additional indicators including those for which data may not be currently available, as discussed at the seminar,
3) To test the newly created list of indicators against a set of criteria to be developed by the Task Forca,

The Task Farce met several times to respond to what was asked of them by the CES, This conceptual paper is a reflection of the
views of the Task Force, amended to consider the discussions at the fifth Joint UNECE/ILO/EUROSTAT meeting on the Measurement
of Quality of Employment in October 2009, At that meeting, the basic principles of the statistical measurement of quality of
employment were agreed upon, and suggestions for improvement were made which have been subsequently incorporated into the
proposed set of indicators grouped under the seven dimensions.




Measuring Quality of Employment
Country Pilot Reports

Introduction

Cuality of employment is an issue of importance 1o
many. Mobody wants bad working conditions for
themselves, and all but a few would want 1o eradicate
the worst forms of work and labour for others. As 2
result, cauntries have labour laws and regulations that
prohibit ar imit certain forms of work. Some types of
employment are deemed illegal (e.g. forced or child
labour), while other rules regulate the workforce,
without banning activities outright [e.g. by setting
maximum working hours). Other labour regulations
protect the safety of the worker, The issue of guality
of employment, howsaver, extends beyond aspects of
work that are illegal or regulated, extending to
personal preferences about what workers want from
their time spent at wark.

Internationally, there is great interest in the issue of
guality of employment. From the perspective of the
International Labour Organization (ILD), the quality of
employment is about security of tenure and prospects
far career  development; it is  about  warking
conditions, hours of wark, safety and health, fair
wages and returns to labaur, opportunities to develop
skills, balancing work and life, gender equality, job
satisfaction and recognition and social protection. It is
alsa about freedom of association and having a voice
in the workplace and the society. Finally, it is about
securing fuman dignity and eliminating discrimination,
farced labour, human trafficking and forms of child
labour, especially in its worst forms.

These gualitative aspects of waork and labour are
largely covered by the concept of "Decent Work”
defined by the ILO and endorsed by the internaticnal
cammunity, as “opportunities for women and men to
obtain decent and productive work in conditions of
freedom, equity, security and human digﬂ,niw”.l The
Decent Waork Agenda provides a framework for the
major areas of ILO work and draws attention to the
refationships belween its Jaur strategic ohjectives:

{a) Fundamental principles and rights at work
and international [abour standards.

{b) Ermployment and income opportunitios.
{c) Social protection and social security.
{d] Social diglopue and tripartism.

M L0, Decent wark: Repoerl of the Director-General. International
Labour Conferance, 87th Session, ILO, Geneva, 1959,

In Europe, the promaotion of gquality of work is a
“guiding principle” in the Sacial Policy Agenda of the
Furopean Union (FU}° In 2000, heads of state and
governments of the EU met in Lishon to launch a
series of reforms. At this meeting, a new “overall goal
of moving to full empleyment through creating not
anly more, but also better jobs” was et Subsequent
meetings of the European Council have also concluded
that promaoting quality and productivity at work is a
priority for the EL.

To meet their needs to monitor and develop policies
ta improve guality of work, both the ILD and the EU
have developed their  specific  frameworks: A
framewaork for the measurement of decent work has
been developed by the ILD that combines statistical
decent work indicatars with information on the legal
framework.” In other words, the ILO framework
covers all elements of the Decent Work Agenda and
therefore poes bevond employment. Within the EU,
two framewarks are used, Qne set of indicatars is
maintained by the Eurcpean Commission  far
monitaring  labour market  pelicies, Another was
developed and is being uwsed by the European
Foundation for the Improvement of Living and
Waorking Conditions for their work on this topic.

While several related framewaorks exist, each suits a
particular purpose or policy agenda. None attermpts to
produce & broad, overall framework  for  the
measuremeant of quality of employment as such.
Therefore, there remains a need to develop a single,
coherent framework around which statistics on quality
of employment can be developed and organized.

In 2007 a Task Faorce was set up to develop a single
framework unifying the elements in the different
systems.,  The Task  Force  was  composed  of
representatives from Canada (chair), France, Finland,
Hungary, lsrael, |taly, Paland, Eurostat, the European
Foundation for the Improvement of Living and
Warking Condition, Women in Informal Employment:
Globalizing and Organizing (WIEGD], ILD and UMECE.
Later, Mexico, Republic of Moldova and Ukraine

4 Estehan Lozann, Furcpean Foundation for the Improvemeont of
Living and Working Conditions. Quality Jn work: Dimensions and
inclicatars i the Framewore of the Corspeon Emplogment Strolegy,
Warking Paper no 2. UNECESILOYEurnstat Seminar an the Quality of
Whark, Gonewd, Moy 11 Lo 13, 2005, p. 2.

YIBID, p. 2.

T ser L0, Measurement of decent work: Discussion paper for the
Tripartite Meesting of Experts on the Measurament of Decent Waork,
Geneve, S-10 september 2008, 1L, Geneyva, 2008; and

ILC. Tripartite Meeting of Experts on the Measurement of Decent
Nark Geneva, 8 10 September 2008, Chairperson’s report, ILO,
Geneva, J00E,
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joined the Task Force. This document is the result of
the work of the Task Force. It presents a proposal for a
statistical framework on the guality of employment.

The goal of the statistical framework proposed in this
document 15 to provide guidance o countries
interested  in the development of quality of
employment statistics. It is hoped that this framowork
will be a useful tool for those who are interested to
produce  statistics  on guality  of  employment
indicators,

It is important to note that what s presented below
should not be interpreted as a formal international
recommendatian that reguires countries to produce
statistics. The primary goal of this effort = to develop
tools to measure and understand the guality of
employment within a country, rather than facilitate
international comparisans.

A. Design of the Framework

1. What is Quality of Employment?

What is guality of employment? What indicatars
ought to be used to assess such a concept? Meither
fuestion is easy to answer. How it is answered
depends upon the perspective that one has, The
Eurocpean Foundation  has identified three
perspectives on the guality of work and employment:
societal, corporate and individual.5  From a societal
perspective, it may be desirable to have good guality
of employment, since high guality employment is
assumed to have social spin-offs, However not all
aspects of the sacietal point of view would imply that
quality of employment s positive. For example,
glthough public employment generally represents high
guality employment, large growth in this sector may
not be desirable because it can burden government
budgets.

Fram the corporate point of view, good employment
might mean having hard-working, productive staff. Of
course there is overlap between the corporate view
and the views of the worker on what is high guality
employmentl. Howewver, what is in the interest of the
emplover is not always the same as that of the
worker, 5a, while an employee might see high wages
to his benefit, the employer may not see that attribute
of the job as a positive one.

* Greet vVermoeylen, Curopean Foundation tor the Improvement of
Living and Waorking Conditions, Quality in work ond employment in
the Furopeon Working Conditions Sunvey, Working Paper no, 4
UMECE/SILO/Eurostat Semirar an the Ouality of Work, Geneva, May
11t 13, 2005, p. 2.

The proposed framewark and its indicators are
primarily designed to measure quality of
employment from the perspective of the individual
ar worker. However, there is also some element of
the seocial perspective bouilt into this framework.”
Because wark is something that delivers a large variety
of benefits and negativities  to  individuals  and
societies, and individual and societal tastes for what
they want from work are equally varied. As & result,
there is no ane, single definition of what it means to
be working in “good" employment.

This perspective affects the framework in a few ways.
First, it prevents any development of an index of
quality of employment, and as such, the Task Force
strictly avoided  moving, the framework in that
direction. Second, because quality of employment
means many different things, it requires a varied and
populous set of indicators. These indicatars, in turn,
will be interpreted differently by different people.
Since for one person, changes in an indicator can
mean gaod news, while for another it can be neutral
o even negative. A3 a result, the framewaork will never
vield a black and white picture of guality of
emplayment, a reflection of the complexity of the
issue heing measured.

Since gualitative aspects of work are the subject of
study, “access o employment” was a dimensian
cansidered, but determined to be outside the scope of
the framewark. Howewver, one cannot forget the
general labour market conditions when using the
framework to produce analysis of the state of quality
of emplayment in a country, To get a full picture of the
labour market situation of a country, the framewark
on quality of employment  should  always  be
accompanied by regular indicators on employment
and unemployment, for example unemployment and
labour force participation rates, The conventional
labour market indicatars, in particular those that
adequately reflect access to employment of certain
vilnerable groups of population, are an essential piece
of information for interpreting the results of the
measurement of guality of employment. In turn,
qualitative  measures can  assist  in interpreting
conventional  indicators  of  employment  and
unemployment - certain qualitative aspects of the
work available, for example, can result in lower labour
market participation, especially for vulnerable groups
like schoal-leavers, re-entrants or elderly.

" Mote that also the ILD framework on decent work has both a
societal and individual perspective,
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2. The Quality of Employment Framework

In developing the framewark, the following main
principles have been used:

1) The measurement of quality of employrment
shauld be comprehensive, with many
elements and dimensions.

2} Notall aspects of quality of ermployment will
be relevant for measurerment in all countries,
Each aspect of guality of employment showld
te sufficiently problematic within o country fo
Justify measurement.

3)  The measurement of guality of employment
shouwld have o transparent logical structure to
he colled o fromewark,

4] The statistics of quality of employment are
designed to be feasible or procticol for
National Statistical Orgonizotions (NSOs).
While designed to drow from existing sources,
countrics may need to consiger exponding the
collection of stalistics on quality of
emplovment. Eoch aspect of quality of
employment s designed to he techrically
feasible.

5} Use, wherever passible, internationally-
accepted computational methodologies and
definitions.

The first and second  principles  ensure  that
comprehensive, varied indicators suggested in the
framework will help measure guality of employment
for workers in any economic sector, of any age, inany
occupation, or status in employment and inoany
country. The framework is flexible encugh to address
the particular needs of any part of the world, Because
it has been developad with a broad approach to the
measurement of quality of employment, countries
may notfind all parts of the measurement framework
ta be applicable. "

The third principle relates to the organization of the
framework itself. A framewaork needs a clear structure.
The structure chasen here is based on human needs
from waork. Employment or work can be viewed as an
activity to meetl human needs. This view offers a
logical structure to the Quality of Employment
framework and ensures all aspects of guality of
employment are covered. Seven basic dimensions of
quality of employment are proposed with indicators
specified under each,

The fourth principle ensures practicality, producing
simple indicators that can be produced using data

collection programmes cammon in many countries,
such as population censuses ar household surveys
{2.g. labour farce surveys), This aims to facilitate ease
of use, although it should be of lower priority in terms
of a guiding principle far the framework — practicality
is important, but simply choosing what s currently
available would not be appropriate for statistical
framework development. There are important aspects
of guality of employment which are rarely measured
by M50s, For those aspects indicatars are proposed
where, in principle, measurement is considered to be
feasible. All indicators in the Framework have been
measured in at least one country, as reflected in the
"Country Pilot Reports” cammissioned by the Task
Force.

The fifth principle relates this frameowork to the
internaticonal standards now in place. There are two
advantages that thiz brings to the framework — first,
there is no point in any duplication in effort; second,
this principle  facilitates  an  evolution  into an
international  standard, shouwld  the inlernational
community decide to proceed down that route,

The fallowing seven dimensions are suggested:
1} Safety and ethics of employment

4. Safety at wark
b. Child labour and forced labour
c. Fair treatment in emplayment

2} Income and benefits from employment

a.  Incame
b.  Mon-wage pecuniary benefits

3) Warking hours and balancing work and non-
working life

a.  Waorking hours
b.  Waorking time arrangements
c.  Balancing work and nan-working life

4y Security of employment and social
protection

a.  Security of employment
b, Sacial protection

5) Social dialogue
6) skills development and training

7) Workplace relationships and work
motivation

a.  Waorkplace relationships
b.  Work mativatian
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The structure of the framewark is intended to reflect
human needs  that may be  satisfied  through
employment. Human needs of health, safety and
ethical behavicur are listed first, Work should also
previde sustenance, so a dimension an income and
benefits, naturally, is within the framewark,

It is essential for most warkers that in the pursuit of
these rewards, waork should not interfere in any major
way with other human activities, in particular family
life. Therefore working hours and balancing work &nd
non-working  life appear  in the  framework,
Furthermaore, for workers it is impartant that the
sustenance from employment should not he volatile,
Therefore the work security and social protection
dimension  has  been included. It iz generally
acknowledged that working conditions are  better
secured via a good systemn of social dialogue. This
normally involves both pecuniary as well as non
pecuniary rewards from work.

The next two dimensions describe many modern-day
aspirations cancerning the role of work, specifically
aspects of work that provide oppoartunities for
personal growth and wark  satisfaction. Personal
growth s reflected in the dimension of  skills
development and training and covers bath formal and
informal training. The final dimension, workplace
relationships and work motivation, covers those
aspects of work which make workers feel good about
their job, in other words aspects of work that pravide
job satisfaction. The employee-employer and inter-
employee  relationships  are  important to the
development of healthy workplace cultures and job
satisfaction. For instance, Canadian research suggests
that issues of sacial dynamics in the work relationships
are a key element to what makes a “good" job.”

The framework of Quality of Employment is designed
to include survival aspects of employment as well as
aspects that may appear more relevant to waorkers
who are safe and well-fad. This makes the framewark
apprapriate for countries in all stages of economic
development, both for developing countries  (or
agencies concerned with their development) and
developed countries. It should be noted that the
sequence of the dimensions in no way indicates a level
of importance or urgency. Al dimensions  are
important. In crder to have a good assessment of the
gualiity of employment it is essential that all
dimensions are covercd.

" Spe Graham 5. Lowe and Grant Shellenberg, "What's a good job?
The Importance of Employment Relationships”, Conedice Policy
Research Network Stody No, W05, Ctawa, 2001,

B. Defining the Dimensions of
Quality of Employment

1. Safety and ethics of employment

The dimension on safety and ethics of employment
can be defined as a group of indicatars that provides
general information on workplace injuries and deaths,
and unacceptable forms of labaur, such as forced
labour or the worst forms of child labour, as well as
unfair treatment like discriminatory or harassing work
situations.

The issue of safety at wark is certainly an important
alement of the quality of employment. Employment
which is unsafe would be a bad form of work
However, the issue of workplace saféey should not
focus anly on the most unsafe jobs, Risks of injury or
death can exist across all types of wark, and thus
indicators of the safety of work are an important
element of any quality of employment framework.

Child labour, Torced or slave lahour and trafficked
Labour are forms of work that people around the
world agree should be abolished universally, The
farced labour sub-dimension s defined as those
indicators that provide information an any “work ar
service that is extracted from any person under the
menace of any penally and for which the said person
has not offered himself ar herself voluntarily™" This
includes such practices as slavery, honded labour and
irvoluntary labour resulting from human trafficking. 1t
is fell that such forms of work should be monitored,
even if the estimation of the scale of the problem
guantitatively will be difficult,

The 1LD in the International Programme on the
Elimination of Child Labour (IPEC) has waorked
extensively in this area. The goal of IPEC is the
prevention and elimination of all forms of child labour:
the priority targets for immediate action are the worst
forms af child labour, which are defined in the (LD
Conventien on the warst forms of child labour, 1998
(No. 182)° The ILO Statistical Information and
Monitaring Programme on Child Labour {SIMPOC),
which is the statistical arm of IPEC, provide statistics
an the extent, characteristics and determinants of
child labour, The 18th International Conference of

" Ser LD, Convention Mo, 20,

* Al forms of slavery or practices similar o slavary such a5 sale and
trafficking of children, debt bondage and serfdom or compulsony
labour, including farced or compulsory recruitment of children for
e in armed contlict; the use, procuring or offering & child tar
prostitutian, for production of pornographic performances, work
which by its nature ar circumstances, in which it is carried out, is
likely to hacen the health, safety or marals of children,
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Labour Statisticians (24 MNovember — 5 December
2008) adopted the Resolution concerning statistics of
child labour, which contains concepts, definitions and
methads of data collection on child labour, including
its worst forms. ™"

The ethics of work dimension would not be complete
without  considering  discrimination.  lssues  of
discrimination are captured in the sub-dimension fair
treatrnent in employment,”’ which is aimed at
showing how  fairly  population  groups or  sub-
populations are treated in employment. Particular
attention should be paid to labour market conditions
of women, various age graups, people of certain
ethnic arigins, pecple with physical or mental
dizabilities, indigenous populations and  migrant
populations,

The sub-dimension on fair treatment in employment is
an exceptional case that requires a special approach.
In order to assess the level of fair treatment in
employment in principle all guality aspects should be
considered for all of the meaningful demographic and
social categories in the population, Rather than
propase separate indicators for this sub-dimension,
the recommendation of the Task Force is to produce
as many guality of employment indicatars as possible
for the groups for which society might have concerns
about their fair treatment, and compare those groups
with cach other or to the results for the general
population. In this way, a thorough review of fair
treatment can be given.

The appraach ta fair treatment advocated here was
well-implemented in the country case studies
prepared for the Meeting on the Measurement of
Quality of Employment held in Geneva 14 to 16
October 2009, For many of the indicators, countries
highlighted the important effects of sex and age an
quality of ermployment. Additional important variables
in thesg studies were immigra ntfnon-immigrant status
and geographic region.

2. Income and benefits from employment

An obvious component of guality of employment is
the income that people receive. The assumption of
this dimension is that the higher the pay and other
pecuniary benefits of the job, the higher the quality of

L0, Resolution concerning stotistics of child lobour, 187 1015,
Repart af the Conference, p. 56-6A. Geneva, December 20058,

' Elimination of discrimination in respect of emplayment and
coeupation is part of the ILO's 1998 Declarzstion on Fundamentasl
Frincipies and  Rights at Wark ond covered by the Equal
fiemunaration Conventian, 1951 (Mo, 100) and the Discriminalion
(Employment and Qccupation) Conventicn, 1958 (Mo, 111)

employment. The concept of income 1s framed broadly
to include not only incame and earnings but also the
benefits that an employer might pravide (and pay for).
Feople value the payment for their waork, but they alsa
cansider the leave, the health coverage and other
benefits  provided by their work when  asking
themselves “what is a good jub?””

The sub-dimension, income from employment should
provide infarmation on any compensation paid to
employees, or income from self-employment. This
compensation may take the form of wages and
salaries or other remuneration such as bonuses,
commissions, gratuities, remuneration incame in kind,
taxable allowances, retroactive wage payments and
stock options. This remuneration should be caleulated
on a "gross” basis — that is, before deductions such as
contributions to income tax, employment insurance,
pension funds etc. [t should also cover non-wage
pecuniary benefits such as supplementary medical,
dental or pharmaceutical henefits,

3. Working hours and balancing work and
non-warking life

The number of hours warked and their scheduling is
an important aspect of the guality of emplayment, it is
important to work a substantial number of haours a
week, Long hours or working unsocial hours can be
very demanding for the worker. Finally, working hours
have a strong relationship to balancing work with non-
working life,

The number of haurs warked is an impartant aspect of
quality of employment. Excessively lang or involuntary
short hours of work can have a significant impact on
human well-being.

In addition to the number of warking haurs, the timing
or when the hours are worked is also relevant. A
separate sub-dimensian on working  time
arrangements is needed to show, for example, the
days of the week or times of the day when persons
work,

Employment should be convenient for balancing waork
and non-warking life. In addition to the number of
hours that people work per week, it is important that
work schedules are compatible or convenient with

“ina survey conducted an about 2,500 Canadians, aver balf af the
respendents sad that benefits were “very important” in a job, whils
ovar & in ten said that good pay was very important, Intorestingly,
the same survey compared what workers want in 2 job to what they
teal they actually get. The largest “jeb guality deficits” were noted in
pay,  benefits and  the  related concept ot advancement
apportunities.
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school schedules {if they have children), and that a
schedule is regular and cansistent. Being able to
choose the schedule is also something of important as
more  and  maore  employers  offer flexible  work
arrangements.  For  work-life  balance  measures,
particular attention should be paid 1o statistics of
hours worked among mothers, given their continued
dominant rale in unpaid work and child care in most
countries,

4. Security of employment and social
protection

Mast workers would like to know that they can count
on stable, regular employment, with little or no pericd
of lay-off.”” shauld the joh either by its nature or type
of contract be insecure, it would be impartant to know
that there is some sacial protection for the worker,

Security of employment invalves infarmation on the
degree of permanence and tenure of the work, status
in employment, and informalization of employment.
This should also give an idea of the degree of
“flexicurity”  of employment (3 partmanteau of
flexibility and security).

Soclal protectian offered ta workers s alsa an
important  aspect  of  guality of  employment.
Employment insurance [in some countries called
unemployment  insurance)  coverage,  pension
coverage, and paid leave for maternity or parental
leaves are examples of such social protection, Maote
that such protection should not be covered under the
banner of pay and benefits.

5. Social dialogue

It is generally felt that it is a positive aspect of society
if workers have the right to organize, to strike and to
collectively bargain with employers. The degree to
which this freedom exists, and the degree to which
emploved pecple are able enter into social dialogue
with ermployers and governments, is generally seen as
a positive aspect of gquality of emplayment. The title of
the sub-dimension, soccial  dialogue, encompasses
freedom association and the right to organize and
bargain collectively. Social dialogue includes all types
of negotiation, consultation ar simply oxchange of
information between representatives of governments,
emplovers and waorkers, on issues of comman interest
relating to economic and social policy.

" i the 2000 Canadian Palicy Research Network-EKDS Bescarch
(CPRN-EXDS) Survey, good jub security ranked with good pay as an
important element of job quality.

B. Skills development and training

The dimension skills development and  training
contains indicators that show the degree to which
warkers are trained, and whether employed people
are under or owver-qualified for their work, Many
workers engage in a job with expectations and
gspirations to have an opportunity to further develop
their skills and abilities. The job may offer training,
which could be appealing to the worker, ar it may
offer experiences and opportunities that the worker
sees as important to his or her professianal or
personal development.

This dimension of the quality of employment
framewaork should focus on indicatars of training,
commonly seen as a posftive aspect of any job. But
skills are nat just a function of the abilities and training
of the warker, bul also reflect the nature of the job
itself, As a result, skills cannot be developed in a work
environment where the employed person is over-
gualified for the pasition.

7. Workplace relationships and work
motivation

Warkplace  relationships  and  work  mativating
characteristics of the work is in addition to other
factars very important to work satisfaction.” Not anly
does it improve work satisfaction, it improves work
performance, leads 1o reduced turnover, higher
morale  and  reduced  absentesism,  Two sub-
dimensions are distinguished: workplace relationships
and work maotivation. The first relates to the social
characteristics of the work and the second comprises
the more individual motivational characteristics.”

& modern-day concern is how well we gel along with
our co-workers. The sub-dimension an workplace
relaticrniships focuses on inter-employes dialogue and
relationships, as well as communications between
employes and their supervisors. The final element of
the quality of employment framework s work
motivation, a perhaps lesstangible  aspect  of
employment  guality.  This  dimension  provides
infarmation on characteristics of emplayment which
provide motivation andfor make the worker feel
camfartable and taken seriously. It captures elements

Y see Grahame %, Lowe, and Grant Shellenberg, "What's a Good
lob? The Importance of Employeent Belabienships" Canodion
EFolicy Research Networgs, Study Mo, WOS, Otzawa, 2001,

" 5 E. Humphrey, 1.0, Mahrgang and B, Morgeson, “Intesrating
motivational, social, and contextual work desipn features: A meta-
analytic summary and theoretical extension of the werk desipn
literature”, Jowrna! of Applied Psychology, wol. 92 no. 5, 2007, p,
1232-1354.
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of the work such as  having  wvaluable poals,
competance, autonamy, and sufficient feedback fram
the wark,

C. Moving from Dimensions to
Indicators

The Annex Table shows how to parley the higher-level,
conceptual discussion in the earlier parts of this
repart, into statistical indicators. Again, the goal is not
to establish an international reparting requirement for
Mational Statistical Organizations. For one thing, there
is not sufficient detail provided in how to measure
many of the indicators proposed below to suggest that
international comparisons showld be made. Instead, as
stated earlier, the goal should be to provide assistance
to countries which need or want to provide a
comprehensive partrait of the quality of employment
within the country. Further work would be required ta
provide the specifics of each indicator [precise
definitions  and  collection  methods),  before
meaningful international comparisons can be made,

The indicators being considered for the framewark are
suggested indicators for use by countries. During their
development, the Task Farce on the Measurement of
Quality of Employment reviewed and agreaed-upon this
set of possible indicators for country wse. Each has
been through several rounds of development and
review and has been applied by at least one cauntry,
including the set on child and Torced labour, as well as
the warkplace relaticnships and work  motivation
variables, The latter were considered by the Task
Force ta be the most problematic,

The Framewark and its indicators have been tested in
a number of ways:

{i) Quality of Employment Country Bilot Profiles; Ning
country profiles were prepared sponsored by the
Internationd  Labour Qrganization, using funds
provided by the Curopean Union [specifically Canada,
Finland, France, Germamy, |srael, [|taly, Mexico,
Republic of Maoldova and Ukraine), Authors of the
reports were asked to praoduce interpretive analysis of
geach aspect of guality of emplayment, using the
proposed indicatars as determined during  earlier
meetings of the Task Force, Feedback reports and
presentations provided to tha fifth
UMECESNLD/Eurostal Meeting on the Measurerment of
Cuality of Employment showed general support far
the framewark and its indicators. The indicators
presented  below reflect comments made at that
meeting, The country profiles are published in this

collective volume and are also available on the UMECE
wizbsite

{https/ S unece. orgfstats/documents/ 2009, 10 lab
our.htm).

fit} The Validotion Study: this study by ISTAT used
Principal  Component  Analysis  to test  the
completeness/redundancy and wvalidity of the quality
of employment indicators selected for analysis. It
highlighted the relevance of indicators for the
statistical framewark suggested by the Task Force as
well  as  provided  evidence of the quality of
employment  indicators’  applicakility to the ILO
framework of Decent Work, The Validation study is
available an the UNECE website, mentioned abowve.

D. How to use the Framework

It is the wiew af the Task Force that the dimensions
and sub-dimensions  of the framework  are
comprehensive, reflecting all aspects of quality of
employment. Howewver further work and experiences
are reguired on which indicators to use in each sub
ditmension and on the exact definitions of the
indicators. It was decided to take an empirical
approach o achieve this. The first tests of the
framework with the current state of indicators showed
that it provides satisfactory results, Hence it is suitable
for practical use. Countries are explicitly invited to test
the framework and report on their experiences. After
several rounds of thase exercises, and a review and
analysis of the findings, the framework’'s set of
indicators can be revised,

Associated with the dimensions of the framework are
a number of suggested indicatars for country use. I is
proposed that countries take on board all aspects of
guality of employment, along with the suggested
indicators, and decide for themselves which indicators
are the maost relevant and feasible. The indicatars are
not fully defined in many cases, but the nature of the
indicator should be apparent from the description aof
the dimensions of the Framework. It is impartant fo
note that several of the proposed indicators are also
indicators used by the ILO for measurement of Decent
Wark and in this framewark have been clearly defined.
These definitions can be used by countrics choosing to
implement the Guality of Employment Measurement
Framework. (An ILO publication on the Decent Work
Framewark with its indicators and definitions will be
available shortly),

The main purpose of the naticnal use of the Quality of
Employment  framework iz to provide  a
comprehensive picture of the gquality of employment,
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Howewver, far the process of refining the indicators it
would be helpful if each indicator were to be explicitly
tested. Aspects to be tested are (i) the accuracy of the
set of indicators per (sub) dimension, (i} the most
appropriate  definition of indicator and (iii] the
preferred data source.

Reparding accuracy, additional assessment is required
en how comprehensively each {sub) dimension s
portrayed by the set of indicatars at hand, Are the
right concepts included? This can wark out both ways:
Some suggested indicators may not give correct or
useful information on the [sub) dimension, or an
impartant indicator may be missing. If the subject of
the indicator is in principle correct, the accuracy can
be improved further by adopting the best definition.
Finally, for each indicator the source that gives the
most accurate and precise results should be found.

As  noted  above, the Quality of Employment
Framework is designed to measure the qualitative
aspects of emplayment of the persons at work but
does not address access to employment. To re-
emphasize, it i5s imperative when using the Quality of
Employment Framewaork for analysis, that any review
of the guality of employment should be accompanied
by a review of standard quantitative measures of the
labour market as  well as  other descriptive
information, to set an appropriate context, This
context may he framed for 3 country as a whale, as
well as its geopraphic regions and demographic
groups. Indicators on persons not working and data
that relate the size of the workforee to the total
population are essentizl for an analysis of the guality
of the labour markel as a whole. The framewark is
developed in order to extend  the traditional
description of the labour market indicators on the
guantitative aspects like employment rate, activity
rate and unemployment rate,

At the national level, the framework can be used to
spot labour market trends. Apart from trends in the
number of employed, one would be interested o see
changes in kinds of employment. In cazes of economic
downturn, for example, it would be useful to know
how the labour market adapts: through changes in the
guantity of work or through changes in the quality of
work, or both. Secondly, the framework is especially
useful to identify groups with a good or bad labour
market  situation.  For this many  different
subpopulations  could  be  compared;  sex, age
categories, ethnic minorities, level of educational
attainment, persans with a disability, regions, etc, This
iz possible if the indicators of the framework are
measured separately for the categories in guestion,

accompanied by a similar breakdown also far the
quantitative indicators. Another possible application
of the framework would be to use it to campare the
qguality of employment in different seciors  of
eConomic activity.

ancther application which may lead to important
comparisans  between  different  categories  of
employed persons, at least for certain dimensions in
the framework, is that af status in employment:
employees;  emplayers,  own-account  workers;
contributing family warkers and employees may face
different issues with respect fo issues of guality of
employment. It is important to note that the Cuality
of Employment Framework aims at covering both
persans in paid employment and the self-employed
and for that reason many of the indicatdrs are defined
in terms of all employed persons. While some sukb-
dimensions of the framework are by definition mare
geared towards paid employees, countries should
consider all status in employment categorics in
implementing guality of employment measures.

Mare work and analysis needs to be carried out in
country-specific quality of employment profiles. 1t is
hoped that countries will Lake this up as a follow-up to
the  fifth  UNECE/ILO/EUROSTAT Meeting on  the
Measurement of Quality of Employment so that the
currently  suggested  list of indicators could be
extended accordingly wherever possible,
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ANNEX— Dimensions and indicators

Dimension

1. safety and ethics of employment

(a) Safety at work

(b} Child labour and forced lahour

[€) Fair treatment in employment
o

suggested indicators

Fatal occupational injury rate {Workplace fatalities per 100,000 employed
people)

Mon-fatal occupational Injury rate (Workplace accidents per 100,000 employed
people) '

Occupational disease contraction per 100,000 employed persons

Share of Empial,;red persons working in “hazardous” industries and occupations
(a5 defined by ILO)

Share of employed persons whao feel significant levels of stress on the job

Share of emploved persons who are below the minimum age specified far the
kind of work performed,

Share of employed persens below 18 years of age in “hazardous” industries and
occupations (25 defined by 10,

Share of employed persons below 18 years working hours which excead a
spacified threshaold

Share of children working in household chores which exceed a specified
threshold of hours

Share of emploved or recently-emploved migrant population who were
deceived during recruitment to/by an emplover {i.e. deceived by broken
promises related to salary and deductions, working conditions, type of work,
working place, living conditions, or employer)

Share of employed or recently-employed migrants whao felt they were forced or
coerced during their employment (i.e. coerced by salary retention, unwilling
provision of services, threat or application of violence, threat of denunciation to
autharities, document canfiscation, debt dependence)

FOR THE MEASUREMENT OF FAIR TREATMEMNT, STATISTICS SHOULD BE
PRODUCED ACROSS ALL DIMEMNSIONS, FOR AS MANY INDICATORS OF QUALITY | 3
OF EMPLOYMENT AS POSSIBLE, FOR THE FOLLOWING GROURPS DEPENDING ON
THEIR RELEVAMNCE In A COUNTRY:

- Sex

- Ethnic groups

- Immigrants

- Indigenous population

- Persons with disabilities
- Age groups

- Geographic Regions
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2. Income and benefits from employment

(b} Working time arrangements

te} Balancing work and non-working life .

[a] Security of employment "

{b) Social protection "

5. Social dialogue

(a) Income from employment = Average weekly earnings of employed people.
*  Low pay (Share of employed with below 2/3 of median hourly earnings)
- Distribution of weekly earnings {guintiles)
(b} Non-wage pecuniary benefits = Share of employvess entitled to annual leave
*  Avarage number of days of annual leave employees are entitled to use per year
= Share of employess entitled to sick leave
| Average number of days of sick leave employees are entitled to use per year
" Share of emplovess with supplernental medical insurance plan
3. Working hours and balancing work and non-woerking life i .
{a) Working hours = Awerage actual hours worked per week per parson

Share of emploved persons working 42 hrs and more per wesk

Share of employed persons working less than 30 hours per week involuntarily
Distribution of actual hours worked (guintiles)

Share of employed persons working more than one job

Share of employed persons who usually work at night/evening

Share of employed persons who usually work on weekend ar bank holiday
Share of employees with flexible work schedules

Share of employed persons receiving maternity/paternity/family lzave benefits
Average actual hours worked per week per household

Ratio of employment rate for women with children under compulsory schoal
age to the employment rate of all wamen aged 20-49

Awerage duration of commuting from home to work

4. Security of employment and social protection

Share of employees 25 years of age and older with temgparary jobs

Share of all employed persons who agre unincorporated self-employved without
employess

Shares of employed persons 25 years of age and older with job tenure < 1 yvear,
1-3 years, 3-five years, 2 SGyears

Share of employees covered by unemployment insurance

Average weekly unemployment insurance payment as a share of average
weekly wape

Public social security expenditure as share of GOP

Share of econormically active population contributing to a pension fund

Share of employees covered by collective wage bargaining

Share of entarprises belonging to employer organizations
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6. Skills development and training

{a) Warkplace relationships

[b) Wark motivation

Share of employees who received job training within the last 12 months

Share of employees who received job training by type of job training (e.g. job-
related, done on one's own initiative)

Share of employed persons in high skilled occupations

Share of employed persons who have more education than is normally required
in their occupation

Share of employed persons who have less education than is normally required
in their occupation

7. Warkplace relationships and work motivation

Share of workers who feel they have a strong or very strong relationship with
their co-waorkers

Share of employees who feel they have a strong or wery strong relationship with
their supervisor

Share of workers who feal they have been a victim of discrimination at work

Share of warkers who feel they have been harassed at work

Share of workers who are able to cheose order of tasks or methods of work
Share of emplayess who receive regular feadback from their supervisor
Share of workers whe feel they are able to apply their own ideas in work
Share of workers who feel they do "useful" wark

Share of workers whao feel satisfied with their work
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CHAPTER IlI. Canada Pilot Report

Canada had a total papulation of 32.7 million in the
fall of 2009, up from 20.4 million ten years earlier.
Immigration continues 1o be an important cantributor
to population and labour force growth, and this is
projected to continue in the coming decades.

The indicators presented in this report are based on
annual averages from 2008, In 2008, 17.1 million
Canadians were employed in the paid labour force,
accounting for 63.6 per cent of the total population
aged 15 or older. The share of the population with
paid employment, e the employment rate, was
higher in 2008 than it had ever been previoushy. In
part, this reflected the ongaing increase in the
employment rate of women, which rose from 54.6 per
cent to 59,2 per cent from 199% to 2008,

The impacts of the global recession on the Canadian
labour market were only starting to be evident
towards the end of 2008, From September to
December of that year, the national unemployment
rate averaged 6.0 per cent, up from 5.5 per cant over
the same period in 2007. Howewver, the
unemployment rate rose from 6.3 per cant in
December of 2008 to 8.8 per cent in March of 2009,"
Full-time employment dropped significantly as well,
particularly in the goods-producing sector. lab quality
measures that are sensitive to oyclical fluctuations
should be interpreted in this context.

The unemployment rate stood at 6.1 per cent in 2008,
up one percentage point from 2007, the year the rate
fell to its lowest point in over three decades, The
unemployment rate was higher for men (6.6 per cent)
than women (5.7 per cent). From the early 1990s
onwards, women's unemployment rate has been
consistently lower than men's,

A5 the recession continued to unfold, men's
unemployment rate rose 0.9 percentage points 1o 8.0
per cent in January 2009, compared with a 0.2 paint
increase for women, to 8.2 per cent. The large
increase for men contributed to pushing the overall
unemployment rate te 7.2 per cent in lanuary from
B.6 per cent in the previaus manth. This increase in
overall unemployment was the result of employment
losses totalling 125,000 among workers age 15 vears
and over, While men’s share in the workforce was 52

* gpe Cansim. Table 282.0001: Lsbuur Farce Survey estimates, by
sex and detailed age group: Canada; Unemplayment rate; Both
seatas; 15 years and aver (rate].

per cent, they accaunted for nearly three-nuarters (72
per cent) of the employment decline,

Among warkers age 25 ta 54 (the core age group),
employment fell by 112,000 from December 2008 (o
January 2009, with men accounting for nearly two-
thirds of the decline. Quer the 12 months from
January 2008 to January 2009, the decline in
employment occurred in many industries with a high
concentration  of male workers, such as
manufacturing, utilities, transportation and
warehausing, and agriculture,

In cantrast, many industries with a large concentration
of women saw some employment  growth—for
example, health care and social assistance (5.1 per
cent}, accommadation and food services (2.9 per
cent}, other services (2.1 per cent), and finance,
insuranca, real estate and leasing (1.6 per cent).
Waomen's share in these industries ranged from 55 per
cent in the ‘other services’ category to 82 per cent in
the health sector. The only exception was education,
where women make up 66 per cent of the workforce,
with an employment decling of 1.5 per cent.

At BYE per cent in 2008, the participation rate
reached the highest level ever seen in 33 years—it
stood at 61.5 per cent in 1976, While women's rate
steadily climbed from 457 per cent to 62.8 per cent
during the three-decade periad, men’s rate declined
from 77.7 per cent to 72.9 per cent,

Total actual hours worked dropped throughout 2008,
ending the year 1.2 per cent lower in the last quarter
than in the same quarter of 2007, This was the |largest
year-over-year drop since 2001, the last time a
slowdawn hit the labour market, This decline in hours
was mainly due to a shift toward hiring part-time
workers in 2008, Both employees and the self-
emploved warked fewer hours over the year,

A. Safety and ethics of
employment

1. Safety at work

As in many advanced economies, Canadian jobs are
increasingly concentrated in the service sector as
opposed to the goods-preducing sector. In general,
jobs in the service sector tend to be physically less
demanding and have lower injury rates than those in
the poods sector. Thus the long term  shift of
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employment to the service secter should contribute to
the averall safety of jobs.

A recent study using workers compensation data fram
two Canadian provinces — British Columbia and
Ontaric — indicates that while the aggregate shift of
jobs to the service sector does depress the injury rate,
there have been significant declines in lost-time injury
rates within both the goods-producing and service
sectors.” 5o, while injury rates remain higher in the
gpoods sector, they are falling faster than in services.
For example, the injury rate in the goods-producing
sector stood at 59 per 100 full-time equivalent
warkers in Ontario in 1990, By 2001, the injury rate in
thiz sector fell by 53.9 per cent ta 2.7, During the same
period, the injury rate in services dropped 47.3 per
cent, from d.five to 2.4 per 100 full-time equivalent
warkers. Trends were similar in British Columbia.

Survey data are less specific in terms of the reason for
absences. For example, Statistics Canada’s Survey of
Labour and Income Dynamics combines work-related
injuries and illnesses. Even so, trends in survey data
are similar to the workers compensation data: the rate
of work-related absences lasting at least two weeks
fell by about 50 per cent between the late 1980s and
early 20005,

2. Child labour and forced labour

Child labour is not considered to be enough of an issue
in Canada to merit the collection of statistical data,
The Labour Force Survey and other labour-related
surviys begin including individuals in the working-age
population after their 15" birthday. A lack of
employment  opportunities for  secondary  and
postsecondary  students,  particularly  during  the
summer holiday period, receives mare interest.

Forced labour is illegal and similarly is not the subject
of any statistical activities. Anecdotes related to the
sex frage do appear in the media from time to fime,

-

* cae F. Curtis Breslin, Peter Smith, Micke Kochoormn and Hyunmi
Lee. "is the workplace becoming safer?. Perspectives an Lobour
nnd dncore. Wal. 7, nos 7. July 2006, Statistics Canada Catalogue no.
75001 -5FL

"® qem Katherine Marshall. "On sick leave”, Perspectives an Labour
ard incerre. Vol, 7, no, 4o april 2006, Statistics Canada Catalogue no,
TE-0]1-XPE.
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B. Income and benefits from
employment

1. Income from employment

Income from employment is the single most watched
job guality indicator in Canada. This is not just because
it is the most readily understood, but also because it is
strongly correlated to most other dimensions of job
guality. Higher paid jobs tend to have better non-wage
benefits, better working environments and provide
the incumbent with mare control over their joh.

Owerall earnings trends can be summarized by average
weekly earnings. Average weekly earnings amang all
the employed stood at Can$783.09 in 2008 (Labour
Force Survey).  Howewver, this number does not
provide much information an its awn. The most
frequently posed question s whether jobs are
improving over time (Table 1).

Table 1. Average weekly earnings, 2008

Both Mlen Wamen
sENEs

All employees
Average weekly earnings 783,09 403.36 051.03
(Can5) s
Low pay [ per cent 104 n.a. n.a.
below half the median
hourly sarnings)
af which 100 38 62

Canadian-born
Average weekly earnings 78692 907,73 ER4, B2
[Can%)
Low pay [ per cent . 10.5 n.a. n.a.
below half the median
haurly earnings}
af wiich 100 38.2 51.8

Landed immigrants
Average weekly aarnings 77131 B89.65 650.0
(Cans)
Low pay { per cent 9.8 r,8. n.a.
below half the median
heowrly earnings)
af which 100 36.8 £3.2

Source: Stetistics Conoda, Labour Force Survey,

Earnings trends are characterized by shorter term
cyclical movements and longer term structural shifts.
Robust job growth in the years before the late 2008
daownturn created tight labour market conditions, Real
weekly earnings (adjusted for inflation] increased by
4.4 per cent from 2005 to 2008
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Since Labour Force Survey dala on earnings were first
collected in 1997, Census data are used to look at
longer term earnings trends. Focusing on fullyear,
full-time workers,” real earnings growth started to
pick up in the first half of this decade, growing by 2.4
per cent from 2000 to 2005, In the 20 preceding years,
real earnings declined by 2.2 per cent, 5o the 2000 to
2008 period represents the longest sustained period
of earnings growth in the past quarter-century,

Earnings wary by class of worker, with full-time
workers generally earning higher wages than part-
time workers. In December 2008, fulltime workers
earned Can523.39 per hour, while part-time workers
earned Can515.15 per hour—65 per cent of the full-
time wage. The gulf between full-time wages and part-
time wages reflects a number of factors: age,
experience, education, industry and occupation, to
name a few,

Owerall averages give a rough sense of typical job
quality, but provide no information an the number of
relatively high-paid or low-paid jobs. The proportion of
workers carning less than 50 per cent of the median
wage is one of a range of indicators that can be used
to identify low-wage workers: 104 per cent of
workers fell below this line in 2008, A recent study
using a different measure™ suggests that the
proportion of low-wage jobs has heen quite stable
since the early 1990s.

Earnings of women

Women have comprised an increasing proportion of
the workforce in recent decades, In fact, since the
recent recession has had a large impact on male-
dominated  industries—manufacturing, construction
and natural resources—the number of female
employees exceeded the number of male employees
for the first six months of 2009,

On an average weekly basis in 2008, women earned
Can$661.03 compared to Can%903.26 for men. This
gender gap In earnings does not account  for
differences in hours of work, the characteristics of the
worker nor the characteristics of johs.

Looking at hourly wages, women carned an average of
Can51%.89 per hour in December of 2008 or 84 per
cent of men’s average earnings of Can%23.38. The

* Restricting the analysis to full-time, Full vear workers contrals tor
leng-term structural shifts in classes of worker and 2 change in
c_ullectil:n methodalogy in the 2006 Census,

* The preeportion af fell-year, full-time workers falling helaw two-
thirds of the median earnings.

* Men still comprise reughly two-thirds of the self-employed so that
women still account for fess than kalf of all “emplayed,”
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earnings ratio is sirmilar among full-time waorkers and
actually reverses among part-time workers. This is due
ta the predominance of women amaong part-time
workers in highly paid accupatians.

Studies  that contrel for many of the factors
contributing to the gender earnings gap find that
these factors still cannot explain the entire gap. One of
the most comprehensive Canadian studies used the
Workplace and Employee Survey [1999) to control for
worker, job and workplace characteristics ™ It
estimated that women earned 92 per cent of what
men earned after accounting far these factors,

The gender carnings gap also extends Lo the lower end
af the earnings distribution, Women were more likely
than men to earn less than half the median in 2008
{13 per cent versus 8 per cent), and as a result, wamen
camprised 62 per cent of low-paid workers,

ferirnigrants earnings

Mare than one in five Canadians are landed
immigrants and many maore are the children or
grandchildren of immigrants. In recent decades,
immigration pelicy  has  focused on economic
immigrants. Potential cconomic immigrants are rated
an their potential for labour market success in Canada
as measured by their education, job and lanpuage
skills. As & result, recent immigrants are mare than
twice as likely to have a university degree as the
Canadian-born population. Thus there is great interest
in labour market outcomes, such as job guality
indicators, for in'lmigrants_zl

Immigrant employess earned an average Cans771.31
per week in 2008, compared to CanS786.92 for their
Canadian-born counterparts. Among all immigrant
groups, very recent immigrants, those who had been
in Canada for five years ar less, had the lowest
gverage weekly earnings (Can5842.57), followed by
immigrants  with five to ten years residency
(Cans724.73) and established immigrants  with
residency of at least ten years (CanS812.51) (Table 2).

Earnings of established immigrants appear to be
higher than those of Canadian-born, but when these
earnings are compared an the basis of education level,
immigrants are found 1o be underemployed and have

* Sew Marie Drolet. "The Who, What and Where of Gender Pay
Differentials”. The tvolwng Worepioce Serfes Moo 40 2002 Human
Resources Development Canada and Statistics Canada. Catalogue
MNa. 71-584-MPE Mo, 4.,

' Far a mare comprehensive review of mmigrant job quality in

Canada see Chaptor 11
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lower earnings than the Canadian: born.™ Mareover, a
number of studies show that convergence with
Canadian-horn earnings has been more prolonged in
recent immigrant coharts.”

Table 2. Average weekly earnings and incidence of
low pay by period of immigration, 2008

Average weekly  Low pay [ per

earnings (Can5)  cent below half
the median
hourly earnings)

Total landad

i 77131 9.8
immigrants
fmmrgranrs D_.E 647.57 165
yeors since landing
leneni -
| A ?mmsﬁ J:‘er.- e i
| years since landing
| temigrants ste ' .
mm.'_clqrmn 5 > In 813,51 77
years since landing
‘ Canadian-born 78692 10.5

Sovrce; Stotistics Coneds, Labour Force Suneey,

2. Benefits from employment

Labour regulation in Canada is shared hetween the
federal government, the provinces and territories:
employment practices and statutory benefits for some
industries are federal responsibilities, while most
come under provincial or territorial jurisdiction. In
practice, most regulatory regimes are similar, but
benefits tend to vary and be more affected by industry
trends than regulatory regimes.

Share of employees using paid annual leave

Although paid vacation leave is a legislated benefit in
all jurisdictions, utilization is less than 100 per cent
since for most part-time employees vacation leave is
paid aut as a proportion of salary. Moreover, some
full-time employees may opt to “cash out” wvacation
credits or accumulate them over several years, if
allowed by their employer.

In 2005, three.quarters of employess {76 per cent)
used paid vacation leave. More men than women did
s {78 per cent versus 74 per cent),

M ogee Diane Galarmeou, ond Rend  Marissette.  “lmmigrants’

cducation and required job skills”. Perspectives on lobour ood
fncome. Vol 9, no, 12, Decomber 2008, Statistics Canada Catalagus
no, T5-001-KIE,

F Marc Frenette and Rond Marissette, Wil They ever Converge?
Faraings of immigrant and Conodign-oorn Workers cver the Las!
Twao Cecodes. Analytical Studhes Branch RBesearch Paper Series,
2003, Lratistics Canada Catalogue noo 1LFODISMIE — Moo 215
Cttaws. p. 20
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A similar proportion of Canadian-born and immigrants
uzed paid annual leave (76 per cent), However, amang
immigrants, B4 per cent of very recent immigrants
ifive years or less) used paid annual leave, compared
with 77 per cent of recent and established immigrants
{i.e. those who had been in the country for five years
ar mare), Since paid leave increases with job tenure in
many warkplaces, very recent immigrants are perhaps
less likely to have accumulated more than the base
entitlernent.

About three-guarters of bath disabled employees (74
per cent) and nan-disabled employees (76 per cent)
used paid annual leave in 2008.

Average number of days of paid annual leave

Labour legislation typically mandates a minimum of 10
paid wvacation days per year. In 2005, the average
number of days of paid annual leave taken was 11.37
for all employees; 11.90 for men, and 10.89 for
Women,

The - number of days used by Canadian-born
employees and by immigrants was similar, except for
very recent immigrants, Immigrants in the country for
five years or less used 8.04 days, compared with 11.56
far those who had arrived carlier. Usage could be
below statutory levels for two reasons. First, those in
the country for less than a year have not accumulated
full vacation credits. Second, recent immigrants have
lonwrer than average earnings and thus may be more
likely to cash out some of their benefits,

Share of employees using sick leave

In 2005, about A0 per cent of employees used sick
leave. More women than men used sick leave {43.8
per cent versus 34.8 per cent), A similar share of
Canadian-born and immigrants used sick leave [39.3
per cent and 40.5 per cent respectively), but there was
a wide gap among immigrants, Less than one-third
(31.3 per cent) of very recent immigrants used sick
leave, caompared with 41.6 per cent of those who had
been in the country for at least five years.

Medical, Dental and Life Insurance

According to the 2000 Survey of Labour and Income
Dynamics, 62 per cent of all employees had
supplemental medical, dental ar life insurance through
their employer, One half had all three types of
insurance, [mployer  insurance  coverage  was
significantly associated with higher paid jobs, union
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representation, longer tenure, larger firm size and
# 0
permanent jabs,

C. Working hours and balancing
work and non-working life

1. Working hours

In the contest of job quality, suitable working hours
depend on the situation and financial needs of the
individual. The standard full-time work week of 35 to
40 hours per week may be suitable to mast prime age
workers, but not suitable for full-time students or
those transitioning to retirement. Part-time hours may
cyit students or seniors’ needs, hut would not provide
an adequate income for most adults with dependent
children, Long working hours may be related Lo job
demands or financial need but can often result in
personal stress or conflict with family responsibilities.

Average weekly hours per person

In 200%, Canadians worked an average of 36,1 actual
hours per week in their main job, down from 36,5 in
2007. Employees worked 35.5 actual hours per week,
down from 357 in 2007, while the self-emplayed
worked 39.5 hours, down from 40,4, These decreases
likely reflect the effocts of the downturn since
employers will usually start cutting hack on employes
hours as dermand slackens before reverting to lay-offs.

The decline in hours worked was similar for men and
women, Men's actual hours stoed at 393 in 2008,
down from 39.7 in 2007 Women worked 32.4 hours in
2008, down from 32.8 in 2007, Quer the long term,
working hours have been increasing for women and
decreasing for men.”’

Immigrants worked, on average, longer hours than the
Canadian-born in 2008 (36.8 versus 35.9). Established
immigrants worked 37.1 actual hours, while recent
and very recent immigrants worked 363 and 35.8
respectively.

Work hours

In 2008, about 40 per cent of employees warked
either short hours or long hours at their main joh. One
in seven employvees worked 49 hours or more, while
just over ane in four worked less than 30 hours.

Owver three-gquarters (Y6 per cent) of employees
working 49 hours or more were men, The majority (63

* fap Katherine Marshall. “Bensfits of the jab™ Perspectives on
Lobour oo Jocame, Wal 4, ne 5 May 2003, Statistics Canada
Catalogue no. 75-001-XPE.

13

per cent) of those working less than 30 hours were
WM,

Cyclical trends were also apparent in the number of
employees working long or short hours. The number
of employees working 49 or more hours per week
decreased by 1.5 per cent from 2005 ta 2008, while
the number working less than 20 hours increased by
10 per cent. The number of men working less than 30
hours per week increased 10 per cent, compared with
7 per cent for women during the 2005-10-2008 period,

About 14 per cent of immigrant employees worked at
least 49 hours per week at their main job, similar to
the rate of Canadian-born employees. However, more
Canadian-born than immigrants employees worked
less than 30 hours—26 per cent versuyg 23 per cent
{Table 3}.

Table 3. Long and short work hours, 2008

All Canadian-

employaes horn
Farcantage of
employeas
working 49 14.0 14.0 13.9
hours or more
par week
Percentage of
employeeas
working less
than 30 hours
Percentage of
employeas
working less 6.9 6.1 10.9
than 30 hours
involuntarily

256 6.2 229

Irrmigrants |

Sowrce: Stotistics Canada, Lobour F;;r_c-é-.éﬂ.r-.rey.
2. Working time arrangements
Shift work

Shift work comprises regular evening and night
schedules,  ratating  shifts  [those  that change
pericdically from days to evenings or to nights), split
shifts {two or more distinct periods each day) and a
nurmber of irregular arrangements.

According to the General Social Survey, there were
moare than 4 million (4,068,000) shift workers aged 19
to B4 in 2005 28 per cent of all warkers in that age

" Bep Jeannine Usalcas. "Hours palarization revisited". Persoectives
an Lebaur gad income | Val, 9, na, 3, March 2008, Statistics Canada
Catalugue no, 75-001-X1E.
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range.” The vast majority of shift workers (82 per
cent) worked full time.  Men were slightly aver-
represented among shift workers as they accounted
for 57 per cent af workers an shift and 54 per cent of
those working regular days,

Share of employees working weekends

According to the 2005 Workplace and Emplovees
Survey, about 28 per cent of employees reported
working on weekends, Women were mare likely than
men to wark an weekends: 31 per cent compared with
25 per cent. This may be explained by a higher
concentration of women in service industries where
weekend work is relatively more prevalent,

While the share of immigrants working on weekends
was lower than that of the Canadian-born (24 per cent
yersus 29 per cent), there was a significant gap
between mare recent  and  more  established
immigrants. Among immigrants in Canada far less than
five years, 32 per cent worked weekends, compared
with 23 per cent of those who were in Canada for five
Years ar mare,

Disabled employees were more likely to work on
weekends than their non-disabled counterparts: 31
per cent compared with 28 per cent,

Share of employees with flexible work schedules

In 2005, nearly 37 per cent of employees reported
working  flexible  schedules, Flexiole  work
arrangements were reporied mare frequently by men
that by women (39 per cent versus 34 per cent).
wWhile this is related to the higher proportion of men
working in full-time jobs where such arrangements are
mare comman, it is perhaps & mismatch in terms of
responsibilities outside the waorkplace since women
still perform the majarity of housework and child care
in dual income couples,™

The incidéhce of working flesible schedules was
slightly  higher among  Canadian-born employees
compared to immigrants (371 per cent versus 34.4
per cent), Among immigrants, a smaller percentage of
very recent immigrants had flexible schedules (257
per cent) compared with 354 per cent of thase wha
had been in the country at least five years.

5

er Cara Williams. “Waork-lite balance of shift warkers”.
Perspectives on Lobowe ond Income, Yol 8. na. B, Aupgest 2008,
Statistics Canada Catalogue no. 75-000-XI1E.

™ Spe Katherine Marshall, “Comverging gender rales”. Perspectives
a0 Labour end incoipe, Mol 7, no. 7, July 2006, Statistics Canada
Catalopue no. 75001-KPE.
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3. Balancing work and non-working life

The potential for wark and nan-work time conflicts
cften increases when families have pre-school age
children, In 2008, the participation rate of wamen
aged 20 to 49 with children under six years of age
stood at 671 per cent--ten percentage points less
than the comparable rate for all women in that age
group, The gap between the participation rates of
mathers with pre-schoal children shrank considerably
in the 1890s and 19905 but has levelled out in recent
VEars.

Table 4. Working mothers of pre-school children,
2008

Source: Stotistics Conoda, Labour Force Survey.

The participation rate of mathers with young children
varies  significantly by mmigration  status.  The
participation  rate for Canadian-born mothers  of
children less than six is 72.6 per cent. The comparative
rate is &7.3 per cent amang immigrants who landed
more that ten years previously, and drops ta 37 per
cent among very recent immigrants. In other words,
recent immigrant mathers of young children are much
less likely 1o be in the labhour market than mare
established immigrant mothers or  Canadian-barn
muothers (Table 4},

D. Security of employment and
social protection

1. Stability and security of work
In 2008, just under ane-tenth of paid employees in
Canada (9.1 per cent) worked in a temporary job-a job
with a predetermined end date or jobs that end when

Emplum,rmé nt  Employment Ratio of
rate of all rate of working
WOmen age mathers with muothers
20 ta 44 children under  with
ape 6 children
under
apen
Canadian-born 20.4 i 0.90
All immigrants 585 54.4 0.79
Immigrants
O-five years 535 7.0 0.649
since landing
fmmigrants
S-fen years 64.2 54.5 (185
since larding
Immigrants
=ten years 76.7 67.3 (.58
since landing |
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a specific project is completed. Temporary jobs
include seasonal jobs; temporary, term or contract
jobs; casual jobs and other tempaorary work.

Amang pald employees, the incidence of temparary
employment was slightly higher among immigrants
than amang individuals born in Canada, at 9.5 per cent
and 8.8 per cent respectively (Table 5). Among
immigrant employees, the incidence of temporary
employment was higher among those who had been
permanent residents in Canada for less than five years
[at 16.1 per cent) than among those who had been
permanent residents for five ta nine ar at least ten
years (at 12.1 per cent and 7.4 per cent respectively).

Table 5. Temporary Employment, 2008

o Temporary
employees (par
cent)

Canadian-baorn BB
Allimmigrants; 95
Immigrants 0-five years since landing 16.1
immigrants 5-ten vedrs since fanding 121
Immigrants =ten years since fonding 7.4

Source: Stotistics Conada, Labaur Farce Survey. &

Among all paid employees in 2008, the incidence of
temporary employment was slightly higher among
women than men, at 12.7 per cent and 11.8 per cent
respectively.

In 2008, just over half of Canadian employees (53 per
cent) had jok tenure of five years or mare, while over
cne-third {35 per cent) had jab tenure of less than 3
WEArs.

2. Social protection

The vast majority of Canadian employees contribute
to the Employment Insurance (El) programme. In the
event of job loss, the number of insured haours
required to qualify for regular Employment Insurance
benefits varies across regions in Canada, ranging
from 420 ta 700 haurs, depending an the
unemployment rate of the region. The higher the
unemployrment rate in a region, the lower the number
of hours required to qualify for benefits in that region.

In 2008, over half a million of unemployved individuals
[571,800) had  contributed  to  the Employment
Insurance programme and had a valid reason for their
job separation. These were cansidered ‘patentially
aligible’ for regular employment insurance benefits,
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and the vast majority of them (2.2 per cent) were
eligible to receive regular El benefits because they had
worked sufficient hours in the previgus 52 weeks, The
hours required to qualify for benefits vary from 420 to
720 depending upon the regional unemployment rate.

Those who were considered ‘potentially eligible’
accaunted for maore than half [52.2 per cent) of all
unemployed individuals. The remaining 47.8 per cent
were ‘not potentially eligible’ for a variety of reasons,
with the main reason being that they had nat worked
in  the 12 manths  prior e unemployment.  This
particular group represented a little aver ane-quarter
of the unemployed [25.5 per cent). Another 17.% per
cent af the unemployed had left their job for a reason
not deemed valid by the ELprogram: they left their job
voluntarily ar they were dismissed % misconduct
[Tahle &).

Canada’s  Employment  Insurance  program  also
provides maternal and parental benefits. The number
af women in Canada who had a child up to one year
ald increased 2.6 per cent to nearly 387,000 in 2008,
Ower three-gquarters (77 per cent) of these women had
insurable employment, while 23 per cent did nat,
Mare than half of the group without insurable
employment had not worked in the previous twao
YEars.

Table 6. Employment Insurance (El) eligibility, 2008

| Number Percentage of

| unemployed

' Unemployed® 1 094 600 100.0

| Contributors 767 100 70.1

| Non-contributors 327500 29.9

| Patentially efigibte’ 571 800 827

| Not potentially eligible 522,800 478
Eligitle as a progoction of

| Ef contributors wha had a 469 700 872

job separation thot met
the program criteria.”

Fource: Statistics Conada, F.r.rr;,u'u:.rmer.lr Insuronce Coverage
Survey.

'--‘nuemgr_-’ rumber of unemploved individuals for Lhe months
of March, fune, Dctober ond Decemnber.

2individuols who contribuled to Bl gnd had a valid job
separation.

ndividuals who contributed to El and had o valid Jah
separation ond enowugh howrs of work to meet the B
Progron Fequirements.
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In all, 88.1 per cent of mothers who had insurable
employment  received  benefits in the form  of
maternity or parental benefits during their pregnancy,
or after the birth ar adoption of their child. These
benefits were from either the El program or the
Ouebes Parental Insurance Plan,

Public social security  expenditures  in Canada,
including public retirement pensions, employment
insurance and health care, accounted for 17.5 per cent
of GDP in 2008,

Canada has a tiered retirement system. Old Age
Security, a universal social transfer system based aon
the number of years of residency is available for
peaple aged 65 and older. A Guaranteed Income
supplement is available far low income  seniors.
Virtually all workers are covered by the public
retirement pension programmes, the Canada and
CQuekec Pension Plans. Funded by employee and
employer  contributions,  full  benefits  replace
approximately 25 per cent of the average industrial
wage and may be collected at age 65, Receipt of
benefits can be begun as young as age 60 with an
actuarial-based penalty, or as late as age 70 with a
premium. In 2008, the maximum monthly benefit was
Can%B885 per month and the average new benefit was
Can5d90 par month.

Employers may offer registered pension plans which
they fund entirely or supplement with employee
contributions. In 2007, 37.7 per cent of male
employees and 388 per cent of female employed
aged 17 to &4 in Canada belonged to a registered
pension plan. Betwesn 1987 and 2007, the pension
coverage rate for men in this age group declined by
11.1 percentage points, while it increased by 4
percentage points for women.

Individualy, may also save for retirement in tax-
advantaged Registered’ Retirement Savings Plans
[RRSPs), They may contribute up te 18 per cent of
their previous year's earnings (minus an adjustment if
they are part of a registered pension plan). Many
employers offer group RRSPs as an alternative to
registered plans, but na reliable source on the
coverage of such plans is currently available. Overall,
31 per cent of eligible tax filers contributed to RREPs in
2007 with a median contribution of Cans2,780,
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E. Social dialogue

Union coverage

In 2008, just under one-third of employees (31.2 per
cent) were unionized, The unionization rate for men
stood at 308 per cent, down fraom 32.1 per cent in
2005, reflecting job lesses in unionized sectors. For
women, the unionization rate was 316 per cent,
slightly down from 32.0 per cent in 2005, The gap
between men and women widened by 0.8 percentage
point from 2005 to 2008,

About one-third [32.9 per cent] of Canadian-born
employess were unionized, compared with one-
quarter {25.6 per cent) of immigrant employees.

Average number of days not worked due to
strikes ond lockouts

Time lost due to strikes and lockouts is ideally
determined a: a proportion of the work performed.,
Such rates require the combination of Human
Resources and Social Development Canada data on
days lost to work actions and lockouts with Labour
Force Survey data on employment. This was mast
recently done for a 2006 ::tur_ir,r_m

Although rates are highly variable from year to year,
time lost 1o strikes and  lockouts has  trended
downwards in recent decades. In the 19805, an
average of 546 days per 1,000 employees was lost per
year. The rate averaged 233 days per 1,000 employees
in the 19905 and fell to 202 days from 2000 to 2004,
However, the rale spiked up to 301 days per 100
employees in 2005, the highest level since 1997,

F. Skills development and
training
Share of employees who received job training

Lccording to the 2005 Workplace and Employes
Survey, more than half of employees had received
employer-provided training, including bhoth classroom
and an-the-job training, in the 12 months prior to the
survey. The same proportion, 56 per cent, of both men
and wamen received training.

Canadian-born employees were more likely to have
received training than were immigrants: 56.9 per cent
versus 51.4 per cent. Among immigrants, &G0 per cent

Gee Ernest Akeampong, “Increazed work stoppapes”. Perspectives
an Labour and Income. Val, ¥, 0o, B, August 2006, Statistics Canada
Catalogue no. 75-001-XPE,
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of those wha had been in the country for less than five
years received job training compared to 50,4 per cent
of those with mare than five years in the country.

A similar share (56 per cent) of disabled and non
disabled employees received training.

Share of emploved persans  in high-skilled
pecupations

Human Resources and Sccial Development Canada
classifies ocoupations into five aggregate skill groups:

hManagement
- Professional occupations - Skill level A

- Technical, paraprofessional occupations - skill
level B

- Intermediate occupations - Skill level C

Labouring and elemental accupations - Skill
lewvel D

Level A jobs are considered the most highly skilled and
the assumed skill level moves downward 1o level DL
Management jobs crass a number of skill levels but
are sometimes combined with level A as their high
level of pay may be assurmed to be an indicator of the
skills required.

Employees in professional cccupations account for
171 per cent of all paid jobs, compared to 12.7 per
cent of employees in skill level O occupations.
Management jobs account for ancther 7.3 per cent,
Combining managers and level A yields an estimate of
one-guarter (24.4 per cent) of emplovees in “high
skilled”  occupations.  Employees  in these  twa
categories were at the top of the average weckly
earnings distribution in 2008, at Can$1,321.36 and
Can%1,110.69, respectively (Table 7).

Jap-education mismalch

Estimates of how many workers have more or less
education than is normally required for their jobs can
be based on wery rigid or somewhat maore relaxed
assumptions about the level of education required for
a particular -::u:t:ur:re:ct'u:uﬂ.31 Far example, if occupation ¥
usually requires a university degree then, under rigid

H2oe Diane Galarneau and Runé bMorissette, “Immigrants” education
and required job skills™. Perspectives on Lohour and income, Val, 49,
ne, 12, December 2008, Statistics Canada Catalogue no. 75-001-XIE.
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Table 7. Earnings by occupational skill level (wages in
Can%)

2007 2008
{2008 per cent)

Total, all occupations - All
skills level

Total employees, in 142514 14 496.2
thousands {100}
Average hourly wage rate 20,41 21.32
Awverage weekly wapge rate 751.28 783.09
Management

Total employeas, in 1 0064 10581
thousands (7.3}
Average hourly wage rate  # 31.93 3335

Average weekly wage rate 127273 1321.36

Professional occupations —

sLA

Total employees, in 24056 2473.2
thousands {17.1)
Average hourly wage rate 29.57 30.77

Average weekly wage rate 107087 111069

Technical, para-
Professional occupations -

SLB

Total employees, in 43406 45493
thousands (31.4)
Average hourly wage rate 20.72 21.52
Average weekly wage rate TE6.43 #15.29
Intermediate occupations =

5LC

Tatal employess, in 4 R55.5 4576.3
thousands {31.6)
Average hourly wage rate 16.07 16.7
Awverage weekly wage rate 57709 599.48

Labouring and elemental
occupations - 5L D

Total employees, in 1843.2 1839.3
thousands {12.7)
Average hourly wage rate 12.39 12.74
Awverage weekly wage rate A04.44 410.15

Sources: Stotistics Conado, {abour Force Survey, ond Human
Fesources aond Sociol Development Conndn,

assumptions, individuals must have a degree ar they
are considered ‘undereducated’,

Less rigid assumptions allow for near matches, For
example, someone with some university educatian {no
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degree  attained]  would not be  considered
‘Undereducated’ in an occupation that is assurmed to
require a university degree. Given the imprecise
education requirements of many occupations, this
more relaxed schems is presented here. |t indicates
that 54 per cent of workers had an education level
that matched their ocoupation.

This matching scheme also indicates that in 2008, 27.6
per cent of Canadian warkers were ‘over-educated —
they had higher levels of education than that assumed
necessary for their ccoupation. Women were more
likely than men ta have more education than is
narmally required for their occupation: 29.9 per cent
versus 25.6 per cent (Table B).

The mismatch of education credentials and occupation
is particularly high among the immigrant population.
While one-guarter {25.5 per cent] of the Canadian-
barn workforce had mare education than required,
over a third of immigrants (36 per cent) were in this
situation, The proportions of recent and very recent
immigrants who could be classified as ‘over- educated’
waere even higher: 41.6 per cent and 47 per cent32.3
per cent for established immigrants,

The other type of mismatch invalves having less
education than narmally required for the job; 18.8 per
cent of paid workers fall into this category. Women
were less likely than men to have less education than
normally required for the job: 17.1 per cent wversus
204 per cant,

Canadian-born workers were more likely to have less
education for the job, 19.7 per cent, compared with
immigrants, 15.6 per cent. A lower share of recent,
11.5 per cent, and wvery recent immigrants, 10 per
cent, had less education than reguired for the joh. As
for estahblished immigrants, their rate of 17.2 per cent
was closer 1o that of Canadian-horn workers,

G. Workplace relationships and
work motivation

1. Job Satisfaction

One  strategy for measuring work  motivation s
through questions on job satisfaction. Such guestions
have been included in several Statistics Canada
SUMVEYs.
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Table 8. Job - Education mismatch
Both Pl Women
SENES

Percentage of workers who have less education than
narmally required for occupation
All employed 1848 20.4 17.1
Canadian-born 19.7 3.4 17.8
All immigrants 15.6 16.7 14.4

Immigrants 0-five years

since landing 100 11.4 B2

limvimigrants 5-ten yeors

since landing 115 12,4 1004

Immigronts =ten vears

since landing 17.8 18.9 16.5
Percentage of workers who have more education than
normally required for occupation
All employad 276 256 299
Canadian-horn 255 3.4 7.8
All immigrants g0 241 3n3

Immigrants O-five yeors

since lending A7.0 45.2 453

Immigrants 5-ten years

since landing 41.6 194 43,8

Immigrants =ten years

since landing 323 a1 348

Saurce: Statistics Conada, Lobour Force Survey.

The main problem with using job satisfaction to
measure work motivation is that it is highly correlated
with  other measures of job quality, particularly
ecarnings. The answers might also be affected by an
individual's state of mind, which could be correlated
to non-work related factors.

& study using the 2002 Community Health Survey
found that 92 per cent of workers were either
somewhat satisfied or very satisfied with their jobs.™
Although job dissatisfaction was inversely related to
earnings and affected by personal characteristics such
as self-rated health, it was also related to a measure of
job stress, This suggests that subjective measures of
job measures do pick up some of the intrinsic gualities
af jabs and that more specific subjective questions on
intrinsic qualities of interest to researchers or policy
makers are likely to yield useful information,

# sep Margat Shields, "Unhappy on the jub®. Health Reports, Val,
17 Ma. 4, October 2006, Statiztics Conada, Catalogus 82-005.
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CHAPTER lll. Canadian Immigrant Labour Market

A. Quality of employment for
immigrants to Canada

What is guality of employment? To answer this
guestion, this report will rely on & framework of
employment quality™ currently under development by
a task force of statistical agencies and international
agencies, including the United MNations and the
International Labour Organization {see Employment
Quality Framework, below, for details).

Recognizing that waork is something that delivers a
large variety of benefits and negativities 1o individuals
and societies, and individual and societal tastes for
what they want from waork are equally varied, the
framework used here is broad in nature, with many
dimensians and indicators. This framewaork is primarily
designed 1o measure guality of employment from the
perspective of the individual or worker.

This report will use this framewark to present data
that sheds light on the similarities and differences in
terms of employment guality between immigrant and
Canadian-horn workers. The report is intended to
document the job guality for both immigrants and the
Canadian-born in the Canadian labour market. There
are no modelling or control measures used in this
report to adjust for differences in length of job tenure,
peoupation or education which are known to be
associated with some of these job guality indicatars.
While references to articles or sources that could be
used to try to understand why any differences in
immigrant and Canadign-born results may exist are
provided, the report itself is not designed to answer
these guestions. Howewer, an upcoming Statistics
Canada report will examine these indicators and their
various  associative characteristics  through  mare
rigorous analytical modelling.

In many instances, data in this report will be
presented based on the immigrant’s time since

* tep UNECE Task Force on the Measurement of Cuality of
Employrent, Jatroduction of the Conceptual Framewark for
Meosuring the Quality of Emplapment, Stotishea! Megsurement of
Quality of Eaploymicent © Conceptual fromewark and fndicotors. Note
by the Task Force on the Measurement of Quality of Dmployment.
ECESCES/GE 13/3009/1, 2 September 2009,

hetpfferaw unece.argfstatsfdocumentsfecefoesfoe. 122008/ 2ip.4.
£l

For its final version, see Chapter | of thes publication,

landing: up to five years prior ta their interview, more
than five years to ten years prior and mare than ten
years. Data will be presented for employed persons of
core working-age {i.e., those aged 25 to 54) and for
elder workers [aged 55 and over) separately. Maost of
the analysis, however, will focus on those of core
working age.

Immigration data from the Labour Force Survey

Beginning in lanuary 2006, five additional guestions were
added to the Labour Force Survey (LF5) to identify
immigrants and to determine when they landed in
Canada (year and month for those landing within the '
previous five years), and the country in which they
received their highest level of educational attainment
greater than high school. The guestions are as follaws;

«  |n what country was ... born?

= |5 .. now, or has hefshe ever been, a landed
immigrant in Canada?

= In what year did first become a landed

immigrant?
=  In what month?

* In what country did .. complete hisfher highest
degree, certificate ar diploma?

Since these guestions are in the LFS every month,
analysts and researchers have a continuous data series
they <an use to monitor immigration employment
patterns and trends.

General definitions:

Core working age: age 25 to 54 years. These individuals
are more likely to have completed school and be
available for ful-time work and less likely to have
entered retirement than those aged 15 to 24 or 55 and
older.

Main job: unless otherwise specified, all references to a
worker's ‘occupation’ or job’ in this report refer to their
main job, which is the one involving the greatest number
of usual hours worked per week.

| A complete list of definitions is found in Annex |.

1. Background

This report is the latest in a series of analytical reparts
an the Canadian immigrant labour market, using data
from the Labour Force Survey (LFS) and other sources.
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The previous reports, based on data from 2008 o
2007, showed that immigrants who landed within the
previous ten years had lower employment rates and
higher unemployment rates than their Canadian-born
caunterparts, Immigrants who landed more than ten
vears before the time of the survey had rates that
were generally comparable to the Canadian-born,

Im one of the reports in the series, it was determined
that immigrants aged 25 to 54 who were born in
Southeast Asia— regardless of when they landed - or
European-born who landed more than five vears
earlier had labour market outcomes that were
comparable or better than the Canadian-born.
Immigrants born elsewhere had  generally  lower
employment rates and higher unemployment rates,
regardless of when they landed.,

In another report in the series, which analyzed the
2007 employment rates of immigrants aged 25 to 54
with pastsecondary diplomas or degrees, it was found
that those who landed within the previous five years
had lower employment rates, if they obtained their
pastsecandary education outside North America or
Curope. Immigrants with university degrees from
Canada, United States or Eurcpe and who landed in
Canada more than five years earlier had comparable
employment  rates  to Canadian-born  university
graduates.

The previous reports on the immigrant labour market
have acknowledged that an immigrant’s labour market
experience goes beyand simply whether ar not they
are cmployed.

Difficulties for immigrants in the Canadian labour
market

The difficulties  that  immigrants toe Canada -
particularly those who have landed more recently -
face in finding employment or finding emplaoyment
related o their background and experiences are well-
dacumer]tedl3’-.35.35,3?.3E,H‘J,HU

Mepe Diane Galarmead and Rens Morissette, “Immigrants: Settling
far less?™, Perspectives on Laobowe and Income, Val 5, noo B, 2004,
Statistics  Camada Catalogue  no.o 75-001-XKIE. po 5-16,

ihtm |accessed January 22, MO8

Uger Dowid A, Green and Christopher Worswick, Formings af
lmamigrant Sene in Canoda: The Foles aof Loboir &arket Entry Effects
ond Returns to Foreign Experience. Peper prepared far Citizenship
and Immigraticn Canada, Yancouver, British Columbiz, University of
Bratish Columhia, 20032,

Frpe Arthur Sweelman, frmigrant  Source  Country  Educolion
Ouality arid Conadion Labawr Morket Qutcarnes, Kangstan, Ontario.
Duesn's University, School of Palicy Studies, 3003,
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These difficulties can include, in no particular arder:
recognition of foreign credentials; comparative level
of educational attainment; degree and length of
experience abroad and within Canada; differences in
quality of education in some countries; language
barriers and related difficulties, varying strength of
social netwarks; and knowledge of and information
about the Canadian labour market. These issues are
particularly relevant for those whao have landed mare
recently.

Context for job guality

In order to contextualize the caomparisan of job quality
characteristics between immigrants and the Canadian-
barn, it is important to understand any similarities or
differences in general demographics, education levels
and main-job accupation infarmation.

Immigrant worker's age, period of landing, sex, size of
the firm where they are employed, educational
attainment, occupatichal group, among others, can
[and often do) differ from the Canadian-born, Since
these cantextual variables have varying degrees of
association  with  employment  quality  indicators
discussed in this report, such as wages and non-wage
benefits, job tenure and union coverage, they are
presented in Annes N to allow for 2 better
understanding of any differences. An upcoming
Statistics Canada report will examine these indicators
and their various associative characteristics through
more rigerous analytical modelling,

2. lob quality framework

While wages are tradiionally used to assess job

guality, there are many more measures that can be
142 -

used.” ™ Wark schedules and work arrangements, job

Y gee Ting Chus and Kelly Tran. Lengituding! Suevey of immigronts to
Cenado: Progress ond  Challenges of New immigrants in the
Workforce, Statistics Canada Catzlogue noo 89-615-XIE. Ottawa,
005, httpddfweeew statcan.gecapu b E9-B 1S -1 BY-81 5w 2 005001-
apghtm [accessed lanuary 22, 2008].

" Lpp fna Ferrer and W. Craig Riddell. Sducation, Oredentiols and
Immigrant Earnings. University of British Columbia, Departrment of
Lenamics, 2004,

* Jeffrey G, Beitz, “Immigrant Ermplayment Success in Carada, Parl
I: Individizal and  Contextusl Causes”, fowenod of intercational
Migratian and fntegrobion, Yal, & no. 1, 2007, p. 11-36.

" gep public Palicy Farum, Eringing Employers into the Irmeigration
Dehote Survey and Conference. Novernbor 2004,

Ettp: S poforum, cofrommandassets/pubiications feolbrnasig
cmplayers into the immigrotion debote odf  {accessed  February
28, 2008}

“ sme Jane Lin. "Trends in employment and wapes, 2002 to 2007,
Ferspectives an Lokour and income, Val, 9, no. 2, Seplember 2008,
Etatistics Canada, 2008,

Catalogue 75-00L-MIE, p. 515 hitpdfweww stotcon o co/puby/ 75
07w/ 008109 article  10634-eng. fiten
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permanency, non-wage benefits, union coverage and
farmal and infarmal job training are some other
employment guality characteristics,

This report wses the Framework for the Statistical
Measurement of Cuality of Employment currently
being developed by a group of statistical agencies
from a number of developed countries in Europe and
Morth &merica, along with the International Labour
Organization (ILO) and the United Nations (LN}, 11 The
dimensions, and the statistical indicatars nationally
available for bhoth immigrants and the Canadian-born,
are presented in Table 1, 43

In this report, there are three main sources of data for
the employment quality indicators: the Labour Farce
Survey (LFS 2008), the Workplace Employee Survey
[WES 2005] and the Canadian Community Health
Survey (CCHS 2003 and 2005). The detailed definitions
of these indicators are found in Annex |

B. Safety and ethics of
employment

Proportion of immigronts with o work-reloted
injury in either 2003 or 2005 were lower than
non-irrnigrants

In 2005, 2.6 per cent of employed immigrants aged 25
to 54 had an activity-limiting workplace injury during
the previous 12 months, which was lower than that of
Canadian-born warkers (3.9 per cent]. This was |ittle
changed from 2003, with the percentages of workers
reporting workplace injuries of 2.7 per cent and 4,2
per cent, respectively. Injuries data for 2003 based on
accupational group are found in Annesx |11

among older workers, the pattern was similar: in
2005, 1.5 per cent of emplayed immigrants aged 55
and over reported an activity-limiting workplace injury
during the previous 12 months, compared with 3.0 per
cent of older Canadian-born workers,

® See Graham Lowe. “21st Century Cmployment qualing. Achieving
What Warkers Want”. Canodion Poiicy Research Networks Research
feport W37, Septembear 2007,

9 5ee UNECE Task Force an the Measurement of Quality af
Employment. infroduction of the Conceptual Framewaork for
Mensuriog the Quolity af Employment. Stotistical Measurement of
Quality af Emplayment: Conceptual fromewaock and indicators. Note
by the Task Force on the Measurement of Quality of Emplayment,
ECESCES/GE.12/3009/1, 7 September 2004,

httpf s wnece.arpfstats/documentsfecefres/ma. 12 (20092104,
oodf

Table 1. List of available quality of employment

indicators

| training

UN/ILO Ouality of
Ermployment
Dimension™

Safety and ethics of
employment
Income and benefits
from employment

Working hours and
halancing work and
non-working life

Stability and security
of work, and social
protection

Social dialogue

skills development and
.

Waorkplace
relationships and work
motivation

Available Statistics Canada indicators

Praportion of employed who
had a work injury

Average hourly earnings
Wage distribution

Share of employees receiving
non-wage benafits

Average length of paid annual
leaye

Aoverage usual hours worked
{main job, all jabs)

Share ohemployed working 50
ar mare hours of work per
week

Share of employed working
unpaid overtime

Share of employed in part
time work and involuntary
part time

Share of employed working
more than one jab {i.e.,
maoanlighting)

Share of employees with
flexible work schadules,
including flexible hours,
reduced workweaelk,
comprassed workweek

Share of employees in
temporary jobs

Current job tenure

Share of employed with
collective bargaining coverage

Share of employees receiving
job training
Owver-qualification

Share of employees satisfied
ar very satisfied with their job

Spurces: Tosk  Farce  on

Measuring  the  Quality  of

Emplayment: Conceptoal Framework (draflt December 2008).
ETC indicotors come from Statistics Conaoa solrces.

" iny the finsl version of the Fromewsork, thers were some changes
at the dimension level. “Werkplace relationships” was maved to the
last dimension; “life-long leaming” was named “Training” and
“Intrinzic nature of work” bacame "Workplace relationships and
work motivation”.
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C. Income and benefits from
employment

Of all employment guality measures, wages have been
the most traditional analytical focus, at least in the
Canadian context. Higher hourly wages are commaonly
associated with greater personal and collective socio-
econamic well-being. A number of Canadian studies,
many based on Census data, have extensively studied
earnings differentials between immigrants and the
Canadian-born; four of them point to greater earnings
far  Canadian-born  compared  with  immigrants,
although the gaps often narrowed with increased time
SIHCC |andi:ng.:'|‘1-.-'li:_4.".4ﬂ

1. Wage-related indicators

Canadian-born emplovees aged 25 ta 54 earned
Cans2. 28 more per hour than immigrants

In 2008, the average hourly wage of a core working
age Canadian-born employee was Can%23.72, while
the average hourly wage of a Canadian immigrant
employes was Can52144 — a gap of Can%2.28 per
hour (Takle 2), A gap existed regardless of when the
immigrants landsed, hut was widest with immigrants
whe landed within the previous five years [Can$5.04),
and narrowest with immigrants who landed more than
ten years hefore {Can$1.32),

The gap was wider for employees with university
degrees, When comparing immigrants aged 25 to 54
with university degroes with their Canadian-barn
counterparts, there was a Cansh hourly-wage gap in
2008 (Can525.32 vs. Can%30.23). Althaugh narrower,

** Soe Yuri Dstrowsky, Eorrings Jneguelity end Earnings Instability of

lerrnigrants in Coando. Analytical Studies Sranch Research Series
Ma. 309, April 2008, Statistics Conada Catalogue Mo U1FOO1SMIE.
htps e, statoon, g, cofnub 1 101 9m4 1001 9m2 R0E 303
£ng.him Y

" Spe Garnell Pieot and Arthur Swestman. The Deteroraling
Coonamic Welfare of Immigronts and Possble Covses: Undate 2005
Analytical Studies Branch Research Series. Moo 262, lune 2003,
Statistics Canada Catalogue Ne, 11FDEIDRIE.
fittec A stalcon, o cahaolc/nlc-celdals-

celfang=englcatng s TIF0OI SIS 202

" sae Abdurrahman Avcemic and Mikal Skuterod. Explaining the
Detertarating Entry Earnings of Cangda's rrgeem £

Cpharts: 1966-2000. Analytical Studics Branch Research Serfes. Mo,
225, May 2004, Statistics Canada Catalogue Mo, 11FO0T9MIE
httpeddwew sta toan. go.codbaole/ole-celfole-
celdiang=engdcatoe=1TFWH A012004225

* See Marc Frenette and Rend Marssette, Will they ever converge?
Eorpings of imminrant and Conadion-barm waorkers over the last

rwin gecodes. Analytical Studies Branch Bessarch Series. Mo, 215,
October 2003, Statistics Canada Catalogue Mo, 1150019810

At ffwan statcon.go cofbsolo/olc-colfol

celflang=nglogtno=1 1 F001 084003215
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there was still a gap between university-educated
immigrants who landed more than ten years earlier
and Canadian-born depree-holders (Can%27.86 vs,
Can$30.33).

Having worked at a current job for a relatively short
period of time can mean lowser wages compared with
all employees. For example, Canadian-horn employees
aged 25 to 54 who have worked at their current job
for no more than five years earned Cans2,36 less than
Canadian-born emplovees of any job tenure (Takle 2).
When  comparing  Canadian-barr employees  and
immigrant employees wha landed within the previous
five years, where both groups have job tenure of no
mare than five years, the gap in average hourly wages
was Can$3.33, a smaller gap than for all Canadian-
born and mare recent immigrant employees with any
job tenure [Can35.04).Immigrant employess aged 55
and over had an hourly wage similar to Canadian-
born,

In 2008, the average hourly wage of alder immigrant
employees was 63 cents lower than their Canadian-
born counterparts (Annex V). When looking at the
results for alder immigrants whe landed maore than
ten years earlier, which comprize the overwhelming
majority of older immigrant waorkers, the gap was
negligible, at 12 cents per hour.

Higher share of immigrants were earning under
Cans510 per hour than Canadian-born emplovess

Lacking beyond average wages, looking at the wage
distribution of employees pravides further insight into
the differences between immigrants and Canadian
born.

In 2008, the proportion-of immigrants earning less
than Can510 per hour was 1.8 times higher than the
Canadian-born {Figure 1). At the other end of the
spactrum, there was & lower share of immigrants
earning Cans35 or more per hour than the Canadian-
born.

The largest gaps in wage distribution were between
Canadian-born employees and immigrants who landed
within the previous five years. In 2008, for example,
the share of these immigrants earning less than
Can310 per hour was nearly three times higher than
Canadian-born employees, and the share of these
immigrant employees who landed more recently
earning Cans35 or more per hour was much lower
than the Canadian-born (Figure 1].

In 2008, even the shares of immigrant employees who
landed in Canada more than ten years earlier and
were earning less than Can$10 per hour was greater

—
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than the Canadian-born, and the share earning
Can535 or more per hour was less than Canadian-born
employees [Table 2).

Wage comparisons based on occupational groups are
found in Annex 1.

Figure 1. Average hourly wage distribution,
employees aged 25-54, immigrants and
Canadian-born, 2008

35 CanS or W | | ‘

mare

| i |
1
s |

Cans

200 2099 w

Can%

10t 1000 e PSS

Cang i I ;

Less than 10 i
Cans |

[+] 10 n 30 40 50 0
Share of employess, %
B Immigrants landed within previous 5 years

B Total landed immigrants

| Canadian barn

Sourge: Statistics Canada, Lobour Farce Suevey.

2. Non-wage benefits

MNon-wage benefits are measures of employment
quality, as they relate to not only future persocnal
benefits and family financial security [(eg., life
insurance and pensions) but alsg to current health and
well-being (e.g., dental care, supplemental medical
coveragel.

Share of immigrant employvees with dental and
extended health coveroge similar to Canadian-
born employees

In 2005, the share of immigrant employees with
dental plans or supplementary medical coverage from
their employer was similar 1o that of Canadian-barn
employess, This was true for immigrants regardless of
their pericd of landing {Table 2) or broad accupational
group (Annex 1),

For other non-wage benefits, specifically pension
plans and life insurance coverage, however, the share
of immigrants with access to them through their
employer was lower than their Canadian-born
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countarparts, In 2005, the gap betwesn immigrant
cmplayees participating in an employer-sponsared
pension  plan and  participating  Canadian-barn
cmployees was 8.6 percentage points — 28.4 per cent
vs. 37.0 per cent (Table 2}, When comparing the
Canadian-born with immigrants who landed more
than ten years earlier, there was still a gap of 5.0
percentage points.

For employees with life insurance coverage from their
employer, there was a gap of 8.1 percentage points;
56.9 per cent for immigrants and 65.0 per cent far the
Canadian-born (Table 2). Even immigrant employees
who landed more than ten yvears earlier had & lower
rate of employer-sponsored life insurance coverage

than Canadian-born emploayees,
[ =

Core working-oge immigrant employees hod
slightly fewer annual vacation days in 2005

In 2005, core working-age Canadian-barn employess
were entfitled to an average of 15.4 vacation days,
slightly higher than the 14.2 days that immigrant
employees were entitled to (Table 2). The vacation
leave gap between the Canadian-born and immigrants
whao landed more than ten years earlier was cven
smaller, at 0.6 days.

Amaong alder employees, the number of vacation days
for immigrants was slightly higher than that of alder
Canadian-barn workers, particularly those who landed
in Canada over ten years befare [18.1 days vs. 169
days; Annex V). It is worth noting that the number of
vacation days a worker is entitled to is strongly
associated with current job tenure {for both Canadian

barn  and immigrants), an employment quality
characteristic described in Soction E,

D. Working hours and balancing
work and non-working life

Working hours, whether they are excessively long or
shart, can have a significant impact on the well being
af the individual and of the family., Working time
arrangements, such as flexible schedules, are also
important for assessing work-life balance,

1. Working hours

fmmigrants worked, on overoge, slightly more
hours each week than Canadion-barn

In 2008, the average usual weekly hours worked by
immigrants in their main job was 0.2 hours higher than
that of Canadian-born workers (Table 3), The gap was
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Table 2. Income and benefits from employment, Canadian-born and immigrants, Employees aged 25-54

Canadian- Total landed Immigrants, IFmigrants, Im?nigranls,
horn immigrants landed within landed maora landed more

previous five than five to ten than ten years

YEATE waars earlier aarlier
Average hourly w:lgez;I [Can5) 2377 144" 18.68" 20.92" 22.40"
Average hourly wages, tenure five  21.36 19.64 1803 20,00 2038
Vears or IesszflCa na)
Wage distribution, percentage earning
Less than Cans10 per hour 4.0 2.8 140" g7 7.3
Can$10 to Can519.99 per hour” 38.0 455" 52.8" 48,7 az.a
Can%20 to Can$24.99 per hour® 159 16,2 12.8' 14.4' 7
Can25 to 34,99 per hour’ 233 17.4 12.1! 16.9" 100"
Can535 or mare per hour® 14.9 121" g3’ 113! 13.51
Employer-sponsared (per cent)
Pension plan’ 37.0 284" 15.2% 06 3200
Life insurance’ 65.0 56.9" 488" 57.5 552!
Supplemental medical® 548 57.0 4.7 4.2 58.0
Dental coverage™ 0.4 64.2 62.9 60.4 65,1
Days
Vacation leave entitlement per 15.4 14zt 12.4" n.a. 14.8

3.4

year

Source: Statistics Conada, Labowr Force Survey 2008,

: Sanificantly different from the respective Canadian-bom value [p<0.05).

? Labour Farce Survey, 2008,
% Warkploce and Employes Survew, 2005,

ke data for "emigrants, landed within previous five vears” and "lmmigrants, landed mare then five to ten peors earlier” has been

grooped under "immigronts, londed within proviaus five yeors™.

wider for immigrants who landed more than ten years
Earlir-_:;. Older immigrants were even more likely to be
working &  longers average workweek than  their
Canadian-barn counterparts {Annex V). Those who
landed more than ten years earlier were usually
working, an average, 0.9haurs more per weesk than
older Canadian-barn warkers,

Share of immigrants and Canadian-born working
lang work weeks In 2008 were similar

Im 2008, nearly one in ten workers aped 25 to 54 (9.4
per cent of those born in Canada, 9.1 per cent of
immigrants) usually worked 50 or more hours per
weelk in their main job (Table 31 Immigrants whao
landed within the previous five years were the least
likely (6.2 per cent) to work these long work weeks in

2008, while those who landed prior to 1998 were
mast likely {ten per cent).

There was also virtually no difference in the share of
immigrants and Canadian-born working 15 or fewer
haurs (3.8 per cent vs, 3.6 per cent) in 2008,

Similar shares of immigrants ond Conadian-born
were multiple-fob holders

Warking at more than one job can be seen as a proxy
indicatar that the workers' main job may not be
providing all the necessary economic benefits needed
by the individual, leading them to find a second job to
make ends meet. Inoa 1995 survey, nearly two-thirds
(65 per cent) of Canadian moonlighters were doing so
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Table 3. Working hours and work-life balance, Canadian-born and immigrants, Workers aged 25-54

Canadian-born Total landed

immigrants
Average usual hours per 38.1 383"
week, main job
fwerage usual hours per 477 so.0°
week, multiple job-holders
anly
Multiple-job holder, 5.2 5.2
percentage
Worked any owvertime, 26.6 0.3
percentage
Worked 50 hour or more 4.4 5.1"
workweek, percentage
Part-time position, 117 ils
percentage
Why part time? percentage i
Childcare 23.3 19.0°
Going to school 6.4 11.3
Personal preferance 284 214
Involuntary 29.9 376
Percentage atlu:uweq o wark &.0 6.7
reduced workweek™
‘Percentage allowed to work 7.3 4.8
‘ompressed workweek™?
Percantage allowed to work 36,1 35,2

r 23
flexible hours

Immigrants,

Immlgrants, Immigrants,
Landed within Landed more than  Landed more than
previous five years  five to ten years ten years earlier
earlier
373 381 386"
48,7 486 50.7
5.0 L) 5.2
17.9° 123 216
-
b
6.2 2.9 10.0
13.4" 11.5 11.0°
13.5' 5.2 18.9'
24.4' 15.0° 6.0
13.2} 15.0' 5.9
41.0 ag.3' 36.4°
F F 7.6
F F 5.1
28,1 28.4 376

Source: Statistics Canada, Labaur Farce Survey 2008.
: Significantly different from the respective Canadion-born value (p<0.05)

% Cmplovees only (e, self-ermployed excluded).

E stands for oo estimale of which the coefficient is greater thon 33 per cent,

"Waorkpigee and Fmployee Survey, 2005,

to meet regular expenses, pay off debts, buy
something special or save for the future,™

In 2008, employed immigrants were just as likely to he
working at more than one job as those barn in Canada
(Tahle 3), There were few differences based on an
immigrant’s pericd of landing,

“ee 1. Kirmmell, and LW, Powsll. Moonfighting Trends ond Related
Policy lsswes in Conode and the Urited States, Canadian Public
Falicy. Vol XXV, No. 2, 1995,

Immigrants with multiple jobs were working
mare  total hours than their Conadion-born
counterparts

While immigrants were as likely as the Canadian-born
te ke moeonlighting, those that did were working
langer hours in all their jobs compared with Canadian-
barn multiple-job holders. In 2008, immigrants who
had more than ene job were working an average of
50.0 hours, which was 2.3 hours per week more than
Canadian-horn multiple-job holders {Table 3). This gap
was evident for all immigrants, regardless of when
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they landed in Canada, but particularly for those who
landed prior to 1998,

Share of immigrants working extra hours in their
main fob was lower than their Canadian-born
counterparts

In 2008, 20.3 per cent of all immigrant emplovees
aged 25 to 54 worked at least some overtime, lower
than the share of Canadian-born employees (266 per
cent); this lower share was present regardless of the
immigrant’s period of landing (Table 3).

For all employvees who did work extra time, the share
of immigrant employees who were paid for at least
some of that extra time was slightly higher than that
of their Canadian-born counterparts (48.9 per cent vs.
46.0 per cent).

2. Part-time work and involuntary part

time
The majority of workers in Canada work full time in
their main job. Those who waork part time voluntarily
do so for any number of reasons: they have family-
related responsibilities, they are attending school ar
they have an illness or disability; these are choices
meant to establish some degree of balance between
work and family lile or health. While most part-timers
do so by chaice, those that are part time involuntarily
(i.e., they would like full-time wark but cannot get it)
represent an impoartant indicator of employment
quality.

Propaortion of core-oge immigronts working part
time similar to that of Canadian-born workers

In 2008, a similar propartion of core warking-age
imrmigrants were working part time a5 employed
Canadian-born (11.5 per cent vs. 11.7 per cent; Table
3. Among older workers, however, the share of
imrnigrants working part time was lower than that of
older Tanadian-barn workers (19.2 per cent vs. 23.7
per cent; Annex V).

Higher share of immigrants were working part
time invaluntarily

Most core working-age workers in Canada who work
part time do so voluntarily — whether out of personal
preference, because they are attending schoal ar
because they have family-related responsibilities.
However, same peaple who work part time da so
imvoluntarily; they would like to have full-time hours
but are unable to get them for a variety of reasons.

Amaong part-time waorkers, the share of immigrants
who cited working part time inveluntarily was higher
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than Canadian-born part-timers in 2008 (Table 3}
While this gap persisted regardless of period of
landing, it was narrowest for those who landed more
than ten years earlier, but widest between those whao
landed within the previoos five years and  the
Canadian-barn (41.0 per cent vs, 29.9 per centl.

3. Flexible work arrangements

Flexible work arrangements were mare prevalent
amang immigrant workers who landed more than
ten years earlier

Froviding workers with more control over their work
schedules is thought to better enable them Lo meet
their persenal and family needs and indirectly
contributes to |:Jru::adutt'n.rit-,.r.alj Work arrangements
include, among other things, reduced work weeks,
flexible hours or compressed work weeks,

The fatest data on this subject for 2005, when about
six out of every 100 employvees aged 25 to 54 had
made an agreement with their employer to work a
reduced workweek; there was little difference in the
praportian of Canadian-born or immigrants with such
an arrangement (Table 3), Additionally, just over one-
third of all core-waorking age emploved workers -
whether born in Canada or elsewhere — were working
schedules with flexible hours in 2005,

Working 2 compressed wark week, however, was less
commaon amang immigrant employees than Canadian-
born in 2005, even if they landed in Canada more than
ten years earlier (Tahle 3),

E. Security of employment and
social protection

Employment quality can alse be measured in terms of
a person’s stability and  security of work., Twao
measures of this are the proportion of employees in
temporary jobs, and the tenure of workers in their
current job.

Temporary  positions  were more common for
immigrants who landed mare recently

Having a permanent poasition provides the job-holder
with a certain measure of jab security, which can
cantribute to their overall sense of well-being and
economic stability. Temporary positions, conversely,
are less secure and have a fixed duration,

" Gew L Cuxbury and O Higgins, Waork-life Conflict Jn Conada in the
M illeanim A States Beport. Ottawa: Health Canada, 2003,
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Table 4. Stability and security of work, Canadian-born and immigrants, Workers aged 25-54

lob stability and security (per cent)

Temperary pnsitionz 5.3 9.7
Current job tenure

12 maonths ar less 16.1 211!
13 to 60 months 30.3 37.5}
61 to 120 maonths 21.4 20.2
121 to 240 months 19.6 15.5'

1

241 months or mare 126 8.7

Canadian-  Total landed
barn immigrants

Immigrants, Immigrants, Imrmigrants,
landed within  landed maore landed maore
previous five than five 1o than ten
YRArs tan years years garlier
earlier
16.0" 11.7 7.2"
40.9° 73.3" 15.4
51.3 49,z 30.6
3.9' 735 " 233 i
2.3 3.4' 22.4
0.6 n.7' g5

Source: Statistics Congda, Lahour Force Survey, 2008,
" Bignificanty different from the respective Congdian-born value [pe0.05).

! Employees only {i.e., self-emploved exciuded).

In 2008, a slightly larger share of immigrants was
working in temporary positions than Canadian-born
employees (9.7 per cent vs, 8.3 per cent; Table 4), The
share of immigrants wha landed within the previous
five years in temporary positions was nearly double
that of their Canadian-born counterparts, while the
share of those who landed more than ten years earlier
in temporary jobs was lower than Canadian-born
amployess.

Care-warking oge Canadian-born workers were
moare likely to have very long current job tenure,
even when compared with immigrants who
landed more than ten vears earlier

lob tenure is considered to be another important
aspect of job security. The longer one is working in a
specific job for a specific organization, the greater the
likelihood  that other measures  such  as  job
permanency, wages and non-wage  benefits  may
improve 205

 Claudie Lucifora. 1991, “Job Tenure, Labour kobility and Wage
Profiles”. Labour: Seview of tobouwr Eoanorcs and dustroo
Relations. Wal. 5, Ne. 3, p. 1B5-198.

* Sea Leara Friedberg, Mickael T Qwyang and Tara M. Sinclair.
Searching for Berter Prospects. Endogenizicg Falling ok Teaure and
Private Pension Coveroge. Malicnal Bureaw of Economic Research
Working Paper Beries. Warking Paper 11808, December 2005,

* gap Kathering Marshall, “Bonefits of the job". Perspectives an
Labour and Income. Wol. 4, Mo, 5, 2003, Statistics Canada Caralogue
o, P5-001-XIE, p. 5-12: https/fenenw statcan gocafbsolc/ele-celfolc-
cel?lang=ang&catno=75-001-X 20031056515

By and large, job tenure gaps between immigrants and
the Canadian-born are to be expected, as most
immigrants have nol been in Canada long enough to
establish  wery long tenures  with  their current
emplayer. In 2008, a greater proportion of employed
immigrants aged 25 to 54 had job tenure of 12 months
or less or 13 1o 60 months than their Canadian-born
counterparts, and a much smaller proportion of
immigrants had job tenure of more than 20 years
compared with the Canadian-horn (Table 4).

On average, immigrant workers aged 25 to 54 had
been at their current jobs for 2 fewer years than their
Canadian-born counterparts (74,1 months ws. 1031
months). The average length of job tenure differed
widely by time since landing, ranging from 26.4
manths for those who landed within the previous five
years to 85 months for those who landed more than
ten years sarlior,

Only among thase immigrants who landed in Canada
20 ar more years earlier do we see jobh tenures that
are higher for immigrants than Canadian-born, In
2008, immigrants who landed 20 or more years earlier
make up over one-third of all core-working age
immigrant workers. These long-term immigrants have
Bbath a greater share of job tenures of more than 20
years {14.0 per cent vs. 12.6 per cent) and longer
overall average job tenures (1123 months vs. 1031
mmanths) than the Canadian-barn.
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F. Social dialogue

Generally  speaking, sccial dialogue refers to the
freedom and right 1o organize and bargain collectively.
Collective bargaining coverage is an employment
gquality characteristic that is associated with other
indicators mentioned in this report, including wages
and non-wage henefits.”" ™ It is also assaciated with
current job tenure and occupation.

Collective bargaining caverage more prevalent for
Canadian-born employees

Union coverage among immigrant employees aged 25
to 54 in 2008 was lower than the Canadian-born
regardless of period of landing (Figure 2). For example,
the share of Canadian-born employees to have union
coverage  were  nearly 1.5 times  higher  than
immigrants as a whaole, and was 1.3 times higher than
immigrants who landed more than ten years earlier.

There was less of a difference in union coverage
among older employees, In 2008, 37.7 per cent of
alder Canadian employees were covered under a
collective bargaining agreement, compared with 34.4
per cent of immigrant employees who landed in
Canada more than ten years earlier [Annex V),

G. Skills development and
training

Having access to training, whether informal or formal
in nature, is considered an important jok
characteristic. Training not anly provides the
employee an opportunity to learn and develop, but
may alsa improve their safety on the job,

Similar shares of immigrant and Canadian-barn
warkers received on-the job training

In 2005, there was very little difference between the
propartiing  of immigrants  and  Canadian-barn
employees  receiving  on-the-job training  in  the
previous 12 months {Table 5).

" oo Graham Lowe. 215t Century Employment quality: Aclieving
What Workers  Want",  Conodion  Policy  Rescorch  Netwarks.
September 2007

** Ses The Daily, Wednesday Septemhber 24, 2008, “Workplace and
Emnployiae Suneey”,

Gt W sta oo, g cafdmily- guotidien D80G 4/ da GBS 24 6-
eng.him

{aceessed on Movernbes 26, 3008)

* Tany Fang and Anil Merma, “Unian wage premium”, Perspectives
on Lobour ond Income. Mol 3, Mo, 8, 2002, Satistics Canada
Catalupoer no. 75-00L-XIE, g 153-19.

bt statean, fo. ca/cEi-bindal

fdr.cgi M=enp&lon=htepy e statcan.pe.ca/puby 75001 -,/ 7 5-001-
¥200210%eng. pdf&i=Union par centd0wage per cent20oremivm
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Figure 2. Praportion of employees aged 25 to 54
covered by collective bargaining, Canadian-born and
immigrants by period of landing, 2008

Irnmaigrants, landed more than
10 vears earlier

Imrnigrants, onded mora than 5
to 10 vears earlior

Irmrsigrants, landed within
pravicus 5 years® e

Tetal landed immigrants |

Canadian-harn

a 10 20 30 ail
Share of union coverage, %

Source: Statistics Canada,
*The figure showd be used  with coution, os the coefficient
o variotion (Cv) 1s between 16,5 per cent 33.3 per cent,

However, core-aged employees who were bom in
Canada were more likely to have recejved classroam
training than immigrants (406 per cent ws. 32.3 per
cent); the gap was widest between the Canadian-born
and immigrants whao landed more than ten years
before, as this group was least likely to have received
classroom training in the previous 12 months,

Share of emploved university-educated
immigrants with more formal education than
required for their coccupation much higher than
that of their Canadion-born counterparts

Comparing with what is normally required far the job
to the education the employees have actually
received, one can get a good idea of the degree to
which some people are aver-, or under-gqualified for
the job that they have, Human Resources and Social
Development Canada (HRSDO) in conjunction with a
vonsortium  of academics, employers, unions and
povernment officials created a matrix to determine
what level of education is “normally required” far a
particular sccupational grr:_mpn.SF

Other research has indicated that overgualification for
all workers can be associated with age, full time/part
time, union coverage, size of firm where the person is

* Sep Human Resources and Sacial Development Canada. Mational
Decupational Classification (MOC) Trainmg Tutarial, April 2008,
httodSarerecs hesde, gr.ca /MO Eng sk NOC/ 2006/ Tuterial aspx
[accessed an Movember 13, 200%).
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employed, field of study and industry of employment.
For immigrants, it can &lko be associated with
institutional and language barriers; difficulties related
to recognition of foreign credentials and experience;
and a wariety of incidental factors such  as
discrimination encountered by sorme immigrants,

In 2008, over 3,000,000 warkers in Canada aged 25 Lo
54 had a level of education that was higher than the
normal requirements for the job. Owver two-fifths {42.1
per cent) of immigrant workers in this age group had a
higher level education for their job than normally
reguired, while just over ane-quarter [28.1 per cent)
of Canadian-born  workers were  similarly  over-
gualified (Table 5). Regardless of pericd of landing,
immigrants had higher shares of over-gualification
compared with the Canadian-born.

In 2008, over 1,100,000 workers aged 25 ta 54 who
had a university degree were warking in ccoupations
whosze normal requirements were at most a college
education or apprenticeship. The share of immigrants
with degrees who were aver-qualified was 1.5 times
higher than their Canadian-born counterparts (60.1
percent versus 40,5 per cent; Table 5).

Over-gualification was particularly prevalent in 2008
among university-educated immigrants who landed
within the previous five vyears; two-thirds were
working in occupations that usually required at most a
college education or apprenticeship (Table 5}, Similar
results were seen in recent research using the 2006
Census.”™ By period of landing, the share of
averqualified in 2008 non-management workers was
lowest among immigrants who landed mare than ten
vears earlier {54.8 per cent); this was still nearly 1.4
times higher than that of the Canadian-born,

Shares of overgualified workers can  wvary by
pcoupational group. These data, far bath immigrants
and Canadian-born with university degrees wha are in
occupations that usually require 2 lower level of
education, are presented in Annex 1],

" Se Chriz Li, Ginette Gervais and Aurdlie Duval, “The Dynamics of
Cwergualification: Canada's Underemployed University Graduates”.
Anolysis in Brigf, Statistics Canada, 2006, Catalogue Mo, 11-631-MIE
Issue Mo, 039 frpedfwesewstotconocoa/pub/ I-631-m 1162 1-

" Galarneau and Morissette (2004}, ibid.

# Sea 0. Galarneau and I, Morissetre, “Iremgrans’ cducation and
required job skills”. Perspectives on Lokowr and locome val, 9, No,
12, 2008. Statistics Canada Catalogue no. 75-001-XIE. p. 5-18.
httpzfwww statcan, go calbsolcfalo-ral oic-

H. Workplace relationships and
work motivation

This dimension of employment guality aims to shed
light on how workers feel about the work they are
daoing, irrespective of their wages, benefits or working
conditions. One indicator available that can provide
some insight is that of job satisfaction, Typically, job
satisfaction has been fairly stable and positive in most
national surveys going back to the 1970s.”

High job satisfaction for immigrants and
Canadian-barn, although being ‘very satisfied’
was more prevalent amaong Canadion-born
emplayees s
In 2005, most employess aged 25 to 54%eported very
high levels of job satisfaction. Being satisfied or very
satisfied in their job was reported by 91.9 per cent of
Canadian-born  emploeyees and 294 per cent of
immigrant employees.

However, the proportion of immigrants of core-
working age reporting being “satisfied” in their job was
much higher and their share of being *very satisfied’
with their job was much lower than Canadian-born
employees, regardless of their period of landing
[Figure 3).

* | owe, ibid. p. 51
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Tahle 5. Skills development and training, Canadian-born and immigrants, Workers aped 25- 54
Canadian- Total landed Immigrants, Immigrants, Imrmigrants,
born irmmigrants landead within landed more landed more
previous five than five Lo ten than ten years
YEArs yaars earlier earlier
(per cent) 7
Received on-the-job training in past 12 33.2 31.5 35.5 30.5 31.0
manths &
Received classroom training in past 12 40.6 323! 384 36.2° 306"
months > .
Ovarqualified warkers i 281 421! s5.7 49,2 36.3"
Overqualified university-educated 40.5 60.1" 67.8" 2.9 54.87
workers * H

Source: Statistics Conada, (obour Force Surnvey 2008,
! significonitly different from the respective Conodipn-born value {o=0.05).

: Employeas anly (i.e., self-emplioved excluded).

z Workploce and Emplayes Survey, 2005,
! MNon-mandggement ocoupations,

Figure 3. Jlob satisfaction, employees aged 25 to 54,
Canadian-barn and immigrants by period of landing,
2005

Immigrants, lznded more than
1 years earlier

3 to 10 years earfier*

Immigrants, landed within past
5 years®

=
=T - |
Irmmigrants, landed more than — | | I l
1
] I

falal landed immigrants

. i I
Canadian-barn |H | |

. ] 010 20 30 40 50 &0 Y0
Share of employens, %
Satisfied W Very satisfied

Source: Warkpface and Emploves Survey (WES)

Figures for “Very satisfied” should be wused with coution, os
the coefficient of variation [CV) is betweon 16.5 per cent 33,3
per cent.
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ANNEX | — Definitions of employment quality indicators

Safety and ethics of employment

Work injuries: The proportion of people who reported
they received an injury at their place of work during
the past 12 months, Dccupational injury was defined
as a "wes” response to the guestion “{MNol counting
repetitive strain injuries), were you injured in the past
12 months? together with the response “working at a
job or business” to the guestion, "Thinking about the
most serious injury, what type of activity were you
doing when you were injured?” Injuries sustained
while commuting were not considered to be work
injuries in this analysis. (Source: CCHS)

Income and benefits fram employment

Average hourly wages: Average hourly wages of
employees, in current Canadian dollars. Those whose
main job is self-employed are excluded.

Wage distribution: The proportion of employees
earning an hourly wage within a certain wage range.

Employees with non-wage benefits [percentage):
Proportion of employees who have access to a dental
plan, life insurance, supplemental medical coverage ar
pension plan through their employer. (Source: WES)

Working hours and balancing work and nan-
working {ife

Multiple-job  holder [percentage): FProportion  of
employed workers who have more than one job; also
referred to as “moonlighting”.

Average usual hours per week: Average hours usually
worked each week in the main job of employed
workers. Far those with multiple jobs, average hours
are calculated for zll jobs.

Worked unpaid overtime [percentage): Propartion of
employees who warked at least some extra hours
without pay during the survey reference week. Those
who are self-employed in their main job are excluded.

Worked 50+ hour workweek (percentage); Prapartian
of employed workers who worked at least 50 hours
during the reference week.

Part-time position (percentage): Proportion of
employed workers who usually work less than 30
hours per week at their main job.

Involuntary  part time: Among those  employed
workers working part-time in their main job, the share

whao  were working  part time  involuntarily  {ie.,
becavse of business conditions but didn't look for full
time work because of business conditions but were
looking for Tull-time work; or they could not find full-
tirme wark).

Reduced work week ([percentage): Proportion of
emploved workers who have an agreement with the
emplover to work fewer hours every week. (Source:
WES)

Compressed work week (percentage): Proportion of
employed workers who work longer hours each day to
reduce the number of days in the workweek. (Source:
WES)

Flexible hours {percentage): Proportion of employed
wiorkers who work a certain number of core hours, bt
can vary the start and stop times as long as they work
the equivalent of a full wark week. (Source: WES)

Stability  and  security of work, and  social
protection

Temporary position (percentage): Proportion  of
emploved  warkers  whaose  current  position s
considered to be tempaorary, whether it be a short-
term contract or seasonal in nature,

Current job tenure: the length of time {in months) in
which the employee has worked for the specific
emplayer {regardless of whether they held various
positions for this emplayer aver this time span).

Social diglogue

Union  cowerage  [percentage):  Proportion  of
employvess who are members of a union or are
coverad by collective hargaining agreements in their
main jok, Those who are self-employed in their main
job are excluded,

Skills development and training

Received classroom training (percentage): Proportion
of employvess who received any amount of classroom
training in the previous 12 months. This training
includes all  training  activities  which  have a
predetermined  format,  including a  pre-defined
ohjective ar specific content. The progress of the
training may be monitored and/or evaluated. {Source:
VES)

Received on-the-job training (percentage): Proportion
of employees who received any amount of informal
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training related to their job in the previous 12 months.
[Source: WES)

Over-qualification (percentage): The number of non-
management workers whose level of education is
higher than what is narmally required far their current
ocoupation as a share of all nan-management workers
{e.g., those with university degrees who are warking in
occupations which usually anly require at mast a
college education or apprenticeship, divided by all
non-management warkers with university degrees),
This  concept  is  sometimes  referred 1o as
“underemployment”, “underutilization” or
“education-to-job - mismatch®. The  education-
occupation matching process s based on a usual
educaticn-occupation matrix found on the Human
Resources and Social Development Canada (HRSDC)

% g
website.™

Workploce relationships and work motivation

lob  satisfaction  [percentage):  Proportion  of
employees  answering  the  following guestion:
Considering all aspects of this job, how satisfied are
wou with the job? Would you say that you are:
satisfied; very satisfied; dissatisfied; very dissatisfied?
[Source: WES)

* See Human Rescurces and Social Development Canada, Mational
Oooupaticonal Classification (MOC) Training Tuterial. April 2006,

nttpd Swwew S hrsde. po.ca/NOC/Enalish/NOC/ 006 Tutorizl.asox
fecressed on Movember 13, 2009),
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ANNEX Il — Characteristics of employed population

Table A. Characteristics of employed population aged 25- 54, 2008

Taotal employed, number

Sex distribution (per cent)

Male

| Female

Age distribution (per cent)

Age 25 to 34

Age 35 to 44

Age 45 to 54

Highest level of educational attainment (per cent)
High school or less

‘Postsecandary certificate or diploma
University depras

Immigrants with postsecondary education, diploma/degree
received outside Canada

Occupational share, main job (per cent)
Management occupations

Business, finance and administrative occupations
Matural and applied sciences and related occupations
Health occupations

Cocupations in social science, education, government service
and religion ;

Occupations in art, culture, recreation and spart
Sales and service occupations

Trades, transpart and equipment operators and related
accupations

Decupations unigque to primary industry

Dccupations unigue to processing, manufacturing and
utilities

Firm size (per cent)

Less than 100

100 to 500

More than 500

Labour market indicators, total population aged 25- 54 (per cent)

Emplayment rate
Unemployment rate

a9
Canadian-  Total Immigrants, Immigrants, Immigrants,
brorn immigrants  landed landed landed
within more than mare than
previous five to ten ten years
five years YEArs earlier
earlier
0195300 2478900 421 700 451 100 1 606 100
523 53.2 57.1 e 51.6
477 465 429 44.9 45.4
g e
31.8 25.7 44.2 321 19.0
32.5 gl 38.8 45.6 A58
357 36.3 16.9 223 45.3
34.9 303 20.7 234 348
41.1 30,2 TS 24.4 338
24.0 39.5 56.5 52.3 214
n.a. 53.2 881 6.7 343
10.5 9.6 6.5 8.7 10,7
19.5 18.3 15.8 16.4 19.5
7.4 117 14.5 15.1 10.1
6.5 f.6 6.2 6.3 6.8
10.3 7.2 it | i 7.3
51 2.5 2.2 2.5 2.6
18.3 20.8 24.5 20.5 20.0
16.1 13.7 12.6 13.8 14.0
3.2 1.2 12 1.0 1.3
4.8 5.3 o4 5.4 7.9
32.8 34.9 384 36,8 33:3
14.4 16.2 ] 7] 16.8 15:7
L. 43.9 44.5 46.5 50.9
54.1 a4 Bh.6 74.9 21.7
4.6 6.8 11.0 Fiets, 5.4

Sourge: Stalistics Canodo, Lobour Force Survey.
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Table B. Characteristics of employed population aged 55 and over, 2008

44

Total employed

Sex distribution (per cent)

hale

Fermale

Highest level of educational attainment (per cent)
High schaal or less

Postsecondary certificate or diploma

Univarsity degree

Immigrants with postsecondary education,
diploma/degree received outside Canada

Occupational share, main job {per cent}
Mazanagement occupations

Business, finance and administrative ccoupations
Matural and applied sciences and related occupations
Health occupations

DCccupations in social science, education, government
service and religion

| Qcoupations in art, culture, recreation and sport

Sales and service occupations

Trades, transport and equipment operators and related
ocoupations

Crccupations unigue to primary industry

Deoupations unigue to processing, manufacturing and
utilities

Firm size (per cent)

Less than 100

100 ta 500

| More than 500
Labour mark®t indicators, total population aged 55 and over (per cent)
L

Employment rate

Unemployment rate

Canadian-
barn

1893 300

551
44.9

45.2
34.2
20,6

f.a.

113
206
4.4
6.6
B8

26
20.6
15.9

57
36

5.4
14.0
50.6

328
4.9

Total
immigrants

735 100

56.5
43,5

385
291
325
6.5

i B
167
6.6
G2
B

31
22.2
12.8

2.8
9.0

36.0
16.5
476

321
5.4

Irnrrligré nts,
landed
within
pravious five
YEars

19 000

36.3
437

529
Akl
34.0
4.0

1.1

36.8

487
211
302

292
15.2

Immigrants,
landed
more than
five to ten
years
aarlier

33 400

53.2
36.8

43.0
15.4
41,7
B

74
7.2
1.2

12.0

28.8
127

16.0

A7
136
41.7

£
10.7

Immigrants,
landed
more than
ten years
aarlier

683 700

56.1
439

37.8
30.2
G|
541

124
173
B8
6.4
8.6

33
215
129

2.6
8.4

350
16.5
48,5

322
a5

Source: Statistics Canada, Labour Force Survey.

'F stands for an estimate of which the coefficient is greater that 33 per cent.
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ANNEX Il — Employment quality indicators, employed population aged 25 to 54

by occupation, 2008

Table A. Employment quality indicators, Canadian-born and immigrants by period of landing
Employed in management occupations aged 25- 54, 2008

Income and benefits from employment

Average hourly wage:

fverage hourly wage, job tenure five years or
2
less

Wage distribution, percentage earning
Less than Can5 10 per hour

Can%10 to Can%19.99 per hour®
Can$20 to Can524.99 per hour”

Can%25 to Can%34.99 per b
‘Can535 or more per hour?
Employer-sponsored (per cent)

Pension p:nl:m""a'a

Life insurance™™*
Supplemental medical™*

Dental cove rage”"‘

Vacation leave entitlement per year,™ days
Waorking hours and work-life balance
Average usual hours per wesk, main job

Average usual hours per week, multiple job-
holders only

Multiple-job holder (per cent)

Worked any unpaid overtime [per cent)
Worked 50 hour or more workweek (per cent)
Fart-time position (per cent)

Why part time? (per cent)

Childcare

Going to school

Personal preference

Canadian-

horn

33,76

31.80

1.4
19.4
12:5
23.8
43.0

712
60.4
67.9

12.0

416

54.5

4.3

402

i1

4.0

&4.4

40,9

Total
immigrants

3z.28°

2957

gan
2.7
107!
22.8

396"

18 .3E'l
55,4
B5.0
74.4

154"

43.0"

54.9

3.5
331!
2.7

4.8

19.8

35.8

Immigrants,
landed within
previous five
YEArs

29,87

27.88

29.6'
Al e
13.8!

Ehr:

64.5
719
758

14.6

421

50.0

25,6

17.4

Immigrants,
landed more
than five to
ten years
aarlier

30.76°

29.27"

30,55
?IEE.‘.I
227"

37.3

m.a.

M.,

m.a.

Mn.4.

42.9°

56.1

2zt

217

Immigrants,
landed more
than ten
vears earlier

3307

30.40"

2.EIZ.i

22.4
10,21
24.4

405!

243"
52.6°
B2a
73.0

153

432"

54,9

2_35.:
37.0
237

A.b

41.1
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Table A continues
Involuntary

Percentage allowed to work reducad
waorkwesk™™*

Percentage allowed to work compressed
workweek™™

Percentage allowed to work flexible hou relad

Job stability and security (per cent)
Temporary jr:-l:n1

Current job tenure

1to 12 months

13 to 60 manths

61 to 120 months

121 to 240 months

341 ar more months

Social dialogue {per cent)

Linion n:r:n.'er:lg».s-2

Skills development and training (per cent)

Received on-the-job training in past 12
months***

Received classroom training in past 12
manth g

Overgualified university-educated workers

215

30f

3.4

3.5

23

11:0
277
21.6
24.2

155

B

364

41.3

521

30

118
57
236
20.4
26

74

33

36.3"

24.5
59.8

9.3

30.0

54.7

n.g.

n.d,

n.a.

16.4
49.8

27.5

o

n.4.

B
287
25.0
26.4

112

Eowrce: Statistics Canada, Lobowr Force Suney.

Significontly different fram the respective Canadion-born value [p=0.05),

* Emplaovess oaly fi.e, self-emplayed excluded).

2 Wearkplace ond Cmploves Sunsey, 2005

" Date for “Temigrants, londed within previows five years" and "lmmigroats, londed mare than five to ten vears garlier” have been

grauped under the former cotegary.
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Table B. Employment guality indicators, Canadian-born and immigrants by period of landing,
Employed in business, finance and administrative occupations aged 25- 54, 2008
Income and benefits from employment
fwerage hourly wage 71.43 20.55! 18,45 19.22! 21 341
Average hourly wage, job tenure five years or less® 19.94 19,13 i b 18.53' 19.82
Wage distribution, percentage earning
Less than Can510 per hour” 2.6 3.4° 455 3.4 317
Can510 to Can%19.99 per hour” 465 518 B6.2" s0.0° AB.7
Can520 to Can524.98 per hour’ 24.9 216 12.9° 18.1 24.4
Can525 to Can534.98 per hour” 18.8 16.0° 1035 138 17.8
Can535 or more per hour® 7.2 7.2 51" a8 2.0
Employer-sponsored (per cent) et
Pension plan™** 39,7 FrEh F n.a, 31.3
life insuranea’™* T1.8 ffr.F B, 7 rn.a. 6.7
supplemental medical™™* : 58.1 63,1 bE. 6 rn.a £1.8
Dental coverage™" 627 69,8 70.0 n.a 60.8
Vacation leave entitlement per ',.rrf:::r?'?'“I days 15.7 14.5" 11.8" n.a 15.4
Waorking hours and work-life balance
Average usual hours per week, main job 361 37.1° 368! 36.8" 1.2
Average usual hours per week, multiple job-holders anly 44 8 405! 47.5' 492! 49.9!
Multiple-job holder [per cent) 5.1 1.9 3.7 - 5.1
] Warked any unpaid overtime (per cent) 123 11.4' 9,3 9.6 123
! Warked 50 hour or more workweelk [per cent) 3.2 31 F F 5.7
i Part-time position {per cent) 17.4 9.5t 103t it 5.3
| Why part time? [per cent)
l Childcare 0.3 82 F 28.5° 30,9
| Going to school 50 55! 7308 F F
Persanal preference 316 257" F FarE 30.0
Inveluntary 0.9 26.1" 430" r 22.1
Farcentage allowed to work reduced workweek™ T Tial F n.a B8
Percentape allowed to work compressed workweek™ 5.9 F F n.a. F
Percentage allowed to work flexible hours®* 239 24.2 26.2" n.a. 23.5
Job stability and security
Temporary jn:rl:i2 {per cent) 6.3 o Bl 139 THilr: £.0
Current job tenure
L 1to 12 manths 156 212 435 236 15.9
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Table 8 continues
13 to 60 months 306 356 50,5 50,4 29.0
61 to 120 months 211 211 3.2 22.4 24,5
121 to 240 menths 18.8 16.2 23F 3.4° 22.1
241 or more manths . 14.0 E.d F F . 8.5
Social ﬂihlqg’l.ne_-'i.'j:er'l_feﬁt}
Union coverage” 30,4 18.8° 14.4" 15,5 206
skills development and training (per cent) )
Received on-the-job training in past 12 months™** 34.1 30.3 37.3° r.a 277
Received classroom training in past 12 months™™ 35.8 28.9 36.3° n-,i 26.2"
Owerqualified university-educated worksrs 57.2 626! 7o0.0' 61.6" 598

Source: Statistics Canada, Lebour Force Survey.

! significantly different from the respective Conodion-Born value (p<0.05).
? Empiayees only (i, self-emploved exciided),

P Warkplace ard Emplovee Survey, 2005,

? Data for “immigrants, londed within previous five vears” and “Immigrants, landed more then five to ten vears earlier” have been

grouped under the farmer category.




Measuring Quality of Employment 45
Country Pilat Reports

Table C. Employment quality indicators, Canadian-born and immigrants by period of landing,
Employed in natural and applied sciences occupations aged 25- 54, 2008

Canadian-born Total immigrants Immigrants, Immigrants, Immigrants,
landed within landed more than  landed more than
previous five five to ten years ten vears earlier
YEATS earlier

Income and benefits from employment

fwerage hourly wage® 1064 30,23 76.20' 3104 31.55"

Average hourly wage, job 78,12 i 28.48 24.94" 2091" 30.14"
tenure five years or less’

Wage distribution, percentage earning

Less than Can510 per hour”. 0.6 F F F p F

LS
Can$10 to Can$19.99 per 16.5 18.3' 311! 14.3! 14.8'
hour®
Can$20 to Can$24.99 per 17.2 15.0" 22033 18.9 176
hour’ i
Can325 to Can534,99 per 34.3 33.1 201! 354 33.5
hour”
Can535 or more per hou = 1.4 291} 16.9' 30.4 33.6

Employer-sponsored (per cent)

Pension plan™™* 436 37.7 20,45 na. 46.4
Life insurance™* 0.6 70.0 76.1 n.a. 6.9
Supplemental medical™™* 67.6 735 734 n.a. 735
Dental coverage™™ 79.5 853 B6.3 na 24.8
Vacation leave entitlerment 17.4 16.5 138" n.a. 178
PEr yED ik days

Working hours and work-life balance

Average usual hours per 391 39.7' 39.3 39.6 39,9’
wesk, main job

Mverage usual hours per 50.6 1.6 557t ’ 49.0' 51.0
wesk, multiple job-holders

only

Multiple-job holder (per 16 33 35 2.6 4.3
cent)

Waorked any unpaid overtime 184 15.7' 137 14.1° 17.2
[per cent)

Warked 50 hour or more 6.2 e 345 5.7 6.6
waorkweek (per cent)

Parl-time position (per cent) 3.8 2.7 F F 3.5°
Why part time? (per cent)

Childcare 2113 F F ’ F F
Going to school 7a 10.2F F F F
Persanal preferance 371 275 F F F

Inveluntary 714 472 6" F F 4p.85!
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Table C continues

Percentage allowed towork 3.3 F F na. F
re_{iu_i;ed'w:}rléweek_:r'a'4

Percentage allowed to work ta F F r.a, F
compressed workweek™ ™

Percentage allowed towork 486 50.7 35.7° n.a. 58.2
flexible hours™™*

Job stability and security [per cent)
Temporary joh? BT 6.0 g gt vk ey

Current job tenure (per cent)

1 to 12 months 13.7 224 39.8 L s 16.1

13 to 60 months 232 426 509 51.8 356

61 to 120 months 25.4 . 205 6.7 241 24.1

121 to 240 maniths 19.2 ' 10.8 F F 18.0
J 241 or more months. 10,4 3.7 F IF 6.2
| Social dialogue and (per cent)

Union coverage’ 29.0 162 10.05" 1747 18.2"

Skills development and training [per cent)

Received on-the-job training ~ 45.0 39.7 39.5° na. 39.9
in past 12 months™™*

Received classroom training 496 39.2 46.4° 35.5
in past 12 manths™**

Overgualified university- 255 30.0 3a.z 36.7" 27.4

aducated workers

Source: Statistics Conodn, Lohour Force Survey.
! Significantiy different fram the respective Canodion-born volue (pe05).
Emplioyees only {ie., self-emploved excluded).
Y Warkplace ond Emplayee Survey, 2005,
* Data for “tmmigrants, londed within previous five yeors™ and “lmmigrants, landed more thon five ta ten years carlier” have been
grouped under the former categary,
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Table D. Employment guality indicators, Canadian-born and immigrants by period of landing,
Employed in health occupations aged 25- 54, 2008
- Canadian- Total Immigrants, Immigrants, Immigrants,
born immigrants landed within landed more fanded more
previous five than five toten than ten years
Years vears earlier aarlier
Income and benefits from employment
fverage haurly wage® 25.78 23.28" FAT 2224 2415
bwarage hourly wage, job tenure five 23,57 22.15" 2071 SR 23.42
years or less’
Wage distribution, percentage earning #
.
Less than Can310 per hour’ 1.4 3551 F F F
Can$10 to Cand19.89 per hour 31.7 438 51.5' ag.2! 40.5"
Can$20 to Can$24.98 per hayr® 16.6 17.8 17.6° 17,2 180
Can$25 to Can534.99 per hour” 297 192" 15264 20,15 20.0"
Can%35 of more per hour” 20.0 167" 1195 T 19.3
Employer-sponsored (per cent)
Pension pla o 575 A28 Tk n.a. 498
Life insurance™™" PN 63,4 62,5 m.a. 63.7
supplemental medical®*? 509 ER S 444" n.a, 503
Dental cove ragez'“ al4 67.3 66.9 n.a, 67.4
Vacation leave entitlement per 15.7 158 13.7 mn.a, 16.5
',,rear,z’a"‘ days
Waorking hours and work-life balance
Average usual hours per week, main 34.6 35.9' 34.3 Bpind aE.2"
job
Averape ususl hours per week, 427 ag.5' 502! A4 486"
multiple job-holders only
Multiple-job holder (per cent) 7.4 116" T 93! 12.1
Worked any unpaid overtime [per 9.9 68" il F 81
cent)
Worked 50 hour or more workweek 52 76 F g5 10.0!
lper cant)
Part-time position (per cent) 224 18.9' 23.9 17.5 181"
Why part time? [per cent)
| childcare 29.2 224’ F F 206
|' Going to school 5.4 1025 F F F
| Farsonal preference 32.3 231! F F 31.5
| Involuntary 229 344" 48.6' 34.4% 29.8"
i
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Table D continues
Percentage allowed to work reduced 4.2 g.8"" F F F
workweek™*
Percentage allowed to work 334 2.7 F F 225
compressed workwesk™™
Percentage allowed to work flexible 241 36,10 486" 3987 325"
hours™**
lab stability and security (per cent)
Temporary job’ 7.9 1ozt 18.0%! 12452 73
Current job tenure (per cent)
1tz 12 months 11:5 16.9 41.0 20.8 101
13 to 80 months 29.1 36.5 50.5 43,6 29.9
61 to 120 months 2EST 239 5.9 26.2 277
121 to 240 months 213 16.4 F F 23.2
241 or more months 15.4 6.4 F F 9.2
Social dialogue [per cent)
Union coverage’ 67.2 54.8" 43.8' 43.8° 594
Skills development and training [per cent)
Received on-the-job training in past 12 43.5 495 36.2 n.a. 54.0
months™*
Received classroom training in past 12 59.4 56.8 35,77 n.a. 639
months™*"
Owergualified university-educated 17.2 38.2" 498 421" 332"
workers

Source: Stotisticy Conada, Labour force Survey,

_] Significantly different from the respective Conodion-barn volue [peil05).

‘ Cmployees only (i.e., self-emploved excluded).
T wWorkplace and Emplovee Survey, 2005,

* Data for “mmigrants, landed within previoos five years" ond "lmemigronts, londed mare than five to ten pears eaclier” have been

grovped under the former cotegory.
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Table E. Employment quality indicators, Canadian-born and immigrants by period of landing, Employed

in social science, education, government service and religion occupations, aged 25- 54, 2008

Income and benefits from employment
fwerage hourly wage” (Cans)

Average hourly wage, job tenure five years or less’
{Cans)

Wage distribution, per cent earning

Less than Can510 per hour”
Can310 to Can$19.99 per hour’
€an%20 to Can$24.99 per hour®
Can$25 ta Can$34.99 per hour”
Can%35 ar more per hour

Employer-sponsared (per cent)

Pension p]anm"‘

e, EE
Life insurance™*
2 2,
supplemental medical e
2,54
Dental coverage

Vacation leave entitlement per yea r,z':"'1 days

Working hours and work-life balance

Average usual hours per week, main job

Average usual hours per week, multiple job-holders
anly

Multiple-job holder (per cent)

Worked any unpaid overtime (per cent)
Worked 50 hour or more workweek (per cant)
Fart-time position (per cent)

Why part time? (per cent)
Childcare

Going to school

Personal preferance

Invaluntary

Percentage allowed to work reduced workweek™™!

Percentage allowed to work compressed

'mrk\.u'eeku‘“

Percemtapge allowed to work flexible hours™**

Canadian-
born

28.30

25.13

149
26
17.2
128
25.6

67.1
5.4
65.2
FER
193

35.8
43.5

6.9
a4
D
14.6

25.2
D7
25.8
AT
5.2
3.6

46.6

Total
immigrants

26.00°

22.68

5.6
Ji
16.3
224

231

746
715
.7
BY.9
2.0

50

41.4°
7.8’
25.6°

20.5"

132
i i
20.1
37.6

45.8°

Irmmiprants,
landed within
previous five
years

2287

2244

ATt
41.2'
14.4
139

1?_BE.I

72.4
49,65
649"

g2.7"

17.8
325!
A5 7

6.5

19,3t

[

772!

51.0%

24 65"

Immigrants,
landed more
than five to
tEn years
earlier

24,19

21.48

n.4a.

n.a.

24.4"
375!

Taant
17.0
Al

235!

El

23.5

555
f.a.

n.a.

n.a.

Immigrants,
landed more
than ten
vears earliaer

27.38
23.35"

3IEE.!

28.4
16.6
75.9°

255

75.5
205
787
701

237

35.8

421

7.1
2049’
1047

180"

15,5

9.5°
28.7

359!

499"
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Table E continues

Job stahility and security (per cent)
Temporary job®

Current job tenure (per cent)

1to 12 months

13 to 60 months

61 to 120 months

121 to 240 months

240 or more months

Social dialogue (per cent)

Lirigen 4:1:1".-'v.=_-rag»a2

Skills development and training (per cent)
Received on-the-job training in past 12 months

Received classroam training in past 12 months™ "

Overgualified university-educated workers

148

13.2
30.2
25.6
215

b B

64,2

41.8
63.7

Bl

2500

20.7
7.1
20.6
17.3

4.3

47.3

37.3°
52.2
11.0

50,3

40.7
48.5
8.6

20:4

358
52.4

10.9°

34,91

226
49.5
208

.6

452!

n.a.

1425

15:2

151
o7
235
24.4

6.3

528

36.7°
521

10.0

Source: Stolisbics Caroda, Lobowr Force Survey.

* Significontly different fram the respective Conadian-Earn value {p=0.05),

? Eenployess only (Le, self-emploved exclided).

? Warkploce ond Employes Survey, 2005,

Dot Jor “fmmigrants, landed within praviows five yeors” and “imaigeaats, landed mare than five to ten yvears earlier” have been

qroupad under the former category,
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Table F. Employment quality indicators, Canadian-born and immigrants by period of landing,
Employed in art, culture, recreation and sport occupations aged 25- 54, 2008

Canadian-
born

Income and benefits from employment
fwerage hourly wage™ (Cang) 2433

Average hourly wage, job 2273
tenure five years or loss?

[Cans)

Wage distribution, percentage earning
Less than Can$10 per hour’ 1.9
Can&10 to Can519.99 per 353
hour®

Can$20 to Can524.99 per 21.4
hour”

Can%25 to Can%34.99 per 7.2
hout

Cans35 or more perhour® | 142
Employer-sponsored (per cent)

Pension plan™ 37.0
Life insurance™™* 65,4
Supplermental medical™* 56,5
Dental cuveraﬂez'“')' A58
Vacation leave entitlement 14.8

per ',.rtza.'-,u'fj'q days

Working hours and work-life balance
Average usual hours perweek,  35.1
main jok

fverage usual hours per week, 43,1
multiple jeb-holders only

Multiple-job holder [per cent) 10.9
Worked any unpaid overtime 19.1
{per cent)

Workad 50 hour or more 10.3
workwesk (per cent)

Part-time position (per cent) 2.0

Why part time? (per cent)

Childcare 0.5
_Going to school 5.9

Farsonal preference 2749
| Inveluntary 35.6
| Percentage allowed to work 4.2
| reduced workweek™

Percentage allowed to work 6.8

compressed workweek™

Percentages alic;'.l.red to work I5.E

flexible hours
Job stability and security (per cent)
Temparary joh’ 16,7

Current job tenure (per cent)

Total immigrants

2213
21.29°

429"
24.4
185"
T

31.5
5z.3°
62.3F
2.5
14.4"

503"

16.4

Imrmigrants, landed
within previous
five vears

19.49°
19.047

or T | M oM

387

428

19.2

= S T M ™m

Immigrants, landed
maore than five to
ten years earlier

20,57
2132

n.a.
n.a,
Nn.g.
n.a.

334

42.5

280

=0 T M M m

n.4d.

Immigrants, landed
more than ten
vears earlier

z3.21!
2207t

119

36.7

57.4°
£9.2F
68.9"F
15.9"

34.4

46.5

6,551 |
i

116 |
25.4 |
20,5 |

239
426

gg 2F

16.2
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Table F cantinues

1to 12 manths 18.3 17.2 E 271 15.0

12 to 60 months 3.6 4.8 2d.1 374 279
6110 120 manths 214 215 F 283 228

121 Lo 240 months 17.5 19.3 F F 24.0

241 ar more months 8.3 iy F F 10.2

Social dialogue (per cent)

Union coverage® 31.7 246" F F 30.7°

skills development and training (per cent)

Received on-the-job training 24.0 F F n.a. F

in past 12 manths™"

Received classroom training in - 25.0 F F n.a. F

past 12 months™™*

Overqualified university- 36.2 418" 309" 38.5 46.7"

educated workers

Souprce; Slatistics Conedn, Lobour Force Sunvey.

! significantly different from the respective Conodion-barn volue (p<0.05).

2 Cmplovees only (L.e., self-employed excluied).

1 Warkplace and Emplaves Survey, 2005,

! Gata for “leverigronts, landed within previous five years" and “enenigeants, londed mare thon five to ten pears earlier” hove been
grouped under the former calegarny.
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Table G. Employment quality indicators, Canadian-born and immigrants by period of landing,
B ¥ P =4
Employed in sales and service occupations aged 25- 54, 2008
Canadian- Total Immigrants, Immigrants, Imrigrants,
horn immigrants landed within landed more landed mare
previous five than five to than ten years
YEArS ten years earliar
aarlier
Income and benefits from employment
fwerage hourly wage” [Cans) 17.41 14.45" 12.68" 13.56" 15.35"
fwerage hourly wage, job tenure five years or 15,29 13.45% 12.42" 13.28" 1411t
less® (Can3)
Wage distribution, percentage earning
Less than Can$10 per hour®: 16.4 24.2" 33.4' 765" L20.2°
Can$10 to Can$19.99 per hour’ 53.6 59,3 57.9' 61.8" 59.0
Can$20 to Cans24.99 per hour’ 13.6 9.2 7 1 76" 115
Can$25 ta Can$34.99 per hour 10.7 5.2 27 2.8+ 67"
(CanS35 or more per hour LT i F F 26"
Employer-sponsored (per cent)
Pensich |:le'41'||2'3"1 218 188" F r.a, 20.9°
Life insurance™™" 44.0 3.0t 75,55 n.a, 32.9°
_Supp!ement:ll medical™** 391 124 F b, 365
Dental coverage™™* 436 41,0 352" n.a 426
Vacation leave entitlement pEr year, A days 12.0 10.5 gt f.a. 11.3
Waorking hours and work-life halance
Averaze usual hours per week, main job 351 35.3 34.3% 35.1 357
Average usual hours per weak, multipla job- 46,1 48.8' 4€.2 48.1 500
holders only
Multiple-job holder (per cent) 6.1 6.2 6.6 6.4 6.0
Worked any unpaid overtime [per cent} 9.6 4.8t 3o 2.6 6.1
Worked 50 hour or more workweek (per cent) 5. g.4" Eigl 6.3 Fat
Parl-time position (per cent) 711 22.4" 249 228 216
Why part time? (per cent)

Childeare 19.7 18 12.9%! 289" 167"
Going to school 7.6 10.4" ik 13.6° 5.4
Perzonal preference 4.4 1277 14.9% 12.3% 21.3"

Involuntary 35.0 40.4° 420! 36.2 411!
Percenta gc_allnwed to work reduced o8 02" F n.a. 1265

workweek™
Percentage allowed to work compressed 6.0" 4.0 F n.a. 4.7
workwask®™
Percentage allowed 1o work flexible hours ™ 386 3749 7.7 n.a. 379
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Table G continues :
lob stability and security (per cent)

Temporary job® 76 10.0" 14.3 10.2' g.a'
Current job tenure {per cent)

1to 12 months 208 275 44,1 321 209
13 to 60 months ©o331 9.0 49,5 44.4 340
61 to 120 months 206 17.4 41 213 20,5
121 to 240 months 16.9 121 i i F 18,5
241 or mare months 8.6 4.0 F F 6.2
Social dialogue and (per cent)

Unien coverage” 287 219" 14.2" 222" 24.6'
Skills development and training [per cent)

Received on-thesjob training in past 12 27.3 273" 29.67 n.a. F
months™** : L

Received classroom training in past 12 21.0 24.9° 330t Ma. z21°
months™**

Overgualified university-educated workers 100.0 100.0 100.0 100.0 100.0

Sowece: Stotistics Canada, Labowr Force Survey,

! Significantly different from the respective Conodion-born value (p=0.05).
i mplavess anly (e, self-employed excluded),

a Workploce ond Employee Survey, 2005,

* Dot for “imimigeants, landed within peevious five yeors " ond "immigrants, londed more than five to ten vears eariier” hove been

grouped under the furmer category,
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Table H. Employment quality indicators, Canadian-born and immigrants by period of landing,
Employed in trades, transport and equipment operators’ occupations aged 25 to 54, 2008

Canadian-
born

Income and benefits from employment

fverage hourly wagez (Cans)

Average hourly wage, job tenure

five vears or less® [Can3)

22.58

21:20

Wage distribution, percentage earning

Less than CanS10 per hour®

Cans10 to Can%12.92 per houwr
Cans20 to Can%24.99 par hour”

Cans25 to Can$34.9% per hour’

Can335 or more per hour”

Employer-sponsored (per cent)

Pension plan R

i 234
Life insurance

Supplemental medical™™"!

34
Dental -:o-.rcrragez’

Vacation leave entitlement per

year, " days

A
iz
23.0

29.9
7.0

284

62.6
55.4

616
14.1

Working hours and work-life balance

Average usual hours per week,

main job

Average usual hours par week,

multiple job-holders only

Multiple-job holder (per cent)

Waorked any unpaid overtime
[per cant)

Worked 50 hour or more
workweek (per cent)
Part-time position (per cent)
Why part time? (per cent)

Childcare

Going to school
Personal preferance
Involuntary

Percentage allowed to wark
reduced workweek ™
Percentage allowed to work
compressed workwee I

Percentage allowed to wark
flexible hours™"

42.0

550

2.9
3.8

15.6

3.8

9.8

e
43.9

a1

110

3.6

Total immigrants

20437

1807

5.4
46.4°

19.8'

238
4.7

318

62.7
611

G3.4
12.7

42.0

58.3

2.9
N

16.7

4.6

33.0

Immigrants,
landed within
previous five years

17.61°

17.35°

10.6
556
et
16.7"

12.8

SIEEA

Immigrants,
landed more than
five to Len years
aarlier

1908

13.71°

5_ ?E.l
56.07
16.4%
191"

N.a.

n.a.

n.a.

n.d.

421

571

3.0

3.9°

176

4.7

Immigrants,
landed more than
tan years earlier

2156

19.88

4.0"
414’
22.0

27700
B.0"

358"

707
58.5"

Mg
13.3
42.2

35,5

33
T

174

4.3

19.05!
520!

E

1.6
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[ Table H continues
lob stability and security [per cent)
Temporary job, 10.3 9.4' 14.5% 11.5° 7.4
Current job tenure (per cent}
1 to 12 months : 19.8 215 44.9 19.1 16.6
13 to b0 months 30.2 371 49.1 54.0 29,7
61 to 120 months 19.2 18.8 F 231 211
121 to 240 months 18.1 15.6 F 315 22.4
241 or more months. 12.8 7.0 F F 10.2
Social dialogue (per cent)
Union coverage® 41.8 a1’ 231" 2841 34.0"
Skills development and training (per cent)
Received on-the-job training in 26,5 19.85 F f.a. 2058
past 12 months™* ; : ' :
Received classraom training in 40.2 347 _ F r.a. an.s*
past 12 months
Overqualified university- 100.0 100.0 1000 100.0 100.0
educated workers

Source: Statistics Conada, Labour Force Suney,

! significanty different from the respective Conadion-born velue [p=0.05).

3 Employees only (i.e., self-emploved excluded).

T \Warkplace ond Fmplovee Survey, 2005

* Darta for “mmigronts, londed within previaus five years” and "mendgrants, landed maore thon five (o ton vears eorlier” hove been
grouped under the former categary.,
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Table I. Employment quality indicators, Canadian-born and immigrants by period of landing,
Employed in occupations unigue to the primary industry aged 25-54, 2008

horn

Income and benefits from employment

Average hourly wag&z {Can%) 21.15
Average hourly wage, job 20,96
tenure five years or lesst

[Can3)

Wage distribution, parcentage earning
Less than Can$10 per hour 3.0

CanS10 to Can$19.99 per hour® 418
Can320 to Can524.90 per hour® 180
Can$25 to Can$34.90 per haur®  23.3
Can$3s ar more per hour” 8.9

Empleyer-sponsored (per cent)

Pension p!anz'l" 327
Life insurance™™" 778
Supplemental madical’”™" 63,8

754

Dental coverage EEAL

Vacation leave entitlement per . 13.0
year, ™ days

Warking hours and work-life balance

Average usual hours per week, 484
fmain jokb

Mvarage usual hours per week, 66.5
multiple job-halders anly

| Multiple-job holder (percent) 6.3

Worked any unpaid overtime 6.5
[per cent)
Worked 50 hour s or more A42.0

waorkweek [per cent)
Part-time: position (per cent) 7.9

Why part time? (per cent)

Childcare 15.2
- Going to school F
| Farsanal p;reference el
Involuntary 2.2
Percentage allowed to work 4.2

7
reduced workwesk™™

Canadian-

Total immigrants

16.26"
15.43"

1g.9!

583

109>

12, lE.]

138

447"

B0, 1

a4

29.5!

8.8

Immigrants,
landed within
pravious five years

14 50"
1460

4n.5"

555!

Im?ﬂgrants,
landed maore than
five to ten years
aarlier

16.72!
1657

Mad.

n.a,
n.a.
n.a,

n.a,

437"

58.4

Immigrants,
landed maore than
ten years earlier

16.73"
15.45"

1d.?F"J'

5g.3"

15.0%

13.8

4549

61.2

333’

1.8
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Table | continues

Percentape allowead to wark 17.3 F F n.a. F
| compressed workweek™™

Percentage allowed to work 35.2 F F f1.4. F

exible hours™™*

lob stability and security, per cent

Temporary ju.‘.rl;!,.1 ; 241 242 F F 22,?‘

Current job tenure (per cent)

1to12 months 17.4 223 B7at F T

13 to 60 months 24,0 4.4 524 37.6" 29,1

&1 to 120 months 16.4 17.8° F F 19.1°
| 121 to 240 months 19.0 19.0° F F 255

241 or mare months 23.2 6.5° F i [E 9.1%

Social dialogue (per cent]

Lnion cmrerage}" 218 : 17.6%" F F 2315

Skills development and training (per cent)

Received on-the-job training in -~ 36,1 F E F F

past 12 months™** A

Recaived classroom training in 58.0 F F F F

past 12 months™™"

Overgualified university- 100.0 - 100.0 Slooo 100,0 100.0

educated workers:

Soprce:r Stonstics Conodo, Lobour Force Survey.

' Significontly different from the respective Conodion-barn value [ 05).

25 mplovess anly (1Le., self-employed excluded).

* Warkploce and Emploves Survey, 2005,

? Data for “immigrants, lorded within previows five vears” and “lemevigronts, londed more thon five to ten vears earier” have been
grouped under the former cotegory.
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Table l. Employment quality indicators, Canadian-born and immigrants by period of landing,
Employed in occupations unigue to manufacturing, processing and utilities aged 25-54, 2008
" Ca nadian- Tatal ' Imirmigrants, Irnmigrants, Immigrants,
born immigrants landed within  landed mare landed more
previous five than five to tharn ten years
years Een years aarlier
earlier
F:Im:_nme and benefits from employment
twerage hourly wage” [Cans) 20.32 16.32° 14.10" 15.87" 17.17
F’fﬁeraga hourly wage, job tenure five years or 17.36 14.59° 1393 15,25’ 15.04"
less®(Cans)
Wage distribution, percentage earning
less than Can$10 per hour 4.4 137 20.0° }1.01 11.7"
Can$10 to Can$19.99 per hour? 9.7 62.0° 67.0" 67.5" T
Tan$20 to Can$24.99 per hour” 203 158" B iahpt: 16.1°
Can$25 to Can$34.99 per hour® 1.7 9.3 4,25 29~ 11.1°
Cans$35 or more per hour’ 4.5 e F F i35t
Employer-sponsared [per cent)
Pension plan™! 36.1 21.24 16.3"! n.a 22.8'
Life insurance™" 70.0 63.3 53.0 n.a. GhL G
Supplemental medical™** 62.0 5.6 63.0 n.a. 51.8
Dental coverage™* 65.7 60.8 56.5 n.a 62.0
Wacation leave entitlement per year,”*" days 16.1 14.4 16.0° m.a. 139
Working hours and work-life balance
dverage usuial hours per week, main job 39.9 397" 292! 395 399
Average usual hours per week, multiple job- 53.7 57.9° 53.6 569 59,3’
holders only
Multiple-job halder (per cent) 2.8 16 F P 3g'
Waorked any unpaid cvertime (per cent) 3.5 2.5 F F 2.6~
Waorked 50 hour or more workweek (per cent) 4.0 2.9 P F 295!
Part-time position {per cent) 3.6 bl i F F 1.9%
Why part time? (per cent)
Childcare F E F : r
Going to school F F F E F
Parsonal preference 1.3 F F F F
Involuntary 48.1 395" F F F
Percentape allowed to work reduced 23t a8 F n.a. F
workweek™
Percentage allowed towork compressed 139 a8t F n.a. E
workweek™
Pereentage allowed to work flexible hours™! 210 1445 F n.a 16.3°
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| Table | continues

Temporary job’

Current job tenure (per cent)

1to 12 maonths

13 to 60 months

61 to 120 months

121 to 240 manths

241 or more menths

Union coverage”

skills development and training (per cent)

Received on-the-job training in past 12
maonths™™*

l Received classroom training in past 12 months >

l Ovargualified university-educated warkers

&0

54

12.9
24,1
21.4
M

17.6
43.3

28.0

35.8

Source: Statistics Conada, Labouwr Force Survey.

! significartly different from the respective Canadian-born volue (pe0. 05).

¢ Emplovees ooly (Le., self-employed excluded),
. Waorkploce and Emplovee Survey, 2005,

100.0

18.2
353
19.8
152

7.4
258!

253"

ED_SE.I

100.0

1365

s
= Rbk
w

. AR

215

31.9°

10,0

RR

18.7
501
24.2
5.5

229

100.0

4.5

10.5
4.9
243
289

11.4
281’

285"

Too0t

100.0

4 Data for “imrmigrants, fanded within previous five yeors" and "lmamigronts, londed more than five to ten yeors earlier” have been

grouped under the former categary.

Table K. People reporting work injury, by immigrant status, persons aged 25- 54 who worked in past

year, Canada, 2003

Occupational classification [per cent)

Total
Management occupations

Business, finance, administration

Health Gocupations

Deccupations in¥rt, Culture, Re_l;reatil:ln & sport
Sales & Service Occupations

Occupations unique to Primary Industry

Matural & Applied Sciences and Related Occupations

Trades, Transport & Equipment Operators & Related Qcoupations

Occupations unigue Lo Processing, Manufacturing & Utilities

Decupations in Social Science, Education, Government Service & Religion

Mon-immigrants

4.2
25
19
3.4
3.2
1.6
F

3.7
9.7
7.4
8.0

Immigrants

I
27"

7.5°

5.8

Source: Canadian Community Health Survey, Oeole 2.1, 2003
: Sugnificontly different from estimate for Non-immigrants [p<0.05; bootstropped)
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ANNEX IV — Employment quality indicators, employed population aged 55 and

over, 2008

Table A. Employment quality indicators, Canadian-born and immigrants by period of landing,

employed population aged 55 and over, 2008

Income and benefits from employment

verage hourly wage” (Candg)

Average hourly wage, job tenure five years or less”
[Can3)

Wage distribution, percentage earning

Less than 10 dollars per hour

1010 19.9% dollars per hour”

2010 24.9% dollars per hour”
25 10 34.99 dollars per hour’
35 dollars or more per hour

Employer-sponsored (per cent)

Pension p:nlar'f"’s'I1

o 234
Life insurance

supplemental medical***
Dental cove ragE”"1

z 2 2,24
Vacation leave entitlement peryear,”™ days

| Working hours and work-life balance

Average usual hours per wesk, main job

Average usual hours per weaek, multipls job-holders
anly

Multiple-job haolder (per cent)

Warked any unpaid overtime (per cent)
Warked 50 hour or more workweek (per cent)
Farl-time position{par cent)

Why part time? (per cent)

Personal preference
Involuntary
Other

Percentage allowed to work reduced workweek™™

Canadian-
born

23.26
19.54

7.8
40.4
16.1
19.6

16.2

35.2
59.8
a49.2
499
169

Sh

46.3

a4.4
13.2
116
237

747
14.6
10,7

3.0

Total landed
immigrants

7253

1917

436
143"
17.6"

16.0

38.8
a7

Loyr

17.9

36.8

485"

4.1
11.3"
151 k5 §
19.2*

66.8"
18.3

149

Immigrants,
landad within
previous five
YERTS

13.98

13.29!

32.8'
531
5_9L:'!
F
F

12.4

37.4'

470

P

Immigrants,
landed more
than five to
ten years
earlier

1828

16.35°

15.4"

58.4"

F
5,251

=

n.a.
n.a.

n.a.

36.3
49,0

2.3E'1

11.8"
E.d

16,27
a6.2'
328
2100

n.d.

Irmmigrants,
landed more
than ten

vears earlier

2314
20.03"

7.4
42.5'
14.8'
18.7'
16.6

388
B7.6
588
617

181

36.8"

48.7"

4.1
118
11.1
19.2

57.5
i

14.7'




Measuring Quality of Employment
Country Pilat Reports

£2

Table A continues

Percentage allowed to work compressed 35
workweek™ ™
Percentage allowed to work flexible hours™™? 35"

lob stability and security (per cent)
Temparary job’ 11.4

Current job tenure (per cent)

1 to 12 months 9.0
13 to 60 months 17.41
61 to 120 months 16.0
121 to 240 months 220
241 months or more LN

Social dialogue (per cent)

Lnion :mrerage? )

Skills development and training

Received on-the-job training In past 12 months™ 24.6
Received classroom training in past 12 months™ 311
Owergqualified university-educated workers 3E5

521

&7

&7

159.2
18.0

25.5
8.6

3za’

26.8
333

ag.6'

175

32.4

472
10.4°

6.4

151

837

n.d.

Fi.d.
17.6%1

15.4"

38.0
34.5

g4t

I

19.3%1

614

g0

7

L5
174

27.0
30.4

a4 .4t

262
34.7

46.5

Sources: Statistics Conodo, Lobour Force Survey (unfess othenaise r:ofea‘}.
* Sianificontly different fram the respective Canadion-born volue [p<il05).

? tenplovess only ji e, self-employed excluded),
! Warkploce oad Employee Survey, 2005,

? Dota for “immigrants, fanded waithin previous five vears" and "lemmigronts, lended more thon five to ten years earlier” have heen

grouped under the former category.
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CHAPTER IV. Finland Pilot Report

Finland can be described as & Mordic welfare state
with a large public sector and a high employment rate
of women [69 per cent vs. 59.1 per cent in EU27), and
a relatively high employment rate of men [73.1 per
cent]. The latest figures of the LFS show that the
gender employment gap — already the narrowest
among EUZT countries — has further narrowed due to
the economic crisis  especially  affecting  male-
dominated industries, However, the total fertility rate
is relatively high and stable {1.85% in 2008), thanks to
the well-established family palicy schemes providing
means far the recanciliation of work and family.

Part-time wark is nat very cammaon in Finland {13.3
per cent af all the employed in 2008 vs, 18.2 per cent
in EU27), not even ameong wamen (15,2 per cent vs,
31.1 per cent in EU27). Cn the other hand, temporary
employment is abowe the EUZY average among
women, while the opposite is true as regards men.
This results in one the widest gender gaps in
temporary employment in the EL.

Among the employed population, 5 per cent work in
agriculture, 28 per cent in industry and a relatively
large share, 69 per cent, in services. The educational
standard of Finnish employees is considerably high.
The share of the population with an immigrant
background has traditionally been very low, while it is
increasing. In August 2009, 3.4 per cent of the
population aged 15 to 64 years had other than the
Finnish nationality.

In the last ten or fifteen years, Finland has undergone
drastic economical changes, In the sarly 19905, the
country was gripped by a deep economic recession,
followed by an unequalled boom at the end of the
19905, Since then, except far another ‘mini-recession’
in the early 2000s, employment has continued to grow
and unemployment Lo decrease until the end of 20028
(See Annex, Fipure A1), Howsawver, this strang economic
growth has been accompanied with a clearly negative
influence an the employees' working conditions in
terms of growing time pressures, mental burdening,
tougher competition and increasing uncertainties. On
the other hand, multiple development programmes
have been in progress in the Finnish wark life since the
late 19905, aiming at improving the quality of work life
and helping wage and salary earners to cope at work,
with the underlying target of prolonging working
Careers.

G3

This report aims at  describing  the  guality  of
employment in Finland wsing indicators agreed by the
Task Force on the Quality of Employment.® The main
data sources wsed for this purpose are the Labour
Force Survey [LFS), complemented by the Finnish
Caality of Work Life Surveys [FOWLS) periodically
conductad by Statistics Finland since 1977, In addition,
such as the European Working Condition  Survey
{EWCS) is referred to, as well as e.g. Structure of
Earnings Survey (SE%), Employment Statistics, Adult
Fducation Survey (AES)” and  Statistics  Finland's
Statistics on Occupational Accidents and Labour
isputes.

A. Safety and ethics of
employment

1. Safety at work

Reducing the number of occupational accidents has
been high an the political agenda in Finland for quite
same time, Indeed, the fatal occupational injury rate
has decreased since the early 19905 from over 4 fatzl
injuries per 100,000 employees to less than 2 (Figure
1). [In the Annex, Table AL, the rate is also caloulated
as the awverage for a six-year-period, since the
numhbers of fatal injurics per year are small and thus
especially subjected to random variation).

The employees’ accupational insurance coverage is
100 per cent, and statistics on accidents at work (for
which insurance companies pay compensation) are
comprehensive,  contrary to many  other  EU
countries.”™

¥ tee UMECE Task Force on the Measurement of Cluality of
Ermployment.  Introduction of the Conceptual Fremewark for
Measuring the Duality of Erployment, Statistical Measurement of
Duality of Employment: Conceptual framework and indicators. Note
by the Task Farce an the Measurement of Quality af Employment,
ECE/CES/GE.12/2002/1, i Septemhar 2009,
httpef A unece orpfstats/documentsfoco/cosdpe, 13 2009 D 4.

e.pdf

Fae ils final wersion, see Chapter |oof this publication. Note that
some  dimensions  were  rearranged  andfor renamed  in the
framewaork.

* The data coverage for emplovess is excoeptianally gaod, since all
the employees are insured, the emplover gains a financial benefit
from reporting accupational inguries, and all of these repoerted
acoidents resulting in a8t lesst 4 days’ absence from wark are
registered. As regards the self-employed  [excl, Farmers), the
insurance iz voluntary. Since all self-employed warkers da not insure
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Figure 1. Fatal occupational injury rate {per 100,000
employees), 1991-2007

== atal injury rate
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Source: Oecupationa! Accident Stotistic, Statistics Finland.

Figure 2. Non-fatal accupational injury rate
(waorkplace accidents per 100,000 employees), 1996-
2007
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Searee: Gccumh’unm’ﬂcc:l:l'r:ﬁrsraﬁs't-’(:s, Statistics Fintand,

However, a reform of full cost responsibility resulted
in more accidents being reported in 2005 than in
2004, Indeed, statistics from before 2005 are not
completely comparable with statistics from 2005 on
(Figure 2. Mevertheless, it is evident that the nan-
fatal occupational injury rate has also clearly gone
down in the past ten years or so. For the latest
accident  ingidence  rates (2,530 per 100,000

themselves and only insured accidents are registered, the data cn
the accupational injurics  among  the self-employed are not
comprahensive

64

employess in 2007) as well as accident frequencies
[See Annox, Tahle AZ),

Information  for the indicator on the share of
employees working in ‘hazardous' conditions s
available from LFS ad hoc 2007. The tendency to
report health problems seems to be high in Finland:
the share of Finnish female workers experiencing one
or mare work-related health problems {24.5 per cent)
is well above the EU2ZY average (2.6 per cent).
Howewer, amang the Finnish workers with health
problems, the share of those experiencing limitations
in their normal daily activities is approximately at the,

EU27 level (to some extent 51 per cent and
considerably 26 per cent vs. 50.1 per cent and 22.3 per
cent in EU27), and the share of those whose praoblem
results in taking sick leave (43 per cent] is clearly
below the EUZT average |62 per cent), The guestion of
whether Finnish waorkers have 2 tendency to report
smaller prablems than many others arises here, again,
with its implications for comparability.

According to the LFS ad hoc 2007, considerably high
percentages of Finnish employees also report being
pxposed 1o factors affecting mental  well-being;
notably, while there is very little difference by gender
at the EU level, in Finland waomen much more
commaonly than men repart problems of this type,

The FOWLS also includes guestions about threats and
dangers wage and salary earners cxperience in their
work enyiranment. The results at first show a clear
increase between 1984 and 1990 for all the hazards
listed, after which the rates for many of the hazards
seamed 1o decrease and stabilize. However, the fears
of contracting diseases and being subjected to
vialence have continued to increase throughout the
1990: and heyond, While 11 per cent of the
employers in 1984 expericnced expasure to physical
violence as a hazard in their work, this proportion in
2008 was 29 per cent. The fear or experiences of
physical vielence have become extremely common in
the health care sector. A consequence of various risk
factors being concentrated in certain occupations is
that women and men are typically exposed to guite
different types of risks in their work.

Another increasing hazard at work, according ta
FOWLS, is connecied to time pressure. The increase in
the goverse effects due to time pressure actually is ane
of the clear changes in the Finnish working conditions
over the past few decades (Figure 2). It has become a
problem affecting more female than male employees
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Table 1. Work related health problems and hazardous exposure in the workplace, Percentage of workers

Experiencing at least one work-related health problem
Exposed to factors affecting mental well-being

Exposed to factors alfecting physical health

Total
245
40,3

5008

Finland EUZ7
Women  Men Total Women Men
284 20.6 26 285 5.6
46,8 34,1 2749 216 281
AR 54.6 AT 324 475

Spurce: LFS od-hor modle, 2007,

Figure 3. Adverse effects of time pressure at work by
gender “Very much” or “quite a lot” adverse effects,
employees

1i

Parcentage suffering from time pressure

LA T —
1977 19dd4 19490

=3 1

Uy 003 2008

Source! FOWLES 1977 — 2008,

2. Child labour and forced labour

The sub-dimension of child labour and forced labour is
not relevant in the Finnish context. It might be
assurned that complianoce with the Act on Young
Employess regulating the employment of children
aged less than 18 is quite high in Finland.”

" ccording to the Act on Young Employees, from the year the child
turns 14, shefhe can enpage in some light wark for 2 maximum of 2
haours per schoul dey or 7 hours on days off, na more than 12 hours
par week, During the schaal holidays, shefhe can work at the most
for one halt of the haliday pericd. The work should be something
light which does nat put the child’s health or development az nisk o«
disrupt hisf/her school attendance. There are limitations to work in
the evenings; working at night i profubited. & child of this age
cannat agres o a wark contract indepandently, and it is his/her
puarcian wha daes it on behall of the cold, Young peeple sged 15
to 17 are allowed o independently agree ta a waork contract. They
can be emploved ina permanent employment relationshep undes
condition thar they have completed the basic education syllabus.
The daily working hours for young people sged 15 w0 17 may nol

However, it would ke possible to provide some data
on ‘the other possible indicators’ for young peaple
aged 15 to 17 on the basis of register-hased
Employment Statistics, which include information on
taxation, as well as on the basis of the LF5. For
instance, according to the Employment Statistics, 29
per cent of young peaple aged 15 had an carned
income in 2004, while the corresponding proportion
for those aged 16 was 54 per cent, and 62 per cent for
those aged 17, Of yvoung people aged 15 1o 17 with
earned income in 2004, almost one half (46 per cent)
had been working during one calendar manth at the
mast, and only 5 per cent over the full 12 months,™

3. Fair treatment in employment

Statistics Finland provides statistics apgregated by
gender. This logic is alsa applied in this report,

As regards nan-native population, their proportion
remains so small that it is almost impossible to provide
infarmation on the basis of the Labour Force Survey
agpregated by nationals/non-nationals.  However,
same information on the employment status of non-
naticnals  is  available  fram  the register-hased
Emplayment Statistics. According ta these statistics,
the employment rate of non-nationals is considerably
lower and their unemployment rate considerable
higher than that of Finnish nationals. Mevertheless,
the employment rate of non-national residents in
Finland has gone up from 42.3 per cent to 48.9 per
cent, or by 6.6 percentage points from 2000 to 2006.
During this period, the employment rate of Finnish
naticnals grew by 2.5 percentage points.

It is evident that occupational segregation by
nationality exists. The maost common  professions
among workers with immigrant background [defined

execod 9 hours including overbime and they are not allowed to work
after 10 p.m

* See Laure Hulkko and Leena Kartowaara, “Lasten tyBssikiynti
[Children at wark)" Soacaioinegn lapst (Finnish Child), Popwlation
2007 Statistics Finland, Helsinki, 2007.
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as persons with some ather mother tongue than the
national languages Finnish, Swedish or Sami} were
cleaners, sales assistants, motor wehicle  drivers,
waiters and construction workers in 2006 [See Annex
Tables A3 and A4).%

B. Income and benefits from
employment

1. Income from employment

Table 2 displays the development of the average
weekly earnings of full-time employees in Euros for
1995-2007. The pgender pay gap has persistently
remained at about 80 per cent in Finland since the
mid-1290s, although a lot of work has been done to
eradicate gender pay differentials.

Tahle 2. Average weekly carnings of full-time
Employees by gender (EUR), 1995 — 2007

19395 1998 2001 2004 2007

All 414 452 508 566 B25

I Men 464 a3 562 623 £03
Wormen 364 198 450 504 560

1 s ]
Sowurce: Structure of Earnings. Colcwloted by Antti Katainen,

Sratistics Finland,

Table 3 displays the share of wage and salary earners
with below 2/3 of the median hourly earnings in
1985-2007. Unlike in seme other countries, the
national figures include alse public sectar even befare
2006. The proportion of low paid employees seems to
have increased — especially among men — since 1995,
which reflects the growing income disparities in
Finland in the past 10-15 years.

“»
Table 3. Share of employees by gender with below
2/3 of median hourly earnings, 1995-2007 {per cent)

‘ 1595 1998 2001 2004 2007 ',
All 5.07 d.950 | By FepE 593
Men 5.0 593 679 695 795
Ummen 4.03 400 393 382 410 ‘

Source: SE5. Calculated by Antti Katainen. Stabtistics Finland

The indicator an the share of employees paid at
below minimum wage is not relevant in Finland,

" gpp Sratistics Finland website at www stat.fi

B

where sector-specific collective agreemaents detarmine
the pay for nearly 90 per cent of wage esarners. This
system has the essential effect of a genuine minimum
wage system, although there is no Minimum Wage
Act.

The distribution of wages by quintile displayed in
lable 4 shows that the pay differentials between the
highest and lowest paid guintile have notably
increased since the mid-1990s. While the average pay
of the highest paid quintile has increased by almost 60
per cent from 1295 ta 2007, the carrespanding growth
has besn less than 50 per cent in the lowest paid
guintile, The hourly earnings include bath full-time
and part-time employees.

Table 4. Average hourly earnings of employees by
quintiles, 1995-2007 (£/hour)

des20  desd0 des50 dess0  desBO

2007 113z 1317 1420 1546 1954

2008 1027 1184 1270 1375 1735

2000 | 930 1069 1148 1242 1553

1998 2.34 955 1020 1088 1358

| 1995 7.67 877 | 936 1006 (1234
g

 Source: SES. Calculmted by Antti Kotainen, Stotistics Finland,

2. Non-wage pecuniary benefits

The indicator an the share of employees using paid
annual leave in the previous year is not very relevant
in the Finnish context, since all the employees working
at least 35 hours per manth or at least 14 days per
rmanth are entitled to paid annual leave, The emplayer
must keep annual haliday records of the employes’s
anhual holidays and saved leave, and she/he is obliged
under penalty of fine to see that the employee takes
his/her holidays.

In case the working hours or days amount 1o less than
35 hours ar 14 days per month, holiday compensation
must be paid. Otherwise earned holiday leave can be
replaced with compensation pay only in case the
holiday cannot be given due to the ending of the
employment. The problem of ‘unused’ annual leave
may become relevant in case of temporary employeas
with  short  contracts, who  are  paid  holiday
compensation,

Thare is no reliable information on the proposed
indicator of average number of days paid annual
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leave used in the previous year. Some information is
available on the number of davs of arnual holidoys a
persan has a right fo, using the SES or Time Use
Survey, Since this number basically depends on the
length of the employment relationship (less or more
than one year] and of the number of months worked
during the previous year, it is guestionable whether
this information really is relevant in this context.™

According to the Time Use Survey 2000, the Finnish
employees have a right to 306 weekdays of annual
holiday a year, on the average, the median is 30
days.” Information on the calculated number of days
of annual leave to which employees have a right is
also available from the SES.  The data cover only
persons in employment in the last quarter of the year,
in work arganisations with a staff of at least 5 people.
All of these have not been employed during the whole
year, with implications for the accumulation of their
annual leave. Furthermore, the data are missing for
some af the employees {16 per cent). Inclusion of the
missing values in the calculation would provide a
notably low number of days. Excluding the missing
values, the average number of paid annual leave days
ta which an employes has a right was 26 days in 2007
127 days for women, 25 for men).

Ancther indicator proposed under this sub-dimension
is the share of employees using sick leave. |n Finland,
after working for the same employer for at least a
month, employess have the right to receive sick-leave
pay while an sick leave due to an illness or injury. In
case the employment has lasted less than & month,
sick leave will be compensated with 50 per cent of the
narmal wages.

According to the LFS 2008, 5.0 per cent of female
amployees and 4.1 per cent of male employees (total
4.6 per cent) had been on sick leave in the reference
waek, Calculated on the basis of the information on
the reference week, the vearly averages of sick days
were 11.2 days for women and 9.3 days for men, or a
total of 10.2 in 2008. In the FOWLS, the reference
period is ane year. According to data from 2008, 67

B According ta the Bnnwal Halidays act, & days {when employment
has lasted for less than 1 year} or 2% days of holiday leave is
accumulated for cach holiday credit month {egualling 20 days of
holiday per wear).  OQutside the Acr on Annwal Holidays, some
colloctive agreements may provide emplovees with longer annual
helidays than othensise stipulated by the Act, Many colleclive
agregments also provide tor the payment ot a haliday bonws which
usually amounts ta 50 per cent of the holiday pay, In o many
workplaces, this holiday bonus can also be taken as time off, if the
erployee soodesives, In practice, for those with 30 days of anmeal
haliday, this means up to 15 more days otf.

&7

per cent of female employess and 62 per cent of male
employess had been absent from work due to an
illness at least once in the past 12 maonths.

C. Working hours and balancing
work and non-working life

1. Working hours

lhe average annual {actual) working hours worked
per person are relatively low in Finland by Eurcpean
comparisaon. The overall trend in the past 20 years has
shown a decrease from about 1,800 hours per those
emploved in 1989 to 1,664 hours per employed
person in 2008 (Figure 4), This applies Lo practically all
the industries, although the actual wosking hours in
agriculture and forestry remain notably high, over
2,100 hours per employed person and 1,900 hours per
emplovee in 2008, The shortest annual hours are to
be found in the public and other services with slightly
over 1,500 hours per year per person, 1t should be
emphasised that there is 2 notable difference between
employees only on the one hand, ar the whole
employed population on the other,

Waomen work fewer hours than men, as shown in
Figure 5. The gender gap is more than 200 hours per
year per person, mainly due to the larger share of
part-time warkers amang women {18.2 per cent of all
the employed) than men {8.2 per cent}.

Figure 4. Annual hours actually worked per
employed/employes, 1989-2008
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Figure 5. Annual hours actually worked per
employee by gender, 1989-2008
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Although the annual working hours have decreased
since the mid-1990s, a clear polarisation has taken
place as regards the length of normal warking hours.
This is alsa true as regards gender, since there has
been an increase especially in the share of men
working long hours on the one hand, and in the share
of wormnen working short hours on the other.

The share of persons working 50 hours’" or more per
week clearly increased during the 1590s, although this
share started to decrease again after the turn of the
millennium  (Figure &), At the same time, the
proportion of employees [ employed persons working
less than 30 hours increased in the 1990s from & per
cent of emplayees {women 3 per cent, men 3 per
cent) and from 7 per cent ameng all employed persans
fwomen 10 per cent, men 4 per cent) in 1990 1o 10
per cent of employees {women 13 per cent, men & per
cent] and 10, per cent of the employed {(women 14 per
cent, men 7 per cent) in 2000, In 2008, these figures
remained mare ar less at the same level as in 2000,

The LFS provides infarmation on the ‘other proposed
indicator’ regarding employees having done paid or
unpaid  overtime wark in the reference  week.
Considering the long time series, it is obvious that the
share of emplayees working owertime is high in
prapartion to the ecencmic fluctuations (Figure ¢).
The year 2008 is not included in Figure 7 due to

* The praposcd indicator is about 4% hours and mare, In the
Finrisk LES, the breakdown point in the classification of
normal hours used is 50 houss, not 35 houwrs.
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methodological changes in the LFS questionnaire in
2008 resulting in a break in the time series.

Figure 6. Share of employed and employees working
50 hours and mare per week by sex
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Figure 7. Share of employees who worked paid
overtime in the reference week by sex, 1989-2007
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The FOWLS also provides information on warking
overtime since 1984, There is no specific reference
time, hut the respandents are asked whether they do
paid or unpaid overtime, and if s0, haw often, When
the inguiry is put in this way, the share of people
working owvertime s well above the LFS figures,
Owertimme {at least occasianal] that is compensated in
maney or time off has been getting more common (62
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per cent in 1984 ys. 71 par cent in 2008). Men do
compensated  avertime  slightly  mare often than
wormnen, but the differences between the genders
have clearly reduced a little over twenty years (Annex
Figure AZ). It is typical for men's overtime to be
compensated {when it is compensated)] in money,
while wormen’s avertime is compensated as time off.
Waorking overtime without compensation increased in
the 1980s and 19905, but it has been getting less
common in the 2000s (Figure 2) — however, to be
specific, this sort of work should not be referred to as
"overtime work™,

Fipure 8. Share of employees reporting unpaid
overtime by sex
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The type of overtime is strongly connected to sacio-
aconomic status, Blue-callar workers are compensated
for overtime work mare often (78 per cent) than
athers, and they are usually compensated in money.
Upper white-collar workers do less [B1 per cent)
compensated overtime than others, and they usually
get compensation in the form of time off. On the
other hand, working overtime without compensation
is most commaon for upper white-collar waorkers {50
per cent).

It may be argued that the guestion of whether
working overtime is a positive or a negative issue for
the employee is not straightforeard. Inoa certain
context, it can surely be regarded as positive with
implications for a higher income. In this respect, it
makes a difference whether overtime s compensated
for or not. According to the FOQWLS 2008, a total of 15
per cent of wage and salary earners —wamen (17 per
cent) more often than men (14 per cent) — state that

64

they do mare overtime than they would like to.
Overtime wark seems excessive espacially when there
is ho compensation for warking outside the narmal
working hours,™

According to the Labour Force Survey, the share of the
employed working more than one job  clearly
decreased at the beginning of the 19905, and has
remained at about 2 per cent since then [Figure 3},
There is practically no gender gap in this respect.
Secondary jobs are most typical for professionals, for
whom these side jobs probably are nat a financial
necessity.

Figure 9. Proportion of employees with secondary
jobs by sex, 1989-2008
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Another proposed indicatar in this dimension is the
share of employed persons working less than 30
hours per week involuntarily. However, the definition
af part-time work used in the LFS is not the time limit
of 20 hours but the respondents’ own perceptions
about whether they work part-time or not. The
number of people who, by their own admission, work
part-time is slightly larger than the number of people
who work less than 30 hours per weelk,

Fart-time work is most common amaong students and
aged employees on part-time pensions. This is also
reflected in the reasons for part-time work: studies
are the most common reasan — and increasingly so.
Only one woman in ten working part-time indicates
caring far children or relatives as the reason for part-
time waork. This share has barely changed in the past

' Out of thase whe do cvertime wark without compensation each

work, 4 por cent feel that they are deing mare overtime than they
would like to, while 38 per cent of those who are compensated for
thiels wockly avertirme feel this way (FOWLS 2008).
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ten years or so. The share of those warking part-time
due to a lack of full-time work among all part-time
workers has significantly decreased in the past ten
years of 5o, from about 40 per cent in 1997 to 25 per
cent (women 27 per cent, men 22 per cent) in 2007,
iFigure 10.}

Figure 10. Share of part-time waorkers by reason,
1997 - 2007
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2. Working time arrangements

Informatian on atypical hours can be extricated fram
the LFS. Figures 11, 12 and 13 display the shares of
employees having worked ‘wsually’ in the evening or
at night during the last 4 weeks, They also include the
share of employees having worked on Saturday or
Sunday at lgast twice in the past four weeks.

In the pericd from 1997 to 2007, working hours have
become slightly more diversified in Finland, especially
as regards women. The underlying reasons  for
changes in working hours are partly to be found in
legislative changes concerning aloohol sales licences
and opening hours of restaurants and shops around
the turn of the millennivum, which particularly affect
female employment. As regards men, the share of
thoze working atypical hours has rather decreased.
However, the very latest figures for 2008 would show
a decrease in every type of atypical hours,

The sub-dimension on working time arrangements
also includes an indicator an the share of employees

70

with flexible work schedules. Compared with the rest
of Eurape, Finnish working times are wvery flexible,
Accarding to the LFS Ad hoc module on work
organisation and working time arrangements in 2004,
only 46 per cent of Finnish males and 52 per cent of
females, as against 67 per cent of males and 71 per
cent of fernales in the EU27, had fixed working
schedules. The EWCS 2005 provides similar figures:
fixed working hours were the most uncommaon among
Finnish wage and salary earners (51 per cent) (67 per
cent in the EUZT),

Figure 11. Share of employees with atypical warking
hours 1997, 2002, 2007
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Figure 12. Share of female employees with atypical
working hours 1997, 2002, 2007
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However, when discussing flexihility of working hours,
it is important 1o cansider whether the flexibility is
lonly} employer-led or {also) employes-led flexibility,
If flexibility mainly means a need to be flexihle
because of ane's superior ar tasks, fixed warking hours
may be seen as a more positive alternative as regards
work-life balance.”

Figure 13. Share of male employees with atypical
working hours 1997, 2002, 2007

Evening or night ‘usually’; Saturday or Sunday at least
twice in the past 4 weeks
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Figure 14. Can influence starting and finishing times
of own work by gender
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" fan Anna Farndnen, Hanna Sutela and Susan Mahler. Comiiaing
fomily  ord  fol-time  work, European  Foundation  tor  the
Improserment of Living and Werkiog Conditians, 2005,

il

This duality of flexibility is taken inte account in the
FOWLS, The employees’ passibilities of influencing
starting anddor finishing times of work by of least 30
minutes are shown in Figure 14, Men have had better
apportunities in this respect than women thraughout
the whole survey periad of the FOWLS. Similarly, men
more often than women report that they are able to
influence their warking hours a lot ar g quite a lot and
to wse flexible warking hours sufficiently for their own
needs. However, there is no gender gap as regards the
need to be flexible in working hours because of one's
superior or tasks. (Annex Figure A3). The pgreater
“employves-led”  flexibility in male working  hours
compared with women's working hours also is a well-
known phenomenon elsewhere in the EU."

3. Balancing work and non-working life

The sub-dimension on Balancing work and non-
working life includes a proposed indicatar an the ratio
of employment rate for women with children under
compulsory school age to the employment rate of all
women aged 20 to 49, The compulsory school age
waries by country, being 7 years in Finland. The length
of maternity plus parental leaves totals abouot 10
manths, but very few maothers return to work before
the child is 12 months old. The right to public day care
seryices has been universal since the 1990s, but
parents with children aged less than three years may
also use home care allowance as an alternative ta
public day care and take care of their children at home
with full job security. Wamen on maternity and
parental leave with an employment relationship are
defined as employed, but parents an home care leave
are regarded as heing outside labour farce, although
they would have a job to return to,™

It is notewarthy that the emplovment situation of
single mathers deteriorated compared to mothers
with partners after the econocmic recession in the
19805, In 1990, the employment rate of single
mothers was 87 per cent compared to 83 per cent of
mothers with partners — thus, the ratio was 1.05), In
2000, the respective ratio had decreased to 0.87.7

See Omar  Hardarson, "The  flexibility of  working  time
arranpernents for wormen and men”. Stotistics in Focus, Population
and secial canditions S8/ 2007, Eurostat, 2007,

“ The practices of classifying wormen on Tamily leave as in
employment or autside labour force has varied across countries,
which has made cross-country comparisens difficult, From 2008 on,
the LFS should provide more comparahle figures in this respect.

* See Hakovirta, 2007,
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With the improved overall labour market situation,
the ratio had increased to 0.95 by 2005."

Table 5. Ratio of empleyment rate for women with
children aged 0- 6 to the employment rate of all
women aged 20- 49, 2003-2007

2003 2004 2005 2006 inﬁl

| women with 656 | 626 623 635 640
childran (per cent)

All women aged 20- 750 739 733 V5B 768
49 {per cent]

Ratio 087 '0:85 D85 0.B4 | 0B3

Source: LFS, Statistics Finland,

In addition to the fact that most wage and salary
garncrs have families, very many also hove core
responsibilities outside the household, According to
the LFS Ad hoc 2005, 427 per cent of employed
women and 30 per cent of employed men had such
responsibilities, The EWCS 2005 also provides similar
infarmation on the subject: in Finland, 13 per cent of
employess were caring for elderly or disabled relatives
on @ weskly basis, which corresponds with the EU27
average, On the other hand, 35 per cent of employess
had such responsibilities, if not weekly, at least to
some extent, as against the EUZY average of 20 per
cent,

In the FOWLS 2008, the respondents were also asked
about their care responsibilities for adults ar children
outside their household. Slightly over one third (35 per
cent) of the respondents had these respoensibilities for
adults, and 15 per cent had care responsibilities for
children outside their househald. Care responsibilities
overlap somewhat: one in ten wage and salary earners
have care regponsibilities regarding both children and
adults outside their househald, Looking at the age
distribution in Annex Figure A4, it becomes evident
that caring for adults is mainly about middle-aged
employees caring for their elderly parents or in-laws,
while caring for children outside ane’s own househald
applias especially to working grandparents. (Annex
Figure Ad).

According to the FOWLS, about one in four employees
feel that they neglect their home matters because of

™ See Laura Hulkko. “Lasten vanhemmat ja tyd (Parents and work)”,
Suomalainen topsi (Fienssh Child), Papufation 2007, SLatistics
Finland, Helsink, F07.
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their job. This proportion has remained surprisingly
constant since 1990, with a small temparary incroase
in 1997, alang with the economic upturn in the late
1990's, Upper white-collar workers most aften (29 per
cent) feel that they neglect their home matters, and
for parents of families with children, the proportion is
clearly larger (32 per cent) than for those who do not
have children at home {18 per cent).

The sub-dimension also entails an indicator on the
share of peaple receiving maternity/paternity/ family
leave benefits. In Finland, all employees are entitled
ta paid maternity or paternity leave, as well as to paid
parental leave. The maternity allowance is paid for
105 working days {approximately 17-18 weeks) for a
mather, and the parental allowance immediately after
this either to the mather or the father for 158 days
[approximately 26 weeks or around & months), The
paternity allowance is paid for up to 18 weeskdays, but
it might be extended by a bonus of up to 12 days in
case the father takes the last two weeks of parental
leave. The paternity allowance period  will be
prolonged by two weeks in 2010,

Maternity, paternity and parental allowances are
calculated on the basis of the parents’ gross income.
The maternity allowance for the 56 first days can be a
rmaximum of 90 per cent of the salary. [In practice, in
same collective agreements it is agrecd that the
employee is paid a full monthly salary for a certain
part of the maternity leave.) The paternity allowance
maximurm is 70 per cent of the income. The parental
allowance is a maximum of 75 per cent of the income
for the first 30 days taken by the mother, as well as for
the 30 first days taken by the father, after which it is at
most #0 per cent of the salary. The minimum daily
allowance for those with no'or very low income s EUR
22.04 1n 2009,

All mothers entitled to it take their maternity leave,
and practically all also take parental leave, In 2007,
about 20 per cent of fathers used their right to
paternity leave, but only about one in ten stayed on
narental leave as well, at least for a while. (Annex
Figure A5.) Thus, in Finland the problem is not that the
farmily leave system would nat be ample, but rather
the fact that men's take-up rates of family leaves are
low (also when compared to other Mardic countries).
Ir the 20005, encouraging fathers to make a better use
of their rights has been high an the political agenda.
Sharing family leaves between the parents more
egually would benefit the women’s labour market
position, but alse promote fathers' parenthood and
their equal position in the family.
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D. Security of employment and
social protection

1. Security of employment

The percentage of employees 25 years of age and
alder with temporary jobs increazed from the 1980'
and reached its peak in 1997, aiter the deep econamic
recession. Since then, this rate has gone down
gradually, especially as regards men [Figure 15), (The
statistics of the LFS are fully comparable only from
1997 on, but the FOWLS provides longer time series,
see Annex Figure AG), The share of temporary workers
is well above the EUZY average among wamen in
Finland, while it is well below the average among men.
This results in one of the largest gender gaps in fixed
term employment in the EU27, after Cyprus. As shown
in the Figures, this gender gap has been widening over
the past ten years. Although temporary employment
still is more common among young than  older
employees, the share of temporary employment has
increased notably among women aged 25-34 and 35—
44 in the past two decades, while the share among
young people aged below 25 has gone dawn to the
1990 level [Annex Figure AT).

Figure 15. Percentage of employees aged 25-54 with
temporary jobs by pender
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years [women 77 per cent, men B3 per cent) worked
in temporary contracts due to the lack of a permanent
employment relationship, and only 16 per cent
(women 15 per cent, men 17 per cent) because they
chose to do soo In 2007, the corresponding figures
were 64 per cent (women 62 per cent, men 58 per
cent] and 27 per cent {wormen 25 per cent, men 21 per
cent). Still, women work in temporary jobs against
their own wishes mare cammanly than men, The
respective shares among all employees are displayed
in Figure 16,

Figure 16, Fixed-term work and reasons for it 1997 -
2007, share of all employees aged 15-64
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Source: LFS, Stotistics Finland.

In relation to temparary work, whether or not the
employess work on o temporcry basis voluntarily or
not should be taken into account, In this respect, the
situation has amelicrated in Finland in the past ten
years with the economic recovery: in 1997 a total of
74 per cant of fiked-term employeess aged 15 to 64

source; LFS, Stotistics Finfand

The indicator list included an indicator on job tenure
of employees 25 years of age and older. Figure 17
displays the length of job tenure by the same
employer for wage and salary earners in 1984, 1997
and 2008, according to the FOWLS, actually using
information from the LFS.” It should be noted that
this is not a guestion of the length of employment
contracts but about the period worked for the same
emplover; e.g & fized-term employvee with several
consecutive short employment  relationship during
twi years is presented here as somecns with a joh
tenure of twao yvears,

Aocertain polarisation has taken place in the past 25
years or so. Although the average length of job tenure

" FOWLS is conducted in connection with the LFS, and for this
reason, it alsa includes information from the LFS interview of the
respandents,
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has increased, there are more employees with tenures
of less than one year in the 2000: than in the 19830s,
With the ageing of the labour force, the number of
very long tenures exceeding 20 years has increased,

Figure 17. Percentage of employees apged 25-64 hy
job tenure and gender
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The LFS (at least the Finnish one)] does not provide
information on the actual length of the employees'
employment contracts: in the interviews, the survey
only inguires about i} since when the respondent has
been uninterruptedly in the service of hisfher current
employer as well as i) the estimated end date of the
contract. The duration of & temporary cantract is
calculated on the basis of these twa dates, However,
as noted above, there is no information an whether
there has heen only ane or several successive
contracts Since the person started his/her (first)
temparary cantract at the warkplace, The use of
successive ftemporary contracts is wery typical in
Finland, especially in the public sector {although it is
actually not legal, there are ways to get around it). "

When using the LFS information on the duration of
temporary contracts (neglecting potentially successive

g According ta the FORVLE 20408, 81 per cent of female temporary
emplovess and 52 per cent of male ternporary employees had had
at least pwo successive emplayment relationships with their current
employer. As rmany @y 28 per cent ol fermales and 16 por cont af
males had had ar least five successive cantracts in their workplace.
Far all these employees, the tenure is calculated in the LFS 25 from
the beginoeng of thewr first emplayment relatianship by their current
employer.

74

contracts) for the respondents of the FOWLS 2008, the
share of tempaorary employees with a cantract of 12
maonths at the most is anly 55 per cent.7% This is the
same share as in the internationally comparable data
far the last quarter of 2008 in the LFS. If we use the
information given by these respondents in the FOWLS
interview when asked about the length of the current
fixed-term employment relationship, the respective
proportion is Y& per cent.

Especially ageing waomen may have been working
under successive temparary cantracts for years, {See
Annex Figure AR). Temporary employees may be
considerad a vulnerable group in the sense that they
often are afflicted by unemployment in-between their
contracts. The risk of unemployment seems to have
increased as regards female temporary employees
when comparing years 1990 and 2008, while the
ppposite is true as regards men. {(Annex Figure AS),

2. 5ocial protection

All Finnish wage and salary earners are insured by
employment insurance schemes, The system of
unemployment benefits is three-tiered. The bosic
trenefit and the earnings related benefit are payable ta
registered unemployed persons aged 17 ta 64 years,
wha are available far and actively seeking for full-time
work, and who fulfil the employment condition of
having warked for 43 weeks {min. 18 hfweek) in the
last 28 months. An additional condition for receiving
the earnings related benefit is 10 moenths of voluntany
contributions to an insurance fund. According to
FOWLS 2008, 87 per cent of employess had a
voluntary insurance of this type, for which the
payment s deductible in taxation. Lobowr Adorket
Support is aimed at first time entrants and recipients
of re-entry support to the labour market {after a 500-
day period of unemployment), The funding is obtained
fram sacial security contributions paid partly by the
employers, partly by the employees themselves {a
percentage of their gross earnings directly deducted
fram the salary).

As shown in Tahle 6, the public sacial security
expenditure as share of GDP was higher in the mid-
1980s than some years before or after. The
explanation for this was the high unemployment rate
in the early and mid-1%%90s that increased the social
SECUTItY exponses.

" FOWLS s conducted in connection with the LFS, and for this
regsan it a&lso ingludes intormation trom the LFS interview ot the
respondents,
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The list of proposed indicatars includes an indicator on
the share of economically  active population
contributing to a pension fund. This information is not
relevant for Finland, since all employees and self
employed persons are covered under  statutory
earnings-related pension insurance and are entitled Lo
a pehsion pursuant to the earnings-related pension
Acts under which they have been insured.™ Parallel to
the employment pension scheme, there is a national
pension scheme, which guarantees a  minimum
income for persans wha have never had any earnings
orwhose employment pensions are very small.

Table 6. Public sacial security expenditure as share
of GOP in 1990, 1995, 2000 and 2006 {per cent)

1550 1985 2000 2006

4.6 31.5 251 26.2

Source: Statistical yearbuok on Social Welfare and Health
Care 2008/ THIFurastot, Papulation and seciol conditions,

E. Social dialogue

This dimension entails an indicator on the share of
employees covered by collective wage bargaining. In
Finland, the collective agreements coversd 71.9 per
cent of employess in the private sector in 2004, In
addition, moest of the remaining private  sector
amployees are covered by the collective agreements
due to their general applicability. In this way, the
share of private sector employees covered by the
agreements was 87.4 per cent. Also including the
public sector, where all emplayees are cavered by
collective agreements, 91.4 per cent of the Finnish
emploﬂz.rees were covered by collective agreements in
2004,

Average number of days not worked due ta strikes
and lockouts is another proposed indicatar an the list.
The statistice on labour disputes describe labour
disputes organised in Finland by employees ar
employers. Most labour disputes are strikes arganised
by employees. The number of labour disputes varies

» Ernployvment penzians are financed by funding collected from the
employers and employees themselves. Employses aged 18 ta BR
pay earnings-related employment pension contnbutions based an
thair earnings. Employess aged below 53 years pay 4.3 per cent of
their gross wage or salary, and employees older than this pay 5.4
per cent. The employment pension contribution is deduected from
the gross income and it is not taxable. The employer’s contributian
is 16 per cent af the earnings of the employee, A self-cmployed
person has to insure his or her persocnzl pension rights under the
Self-Employed Farsan’s Pensions &1

™ fee Lasse Ahtiainen. *Tydehtosopimusten kattavuus Suomessa
wuenna 2004 [Coverage of collective agrecments in Finfand in
004", Lbour Policy Studies 325 Ministry of Labour, 2007,
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cansiderably  per  wyear; typically, disputes are
conniected  to collective  agreement  bargaining
processes. The peak in 2005 is due to a strike in the
pulp and paper industry, Befare 2005, a labour dispute
of this extent had only taken place in the 1970s (Table
7).

F. Skills development and
training

&z regards the share of employed persons in high-
skilled occupations, over 40 per cent af the employed
in Finland are working in the |SCO8E groups 1, 2 and 3.
In practice, the pender gap in the share of persons in
these three occupational groups in total is very small,
as shown in Table 8 However, men are more aften
employved in the occupational group 1 as legislators,
senior afficials and managers than wamen, while the
oppasite is true as regards group 3, Technicians and
associate professionals.

At the European level, the share of employees having
received job training within the last 12 months is
available from the EWCS as well as from the Adult
Education Survey. Finland is a country with a deep-
rocted belief in the benefits of training: accarding 1o
the EWCS 2005, Finland is in the lead in the
participation in training paid for by the employer, with
55 per cent of the employees having participated in it
in the past 12 months, against the EU2T average of 27
per cent. According to the AES (2005-2007), moare
than 40 per cent of the population aged 25 to 64
iincluding  the unemployed and  inactive]  had
participated in non-formal job-related education and
training in the previous 12 months, as against the EL
average of 25 per cent.

The FOWLS provide an oppartunily Lo observe the
increasing trend in participation in training paid for by
the employer aver the past 30 years (Figure 18}
Participation in wark training is wvery clearly tied to
pasition and previous training. While 75 per cent of
upper white-collar waorkers had participated in such
training in the 2008 Survey, the respective share of
blue-collar workers was anly 39 per cent.
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In arder to provide information on the share of Figure 18. Participation in training paid for by
employed who have more education than is normally employer by gender, last 12 months, employees

required in their occupation, the distribution of
employed persons by educational level (ISCED 1997) is
cross-tabulated  with  1SC088  Classification,  as
propased by the Task Force. According to the LFS
figures in 2007, 18 per cent of the highly educated

Al = ~—\Women Men

70 —

(SCED codes 5 + 6) employed were employed in other #
15C0 graups than the first three ones. Q :
=
The share of "over-educated” women was 21.6 per 5
cent and that of men 14.5 per cent. At the level of the £
whale employed population, this would mean 9 per E '
cent of employed women as against 4.5 per cent of =
employed men {total 7 per cent), o " NS | y A ol A

1977 1534 1990 1997 2003 2008

Source: FQWLS, 1577 — 2008.

Table 7. Labour disputes and number of days lost due to disputes, 2000- 2008

Year  Labour disputes Employees " Lost working déys Per participation ~ Per 1000 emplﬂver;
2000 a6 24 092 253 838 30 108.7

2001 24 21715 B0 652 2.8 256

2002 76 70 B67 74 985 1.1 316

2003 112 91 866 66136 0.7 30.0

2004 a4 25711 47 385 17 17.9

2005 365 106 796 672 904 6.3 780.3 '
2006 a7 48376 85075 1.8 34.8

2007 a1 89729 24 579 1.1 40.0

2008 az 15992 16353 il 1.0 7.4

Source: Lobour Dispute Statistics. Statistics Finlond

Tabkle 8. Share of employed persons in high-skilled occupations (per cent)

[ Year Legislator, Professional  Technician,  Total
seniar associate [share of
officil, 7 professianal employed)
managear

All
f 2004 10.0 151 161 44.2
2004 9.7 17.1 16.4 43.2
Women
2008 6.2 19.0 20.4 456 |
2004 57 175 20.2 43.4
Men
F008 13.6 17.2 12.2 43.0
|. 2004 13.4 16.8 12:9 431

.Sr}u.".-:E'.' LF5, 5 tEm‘.-; tics Fimlord.



Measuring Cuality of Employment
Country Pilot Reports

One of the main groups falling in this category is
secretaries, They usually have 54 level qualifications,
needed in their tasks. 5till, the occupaticnal group of
secreftaries 15 classified in the |1SC088 group 4. Another
example of “overqualificd workers” are policemen,
who are required to have 54 level gualifications, but
who are classified under the 1SC088 code 5. In these
examples, the guestion is more about the outdated
logic of ISCOSE classification than aboul employees
being overqualified. When the new wversion of
occupational  classification,  1SCO08, will be  fully
implemented, same af these prablems will be salved.
Inany case, ane should be very careful when using this
methad, especially in cross-cauntry comparisons. As
regards  the share of employed who have less
education than is normally reguired in  their
occupation, this indicator is even maore complicated
than the previous one.

The educational level of Finnish employees s
significantly high by Furapean comparison, The change
in the educational structure of wage and salary
earners has been considerable in the past three
decades, as shown in Figure 19. Table 9 displays a
mare detailed structure of education for all the
employed in the 20005, where the owverall higher
educational level of women compared to men is also
presented.

However, there are considerable differences between
nationals and non-nationals. According to the register-
based Employment Statistics 2005, 55.4 per cent of
non-nationals as against 16.4 per cent of Finnish
natichals in employment had basic level education
only. Respectively, 21.1 per cent of non-nationals as
against to 35,1 per cent of nationals had third-level
level education.

G. Workplace relationships and
work motivation

1. Workplace relationships

Despite the difficulties in agreeing on the indicators
for this dimension in the Task Force as well as in
finding comparable data for those potential indicatars,
the dimension on workplace relations and work
motivation is wvery important. At the same time, it
might be argued that the importance of this
dimension becomes the more acute and the better the
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Figure 19. Wage and salary earners by level of
education

.
o
(=]
T

Ll

ity

Share of emplovees, %
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19584
15980
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2008

2 Tertiary level
" Upper secondary level

M Basic leval

Souree: FOWILE, 1977 - 2008

Table 9. Employed persons (per cent) by level of
education {ISCED 1997) and sex, 2000, 2005, 2007

Year Isced 3 Isced 5 Isced 6 Isced 1-2 |

All

2007 45.7 35.7 11 120

2005 45.0 34.56 0.9 19.6

2000 42.3 33.0 0.8 239
Mern

2007 428 305 12 19.9

2005 47.5 20.5 1.2 21.8

2000 44.2 29.1 1.0 25.7

’ Women

2007 42.5 416 0.9 14.8

2005 42.2 40,0 0.6 17.2

2000 40,3 374 0.5 218

Sowrce: LES, Sratistics Finlond.

other, more  hasic  aspects  of the quality of
employment are realised,

Social relationships at the workplace have a significant
effect on the guality of work life. According to the
FOWLS 2008, 71 per cent of female employees say
that relationships with colleagues hawve a positive
effect on how much they enjoy their work, and 64 per
cent of men agree with this, Well-functioning social
relationships can  also have an effect on the
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productivity of work: information gets passed along,
and it is easy to ask for help from colleagues or
superiors or to offer help and support when nesded.

Accarding to the EWCS 2005, the share of Finnish
employees who feel that they can get gssistance from
their colleagues almaost always when they ask for it (B5
per cent) or from their superior almost always when
asking for it (55 per cent) are well above the
respective EU27 averages (47 per cent and 37 per
cent]. There is practically no gender difference in this
respect, b

an the other hand, the national data [FOWLS) show a
negative change in encouragement from the work
commurity in the past ten years or so, at least as the
proportion of employess wha report receiving support
and encouragement ‘always’ when they encounter
difficulties in their work. This especially applies to the
support fram superiors, All in all, women report that
they receive more support from their co-workers (33
per cent of women received it always” in 2008 vs, 21
per cent menj as well as support fram their superiar
[always' for 20 per cent of women vs, 16 per cent of
men), (Figure 20} There has also been a slight
decrease in the share of employess ‘always’ feeling
that they are valuable members of their work
cammunity {Annex Figure AJ].

Fipure 20. Receives support and encouragement
when work seems difficult, employees [per cent)

| Always = Often
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At the same time, competitiveness and conflicts in the
work unit have increased in the time span from 1984
ta 008 The FPWOLS has inguired about the
prevalence of waorkploce bullving since 1997, The
share of employees having experienced bullying at
least at some point in their work careers has increased
(Figure 21], although at least part of the reported
increase s mosl probably due to the growing
awareness of the phenomenon since the late 1990s:
bullying became an issue in public debate at the turn
of the millenniom. In 2003, mental harassment was
even included in the Finnish Cccupational Safety and
Health Act.

The EWCS 2005 provides an even higher figure (17 per
cent in Finland vs. 5 per cent in the EU27] as regards
workplace bullying (over the past 12 months).

Figure 21. Has been personally subjected to
workplace bullying by gender

ZO0E
2003
1987
A00E
2003
1997
2008
2003
1997

Mien

Wamien

all

0 5 jig] 15 0 25 30 35
Share of employees, %

H At the moment
o Previously at current workplace

Previously at another workplace

Source: FQWLS, 1957, 2003, 2008,

#  gpe Hanmo Sutela and Anma faija Lehto, Fourth Ewropeon

Workng Conditions Suevey: Qualitative Post-Test Anoiysis, Luropean
Foundation for the Improvement of Living znd Waorking Conditicns,
20

htep: s eurofaund. euaraga eudpublicativasdhumifiles/sf07E71 b
tim

Source: FQWIS, 1957 2003, 2008,

However, questions an  bullying, harassment and
discrimination are very sensitive issues, where making
internationa)l  comparisons  is  especially  difficult.
Although a common original questionnaire is used
across the countries (e.g. the EW(CS), translations and
cultural differences in the connatations of cohcepts
used may produce bias in the results. Furthermore,
wide cultural differences exist in awareness of these
phenomena as well as in people’s willingness to
openly admit in a face-to-face interview ta such things
as having been subjected to bullying. In addition 1o
awareness, cultural context alsa defines what kind of
behaviour is socially more or less accepted or al least
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talerated and what is nat, All this explains for example
the somewhat astonishing results of the BWCS 2005
that unwanted sexual attention is notably more rare in
such Southern European countries as Italy (0.9 per
cent) and Spain (0.7 per cent) — where the culture is
endeniably more chauvinist than in Morthern Europe —
than in the Maordic countries, which are widely
recognised  as leading countries regarding gender
equality [Finland 2.1 per cent, Sweden 2.5 per cent,
Denmark 2.8 per cent, Norway 3.4 per cent).

2. Work motivation

Work motivation s a concept clese to self-
actualisation and job satisfaction. Job satisfaction is
believed to be an indicator of individual well being
and also of an individual’s willingness to change jobs.
However, the problem with broad interview data is
that general guestions about job satisfaction often
produce  heavily biased results: nearly owerybody
seems to be either very-or guite satisfied with their
current joh.

This also applies to the WS data on the share of the
emploved satisfied with their working conditions. The
EUZT average of those very satisfied ar satisfied was
823 per cent in 2005, with relatively little variation
between the countries, Finland scores a little above
the EWU27 average with #4.5 per cent. When only
looking at those who are very sotisfied, same national
differences are revealed. This share of very satisfied
employees varies in the EWCS 2005 from as low as
about 10 per cent in Hungary and Lithuania to as high
as 47 per cent in Denmark. Finland {20 per cent)
scores slighthy below the EU2T average (24 per cent),

Howevear, it should be noted that the EWCS question
refers to working conditions, nol to the contents or
perceived  significance of work as such, Warking
canditions presumably are interpreted to cover also —
maybe even predominantly —  physical  working
conditions. In the examples given by the Task Farce, it
is emphasised that wark motivation is something
which may compensate far the less satisfactory
physical factars of the working environment:’ Frople
may choose to work with low pay, fang hours, under
unsafe working conditions etc, If the work hos social
significance or meaning to them™ .

® |IMECE Task Force an the Measurement of Quality of
Emplayrmeat. infroduction af the Conceptual Framewark for
Measuring the Qualiity of Emplayment. Statistical Meosurement of
Cuality of enplepment: Conceptunl fromewerk and indicatars. Maote
by the Task Force on the Measuremeant of Quality of Employrment,
ECE/CES/GE. L2/200%/1, ¥ September 2009, p, 12
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The same dilemma with the general question is also
seen in the FOWLS 2008 inquiring about satisfoction
with the current job: while 82 por cent of employees
report to be very satisfied or fairly satisfied, the share
of those very satisfied s 25 per cent (26 per cent
wormen, 24 per cant men). In order to po beyand the
general guestion, the FOWLS 2008 also asked about
satisfaction concerning opportunities for development,
agppreciation of the respondent’s professional skills,
possibifities  for influencing  activities in the work
carmmunity, social relationships ot the workplace, and
content of the job tasks. Satisfaction with superior’s
leadership method was also inguired about in the
context of questions on superiors. (Annex Figure A10).

Maoreaver, it should be. noted that the factors
increasing  job  satisfaction  and  ddfreasing  job
dissatisfaction are not always identical, as emphasised
in the so-called twa factors’ theory by Herzberg™
Accarding to this view, job dissatisfaction is associated
with so-called hygiene factors referring to esternal
working  conditions,  including  pay. It problems
connected to these ‘hygieng’ factors will be solved, job
dizsatisfaction is due to decrease. However, the mere
elimination of these ‘dissatisfiers’ and the decrease of
dissatisfaction does not result to job satisfaction. Joh
satisfaction iz increased by motivation factars clasely
connected ta the intrinsic cantent of the job. These
mativation factors, ‘satisfiers’, consist of feelings of
recognition, achievement, responsibility and
advancement as well as of the work content itself —
thus, the job satisfaction is linked to a sense of
personal growth and of self-actualisation. & recent
study based on FOWLS canfirms the impact of
rmotivation factors. Among employees who were very
satisfied with their job, the satisfaction was strongly
connected to feelings of one’s job being significant
and important, to development opportunities at work
as well as ta feeling of being a valued member of the
wiork communiw.“r’

Regarding  wark  maotivation, the ‘other possible
indicators’ included feedbock from the superior. A
good half (55 per cent 2008 vs. 53 per cent in 1997) of
the Finmish employeess report that they receive
sufficient feedback from their superior on how well

hittosffweww unece.orgfstats documentsfecefcasfoe 1 272009/ 5ip.4.
c.pdf

M gpe Frederick Hurebuerg, The Mativation ta Work, Jobr Wiley and
Sons, New Yark, 1959,

™ ospe Arto Miettinen, “Tychonsd erittain byybyviiiset (The very
satisfied with  their work]”. Koikila mouvsteillo (With off the
trirings), edited by Anna-Maija Lehto, Hanna Sotela and Arto
Misttinen, Arto, Statistics Finland, Helsinki, 2007,
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they have succeeded in their work. The share of those
whose superior rewards good work performance had
increased from 41 per cent in 1997 to 68 per cent in
2008,

Additionally, the FOWLS also provides interesting
information on the importance of wark mativation
compared to  such  walues as  pay or  carcer
advancement, which aften are considered significant
predictors of job satisfaction. The results show that
aver time, the contents of work have bypassed the
impartance of pay in Finland. (Figure 22},

Figure 22. Pay or contents mare important in work?
Definitely or slightly more important
Employess by sex (per cent)
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Source: Statistics Finland.
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Furthermore, when employees are asked about the
importance of career advancement on ane hand, and
the importance of good development opportunities at
work on the other, the results show that good
development opportunities are rated far higher than
career advancement oppartunities  {Annex  Figure
A12). All in all, the share of employees who consider
their own work very important and significant has
grown over time, and is emphasised among women
(Figure 23). Admittedly, it may be argued that these
results reflect work life of a well developed country
with a high educational level of employees,

Fipure 23. Regards own work as very important and
significant
Employees by sex [per cent)

H All wage and salary earners @ Women = Men
50
45
40
35
a0
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Share of amployess, %
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Source: FQWLS, 1984-2008.
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ANNEX

Figure Al. Employment and unemployment rates by
gender 1989 — 2008

ag — NE SR
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Fer cent

*Employment, men

' Employmant, women
= Unemployment, men

= = = Unemployment, women

Source: LFS, Stotistics Finland.

Table Al. Fatal injury rate (per 100,000
employees), annual average 1996-2001 and

2002-2007
Time period  Fatal injury rate/100 000 employees
| 1996-2001 252

| 2002-2007 2.04

Source; Dooupational Accident Statistics, Colcwloted by Arto
Misttinen, Stotistics Finigod

“»
Table A2. Accident incidence rate and accident frequency by gender

2005 2007
Accident incidence rate Accident frequency  (per Accident incidence rate Accident Trequency (f one
(per 100 000 employees) ane million hours worked) {per 100 000 employess) million howrs worked)
Men
3 844 22.3 1748 21.8
Womean
1344 9.0 1343 9.1
Total
2581 16.1 2530 15.89

Source: Oocupotional Accident Staristics, Statistics Finland,
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Table A3. Occupational segregation on basis of citizenship, employees, 31.12.2005

[ Finns Russians Estonians Swedes Somalis Iragis Chinese  Turkish British

Total 100 100 100 100 100 100 100 100 100
1 Legislators, senior 4 2 1 & o 0.4 2 0.6 7
officials, managers

2 Professionals 17 15 19 4 32 3 47
3 Technicians, associate 18 11 13 4 21 13
professianal

A Clerks o : 5 4 & 6 2 4 3 4
5 Service and care 17 14 16 19 24 a7 20 Sk 10
workers, shop and sales

workers

;'E_Skilleﬁ agricultural and 1 2 ¥ 0.4 0 0.4 ) 0.1 0.2

fishery workers .

T Craft and related 11 14 19 12 5 a 1 7 7
tredes workers

‘8Plant and machine 10 13 16 10 & 9 1 7 4

operators and

‘assemblers

S Elemnentary 9 20 18 H 41 19 14 14 3]
orcupations

KUnknown 2 4 3 & . 9 5 2 3

Sowrce: {Register-besed] Emplovment Statistics, Stotstics Finland,

"Wate: Due to different definitions and methods, the overall unempliovment rate differs from L5,

Citizenship
Irag

Somalia

Islamic Republic of Iran

fiaracoo

Serbiaand Montenegro

Yietnam
Former U55R/Russia

Sweaden

Estonia

The UK
China

All foreigners

Total population

_i.'lnemﬁl'n'n,rment rate in 2005

Table A4, Unemployment rate by selected citizenships, 2005

G4

59

51

49
a5

43
34

15
14

11
8

25

T |

Source: (Register-based) Employment Statistics, Stotistics Finfond
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Fipure A2. Paid overtime working

Figure Ad. Care responsibilities outside the
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Figure A3. Flexibility of working hours

Figure A5. Children born and men receiving
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Figure Ab. Share of fixed-term employees aged 25
and more by sex (percentage)

7 1984 1990 1997 @ 2003 M 2008

Par cant

Aldl Wiarmen Men

Sowrce: FOWLE, 1984, 1990, 2997, 2003 ond 2008

Figure A7. Percentage of temporary employees aged
25-64 by job tenure and gender
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Figure A8. Been unemployed in the past five years,
employees aged 25 and over by sex and type of
contract
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Soerce: FOWLES 1980, 1997 and 2008,

Figure A9. Feels a valuable member of work
community, Employees, percentage
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Source: FQWLS, 1997, 2003, 2008.
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CHAPTER V. France Pilot Report

The purpose of this report is to test the relevance of
the conceptual framewaork and indicaters proposed by
the Task Force on the Measurement of Cuality of
Empluyment% and to describe the case of France
using this framework and its indicators. Within each
dimension  and  sub-dimension  described  in the
conceptual framework, we will review the possibility
of measuring and interpreting each of the proposed
indicators {as well as some of the other possible
indicators identified by the Task Farce), Following this
review, it will be possible to judge the “guality” of
these indicators, to determine whether or not they are
suitable in taking account of the French situation
regarding the guality of employment. The resulting
suggestions will be presented in oa second repart,
including any propesals for the improvernent of the
indicators, or {sub-} dimensions to which they relate.

This report should also help clarify the ongaing
discussions at the ILO on measuring and monitoring
decent work in accordance with Resolution IV adapted
by the 18th International Conference of Labour
Statisticians, held in Geneva in Movember-December
2008,

A. Safety and ethics of
employment

1. Safety at work

The rate of serious or fatal work accidents is
monitored  annually in France thraugh the Caisse
Mationale d'Assurance  Maladie des  Travailleurs
Salariés [(Cnam-T5) which covers about 13 million
private non-farm employees out of a total of 23
million wage carners in France in 2008, After a period
of sharp decline, these rates seem to have stabilized
since the mid-2000s, remaining at a level slightly less
than 4,000 per 100,000 employees for non-fatal
accupational accidents with lost work time and around
three per 100,000 for fatal occupational accidents
(Tahls 1),

¥ son Introductinn of the Concepfin Fromewark for Mensuring the
Cuiclity of Ermplovrent, Note by the Task Force on the
Measurement of Quality of Employment, FCEACESSGE. 12/2000,1, 2
September 20039,

hrepe v un poearpdstats/document sfece/oes/pe 122008/ ap 4,
epdl Forits final version, see Chapter | of this publication.
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Table 1, Rates of accidents and occupational
diseases, per 100,000 employees
?ar Fatal Mon-fatal E&cﬂﬁ]anﬁl '
accidents accidents diseases

1998 4.7 4 480 116

2000 4.3 4 400 128

2002 348 4300 179

2003 37 4 090 126

2004 3.6 3950 210

2005 27 3910 ¥ 258

2006 2.0 3 940 238

2007 3.4 3870 234

2008 3.0 3740 239

Lource @ Caisse Motionale d'Assuronce Maladie des
Trovoilleurs Salorigs (Cnam-TS), 1998-2008.

This latter rate s lower in France than the average
rate for the countries of the European Union (EU} of
27, and even for the EU-15. Mareover, it appears to
have declined faster than elsewhere because it was 15
per cent less than the EU average in 2000 and 42 per
cent less in 2005.% On the other hand, for the rate of
workplace accidents causing wark time lass, which is
more difficult to use far international comparisons,
France is at a higher level than the EU-27. This
indicator is decreasing in France but nat as rapidly as
that of ather European countries.

Finally, the “share of employees warking in hazardous
conditions” is a national definition and is somewhat
subjective because it is based on statements from
employees in a survey of their working conditions
conducted in 2005 (following surveys in 1984, 1991
and 1998). Anyone whe answered “yes” to at least
one of the following gquestions was considered as
"axposed to occupational risk™:

At your work place, da you have to;
- Breathe fumes ar dust?
- Come into contact with hazardous materials?

- Be exposed to infectious products?

Y ogen "Campendium des indicateurs de suivi de la strategie
puropéanne  pour  Memploi”  [Compendiom of  Indicators for
Monitaring European Employment strategy), updated by Eurostat
on 29 July 2009,
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- Endure risk being hurt or injured?
Endure risk being in traffic accidents during work?”

It is nmotable that in 2005 nearly 70 per cent of
employees reparted being exposed to at least one of
these five risks in performing their jobs. Workers in
precarious ar unstable employment such as tempaorary
workers ar workers with permanent work contracts
{Contrat & Durde Indétermines (CDI})) but who are
threatened with layoffs, were more deeply affected.

Linked to the growth of occupational hazards, the
number of occupational diseases recognized by the
Cnam-T5 has increased sharply over the past 15 years
because of greater awareness and recagnition of the
origing of wvarious occupational diseases, but also
because of the intensification of work and the delayed
effects of exposure to ashestos. In addition it should
be emphasized that these occupational diseases are
subject to significant and persistent underreparting.
Thus the Mational Institute of Health Surveillance
estimates that each year between 11,000 and 23,000
new cases of cancer are attributed to occupational
exposure  while only about 2,000 are officially
acknowledged,

2. Child labour and forced labour

France has no data on this sub-dimension. It is most
likely that these forms of employment are not
widespread and are extremely difficult o measure
wikh traditional surveys an employment and working

a8

conditions. It should be noted that these surveys do
not cover people below 15 vears of age. As for the 15-
17 year age group, the issue of child labour is taken
into account under the previous dimension, as it
concerns identifying those 15-17 yvear-olds, who waork
in dangerous conditions,

3. Fair treatment in employment

The conceptual framewaork for measuring the quality
of employment doss not provide clear indicators
attached to this sub-dimension but encourages
countries to determine the largest passible number of
indicators relating to other dimensions of job quality
far the different graups of people wha may be victims
af discrimination,

We have chosen to present here some key variables
taverage wages for all employees and rates of
employment, termporary employment,
underemployment and of unemployment) concerning
wamen, immigrants and people with  disabilities
compared ta the naticnal averages for 2003 and 2008,
Table 2 below shows that for these sub-populations
there are indeed differences that are most often due
1o their identities but this does not necessarily mean
that these groups are viclims of discrimination, In
order to justify this claim, one should at least take into
account the characteristics of persons concerned in
relation to the entire active population.

Table 2. Characteristics of disadvantaged groups on the labour market

Vear  Total
Employment rate (15-64 years) 2003 64.0
2002 B, G
Lnemployment rate 2003 a5
x ¢ 2008 7.4
Temporary employment rate 2003 11.4
2008 121
Underemployment rate 2003 4.9
2007 5.6
Average monthly wage (Eurao) 2003 1519
2008 1687

Women

58.2
6.4
2]
7.9
13.2
135
a.0
9.5
1292
1449

Imrﬁigra nts Descendants of  Disabled
immigrants people*

55.5 n.d. 36

5E.6 60,5 35

15.9 n.a. 1a

13 e 1 19

13.3 M., n.qa.

154 13.4 n.a.

£.9 n.a. n.3.

8.9 6.1 f.a.

1345 n.a, n.d.

1511 1695 mn.a.

Trar disabicd people, dota ore reloted to 2002 and 2007, vears of ad hoo moduwles af French LFS

Sovrce: LFS, Insee, 2003-2004.
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Regarding the gap between waomen and men, strong
differences between the sexes have continued in spite
of the increasing gender-mix of the labour market and
women's higher level of professional skills. Althaugh
inegualities  in the  rates  of  employment,
unemployment  and  labour  force  participation
between women and men have decreased steadily
over 30 years, they still exist and in some cases hawve
even intensified at work. Women do not have the
same occupalions as men and they have different
types of employment and follow different careers. In
addition, there are growing differences among women
themselves. The most educated have access (o
opportunities where the differences between men
and women are diminishing, while many among the
less  skilled continue  to pursue  trades  almost
exclusively reserved for women, with low income and
difficult working conditions,

Immigrants and fareigners are not synonymous; the
first consists of foreigners, who were born abroad and
are now living in France. It therefore includes those
peaple who have acguired French naticnality since
their arrival. Conversely, it excludes those who are
Franch by birth but were born abroad and are now
living in France as well as foreigners born in France. In
2008, 3.7 million immigrants of working age were
[wing in metropolitan France, which is nine per cent of
the population aged 15 to 64 years, There are now
mare immigrant wamen than men: this reflects the
cessation of labour-based immigration which, before
1974, attracted mostly men, and the growth of family
reunification which brings more women. Thirty-five
per cent of immigrants are from Curopean countries,
31 per cent from MNorth Africa and 14 per cent fram
another African country. &mong immigrants aged 15
to 64 years, 59 per cenl were employed in 2008, which
corresponds to seven percentage points lower than
among nan-immigrants. This is essentially because of
the weak participation of immigrant women in the
labour market. In 2008, the unemployment rate of
immigrants was over 13 per cent as compared to less
than seven per cent for non-immigrants.  This
discrepancy  is  explained, but only in part, by
differences in job structures and skills, 1t should be
added that the issue of discrimination is often wvalid
not onby for immigrants but also for the children of
immigrants. They are considered here to be non-
immigrants but they can be differentiated in the
findings of the French Labour Force Survey,

Informaticn on the employment of disabled waorkers is
more fragmented than that of other disadvantaged

&4

groups in the labour market. In particular, it only
comes from occcasional surveys and therefore iz
available only in some years. For instance, the most
recent information on disabled workers is from a 2007
ad-hoc madule of the European Labour Force Survey,
while the preceding information is from 2002, Of
about 39 millian people of working age in 2007, 1.8
millian reported to hawve an officially recognized
disability giving them the right to benefit from the
employers’  ohligation to  hire disabled workers.
Compared to the general population between 15 and
64 years of age, the proportion of males, older and
less educated people is higher among those with
officially recognized disgbilities. The labour force
participation rate of the disabled is muth lower than
that of the total population (44 per cent as compared
Lo 71 per cent) but the gap is reversed for those below
25 years of age (59 per cent compared to 40 per cent).
This is because, aften, these young people have been
disabled since childhood and have followed a
shortened  educational  programme  which  has
accelerated their entry inta the labour market. In
2007, the unemployment rate for persons  with
disabilitics was more than twice that of all people
aged 15-84 years (19 per cent compared Lo eight per
cent). The unemployment rate for persons with
disabilities has increased compared ta 2002 whereas it
had declined slightly for the total population. lust over
ane  third of persons with  officially  recognized
disabilities were employed in 2007, Far this subgroup,
part-time work iz more commaon than for the general
warking population {28 per cent compared to 17 per
cent),

B. Income and benefits from
employment

1. Income from employment

The available indicator which is the closest to the
“average weekly wage” recommended by the Task
Force is the net average annual salary of full-time
employess of the private and semi-public sectors, In
2007, it was nearly €24,000 (€460 per week) and had
increased by 0.5 per cent per year in constant euros
between 2001 and 2007 (Table 3). Around this
average, the distribution of wages among different
occupational  categories  remains  highly  uneven:
managerial and professional ocoupations earn an
average of 2.7 to 2.8 times more than a worker ar
cmployee, In addition, men's wages exceed women's
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wages by 23 per cent; £25,700 for the first compared
to £20,800 for the second.

Table 3. Met average annual earnings of full-time
employees

[ Year 2001 2003 2005 2007
Private and semi- 23210 23270 23490 23 960
public sectors
State employess 26580 26 650 26 320 26 530

Sources: Inses, Déclarations Annuelies des Données Sociales

(Dods) for private and semi-puhlic sector; insee, pay files for
state employess, 2001-2007

In addition, in 2007, 20 per cent of full-time
employees earned less than £14,580 net per year,
while at the other end of the scale, 20 per cent earned
mare than €28,584. Meanwhile, the median annual
wape was £19,128 (Tahle 4).

Tahble 4. Distribution of net annual earnings of full-
time employees, 2007

Total fian Women
01 12 996 13476 12 348
D2 14 580 15156 13 776
| b3 15 960 16 644 14 916
D4 17 426 18 204 16 152
Median 19128 19 980 17 604
D6 21228 22224 19 440
D7 24 048 25380 21876
D8 28 584 30576 25284 |
D9 37 956 41376 31944
pe/ol ., 29 3.1 26

Source ; Insee, Dods, 2007,

In regard to state employees, the average annual net
earnings (nearly £€27,000 for full-time employment in
2007} are slightly higher than that in the private
sector. This is primarily a structural effect of skills,
unfavourable to the private sectar, which emplays a
larger share of white collar and blue collar workers
than the state civil service.

The share of employess [excluding those in temporary
employment) who benefited from the increase in the
minimum  wage (salaire minimum  de croissance
(SMIC)) on 1 Juby 2007, the closest indicatar to the

ad

number of employees receiving minimum wage, was
129 per cent in all non-farm  enterprises. This
proportion has increased between 1998 and 2005,
mainly because of the significant increase in the
minimum wage as a consequence to the regulations
on the 3% hour work week. Over the following two
years, however, the minimum wage declined as &
result of revival of economic activity.

Finally, regarding the indicator of “low wages”, i.e. the
proportion of emplovees paid less than two thirds of
the median hourly wage propased by the Task Force,
there was a decline of 3.6 percentage paints from
1995 o 10.1 per cent in 2005. This proportion is
relatively small for Curope. In 2005, the same share
was anly 8.5 per cent in Denmark but 21.7 per cent in
the United Kingdom, 22.7 per cent in Germany and as
big as 25 per cent in the United States. This relative
advantage in France seems to be largely offset by the
fact that the low-wage workers in France, who are
often  unskilled, hawve increasingly bad  waorking
conditions reflecting a significant intensification of
work and insecure professional situations, particularly
in terms of their work contracts which are not as well
protected as supgested by aggregate indices of
employment prntnctiun.ﬁ'

2. Non-wage pecuniary benefits

The French Labour Force Survey asks workers with
regular employment of more than 3 manths which
paid halidays {including seniority  holidays, special
leaves, long weekends and days off called “work time
reduction days”) they are entitled to and have taken in
the previous year, It is thus possible to estimate each
year the following twe indicaters proposed by the
Task Force: the share of employees who took paid
leave last year and the average number of leave days,
We note that, apart from those who have recently
been  hired, nearly  all  employees  in regular
employmeant are entitled to a high number af holidays
and this right iz widely used. The legislation is
relatively generous (since the early 1980s, workers in
France have been entitled to five weeks of paid leave)
and the reduction of warking hours to 35 hours per
week has frequently resulted in the accumulation of
additional leave days. French employees have thus
taken on average 6.5 weeks of paid holidays in 2008,
without a significant change since 2003,

The French Labour Force Survey  also  provides
information on the share of employees who took sick
leave in the previous week, This share was 3.2 per

® tpe F. Caroli snd | Gautié leel.), Bas seloires et Gualité de Femploi;
Vexception frengaise ? 2009,
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cent in 2008 and the average number of sick leave
days taken was around seven for the year of 2008,

C. Working hours and balancing
work and non-working life

1. Working hours

In 2007, the average annual hours of wark far full-time
employees {excluding teachers) in France was 1,680
hours compared to 1,650 howrs faur vears earlier, This
indicator is much higher for fulltime self-employved
warkers at 2,560 hours due both to longer working
days and a greater number of working days in the year
1271 days compared to 212 days for wage earners).
For a full-time employes, a ususl working week is an
average of 39 hours and 24 minutes over five days
while for a self-employed worker it i3 approgimately
55 hours spread over six days. This is highly above the
35-hour week, which is the legal length of the working
week since 2002,

These averages are difficult to interpret in terms of
the gquality of employment. Are the waorking
daysfweeks too long or too short? It is almost
impossible to answer this question without taking into
subjective elements such as the wishes of those
concerned, It is therefore necessary to supplement
this information by distribution indicators, Ten per
cent of full-time employees reported working haours
greater than or equal to 48 hours per week, which is
the statutory weekly maximum. Howewver, for those
managers and  professionals  and  intermediate
profassions, whose working time is counted in days
instead of hours, the share was 29 per cent.

On the other hand, 13.5 per cent of employees that
they worked less than 30 hours per week in their main
job in 2008 and the proportion of those whoe would
wish to work maore in this group was 30 per cent. At
the aggregate level, the share of employess who are
time-related underemployed is about six per cent
while almost a third of part-time employees are in this
situation.

2. Working time arrangements

In France, the proportion of the employed work force
who usually works at night, i.e. between midnight and
5 a.m., is relatively big, at over seven per cent [Table
5. This is mare the case for blue collar warkers,
especially skilled ones, than for other social groups.
Like ather farms of atypical working hours, night work
has grown aver the last twao decades. In 2005, 22 per
cent of men and 8 per cent of women, or 15 per cent

a1

of all wape earners, worked regularly or accasionally
at night as compared to 18 per cent and & per cent
respectively in 1991.% It should also be noted that
evening work, i.e, work hetween 8 pam. and midnight,
is regularly carried out by over 16 per cent of the
emploved work force, encompassing almost all night
workers. This indicator is alse on an increasing trend.

Table 5. Share of employees who are working
outside of usual working hours

Yaar R'e'éuIéFI;,:-_ Decasionally  Mever

Evening 2003 15.2 197 65.1
2008 16.3 18.7 65

Might 2003 6.7 2.5 ER
2008 71 249 24

Saturday 2003 20.6 ;2.? 46.7
2008 30.4 22.5 471

Sunday 2003 13.2 16.6 0.2
2008 13.6 164 69.5

Source: J'J-'E,- fnsee.

Saturday work, which concerns mora than half of the
jobks, has remained stable for 15 years but regular
Saturday work (30 per cent of jobs in 2008) has
increased at the expense of occasional Saturday work,
Sunday work is growing, reaching 12.6 per cent of
employees in 2008 for those, who regularly worked on
Sundays and 16.9 per cent who warked on Sundays an
an occasional basis, Weekend work is a strang feature
of the wark of employees in commerce and services.

In arder to better grasp the concept of flexible work
schedules, we refer to the proportion of employess
whio report having flexitime from one week to the
next in the Labaur Farce Survey, This averaged at 20.6
per cent in 2008, but exceeded 35 per cent in
transport and was around 27 per cent in services to
individuals. In recent years, legislation has increased
the number of individual or collective means to vary
work hours from cne week to anather, e.g. loosening
the censtraints on the use of overtime, the passibility
of postponing holidays or to renounce holidays in
exchange for extra pay, flexitime, annualized working
hours with alternating pericds of high and low hours,
etc.

3. Balancing work and non-working life

Having young children is a major obstacle ta the
employment of wormen. For women who are aged 20
to 4% years, the participation rate of mothers with at
least one child below 3 years of age was 60.3 per cent

# Lpa "Enquéte Conditions de Travail {Waorking Conditions Survey]”.
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compared to 76.3 per cent for all wamen in the same
age group in 2008, It should alsa be noted that half of
these working moathers of young children have part-
time jobs. But when the last child reaches 32 to five
yvears of age, e, just below the age of compulsory
schooling, the labour participation rate of mothers
goes up to almost 74 per cent. By comgarison, the
labaur participation rate of fathers i nat affected at
all and remains at around 925 per cent, even
exceeding the labour participation rate of all men
aged 20 to 49 years at 89.6 per cent. These fipures
show that reconciling werk and family is not a
preblem for men while it remains a serious question
for mothers of young children prabably due to the lack
of child care services. The data availalile in France on
maternity, paternity ar parental leave are insufficient.

D. Security of employment and
social protection

1. Security of employment

Termparary employment is defined here as all jobs (or
job  training programmes comparable to regular
employment) which are for a limited time period in

92

gither private or public sectors (assistants, temporary
replacements, fixed-term cantract workers, etc.). The
proportion of employees 25 years of age or older in
this employment category was 2.5 per cent in 2008
and higher for women than for men {Table 8], Not all
population  subgroups  are  equally  affectsd by
temparary contracts. In addition o women, the
temporary contracts  concern those  with  less
education or who are less skilled, particularly the
young. The young are either still in initial training and
cannot or do not want a long-term commitment 1o an
employer, or, because of their lack of experience, they
are obliged 1o go through a series of short-term
contracts or job training programmes before being
considerad fit to sign a permanent contract. The
indicator presented here overstates job security. It is
also interesting to distinguish between employees
who report working under such contracts involuntarily
and those who have agreed to them voluntarily or
because of the absence of better offers.

Similarly, distribution of employess by job tenure is
somewhat  distorted towards those with greater
tenure when limiting the study to those over 25 years,

Table 6. Share of employees in temparary employment by age

2003 2004 2005 2006 2007 20038

15-24 years 46.8 47.8 449.6 49,8 50.8 45.0
25 years or older 8.9 8.0 9.5 9.6 a6 9.5
25-49 yaars 10.0 101 10.7 109 10.9 10.6

| S0 years or older 5.5 2.3 L6 5.8 5.8 6.4
| Total 12.9 12.9 13.6 13.7 13.8 13.5

Source: LF5, Insee,

Mevertheless, the survey can be better understoad by
restricting its scope to persons, who have acquired
some tenure in employment, The data in Table 7 show

Table 7. Job+enure of EmPiuyees above 25 years old

2003 2004 2005 2006 2007 2008

= year S5 WwiB-a [t 2Ly B g e a bipolarization of employees, between those with
1-3 years 145 128  1r2 124 126 135 long tenure (more than five years) and those with very
little tenure. This phenomenan deepens aver time
B3 years LIl B D %R Fed with the increasing average age of the workforce and
= § years B5.2 EB62 674 678 G6R1 676 the development of short-term forms of employment.
In order to understand these developments, we must
5-10 years 15:9: FHBET [ELE00 ARl gy B ) -
know the paths followed by employess pursuing their
10-20 years 230 236 234 228 234 233 careers in the same company on one hand and hy
those on temporary contracts an the other, which may

: f (o LY : 8 | % s ;
S Z0veatsl) Bobd 2008 (R0 4 Rn st lead either to a steady job or to keeping them in

recurrent unemployment

|
| Total 100 100 100 100 100 100

Source! LFS, Insee,
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The indicators proposed as passible by the Task Force
include indicators on the transitions accomplished by
workers which seem particularly interesting from the
standpoint  of the dynamics to consider when
assessing the guality of employment. However, these
indicators are generally not easily measured nor used
to make comparisons bebween countries. Transitions
between temporary jobs in year {n) and other
occupational situations in year (¢ + 1) are described in
Tahle B,

One out of two workers recruited through temporary
employment agencies in year [n) is still on this type of
cantract the following yvear but one in five has found a
steady job, The others are distributed among other

g3

forms of temporary employment [less than one in
ten], unemployment [one in six) or inactivity. For
other [except
subsidised jobs like apprenticeship), the probability of
getting a permanent job is lower (ane in seven or
eight) and of leaving the job market a little higher, The
mast common situation in both cases is to remain in a
precarious kind of employment, as evidenced by the
high rate of unemployment among peaple, who had
held a temporary job a year earlier (another indicatar
sugpested by the Task Force), This rate was 15.5 per
cent in 2008 for those recruited through temporary
employment agencies and 16 per cent for those who
were on fixed-term contracts in the previous year.

workers on fixed-term  contracts

o

(-
Table 8. Transitions between temporary jobs in year (n) and other occupational situations in year (n + 1) (per cent)

Interim cantract

2007
19.1
53.8

7.8

14.8
4.5

Other temporary contract

2005 2006 L2007
13.9 126 13.6
2l 2.8 2.6
&0.1 G2.0 60.3
16.3 14.6 14.5
7.5 8.0 5.9

- 2005 2006
Permanent 19.0 204
Interirm 48.2 45.4
Other temporary job 10.7 BB
Unemployment 16.7 16.2
Inactivity 5.4 .2

Source: LFS, Insee.

2, Social protection

The proportion of employees insured under the
unemployment insurance program in France is around
72 per cent but mast other employees henefit from a
very high degree of job security because they are
employees  belonging one  of  the three
gavernmental  civil  services:  state,  territorial or
haspital. Furthermore, developments in this indicator
reflect mainly those in employment structures, It is
therefore nat  relevant for  assessing  employess
protection vis-a-vis the risk of losing their jobs, In this
veln, it would be preferable to use indicators such as
the share of unemployed receiving henefits, either
among all job seekers [currently about 50 per cent in
France, unemployment insurance and the naticnal
solidarity scheme combined)], or among those who lost
their jobs, or the average rate of benefits to the
unemploved in comparison to their former salary,

o

The share of GDP devoted to public spending on social
security is increasing in France because of increased
spending cn health and retirement linked to an aging
population. It rase fram 21.9 per cent in 1920 to 23.5
per cent in 2000 and 25 per cent in 2007 (10,9 per

cent for the health sector, 12,1 per cent far retirement
and twao per cent for family aid programmes), The
evolution of this indicator does not tell us much about
the guality of employment, Even with this indicatar it
is difficult to judge the degree of social protection in
France relative 1o that of its neighbours because it is
based on the organization of different systems of
protection.

Finally, the prapartion of the workforce cantributing
to the retirement system is necessarily very high, since
the anly anes wha dao not contribute are thase who
work without being officially declared. Here again the
indicator does not appear very relevant to measuring
the guality of employment.

E. Social dialogue

This is ane of the mast difficult dimensions to grasp
because here we are really in the qualitative field and
because we are attempting to compare the industrial
relations systems which differ from one country to
another. However, there are many sources available.
In France, household  survey  and

we  have the
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especially  the company  survey  of  “Workplace
Industrial  Relations  and  Collective  Bargaining”
{Relatians professionnelles at regociations
d'entreprise) {the REPONSE Survey, the French

equivalent of the English Workplace Employment
Relations  Surwey  [WERS)), and the collective
bargaining annual reports established by the General
Directorate of Labour of the Labour Ministry, which
covers both the negotiations and agresments. This
information, however, provides few guantitative
indicators and must necessarily include a description
of the regulatory or cantractual context, and therefore
of the system of actors and rules that structure their
relations.

Twir types of indicatars have emerged:

(i} Indicatars of participation or representation, such
as the indicator proposed by the Task Force:
employees covered by collective wage bargaining
cantracts  for an  economic  activity  or

agreements on the company level;

Wwage

(ify Indicators on labour conflicts, such as the average
number of days lost due to strikes or lock-cuts, also
praposed by the Task Farce,

In the absence of maore precise infarmatian, it was
assumed that all collective bargaining agroeements
covering an economic activity include a wage scale
and that, for companies or wark places which have
signed at least ane company agreement for the year, it
primarily concerns wages, respecting the annual
obligation to negotiate in this arca. The latest
informaticn available on comprehensive coverage by
contract or campany agreement for employees of the
competitive non-agricultural sector is fram 2004, It
shows that their coverage has increased significantly
between 1237 and 2004 from 93.7 per cent to 27.7
per cent of employees involved (Table 9). There are
some  remaining  gaps  in contractual  coverage
cuncerning‘activities with very few employees, such as
intermediary associations.

The quality of the measurement of the average
nurmber of days lost due to strikes or lack-outs in
France was inadeguate until 2005, the year when the
Labour Department ceased producing these statistics
based on reports made by labour inspectors, but used
instead the annual Activité et les Conditions d'Emploid
de la Main-d'oeuvre (ACEMO) survey on “Negotiation
and Employes Representation” (Négociation et
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Table 9. Share of employees covered by collective
agreement, statute or set of company agreements by
activity sector

Share of emﬁlo'_..rees
covered by collective
agreemeant, statule ar
set of company
agreements

Eoonomic acti.\'it'y'

1997 2004
Apriculture and food industry 57.1 99.0
Consumer goods industry 86.5 93.8
Automobile industry 99.1 999
Capital goods industry g97.9 99.3
Intermediate goods industry 97.7 99.5
Enargy 93.8 99.1
Construction 96.6 98,7
Trade 0a.3 98 .4
Transports 96.6 99.4
Financial activities 94.5 98.7
Real-estate activities 93.4 98.2
Busingss services 91.6 97.4
Individual sarvices g3 925
Education, health, social 935 95.6
service y
Associative activities 73.6 B7.2
Total 93.7 97,7+

Source: Ministry of Labowr, ACEMO Survey on Collective
Agrooments, December 1997 ond December 2004

représentation des salaries). In fact the administrative
saurce provided figures which were mare and maore
underestimated, especially due to the increasing use
of limited walkouts making the identification of wark
interruptions by the labour inspectors more difficult,
Thus, for 2005 and excluding large national
enterprises, transport and the three branches of the
civil service, the administrative source captured anly
216,700 days lost dug to strikes while the survey of
businesses counted 875,500 It is true that the first
source only recarded local conflicts while the latter
also covered those of a general character but this does
not suffice to explain the differences between them.
This is mainly due to deficiencies in identification of
strikes by labour inspectors. The survey data do not,
howewver, highlight the overall decreasing trend of the
indicator since the 2005 figures are still well below the
volume recorded by the administration during the
1870s,  especially  if  one  considers  that  the
administrative  source  also  underestimated  the
number of strike days at that time. However, recent
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abservations suggest a slight upturn in the number of
strike days per 1,000 employees between 2006 and
2007 (Table 10), mainly due ta the developments in
the transport sectar, Other indicatars help in assessing
the evolution of conflicts. The share of establishments
over 20 employees, which have experienced a conflict
incregsed between 19961992 and 2002-2004 (dates
of the last twao REPOMSE surveys) from 21 per cent ta
31 per cent.

Table 10. Average number of days lost due to strikes
per 1,000 employees

Econamic 2005 2006 2007
activity

Industry 217 174 132
Construction 24 16 17
Trade a9 12 17
Transport 560 266 254
Hher 130 1l a3
SEFVICES

'!'P_t_gi_ll_ i 164 117 128

ond employes representation”,

It remains to be considersd how to interpret this
indicator since the annual ACEMO survey mentioned
shows & deepening relationship between the degree
of collective bargaining, and therefare of social
dizlopue, and the presence of strikes, Of those
companies where a strike had taken place in 2007,
eight out of ten also declared that they had held
collective bargaining negotiations. This relationship,
grimarily the result of the size of the enterprise - large
firms combining collective bargaining and collective
disputes - shows that these two modes are not
contradictory forms of social relations in a company:
employees may stop working to demand the opening
of negotiations, to influence the ongaing discussions
between representatives of employees and  the
employer, or to challenge the decisions taken at the
end of a negotiation.

F. Skills development and
training

The indicator concerning the proportion of workers
employed in highly qualified trades implicitly refers to
the 15C0  classification  [International  Standard
Classification of Occupations), As long as the 2006
revision, introducing the concept of supervisar, is not
applied in the Labour Force Survey, data for France

a5

should refer to a specific national classification, the
Professions and Socio-professional Categories (PCS).
This means that “highly-skilled jobs” carrespand to
Group 3 of PCS, covering all managerial, professional
and higher intellectual occupations {including self
employed intellectual professions). The share of these
occupations in total employment was 16.2 per cent in
2008 (187 per cent among men and 13.4 per cent
amang women), up from the middle of the last
century, as has been the case for all non-manual
wage-earning professionals. From 2002 to 2008, the
indicator  rose 1.5 percentage  points  (hy 1.1
percentage points for men and by 2.1 percentage
points for women),

The share of employees, who received training over
the last 12 manths, is not available in Frénce since the
employment survey, like all workforce surveys in
Europe, only focuses on the last 4 weeks. From 2003
ta 2008, this proportion has changed little since it rose
from eight per cent ta B.1 per cent (7.5 per cent for
men and 8.7 per cent for women) which are relatively
low levels in the European context. It has to he noted,
howewver, that documented training programmes are
not necessarily the same for all member states. The
indicator is necessarily higher in northern European
countries which have well-developed apprenticeship
programs and combined work and job  training
schemes for the very young, In France, on the other
hand, initial job training and employment are still
largely disconnected,

Thraugh a survey on continuous vocational training
conducted in France in 2006, we have more precise
data on the rate of access to continuous vocational
training (professional or persanal} over the last 12
months (Table 11}, This overall rate, which was then
28 per cent for the self-employed and 44 per cent far
emplayees, mainly depends on the characteristics of
the business. Becent technalogical changes, the size of
the company ar the scope of its activities explain
much af the propensity far professional training. The
socic-economic group, linked to educational level, alsa
determines the degree of use of professional training,
Training for workers is half as frequent as and much
shorter than that for managerial and professional
employess.

The proportion of aver-qualified {or under-gualified)
employees, that is ta say those who have a higher [or
lwer) level of training than that narmally required for
the position, is very difficult to measure because it
requires an accepted grid of correlations between
pocupations and the qualifications nesded. But there
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are almost as many grids as authors of statistical
analysis of "skill mismatch”.

Table 11. Share of employed, who received job
training within the last 12 months [per cent)
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Table 12. Employed people aged 25 years or older by
level of education {ISCED)

| Individual characteristics Employees Self-employed ]
Socia-ecanamic group
Farmers n.a. 21
Tradesmen, shopksepers, n.a. 21

| heads of business
Managers and higher 514] 59
intellectual professionals

| Associate professionals 58 46
Services, sales and 32 ¢ ..
administrative employees

| Workers 28 n.a.
Level of diploma
Above Bac+ 2 &4 53

| Bac+2 [fssociate degree) A1 43
Baccalauraat or il 28
equivalent (high school

| diploma)
CAP, BEP® 36 20
BEPC, bravet** 37 13
Certificat d'études*** or 24 13
na diplama

| Total 44 28

Level of education 1982 1992 2002 2008 |
Low (0-2) 549 403 (292 ' 240

| Medium- inferior (3} 124 410 439 443
Medivm-superior (4] 5.8 a7 12.6 14.4
High {5-6) 68 100 144 173
Tatal 100 ' [100 100 | (100

Sourcer Insee, LFS, Module on Continuows Vocational
Training, 2005,

*Vocationol  school  diploma,  "*Middle schoo! diplome,
* A Primary schaol diploma,

Moreover, it is not possible to match 1SCO and the
International  Standard  Classification of Education
(ISCED), ngace, currently we cannot reveal where
France stands in the Eurppean Union in this regard, as
long as the Labour Force Survey does not have an
appropriate method of analysis comparable to 1SCO,
revision 2006,

Finally, Table 12 shows, for information, the
distribution of the employed population 25 to 64 years
of age by education level. France has progressed in Lhe
recent decades and now stands at a relatively high
level compared to the European average,

Source: LFS, Insce,

G. Workplace relationships and
work motivation

1. Workplace relationships

The indicators suggested by the Task Force are all
subjective indicators related to assessments that
employees make of their work ar employment. These
work  characteristics  are  often referred to as
“psychosocial factors” 1o indicate that they invalve the
subjectivity of workers and are affected by their
mental and psychological functioning. Unless we are
ahle to have European surveys such as  those
conducted by the Dublin Foundation,” we cannot
present here the results from national surveys with
country-specific  questiaons  at  the expense  of
international comparability.

In Franmce, three guestions an the relations with co-
workers were included in a 2003 survey on the
medical surveillance of risks [Surveillance Médical
des Risques [SUMER), conducted in enterprises by
volunteer occupational doctors. According foo this
survey, BB per cent of employees surveyed agreed (or
strongly  agreed] “that their colleagues  showed
interest in them,” 81.5 per cent said that they “were
friendly” and 858 per cent said that they “helped
them carry out their tashks”.

The same survey reveals that 79.5 per cent of
employees  believed  that  “their supervisor paid
attention to what they said” and 76.2 per cent thought
that “their supervisor helped them accomplish their
tasks.”

M epg 1STAT. A Validation Study af the Quality of Employment
indicaters” propared for Meeting on Measurement of the Ouality of
Employment {Geneva, 14-16 October 2009}, Available at:

hitpyd fwwer unece. orgdstatsf documents 200910 la bour. htm
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Finally, those employees saying they had been
harassed at their workplace can be seen in the SUMER
003 survey through a series of questions. The
canclusion from the data is that one employee in six
cansiders himself to be subjected to hostile behaviour
atwork, claiming to be victim of lack of recognition at
work {nine per cent), of disdain and contempt [seven
per cent), or of personally humiliating attacks (Lo per
cant), These difficult situations, ta which unskifled
warkers are most vulnerable, may be a risk factor for
their mental health,

2. Work motivation

The general remarks made above concerning the
previous sub-dimension also apply here.

The share of all employees wha believe they can apply
thelr own ideas in their wark is available from the
fallowing four guestions taken fram the SUMER 2003
SUTVEYy!

"Do you strongly disagree [ disagree [ agree [ strangly
agree that:

- In your waork you need to be creative? [ogree or
stronaly agree: 71.4 per cent)

- In your work you can often make decisions for
yourself? fagree or strangly agree: 82.5 per cent)

-In your work, you have very little freedom to decide
how you do your job? (disagree or strongly disagree:
5.7 percent)

- You have the possibility to influence the course of
yaur work? (ogree ar strongly ogree: 76,3 per cent]”

Sirnilarly, the share of all employess who feel satisfied
at their work can be estimated in the same survey by
the percentage of employees who agree that “overall,
they are satisfied with their work” (7.3 per cent in
2003

EN
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CHAPTER VI. Germany Pilot Report

Over the last 15 years, the labour market in Germany
has importantly changed regarding its- structure,
Together with an increase in the activity rate from
50 per cent in 1996 to 52.9 per cent in 2008," new
forms of employment have become established. Along
with a decrease an employees in the standard type of
employment = full-time work with permanent contract
— the share of persons in non-standard types (usually
also referred to as persons in atypical employment) of
employment  has significantly  risen, alse as a
consegquence of policies aiming at & decrease of
unemployment.

The share of emplayees in atypical employment, i.o.
employess working part-time up to 20 hours per
week, being in marginal employment, working for
temparary wark agencies or having a temporary
contract, has increased fram 17.5 per cent in 1997 to
25 per cent in 2008, Over the same period, the share
of own-account workers in all self employed increased
from 48.8 par cent to 55.1 per cent. Following legal
changes, the number of employess working through
temporary work agency almost exploded: That alone
caused an increase fram 200 thousand in 1997 1o
E00 thousand in 2008,

The increase of these types of atypical employment
might have helped to improve the employment
opportunities of unemployed persons. At the same
tims the need for a differentiated analysis of the
quality of employment became evident. Mew forms of
employment often come along with deteriorations of
their guality, such as downgraded conditions of wark,
decreased pay, atypical working hours, and limited
access to social protection. Furthermore the guestion
arises, how™far these stpuctural changes affect the
quality of employment in  standard  forms  of
employment, The internationally agreed conceptual
framework of the joint UNECE/ALO/Eurastat Task Force
on the measurement of the guality of employment
offers a unigue cpportunity to get a comprehensive
overview an the developments of these on the
German labaur market,

! eratistisches Bundesame, Fachserie 18, Beihe 1.5, Mai 2009, Table
1.41.

Figure 1. Types of atypical employment on the
German labour market, 1998-2008"

m1998 W 2008

Fart tirne {mas. 20 hours) |

I
Marginal e mployment “ ‘

Temporary contract [N

Temparary employment
agency workers 1] l
2 3 q 5 [

Nu mber of ermalayees, million

Sowrce: German Microcensus /RS
'"Dverigpping grovps; Persons gged 15-64, except students
and persans i professional educotion,

Against this background, this report infarms an the
guality of employment in the German context and
provides the Task Force with feedback for the
improvement  and  finalisation  of the indicator
framework, The insights gained fram this report
should also he taken into consideration for the
currently ongaing development of the indicator
framewaork on decent work by the [LO,

The objectives of this repart are

{1) to describe the quality of employment an the
German  flabour  market, applying  the
framework developed by the Task Farce. The
indicatars chosen for this report are based on
the list of proposed indicators as laid down in
the Task Farce paper dated luly 2009, which
wias received by the Task Farce an 10 August
2009."

Statisticed Measurement of Quality of Employment: Corceptu)
Sromework and dndicotors by the UNECE Task Force on the
Measurement of Guality of Crmployment Steering Committes, July
2004 version, For its final version, see Chapter | of this publication.
As the repert contains limited guidance regarding the definition and
application of the indicatars the caleulation of the indicators was
baszed upon the data availakility, national practices as well existing
practices in the European Statistical System (E55).
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[2) toidentify areas, which are deemed relevant
for guality of employment in the German
context, but not yet (adequately) included in
the Task Force list of proposed indicators. It
will also try to identify indicators which are of
limited relevance for Germany ar which are
redundant,

13} ta comment on important aspects af the
operationalisation and definition of the
indicators which are needed to adequately
interpret the indicatars.

The report is organised in seven analytical sections,
one for each dimension of the Task Forces' conceptual
framewark, In order to enhance the international
comparability of the results presented in this report,
preference has  been  given fto results  from
internationally harmanised sources that are published
2.8 Inthe Furastat online database or databases from
international  arganisations.  Only  where  such
harmonized sources were currently not available,
national sources have been used, with possible
restrictions regarding international comparability. The
results presented in this report refer to the most
recent reference year for which data are available,
usually the year 2008, Due to limitations of data
availability as well as the tight budgetary constraints
of the project, it was not possible to provide time
series infarmation for the entirety of the indicators.

A. Safety and ethics of
employment

The indicatars propased by the Task Force in the
dimension on safety and ethics of employment are
largely available in Germany. Some reserves are,
nevertheless, necessary in the case of child labour,
which due to the strict enforcement of labour [aws
protecting children from work is considered not highly
relevant in the case of Germany.

1. Safety at work

Working in Germany, also in international comparison,
can  be considered  as  wvery safe, with large
improvements made over Lhe last decades. The
situation 15 well represented by the indicators
proposed by the Task Force: According the results
fram the Eurcpean Statistics on Accidents at Work
[ESAW), in 2006 the fatal accupational injury rate was
2.1 workplace fatalities per 100,000 employees.™ In

* Data are available for HACE Rew, 1.1 ingdustry brancheas &, oo H, )
and K and thus excluding fishery, mining and quarrying, transport,

comparisan, the EU-15 average was 2.5 according to a
preliminary estimation. Over the last ten years, the
rate of workplace fatalities is decreasing in Germany,
starting with a rate of more than three fatal accidents
for 100,000 employess in the mid 1990 (figure 2).

Aosimilar development can be found for the rate of
nan-fatal work accidents, In 2006, accarding to the
ESAW, 30486 accidents at work have been recarded
per 100,000 employees.” From 1% until 2006 the
rate has dropped by nearly 40 per cent fram 5,037.5
to 3,048.6. It should be nated that the both the results
on fatal and non-fatal accidents at wark stem fram the
administrative records of the German  statutory
accident insurance. This is less of a problem for fatal
accidents (considering that death (5 a very serious
event with a quite straightforward defifition, at least
ir this context). Considering international comparisans
of the results on non-fatal accidents the definitions
and institutional context of the German statutory
accident insurance system will be inherent in the
results,

Figure 2. Accidents at work, 19%24-2006
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Source: -f:urcl_c,leun Stabtishics an Acoidents at Work,

Another possible source on accidents at work is the
2007 ad hoc module of the Labour Force Survey.
Compared to the ESAW, the LFS has the advantage to

storage snd communication, public sdministration and defence,
education, health and social work, other caommunity, social and
personal service activities as well as activities ot households.

™ these acerdents rofor ta those that lead 10 3 leave of at least three
days tor employess in NACE Rev. 1.1 branches &, Dto H, J and K,
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cover employed persons in all economic branches. The
drawbacks [related to accidents at work) include that
the ad hoc module is covering a sub-sample only and
not carried out on oa yearly basis, Furthermore, it
should be noted that the LFS covers accidents at work
s perceived by the respondents,  which  will
conceptually  differ from the statutory accident
insurance data. According to the LFS ad hoc madule,
the rate of accidents at wark was 2,382 per 100,000
emplayed persons in all industry branches.

The LFS ad hoo module at the same time provides
same information regarding the share of employed
persons working in hazardous conditions: Employed
persons are being asked, whether they are exposed 1o
factors that can adversely affect hisfher well-being at
the workplace. The module distinguishes selected
factors concerning physical health and mental well
being. According to the results, in Germany in 2007,
11 per cent of the employed persons were exposed 1o
factors that adversely affect their physical health
(rainly to difficult wark postures, work movements or
handling of heavy loads, to chemicals, dusts, fumes,
smaoke or gases as well as to noise or vibration). 12.3
per cent of the employed persons were exposed to
factors adversely affecting their mental well-being (in
the large majority of cases to time pressure or
overload of waork, but for about one per cent
employed also to harassment or bullying or even to
violence ar threat of violence). Again, the results from
the ad hoc module have the drawback that they are
not available on a yearly basis {the next ELU-LFS ad hoc
module on accidents at work and other work-related
health problems being planned n 2013 only),

2. Child labour

Although of large concern in a global perspective, child
lzbour is of limited relevance when analysing quality
of employment in Germany. Mational laws strictly
regulating Ptonomic activities of children tagether
with  the compulsory school  attendance  made
economic aclivities of children a phenomenon of
minor importance in Germany. For this reason, it was
so far not considered necessary 1o set up official
statistical  programmes  providing  a  detailed
measurament of child labour, Given the illegal status
of child labaur and in particular its worst forms, such
measurerment wauld furthermare be very difficult ta
achieve, if feasible at all,

Mevertheless, some information  regarding  the
economic activities of children can be obtained from
the LFS. Information is however reduced to the target
population of the LFS, namely persons aged 15 to 17

100

years, For this group, at least a part of the indicators
praposed by the Task Force can be provided from the
LF5.

In 200%, 1.1 per cent of the children aged 15 to 17
years usually warked mare than 40 hours per weelk,
which would then not be in line with the national
legislation for labour protection of children [Gesetz
um Schutz der arbeitenden lugend]. An cven higher
share af the persans aged 15 to 17 years usually ar
sometimes warks in the evening (three per cent) while
night work is very rare. Due to some exceptions made
by the national labour protection law (e.g. in the case
of bakeries) and some slight deviations in the
definiticn of “evening” (starting at 7 p.m. in the LFS
and at & p.om. according te the labour protection law),
it is however difficult to say whether this always
indicates infringements of the law.

3. Fair treatment in employment

Fair treatment in employment is & Cross-cutting
dimension of quality of employment. In each of the
other dimensions, treatment can be unequal for
different population graups. Therefore the Task Force
decided not to have a set of specific indicators an fair
treatment in employment, but 1o mainstream the
entire set of indicators as far as possible across
specific papulation groups such as women, sthnic
minorities, immigrants, indigenous population, and
persons  with  disabilities,  In Germany, ethnic
minorities and indigenous  population  groups are
usually no relevant categories for statistical repaorting,
at l=ast not to the same extent as, &g, in Morth
America, Regarding persons with disabilities only little
information is available regarding the indicators. In
mast cases a breakdown by sex, and in some cases
nationality, can be provided.™

Fair treatrment by sex

The employment situation of women has considerably
changed over the last decades. The share of wamen in
total employment increased from 43.2 per cent in
1998 to 46 per cent in 2008, Owver the same time, the
employment rate of women increased from 55.6 per
cent to 65.4 per cent, whereas the employment rate
of men “only” increased from 71.7 per cent to 759
per cent, Over the same period of time, occupaticnal
segregation  also decreased, but remained at a

" Mationality was used 55 a proxy variable tor immigration status in
arder to allow camparisons over time and across  counlnes,
Unfortunately, in contrast Lo the LFS in most other 055 ¢ountries,
the variable country of hirth is not & survey variahle in the German
LF5. A harmanisaed operational definition of migration stalus should
ke develaped for international comparisons,
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considerable  level (seo figure 3), The index of
dissimilarity, calculated at the level of the 15C0-82
major groups, decreased from 42.2 per cent in 1998 to
389 per cent in the year 2008, Managerial and
administrative accupations (15C0-88 major group 1)
are still largely male dominated:; 4.5 per cent of the
male employed, but anly 1.9 per cent of the female
employed occupy such posts, so that nearly three
guarters of the managerial and administrative jobs are
held by ren.

Figure 3. Occupational segregation by sex
{Share of employed men and wamen in the [SCO-88
major groups, 2008)
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The persisting differences in employment of men and
wamen suggest that hoth sexes might differ also
concerning guality of employment. The indicators
proposed by the Task Farce show that there are
differences according to the sex of the employed
persons, but that such differences wary  largely
according to the dimensions and sub-dimensions,
Whereas no major differences could be found in
dimensions 4, 5, & and 7, there are differences for the
ather dimensions {for the detailed results, please the
devoted sections of this report):

¢ Dimension 1: According to the occupations
predominantly carried out by men, accidents
at work, particularly fatal accidents, are much
maore frequent for male employed persons,
Similarly, men also work more aften in
hazardous conditions,

e Dimension 2 5trong differences can be found
regarding the income fram employment.
Women generally receive lower salaries then
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men, and the low-pay rate of women is
almost twice as high as that of the men.
fegarding the non-monetary benefits from
employment, which are often regulated by
law or collective bargaining agresments, the
differences nearly seem to disappear.

= Dimension 3: Similarly to the income, large
differences also persist regarding the working
time. Women do more often work part-time:
In 2008, 44.9 per cent of the women, but anly
2.4 per cent of the men worked part-time in
Germany, Surprisingly, the involuntary part-
time rates is showing a higher level for men
(36.7 per cent comparad to 19.5 per cent for
the women), which indicates that one should
not rely exclusively on that Vindicator to
analyse  differences  between men  and
women as it ignores the fact that women
often give up their employment for Family
reasons (but not necessarily “woluntarily™).
Men also more regularly work for excessively
long hours and in the night, while there are
no differences regarding the share of male
and female employed persons warking on
Saturdays and Sundays. Women do slightly
less  often  have flexible working  time
arrangements, Women also much more often
receive family leave benefits, although both
sexes are equally entitled to such benefits.

Fair treatment by nationality

lhe labour market participation of persons  with
forcign natianality differs in many respects from that
of German citizens,

The employment rate of foreigners, in 2008, was
considerably lower than that of Germans (37,8 per
cent for forcigners; 72.3 per cent for German citizens),
There is also occcupational  segregation  between
German  citizens  and  foreigners. The index of
dissimilarity was 22.4 per cent in 2008, and thus
considerably smaller than occupational segregation by
sex. As shown in Figure 4 the largest differences can
he found for the ISCO-B8 major groups 2 and 2 {for
which the share of Germans is almost twice as high as
that of foreigners) as well as 8 and 9 {for which the
inverse picture is given).

Regarding the indicators on quality of employment,
unfortunately, only a part of the data is available with
breakdowns by citizenship (not to speak of migration
status), Therefore this report can at best provide a
partial picture. One can guess that foreigners will be
more freguently concerned by waork accidents and a
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higher low pay rate, However, only few indicatars are
available to  comprehensively  substantiate  this
statement.

Fipure &, Occupational segregation by citizenship
{Share of employed German citizens and foreign in
[SCO-88 major groups, 2008}

s Nationals ==Foreigners
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B. Income and benefits from
employment

Regarding the proposed indicators concerning the
dimension on income and benefits of employment in
Germany, income-related indicators are available from
the European Union Structure of Earnings Survey
(SES).™ The indicators an non-wage pecuniary benefits
from employment come from  several  different
sources  and  need  further  discussion and
harmonisation through definition,

1. Income from employment

Indicators op income are of high relevance as the
manetary return will be dne of the basic motivations
far work. Although a good pay does not necessarily
equal a decent job, it is still very likely to be ane of the
basic preconditions for job satisfaction. The receipt of
a decent pay therefare is a crucial aspect of the quality
of employment.

The prevalence of employees with low income in
Germany 5 well represented by the indicators
proposed by the Task Force: According to the results
from the European Union Structure of Earnings Survey
(SES), in 2006, the mean gross hourly earnings far all

" LES 2008 cowers enterprises with at least ten ermployess in
sconomic activities C-0 excluding Lot MACE Rev, 1.1,

employees was £16.20. It has to be noted that —
although the SES is an internationally harmonised
survey available far all members of the Eurcpean
Statistical System [ESS) — international comparizons of
gross earning might be misleading as they cannot {ar
at least not easily) take into account the effects of
taxation and social insurance cantributions as well as
differences in purchasing power,

The low pay rate is considered a helpful indicator for
the inequality of the income distribution. The focus an
low pay is justified as low earnings are particularly
problematic regarding gquality of employment, The low
pay rate should, as proposed by the Task Force, be
calculated an the basis of gross howrly earnings {and
not on the basis of the gross manthly earnings of full-
time employees, representing the income distribution
of full-time warkers only), as anly this permits to cover
most types of non-standard employment in which low
pay is of particular importance in Germany.” In its
meeting in May 2009 the Task Force discussed two
threshalds which are currently in use in internaticnal
statistics: One half respectively two thirds of the
median gross hourly earnings. In 2006, 20 per cent of
all employees in Germany received less then 2/3 of
median hourly earnings and 7 per cent less than half
of it [low pay rates).”

Without further analysiz in international comparison,
it is difficult to decide for one of the two thresholds on
the hasis of empirical or statistical considerations,
Looking at the cumulative income distribution [see
Figure 5], one could argue that the 50 per cent
threshold might show some advantages as the slope
af the graph is lower at this point. A further
cansideration might be that most proposals for the
introduction of a general minimum wage in Germany
are around the 50 per cent threshold, Against this
background, the Task Force should at least consider Lo
make reference to bath thresholds,™ It should also be
noted that the international comparable source
chasen here [SES) cuts off employees of small
enterprises, does {in Germany) not cover the industry
branches A, B, L, O, P and O and therefore will
probably slightly underestimate the low-pay rate,

" Lpe  Stobistisches  Bundesamt  Mieddipeinkommen  usd

Erwerbstitipkeit, “Begleitrmatenal zum  Pressegesprach am 19,
Frankfurt am Rain”. Wicsharden, August 2002

" The lyw pay rate shown here is ealculated for employees aged 15-
i wha are not currently ineducation or training.

# another consideration could be the consistency with the at-risk-
of-poverty rate widely used within the Curopean Unian, whick has
hean set at 60 per cent of the respective equalized median net
inceme [after sacial transfors),
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The results on low pay already show that there is a
marked difference in incame of men and wamen. The
indicator ‘gendsr pay gap’ is not included in the
indicators praposed by the Task Force, Nevertheless, it
is very important loaking at this indicatar, at least as
complementary  information on fair treatment in
employment. The gender pay gap, calculated using an
EU harmaonised methodology and again based on the
SES 2006, is 22.7 per cent for Germany. It should be
noted that it differs largely between age groups and
econcmic sector. There is hardly any pay gap (two per
cent) in the lowest age group (younger than 25 years)
and the highest pay gap can be found in the age group
from 55-64 vyears (297 per cent), Looking into the
industry branches, NACE sections E {Water supply;
sewerage,  waste  management  and  remediation
activities) and K (Financial and insurance activities)
show the biggest gender pay gaps (about 30 per cent).
The lowest pay gap can be faund in MACE sections C
IManufacturing, six per cent) and | {Accommodation
and food service activities, eight per cent).

Figure 5. Cumulative distribution of gross hourly
earnings, 2006
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2. Non-wage pecuniary benefits

The proposed indicators on benefits from employment
are of high relevance as they are a guantitative value
of the quality of work that concern not only non-
monetary benefits, but also touch topics as the work-
lfe-balance and social protection. Howewver, their
calculation is not always straightforward in Germany
and internationally harmonised sources are partly
lzcking.
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Tahle 1. Share of employees with below 1/2 and 2/3
median haurly earnings {per cent)

1/2 of 2/3 of
median median
Total 7 20
Femnale 10 27
hale 5 14
Age
15 = 24 years 23 52 |
25 — 34 years ) 22 |
35— 44 years 5 15
45 = 54 vears 5 16
55 — 64 years ; 7 19
Industry branch 1
Mining and guarrying (C} 1 4
Manufacturing(D) 4 14
Electricity, gas and water i 2
supply (E)
Construction (F} 2 14
Wholesale and retail trade; a 25
repair of motor vehiclas,
motorcycles and personal and
household goods (G)
Hotels and restaurants {H) 27 G2
Transport, storage and 4 24
communication (1]
Financial intermediation (1) 1 3
Real estate, renting and 13 40
business activities (&)
Education (M) 4 B
Health and social work [N) 5 15
Other community, social, 12 25
personal service activities ()

Source: Europenn Structure n,f L-ammge- Survey A0

In the case of Germany there is no adequate source
for the average days of used paid annual leave.
Indicatars that were proposed in previous papers of
the Task Force such as the share of employess entitled
to paid annual leave ar ta paid sick leave are easier to
campile, but at the same time provide less
infarmation. In Germany, all employees are by law
entitled ta paid annual leave as well as to paid sick
leave, There are national laws that regulate a
minirnum of 24 days of paid annual leave for full-time
employees (Bundesurlaubsgesetz) and the entitlement
to paid sick leave [Entgeltfortzahlungsgesetz) for all
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employees, Mevertheless, some information on paid
leave and sick leave can be obtained from the
Eurocpean Union Structure of Earnings Survey (SES) on
the ane hand and the valume of labour accounts
(“arbeitsvalumenrechnung”;  total  hours  worked
according to the European System of MNational
Accounts) of the Institute for Employment Research
{IAE) on the other hand.

There are two possible indicators on paid annual (eave
for Germany. Both indicators do not show whether
the days of paid leave are actually being made use of,
fhe first wsing the Curopean Union Structure of
Earnings Survey (5E5) shows the average number of
days of paid annual leave that is stated in the contract.
For this indicator, it must be taken into account that
Germany has a very high number of employees in
part-time  and marginal employment  who o are
(proportionally) entitled to fewer days of paid annual
leave. Full-time employess have an average annual
leave of 28 days, part-time employees 18 days. The
secand data source available, the volume of labour
accounts [Arbeitsvolumenrechnung) of the Institute
far Cmployment Research (IAB), shows the average
number of days of paid annual leave far employees
including special paid leave like compassionate leave
and maternity leave for a full-time egquivalent {31
days).

The only available and reliable indicators an sick leave
far Germany are the average number of days in sick
leave per year per employes (7.2 days in 2008) or the
share of sick employees in all employees. The share
indicates that 3.3 per cent of all employees were on
sick feawve in 2008, Both indicators are based on
calculations  from the wolume of labour accounts
tarbeitsvolumenrechnung)  of  the  Institute  for
Employment  Research (1AB). In bolth cases the
registration of sick leave is registered by the health
INsurance oﬂl-,f if an employee is sick for more than 2
wiorking days. ¥

C. Working hours and balancing
work and non-waorking life

Besides the pay roceived, the time spent at work is
another crucial basic factor of quality of employment.
Here the indicators have to reflect two different
situatians that might be judged problematic regarding
the quality of employment: Not being able to work as
much as desired (which relates however rather ta the
availability of work than to its quality) on the ane hand
and working too much or at unusual times of the day
on the other. The latter situation could, amongst
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others, have a negative impact on the work life
balance, The indicators proposed by the Task Force
reflect both situations and are key elements of a
framewark an guality of employment,

It has aften been noted that, as a result of the number
of days of paid annual leave as well as the high
proportion of part-time  workers, the number of
annual hours worked per emplayee is guite low in
Germany compared to other countries. Nevertheless,
since a few years the number of annual hours worked
is no longer decreasing at the same speed. In parallel,
the share of workers waorking at unusual times of the
day has been increasing since the 19905,

1. Working hours

The indicator on average annual (actual) hours worked
per persan far Germany is based on the volume of
labour accounts [Arbeitsvolumenrechnung] of the
Institute far Employment Research (IAB), which
applies  the definitions  far tatal hours  worked
accarding to the European System of National
Accounts (ESA). Mevertheless, in order to allew for
international  comparisons,  for  the  indicator
framewaork it has be further clarified which definitions
should be applied. For Germany there are at least
three indicators that should be looked at (see table 2);

Table 2. Average annual [actual) hours worked per
employed person { employee

| Employees (full- and part-time|

2000 2005

Total employment (full- and part- 1473 142906
time)
13728 13252

Ermplovees (full-time) . 16642 1676.5

Source: estimotions from the velume of lobour gocounts
farbeitsvedumenrechnung).

The first issue to be discussed for this indicator seems
to be the reference parameter: The average hours
worked for all employed is by 104.4 hours higger than
for the employees anly. This is & consequence of the
fact that [at least in Germany] self-employved work
more hours than employees and are less likely to be
working part-time. Regarding the implementation of
the indicator on an internaticnal level, the reference
parameter should be clearly defined.

Another issue is the consideration of defining the
reference parameter in terms of full-time and/or part-
time employment. As, compared to other countries,
Germany is a country with a high rate of part-tims
emplayment, the average number of hours worked is
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lower just due to this reason. Inoan international
anvironment it might therefore be advisable to define
the indicator as the average hours worked of full-time
employvees, The caomparison of the results for the
vears 2000 and 2008 makes clear that the decrease of
the annual hours warked for all employees is at least
in part due to an increase in part-time employment,
whereas the average annual hours waorked far full-
time employess has even been slightly increasing.

The indicator of the annual hours worked per
employes gives an impression of the average hours
worked.  Howewver, it does  provide conly  linle
information regarding the development of the share
of employess working (largely} more than average or
who do work lass than they would like to. For these
indicators, the Labour Force Survey (which is at the
same time an important source of the volume of work
accounts) offers further valuable insight: The Labour
Force Survey [LFS) offers wariables to calculate the
indicatars for international comparison, with a time-
series and in several demographic sub-proups. The
results for Germany in 2008 are as follows:

The share of employved persons working 49 hours and
more per week shows a decrease from 10.5 per cent
in 1998 to 9.5 per cent in 2008, Regarding employed
people in non-managerial occupations anly, the rate
was 8.6 per cent in 2008, As there is an obvious
difference  in the hours warked by persons in
managerial occupations it should be cansidered 1o
propose two indicators an this issue,

The indicator an invaluntary part-time needs further
consideration, The Task Force proposed to indicate
invaluntary part-time for persans warking less than 30
hours per week (using the definition proposed by the
OECD). The results for Germany are taken out of the
LFS-Database of Eurostat using a slightly different
definition, which is at the same time maore likely to suit
international  comparisons. The  LFS  asks  the
respondent whether he or she works full-time or part-
time, In the context of the EW Labour Farce Survey this
information is used to distinguish the two groups
instead of the number of howrs worked. This approach
offers the advantage of being able to take into
account institutional differences in different countries
which will have an impact on what is considered a
part-time  jok.  Considering an international
implementation (at minimum effart and cost) the
definition of this indicatar should be revised.

Anather aspect regarding involuntary part-time is the
specification of what is considered  “involuntary™.
Invluntary is referred only to the answer category
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“no full-time job found™ in the LFS, It is very likely that,
in Germany, there are persons working part-time for
other reasons (like child care), but who would not
necessarily claim to work part-time “voluntarily”, Child
care facilities, as an example, might not be available
for every employved person. Persons caring for their
children or other family members might Lick this
answer because that is the main reason for working
few haurs, But it may well be possilile that they would
like to wark full-time if they had an opportunity to do
s, Therefore the Task Force should consider including
further reasans far waorking part-time in the indicatar
framewaork.

The results far Germany in a time series show that,
irrespective the consideration in the last paragraph,
the share of persons working part-time ifvoluntarily is
rising. In the last 18 years the share quadrupled from
2.5 percentin 1990 to 22.5 per cent in 2008,

Figure 6. Share of employed persons aged 15-64 in
involuntary part-time (in all employed persons
working part-time)’
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Source: Labour Farce Survey 2008,
'3005: Break in time series due to methadalogico! changes
and new sampling design.

2. Working time arrangements

Apart from the working time in terms of hours,
working time arrangements are another important
factor, Regardless of the number of hours worked, it
makes a difference whether the employes can decide
when to start and to stop working, or even use
wiorking time banking or if wark has to be carried out
at night ar during the weekend. The indicators on
working time arrangements are all available from the
yearly LFS or ad-hoc modules, This makes it 2asier to
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compare the indicators internationally. Still, not all
definitions in the EU-LFS are fully in line with those
proposed by the Task Force. Furthermore, the
definitions to be used for the calculation of the
indicators need further specification.

The definitions that should be reconsidered are night
and evening work as well as weekend and bank
holiday. Furthermare it should be discussed which
response iterms (usually, sometimes, never) should be
chosen ta calculate the indicator. We suggest Lo follow
the explanatory notes of the EU-LFS which take into
account that the definition of evening and night varies
considerably in many countries. According to the
explanatary notes “"evening work” is considered as
wark carried out after the usual hours of working time
in this Member State but befare the usual sleeping
hiours. This implies the possibility of sleeping at normal
times [whereas "night work" implies an abnormal
sleeping pattern).

Cancerning work on weekends the EL-LFS asks for
Saturday and Sunday work, bank holidays being not
included in Sundays. Therefoare it should be considercd
to reduce the indicator to Sunday work anly and not
to include work carried out on bank halidays.'™

In addition to these remarks on working time
arrangements, it should be stated that it is not clear if
the guestions are only answered by the target
papulation. It is not possible to identify persons who
wark in atypical hours as = for whatsogver reasons —
they prefer to do so.

The results far Gérmany are shown in table 3, It can be
clearly seen that there is a rise of work at late hours as
well as work on weekends up to 2007, which is cven
stronger when compared to the situation in the early
1990s.

Flexible work schedules are a different aspect of
working thne arrangements as those often enable
employees to combine working and non-working [ife
in a mare flexible way (Table 4), Unfartunately, for the
indicator “share of employess with flexible waork
schedules”, the availability of data is considerably
reduced: Suitable information is available Trom the
EU-LFS ad-hoc module on work organisation and
working time arrangements carried out in 2004,

" shauld e noted that in the Germarn LFS, different reference
pericds and response scales are being used compared to the cliber
EU momber states, which reduces international comparabilivg ("in
the last three munths did you waork at night [L..] usoally, regularly,
sametimes of nover” compared ta the LFS standard "I the last faue
wieeks, did youwwork at night [L.] vswally, sometimes ar never” ).

[ Year ;-én'mg Might Saturday Sunday
wiark wark work Waork
1952 155 7.6 20.9 10.3
1597 18,5 H0 227 11.3
2005 25.4 2.6 256 1=t
2006 26.8 &8 26.4 13.5
2007 27.0 9.2 26.8 141
i 2008 273 Q. 264 B 13.8
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Table 3. Share of employed people aged 15- 64
warking at evening/night or on weekands (per cent)

souwrce: Labour Farce Surnvey.
"Break In time series due to methodological chenges and
e srnging design.

Table 4. Share of employees aged 15- 64 years with
flexible work schedules, 2004 (per cent)

Warking time arrangements

Fired start and end of a working day 383
Staggered working hours, banded start and end 4.1
Working time banking with possibility only to take 148
hours off

Warking time banking with possibility to take full 157
days off [besides taking haurs off)

Start and end of working day varying by individual 3.9
agresment

Determines own work schedule (na formal 17
boundaries)

Other 1.8
Mo answer 198

Source: Ad-hoc module nj".!h:r: Lobour Force Sunvey 2004,

Unfortunately, the module is implemented in larger
intervals anly, for the next time not before 2015, After
all the most important question on flexible working
time arrangements will be part of the 2010 ad hoc
module on reconciliation of work and family life. A
further drawkback in the German context s the non
response; As the survey response for the ad hoc
module s valuntary in Germany, the non response
rate is nearly 20 per cent {compared ta only 5 per cent
far the core of the LFS). Apart fram this limited and
irregular frequency, it has to he guestioned what
flexibility means in this context. The ad-hoc module
has two questions on wvarizhle waorking  hours
considering 1) employess with variable warking hours
and 2) employees with the possibility to work variable
hours in the reference week, As the second question
refers to the reference week only and asks whether it
was possible ar not to take hours off, the first question
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is clearly more appropriate for the indicator proposed
by the Task Force.

The results for Germany show that as  many
employees work in flexible working hours as do in
fired working time arrangements (about 40 per cent
each). 157 per cent of the employees enjoy the
largest degree of flexibility, namely flexible start and
end times in combination with warking time banking
and the opportunity Lo take entire days off. The
resulls indicate that flexible working hours have been
mare commoaon in Germany compared to nearly all
other EU member states {except Denmark).™

3. Balancing work and non-working life

The results on working hours and  working  time
arrangements  already  showed that the balance
between working and non-working life is not balanced
far some employed persons, The tewo following
indicators proposed by the Task Force step deeper
inta the social aspect of working life. Unfartunately,
these indicators are not straightforward regarding
their calculation  and  are  difficult to  compare,
Furthermare, they reduce non-working life to child
care which is surely an important aspect but does not
give a caomprehensive picture regarding work-life-
balance,

The ratic of the employment rate for women with
children under compulsory schoal age 1o the
employment rate of all wamen aged 20-42 years can
be calculated on the basis of the LFS, The “indicators
far manitoring and  analysis” of the employment
guidelines that have been introduced to follow the
European Employment Strategy include an indicatar
that is close to the proposed indicator. It shows the
difference of the employment rates (not the ratio).
Although not currently  available from the online
database Eurostatl also provided the ratio. The ratio of
the German employment rates for women slowly
increased during the last years from 071 to 081
Mevertheless, the ratio for women in still largely
inferior 1o that of men (which is constantly above 1.1).
To be able to calculate the indicator from the national
datasets it would he necessary ta give a complete
definition of the variakles to be derived,

The second recommended indicator, the share of men
and women receiving family leave benefits, again, is
dependent on naticnal regulations.  ln Germany,

" See Ormar Hardarsson, “The flexinility of working time
arrangements far women and men®, Statichics i Focws 3673007,
Lugambourg: Eurostat.

Bttgfen curastat e curcpa, cufcachaITY OFFEUEKS-5F-07-
[AE/EN/KS-SF-07-005-EN PO
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maternity [eawve 5 regulated by law
(Mutterschutzgeselz). Every mother is entitled 1o a
paid leave of at least four weeks before and eight
weeks after giving birth. Additionally men and women
have the opportunity to take a period of paid family
leave of up to fourteen manths. The share of persons
who make use of this paid family leave can be
analysed on the basis of the German Microcensus (or
clse on the basis of administrative registers which are,
however, not yet available for the same breakdown).
Much more women then men take this opportunity as
the results below show for 2008, Furthermore,
women normally take the leave for much langer
periods than men,

As it is obvious that generally younger persons take
family leave, the scope of this indicafor should be
discussed in terms of age limitation. The results by age
groups shown in table 5 are influenced by the fact that
this type of family leave benefits was introduced in
2007, Conseqguently, parents of children born before
2007 do not belong to the beneficiaries of
“Elterngeld”. It shauld furthermore be noted that the
relevance of this indicator is limited, at least as
concerns international comparisons.

Table 5. Share of men and women with children
below 18 years old receiving family leave benefits
(“Elterngeld") (per cent)

Aga group hen Women  Total
15-24 years 2.8 320 25.9
25-34 vears 3R 17.4 11.8
35 years and older 2.4 4.9 aa|
15-54 years 0.5 7.6 4.5

Source! German Microcensus 2008,

The indicators proposed are very much focussed on
the balance of work and child care, Althaugh being an
important part of life, non-warking life should yet not
be reduced to child care. Therefore the share of
emploved people who fesl time stressed should be
considered as a further indicator, which, in the future,
might be provided through Labour Force Surveys.
Regarding further aspects of the balance of working
and non-working life the average time used to get to
work and back home should be considersd as a
further indicatar.
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D. Security of employment and
social protection

For many employees, at least in Germany, stability of
employment is probably nearly equally important to
the level of pay or the time spent at the workplace.
Employees with fised-term contracts or working in
temporary labour agencies typically have reduced
employment security compared to those with open-
ended contracts. Social protection refers to the
security job holders have in case of illness, injury, old
age, but also unemployment.

Regarding both employment security as well as social
protection, Germany has reached a high level of
protection compared to ather countries. Mevertheless,
impartant changes have taken place on the German
labour market over the last 20 years. With the rise of
the share of persons in atypical employment, the
share of employed in less secure jobs and with
reduced social protection has also been rising.m At
least  regarding  temporary  employed  similar
developments can be found in most European
countries,

1. Security of employment

The share of persons with temporary contracts in all
employees, has slightly risen since the mid 1990s in
Germany, but is still clearly below the EU average. It
increases from about 6.4 per cent in 1996 to 2.7 per
cent in 2008 (EU-15: 8.3 per cent in 1996 compared to
10,7 per cent in 2008}, Given the high level of
pratection of most open ended contracts in Germany,
this is guite remarkable. As can he seen in figure 7, the
increase is not steady, It has to be noted that part of
the increase in the share of employees with a
temporary  contract  is presumably  due 1o
methodalogical effects (as revisions of guestionnaire
design, sampling design and  weighting  scheme}
connected tO the introdugtion of a continuous LFS in
Germany in the year 2005, These changes lead to
improvemsnts in capturing  persons  in marginal
employment, which at the same time leads to a break
in the time series. "™ Furthermore, the development of
temparary employment is not only influenced by the
economy and the labour market but is also directly

Y2 v s sarmetimies argued that the rise of insecure and partially -
protectod types ot employment helped 1o reduce unemployment
and thus improvod the situation of many persons otherwise
unemployed. Such causality s, however, difficult to analbyse with the
available data sources and also bayond the stope of this repart.

MO karner, and K. Puch. “Dor Mikrozensus im Kontext anderer
Arheitsmarktstatistiken”, Erigshnizunterschieds et ihrs
Hintergeunde. Wirtschaft und Stotistik 772009, p. 528-551.
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connected to legal changes, at least in Germany,
Looking  at  European  figures  on  temporary
employment the development in some countries
seems to be connected to external factors as well. For
Germany a legal change is clearly wvisible in 2001.
Therefore it shauld be well taken into account that the
comparison  of  temporary employment  in an
international context is not withsut difficulties and an
indicator on this may be arguable,'™

The proposed indicators an temporary employment
are all available fram the Eurostat LFS database for all
members of the European Statistical System.
Unfortunately, the LFS cannot  differentiate  all
proposed  durations of temporary contracts. The
longest duration asked for is three years and more
linstead of five and mare proposed by the Task Force),
It is reasonable to focus on persons employed aged 25
years and older only as, particularly in the case of
Germany, many young people below this threshold
are in apprenticeship or vocational training and have a
temporary contract for the time of the apprenticeship,

Figure 7. Share of employees with temporary
contracts, 1996-2008'"
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Source; Lohour Force Survey.

It is interesting to see that the duration of temporary
contracts is limited to ane year in most cases (up to 60
per cent of all temparary contracts). Qnly a few
contracts {about ten per cent) are based on mare than

™ 1t should be noted that the interpretation of this indicator, wa
cansiderable extent, depends on the institutional context, Whethar
an open-ended employment cantract really ofters a larger degroe of
cmployrient security is connected e the employer's abligations
cencerning such type of caontracts. Similarly, the legal canditicens for
agency workers vary & lot between countries and have been subject
to important changes s the case of Germany.

U There s a break in the time series in 2005 due to methodelogical
changes and a new sampling design.
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three years. Ower the last deceade, the share of
cantracts lasting for up to one year has slightly been
increasing, while the share of contracts of 13 to 36
months has been more or less stable and contracts of
three and more years were decreasing.

Figure 8, Duration of temporary contracts, 1996-
2008
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Another possible indicator is the percentage of
unincorporated self-emploved, Howsewver, the notion of
being self-employved and “unincarporated” is not
clearty defined in the German context and its
operatipnalisation  in the LR is  far  from
straightforward, Locking at the purpose of the
indicator the share of own account workers [self
employed without employees) can be used as a proxy,
whether unincorporated or not. A possible drawback
of this indicator is that the group of own-account
workers is wvery heterogeneous, eg. regarding the
income which in this case 15 an important aspect of
employment security. The indicator can be gained
from the Eurostat LFS database, too. The share of
unincorparated self-emploved in all employed was 5.7
per cent in 2008 and increased by 2.1 percentage
points in the last fifteen years.

2. Social protection

Ltocial protection, also within the context of the
European Union, is largely regulated by natianal
legislation. Therefore international comparisons are
even more difficult than for other dimensions of
guality of employment, even if the data stem from
harmenised sources such as the LFS. Being covered by
unemployment insurance has distinct meanings and
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indicates a different level of social protection in each
country. Furthermore, even within ane country, the
national legislation on social protection can changs
over time, and in fact was changed several times in
Germany since the early 1990s. Similar reservations
apply to the coverage by statutory pension funds.

The indicators on social protection originate from
different sources. The share of employees covered by
unemployment insurance can best be calculated from
the employment register of the Federal Labour
Agenw.m As according to the Federal Social Law
(Sazialgesetzbuch] all employees who are subject to
full sacial contributions are entitled to unemployment
insurance. The indicator can be cperationalised as the
share of registered employed who are subject ta full
social  insurance  contributions  in @ registered
employed, The share aof employees™ covered by
unemployment insurance was 88 per cent in 2008, but
decreased by bwo percentage points in the last eight
wears. This decrease is due to the increase of marginal
employment which s subject to reduced social
contributions (as well as reduced social benefits). The
share of men covered by full social insurances is about
11 per cent higher then the share of women.

The =hare of cconomically  active population
contributing to a statutory pension fund can be gained
from an analysis of the German Microcensus (which
includes national additional variables to the LFS). The
results for Germany have changed only slightly from
1998 (82.2 per cent) compared to 2008 (825 per
cent). A bigger difference can be seen looking at the
share of econamically active women contributing to a
statutory pension fund, Their share rose from 81.4 per
cent to 84.3 per cent parallel ta the rise of the share of
employed wamen. At the same time, the share of
economically active men contributing to a pension
fund decreased from 83.1 per cent to 219 per cent,
presumably as a consequence of the increase in
rmarginal employment.

The public social expenditure as a share of GDP is
estimated by the Federal Ministry of Labour and Social
Affairs."™ The public social expenditure since the early
19905 was about 30 per cent of the GDP, with & peak
in the year 2003 (32.2 per cent) followed by a
decrease to 29 per cent in 2008 (Figure 9),

" This indicatar may be estimated indirectly using the guestion on
statys e ermplayment in the LFS.

i Employees, excluding government officials,

" o0 “ondesministonum fir Arbeit und Soziales (BRAS)Y.
Rogiofhericht 2006, Barlin, 2009,

bitbps e brmas defcoremedia/penerator/33916/praperty=pdf/al
01-04  sozialbericht 2009, pdf
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Figure 9. Public Social Expenditure as a share of GDP,
1990-2008
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&5 the Federal Ministry of Labour and Social Affairs
notes, the decrease was mainly due to moderate
increases in pensions {following the development of
the wages), cost reductions in health insurance as well
as increases in the GODP, Regarding questions of guality
of empleyment, this indicator s wery difficult to
interpret and is also strongly influenced by the
naticnal social insurance legislation as well as shart
term economic trends. 1t is far instance closely linked
to the GDP, so that one might argue that an increase
in the indicator does rather indicate a situation of
coonamic corises than an increase in quality  of
employment,  In international  comparison, i
Germany, the social expenditure as share of the GDP is
rather high. Higher level can anly be found in Sweden,
France, Belgium and Denmark.""

In the sumrmary, the indicators on social protection at
hest provide a partial picture of this dimension.
Possible changes in the social protection systems are
nat taken into account, Furthermore not all aspects of
social protection are covered at all. For instance
health insurance and accupational disability insurance
are not taken into consideration, As noted abowve,
international  comparability s hampered by
institutional differences, for instance in countries

10 2000, gross expanditure on seonl protection accounted for
6.9 por cent of GDF in LU-27, 2 Antonella Pugla. Statistics in
Focus A0 004, Luxembaurg.

https/fep, purastat.eceurops. cufrache/TY OEFPURSKS-50-09-
DA0/E R /KE-5F-0% 040-E M POF
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where sacial protection is not linked 1o employment
but to a general tax-based system.

E. Social dialogue

The German systerm of industrial relations is often
being characterised by its  high  degree  of
institutionalisation of the dialogue between employers
and employees. Consequently, compared to other
countries  conflicts  about  wages  and  working
canditions are often solved in a relatively consensual
way, Furthermore all employees [except government
officials) are entitled to strike in case of conflicts. This
general situation can clearly be found in the indicators
of the dimension,

First of all, the number of days not worked due o
strike and lock-out are far below those of other
countries {see table 6). In 2004 and 200%, no more
than one day was lost per 1000 employees due to
strikes and lock-outs. Mevertheless, in recent years
there have been some mare intensive strikes in
particular industry branches, The last bigger strikes
have taken place in 2006 in public admimstration and
in 2007 where the enging drivers of the German
railway went into strike for several weeks in a row.
lhe indicatar on strikes ariginates from information of
the Federal Labour Agency and can be found in the
Eurostat database on labour dizputes, It should be
nated that the indicator is based on information given
by the employers, who are required to provide
infarmation on days not worked due to strikes and
lock-outs. The statistics covers only establishments
with at least ten employees and anly strikes that last
for at least one entire day. Furthermare, trade unions
often claim that employers were reluctant to repart all
strike activity, These points have to be considered
when interpreting the results; nevertheless, Germany
remains a country with remarkably few strikes,

Wages and working conditions in Germany are largely
regulated by law and collective agroements which
leads to gquite a high level of centralisation. Employees
covered by collective wage bargaining have the
ppportunity to profit from the contracts fized by the
employers associations and the trade unions. The
share of employees covered by collective wage
bargaining therefore is a meaningful indicator in the
German case and furthermore can be taken from the
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Tahle 6. Average number of days not worked due to strikes and lockouts per 1,000 employees

Activity 2001

Agriculture, hunting, forestry and fishing 0
Total industry [excluding construction) 3
ranufacturing 3
Construction 0

2

Whaolesale and retail trade, repair; hotels and
restaurants; transport, storage and communication

Financial intermediation; real estate, renting and 0
business activitias

Public administration and defence; education; health 1]
and social work; private households

TOTAL 1

2002 2003 2004 2005 2006 2007 2008

L] 0 0 )] 0 [4] n.a
32 22 G 2 11 5 n.a
32 22 [ s 11 5 .4
27 0 0 I 5 n.a
1 1 0 32 n.a
4 0 0 0 0 0 n.a
4] i} 0 2 43 0 n.a
>
9 5 1 1 12 [V 4

Source; Furogenn Stelishics oo Labour Oispules.

SES. According to this source, the share of employees
who receive a pay according to the collective wape
agreement was 423 per cent in 2006." This share
covers those employers who are contractually obliged
dug  to  their membership in the employer's
association, Actually, a certain share of emplayers
grants their emplayees the pay laid down in the
collective  agreement  valuntarily  without  being
member of an employers association. Taking this
group inte account, the share of employees covered
by collective wage bargaining is estimated to be at
least 50 per cent,

The indicators proposed by the Task Force well
represent the dimension of social dialogue in Germany
between employers associations and trade unions (the
so-called “Tarifpartner”), bul omits the level of the
local business units, In Germany, trade unions play a
[mited role in the local husiness units ("Betriebe™), but
works  councils are entitled to  impartant rights
regarding the social dialogue on the lacal level. The
existence or inexistence of a works council can have
impartant  cansequences for the actual working
conditions and should he included as an indicatar in
order 1o g@rasp a complete picture. Unfortunately,
currently the data availability is restricted in this area.

0 The 5E% is carried oot every four years. Please note again that the

SES covers enterprises with st least ten employees in econamic
actleities defineg by sections C-0 excluding L af NACE Rew.1.1,

F. Skills development and
training

In the public debate, the importance of skills for
quality of cmplayment is being more and more
pronounced.  Cuestions  of  training  and  skill
development  have  even  become  a  topic in
negotiations about collective bargaining agreements.
Therefare, at least in Germany, the importance of this
dimension is growing.

Fortunately, the LFS offers harmonised information on
skills development and training by sex and age [and
alzo further dimensions). The indicators can partly be
taken straight from the Eurostat LFS database or can
be taken out of the national LFS dataset. The share of
employved persons in high skilled occoupations, defined
as employed persons working in occupations with
ISCO-88 major groups 1 to 3, increased from 33 per
cent in 1992 ta 42 per cent in 2008, Loaking into sex
and age graups it can be seen that this increase taok
place in all age groups. Therefore it can be assumed
that it is due to a growth in high skilled ccocupations
itself which came along with strectural changes in the
German economy. Interestingly, the share of women
in high skilled occupations is by four percentage paints
higher then the share of men. This result is due to a
higher share of women in the group “Technicians and
associate  professionals” {I1500-B8 major group 3).
ISCO-88 major groups 1 and 2, on the contrary, are
characterised by a much higher share of men.

It could be argued that there is only a loose
connection  between  high-skilled occupations  and
quality of employment and that the indicator is rather
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ane that describes the economy as a whale than
guality of employment. Compared to the simple share
of high-skilled occupations, the paossibility of skill
development s clearly a precondition for a high
quality job. Regarding the proposed indicator “Share
of employees who received job training within the last
12 menths” data are available from the LFS, but only
referring to training in the last 4 weeks (Figure 10).
This short time period in which training has taken
place might not fully cover the original aim of the
indicater. Mevertheless, ane should consider using the
indicator based on four weeks, as this is the standard
al least within the European Statistical System.'” The
results for received job training during the last four
weeks are unsteady, but showing an upward trend
fram 3.1 per cent to 5.4 per cent in 2008,

Figure 10, Share of employees who received job
training within the last four weeks

s
=
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|

Per cent
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2003 2004 2005 2006 2007 2008

Source: Labour Force Survey.,
'Brewak in time serizs due to methadalogical chaoges and
news sampling design,

-y

"' For the construction of an indicatar conceraing job training it
should be taken into zccount thatl both reference pericds [four
wieeks and twelve months) have strengths and weaknasses, While it
might be argucd that four weeks s too shart for 3 rather wregular
event such 35 & training course, it is also true thatr valid yearly
averages can sbill be abtained. The main difference from the
indicator based on the lzst twelve months is that the lovel will be
caonsiderably  higher  and  interpretation maybe  slightly mase
straightforward. On the other hand, the biggest drawback of the
indicatar hased on the fast twelve months is that inevitably recall
arrors will ooour as the time span seems to be too long far the
respondents to corrcctly remember the exact date of tramng
courses.  Internatianal compansens  furthermore necessitate a
detziled comparison of the respective national guestionnaires wsoed
for data collection (=g effects due to the number response
cakepares provided ete. ).
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Anyway, for Germany it is possible to calculate the
indicator also for the last twelve months using the
additional national questions of the LFS [part of the
German Microcensus): 5.3 per cent of all German
employees received job training within the last four
weeks in 2008, Most of the trainings that have taken
place in the last four weeks are attended by
employees aged 25-34 years. Women slightly maore
often participate in job training then men (5.8 per cent
compared to 4.9 per cent). Looking into  the
Micracensus 2008 and referring to the twelve maonths
reference period for receiving job training the result
for all employees is 20 per cent and the age group
with the biggest share stays the same, Also for the last
twelve months, the share of women in job training is
slightly higher than the share of men (208 per cent
compared to 19.2 per cent]. A further possible source
is the EU Continuous Vocational Training Survey
(CWTS). According to the CWTS 30 per cent of the
employees participated in wocational training during
2005,

another aspect of guality of employment is whether
the skills fit with the cccupation or whether there is a
skill mismatch, Both situations, persans with mare as
well as less education, can be considered problematic.
The indicator can easily be calculated when cross-
tabulating highest educational attainment according
to 15CED-9Y and major cccupational group according
to ISCO-88."" Unfortunately, the methodological
issues hehind the indicator and the interpretation of
the results are less  straightforward  than  its
calculation.™™

The share of empleyed who have more education than
is normally reguired in their occupation is between
five and six percent over the last years (2008: 5.6 per
cent). According to the discussions in the Task Foree,
the indicator is defined as the share of employed
persons with level of education attained 1SCED S or &
that are working in occupations of the 15C0 major

B2 cimilar indicater has bean proposed by the ILO Warking Graup

an Labour Underutilization, See L0, Seyend  Unemplopment:
Measurement of Other Farms of Lobour Underutilization, Roaom
decwment 13, 18" International Conferance of Labcur Statisticians,
Geneva 24 November-5 December, 2008,

" 1 Germany, one af the majar problems with this indicator is that
thie codification of occupations according to ISC0-88 s prone to
errors, Thes 15 a5 much due to corncepiual shortcomings of 1500
implementation in Germany as to the usual crrges in coding
aperations [carried cut during the fieldwork]. Coding ot ocoupations
pccording to 15C0-88 s dene through the pational classification
“Klassifikation der Berufe”, dating from 1992, Unfortunalely, the
naticnal classification and 15C0-88 do not fully match so that the
results according ta 1500 should be interpreted with some coution,
However, fewer problems are abserved if the analysis is restricted
ta the ane-digil level
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groups 4, 5, &, 7, B, and 9. Astonishingly, men mare
often (around 7 per cent} have more education than is
naormally required than women (around 4 per cent).
The results for Germany almost perfectly match with
the averages for the EU-15 as well as EU-27 countries.
The construction of the indicator is problematic as its
thearetical maximum  is  defined by the share
employed persons with highest level of eduocation
attained 15CED 5 or 6 (26 per cent in Germany), In
other words, stating that 5.6 per cent of the employed
persans  have more education than iz normally
required in their accupation somehow masks the fact
that 21.3 per cent of the employed with ISCED level 5
or 6 have more education than normally required.
Therefare that Task Force should reconsider the
calculatian for the indicator.™™

The oppesite phenamenan, employed persons who
have less education than is normally required in their
occupation, cccurs more often [2008: 17 per cent), but
is al the same time ewven more problematic to
interpret, In addition to the problems applying to the
share of persons with more education than normally
required the problem s that the results of skill
development on the job and training cannot {at least
not fully} be considered in calculating the indicators,
Here warmen are more often in the situation to have
less education than is normally regquired in their
occupation (20 per cent compared to 14 per cent of
male employees).

G. Workplace relationships and
work motivation

The Task Force has not yet fully accepted the
indicators on warkplace  relationships  and  work
motivation. Mevertheless, these indicators are of great
importance as they give insight in the guality of
employment perceived by the emplovees. Far many
workers with decent working conditions and pay, a
geod wnderstanding with the co-workers and a
satisfying content of the job will maybe be maost
important in overyday life. Therefare it is important to

" he Furcpean Working Conditions Suseay {EWCS] combines skil
risratch and training needs by asking whether the respondent
“necdls] further training to cope well with my duties” (21.8 per cent
for Germany compared to 13 per cent in EU-13) or “hals] skills ta
cope with mare demanding tesks” (27.7 per cent for Garmany
compared to 342 per cent for EL-15). Both guestions shoold be
considered for further development of the LFS, as they might lead to
mare tarpeted results compared ta the currant definition of the
indicators, For further details see European Foundation tor the
Improvement of Living and Working Conditions. Fourth European
Warking Condihions Survey. Lusembourg 2007,
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keep the indicators in the framework despite the
limited availability of data,

Unfortunately, there are no official statistics and
hardly any surveys that cover this topic in a
harmanised way. The European Working Conditions
Survey (EWCS) provides harmonised data for several
indicators for all Eurcpean countries every five years.
However, considering national results the sample sire
fabout 1000 persons in mest countries) of the national
EWCS is guite small for countries with high population
and will not allew differentiated analyses of different
population graups. Sometimes national surveys from
academic statistics deliver similar data with a slightly
higher sample size but  with no  international
harmonisation and comparahility, Another aspect of
these surveys is the context and purpose%n which the
gquestionnaire is developed and analysed.

There might be a passibility of a European wide survey
on quality of employment regarding the employees’
peint of view. The European project “Measuring the
Dynamics of Organisations and Work” {MEADOW]™"
has developed an employee survey that is currently in
a guantitative pre-test in several European countries.
As saon as an implementation of this survey is decidead
itis worth considering it as a source for the indicators,

For the reasocn of a lack of reliable data one should
also cansider to include data on indicators concerning
workplace relationships and work  motivation in
(afficial) international harmaonised surveys such as the
LFS in order to receive reliable and comparable
resuits. The Task Force might discuss these and further
possibilities to improve the availability of data in this
important area.

1. Workplace relationships

For  Germany most indicators on workplace
relationships were taken from the EWCS 2005,
However, 1t shauld be noted that the questions dao not
all fit p?iasrfecrly to the indicators suggested by the Task
Farce,”

The indicatar on employees who feel they have a
strang or wery strong relationship with their co-
warkers can be generated by the questions on good
friends at wark taking the answers “1 strongly agree”
and | agree”. Considering this, 62 per cent of all
employees have a strong relationship with their co-
workers.

" For further infermation see: htto:ffwww rmeadow-projpc.ey
" Ear further details regarding the fallowing results, see Euragean
Foundation for the Improvement of Living and Warking Conditions:
Fowrth Curnpenn Working Conditions Survey. Luxembourg, 2007,
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Concerning the indicator on a strong relationship with
the supervisar there is no such guestion in any survey,
The EWCS offers the share of employees who get
assistance fram their supervisor if they ask for it (59
per cent), In ather surveys guestions on sabisfaction
regarding the supervisor ar talks/discussions with the
supervisar are asked but, too, do not lead to the
suggested indicator,

For the indicatar an discrimination at work it may be
worth loaking into different kinds of discrimination. As
shown in table 7, the EWCS asks differentiated if
employees have been a victim of discrimination at
work and gets different results for women and men as
well as for the kind of discrimination.

Table 7. Share of employees (15- 64 years) who have
been a victim of discrimination at work (per cent)

Discrimination Male Female Total |
linked to...
Urwanted saxual 0.3 25 1.2
attention
gender [ sexual 0.1 1.6 0.8
discrimination
Age 2.6 3.5 3.0
Maticnality 0.6 1.5 1.0
Ethnic background 0.3 0.2 0.3
Religion 0.4 0.4 0.4
Diisability a.5 Q.2 0.4
Sexual orientation 0:4 - 0.0
| any kind of 4.8 9.7 7.1
discrimination

Spurge: Eurppeon Working Conditions Survey 2005,

The indicator on harassment at work shows a similar
pattern. 2.2 per cent male employess compared to 7.3
per cent female employees feel they have been a
wictim of bullying or harassment at wark.

114

2. Work motivation

Concerning the indicators on work motivation the
EWCS offers input, tac, Nevertheless, ane indicator is
taken from a private national survey as it fits better to
what the indicators wants to express.

hccording to the EWCS 2005 the share of employees
who feel they do useful work is 77 per cent in
Germany. The indicator is generated by the answers
“almost always” and “often” of the question cn the
frequency of feeling 1o do useful work, There are
hardly any differences between age groups and sex.

Concerning the indicator on received feedback the
E'WCS does not deliver the requested information. It
only asks whether an employee has a strong
relationship to his or her supervisor, if it is possible to
get assistance or if there are talks/discussions with the
supervisar, Therefore a national survey is used.
According to the results of the survey “Was ist gute
Arbeit?™ (English: What is a good wark?) 66 per cent
of all employvees receive regular feedback from their
supervisor. There is a slight difference between men
168 per cent) and women (73 per cent) who feel they
get feedback but hardly any differcnce in the age
groups.

According to the EWCS again, the share of employees
wha feel they are able ta apply their own ideas in
work is 46 per cent. Men (49 per cent) more often
apply their ideas at work than women (42 per cent),
Regarding the age of employees it can be seen that
only 30 per cent of the yaungest employees aged 15-
24 years can anly apply their ideas compared to nearly
50 per cent of the older age groups.'™

An indicator that summarises the situation at wark
and the working conditions states that 88 per cent of
all employess are satisfied with  their working
conditions. The share differs in the age groups and, as
tahle 8 shows, young [15-24 years) employees are not
as much satisfied as their older colleagues,

M7 The survey Wos ist guie Arbeit? was conducted in 2004 by an
imtintive called "New Cuality of Work Initiative” [INCA) with a
sample size of 5,388 interviews. For further detaits see Tatjana
Fuchs, Was jst gule Arbelr? “Honzeption und Auswertung einer
reprisentativen Untersuchung”, Bremerhaven, 2006

YL should be taken inla account that the sample sizes of the
younpest and aldest age proups are very small,
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Table 8. Share of employees who feel satisfied with
their working conditions

Age “Perc&ntage
15 - 24 years 759
25 - 34 years 851
25 - 64 years 89.6
a5 - 44 years 936
| 45 - 54 years 88.0
r 55 - 64 years 906
| 15 - 64 years 88.2

Saurce: Eurapean Waorking Conditicns Survey 2005,

H. Conclusions

Two main results can be summarised looking at the
research presented in this report, The first concerns
the level of quality of employment in Germany, the
second  the quality of -the framework and the
indicators in the German context, e, their relevance
and comprehensiveness within the German labour
markeat,

(1) Looking at the results from the perspective of
international comparison, ane could summarise that
guality of employment, in total, is excellent in
Germany. Compared to other countries, working in
Germarny s rather safe, well paid and secure. The
working time iz flexible for a guite large share of
employees,  Furthermore  the systems of  social
protection of industrial relations are both highly
instituticnalised and cover quite a large share of
employess, Nevertheless, saome weak points have to
be mentioned as well: There are considerable
differences in employment participation and earnings
of women, who are also to a much higher degree
engaged in child care related activities as their male
co-workers, The time series presented in this report
alsn suggest, that quality of employment in general
has not further improved over last decade regarding
mast dimensions and is even in slight decline for same
of them: This concerns for instance earnings (rising
level of low pay rate), atypical working times
[increasing share) and also employees with fixed-term
contracts (rising share). Finally, with the increasing
number of employees in nan-standard employment
the share of employees nat fully covered by the social
pratection system is alsa in slight increase.

{2} The indicator framework proved to be quite
relevant and comprehensive in the case of Germany,
This is for instance true on the level of the dimensions
and sub-dimensions, which are reasonably concrete
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and well structured, In contrast, the choice of the
indicators could be further improved in some cases.
Concrete recommendations are given in the Feedback
report ta the Task Force on the Cuality of
Measurement of Employment which is included as an
annex. More generally, the indicators of the following
dimensions do not fully display the situation in
Germany appropriately. For instance:

Cirmension 1: The indicators for fair treatment in
empleyment should be reconsidered, Providing the
cntire set of indicators with breakdowns by sex has
proven to be very useful. However, aur analysis has
shown that this approach cannot substitute a set of
targeted indicators on fair treatment in employment.
The Task Force should spend further work on this
issue in order to adeguately report the int*qualities far
men and women on the labour market. Similar
remarks apply to the other population groups
mentioned under the sub-dimension “fair treatment in
employment”,

Dimension 2: As discussed in the Task Force, the
incame related indicatars are based an the Structure
of Larnings Survey (SES), which undoubtedly is the
most accurate daia source regarding gross earnings
and is furthermare carried out in & harmonised way in
the entire Eurcpean Statistical System, However, the
5ES also has considerable drawbacks, These include
the four yearly frequency and in particular the cut-off
threshold of ten employess per local business unit
which leads to the omission of a fairly large group of
employess {more than 25 per cent of the employees
in Germany). Furthermore, a number of industry
branches are not included in the target population of
the SES [around 10 per cent of the employeess)
Though referring ta net earnings, the Task Force might
cansider using the income information obtained wia
the LFS instead. This, of course, has other conceptual
[net instead of gross earnings) and methodological
[reasurement  errors,  item  nan-respanse etc)
drawhacks,

Dimension 3: The share of part-time employees is only
partially represented by the indicators proposed. This
might give a misleading picture, especially in a country
with a high rate of part-time employees (like
Germany). One should note that the indicator an
invaluntary part-time employment is problematic as it
anly covers respandents who said that the item “could
not find a full-time job” was their main reason for
waorking part-time. Persons who, e.g, state that they
waork part-time for the main reason "looking after
children or incapacitated adults” are not included
although ane can probably not argue that such a main
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reason s equivalent  with  working  part-time
“woluntarily”. A possible remedy would be to add
further reasons for working part-time. &n additional
indicatar could be the share of employees working
very few hours (eg, less than 21 hours and maybe
except persons with typical side-jobs such as students,
pupils or pensioners), This indicator would also be
complementary to the one on excessive hours of
waork. Regarding the balance of working and nan
warking life the average time used to get to work and
back home should be considered as a  further
indicator,

Dimension 4: The indicators on employment securify
are not comprehensively representing the situation in
Germany. Employees with fixed-term contracts are
certainly a good indicator for persons with low
security of employment. However, the remaining
cmployees  (with open ended contracts) exhibit
remarkabtle  differences  regarding employment
security which should be reflected by the indicators,
Fossible further indicators include the share of
employees  warking  for  temporary  employment
agencies as well as the average time elapsed since the
start of the main job or the share of employees whao
changed the employer over the last twelve months, All
these indicators would be easily available from the LFS
within the European Statistical System.

Dimension 5 Given the large institutional differences
between countries, the indicators on social dialogue
are not easily defined. In the German context, a
drawback of the propased indicators is that the social
dialogue at the local business units is not reflected by
the indicators at all. This is a problermn as, at least in
Germany, social dialogue at the local business units is
legally quite distinct from collective wage bargaining
fwhich is normally not taking place at the local units).
Therefore, in the case of Germany the share of
employees *worl-cing in local business units with
established  works  council  would  be  essential.
Unfartunately, no data are currently available for this
indicatar,

Dimension & The share of employed persons who
have more respectively less education than is normally
required in their occupation are important indicators
and should be kept in the framework. However, the
aperationalisation chosen by the Task Force (vig ISCO
and I5CED codes] is nat straightforward and raises
many methodological questions. & separate,  but
targeted guestion an this issue, as used in the
European Working Conditions Survey, would probatbly
provide results  that are easier to use. The
precondition would be that such a guestion could be
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implemented in a harmonised way, e.g. in Labour
Force Surveys,

Dimension 7: The dimension is an essential ane and
should be kept in the framework although the data
availability 15 very poar taday. The lopic should be a
candidate for an inclusion in Labour Force Surveys as a
standard, at least on a multi-annual basis,

For the entire set of indicators, one has to conclude
that the indicators are mare appropriate for the
situation of employees and less relevant for self
employed. We  recommend  discussing  additional
indicators, which better describe the gquality of
employment of the self-employed. For self-employed,
partially different sub-dimensions will apply, such as
the degree of entrepreneurial  freedom, the
dependency upon individual clients or the degres to
which the work is carried out upon  detailed
instructions of the client. ™"

Finally, it has to be noted that a consistent application
of the indicators in international comparisons reguires
much mare precise definitions and calculation rules.
Therefare  the list  of indicators  should  be
supplemented by detail instructions regarding the
preferred data source, the definition and the formula
for the calculation of the indicator. Further efforts
shauld be spent in this direction.

M ces ¥ Kelleter, and T. Xérner. “Does the LFS Keep Pace with the
Self-Employed?” Current Analvtical Possibilities and Challenges,
Paper presented at the A" International Workshop an the
hethodelagy of the Labour Force Servey, Lubljana, Slovenia, 14-15
Play 2009,
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CHAPTER VII. Israel Pilot Report

There are three measurement frameworks of guality
of employment: the International Labour Organization
(ILa) Decent Work  framework; the European
Commission Cuality of Waork Indicators; and a third
framework used by the Eurapean Foundation for the
Improverent  of  Living and Working Conditions
(Eurcfound) in its Curopean Working Conditions
Survey. These framewaorks have similar characteristics
which should ke utilized in the development of an
international standard on the measurement  of
gualitative aspects of work and labour.

This report presents economic aspects of the quality
of employment. The framewark for the Statistical
Measurement  of Quality of Employment  and
indicators developed by the UMECE Task Force on the
Measurement of Quality of Employment (for its [atest
version, see Chapter | of this publication) provide the
conceptual basis for this report.

The report relates only to available indicators, which
have been developed according to the guality of
employment Framewaork. There is neither a profound
analysis in this report, nor international comparisons.
We recommend that this be done separataly |

The purpose of this report is to analyze guality of
amployment under the following dimensions:

1. Safety and ethics of employment
2. Income and benefits fram employment

3. Wark hours and balancing work and non-
working life

4. Security of work and social protection
5. Social dialogue
6. Skills development and training

In the intreduction of the report the main trends in
lsrael in 1998-2007 are presented. The repart itself
consists of eight sections: section A presents yearly
trends in Isragl, for the years 1998-2007; sections B-G
present data for selected indicators of the dimensians
mentioned above, for the years 19982007, section H
concludes and indicates topics for future in-depth
analysis, lists indicators for which we do not have data
(Annex Table 17) and provides metadata on the
indicators.

Dimension ¢ [Warkplace relationships  and  work
mativation) is not included.
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Regarding data availability, indicators were classified
into three groups. The first group includes indicators
for which there was comparative data. The second
group of indicators was calculated according o oa
different definition fram that given in the guality of
employment framework., The third group contains
indicators for which there was no available data
{Annex Table 17).

The purpose of this repart is to present the state of
guality of employment in lsrael between 1998 and
2007,

r

A. Main trends in Israel, 1998-
2007

1. General data

The small and developed Israeli economy is essentially
influenced by the world’s economy. At the beginning
of 2000 there was a rapid economic growth in Israel.
Since October 2000 the growth rate decelerated due
to three separate causes: 1) the global economic
slowdown, 2] the decline in the American financial
markets, and 3) the adverse effects of Palestinian
Intifada.

The period between 2001 and 2003 was characterized
by economic recession and Palestinian uprising. The
recession was accompanied by a small increase in the
size of the labour force and a significant increase in
the unemployment rate; the number of immigrants
whao arrived during thess years was insignificant [in
the early 90's there was a massive influx of immigrants
from the former Saviet Union in Israel; that influx
slowed down during the late 90°%); tourism also
declined. As of the second half of 2003 the economy
started to recover.

The pericd between 2004 and 2007 was characterized
by a rapid and steady economic growth. " The prowth
during that period can be attributed to continuous
improvement in the warld ecanamy; intensification of
international trade; and stabilization aof the security
situation, except for the war in Lebanan (July-August
2007). During the same period the government’s
macro-economic  policy  was  characterized by
reduction of the budget deficit; reduction of public
debt and government expenditure; and an increase in

¥ The LS muortgage crisis that began during the second half of 2007

had nat vet influenced lsraell ecanamic activity in that year,
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domestic demand, which resultad in wage increases
and a decrease in the unemployment rate,

2. Growth

Bebween 1928 and 2007, the GOP in lsrael increased
62.1 per cent (in current prices, new shegqel {NIS)) and
reached 673,552 million NIS in 2007 {Annex Table 2).
This growth can be attributed to domestic demand;
the growth in the world economy; Israel’s fiscal policy;
econamic reforms; and the security situation.

GOP per capita is an indication of the country’s
standard of living. Israel’s GDP per capita declined in
2001-2003, the period of economic slowdown. Since
2003, the GOP per capita has been rising and reached
93,808 NIS in 2007.

The growth rate of fixed capital formation decelerated
from 22.6 per cent in 1998 to 16.4 per cent in 2008,
and increased slighthy to 17.1 per cent in 20007,

3. Labour market

During 1998-2007 the meonthly average salary per
employes increased from 5,914 NIS in 1998 to 7,745
MIS in 2007 {Annex Table 2},

The unemployment rate increased from 8.8 per cent in
2000 to 10.2 per cent in 2002 due to the sconomic
slowdawn which began in 2000 (Annex Table 3). Even
though economic growth resumed in 2003, the
unemployment rate edged up to 10.7 per cent that
year, It began declining in 2004 and in 2007 the
unemployment rate was at 7.3 per cent.

4, Inflation

Consumer Price Index (CP1) behaviour was not unifarm
during 1998-2007 (Annex Table 2. High price
increases occurred during 2002, due to the lack of
stability in financial markets (a decline in interest
rates, exchange-rate depreciation, etc.). The CPI
declined by 0.1 per cent in 2006 thanks to the weaker
dollar and a drap in fuel prices, but it increased by 3.4
per cent in 2007,

Mote: Definitions and concepts used In this report are
simnilar to definitions and concepts that were defined in
the quality of employment fromework (see Annex
Table 1), Data sources for each indicotor are listed in
the Annex.
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B. Safety and ethics of
employment
1. Employment safety
Indicator 1: Fatal oocoupational injury rate

Figure 1. Fatal occupational injury rate, 1999-2007
{(Workplace fatalities per 100,000 employees)

====Fatal injury rate

per 100 300 emplovees

1999 2000 2001 2002 7003 2004 2005 2006 2007

Source: Ministry af industry, Trade and Lobour,

Maote; Omly deoths resuiting from oooidents ocouering during
the same year.

The rate of fatal injuries declined steadily from 4.1 in
19899 to 2.6 in 2007, a decling of 36.5 per cent. [Annes
Tahle 4).

Indicator 2: Mon-fatal occupatianal injury rate

Figure 2. Mon-fatal occupational injury rate, 1995-
2007 (Workplace accidents per 100,000 emplayees)
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Sawrce: Ministry of industry, Trade and Lobour,
MNote: Incapacity af three or mare doys.
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The same decline was observed with respect to non-
fatal occupational injuries, a decline of almaost 30 per
cent between 1999 and 2005, Between 2005 and 2007
no change was observed (Annex Table 4).

Indicator 2: Occupational injury insurance coverage

According to lsraeli Law, ccoupational injury insurance
covers all employed people (100 per cont, Annex Table
4],

Source for indicator: Ministry of Industry, Trade and
Labour.

2. Child labour and forced labour

Indicator 7: Children working: average weekly hours,
by age and sex

This indicatar was calculated according to a different
definition than that given in the quality of
employment framework (see Annex Table 5).

Figure 3. Average weekly working hours per young
employed persons aged 15-17, by sex, 1998-2007
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Source: Labour Farce Sﬁruey.

Sowrce: Labour Force Survey.

Mate: Excluding persons living awtside Jocolities (Bedavins in
the South ond others) ond in institutions {permonent
sAMEIas,

The average work hours of children aged 15-17 is
approximately 20 hours a week: hardly any systematic
trends have been observed during the years. Girls in
this age group woark fewer hours than  boys
lapproximately 15 hours 8 week and 22 hours a week
respectively). Mote that this indicator refers only to
children in the older age group — nat those aged 5-14,
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Indicator &: Children neot in school by employment
status

The share of young people aged 15-17 not in schoal is
stable, approximately 9 per cent. Most of them are
nit in the civilian labour force. The non- participation
rates of these children increased from 70,1 per cent in
1998 to 754 per cent in 2007, At the same time,
employment and unemployment rates declined from
201 per cent in 1998 to 17.2 per cent in 2007 and
from 32.9 per cent in 1998 to 301 per cent in 2007,
respectively (Annex Table &).

Figure 4. Young people aged 15-17 not in school, by
employment status, 1998-2007
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MNete: Excluding persans Tiving outside locolilies (Bedowins in
Ihe Zouth, others] ond in institutions (permanant samples);
{1) Unemployment rote was calcolated 05 a percentage of
the civilian labour force  femploved and  unemploved
[RETROS ]

Indicatar 9: Emploved women as a share of total
employment

The share of employved women increased from 44.4
per cent in 1992 to 46.4 per cent in 2007 (Annex Table
7
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Figure 5. Employed women as a share of total
employment, 1998-2007
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Source: Labour Force Survey.

Mate; Excluding persons lving cutside localities (Bedouins in
the South and others) and o institutions (permaosnt
samples).

Indicatar 10: Occupational segregation by sex

Oceupational segregation is much mare pronounced
when measured in more detailed classification (3-
digit). Using one digit occupational classification, the
segregation level was approximately 0.36 and hardly
changed during the years. Using 3 digits occupational
classification, the segregation level was approximately
0,55 and declined ta 0.50 in 2007 fAnnex Table 7).

Figure 6. Occupational segregation by sex, 1998-2007
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= Decupational segregation by sex (1SCO
classification 1-9)

= Occupational segregation by sex (ISCO
classificotion 111-9XX]

Source: Labour Force Sunvey.

Mote; Excluding persons living outside localities (Bedouins in
the South ond others) and i institutions {permonent
samples),
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Indicator 12 Gender pay gap

Figure 7. Gender pay pap, 1998-2007
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Women earn approximately 80 per cent of men's
hourly earnings. Only small changes are ohserved over
the years; in 19938 women's hourly earnings were 32.9
per cent of man's. This figure dropped slightly in 2001
to 78.7 per cent but increased by 2007 to 84 per cent
[Annex Table 7).

C. Income and benefits from
employment

1. Income from employment

Indicator 13: Low pay (Share of employees with below
¥ of median hourly earnings)

Indicator 14: Share of employees paid minimum wage
[see note for Figure 8)

Indicator 15; Share of employees paid below minimum
WS

The share of employees receiving low pay declined
slowly from 7.6 per cent in 1988 1o 6.2 per cent in
2007 The share of employees paid less than the
minimurm wage increased from 21.6 per cent in 1998
to 254 per cent in 2007, At the same time, the
percentage of workers paid minimum wage was
approgimately only 3 per cent, and remained such
throughaut the years [Annex Table 8)
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Figure 8. Income from employment, 1998-2007
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Sowrce: Incame Survey.
Note; Share of employees poald minimum wage (£ 250) as
percentage of all employees

2. Benefits from employment

Indicator 16: Share of employees entitled to paid
annual leave

Figure 9. Share of employees entitled to paid annual
leave, 1998-2007
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Spurce: Ministry of Industry, Trade & Laboor, [obour Force
Supneey.

The share of emplayees entitled to paid annual leave
out of all employess was approximately 96.5 per cent
and was stable throughout the years. It must be
noted, that the lsraeli annual leave law cowvers all
employees  except for small special groups  of
temporary workers (Annex Table 9).
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Indicatar 17 Average length of paid annual leave

The law guarantees full-time employvess a minimum
14 days annual leave, Data is not available for
calculation of the average length of paid annual leave
taken by employees.'

Saurce for this indicator: Ministry of Industry, Trade
and Labour,

D. Working hours and balancing
work and non-working life

1. Working hours

Indicator 18: Share of emplayed persofs working 49
hours and more per week

Figure 10. Share of employed persons working 49
hours and more per week, 1998-2007
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Saurce: Labaur Farce Survey.

MNote: Excluding persons Iiving cotside locolities (Bedouing in
the Sowth pnd others) and in institutions  {permonent
samples): not including those temporardly obsent from wark
durinig the determinant week.

The share of employved persons warking 49 haurs and
more per week was guite stable over the years-
approximately & guarter af all employved persons each
yvear, Men are much mare likely 1o work 49 hours or
more, approximately 35 per cent of them do sq,
whereas anly approximately 10 per cent af all women
wiork 49 hours or maore per week {Annex Table 10).

¥ For more details see:
hittps fenersomantal gov L NE rdantyres /BRAF 3 701 -6C0E-4 TFE-R35E-
ADRE3ITECORST/0S1 2 pdf
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Indicator 19: Awverage annual {actual) hours worked
per person

The dynamics of average annual work hours differed
thraughout the perod, It increased from 2,068 hours
in 1928 to 2,102 hours in 2000 [an increase of 1.7 per
cent). After that, it declined by 3.5 per cent and
reached the level of 2,029 hours in 2006, In 2007 it
slowly went up to 2,043 annual haurs worked per
person. Men work more haurs than women by
approximately 31 per cenl. The gap between men and
wamen remains stable throughout the years {Annex
Table 10].

Figure 11. Average annual [actual) hours worked per
person, 1998-2007
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Sowrce: Labowr Force Survey.

Mote: txcluding persans Neing outside localities (Bedowing in
the South and athers) and (n institutions  (permanent
somples)

Indicator 20; Time-related underemplayment rate

&
Indicator 21: Share of employed persons working less
than 35 haurs per week involuntarily

Mast of the time-related-underemployed are persons
warking tess than 35 hours per week involuntarily. The
time-related underemployment rate slowly increased
from 3.7 per cent in 1958 to 4.2 per cent in 2001; and
maore rapidly 1o 7.1 per cent in 2003 then slowly
declined (to 5.2 per cent in 2007} (Annex Table 10).
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Figure 12. Time-related underemployment rate,
1998-2007
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Figure 13. Share of employed persons working less
than 35 hours per week involuntarily, 1998-2007
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Savrce; Labour Force Survey.

Mote: Excluding persons living outside lacolities (Redouing in
the South and others) and in lnstitutions (pecemoneot
sormples).

The same trend is ohserved for the share of employed
persons working less than 35 hours per week
imvoluntarnhy. It slowly increased fram 3.2 per cent in
1998 to 3.9 per cent in 2001, increased almost twice
that to 6.0 per cent in 2004, and slowly declined ta 4.2
per cent in 2007, The similar picture can be observed
for the unemployment rate.
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Figure 14. Unemployment rate, 1998-2007
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Nate; Excluding persons living autside focalitios [Bedowns in
the South ond others) ond in institebons  [permanent
somples),

The increase of unemployment and underemployment
was partly related to the crisis in the high technalogy
sectar in 2001-2003. The gap between men and
women remained. The percentage of women exceeds
the percentage of men underemployed.

2, Balancing work and non-waorking life

Indicator 24: Ratio of employment rate for women
aged 20049 with children under compulsory school
age, to the employment rate of all women aged 20-49

Figure 15. Ratio of employment rate for women aged
20-49 with children under compulsory school age (0-
4), to the employment rate of all women aged 20-49,
1998-2007
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Source; Laohour Force Survey.

Nate! Excluding persons iiving outside localities (Bedowing in
the South and aothers] and in nstitutions  {permanent
samples).
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The share of women aged 20-49 with children under
campulsary school age, out of all women aged 20-49,
increased from 22.7 per cent in 1998 to 34.8 per cent
in 2007 {an increase of 2 per cent) [Annex Table 11},
On the other hand, the share of employed women
aged 20-49 with children under compulsory schaool
age, out of all employed women aged 20-49, increased
from 27 per cent in 1998 to 32.5 per cent in 2007 {an
increase of 5.5 per cent).

At the same time, the employment rate of women
aged 2049 with children under campulsory school age
incregsed from 48.6 per cent in 1998 to 59.7 per cent
in 2007, and the employment rate of all wormen aged
20-49 anly increased from 588 per cent in 1998 to
3.9 percent in 2007, ¢

L
That rapid growth of the employment rate for wormen
aged 20-49 with children under compulsary school
age, compared with the growth of the employment
rate for all women aged 20-49 was the reason for the
increased ratio of employment rates between these
twa groups, from 0.8 in 1998 to 0.9 in 2007.

Indicater 25 Share  of  women  receiving
maternity/family leave benefits - women who can take
whole days off for family reasans

Indicator 26 Share of  women receiving
maternity/family leave benefits - women taking time
off far family sickness or emergencies

Indicator 27: Share of men receiving maternity/family
leave benefits - men who can take whole days off far
family reasons

Indicator 28: Share of men receiving maternity/family
lzave benefits - men taking time off far family sickness
or BMEergencies.

The share of men and women, who took time off ower
the last 12 months for sickness ar emergency reasons,
is very similar and very low, appraximately 2 per cent
te 3 per cent. On the other hand, taking days off for
family reasons is high for women compared with men,
Each year approximately 8.5 per cent of all wamen
took days off in the last 12 months for family reasans,
which increased to almost 10 per cent in 2007, Far
men the respective percentage hovers approximately
d per cent to 5 per cent (Annex Table 12).
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Figure 16. Share of women/men receiving
maternity/family leave benefits, 1998-2007
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E. Security of employment and
social protection

Indicator  31: Share of employees covered by
unemployment insurance

Figure 17. Share of employees covered by
unemployment insurance, 1998-2007
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changes slightly due to changes in the unemploymsant
insurance law over the years Annex Table 13)

Indicator 32: Public social security expenditure as
share af the GDP

Figure 18. Public social security expenditure as a
share of the GDP, 1998-2007
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Source: Nationol Insuronce Institute.

The share of employees covered by unemployment
insurance hovers at approximately 82 per cent and

Source: Central Bureau af Statistics

Mate: The clossificotion of the fonctions of government
(COFNG] s o classification wsed to identify the socio-
eoanomie abjectives of current transoctions, capite! outlays
and  goquisition  of  finanoal assets by he  generol
government and its sub-sectors.

(1) General government expenditure for sociol security aond
henlth by COFOG classification, as e share of the GOP

{2) Nationa! Insurance Institute cosh benefils

The public social security expenditure as a share of the
GOP b5 measured by two indicators; both show that
the public social security expenditure as a share of the
GDP increased between 2000 and 2001, but has
declined steadily since then (Annex Table 13).

The share of employees who contribute to a pension
fund, cut of all employees, ranges from 51 per cent to
53 per cent. The share of employers and own account
workers who contribule to a pension fund, out of all
employers and own account workers, ranges from
26.1 per cent to 29.2 per cent (Annex Table 14),

Indicator 33: Share of economically active population
contributing to a pension fund.
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Figure 19. Share of economically active population
contributing to a pension fund, 2003-2007
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F. Social dialogue

Indicator 36: Rate of days not worked due to strikes
and lockouts

Figure 20. Rate of days nat worked due to strikes
and lockouts {per 1,000 employees)', 1998-2007
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leckouts, That figure almost doubled between 2002
and 2003 due to strikes concerning wages and warking
conditions; but dropped sharply from 1375 days in
2002 to 62 in 2006, it peaked again to 1101 days in
2007, due to a teachers’ union strike that lasted for 2
manths (Annex Takle 15].

G. Skills development and
training

Indicator 38: Share of employed persons in high skilled
accupatiaons

The share of workers i high skilled occupations
increased from 36.7 per cent in 1998 to™1.6 per cent
in 2007. The share of women in these occupations was
higher than the share of men, throughout the years
[Annex Table 16).

Figure 21, Share of employed persons in highly
skilled cccupations
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(1) Exeluding slow-aowns.

[Zl0ue to rearcangement, incompletengss no slow-downs
gote (portial strikes) may occur for this vear,

The data reveal that there is no consistent trend in the
pattern of days not worked due to strikes and

Source: Labour Force Survey.

Mote: Excluding persans ving outside localitios (Bedouing in
the Sputh and others) and o institubions  (permanent
sarmples),

Indicator 39: Share of employees who received job
training within the last 12 months

The share of female employees, who received job
training, out of all female employees, grew steadily
over the years; while the share of male employees
whao received job training, out of all male employees,
declined between 2003 and 2005 and then rase again
in 2006, Throughout the years women received more
training than men {Annex Table 16).
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Figure 22. Share of employees who received job
training within the [ast 12 months
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Indicator 40: Share of employed persons who have
more education than is normally required in their
occupation

Figure 23, Share of employed persons who are
overqualified
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The share of workers who have more education than
is normally required was approximately 33 per cent,
and remained guite stable over the years. Amaong
women, there is slightly higher percentage of those
that are avergualified, than amang men [(Annex Table
16},
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H. Conclusions

This repert examined indicatars of the Israeli labour
market. Some of the indicators were complex and
difficult to calculate. We classified the unavailable
indicators into three groups (Table 1),

We reviewed the availability of the guality of
employment  indicators, For each  indicator we
collected  the following  information:  availakility,
source, framework dimension, definition, and formula
by which to calculate it. Regarding data availability, we
classified the indicators in to three groups.

The first group includes indicators for which we had
comparative data {Table 2). The second group of
indicators was calculated according to a different
definition  from that given in the quality of
employment framework (or where there was no
definition), The third group contains indicators for
which there is no available data (see also Table 1).

Recammendations:

There is neither an in depth analysis in this report nar
international comparisons, We recommend that this
be done separately,

Most of the indicators relate to employees (either by
definition or by formula), We recommend developing
indicators that also relate to emplovers and own
account workers,

The analysis of the data collected in this report show
the need for in depth analysis on several topics. For
example, the trend of average annual hours worked
per person [Indicator 19) does not fit the business
cycle. [bwill be interesting ta find reasans for this.

we recommend developing a campasite index based
on the indicators, which will reflect the level of the
quality of employment for each country.

In order to obtain a more comprehensive picture of
guality of employment, it is recommended that some
indicators  be  analyzed by additional  socio-
demagraphic variables, such as ethnic origin, date of
immigration, religion, etc.
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Table 1. Unavailable indicators
F A "~ Will be available Can be obtained Data will
| in new LFS from other not be
_f_i Indicator guestionnaire government offices available
or administrative
g data
4 Labour inspection [inspectors per 100,000 employeas) Y
E‘ 5 Share of employeas working in “hazardous” conditions Y ! v
6 Workplace expenditure on safety improvemeants as & share of total
workplace labour costs
| 11 | Occupational segregation by citizenship
22 Percentage of emploved paople who usually work at night/evening
:TZE Percentage of empluyed people who usually work on weekends or W
E on holidays
3 Percentage of employess with temporary jobs W #
30 Percentage of employees with job tenure of less than one year W
34 Share of employees covered by collective wage bargaining i
:‘35 | Union density rate b W
A7 Share of employees nol covered by the strike law




N
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Table 2. Availahility of indicators
Indicatar Thedata  Calculated  Thedatais
is according to unavailable
available the new
definition
Dimension 1. Safety and ethics of employment
1 Fatal occupational injury rate (Workplace fatalities per 100 000 employees) ')
2 Mon-fatal cccupational injury rate [Workplace accidents per 100 000 W
employess)
3 Decupational injury insurance coverage ']
4 Labour inspecticn (inspectors per 100,000 employeaes) Y
5 Share of employees working in “hazardeus” conditions W
3 Workplace expenditure on safety improvements as a share of total workplace W
labour costs
7 Children working: average weekly hours by age and sex 'l
2 Children not in school by employment status \
a Employed women as a share of total employment ']
10 Occupational segregation by sex W
11 Oeccupational segregation by citizenship W
12 Gender pay gap Y
Dimension 2. Income and benefits from employment
13 Low pay (Share of employess with below ¥ of median hourly earnings) v
14 Share of employees paid minimum wage W
15 Share of employees paid below minimum wage W
16 Share of employees entitled to paid annual leave \
17 Awverage length of paid annual leave W
Dimension 3. Work hours and balancing work and non-working life
18 Share of employed persons working 49 hours and mare per waek W
19  Awerage annual (actual] hours worked per persan Y
20 Time-related underemployment rate W
21 Share of employed persons working less than 35 hours per week involuntarily W
22 Parcentage of employed peopls whao usually work 2t nightfevening W
23 Percentage of employed people who usually work on weekends or bank W

holidays

-5
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| Table 2: Availability of indicators (cont.)

N Indicator Thedatais  Calculated The data is
available according to unavailable
the new
definition
2 Ratio of employment rate for women with children under compulsory i

school age, to the employment rate of all women aged 20-49
25  Share of women receiving maternity/family leave benefits - women W
who can take whole days off for family reasons
26 Share of women receiving maternity/family leave benefits - women W
taking time off over the last 12 months for family sickness or
EMErgencies
27 Share of men receiving maternity/family leave benefits - men who can v
take whole days off for family reasons
28 Share of men receiving paternity/family leave benefits - men taking W .
time off over the last 12 months for family sickness or emarpencies

Dimension 4. Security of work, and social protection

2% Percentage of employees with temporary jobs W
30 Percentzge of employees with job tenure of less than one year W
31 Share of employees covered by unemployment insurance W
32 Public social security expenditure as a share of the GDP v
33 Share of economically active population contributing to a pension i

fund

Dimension 5. Social dialogue.

34 Share of employees covered by collective wage bargaining W
35 Union density rate W
36 FRate of days not worked due to strikes and lockouts (per 1000 Y

employees)
37 Share of employees not covered by the strike law W
Dimension 6. Skills developrment and training
38 Share of employed persons in high skilled occdpations v
38 Share of employess who received job training within the last 12 Y

manths
A0 Share of employed persons who have maore education than is normally W

required in their accupation ?

Total 21 b3 11
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ANNEX

Table 1. Dimensions and indicators

i

Indicator

Definition

Dimension 1. Safety and ethics of employment

a) Employment safety

1

b) Child labour and forced labour

7

Fatal occupational injury
rate [Waorkplace Tatalities
per 100 000 employeaes]

Mon-fatal ccoupationzl
injury rate (Waorkplace
accidents per 100 00

employaes)

Oeoupational injury
iNsUrance cove rage

Labour inspection
[inspectars par 100 000
employees)

Share of employses
working in "hazardous"
conditions

Waorkplace expenditure on

safety improvemants as a
share of total workplace
labour costs

Children working: average

weekly hours by age and
sex

A fatal accident is defined as an
accident which leads 1o the death of a
victim within one year of the accident

Standardized incidence rate of
accidents at work. Serious accidents at
work are those resulting in more than
3 days' absence

This indicator consists of on the
provision of injury insurance for the
benefits for any worker who is injured
or becomes ill related to their work
activity. Benefits may include
replacement of lost income, medical
and rehabilitation costs, legal costs,
and others

State’s capacity to enforce safe work
principles, laws and regulations,
contributing therefore to prevention
efforts

Peaple who declare that they are
exposed to factors that can adversely
affect their physical health (exposure
to chemicals, dusts, fumes, smoke or
gases; noise or vibration; difficult work
postures, work movements or
handling of heawy loads; risk of
accident)

Average number of hours worked per
weak for child labourars 15 to 17 years
old by age and sex

Formula

Number of fatal accidents
[ Total employees*
100000

MNumber of serious
accidents at wark [/ Total
employess* 100 000

Fercentage of employees
covered by insurance

Mumber of labour
inspeciors par 10O 000
covered workers, as an
indication of the intensity
of inspection effort where
it oecurs

For persen aged 15-
17:Total hours worked
per week/ Total
employment*100
{excluding temporarily
absent from work)

Availability

=

131

Source

Ministry of
Industry,
Trade &
Labour

Ministry of
Industiy,
Trade &
Labour
Ministry of
Industry,

Trade &
Labour

Labour Force
survey (LFS)
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& Children not in school by Young people aged 15-17 not inschool  Persons aged 15-17 notin W LF5
employment status by employment status school by employmeant
status: pot in the civilian |
labour force, employed 3
persons, unemployed
persons / Total children
aped 15-17 |
3
¢] Fair treatment in employment
9 | Employed women asa Total employment (resident Employed women/ Total W LF% —;
share of total employment  population concept - LFS) employment *100 i
10 Qecupational segregation Lifference of share of employment for 2 indicators calculated: 1. LF5
by sex women and men applied to each Far 1 digit leveal, 2. For 3
occupation (11500 classification 1.2, digit level.
ISCO classification 111-9XX : :
j 1 i Mi  Fi
24|M F
11 | Occupational segregation Difference of share of employment for | See occupational X
by citizenship citizens and naon citizens applied to sepregation by sex
each occupation (I5C0 classification 1-
a)
12 Gender pay gap The gender pay gap in unadjusted W Income
form is defined as the difference 100 - (Average gross Survey
betwesn average gross hourly earnings  hourly carnings of female
of male paid employees and of female  paid employees/Average
paid employees as a percentage of gross hourly earnings of
average gross hourly earnings of male male paid
paid employees. The gender pay gap s employees)* 100
based on several data sources,
including the European Community
Household Panel (ECHP), the EU
Survey an Income and Living
Conditions (EU-51LC) and national
sOUrces
L=
Dimension 2. Income and benefits from employment
a) Income from employment
13 Low pay (Share of Low pay {Share of employees with Share of employees with W Incame
employdts with below % of  below ¥ of median hourly eamin_gsj below ¥ of median hﬂurl'_,\- Survey
median hourly earnings earnings
14 Share of employess paid Employees paid minimum wage Share of emplovees paid Y Income
minimum wage minimum wage Survey
15 Share of employess paid Employess paid below minimum wage W Income
balow minimum wage Share of employees paid Survey

Ii}ﬁeneﬁts from employment

balow minimum wage
[see calculation of
rinimum wage -indicator
15)

251




Measuring Quality of Employment
Country Pilat Reports

16

17

Dimension 3. Work hours and balancing work and non-working life

18

19

Share of employees
entitled to paid annual
leave

Average length of paid
annual leave

a) Work hours

Share of emploved persons
working 48 hours and more
per week

Average annual (actual)
hours waorked pgi person

The definition was formulated from
LFS variables and measured against
antitlaments in fsragli law, Employees
eligible for paid annual leave were
defined as: 1. All those whe worked 4
months or mare during the vaar 2, All
those who warked less then 4 months
during the yvear, due toillness or
reserve army service, 3, All those who
worked less then 4 months during the
year and were absant from their work
during the entire determinant waelk,
due tz illness, maternity leave, other
leave, reserve army senvice, cutbacks
[thiz reason has been included since
2003), strikes, illness of child or other
family member

Mot the average length of paid annual
lzave, hut the minimum annual leave;
i.e., the minimum number of annual
heliday entitlements

In line with LD Convention Mo, 1,
which specifies that hours of work per
week should not excesd 48, the
excessive hours indicator is defined
here as the percentage of amployead
persons whose usual hours of wark at
all jobs are more than 48 hours per
week

The definiticn of total hours worked is
based on the European System of
Accounts (ESA 1995). The indicator
comprizes the hours actually worked
by all persons engaged in economic
activity who perform some gainful
activity as employees (wage earners,
salaried employees, public officials,
marginal part-time workers, soldiers),
as self-employed persons or as unpaid
farnily workers. This includes the hours
workad by persons performing several
jobs at the same time

Mumber nfempl;:rv;a-eé- o

entitled to paid annual
leaveTotal
employees®*100

b

Mumber of minimum days
of annual leave, according
to lzraeli law

Employed persons
working 49 hours and
more per week [/ Total
employment =100 i
axcl. termporarily absent
from work)

Average weekly work
hiours per employed
persan*s2/ Total
employment | excl,
tempngrarilv ahsent from
work)

133

W

Ministry of
Industry,
Trade &
Labour+ LFS

Ministry of
Industry,
Trade &
Labaur

LFS

LFS
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134

20

21

Time-relatad
underemployment rate

Share of emploved persons
working less than 35 hours
per week invaluntarily

b} Weorking time arrangements

22

23

Percentage of employed
people who usually work at
night/evening

Percentage of employed
people who usually work
on weekends or bank
halidays

Time- related underemploymant is
dafined as: employed persons in the
reference week who 1) warked part
tirme involuntarily or 2) worked less
hours then usual due to econamic
reasons (reduction of employment
post or labour dispute: strike or lock-
out} or 3} were temporarily absent
fram their work because of economic
reasaons (reduction of employment
post or labour dispute; strike or lock-
at)

Share of employees and cooperative
members who usually work part- time
(less than 35 hours per week), and
who sought additional or full-time
work and did not find it

The concept of warking arrangement
should be strictly interpreted.
Ermnmployed people wha only
occasionally work some atypical hours
should be not included

The concept of working arrangement
should be strictly interpreted.
Ermployed people who only
occasionally wark some atypical hours
should be not included

¢} Balaneing work and non-working life

xa

25

Ratio of employment rate
for women aged 20-49 with
children under compulsary
school ape, to the
employment rate of all
wiarnen aged 20-44

Share of'women receiving
raternity/family leave
benefits - women who can
take whole days off far
family reasons

The employment rate is the share of
employed women aged 20-49 with
children aged 0-4, out of all women
aged 20-19 with children aged 0-4.
Data are reported according to the age
of the youngest child living in the
househald, Children living outside the
household are not cansidered

Number of employed women aged 15-

64 who can take whole days off for

family reasons

Humber of parsons in
time-related
underemployment /Total
employment *100

Employees working
involuntarily part- time/
Total employment *100

Ermplayed people who
wsually work at night and-
or in evening/ Employed

‘people *100

Employad people who
usually work on Saturday
and on Sunday/ Employed
people *100

Ratic of employment rate
for wornen aged 20-49
with children aged 0-4,
divided by the rate of
employmeant of women
aged 20-49

[(Number of employed
women aged 15- &4 1Al
those who were
tampaorarily absent fram
work whole week, dus to
family reasons. Or 2.4])
thosze who were
temporarily absent from
work for less than a wesk
and & haurs at least for
family reasons) /Total
women aged 15-64
employed*100

LFS

LF5

LFS

LF5
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26

I7

28

Share of womean receiving
maternity/Tamily leave
benefits - womean taking
time off over the last 12
months for family sickness
ar BIMergencies

Share of men receiving
maternity/Tamily leave
benefits - men who can
take whaole days off for’
family reasons

Share of man receiving
paternityTamily leave
benefits - men taking time
off over the last 12 months
for family sickness or
emergencies

Mumber of employed women aged 15-
a4 taking time off for family sickness
or emergencias

Mumber of employed men aged 15- 64
who can take whole days off for family
reasons

mMumber of employed mean aged 15- 64
taking time off for family sickness or
emergencies

{Mumber of employed W LF5
women aged 15- 64 who
weare absent from work
for family sickness or
emergencies and were in
one of the following
groups: 1Al those whao
wera tempararily absent
fram work whole weslk,
due to family sickness or
emergencies, or 2.4
those who were
temporarily absent from
work for less than a week
but worked at least 8
hours) /Total employed
wormen aged 15-64%100

{Number of employed W
men aged 15- 64: 1.4l
those who were
temporarily absent from
wiork whole week, due to
family reasons. Or 2.4l
those who were
temporarily absent from
work for less than a week
and & hours at least for
family reasons) /Total
men aged 1564
employad* 100

LF5

{Mumber of employed v LFS
men aged 15- 64 who
were absent from work
for family sickness or
emergencies and ware in
one of the following
groups: 1.All those who
were temporarily absent
fram work whole week,
due to family sickness or
emergencies, or 2.4
those who were
tempararily absent from
waork for less than a week
bt worked at least 2
hours) fTotal employed
men aged 15-64*100
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Dimension 4. Security of work and social protection |
|
a) Stability and security of work
29  Percentage of employees Emnployees with temperary contracts Employess with a
with temporary jobs are those ""'.hc' declare themsealves as temporary job/ total
having a fixed term employment employment*100
contract, or a job which will terminate _1
when certain objective criteria are i
met, such as completion of an ;
assignment or return of the employee :
who was temporarily replaced 1
3 Percentage of employees Employees with temporary contracts Employees with job
with job tenure of less than  are those who declare themselves as tenure of 0-12 months/
One year having a fixed term employment Termnmporary
contract or a job which will terminate employees*100
in one year
b) Social security 1
31 Share of employees Employees covered by unemployment  Mumber of Mational
coverad by unemployment  insurance unemployment benefit Insurance
insurance claims approved by the Institute
Mational Insurance
Institute/ Mumber of
unemployment benefit
claims submitted to the
Mational Insurance
Institute® 100
32 Public social security The standard followed is the European  Government expenditurs CB5
expenditure as a share of System of Accounts (ESA 95). Annual on social security asa 1
the GDP national accounts camprise the main share of the GDP
aggregates on annual national
accounts, including: GOP and its
components, employment, final
consumption aggregates, income,
saving and net lending/borrowing,
exports and imports, Breakdowns exist
for variables by economic activity
(industries), asset types and final
- consumption purpose (COICOP).
o
33 Share of economically Economically active population Population aged 15 and Income
active population contributing to a pension fund over who contribute to Survey

contributing to a pension
fund

Dimension 5. Social dialog

a) 5ocial dialog

34

Share of employees
covered by collective wage
bargaining

public or private pension
funds,/ Total population
aped 15 and over 100, by
employment status
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35
36

37

Union density rate

Rate of days not worked
due to strikes and lockouts
[par 1000 employaes)

Share of amployvess not
coverad by the strike law

Rate of days not worked due to strikes
and lockeuts (per 1000 employees)

Dimension 6. Skills development and training

38

Share of employed persons
in high skilled occupstions

Share of employees who
recaived job training within
the last 12 months

Share of employed parsons
who have more education
than is normally required in
thair occupation

Share af employed persons in 1500
1,2,3 occupakions,

Share of employees who received job
training within the last 12 months

Employed persons aged 15 and over
with a high level of education and
working in unskilled cccupations.
Orver- education indicates mismatch
between demand and supply of skilled
employment. Over- education reveals
awaste of human capital for the
economic system as a whole, whereas
from an individual perspactive it
presumably turns inta job
dissatisfaction

Days not worked due to
strikes and lockouts/
Totzl employaes® 1000

Employed persons in
ocoupation 15C028 1-2-3
(Total employment* 100

Employees who received
Job training within the last
12 manths, Total
employees*100

Employed persons aged
15 and over with level of
education ISCEDST 5-6
and working in
occupations SCOBS 4-
9/Total employment with
high level of education
ISCEDST 5-67100

137

Work
Relations Linit
at the
Ministry of
Industry,
Trade and
Labour

LFs

Social Survey

LF5

iFr:}r indicators 1 and 2, see g ahourstalo.ongl
‘_Fur indicatar 17, see AttpAfwenw moital gov iR roenlyres/GB4F 370 -6C0B-4 IFE-B35E-AQBEI I ECOSET/ 012 ndf
‘For indicator 31, see fttpyffwww Bl gow ilaws/brilaws. ospx Hlowid=130433
rar indivotor 32, see hitp:Aeenw bt gov i/ oeoredoub Skiva shrotit/skirg-2008/Documents/skirg-2008. pdf

hbte Ao icor-

internetional.orgfforesight/docs/manitoring Socialt 200evelooments/Governmant 3820 xoonditure % 2000 %2 0ol

ali20pratection pdl

*Far indicator 36, see Table 12.45
fltpefaane chs.oov ilireaderfittosAeewnw che gov.ilfreoder/shnatonhnew site. it
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Table 2. Economic indicators

138

indicator 1998 1999 2000
Gross 415472 | 455864 | 504 285
Domestic

Product {in

current

prices  MIs

million)

Gross B9 585 74423 a0 183
Demestic

Froduct

par capita

[MIZ)

Fined 226 2007 20.2
capital

formation

[percentag

e of GOP) r

Average 5914 B3TY 65835
wage  per

employves

jol (W15}

Consumer 8.6 153 0.0
Price Index

2001
511679

79 466

18.6

Fand

1.4

2002

529 675

80620

178

7147

6.3

2003
536 680

20225

17.3

Ga972

2004

563 713

B2 789

16.6

7145

1.2

2005
SO7 773

86 258

16.5

7a24

2.4

2006
640 776

20843

16.4

7576

2007
673552

93 a0a

kL

77449

14

i
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Table 3. Civilian labour force characteristics by sex

Population aged 15 and over (Thousands and per cent)

GRAMD
TOTAL
In civilian
labour force
Mot in civilian
lahour force
In civilizn
labour force
Employed
Warked
full-timea
Worked
part-tims
Temporarily
absent from
work

Linemployed

Worked in
lsrael during
tha last 12
months

Did not
work in 1srael
during the
fast 12
months
MALES -
TOTAL
In civilian
labour force
Mot in civilian
labour force
In civilian
labour force

Employed

Worked
full-time

Worked
part-time

Temporarily
absent from
work

Unemployed

007
51424

FBY3.E

2248.6

28938

7 682.0
1712.8

7833

136.0

2118

93.2

118.6

25043

1546.7

-957.6

15467

14419
10538.1

2737

0.1

104.8

2006
5053.1

2809.7

22434

28097

2573.0
1641.0

749.6

1829

236.1

100,32

135.9

24595

15022

-557.3

15022

1383.6
1055.0

256.0

726

1185

2005

49634

27401

22233

27401

24936
15851

7335

164.0

2456.4

108.8

1359.6

24146

1464.8

2498

1464.8

1339.9
1024.3

252.5

63.2

124.9

139

2004 2003 2002 2001° 2000 1999 1908
4 876.0 47917 4 706.2 4047 4 486.6 4 358.4 42428
LIRS 6100 25467 24989 243510 23451 2 265.8
a2 F i 2181.7 2159.5 21058 2051.6 20133 1977.0
1 GEYES 26100 25467 24985 24350 23451 22658
24002 23302 2284.4 22649 2212 21366 20725
15413 15361 15275 1478.6 l4ga5s 1430.2 1370.5

&

703.5 644.3 606.6 6227 574.0 5664 561.8
156.1 1498 150.3 163.6 147.8 1359.9 140.1
2717 279.5 262.4 234.0 213.8 208.5 193.4
114.3 1253 133.2 126.9 1062 113.0 105.6

163.5 154.5 1292 107.1 107.6 955 &8
23708 23286 2 256.2 22363 2178.4 2116,2 20589
1436.8 14003 13763 13571 1323.4 1284.9 12EE T
934 928.3 3049.9 79,2 B55.0 831.3 8043
1436.8 14003 13763 13571 13234 128409 12557
13003 1257.6 1238.0 12361 1211.7 1176.2 1155.2
987.1 9826 978.1 955.4 -963.0 G275 901.1
250.8 217.8 198.0 213.3 187.7 186.3 193.5
62,4 52 &61.9 674 61.1 62.4 607
1365 142.8 138.:1 1209 111.7 1088 1004
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Table 3 -

: 2007 2006 2005 2004
continues

Warked in 46.3 43,8 56.4 59.3
lsrael during
the last 12
manths .

Did mot 58.5 BE.7 BE.5 il
work in-l_sra el
during the
last 12
months
FEMALES - 26381 254937 2487 25052
TOTAL
I civilian (13474 [13076 | 12753 | '12417
labour fcrr:i;é ;
Mot in civilian 1291.0 128610 12735 12635
labour force )
In civilian A4 fiso7ets [127sa) T
labour force

Employed 12401 1190.0 11537 11005

Worked 6147 | 5860 | 5708 || 554
full-time

Waorked 509.5 4936 a441.4 452.7
part-time

Temporarily 1159 | 1104 1015 93,7
abzant from
work:

107.0 117.6 121.5 141.2

Unemployed

Worked in 6.9 50.4 50,5 55.0
lsracl during
the last 12
manths

Did not G1 67.1 71.0 262
work in Israsl
during the
last 12
months

2003

660

BB

2463.2

1209.7
12535
1209.7

1072.6
5535

426.5

826

137.1

503

i)

- 2003

721

24200

1170.4
1749.6
1170.4

1046.4
5403

408.7

8.4

124.0

611

G629

2001

G8.6

52.3

2 368.5
.1. 1418
12256
11418

10288
523.2

409.5

96.1

113.0

58.3

54.8

2000

586

i)

23082

11116
1196.6
11116

1009.5
536.5

386.3

BE.7

1021

ATB

54.6

1955

82.9

22421

1060.1
11820
1060.1

9&60.5
S02.8

3801

Ti6

83.7

50.1

49.6

1998

587

41.7

21824 ..
1010.2
11727 :
10102

917.2
469.4

36E.4

93.0

469

46.1
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Table 3-continues
{per cent}

GRAND TOTAL

In civilian labour farce

Mot in civilian labour force

In civilian labour force
Employed
Worked full-time
Worked part-time

Temporarily absent from
work

Unemployed

Waorked in Israel during the
last 12 months

id net work in Israel during
the last 12 months i
MALES - TOTAL
In civilian labour force

Mat ineivilian labour force

In civilian labour force
Employed
Worked full-time
Worked part-time

Temporarily absent from
work

Unemployed

Waorked in lsrael during the
last 12 months

Did nat work in lsrael during
the fast 12 months
FEMALES - TOTAL

In civilizn labour force

Mat in civilian labour force

In civilian labour force
Employed
Worked full-time
Warked part-time

Temporarily absent from
wark
Unermployed

Worked in Israel during the
[ast 12 months

2007

100.0
56.3

43.7

100.0
X7

59.2
27.1
a.4

73
=2

100.0
61.8
38.2

100.0

93.2
FL.0
157
4.5

6.8
3.0

3.8

100.0
51.1

48.9

100.0
2l |
45.6
ara
8.6

79
2h

2006

100.0
5.6
444

100.0
416

58.4

2a.7

6.5

8.4
3.6

4.8

100.0
11
8.8

100.0
921
2
17.0
4.8

15
33

4.6

100.0
50.4

49.6

100.0

91.0
44.8

1A
8.4

9.0
3.9

2005

100.0
55.2
448

100.0
91.0

58.2
26,8
6.0

9.0
3.5

5

100.0
G0.7
39.3

100.0
81
69.9
17.2
4.3

8.5

g

4.7

100.0
50.0

50.0

100.0

90.5
a4.8

378
84

9.5
4.0

2004

100.0
54.9

451

100.0
296

153
5.8

10.4
4.3

.1

100.0
B0.6
39.4

100.0
90.5
637
17.5
A3

2.5
4.1

5.4

100.0
49,6
50.4

100.0

BE.6
445

365
7.6

11.4
4.4

100.0
54.5

45.5

100.0
g9.3
58.9
247
5.7

10.7
4.8

>4

100.0
6.1
299

100.0
89.8
70.2
156
4.1

10.2
4.7

5.5

100.0
49,1
509

100.0

88.7
458

35.3
7

11.3
4.9

2002
100.0

541
45.9

10:0.0
2
G0.0
238
5.9

103
5.2

Sl

100.0
602
398

100.0

20,0
7 i
14.4
4.5

10.1
5.2

4.8

100.0
484
516

100.0

859.41
46.9

34.9
7.6

106
5.2

141

2001 2000 1999 1998(1)
100.0 100.0 1000 100.0
543 543 538 534
AEnE Fassl Nae2ll e
1000 1000 1000 1000
90.6 9127 911 915
Eamall FeXEm Eioil Eos
249 236 242 248
6.6 6.1 6.0 6.2
9.4 8.8 89 . 85
5.1 4.4 a3 4.7
43 4.4 41 3.9
100.0 1000 100.0 100.0
607 608 E07  ELO
oA BT E5E B
10000 100.0 100.0 120.0
511 916 915  92.0
ToA RSN (e
157 142 145 154
5.0 46 4.9 4.3
2.9 8.4 2.5 8.0
5.1 4.4 4.9 47
39 4.0 36 3.3
100.0 1000 100.0 100.0
482 482 473 463
ST oA fe e
1000 1000 1000 1000
901 908 906 908
458 483 474 465
35,9 34.8 359 36.5
g4 7.8 7.3 7.9
9.9 9.2 9.4 9.2
51 43 47 46
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[ Did not work in lsrael during - 4.5 Sk 5.6 6.9 6.4 5.4 4.8 4.9 a7 4.6
| the last 12 months
Data are bosed on rovised papulation extimates aocording to the findings of the Censuses af Popuiation ond Housing 1995, in 1598,
anew welghting method was implemented,
“Bosed on new weighling groups.

Table 4. Employment safety

(per cent)
| N Indicator 15928 1949 20040 2001 2002 2003 2004 2005 2006 2007
1  Fatal accupational injury - 4.1 4.3 4.2 3.8 3.6 3.3 3 3 2.6

rate [Workplace fatalities
per 100 000 employees)

2 Mon-fatal occupational - 5308 2913 ¥913 2955 2551 2503 2337 2293 2313
injury rate {\Werkplace
accidents per 100 000
faiiy plw,.rees}z

3 | Occupational injury 100 100 100 100 100 100 100 100 100 100
INSUrance coverage il

"Only deaths resulting from accidents occoreing during the same year.,

zl'ncapaf.ity of 3 doys or more.

Tahle 5. Child labour and foreed labour

(per cent) ) _
] Indicatar Sex 1998 1999 2000 2001 2002 2003 2004 2005 2006 2007

7 Young employed: Boys: 249 (221 246 242 (2130 (253 2050 (P14 233 (226
person aged 15-

17: average Girls 154 14.1 14.8 16.8 15.3 15.2 179 15.4 15.4 179
waekly work

heurs, by age and All PSRN FOUTN SOOn PRt Tl TRl 305t 168N 1O5 R A
sey

._‘Ec.ludfng parsons jiving Ue:ta'r'de; lacolities (Bedowins in the South and :Jt_he.‘r.';,l ard i institutions {permanent ,s;';:nrpfe.-;_l.
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Table 6. Children aged 15- 17 not in school, by employment status and sex

N Indicatar Year
19498 1999 2000 2001 2002 2003 2004 2005 2006 2007
Thousands
£ Young Mzles-total 137.7 140.4 143.2 146.1 146.5  147.1 147.8 145.3 150.4 518
people Females-total 1439 147.5 150.8 153.8 1550 1561 156.8 15749 158.5 161.0
:‘fd 2o e 2816 2879 2940 29009 3017 3032 3046 3072 3089 3129
Young Thousands
people Mot in civilian 17.8 192 189 18,5 || c1gie’ idge” [VasF sl [ 208 || 195
aged 15 *  labour force
ﬂh”"“l 'E Employed 5.1 5.4 5.0 53 3.4 4.8 4.4 47 55 45
:HEEJ ;m" Unemployed 2.5 2.4 31 2.6 2.4 35 24 2.2 2.4 19
ent status  Total 25.4 70 27.0 272 254 279 255 227 287 259
Males-Not in 9.0 9.2 5.9 103 | 103 96 9.7 S o3 9.9
civilian labour
force
Malas- 33 A0 3.8 3.5 2.2 37 2.4 25 4.1 2.8
Employed
Males- 1.9 1.4 2.2 129 1.8 21 1.5 1.6 1.6 qE3
Unemployed
Malas-total 14.7 14.7 15.9 15.7 14.4 15.4 135 131 154 14.0
Females-Not in 8.8 10.0 9.0 9.2 9.3 10.0 5.0 7.8 10.5 9.6
civilian labour
force
Females- 13 1.4 1.2 1.7 11 11 2.0 1.2 1.4 16
Employed
Females- .6 1.0 0.9 0.7 h6 1.4 1.0 0.6 0.8 0.7
Unamployad
Females-total 107 12.4 111 115 11.0 12.5 11.9 9.6 12.8 115
Per cent
Mot in civilian 701 711 F0.0 715 773 703 3.3 59.8 724 75.4
labour force
Employed 20,1 20,0 18.5 19.0 1332 1723 17.2 20.6 16253 17.2
Urn&-:rn|:'[l.'.|7l,-'Evl:|2 329 0o 8.3 336 41.9 41.9 356 3159 an.a 30.1
Mot in school 8.0 9.4 9.2 9.1 .44 9.2 B4 7.4 9.3 2.3
Total 10a0.0 100.0 100.0 100.0 1000 1000 1000 100.0 1000 100.0
Males-Mot in 611 631 Bl B5.7 7159 62.3 71.8 61.6 6.5 708
civilian labour
force
Males- 259 274 23.8 22.3 155 24.2 17.4 26.4 25.7 20.2
Employed
Males- 33.3 20T 371 35.1 44,8 35.9 383 31:3 2735 30.8
Unemployed (2)
Males-Not in 10,7 10.4 111 107 9.3 10.5 g2 2.8 106 9.2
school :
Males-total 100.0 1000 100.0 100.0 100.0 100.0 100.0 0 100.0 1000 10000
Females-Mot in 825 B80.6 81.3 79.4 244 B80.3 75.0 21.1 22.2 208
civilian labaur
force _
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Fernales- 12.0 Ji3 Haoin TGN B g e oi WEEE s
Emploved ;
Females- 3la 42.7 41.2 8.8 355 55.7 EEN ) 330 366
Unemployed®
Females-Not in 7.4 A T 7.5 T WAETGTE e EETE R
school
Fernales-total 1000 - 100.0 1000 100.0 1000 100.0 1000 1000 1000

E Excluding persans iiving outside locolities (Bedowing in the South and others] god in institutions (permanent samples).
‘Unemployment rate calculated o3 o percentage of the civilian lobour force femployed and vaemployed persans),
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Table 7. Fair treatment in employment

M Indicator 19498 1999 2000 2000 2002 2003 2004 2005 2006

g Employed women 44400 45100 45600 45600 46000 46200 46000 46400  46.400
as a share of total
employment

10 Occupational 0.373 0.363 0,271 0.365 0.363 0.355 0.341 0.342 0.347
sapregation by
sax (1500
classification 1-9)

10 Occupational 0573 0.561 0.560 0.556 0.558 0.548 0.543 0.546 0.537
segregation by
sex (1500
classification 111- -
) ; .
2 e

12 Gender pay gap 17100 18500  17.300 21300  19.000 17400 15800 16700 16,400

2007

145

46.400

0,340

0.500

16,000

IEx.::J'udr'r.lg persans living ouwtsice localities (Bedowins in the Sooth ond ethers) and in institutions {permanant somples).

Table B. Income from employment

M Indicalor 1998 1995 2000 2001 2002 2003 2004 2005 2006
13 Low pay 7.6 7.4 7.l 7.2 7.0 5.9 6.4 5.8 5.2

(Share of

employesas

with below ¥

of median

hourly

aarnings)

14 Share of 3.3 3.0 a5 3.0 2.8 2.5 2.7 2.2 3.3
amployees
paid minimum
wage'

15 Share of 216 220 g B 23.0 237 236 23.2 25.3
employeas
paid halow
rinimum
Wage 3

2007
6.2

3.0

25.4

Share of employess paid of minimum woge s per cent of employees poid of minimom wage + 250

Table 9. Share of employees entitled to paid annual leave
{per cent)

M Indicatar 1938 1999 2000 2001 2002 2003 2004 2005 2006

16 Share of 964 963 95.1 96 6 S6.6 06.5 965 067 96.9
employaes
entitled to
paid annual
leave

2007
969

"I:x::fuding persons lving outside localities (Bedawing in the South and athers) and in institutions {oermarent samples).
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Table 10. Work hours by sex

{per cent) B
M Indicator Sex 1998 1599 2000 2001 2002 2003 20049 2005 2006 2007
18  Shareof employed | M 330 353 370 | 363 Al (isEs EES 5.1 247
persans working :
49 hors and mare.
perweek (1] (2] .
F 9.0 Q.7 10.5 a5 9.7 R 10.2 9.4 9.5
Al d2s| 238 25.2 243 239 238 231 23.6 230
19 Awerage annual (¥ 23057 23260 23525 23182 23308 22953 22698 22776 22734 22854
{actual) haurs
wiorked per
person’
F 178760 17731 | 17918 | 17587 17774 | 17643 17503 | 17316 [ 17333 | 1747E
Al 20675 2 1];?9.5 21024 20691 20758 2051 203538 20301 20385 AMZ6
20 Time-related ] 15 17 1.9 T iz I8 1.8 35 3.2 1
undaremployment
rate
F 6.4 b.6 [ 6.6 2.5 11.0 0.6 0.1 2.8
Al 7 3.9 a0 4.2 e s B T 6.9 6.6 5.8
21 Share of emploved 1.2 1.5 1.6 1.7 2.0 P 28 2.5 23
persens warking
less than 35 hours
per week
involuntariby ' ’
F 5.9 6.3 6.1 6.4 B3 5.8 o7 9.2 7.9
all 3.3 36 3.7 38 4.9 5. &0 5.6 4.9
Unemployment ' ] 8.1 8.5 85 a0 10.2 10.3 5.6 &6 20
F 9.2 9.4 5.2 9.9 10,6 11.4 114 8.5 a0
all 25 89 BE 9.4 10.4 08 104 1] a5

'Excluiding persons living eutside localities (Redouins in the South and others| and in institutions (permanent saempios),
* Not including those temporacily ebsent from work duning the delferminont week
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Table 11. Ratio of employment rate for women with children under compulsory school age to the
employment rate of all women aged 20- 49

M Indicatar Employed women
L Ape of 1998 1995 2000 2001 2002 2003 2004 2005 2006 2007
i youngast
;. child
e 0-4 193.58 208.35 22470 226.96G 231.53 237.52 24579 263.38 273.35 294.49
=
(=]
§ 5-17 254,459 247.09 248.73 255.29 255.53 25221 256.48 26275 263,21 267,15
e
=]
%‘ Without Z69.72 287.24 30345 256.7T8 2599 313.20 319.08 32851 341.13 343.59
E- children
§ Al 71825 TAZ.6E TTG6.BE T79.02 TEG.HE 802.53 82135 ' 354.64 B77.69 90522
-
= Tatal warmen
g
ﬁ 0-4 ; 39942 416.14 424.39 43582 44344 A50.61 45843 AT3.28 .#.1'?5.25 493.21
5
% 5-17 381.59 A72.87 37601 13214 377.94 282.98 EELE 32446 38355 385,14
o
E o Without AQ0.E8 456,18 475.33 ABZ.TH S02.28 S08.98 517.00 52275 | 536,68 53g.23
1 =
o E children
%ﬂ ] Al 1221.7 1245.19 127573 130075 132367 134257 135983 1380499 139648 141659
Eon
5 E Employment rate
=
‘!'!' _5 -4 A8.60 50.10 52.90 52.10 5220 52.70 53.60 55,60 Lr4an 59.70
b w
BE 517 65,70 36,30 56,10 66,80 G760 55,90 656,70 G530 GE.E0 59,40
oW
E E Without h1.20 G300 63.20 a1.50 5570 B1.50 a1.70 G280 B3.60 53,80
£y 'E children
E g, All E&.80 59.60 &.a0 59.90 59,50 584,80 60,40 51.90 | G50 53,90
=
5 % Ratio af employment rate far wemen aged 20-3% with children under compulsory school age, 1o the employrment rate of all
rz E waomen aged 20-49
A=
= =

0.80 0.50 0.50 0.20 0.80 0,490 0.90 0.en 0.90 D50
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Table 12, Balancing work and non-working life
{per cent)

M Indicator Sey 1998 1999 2000 2001 2002 2003 2004 2005 2006 2007

25  Share of women recelving  Females 85 |82 86 DigAE [FE 86 B9 B.9 5.6 0.8
maternity/family leave
benefits - women who can
take whole days off for i
family reasons
6 Share of women receiving  Females 2.1 23 2.4 26 2 2.2 2.4 28 2.9 2.9
maternity/family leave
benefits - women taking
titne off over the last 12
rnonths for family sickness
ar amergencies

27 Share of men receiving Males 4.3 4.5 4.5 a7 4.1 4.2 46 &4 Sk 4.7
maternity/family leave !
beneafits - men who can
take whole days off for
family reasons

8 Share of men receiving Males 24 2.3 2.2 22 2.0 L7 20 22 2.2 2.2
patarnityfamily leave
benefits - men taking time
off over the last 12
months for family sickness
or emergencies

'Exc.’udmg pecsaas ving outside localitles (Bedawios in the South ond ethers) and in institutions [permanent samples).
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Table 13. Social security

M Indicator 1998 1999 2000 2001 2002 2003 2004 2005 2006 2007
31 share of employees 89,7 874 92.0 28.8 ol1.6 B6.8 26.7 B87.2 85.3 26.3
coverad by
unemployment
insurance

32 Public social security 17.0 169 16.7 18.0 18.3 17.9 16.9 163 15.8 15.7
expenditure as a share
of the GDOP'

32 Public social security n.a. . ona, 8.2 9.2 9.2 3.6 7.8 7.5 7.3 7.0
expenditure as a share
of the GO

'General Gavernment Expenditure for Social security and Health by COFQG clgssification as shore of GDF

Cash ben efits of the Nationol Insurance institute, Pullic expenditure according to the Classification of the Functions of Government
a5 a share of GOP: the indicotor compares the expenditure of the general goverament sector by function with gross dﬁmest:’c
product. The general gaverament sector expeoditure according (o COROG s clssified in the following cotegones: (1) general public
services, (1) defence, {iill public order and safety, (iv] ecanamic affoirs, vl envirarmentol protection, {wil housing ond community
amenities, (vii) health, (vil recreation, cuiture and religion, {ix) education ond {x) sociol security, General government seckor
expenditure is determined on the basis of the Eurostat’s methodology of the turopeon Spstern of Notional and Reqional Accounts
1995 (E54-85) which epplies in ol EU counteies Lo ollow Righ intermationol deta comporability, According to this methodology, the
general government sector includes oll institutionol units which are other non-market producers whase output is intended for
individua! or collective consumption, which ore fingnced by compulsary payments, and all institutiongl units that are principolly
engrged in the redistribution af notional incame ond wealth. In oddition to the four generol government gooounts fnationol and
local budgets, the compulsary health insuronce fund, and the pension and disebilty insurance fund), the general government sector
oo inciudes public funds, among them the Copital Company (the KA0) and the Slovenign Restitution Company (the 500/ as well os
public ngencies, The £54-95 methodolagy is bosed on the occrual principle, which means thot all revenues and expenditures are
recarded ot the moment when gssets of llabilities oocur rother thon when they are paid.

Table 14. Share of economically active population contributing to a pension fund

[per cent) -
| N Indicator 2003 2004 2005 2006 2007
a3 Share of economically active Working Total working 48,5 491 4098 4095 402
pupu.latmn contributing to a Bmpliyas 510 c18 £ 53 4 52.0
pension fund
Employers 285 27.4 26.1 29.2 i)
and own 2
account 4
workers

Mot warking 2.3 2.3 2.8 2.4 119
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Table 15. Social dialogue
N Indicator - 1908° 1698 2000 2001 2002 2003 2004 2005 2006 2007
36 Rate of days not worked 827 916 1 06% 1055 763 1375 595 2114 £ 1101
due to strikes and
lockouts (par 1 000
emplmes}l
" Excluding slove-dowrs.
© Due Lo rearrangement, incompleteness in slow-downs dota (portiol strikes) may ocour for this vear,
Table 16. Skills development and training
{per cent) o . =
] indicatar Sex 1958 1995 2000 2001 2002 20032 2004 2005 200G 2007
38 Share of Males 351 36,0 375 381 39.2 302 33,2 38.6 39.4 40,1
employed =
persons in Famales 388 . 39.3 407 41,3 17 41.9 41.1 41.2 32.7 43.3
high skalled 7 Tk se7I (375 sion B (0T (A0S sesill B3l Mgl Al
Decupations =
39 Share of males m.a, n.a. rn.a. na. 146 158 167 16.5 18.4 n.a.
emplovess
ik et Females n.a. n.a. n.a. n.a. 1_9,4 222 23.0 235 3.7 n.a,
job training ) na. na  na. na 171 205 198 198 210 na.
within the last
12 months
40 Share of Males n.a. n.a. 32.4 221 0.8 321 33.5 132 31.9 32.0
employad
who have Females  n.a. n.a. 34,4 EE 33.2 34.3 6.5 6.4 4.2 XN
more
education All n.a. rn.a. 334 aza 32.0 323 35.0 3.5 3.1 32.9
than is
normally
required in
their
aecupation (1)

rE,sn:.'(.ldr'ng persons iving outside localities (Bedouins in the South and others) and in institutions (permanent samples),
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Table 17, The unavailable indicators

Dimension M Provisicnal Indicator {Fully
accepted by Task Force for

| review]

| Dimansion 1. 5afety and ethics of employment

Labour inspection {inspectors
par 100 000 employeas)

a) Employment safety 4

5 Share of employees working in
“hazardous” conditions

f Warkplace expenditure on
safety improvements as a share
of total workplace labour costs

Deccupational segregation by
citizenship

c] Fair treatmant in 11
employment

| b] Waorking time 22
arrangements

Percentage of employed peaple
whao usually work at
night/avening

23 Percentage of emploved poople
who usually work on weekend
or bank holiday

| Dimenzion 4, Stahility and security of work, and social security

| a) Stability and security 29
| of work

Percentage of employess with
temporary jobs

| Dimansion 3. Work hours and balancing weork and non-warking life

Definition

State’s capacity to enforce
sale work principles, laws
and regulations, deriving
therefore to prevention
efforts

People who declare to be
exposed to factors that can
adversely affect his/her
physical health {exposure
to chemicals, dusts, fumes;
smoke OF Bases; noise or
vibration; difficult work
postures, work movements
or handling of heavy loads;
risk of accident)

Difference of share of
employment for national
and no national applied to
each occupation [I15C0
classification 1- 9)

Concept of working
arrangement should be
strictly interpreted,
Employed people anly
occasionally work on some
atypical hours should be
not includad.

Concept of working
arrangement should be
strictly interpreted,
Employed people only
occasicnally work on some
atypical hours should be
not included,

Employees with termporary
contracts are those who
declare themselves as
having a fixed term
employment contract or a
job which will terminate if
certain objective criteria are
met, such as Eomplra-tiun of
an assignment or return of
the employee who was
tamporarily replaced.
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) _Forrnula

Mumber of labour inspactors per
100 200 covered workers as an
indication of the intensity of
inspection effort whera il occurs

See occupational segregation by
SEx

Employed people who usually
work at night and-or in evening/
employed people *100

Employved people who usually
waork on Saturday and on
Sundayy employed people ¥100

Employees with a temporarny
joby/ Employees [or total
employment)* 100
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30

Dimension 5. Social dialoges
a) Social dialogue ‘34

35
37

Percentage of employees with
job tenure of less than one year

Share of employees covered by
collective wage bargaining
Union density rate

Share of employees not

covered by strike law

Employees with temparary

contracts are thase who
declare themselves as
having a fixed term:
employment contract or a

job which will terminate by

one year

employess* 100 i

Employees with job tenure 0-12
maonths/ Temporary
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CHAPTER VIII. Italy Pilot Report

Before presenting the study of guality of emplayment
indicators in Italy, we should provide an overview of
the labour market in the country. The analysis of the
main indicators shows deep differences between the
Italian and the European situations (Table 1).

Firstly, in Italy the emplaoyment rate is  still
substantially lower than the EU-27 average, especially
for the female population. The labour market
dynamics in the south of the country influenced this
outcome o a great extent. Mon-standard jobs {part-
time and/or temporary) are less commaon in ltaly than
for EU-27 as a whaole.

Although the Italian unemployment rate is lower than
European average, the unemployed people have more
difficulty to find a job, as pointed out by the higher
percentage of long-term unemployment. Moreover,
Italy presents a high inactivity rate, which s a high
percentage of working age people who do not work
ner are actively seeking a job.

To sum up, significant differences still remain with
regard Lo both gender and territory, despite the
progress made in the past years, As a matter of fact:

1) The female population has an
employment rate and a percentage of
emploved persans lower than that of EL-
27 (by about seven and five percentage
points, respectively):

2] Evenif the total unemployment rate is
lower than the European average, the
female unemployment rate is higher;

3] In the same way, [talian women’s share
in termporary jobs is higher than bath
Italiar men and European women;

4] The differences between geagraphical
areas are wide, to the extent that we
may consider ltaly as made up of two
different countries, With respect to all
indicators, the northern area shows
values close to or even better than the
European averags, while the southern
area lags behind,

Table 1. Main labour market indicatars 2008 {per

cent)
Indicator EU-  Italy
27 Total North

Employment rate 15-64 years
Male 728 703 76.2
Female 0.1 472 575
Total 659 5B.J- | BHS
Employed 447 389 421
WOMen
Part-time
Male 7.8 5.3 4.5
Female il R 28.8
Total 182 143 148
Employees with temporary jobs
Male 123 116 9.6
Female 14:90 Hsiell B132
Total 140 133 11.2
Unemployment rate
Male .0 5.5 29
Female i 8.5 L
Total 7.0 (311 3.5

| Unemployment rate, long-term

| Male 2.4 2.4 0.9

| Female 38 LR 4.1 18

| Total 26 31 13

| Inactivity rate, 15-64 years

| Male 720 256 215

| Female 361 4834 39.3

{ Total 281 370 303

Centre

73.0
52.7
62.8
LY
A2.0

5.8
28.5
15.3

111
15.3
13.0

4.6
8.2
.1

1.7
3.4
2.4

234
42.6
33.1

South

611
313
48.1
34.2

B0
252
1.6

15.0
21.8
17.5

10.0
15.7
12.0

5.0
8.9
6.4

3240
B2.8
a47.6

Source: LES 2008,

The indicators of guality of employment will be
analyzed separately for each dimension. The only

exception is the sub-dimension

employment, which

is

transversal

Fair treatment in

across all the
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dimensions and sub-dimensions.”” Therefare, to the
extent possible, we will calculate and present each
indicator in the framework by sex, citizenship and
geographical area.

toreover, the analysis will look at changes over time
in employment quality, as measured by the proposed
indicators. In particular, time series from the Labour
Farce Survey (LF5) are available starting from 2004,
when the continuous survey collecting information
related to every week of the year started. At the time
of writing the report, the maost recant data referred to
the first quarter of 2009 but we used annual data
including 2008, With regard to others sources, we will
look at time series for a maximum of ten years,

On  the whole, as  emerged at  the joint
UNECE/ILO/Eurostat Seminar on the Measurement of
the Quality of Work in 2005, the LFS is the main socurce
for  measuring  inlernationally  comparahble  data
regarding  quality  of  employment  indicators.
Therefare, we used the LFS as much as possible to
calculate the variables. Mareover, with regard to the
indicatars computed in the [talian LFS 2008, we
sstimated  the  sampling  errors [coefficients of
variation]. All the indicators display insignificant
sampling errors, showing that they could be properly
estimated by the LFS (Annex 1), When we refer to data
fram others sources, we will highlight the advantages
and disadvantages.

First of all for each dimension we will review the data
availability and source. Then, in the subsequent data
for the various years will be examined and analyzed by
sex, citizenship and territory,

A. Safety and ethics of
employment

The major source on occupational injuries is INAIL
[Matignal Institute for Insurance against Occupational
Accidents) which collects data referred to the workers
covered by insurance.’™ INAIL cavers almost all those

" The most recent recommendation for the sub-dimension “Fair
treatrment in employment™ of the Task Force was the following
rather than jdentifying specific indizatars, it wauld be better o
produce o3 many qualty of employment indicators as possible
disaggregated by pender, race, ethnic minarity and by every other
group tor which there may be fair treatment concerns, UNECE Task
Furce an the Messurement of Quality of Employrent. intreduction
of the Cooceptual Fromework for Megsuriog the Quality of
Imployment. Stokistical Mesurement of Quality of Emplayment:
Corceplual framework and indicacors, September 2004,

B 1n taly insurance against ocoupational injury is campulsary far all
employess carrying cut pad manual work o0 @ parmanent o casual
basis i specitic activities or pracesses, Non-manual workers in the

for whom insurance is compulsory, INAIL statistics
report data on compensated injuries due to all types
of occupational accidents,

With regard to child labour, data an  working
conditions of people aged below 18 years are not
available, However, the three indicators concerning
young workers and child labour do not have particular
relevance within the ltalian context, since child labour
for children aged less than 16 years is forbidden by
national law, Furthermore, the phenomenon is very
marginal in Italy. Partial information can be obtained
using LF5. The share of persons aged 15 to 17 years in
employment amounts to 2.3 per cent. Considering the
threshold of at least 40 warking hours per week, il is
instead equal to 1.6 per cent.

Concerning the share of employees warking in
hazardous conditions, additional information comes
from LFS 2007 ad-hoc module on accidents at work
and work-related health problems.™ This module
provides data on people who declare to be exposed to
factors that can adversely affect their physical health
{exposure to chemicals, dusts, fumes, smoke or gases;
noise or wibration;  difficult waork  postures, work
movements or handling of heawy loads; risk of
accident). Infarmation an the share of workers, who
experienced  one or  more  wark-related  health
problems, may also be obtained from this moduls,

Cccupational fatal injuries affect above all male
warkers, due to their freguent involvement in
hazardous activity sectors such as buildings and
industry. In recent years, a strong decrease has been
observed in the level of fatal occupatianal injuries in
the absalute and relative walues; from 976 fatal
accidents in 2003 ta 744 in 2008 (Takle 3).

public and private sectars are insured if they supervise manual
workers, or if hey use any type of electrical or electranic machiniery
an g qepuelar basis. Selfemployed workers in industry and
agriculturs,  apprentices,  family  workers  and members of
ranperatives are alsa insured if they are manual workers in specific
gctivities.

" Detailed information on module resuls is available at
ikpsStweeistabatfsalastamps feomunicaifnon walendaria/ 200817
2% a1/ ;

Eurcpean resulis have been publshed in Eurostal, Stabistic in Foows,
no. B3, 2004

matpdfepeurostat eceurapa.eufportal/papelportal/product detail
sfpublication?p product code=kK5-5F-00-063 .
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Table 2. Safety and ethics of employment indicators
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Indicators Lourca Last data

Fatal occupational injuries IMAIL 2008
rate (Workplace fatalities
per 100 000 emplayees)

MWaon-fatal cccupational IMAIL 2007
injuries rate (Werkplace

accidants per 100 000

employees)

Employment of persons n.a. - n.a.
below the minimum age for

the kind of work performed

Employmeant of parsons
aged helow 18 yearsin
hazardous industries and
occugations

Employment of persons (gfa n.a.
aged below 18 years for
hours exceeding a specified
threshold

Employees working in
hazardous conditions

LF% ad-hoc Il 2007

Pericdicity Sex Citizenship
Annual Yas n.a.
Annual Yes n.a.
3. n.a. n.a.
rn.4. n.a. n.a.
e

L
rn.a. n.a. n.a:
Five-yearly Tes Yes

Table 3. Fatal injury cases

Yaars Absolute values Standardized
incidence
rate of fatal

Total| Men. “Women accidents  at
work  (rate
per 100 000
workers)*

03 9vs G930 45 2.8

2004 1930 289 41 2.5

2005 918 BI7 41 2.6

| 2006 ‘987 945 42 2.9

007 847 05 42 m.a.

{2008 744 715 |29 naa,

Sowrge: IO~ Datobose Labourste gnd "Furopean Stotistics
on Accidents ot Work (ESA L),

Also the rates on non-fatal injuries are decreasing
moving from 4,179 in 1936 to 2,812 {per 100,000 in
employment) in 2006, For this indicator gender
differences are also relevant {table 4).

Further information come from the LFS 2007 ad-hoc
module on accidents at work and work-related health
problems according to which 4%.6 per cent of male
workers and 27.3 per cent of female workers are

exposed Lo at l=ast one risk factor, For all workers the
share is 38.3 per cent. Italian figures are hardly lower
than the ones for ELU-27,

Table 4. Standardized incidence rate of accidents at
wark (per 100,000 workers)

Years Male Female Total
1996 5125 2012 4179
1997 5006 13992 4082
1998 4987 2047 4105
1999 49332 2093 4 067
2000 4908 2124 4 049
2001 4202 1811 1779
2002 4244 1754 3387
2002 34993 1715 3 267
2004 3859 1576 3098
2005 3534 1558 2800
(2006 | (3433 A | 1‘50? 2812

-Snurr:ez: Eun:u-,;:;;?;}r'fmrfsrfcs 55‘3'&%@”:5 ab Work [ESALY)

Imdustrial work in construction and  agriculture s
characterized by a greater exposure o hazardous
conditions. Respectively 63.4 per cent and 54.3 per
cent of workers involved in these sectors are under
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such risk. Hazardous conditions concern also other
sectors such as transport where 483 per cent, health
where 45.5 per cent and manufacture where 44,7 per
cent of workers work under hazardous conditions.

Furthermore, 18.2 per cent of workers overall declare
to be expased to negative factors affecting mental
wellheing. The rate is lower than for EU-27.

The ad-hoc module also reports information on people
declaring  work-related  health  problems  suffered
during the last 12 months besides accidental injuries
and occupational diseases contraction per 100,000
employees, The number af persons, who suffered of
pocupational diseases in 2007, was equal to 2,797,000.
The share aver total employment is 6.9 per cent. The
termnale share, on the other hand, was 6.3 per cent.
Even in this respect, [talian results are hetter than the
EU-27 average.

Table 5. LFS ad-hoc module 2007, main results
[per cent)

Eu-  Italy
27
Woaorkers who experienced Mien 8.6 T
ane or more work-related :
| health problems Women 8.5 b.3
Tatal B.6 6.9
Workers with work-related  To some 0.1 GG

haalth problams who axtant
exparienced limitations in

normal daily activities Considerably 723 To7

Woarkers with work-related  Sick leave 620 473
heaith problems resulting  I'§iciiaaveis ™| F27.00 167
in sick leave o
Workers who are exposed Men 281 132
to factors affecting mental | yomen 76l 7T
wellbeing

- Total 279 137
Workers who are exposed "Mer'! 47.5 456
to factors affecting phvsical Waormen 124 27.2
health

Total -‘10.? 383
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structural data on gross earnings, hours paid and
annual days of paid holiday leave '™

Table 6. Incame and benefits from employmeant
indicators

Source  Last Periodicity Sex

data

Avearage LFS al
waekly 2004

earnings SES 2006 Four- Yes n.a.
of vearly

employees

Low pay LFs al
(Share of 2009
employad

with

below 2/3

of median

hourly

earnings)

Share af n.a. rn.a. 3. h.a.  na.
employees

using paid

annual

Indicatars Citizenship

Quarterly. Yes Yes

Cuarterly  Yes  Yes

| leave in

the

previous

year

Share of n.a. rn.a. n.a. nias cnaal
employaes

using sick

leave

Average SES 2006
number of

paid

annual

leave days

used in

the

pravious

year

Four- Yes n.a.
yearly

Source! LFS, Il q-:rurfer,:?ﬂﬂ? ad hoc medule on accidents ot
wirk and wiork-related health problems

B. Income and benefits from
employment

With regard to Dimension 2 “Income and benefits
from  employment”, some information  can be
ohtained from the Structure of Earnings Survey (SES),
which is the main source of EU-wide harmonized

Unfortunately, the data cover only employees in
enterprises with at least ten employees excluding
some National Classification of Toconomic Activities
(NACE)  branches  (agriculture,  fishing,  public
adrinistration,  private  households  and  extra-
territorial). On the ather hand, since 2008, LFS callects
data on monthly net salary of employees. In this case,
all employees are included and cross-tabulations with

¥ GEC i conducted every four years under Council Regulation (L]
no. 53041999 conceming structural statistics on earnings znd an
labour costs, and Commission Regolation {EC) Mo 1738/2005
amending Repulation [EC] no. 1916/2000 regarding the definition
and transmiszion of information on the structure of earnings.
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many variables are poszible. Therefore, we calculated
the variables from bath sources. In respect to the first
indicator we calculated the variable mean monthly
gross earning from SES and the variable mean monthly
net salary from LFS [Tables 6 and 7).

Firstly, we observe a growth of the mean monthly
gross earning: from €1,880 in 2002 to €2,099 four
vears later. Moreaver, gender differences are evident
in both years: on average females earn about 20 per
cent less then males. Amaong ather things, this may be
related to the different incidence of part-lime work
and to occupational segregation by gender, The
difference  between  national  and  non-national,
populations instead, is mainly due to the higher
number of non-national oworkers  in non-skilled
occupations (Table ).

Table 7. Income and benefits from employment indicators
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With regard to the second indicator of low pay,
derived fram LFS data, we obzerve higher values for
women, non- national and in the South, confirming
the indicator's  relationship  with  disadvantaged
working conditions. Regarding the third and fourth
indicators, no  specific  information  is  collected.
However, in ltaly all regular employees are entitled to
paid annual leave and to paid sick leave by national
law. Differences exist about the length of both paid
annual leave and paid sick leave.

Information an the average number of annual paid
leave days comes from 5ES. There are no significant
differences over time and by sex while the number of
annual leave days varies across occupations, e, 22
days for International Standard Classification  of
Dccupations (15C0) 7 and 30 days far 1500 2.

Variable Year
2002 2005 2006 2007 2008
Average monthly gross 2arnings of employees,* € €1 820 r.a. £2099 n.a. n.a.
Average monthly net salary of employees ** € n.a. n.a. n.a. r.a. €1217
Share of emploved with below 2/3 of median r.a. .4, n.a. n.a. 10
hourly net earnings,** per cent
Annual holiday,* days 26 n.a 25 r.a n.a. _]

Sources: T SFS, 2002 ond 2008, * LF5, 2008

Table 8. Income and benefits from employment indicators by sex, 2006 and 2008

Variable Sy

earnings of
employeps*

earnings of

employess®*

Share of employed 8.5 12.0
with below 2/3 of

median hourly net

earnings**

| Annual holiday* 25.0 25.0 n.a.

Geopgraphic area

fiale Female MNorth

Avarage monthly gross 2 271.0 1 865.0 n.a.

Avarage monthly net 1339.0 1056.0 1255.0

Citizenship

Centre South Mational Mon- national

n.a. n.d. n.a. fm.a.

132330 1140.0 1235.0 §73.0

9.6 16.2 8.9 21l

rn.a. .. n.d, n.a.

Sources: * 5E5, 2006, *7 LFS, 2008,
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Table 9. Working hours and balancing work and non-working life indicators
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indicatars Source
Average annual (actual) hours worked per [

pErson LF5

Share of employed persons working 49 hours  LFS

ar more per week

Share of employed persons working less than LFS

a0 hours per week involuntarily

Percentage of employed people who usually LF5

work at night/evening

Percentage of emploved people who usually LFS

work an the weakend or bank holidays

Share of people with flexible work schedule LFS ad-hoc
Ratio of employment rate for women with *LFS
children under compulsery school age to the

employment rate of all women aged 20-49

Share of people receiving maternity/ LF5 ad-hoc

paternity/family leave benefits

Last data Periodicity SeN Citizenship
2009 Annual n.a. n.a.
Q1 2000 Ciuarterly fes Yes
Q1 2009 Cuarterly Yes Yas
Ol 2008 Cuarterly fasg Yes
il 2009 Cuarterly Yes Yas
ol 20049 Cluarterly Yeas Yes
0l 2004 Five-yearly Yes n.a.
Q1 2009 Qarterly Yes n.a.
Q1 2005 Five-yearly Yes .

C. Working hours and balancing
work and non-warking life

Dimension 3 takes into  account working  time
arrangements and balancing work and non-working
life. All indicators can be obtained from LFS data
(Table 9). In particular, the first indicator can be
caleculated hoth from National Accounts and LFS, The
twa indicators, share of people with flexible work
schedute and share of peaple receiving maternity!
paternity/family leave benefits are available fram the
ad-hoc madyles in 2004 and 2005 respectively, The
other five indicators car be calculated from the
guarterly LF5.

With regard to the indicator share of employed
persons working less than 30 hours per week
involuntarily  we  caloulated  three  variables:
involuntary part-time (per 100 part-time), involuntary
part-time [per 100 in employment) and time-related
underemployment  (per 100 in employment).
Regarding  the  share of  people  receiving
maternity/paternity/family  leave  benefits  the
estimated variables refer to persons entitled to

receive the benefits, i.e, employeess with children aged
0-7 years.'™

The majarity of the indicators remain constant over
time (Table 10). The only exception is the incidence of
invaluntary part-time work that increases for both
variables,

The average annual and weekly hours worked per
person shaw a similar trend, being mostly stable, The
use of the variable weekly hours worked per person
obtained from LFS has the adwvantage of allowing
cross-tabulations with socia-demographic and labour
characteristics.

® Law 532000 integrated (ot italian Law Council Directive
95/34/EC led Lo the intraduction of significant changes in Italy. For
instance, all working mothers with children aged up to cight years
are entitled to apply for parental leave, whereas, previausly, the
chiidren had to be aged three years or helow; the length of parental
leave has heen increased from siv to ten months; the employes iz
allowed te spread the time out to s certain extent (hut not as a fully
part-time option); there 15 now a provision fer enpaid sick lzave;
fathers are entitled o apply tor parental leave and, if they apply for
at l=ast three months, a further month iz pronted. Howsver,
payment rates far leave remain unchanged (30 par cent of wapes),
and are limited tw six manths of the leave period for children aged
up to three years [previously up to gne year old},
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For what concerns long hours, we should always bear
in mind the significant difference between employees
and self-employed.  Moreover, to  improve  the
relevance of this indicator, it would be useful to
consider also the invaluntariness of the long hours,
Others significant  differences are revealed when
considering the main socio-demagraphic
characteristics {Table 11}, Men are characterized by
longer  working  hours while women  have  less
frequently flexible work schedules. The incidence of
involuntary part-time is higher for women than men if
calculated  on the total number of persons in
employment. Conversely, it is lower when considering
only persons employved part-time. This reflects the
different incidence of part-ime by gender. For both
variables the walues are higher for non-nationals
comparad to nationals,

Time-related underemployment only partially overlaps
with involuntary part-time. In fact, the criteria used in
the definition of time-related underemployment s
based on hours worked,” while the distinction
between part-time and full-time is based on the
respondents’  self-evaluation  [especially  for  self-
employed).

The wvariable ratio of employment rate for women
aged 20-49 vears with children aged O-five yvears to the
employment rate of women aged 20-49 years has
significantly lower wvalues for non-nafional women
ompared  to ltalian women  (0.60  and 098
respectively).  Howewver,  this  indicator  probably
considers too wide an age group fo highlight the
problem of concilistion between working and non-
working life. In fact, if limited to the age group 25-34,
the rate decreases to 082,

Lastly, parental leave is taken above all by women and
no significant  differences  are  cbserved  amaong
peographical areas.

o According to 1eth  ICLS resclution in 1998, fime-related

underemplayment refers to insufficient hours of work compared
with an alternative emplaymeant situation wheare & persan is willing
arl avallable ta engoge in. Cperationally, it identifies employed
persons who in the reference wesek were, are willing to wark
additianal haurs; were available to work additional hours; had
wiorked [ess than a threshold relating to warkeng time (30 howrs in
Italkyl,

159

Table 10. Warking hours and balancing waork and
non-waorking life indicators

Variable Year

2004 2005 2006 2007
Average annual 1826 1819 1815 1817
{actual) hours
warked per parson
Average weekly 247 34.9 34.9 1.9
[actual) hours
worked per parson®

Excessive hours of 127 12.3 12.4 125
wiark

Excessive hours of 5.7 5.4 5.8 54
wark, employees

Excessive hours of 3049
work, self-amployed

Inveluntary part- 387 384 36,8 a8.5
tirne, as & share of

part-time

Irveluntary part- 4.5 4.9 4.9 5.7

time, as a share of

total ernployment

Share of time-related | n.a. 3.6 2.4 21

underemployment

Share of those who 129 127 123 123
usually weork an

Saturday and Sunday

Share of those who 2.3 8.1 g2 7.7

usually work at night

311 306 326

Share of people with 337 n.a. n.a. n.a.
flexible wark
schedule

Ratio of employment  0.92 0.92 (.92 .93
rate for women (20-

A4 years) with

children [0-five

years) tothe

employment rate of

women [20-49 years)

Parental leave taken .. 14.2 .. M.a.
by employees (15-64

years), per 100

employees (15-64

years) with children

(0-7 years)

Saurce: LFS! *Nationol Accaunts.

2008
1802

34.6

11.8

)

31.0

0.93

n.a.
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Table 11. Waerking hours and balancing work and non-waorking life indicators, socio-demaographic characteristics

Wariable Say Geographic area _llfi-tizms.hip
Male Female Marth Centra South Mational Mon
national
Average weekly hours worked per
sereci 37.80 | 29.80 34.60 34.20 34.80 34.60 34.90
Excessive hours of work 16.00 5.30 12.10 11.10 11.60 11.90 10.10
Excessive hours of work of
employees 7.40 2.20 5,30 5.00 5.20 5.00 7.00
Exicessive hours of wark of salf-
LRt S 36,50 18.30 33.00 28,50 29,30 31.20 26.90
employad
Involuntary part-tirme, as a share of )
BartRine 43,80 37.60 30.00 42,60 60.90 37.90 62.90
Invaluntary part-time, as a share of
Lotallermployimiant 260 ¢ 1050 4.40 6.50 7.70 5.30 11.90
Sh f time-
are of time-related 3.40 390 3,70 370 4,20 3.30 7.00
underemployment
Share of those wha usually work on :
Saturday and Sunday, 13.10 1220 11.40 13.20 14.90 12.60 14.70
T
Sharentisswhousallywodiat. o0 5,40 7.40 8.10 9.20 7.90 9.90
night
Share of people with flexible work
cohedule 36.00 30,60 34.00 32.90 33.80 n.a. n.a.
Ratio of ermployment rate for
wormen [20-42 years) with children
(0-5 years) to the employment rate na. na 0.92 0.96 0.94 0,98 0.60
of women {20-19 years)
Parental leave taken by employess
[15-64 years), per 100 employess
{15-64 years) with children (0-7 .50 24.20 13.80 15.40 14.0340 n.a. n.a.
yEars) )

Source: LFS, ,?I:}GS,-"‘LFS, ad-hoc module Quarter (| 2004; ** RS, od- hoc module Quarter I 2005,

-

of total number of cmployees, which is the measure
usually adopted at European level, and the incidence
of all Kinds of temporary employment (e, including
para-subordinate  work) as  a  share  of  total
~:=_*mp|||::l'5-’r|'|nnt.-"EE

D. Security of employment and
social protection

Dimension 4 includes two sub-dimensions: i) Security
of employment ii} Social protection. As regards the
first sub-dimension, the two indicators can be
abtained from LF5, Relating to the second sub-
dimension, unfartunately information is available only

" The ltalian survey collects data ahaut the atypical solf-crmployad

for the first indicator public social security expenditure
as share of GDP [Table 12),

As for temparary employment, we calculated both the
incidence of temporary wage employment as a share

without employees, a temporary frecloncer called “collaboratore”,
This has been one of the main issues in Lthe rocent years in
connection with the introducticn of new employment typologies i
Italy. In terms of autonomy at work, the “collaboratare” is often
more similar to the temporary employer rather than the selfs
employed,
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Table 12. Security of employment and social protection indicators

Indicatars Source

Percentage of employees aged 25 years LES
and older with tempeorary jobs

Percentage of employees aged 25 years LFs
and older with job tenure (= 1 year, 1-3
years, 3-5 years, = 5 years)

Public social security expenditure as a MA
share of GDP
Share of employees covered by n.a.

unemployment insurance

Share of economically active population n.a.
contributing to a pension fund

181

Last data

ol 2009

Ql 2008

2007

n.a.

n.a.

Periodicity
Quarterly

Cuarterky

Annual

f.d.

Sex

Yes

Yes

Citizenship

Yes

Yes

M.a.

n.d.

Table 13. Security of employment and social protection indicators (per cent)

Yariahle

Temporary employment as a share of employment

Temporary employees as a share of employees

Temporary employees as a share of employees
aged 25 years and older

share of employees aged 25 years and older and
with job tenure <1 year

Share of employeas aged 25 years and older and
with job tenure 1-2 yvears

Share of employees aged 25 years and older and
with job tenure 3-five yaars

Share of employees aged 25 years and older and
with job tenure =five years

Share of temporary employees with job tenure <1
year

Public social protection expenditure as share of
GOP*

Yaar
2004
107

11.8

9.7

6.3

134

dif G

55.3

a5.4

18.0

2005
11.0

12.3

101

6.1

13.7

193

53.9

47.4

1531

2006
11.8

13.1

108

6.5

13.4

17.0

61.4

50.0

181

2007
11.9

13.2

109

6.7

13.8

15.8

62,1

50.6

18.2

2008
11.5

133

1049

0.6

15.2

Tl

613

S0.1

n.a.

Source: LF5, *Nationol Accaunts
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Moreover, we limited the indicatar anly to employess
aged 25 years and older, as suggested by the Task
Farce,

All variahles show an increasing trend aver the five
years cansidered {Table 13). Classifying job tenure of
the last job in four categories (<12 months, 1-3 years,
3-five years, =five years) the results do not change
considerably aver time, However, understanding the
relationships between job tenure and the guality of
employment is not ecasy. For instance, being in the
same job for a long time may imply work security, but
at the same time it can alse indicate few possibilities
to find & better job. Considering temporary employees
anly, about hall of them have job tenure sharter than
Qe year,

Lastly, the public social protection expendilure as &
share of GDP presents similar values for the four
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available years. However, it is impartant to highlight
that the expenditure is mostly directed to old age
labout 70 per cent of social protection expenditure)
while only a little part is assigned to families and
children and to unemployment (about six per cent and
three per cent respectively).

fs o for  socic-demographic  characteristics,  the
incidence of temporary employment is higher for
wamen, for non nationals and in the south of the
cauntry [Table 14}, With regard to job tenure, Tewer
non-nationals - compared to ltalians — have job tenure
longer than five years., This is mainly due ta the fact
that the number of foreigners in Italy has increased
aver the last five years.

Table 14. Security of employment and social protection indicators (per cent)

Sex
fale Female

Tempaorary employment as a shars 9.6 154
af employment
Temporary employees as a share 116 15.6
of employees
Temporary employees as a share 9.0 134
of ermployess aged 25 years and
older
Share of employees aged 25 years 6.4 6.7
and older and with job tenure <1
year
Share of employees aged 25 years 141 16,6
and alder and with job tenure 1-2
YEDrS
Share of employees aged 25 years. | 14.6 15.8
and older and with job tenure 3-
five years

| Share of employees aged 25 years 627 58.6
and older and with job tenure
=five years
Share of temporary employees 48.5 50.8

with job tenure <1 year

Geographical area Citizen ship
Morth Centra South Mational Non national
10.4 123 14.5 11.7 14.3
11.2 13.0 1l TR 15.6
2.7 10.4 15.7 107 13.4
5il 6.5 2.2 6.1 i1.4
15.2 15.0 15.3 ;.4.1 26.9
155 158 13.9 13.9 9.1
62.2 61.7 59.4 f4.1 114
47.7 48.3 54.2 50.0 50.9

Source: LF5, 2008,
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E. Social dialogue

Social dialogue is a dimension related to the freedom
of asscciation and to the right to organize and bargain
collectively. It is measured by two indicators: share of
employess coverad by collective wage bargaining and
average number of days not worked due to strikes and
lockouts (Takle 15).

Both indicators are collected by Istat. The first comes
from the Structure of Earnings Survey (SES); the
second  from the Wages According to Collective
Agreements and Labour Disputes Survey [WACALD),

Table 15, Social dialogue indicators

Indicatars sSource Last Periodi- SEH
data city

Shara of SES 2006 Four- Yas
employees yearly

covered by

collective

wage

bargaining

Average WACALD 2007 Monthly — n.a.
number of

days not

worked due

to strikes

and lockouts

I SES, the number of employees with national level or
interconfederal agreement covers all NACE branches
except agriculture, fishing, pubklic administration,
private househalds and extra-territorial organizations
in enterprises with at least ten employees. The 10,352
million employees in these economic branches were
all covered by collective wage bargaining in 2006
where women represented 42 per cent of total.

However, the LF5 estimate for 2006 covers 16,915
million employess when all MACE branches are
considered, There are no official statistics on the
coverage of collective bargaining for all employees,
but the Organization of Economic Cooperation and
Development (OECD) estimated it as over 80 per cent
in 2000,

Other information on collective bargaining is collected
by the WACALD survey, which provides monthly an
index of wages according to collective agreements.
This survey also provides information on the delays in
renewing collective agreements.

FnECn. Employment Outlook. 2004
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The number of working days lost for strikes and
lockouts per 1,000 workers is caloculated using the
number of working hours lost for lzhour disputes
collected monthly by WACALD survey,

Figure 1. Working days lost per 1,000 workers
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Analyzing data from last years we observe a peak in
the number of days lost in 2002, The reasons are
twolold, First, 2002 was a year of heated disputes
between one of the main trade unions Confederazione
Generale  Italiana  del  Lavora (CGIL} and  the
government, which  tried to  reduce  warkers’
guarantees in case of dismissal, even in companies
with mare than 15 employees ({Article 18 of
Workers' Statute, law 200 of 1970}, However, the high
registered value is also ascribable to a technical
change in data collection, Until 2002, the data covered
strikes and lockouts for all reasons while since 2003
only labour disputes are taken into account. ln 2002,
the incidence of strikes due to non-labour disputes
was 32,2 per cent.

Data on strike and lockouts based on labour disputes
are strictly related to the renewal of collective
agreement. Therefore, we face many difficulties in
analyzing the data trend. It may be that the two
proposed indicatars are not adeguate to describe the
Italian context. It could be interesting to have
information on the number of trade unionists, an
participation  rates to the elections af  wnian
representatives, on absences due to union activity, on

i Octaber 2002, thers was a general strike far eight haurs, which
invaived a large number of workers. In Rome there was a
demanstration of abaut theee million people.
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Table 16. Skills development and training indicators
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Indinémrs Source I_astdata
Share of employed persons  LFS Ql 2009
in high-skilled oceupations

Share of employees who LF5 ol 2009

received job training within

| thelast 12 months

Share of employed who LFS ol 2009
have more education than

is normally required in their

occupation

Share of employed who LF3 2 20049
have less education than is

normally required in their

ocoupation

Periodicity Sax Citizenship
Cuarterly Yes Yes
Cluarterly Yes ¥es
Cruarterly Yes Yes
Cwarterly Yes fes

the number of workers involved in strikes and
lockouts, ete.

Concerning collective bargaining, 1t should be noted
that in Italy it takes place at two levels: at the industry
lewel — the most impartant — and at the company or,
sometimes, district level. It could be interesting to
have some information on the share of workers
covered by collective bargaining at the company or
district level.

F. skills development and
training

Dimension & measures workers' gualification and skill
development and in particular focuses on over- or
under-gualification, All indicators proposed by the
Task Force can be derived from LFS, which allows
analyses by sex and citizenship (Table 16).

With regards to job training the Task Force proposes
to measure it with reference to the last 12 months,
with the undoubted advantage of considering a large
time interval® The guestiop posed by LFS, instead, is
limited ta the four weeks preceding the interview, Our
variable is thus built on the LFS reference period,

A second  problematic aspect  concerns  under
education, since a clear definition is still lacking at the
international level. What is under-aducation? Which
are the characteristics to be considered as under-
educated? How should the indicatars be computed?
Therefore, while the efforts should be directed
rowards establishing a commonly shared cperational
definition  of  under-education, the indicator s
excluded from the analysis at this stage. On the ather
hand the concept of over-education is more clearly

defined and it presents fewer problems in variable
building, !

The picture of skills development and training is that
of averall stability owver time; only slightly increasing or
decreasing trends are detectable for some variables
(Table 17},

The percentage of employment in occcupation
classified as 1ISC0 1 to 3 increases, for instance, by less
than one percentage point. However, this trend is a
result af a more remarkable increase — particularly up
to 2007- of the share in [SCO 3 occupations, of a
maderate growth of the share of emplayment in 15CO
2 ococupations, and fastly of a decrease in the
percentage of employed in 15C0 1 occupations,

The percentage of employed persons, who received
some form of job training in the four weeks preceding
the interview, is substantizlly stable over the time
period  considered, 2005 being  the anly  year
registering a value below four percent.

A pradual increase is observed with respect to the
praportion of over-educated workers. Among the
persons in employment with educational level lsced 5-
6, the percentage of those with mare educatian than
iz normally required in their occcupation grew from
11.7 per cent in 2004 to 14.9 per cent in 2008, This is
attributable to the fact that the labour offer for high-
skilled occupations is not adequate to meet the
improvement of the population’s education level.

e nsed a simple detinition of aver-education, identifying the
overqualified people according 1o the level af education on the basis
of 1500 guidelines for majoar groups of ccoupatiens, We classify as
over-aducatad any person with an lsced level 56 in major
occupabicnal graugps 4 o 9,
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Table 17. Skills development and training indicatars
per cent)

Year
2006
)

Variable
2004
91

2005
8.9

2007

share of employmeant 8.3 8.2
in high-skillad
occupations [1SC0 1)
Share of employment
in high-skilled
occupations (1SC0 2)
Share of employment
in high-skilled
occupations [15C0 3)
Share of employment
in high-skilled
ococupations (I5C0 2-
3

I| Share of

| employment in high-
skilled occupations
(1500 1-3)

Share of employved
people job training
last 4 weeks

1l 9.9 8.6 100 104

196 186 214 20 211

2O EREA) AT P RS

38 384 307 402 395

4.5 39 4.2 4.2 4.6

Share of 117 134 138 1359 149

overeducated
| employment
Source: LES.

2008
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Gender differences do oxist also in relation to workers”
qualification and skill developrment, although they are
lzss remarkable compared to other aspects of
employment (Table 18). The percentage of women in
occupations of the first major 15C0 ocoupational group
is lower than that of men; however, the female share
af employed in 15C0 2 and 3 significantly exceeds the
figures far men. Women are involved in training ta a
higher extent than men, as the indicator on job
training received in the last four weeks highlights. Also
a bigger share of women are aver-educated than men
with tertiary education.

At geagraphical level, only the South presents a
situation slightly diverging fram the national picture.
The proportion of employed in 1500 1 occupations is
slightly higher compared to the other "reas; that of
cmployed in 15C0 3, conversely, is lower. The share of
employed  persons,  who  received  job training
decreases from 5.2 to 3.3 percent as we move from
north to south. Cver-education seems to affect the
employved population of the Centre to a greater extent
than in the other areas of the country.

Table 18. Skills development and training indicators by socio-demographic characteristics (per cent)

SEX )
Male Female
thare of employment in high- 9.1 6.8
skilled accupations (1500 1)
Share of employment in high- 9.4 11.8
skilled ocoupations (1500 2)
Share of employment in high- 15.3 5.4
skilled accupations (150 3)
Share of employment in high- 6.8 44.0
skilled occupations (1520 1-3)
Share of amployment in high- ity 3
skilled eccupations (15C0 2-3)
Share of employed people job 4.0 5.6
training last 4 weeks
Share of overaducated 121 1ra

employment

Geographic area

Morth

7.8

9.6

23.0

40.4

326

512

15.6

Citizenship
Centre South Mational Mon national
7.9 9.0 5.6 3:3
11.3 111 110 19
21,2 175 22.4 4.7
40.3 377 421 9.9
325 86 335 6.6
4.9 33 4.8 157
175 " 11.3 123 61,3

Sorces L5, FO0E
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However, the most outstanding difference is in the
values registered for national and nen-national
citizens. Mon-nationals are under-represented in the
first 3 major 15C0 occcupational groups. Mot even ten
percent of  foreign workers  are  employed  in
accupations classified in 15C0 1 to 3, versus nearly 40
percent of talian workers employed in the same
occupational groups. The figure reported by the
indicator of over-education is even more striking:
maore than half of the foreign population with tertiary
education has an inadequate employment situation,

G. Workplace relationships and
work motivation

With regard Lo dimension 7 "Workplace relationships
and work motivation” there are not indicators fully
accepted by the Task Force. As & matter of fact, this
dimension is the hardest o measure, as it invalves
subjective evaluations of one’s own job. Some of the
indicators suggested by members of the Task Force
can be calculated from The Eurcopean Warking
Conditions  Survey  (EWCS), carried out by the
European Foundation for the Improvement of Living
and Warking Conditions, '

The recurting nature of the survey gives a picture of
waorking conditions throughout Furape over the last
period. Howewver, with a sample of anly 1,000
respondents in each country, the survey does nat
allow detailed analyses of working conditions referred
to particular groups  within specific  European
countries.”™ As a whole, in 2005 job satisfaction is
lower in Italy compared to that in EU-27: 76 per cent
of respondents claim that they are satisfied or fairly
satisfied with their job, compared to 82 per cent in EU-
27. Also considering the specific aspects of job, the
share of satisfied warkers in Italy is inferiar to that in
EU-27 iFigure 2},

M Eurapean Foundation far Lhe Impravement of Living and Werking
Conditians is an aulencmaus EL agancy with o tripartite Governing
Board based in Dublin. Every five years, the Foundation conducts a
sufvey T study warking conditions in Europe. The survey has so far
bewen corvied out four times: in 1990091, 1995096, 2000 [cxtendad
to cover the ten new member states and Dulgaria, Romania and
Torkey in 2001/02) and 2005 (31 countrigs).

httpsf fesnspurofound surapa.eufdocs/ewen AEWCS /e tIG2E fann e
ses. pof

i ttaly 1,005 interviews were conducted,
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Figure 2. Satisfaction with specific aspects of job,
percentage 2005
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Source: EWCS.

In Italy, thers is also a Quality of Wark Survey carried
aut by the Institute for the Development of Vocational
Training (lstitute per lo Sviluppo della Formazione
Professionale dei Lavoratori, lsfal) in 2006, The survey
questionnaire is based on the EWCS questionnaire, it
contains several questions abaut specific aspect of job
satisfaction, Unfortunately, also its sample size is
low.”™ Therefore, it is difficult to understand if
observed differences in the values over time and/or by
some socia-demoegraphic characteristics are due to
real changes rather than to sample errors,

In addition to data from EWCS, information far Italy
may be cbtained from the Multipurpose Survey which
annually collects information on different aspect of
daily life. The sample cansists of 24,000 households,
living in 900 ltalian municipal areas. The guestionnaire
has a question on satisfaction at work, Even if bhased
an only one question, it is interesting to analyze how
the level of satisfaction waries on the basis of
intervieweses' characterstics. For instance, Table 19
shows that level of satisfaction is higher for managers
and professionals and is lower for workman and
apprentices.

U The survey featured multi-stage random sampling, based on
camputer-assisted telephone interviews (CATI) with 2 sampla of
2,000 workers, ingluding employees and self-emploved persans,
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Table 19. Satisfaction at work by sex and position in the profession, 2009 {per cent)
_F'Ei.ﬁon .in the pmfes.éiar'l_ Employed people
males Fernales
Wary Quite Mot Mot at Don't  Very Cuite Mot Mot at D'l
satisfied  satisfied  wery all know  satisfied  satisfied  wery all koo
satisfied  satisTied satisfied  satisfied
Managers, professionals,  23.7 571 13.3 2.0 3.8 24.0 6.3 13.3 3.5 29
gntrepreneurs
Executive, clarks 12.3 61.4 139 2.3 2.0 17.6 62.8 14.0 2.3 33
Warkmanwoman, 12.2 573 21.9 4.0 4.6 13.7 54.7 23.0 51 35
Apprentices ¢
[
Self-employed, 141 562 208 4.0 5.0 12.2 [ 16.7 51 41
collaborator in the family
business
Total 16.2 53,2 17.8 315 4.!:1 166 5498 16.7 35 3.4
Source! istat, Multiourpose Survey, 2009,
Another impartant aspect related to this dimension 1} Employment of persons who are below
could be the number of workers, who in their job have the minimum age specified for the kind
been wvictims of any kind of harassment. Istat has of waork performed;
conducted for the first time in 2008-2009 a specific ad- ;
; 2] Employment of persons below 18 years
hoo module fooused on mobhbing (harassment at work ) , . .
i ) ) ) in designated hazardous industries and
or bullying at work), inserted in the Multipurpose .
aE B ; ) occupations,
Survey on Citizens’ Security to be carried out every
five ywears. The sample consists of 60,000 households. 3} Employment of persons below 18 years
Through this module information on the frequency for hours exceeding a specified
and the intensity of any kind of harassment at work or threshold;
contempt suffered by the interviewess (people aged : :
: 4y Share of emplovees using paid annual
15-74 wears, who work or have worked with other ! leave in the pretfious :EBE;.[J
people) is collected. Victims were asked about causes, o P el
conseqguences and results of their experience. An 5 Share of employees using sick leave;
indicator that could be built from this source s the
; =2 6] Share of employees covered by
ratic of people who have been harassed or humiliated Rl hert A
to the total of the interviewed. Indicators could refer ’
to three different pericds: the whole work experience, 71 Share of economically active population
the last throe years or the last 12 months previous the contributing to a pension fund,
interview,
&) Share of employed who have less

H. Conclusions

The empirical analysis of Quality of Employment in
ttaly highlights that in the majarity of cases the
indicators proposed by the Task Farce are available:
anly eight of the 30 fully accepted indicatars are not
computable. Specifically, the fallowing were not
available:

education than is normally required in
their occupation.

The first three indicators, however, have only a
modest relevance within the Italian context since child
labour is forbidden by law. On the other hand, youth
inactivity rate in Italy has been increasing in the recent
years, as pointed out by the considerably hig share of
people in their thirties that have never warked,

With respect to the two indicators concerning non-
income  benefits, share of employees using paid
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annual leave in the previous wyeoar and share of
employoes using sick leave, we believe that they are
not exactly the most adequate measures. Rather, it
wauld be more interesting to know how many
waorkers are entitled to paid annual and sick leave, and
the number of leave days they are entitled to in one
year.

The sixth indicator, share of employees covered by
unemployment insurance is of great relevance, above
all in a period of general detericration of labour
market characlerized by rising unemployment rates,
Linfartunately, we do not have official information an
this in (taly. This year, the Bank of ltaly attempted to
estimate the number of employess not covered by
unemployment insurance. In 2008, they were about
1,600 workers, ie. 94 per cent of employees,
However, the government contestied . this result
without  prowviding  further  explanation. Besides
unemplaymeant  insurance, another instrument o
protect waorkers from wnemployment is the Cassa
Integrazione Guadagni, ar Wages Guarantee Fund
{financed by companies and  the state  and
administered by the MNational Institute of Social
Insurance). In situations of dramatic decrease of
econamic production, this fund compensates up to 80
per cent of the pay of employees lost due ta lay offs
or short-term work, The Cassa Integrazions Guadagni
enabled the reduction of the number of dismissals
during the current deterioration of labour market.

With regards to the seventh indicator, share of
economically  active population contributing to a
pension fund, both its operational definition and its
relationship with the quality of employment are not
clear.

Lastly, for the indicatar share of employed who have
less education than is normally reguired in their
oooupation, the main prablem is the lack of a common
operational efinition rather than data availability.
Furthermore, & mare attertive discussion on its actual
relevance and on its meaning would be necessary.

Considering the available indicators, LFS is confirmed
as the main source of data: 16 indicators can be
obtained from this survey. Moreover, the insignificant
sample error of the variables from LF5 confirms the
robustness of its estimates. In this respect, we should
always pay atiention to the source we use. Unofficial
data sources are often based on samples of a limited
size, which may be less reliable in terms of the
robustness  of  estimates,  Moreover, differences
between official and unofficial sources also exist with
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respect Lo standard definitions and to the data
collection methodology.

On the whole, the seven proposed dimensions are
sufficient to describe the different aspects of quality of
employment in ltaly. However, further wark remains
to ke dane. Firstly we should produce clear
operational definitions for the final list of indicators.
Then, with specific respect ta [taly, more attentive
considerations on the figures for the self-employed
will prove very useful. In fact, this categary is very
heterogeneous as it includes alse the collaboratori,
wha are atypical freelancers and whose altributes are
rmare similar to those of temporary employees rather
than of the sell-emplayed,

Anather aspect that deserves particular attention is
the relationship between the general labour market
situation and the quality of employment. In this
respect fime series may provide significant results, as
they may highlight the trends in the guality of
employment associated to improvement or  the
warsening of labour market conditians, Besides past
trends, it will be particularly interesting to analyse the
guality of employment indicators in 2009, which has
witnessed a general deterioration of labour market
conditions. In the first quarter of 2005, for instance,
temporary employment has decreased in Italy. Far
from implying a transformation  of  temporary
cantracts into permanent contracts, this is rather
attributable to an overall reduction of employment
levels, Thercfore the decrease of  temporary
employment  cannet he  interpreted  as o oan
improvement of the guality of employment.

Lastly, the dimension regarding fair treatment in
employment, proposed by the Task Force as a
transversal dimension (thus presenting all indicators
disaggregated by sex and citizenship) proved to be
very effective to describe the Italian context. Age also
may be added to address the issue of fair treatment in
employment. In addition, as well known and further
proven by our study, a country like Italy, characterized
by a marked north-south divide, requires an analysis
disaggregated by geographical areas ta highlight the
existence of several and distinet “labaur markets” with
their specific traits.
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ANNEX

Quality of employment; coefficient of variation of LFS indicators, 2008

Total SEN Geographic al area
Male Femnale Morth Centre South
Dimension 2. Income and benefits from employmeant
Inadeguate pay rate 210 2,81 2.53 413 5.18 2.61

Dimension 2. Working hours and balancing work and non-
warking life

Excessive hours of waork 0.91 0.94 b Bl 1.20 2.37 1.62
Excessive hours of work of employees 1.71 1.79 3.93 f2.29 4Q9 3.22
Excessive hours of work of self-employed 0.92 0.95 2:37 1.22 2:53 1.54
Invaluntary part-time as a share of part-time 1.05 1.67 1.21 1.95 2.32 1.17
Invaluntary part-tirme as a share of total employment 132 2.37 1.47 2135 291 1.85
Average weakly hours worked per person 0.13 0.13 0.23 0.16 0.27 0.30
Share of time-related underemployment 1.70 219 2.41 2.59 4.18 2.58
Share of those who usually work at night 1.12 123 221 1.76 263 1.64
Share of those who usually work on Saturday and Sunday 0.98 112 1.37 1.49 214 1.57
Dimension 4. Security of employment and social protection

Temporary employees as a share of employees 0.94 1.28 1.20 1.47 212 1.44
Temporary employees as a share of employment 0.56 1.31 122 1.49 217 1.48
Share of tlemporary employmeant 0.E8 1.24 1.10 1.32 A1 ik
Share of those with job tenure <1 year 1.13 1.57 1.29 1.93 2.44 1.59
::;n{zz:}adrilsz‘:p!wees as a share of employees aged 25 120 110 1.90 150 1.20 1.50
f:j,;?;:i;n;ﬂz:rees aped 25 years and older and with job 1.10 170 1.90 160 110 1.90
f::;ﬁe o;_ ;r:;:::ees aged 25 years and older and with job T 100 1.10 580 190 1.50
f::ure;eoaf_;ﬂp\:::fses apged 25 yvears and older and with job 1.90 0.90 | 110 280 100 1.50
i?:;e;g fsrn ployees aged 25 years and older with job tenure 0.20 0.70 0.70 0.20 0.20 130
Dimension 5. Skills developmeant and training

Share of employment in high-skilled cccupations ((SCO 1-3) 0.47 Q.57 (.56 0.66 112 (.81
Share of employment in high-skilled occupations (15C0 2-3) 0.54 0.69 0,64 0.7s 131 0.93
Share of employment in high-skilled eccupations (1SCO 1) 1.19 1.35 1.77 1.77 2.81 1.26
Share of employment in high-skilled cccupations (1500 2) 1.12 1.33 1.44 L71 271 161
Share of employment in high-skilled cccupations (1500 3) 0.66 .88 081 0.88 1.72 1.15
Share of overeducated employment 1.90 3106 237 276 3.69 1,36

Share of employed people job training last 4 weeks 1.32 1.80 177 1.77 3.02 246
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CHAPTER IX. Mexico Pilot Report

The idea af using labaour data to analyze the quality of
employment could not be more attractive for labour
statisticians in a country with the complexity and
characteristics of Mexico, Currently, Mexico has
almost 108 million inhabitants with a labour force of
46 million facing one of the most severs economic
crises ever, Mexico has been hit by serious economic
shacks again and again now for a third of a century.
Amongst the fifteen biggest economies {in terms of
GOP) in the world Mexico will possibly see the
charpest GOP fall in 2009, The puzzling aspect is that
the unemployment rate -even with the additianal
impact of the AHINI virus an the econamy- remains
one of the lowest amongst the Organization of
Economic Cooperation  and  Development [OECD)
nations, It is true that Mexico's unemployment rate
has doubled in 3 matter of months but it remains at
6.3 per cent as of August 2009 whereas it is 9.7 per
cent in the US and nearly 18 per cent in Spain. Even
amangst  Llatin - American  countries  Mexico's
unemployment rate is relatively low. Take for example
Brazil, which is one of least affected countries in the
region by the recession with a forecasted growth of
about four per cent this vear: the unemployment rate
far July is 8.5 per cent.

Mexico has a robust, up-te-date and conceptually solid
Labour Force Survey’ well established within its
statistical system sa the explanation has nothing to do
with the method of measurement be it sample design,
the concepts adopted or the way they are
implemented. The standard explanation of Mexica's
gxception in this regard has pointed out to the
absence of national unemployment insurance’™
(Brazil has a :ﬂx-rnanth one} as well the buffer effect of
both a large infarmal sector and large migration flows.
Indeed during many years before the current Us

¥ Mexico's Labour Force Survey is known as EMOE Encussro
Nociona! de Doupocion v Emnleo, conducted on a continuaus basis
natinnwide with guarterly samples of 120,260 dwellings where 2 bit
less half o milhen people live, The questionnaire design takes into
account the ILDACLS recommendations an identilying labour foroe
and unemployment (13" ICLS,1982); informal sector employment
l_'j_5"" 1CLE, 15993); informal employment as & more enosipassng
concept (17" ICLS, 2003]  as wel those ono time-rslared
vrderemployment (167 115, 1998). In all its features, ENOE follows
clasely the ILO puidelines set m the Purple Boak: Emplovment,
Lingmplapment and Underemplayment: An ILO monuo! on concepts
ond methods, Geneva, Secend Edition, 1992,

HE public-sporsared unemployment insurance has been adopted
anly in the nation’s capital, Mexico City,
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recession, the country transferred- by means of
migration- part of its labour pressure to the US so a
big share of the unemployed or about-to-be-
unemployed lahour force simply crossed the border.
In this sense the interprefation suggests that the
unemplayment rate is a result rather than a cause of
the migration phenomencn. This is the effect of
having a labour market where the supply is national
while the demand is international,

Despite this, it is interesting to see at present that
even though migration flows have experienced a
sighificant decrease due the simple fact that the
recessian started in the WS in the first place and  that
the size of the informal sector is comparable between
Mexico and Brazil, the unemployment rate of the
former has not sharply increased. |t suggests, for the
first time, that the conventional explanation of the
buffer effect might be overestimated after all or in any
case has been not enough, In other words, there is
samething else behind this situation,

Conventional economic theory says always the same
of a market of any kind: either it adjusts its prices or it
adjusts its guantities. It seems that in most QECD
countries due to labour rigidities the adjustments are
made in the level of employment. In the case of
Mexice the story has been guite different. In a
country, which has experienced in the past high
inflationary levels without ever implementing a salary
indexation policy (as it was once the case for both
Argentina and Brazil) the minimum wage has lost 72
per cent of the purchasing power compared to 1976, |f
it is really the case that nowadays only a small fraction
of the employed earns the minimum wage, the
adjustment made in Mexico's labour market s
revealed. However, the current situation demands
once again something more in order to understand
the low unemployment rate, Although wages had
abways had been adjusted with a cansiderable lag with
respect to the price levels in the country, it is also true
that inflation has not been significant for maost part of
this decade, and ewen less during the present
recession.

So it seems that a hidden variable is out there. Maybe
the notion of labour market prices ought to be
expanded to include precisely the subject of the
framework. It is time to start thinking in terms of the
guality of employment and with it the trade-offs
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between  guantities  and  quality  adjustments.
Therefore, it might be that in Mexico—perhaps as no
other country with an economy of similar size—Lthe
adjustment has been an the qualitative aspects above
anything else. The challenge of course is to find the set
of indicators that reflect more accurately and mare
consistently this fact and this is why the topic of
guality of employment is of paramount relevance. In
this country just to be emploved alone does not mean
that people can wade in the socioeconomic quagmire.

In what follows, the report tries 1o adjust its contents
as closely as possible to the structure and order of
both the "Proposal for Country Reports on the Quality
of Employment” as well the "Statistical Measurement
of Quality of Employment: Conceptual framework and
indicators” sent on 2 September 2009,

A. Safety and ethics of
employment

1. Safety at work

Despite the fact that the number of paid employess
covered by social security decreased by 1,14 per cent
in 2008 compared to 2007 {about 164,000 workers
less) the number of fatalities per 100,000 employees
increased by 5.2 per cent rising from 9.41 in 2007 to
9.90 in 2008, Specifically, the fatal occupation injury
rate at the work site went up from 7.3 1o 7.9 while the
rate for those incidents that took place when going Lo
work  decreased from 211 to 200 (Figure 1)
Therefare, clearly increasing number  warkplace
accidents were hehind the rise in the number of
fatalities as a result of accupational injuries.

The nan-fatal occupation injury rate went from 2,120
por 100,000 employees in 2007 to 3,555 per 100,000
employeess in 2008, The rate of non-fatally injured by
workplace accidents in the last year was 2,883; the
incidence of injuries on the way to the warkplace was
Bd6 por 100,000 warkers and the rate of workers
affected by workplace related diseases was almost 26
per 100,000 employees (Figure 23,

All these rates show an increase compared to the
previaus year so it seems quite plausible to think that
many enterprises in anticipating the effects of the
economic recession in the United States an Mexico
reduced costs including thase related with safety at
work. Unfortunately there is no data to confirm this,
but the direction that all the information consistently
paints to makes this conclusion almost unavoidable.
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Figure 1. Fatal occupation injury rate, per 100,000
employees

| 2007 = 2008
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Fatalities At the work site &Going to the
wark site

Eourﬁe: tnstitufo WMexicano del Segueo Socel (IMSE] and
Ministry of Lobour (STES),

Figure 2. Mon-fatal occupation disease and injury
rate, per 100,000 employees
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The data source is the Mexican Institute of Social
Security [IM35) which not only collects both workers
and employers contribution to sacial security but also
provides healthcare for all those affiliated through a
network of hespitals and clinics widely around the
country. The data s updated twice a year and is
reliable at its broad categories. The problem, however,
has to do with coverage because these statistics refer
only to employees with a formal link te formal
econamic units. In ather wards, if the employee works
in the informal secter, as it is understood by the 15"
ICLS, 19532 or participates in the processes of formal
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BLONOMIC units without a formal labour attachment (a
concern of the Seventeenth ICLS, 2003) there is not an
equivalent statistic an the situation of an important
part af the labour force unprotected by social security.
Employees operating in the informal sector and
infarmally in formal ecanomic units amount to 13
million in the second quarter of 2009 or 45 per cent of
total paid workers. This is the percentage of paid
employess for whom we do not have datz an
oocupational accidents or diseases.

To have an idea of the total number of employees that
might be warking in hazardous conditions or those
warking at a level of risk that is above average, it is
better to take a look at the information provided by
EMOE, which, as any ather household survey of its
kind, provides the widest panorama possible, Using
Internaticnal Standard Classification of . Occupations
(1SC0) and considering all employess working on
physical tasks and/or with machinery and equipment,
and those in freight transportation as well in
construction industry, it is estimated that between a
third and 40 per cent of all of Mexico's paid
employees operate with a certain level of risk every
day. The share was 39.4 per cent in 2005 and went
down ta 27,1 per cent in 2009 {second quarters, Table
1}. Howewver, this decrease might not bear any
interpretations of improving labour conditions. 1t
rather points out to the structure of employment and
to the fact that as industries of tradable commaodities
are more affected by the recession while employment
share rises in tertiary activities, which demand less
physical work.

Tahle 1. Share of employees working in hazardous
conditions [per cent)

Cuarter 11/ Tatal Men Women
Year
2005 39.36 51.70 1812
2006 Y 3902 , 5136 17.92
2007 3860 51.38 17.07
2008 3B.58 51.46 1677
2009 37.10 50.18 14.94
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contributing  family member. About 21 per cent
operate in agriculture and husbandry activities; 25 per
cent are  waorkers,  helpers  or  assistants  in
manufacturing processes; 22 per cent are employees
in retail trade operating with premises; 12 per cent
participate in preparation of food beverage and other
services; four per cent are paid domestic servants and;
six per cent work either as street vendars ar doing
other streets jobs, Of the total 2.6 million, 2.4 million
are boys, 1.2 million girls. The lalter concentrate
mastly in retail trade operating with premises {25 per
cent) while the farmer in agriculture and hushandry
(40 per cent), The share of girls in street activities is
gight per cent while only five per cent of bays work in
the streets {Figure 3.

Figure 3. Child labour by sector, 2007

Girls

By

Totally
L] 20% 4 B 20% 100

Share of ermployees

W Agriculture and husbandry workers
M Workers in manufacturing processes, helpers and assistants
B Employeas in retail trade aperating with premises
Street vendors and other street jobs
v Darnestlc servants

[l preparation of food & beverages and other services

Saurce! INEGH, 5THS, Encuaste Nacionol de Qrupacidn g
Emplea (ENOE],

2. Child labour and worst forms of child
labour
Mexice is a country of about 29.2 million individuals

aged between 5 and 17 years; 3.6 million are engaged
in some kind of work either as a wage earner or a5 a

Source: INEGT, S'."P.';, Encuesto Nacional de Ooupacion v
Emplen (ENOE), Mddwlo de Trobojo Infantil, 2007,

*There is o total populotion of 29,203, 394 individuals aged
between 5-17 veors, out of which 3,642,067 are engoged in
some sort af econamic octivity,

The federal labour law of Mexica establishes in Article
22 that the minimum legal age to work is 14 years and
below 16 years of age, the individual needs & written
cansent of her/his parents in arder to participate in an
economic activity, Amangst the 3.6 million of children
working, 1.1 million (744,488 boys and 368,992 girls)
are below the legal age, ie. they are aged betweesn 5
and 13 years, Agriculture and hushandry provail with
37.4 per cent of the underage child workers, most of
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them being boys. It is worth mentioning that more

than 100,000 children aged between 5 and 13 years

are working in the streets (Figure 4},

Figure 4. Child labour below the minimum legal age
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Figure 6. Child labour below 18 years of age, by
industry
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Source: INEG STRS, Encoesta Nociongl de Ocupocian y
Ernpleo (ENGE), Modulo de Trabajo Infantil, 2007,

The 1.1 million below the legal age represents 31 per
cent of the total {2.6 million, Figure 5). The subgroup
has its lowest share in manufacturing pracesses [17.1
per cenl wversus 829 per cent of those aged 14-17
years) while more than half work in the streets (Figure
&),

Figure 5. Child labour below 18 years of age, boys
and girls
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Source: INEG, 5TPS, Encuesta Nociona! de Ooopocion v
Empleo (ENQE), Modulo de Trobafo Infantid, 2007,

Taking the group as a whole (5-17 years of age) and
after classifying those activities considered more risky,
we see that 40 per cent are engaged in hazardous
activities, which is slightly higher than  for all
employed, The share of those engaged in such
activities goes up with age and mare bays than girls
are exposed. Therefore, the praportion gap is more
visible for the 14-17 age group (Figure 7).

Figure 7. Employment in hazardous industries and
occupations below 18 years of age
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Souwrce: INEGH, STES, Encpeste Nacionol de Ocupacion v
Emplea (ENOE), Mddwio de Trabajo infontil, 2007,
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The average weekly hours worked also go up, as
expected, with age. Hence, the average of weekly
working hours for those aged 5-9 years is 9.9; for 10-
13 is years is 11,9 and finally for those aged 14-17
years the average weekly hours goes up to 154
{Figure &). Of the total 3.6 million, 280,000 works 25 to
34 hours a week and almost 1.3 million work more
than 35 hours. In other words, 1.6 million {44 per cent
of employed children) waork more than 24 hours in a
week while one million (28 per cent) work less than 15
haurs, 1t is worth mentioning that within this last
group mast children actually work less than six hours a
week, so they are enough to pull down the averages
observed for each age group.

Figura 8. Employed individuals below 18 years of age
warking more than 24 hours per week
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Spurce: INEGH 5TPS, Encuesto Nodlonal de Ocupacian v
Lmplea (ENOE), Mddulo de Trobojo Infantil, 2007,

The data source is a special module of the Mexican
Labaur Force Survey [EMOE) conducted as a secand
phase interview once ENOE has identified the
househalds with at least ope child in the age group of
study. All the information refers to the fourth quarter
of 2007, The next round of this module is going to take
place in the fourth guarter 2009 so it is planned to be
conducted on a biannual basis. It is important to
mention that this strategy has a limitation specifically
in capturing children working in the streets, as the unit
af oheservation is the household, In other words, if the
child is homeless, he or she would not be abserved by
this method,

3. Fair treatment in employment

In Mexico, 55.3 million women live, 41.4 million of
whor at or above the legal working age {14 years).
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Amongst them 17.1 million are in the labour force.
The share in total employment has registered an
increase during the last five vears going from 36.6 per
cent in 2005 ro 37.% per cent in 2009 second
quarters). The change is not negligible considering
that this is a structural indicator, which tends to
remain stable over a number of years. The increase in
the share of women in wage jobs has been smaller
gaing from 374 to 38.2 during the same period (Figure
).

Figure 9, Share of women in employment [per cent)
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Inagquality undaubtedly is an issue. For inslance, in
Mexico, educational attainment is higher for women
[9.5 schoal years ar slightly abowve junior high schaool
an average) than for men [B.9 years in average) while
the hourly earnings amongst wage workers s
practically the equal. Hence, educational returns seem
not ta be fully reflected in the labour market. The
salary discrimination index that interplays with both
indicators {educational attainment and remuneration
far both men and women) posts negative wvalues
making it clear that educational return iz not effective
for women and a breaking point in this regard is not
perceivable during the last five years (Figure 10),

In Mexico the unemployment rate normally has been
higher for women than for men, The recession, as it
affected more deeply activities such as construction
and automobile industry, where more men than
women  are  invalved, changed this balance, |If
nowadays men’s unemployment rate is higher, it does
not hald for all the age groups, especially those aged
between 14 and 29 years. Women's unemployment
rate reaches 10.4 per cent versus 9.7 per cent for men
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for the age group 14-19 years while it is 8.3 per cent
and 7.7 per cent, respectively, for the age group 20-29
years (Figure 113,

Figure 10. Salary discrimination index
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Fipure 11. Unemployment rate, by age and sex
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Y . 157
pressure ta be a breadwinner is less acute” ™ Of
course  the two explanations are not  mutually
exclusive.

Time related underemployment shows less variatian.
It affected a bigger proportion of men {11.8 per cent
of employed men) than women (10.1 per cent of
employed women) across all age groups [Figure 12).
The rmain difference from unemployment rate is that
instead of being bigger for the younger strata, the
higher levels of underemployment rate are registered
for those aged 20-59 years. Women in particular seem
to be affected at 50-59 years sugpesting that they are
hanging anto bad jobs—if they already have one—
rather than trying to change johs,

-
[

Figure 12. Underemployment rates, by age and sex
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The rates are almast the same for the next age group
{30-39 years) and decrease from then on with age for
both sexes however more sharply for women than for
men., This suggests that women have fewer
opportunities ta he reintegrated into the labour
market, as years go by so they tend to stap being an
active job seekers from the age of 40 years onwards.
On the other hand, it might mean also that because
fewer women are household heads, the social

Source: INCGIE, STPS, Encuesta Nocional de Ocupacidn y
Ernplen (ENGE], Quarter I, Z009.

Taking a look at the gender and age compasition of
the informal sector highlights that there is a bigger
proportion of women (29,2 per cant) than men {27.5
per cent] in this kind of activities (Figure 13), With the
exception of age group 20-29 years, a higger share of
women than men participates in the informal sectar
acrass all age groups, MNevertheless it is remarkable
how the share grows with age for women. Amaongst
women aged above 59 years, 53 per cent of those
emplayed are in the informal sector, Thus the
combination of gender and age is decisive in the
demaographic configuration of this survival strategy. It

S opdexice hos sbout 278 million households, Taking them as the
unit of analysis, we see that 17 per cent of houssholds are headed
by females, Amongst the houschald heads, the enempleyed holds
the same share while that of the unemployed is slightly smaller.
Mineteen per cent of the houschelds in the informal sector are
headed by females.
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suggests also that the informal sector has become the
last resort for many woamen at a time when Lhe
alternative is to leave the labour market. The
segmentation of choices becomes more polarized with
age and gender.

Figure 13, Informal sector employment rate, by sex
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However if we take the percentage of thase employed
and working—either as dependent or independent
workers—more than 35 weekly hours and earning no
mare than two minimum wages,”™ it seems that the
carrelation is higher for age than gender. If it is the
case that women have more disadvantages in this
regard than men in the younger age group of 14-19
years with a higher proportion in that situation (15.5
per cent of wamen compared to 13 per cent for men)
the balance is reversed but without & sharp difference
in the rates for the age groups between 20 to 49
(Figure 14), The rates increases for bath men and
women aged, 50 years and above and even from 60
years anwards men are affected at a higher degree
than women. The fact that many cases are related
with agriculture activities in rural areas may be
explained by the changing demaographic structure as a
result of migration, which has left older people in
charge of farms, etc.

Befare elaborating further on aging population, one
indicator about women worth considering is single
mothers with children (widows, divorced, separate or
single) as a share of all women in the labaur force,

B oo manthly minimum wages are 3,000 Mexican pesos that

aqual 5225 or sbout £ 157,
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Figure 14. Men and women working more than 35
haurs per week and earning below the minimum
wage
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Source; INEGI, 5TPS, Fricugstn Naciong! de Ocupacian y
Ermplea IENCE), Quarter 1, 2005,

Slightly ahove one third of all wamen in the lahour
farce is in this situation. The share goes up to 41,5 per
cent amangst those unemployed (Figure 15). On the
ather hand, 31.2 per cent of working women without
health insurance are single. These are the kind of
vulnerable situations to focus an from a gender
perspective.

Figure 15. Single mothers in the labour force, (per
cent)
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Currently, about 10.6 million individuals aged 60 or
older are living in Mexice with 3.5 millian of them in
the labour force. During the last five years their share
in total employment remained at around five per cent
without significant statistical changes, Their share of
salary jobs was even smaller: 4.1 per cent in 2009
iFigure 16).

Figure 16. Senior citizens in employment and with
salary johs
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Ermplen (ENOE), Ouarter 1, 2009,

Maost of senior citizens are out of the labour force
{about 7 million); however, it is important to note that
about 1.1 million of them, although not active job
seskers are willing to work if an opportunity came up
[Figure 17), This is another way to confirm how this
demographic group assesses its chances in a labour
market they perceive as hostile to their needs and
aspirations, To have an age perspective is as necessary
as to have gender perspective in describing fair
treatment in employment in Mexico,

The source of all this information is ENOE, which
guarantees the availability of all this data for every
each guarter. &s regards other disadvantaged groups
siuch as ethnic minorities and persons with dizabilitics,
the sample design of a conventional LFS does not
normally guarantee their representation and robust
estimations based on a sufficient number of unbiased
abservations. In the case of ethnic groups, there are
more than sixty in the country each with its own
dialect and specific geographical distribution dispersed
in a territery of about two million square kilometres,
In the case of people with disabilities, the most
efficient sampling is one based on a directary rather
than to sample a given area. The updating these

177

directories however have proven to be the biggest
challenge in order ta implement specific surveys
targeting this graup,

Figure 17, Senior citizens in Mexico
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B. Income and benefits from
employment

1. Income from employment

Because of the characteristic lag of minimum wage
adjustments'™ in relation to inflation in Mexico, of
total  paid  employees  (that is  not  including
contributing  family  members  and  apprentices)
nowadays anly 9.7 per cent are paid minimum wage
or less {Figure 18). Mast warkers earn between one
and two minimum wages [27.9 per cent) or between
two to three minimum wages [26.7 per cent). It is
worth noeting that the shares by sex vary at all levels,
so for those earning less than ane minimum wage,
51.2 per cent are men, 48.2 per cent women while of
those earning more than & minimum wages, 67.1 per
cent are men.

Taking the meadian as a reference for all employed, it
can be abserved that the proportion earning  two
thirds of it went down from 216 per cent of all
employed in 2005 to 18.6 per cent in 2009 (second
guarters). The respective shares for employees went

™ Thare are three minimum wages in Mexico depending an the

geographical area, The average is abaut $112 a month or £78.
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down from 20.4 per cent to 17.3 per cent during the
same period [Figure 19}

Figure 18, Income from employment

W Men = Women

rAillion

T
Upta 3 1to2 2o 3 3rak,  Marethan
minimu iU minimum maimem S minisum
g wage wage Wgn Wage

Source: INEGH 5TES, Encuesto Naciono! de Ocupacidn v
Empleo (ENCE), Guarter i, 2005,

Figure 19. Share of employed earning below the
median hourly wage
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higher correlation between sell employment and
poverty,

2. Non-wage pecuniary benefits

It seems that in the last years the variable more prone
to be adjusted, rather than cash earnings, has been
non-wage pecuniary benefits. An example of this can
be seen in the share of employeses with paid annual
leave. Besides the fact that this benefit is in no way
widely extended, the coverage has dropped from 55.4
per cent of employees in 2005 ta 54.6 per cent in
2002, The drop has been an event specific of this year.
The share of employees with paid sick leave is almost
the same, if slightly lower (Table 2). Considering the
time period, the drop abserved in 2006 seems to he
mare a statistical issue, while that in 2009, ance again
reflacts the adjustments of the labour market,

Table 2. Non-wage pecuniary benefits, Quarter 11

Q2fYear Share of employees  Share of employees
with paid annual with job that pays

Saurce: INEGI, 5TES, Encuesta Nacione! de Oeupacion W
Emplea [ENOE),

What this may imply is that the first phase of the
recession in Mexico has hit most soverely those jabs
carrespanding to the first rungs of the ladder rather
than suggest that everybody has been moving up the
income scale {that might be the case betwseen 2005
and 2008). If we focus on those earning below half of
the median, we see that the share of all employed is
higher than that of the employees, which highlights a

leave sick leave
2005 55.4 54.2
2006 55,1 53.6
2007 56.3 54.9
| 2008 55.3 54,5
| 2009 54,6 53.6

Spurce: INEGH, 5TPS, Encussio Naclong! de Dcupacidn v
Emplea (EAOE]

C. Working hours and balancing
work and non-working life

1. Working hours

The average weekly actual hours worked in Mexico
during second guarter 2009 were 42.1; a drop
compared ta 42.9 registered in 2008. The decrease is
more visible for men whose average weekly actual
hours moved down from 46 hours to 44.9 hours. The
drop was sharper for salary workers by almost an hour
on average and even more for male salary workers:
down from 46.9 hours to 45,7 (Figure 20),




Measuring Quality of Employment
Country Pifat Reports

Figure 20, Average weekly working hours
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Behind these changes in averages were changes in the
same direction of the share in total employment
working 49 hours a week or more with a decrease
from 28.6 per cent in 2008 to 269 per cent one year
latter (second quarters) and a steepest drop as well in
the case of salary workers (30,1 per cent to 28.1 per
cant, see Figure 21},

Figure 21. Workers working 49 hours or more (per
cent)

7 Total M Men

= Women
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underemployment  rate.  Thus  regarding  these
indicatars the message is mixed. Changes in the lowest
part of the spectrum [less than 30 hours a wesk,
Figure 22} are unambiguous: linked directly with the
recession it aught ta he read as lower quality of
employment. However, a decrease in the share of
those who work maore than 49 hours could be misread
as an improvement, which is in fact a sign of a falling
level of economic activity, A similar phenomenon is
observed when the share of emploved persons
working more than one job is taken (Figure 23),

Figure 22. Workers working less than 30 hours per
week

M Total » B Men

30

Share in nar cent

2008 2009

Total employment Total zalary workers

Sovrce; INEGI, 5TPS, Encuesta Nocional de Ocupocicn y
Empleo (ENCE], Quarter I 2008, 2009,

Figure 23. Share of warkers with mare than one job

Share in percent

008 | 2008

Total employment Total salary workers

Source: INEGI, 5TRS, Encﬁ}égfa Nacﬁ]nd}_é‘;?_ci-c:&;&;:}ﬁh ¥
Frnpleo (ENGE), Quarter | 2008, 2009,

On the other hand, there was an increase in the
share of those working less than 30 hours 2 weeak
involuntarily from 0.8 per cent to 2.6 per cent
which has contributed to the increase in the

M Total H Men = Wemen

15

12

Share in per cent

Total salary workers

Tetal emgloyment

E.fr;:é.:. ;';"JE:GI, STPS, Fncuesta Nocional de Ocupacian v
Emplea (ENGE), Quarter ! 2008, 2009,
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The share of all employed warking more than one jab
went down from 6.9 per cent in 2008 to 6.1 per cent in
2009 while amongst salary workers the fall was from
11.2 per cent to 10 per cent. Once again the reason
behind what it is abserved may have to do with the
fact that part-time jobs were the first discarded during
crises leaving a deceptively better-aff panorama.

2, Working time arrangements

The share of total salary workers waorking at night is of
2.3 per cent; a sharp contrast with those whose
activity extends at least one of the days of the
weekend (Saturday in most of the cases) being more
than & third [(34.6 per cent, Figure 24). Both
propartions have slightly drapped in the recent years
so in terms of intertemporal analysis there is once
again a risk to misread this as an employment
impravemeant. To interpret these changes as an
improvement, there should to be a consistent trend,
any isalated changes would mean something else.

Figure 24. Working time arrangements
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Sowrce: rNEG.',JSTPS, EncuestoNacional de Ocupacidn v
Empleo (ENQE], Quarter |, 2008,

Total salary workers

3. Balancing work and non working life

The rate of women with children compared to those
aged 20-40 years shows a smooth decrease during the
last five years (Figure 25). In 2009 less than thres in
ten women have children below four years of age.
Sixteen per cent of female salary workers receive
family leave benefits while for men this share remains
at 4.4 per cent. As is the case with other benefits,
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they diminish in 2009 after having remained stable
over the recent yoears (Figure 26,

Figure 25. Ratio of employment rates of women with
children under compulsory schaol age to the
employmaent rate of all women aged 20-40
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Saurce: INEGT, 5TPS, Encuesto Naciongl de Ocupacidn v
Emplec (ENOE), Quarter i 2005-2005.

Figure 26. Share of workers receiving family leave
benefits

Share of men with a salary job

Share ot men amployed

Share of women wilh a salary
job

Share of women amployed

0 4 & 12 1k 0
Receiving family benafits, %

Source: INEGH, STPS, Encuesta Nacional de Ceupgcidn v
Emplen (ENOL), Quarter i, 2005

The source of all indicators mentioned regarding both
dimensions 2 and 3 is the Mexican LFS {ENOE). Some
of therm can be abtained for any given quarter while
others especially those related with subdimensions 3b
and 3c are obtained just annually, as those issues are
addressed  in the long  EMOE  questionnaire
implemented once a year,
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D. Security of employment and
social protection

1. Security of employment

The percentage of employees aged 25 years or older
with temporary jobs can be split in two categories. The
main one refers to salary workers wha are without a
written cantract representing more than 40 per cent
of those warkers. The other category consists of those
with a written contract but for a limited time pericd.
This second group is around eight per cent of salary
workers. The lowest share was recorded in the second
quarter of 2009 after a downward trend over 2006-
2007 {Table 3). However, the decrease in 2009 reflects
different factors because as it is well known during a
recession, temporary jobs are the first to be last. The
brief increase in 2008 may be a sign of the labour
market anticipating the troubles in the horizon,

Table 3. Employees aged 25 years or older with
temparary jobs (per cent)

Quarter I1fYear Without a With a written
written contract temporary
contract
2005 415 B0
2006 421 g0
2007 40.5 BA
| 2008 19 8.1
2008 40.5 81

Sowrce: INEGH 5TPS, Fncueslo Nocional de Qcupacion v
Emplen (ENCE)

The structure shown by job fenure highlights a
segmented labour market—even for salary warkers—
with rigidities on one hand and extreme flexibility an
the ather. Thus, on one hand, 24.5 per cent of all
employees have besn in their current job for at least
ten years (more often than not, this is the case of
employees in the public sector and public institutions
as well as of unionized workers); on the other hand,
26.3 per cent have been in their current job less than a
year (Figure 27). The latter reflects a labour market
where high turnover is the rule, as employers try to
avoid  warkers  attaining  seniority  with  the
corresponding rights and benefits. Certainly, this is
possible in part because the tasks concerned are
simple enough with a strong presence of non-
agricultural  micro businesses.  However,  the
phenomenon covers maore sectors than that.
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Figure 27. Share of employees according to job
tenure, 2009
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Frapleo (ENOE), Quarter i, 2008,

In Mexico there are about 10 million individuals, who
can be classified as own account workers,”™ They
represent 23 per cent of all employed (Figure 28). Of
these 10 million, 84.4 per cent conduct non-farm,
unincorporated informal sector activities; 22.7 per
cent work in farm, unincorporated enterprises and the
remaining 12.9 per cent are heads of non-farm,
unincorporated formal enterprises.'' A slightly
decreasing trend of the share of own-account workers
was interrupted in 2009, In order to interpret this
indicator, it is important to distinguish informal and
formal sectars, For instance, it might not be positive
that the share of informal own-account workers
increases while it is desirable that the share of formal
own-account warkers increases.

M g they are defined according to the Internatianal Classification

of Category in Crplayment ICICE) 15" ICLS, Genava, lanuary 1993
"' This means that they are registered businesses but without a
complete sel of accounts.
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Figure 28. Share of unincorporated self-employed
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Emplos (ENOE], Quarter I, 2009,

2. Social protection

In Mexico, there 5 no national unemployment
insurance. Currently, unemployment insurance s
available in the capital of the country only. This may
partly explain the low sacial security expenditure as a
share of GOP. This share has moved up from 1.1 per
cent in 1994 to 1.9 per cent in 2008 reaching its
highest point in 2002 (2.3 per cent] (Table 4). Social
security expenditures as a share of programmed
public budgetary expenditures, on the other hand,
went from 6.8 per cent in 1994 up to 12.3 per cent in
2004 remaining at 12 per cent in 2008 {Figures 29a
and 29b). A problem with this indicator is ils
interpretation,

Figure 29a. Public social security expenditure as
share of GDP
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Figure 29b. Public social security expenditure as
share of pragrammed public expenditure
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Table 4. Annual public social security expenditure

Year Share of Share of programmed
GDOP public expenditure
1594 11 .8
| 1995 1.1 78
| 19496 1.2 81
1997 15 1000
1993 1.5 1.5
1999 19 13.4
2000 2.4 14.4
2001 20 122
2002 *3 14.8
2003 159 11.8
2004 2.0 12.3
2005 1.9 11.6
2006 20 119
2007 2.2 12.5
|_ 2008 1.9 12.0
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Legistativa Federal

The share of salarny workers contributing to a pension
fund is below 53 per cent in 2009 manifesting a fall
after the preceding two years (Figure 30). This is
cansistent with the decreasing shares of other type of
benefits mentioned above, In other words, all trends
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seem to point to the benefits being used as an
adjustrment variable for a stressed labour market.

Figure 30. Share of salary workers contributing to a
pension fund
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Ermplen (ENQE), Quarter ), 2005-2009,

All the data for thizs dimension comes from ENOE
except  the information  on seocial  security
expenditures, which are provided by the Congress
Commission an the Public Account.

E. Social dialogue

1. Share of employees covered by
collective wage bargaining

Under the Mexican law the number of unionized
workers equals those covered by collective wage
bargaining, What is aobserved is that the share in 2009
was 16.3 per cent of all employees compared to 18.2
per cent in 2006 {Figure 31). Of the 4.3 rmillion
unionized employees more than g hall are above 40
years of age, This suggests a generational gap in that
this interlocution modality is becoming rare or less
available for the young generations entering the
labour market.

The number of days not worked due to strikes and
lockouts was of 1.1 million worker days [the number
of warkers engaged in labour conflicts multiplied by
the number of working days lost) in 2008; mast af
them being concentrated during the first part of that
year (Table 5).
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Figure 31. Share of employees covered by collective
wage bargaining

H Share in total employment
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Saurce: INEGI 5TR3, Cncuesta Nocional de Goopocidn v
Empleo (ENGE), Quarter |, 2006 and 2005,

Table 5. Worker days lost due to strikes and lockouts

Maonth 2008 2009
Jan 22155 1]
Feb A81 921 205 415
Mar 40 256 55 027
Apr 72 26 Bab
| May 40272 1812
| Jun 158 5 856
| Jul E5 525 0
| Aug 190 500 n.a.
Sep ] 164 833 n.a.
Oct 0 n.a.
Mow 8077 n.a.
Dec 39 814 n.a.

Source: Ministry of Laba:r E’EII:.'E’:'SJ.', Diveccion General de
Investigocidn y Estodisticas del Trabgjo, bosed on dato
provided by the Federal Board on Lobowr Confiicts ond
Conciliation.

In the periad leading up to July 2009 we see a
decreasing trend, which is not surprising given the
recession and increasing unemployment there is less
room for this kind of strategies. It is not clear how this
indicator ought to be interpreted within the proposed
framework: is it positive or negative o go on a strike?
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Are canflicts a sign of deteriaration of labour relations
or on the contrary a sign that both a collactive voice
and resolution can come about? Does a drop in the
days lost rmean maore efficiency or willingness ta find a
solution? Meither as a level nor as a trend is there an
uneguivacal interpretation on this regard.,

The source of unionized workers is updated once a
year by through the long ENOE guestionnaire. The
infermation on worker days lost s updated an a
manthly basis by the Ministry of Labour [Secretaria del
Trabajo) based on data from the Federal Board an
Labour Conflicts and Conciliation,

F. Skills development and
training

The share of employed who have & ‘higher level
education  than is normally  required  in their
accupation went from almost ten per cent in 2005
down to 9.6 per cent in 2009 (second guarters)
reaching its lowest point at 9.1 per cent in 2006
(Figure 221, It is premature to infer whether there is a
trend but it is rather surprising that in 2009 the share
is lower than those registered for the two previous
years, On the other hand, there is a downward, albeit
smoath, trend for the share of employed, who have
less education than is normally reguired in their
cocupation. The interpretation of this trend is not
straightforward in the economic recession of 2009,

Figure 32. skills development and training
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Both indicators are obtained from ENOE and can be
updated each guarter, It is also possible to get the
share of persans in high skilled ccoupations; however,
there may be a need for classifying occupations at
four-digit level for a more in-depth analysis. A
definition in this regard definitively is needed. In order
to callect information on employees receiving job
training within the last 12 months ENOE included a
second phase module during the third quarter in 2000,
At this time, the module is still being implemented
hence the data are nol yet available. It is waorth
mentioning that this module is going to be conducted
every two years,

G. Warkplace relationships and
work motivation

1. Workplace relationships

Megica’'s LFS  [ENOE), through its  annual  long
questionnaire, addresses issues such as harassment,
personal conflicts and discrimination at work if they
have caused the quitting of a job, Hence, information
on how many employees have been subjected to
harassment, canflict of discrimination is not available
as such.

As a proportion of the labour force, the figures are too
low so the level information is mare telling. In 2009
about 38,800 persons quil their jobs because they
were harassed at work (Table 6}, Of these 22,146 of
them were women, moast of them aged between 14
and 19 years. This may mean that they guit because
they have fewer family responsibilities at that age.
Those, whi quit because of a direct clash with bosses
or superiors, are nearly 447,300 cases with 303,740
men. Employees who have quit due to discrimination
at waork (gender, ethnicity, age, sexual preference) are
more evenly distributed by sex: 38,623 men versus
34,924 woamen. The shares are about the same in
2009 g0 2006,

2. Work motivation

Mexico's statistical system doss not yet have any data
i this regard. However, if it is kept in mind that ENCE
has been designed as a core LFS with thematic
mmodules attached to it, the topic could be addressed
as a second phase interview,




Measuring Quality of Employment
Country Pilot Reports

Tahle 6. Waorkplace relationships and work motivation

185

Quarter | f Quit job due to harassment Quit job due to conflicts with boss/ Quit job due to discrimination at
Year superior work
Total Men Wornen Total Men Women Total Men Women

2006 37551 11 602 25849 356329 253 300 102 038 J0 355 39 3ab an 489

2009 38791 16 645 22146 447 252 303 740 143512 73 547 38623 34 924
Sowrce! INEGH, 5TRS, Encuesta Nocdional de Ocupacion v
Emplea [ENCE), Quorter |, 2006 and 2009,

H. Conclusions ¢ "

Because Mexico's labour market has been so aften
compared to ather OECD countries, especially in terms
of its labour market adjustments, it is almost like a
Laboratary to study the effects of these adjustments
on guality of employment. Many indicators are
analyzed within the cantext of the current econamic
recession.  Methodologically  speaking  this  allows
distinguishing what set of indicatars is consistent and
what others could be misleading given  specific
circumstances. Thos, indicators such as all those
considered in dimension 1 [Safety and ethics of
employment) and particularly all those related to non-
pecuniary benefits as well as social protection behave
as expected in an environment of both labour and
ecanomic stress. This is not the case, however, for
indicators that at first seems ta he basic such as those
related with income and hours worked. For instance, a
downward trend before an ecanomic crisis may mean
something different during the crisis, e.g. peaple
warking more than 42 haurs a week, percentage of
employees with temporary jobs etc. On the other
hand, there are gther indicators which seem to be
unigque independent of any context, e.g share of
employed that have less education than is normally
required in their occupation.

There are other indicatars that once obtained surely
have an uneqguivocal or unambiguous meaning, The
trouble is the definitions needed to obtain are not yet
available, e.g. is there a basic understanding amongst
countries of what is and what is not social security
expenditures or which are those skilled occupations?

Of course econamic analysis is not everything; it is
clear that there are dimensicns and indicators beyond
the economic sphere. For instance, fair treatment in
employment,  skills  development,  training  or
workplace relationships and wark mativation demand

to be seen from a wider perspective. Especially for fair
treatment in employment, age and seniority seem just
as relevant as gender.

Finally, the problem is not in the availability of the
indicators but rather in their interpretation: is the
news that they convey good or bad? Hence, this
landscape  of indicators s interesting but  guite
heterogeneous. The matter is not only what they
describe but how they ought to be understood. In this
vein, the normative aspect of the framework might be
the next layer ta build,
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CHAPTER X. Republic of Moldova Pilot Report

The aim of the given report is to present a general
overview of the quality of employment in the Republic
of Maldova based on the indicators proposed by the
lask Force.

The repart will foous on the following aspects:
al identification of available indicators;

b) identification of sources that offer good
guality data;

oy analysis of the labour market trends in
respect of the dimensions and indicators
suggested in the Framework, and of same
additional indicataors which we cansider to he
relevant for the country,

The analysis of the gualitative changes occurring on
the labour market is becoming mare and more
important from users” viewpoint and has hecome ane
of the activity priorities set by the National Bureau of
Statistics (MBS) for developing and improving labour
statistics over the recent years.

Labour Force Survey [LFS) is the source for the
majarity of the indicators developed by the Task Farce
and analyzed below. In Moldova, the LFS has been
revisad and started lo offer new indicators as from
2006, That is why the comparable time series include
anly the [ast three years, 2006-2008,

A. General background of the
situation on the Moldavian
labour market - main trends and
tendencies

The labour market of Moldova s characterised as
follows (2008):

The number of the economically active population
(1303 thousand persons) slightly decreased in 2008 as
compared to the previous year, There was a drop in
unemployment, while the number of the emplayed
population remained virtually the same (Table 1).

The population employed in economy amounted to
1251 thousand persons {in 2007, respectively 1247
thousand). During 2004-2008, the employment
declined by 4.9 per cent.

The number of unemployed amounted to 52
thousands in 2008, the lowest level over the last years.
The same trend was observed for unemployment rate.

Labour migration continues to be an acute problem
for the country, affecting 11 per cent of the total
papulation aged 15 and cver. Unattractive labour
conditions and low salaries remain to be the factors
that determine labour migration for Moldovans.

Table 1. Main labour market indicators, 2006-2008

‘ 2006 2007 2008

l Activity rate, 15-64 years 50.9 49.7 49.4
| Employment rate, 15-64 47.1 471 473
| years
|  Females 457 462 |46
Males 48.6 4581 487
Share of women among S0.0 502 49.9
employed, 15-64 years
Lindaremployment rate, 15- 5.4 5.0 6.9
Bd years
Females 2.1 7.6 6.8
hales 94,2 8.8 7.3
Unemployment rate, 15-64 Th 5.2 A1
YEars
| Females 5.9 4.0 15 |
Males 9.2 b5 4.7 II

Females Splis 51.9 52.3
Males a6.5 48.5 483
Sowrce! National Bureau of Statistics, Labaur force survey.

|
i Inzctivity rate 15-64 years 19.1 50.3 506

The number of persons emploved in non-agricultural
activities 15 on the rise: it increased 2.9 per cent in
2008 [if compared to 2007); and 10 per cent over the
last five years (2004-2008).

The number of pepulation employed in agriculture, in
turn, is on decline {-4.9 per cent in 2008 as against
2007, and -27 per cent as against 2004),

The persons employed within population’s auxiliary
houscholds continue to dominate in agricultural
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activities, the main accupation being the production of
agricultural products for own consurmption.

The analysis of employment by ecanomic sectors in
2008 showed that every 2nd person was working in
services, every 3rd person — in agricultural gctivities,
and cvery Bth person was engaged in industry [Figure
1),

Figure 1. Employment by economic sectors
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Sovrce: Nationol Bureou of Stobstics, Lobour Force Survey,

B. Safety and ethics of
employment

1. Safety at work

We have the following indicators: a) fatal occupational
injury  rate [workplace  fatalities  per 100,000
employees), b) non-fatal cccupational injury rate
lworkplace accidents per 100,000 employees), and ¢)
share  of employees working  in "hazardous”
canditions,

The following indicatars are to be found under the
“ather possible indicators”: a) occupational injury
insurance caverage; number of emplovees wha
benefit from  individual insurance for workplace
accidents and professional diseases as percent of the
tatal number of employees; b) workplace expenditure
on safety improvements: these expenses may be
related to the total costs for labour force.
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Under "hazardous” conditions, we have the following
indicators: a) number of employed exposed 1o
negative impacts on their health at the workplace, as
share of tatal emplayment; b) number of employees
who work in unfavourable/hard work conditions
{working in conditions inconsistent with sanitary and
hygienic rmrms,m performing hard manual work;
warking in premises inconsistent with job safety
requirements, cperating with egquipment inconsistent
with job safety reqguirements) as share of total
employeess,

Sources of data in the field of safety of wark:

- CAnnual statistical survey in enterprises on
Wark protection, and
-

Labour force survey in householHs.

The following situation is registered far the “safety at
wiork” sub-dimension on labour market in Moldowva:

The number of employess-victims of workplace
accidents registered in 2008 dropped by 19 per cent as
against 2006, and by 9 per cent as against 2007, The
number of workplace fatalities registered in 2008
decreased by a quarter as compared to 2007, but
increased by 5 per cent as compared to 2006, The
similar  dynamics was observed for the fatal
occupational injury rate and non-fatal occupational
injury rate. At the same time, the average number of
temporary work incapacity per person who suffered
from an accident increased from 35 days in 2006 up to
35 days in 2008 [Tahle 2).

Table 2. Accidents at work

7006 2007 2008 |

Man-fatal cccupational 22.0 71.0 66,0
injury rate per 100 000

employees  *

Fatal ocoupational injury 4.7 7.1 5.3

rate per 100 000 employees

Days of work incapacity per  35.0 37.0 38.0
employee

Sowrce: Notional Bureaa of Stotistics, Wark pratection suryey
{in enterprises).

" This reters ta employess, who work under high level of noise,

high lovel of wibralion, lighting  deviating from et norms,
concentration of gas or dust at workplace that exceeds the
raximurme admissible leits, wark envrenment temperatures with
deviations from set morms, high level of relative air humidity, air
with imadmassible movernent speed, high level of jonization, other
dangerous andfor harmiul factors.
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Over the years, the highest level of workplace
accidents rate stays registered in industry  and
construction {respectively 154 and 136 cases of fatal
and non-fatal waorkplace  accdents  per 100,000
employees in 2008}

According to the enterprises survey, the share of
employees  involved  in unfavourable/hard  work
conditions was 3.2 per cent in 2006 and 2007, and 3.7
per cent in 2008, The majority of these persons is
employed in work conditions  inconsistent  with
sanitary and hygienic norms - 93 per cent (gas, dust,
noise, temperatures, etc. exceeding the admissible
norms), followed by those performing hard manual
work (6 per cent).

On the ather hand, according to the househaolds’
statistics, one in eight employed persons of 15-64
years old considers that shefhe is exposed to some
factors that have a negative impact on his/her health
at workplace, The share of such persons in total
employment decreasad from 15.9 per cent in 2006 to
12.4 per cent in 2008, Analyzing separately the impact
of these factors, we can state the following: 4 in &
persons say they are negatively exposed to physical
factors at their workplaces, cne third - to psycha
physiological factors, and one in five persons indicated
chemical factars. If compared to 2006, there was a
decrease by 11.3 p.p. for the share of physical factors,
while at the same time the share of persans indicating
a negative exposure to psycho-physiological factors
increased 9.1 p.p. (Table 3).

In line with the legislation in force, all persons
employed on the basis of individual work contracts, as
well as all persons autharised to work on their own
must be insured under the social insurance public
system, of which insurance for professional diseases
and work accidents is a compeonent, At the same time,
taking into consideration the fact that about one third
of employedspeople are in informal emplnymentm, in
reality not all persons whé wark have such insurance,
Sccording to the LFS data, 922 per cent of
respondents consider that the employer pays the
campulsary social insurance contributions for them,
thus we may assume that these persons are insured in
case of work accidents and professional disease. The
level of this indicator has slightly decreased from 92.9
per cent in 2006 1o 92.2 per cent in 2008.

" The notion of “informal employment” covars broadly the

employed persons, who da net benaetit trom social protection.
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Table 3. Hazardous conditions

Of which [per cent):

2006 2007 2008

Mumber of employees
working in hazardous
conditions [conditions 3.2 32 3.7
inconsistent with sanitary
and hygienic norms;
perfoerming hard manual
work; working in premises
inconsistent with job safety
requirements; operating
with equipment
inconsistent with job safety
reguiraments) as share of
total employees, per cent

Working in conditions 91.0 90.7 93.0
inconsistent with sanitary

and hygienic norms, per

cent

Performing hard manual B3 8.2 5.9
wark, per cent

Employed population

exposed to dangerous, 15.9 13.7 12.4
harmful factors as share of

total employment, percent

Of which {one person could be exposed to more than
ane factar), per cent:

Physical factors nra 25.6 21,6
Chemical factors 19.3 19.1 0.9
Psycho-physiological factors 272 354 36.3

Biological Fartors 2.6 23 2.8

Sourca: Motional Bureaw of Statistics, Lobowr force surney
and Work protection suevey (in entarprises)],

During 2006-2008, the costs for labour protection
measures by enterprises have been  increasing
annually by an average of 17 per cent. However the
ratic between these expenses and overall labour costs
remained unchanged aver thess years (1:100),
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2. Child labour and forced labour
Child labour

In the Republic of Moldova, labour legislation
prohibits employment of persons under 15 years old.

A number of sources, however, mention numerous
times that child labour phenomenon (especially in
agricultural  activities) is widespread in Moldova,
bocause  poor  families  are  dependent on the
contributions brought by these children to household
budgets, child labour being a priority when it comes to
education. Frequently child labour makes up for
migrant parents’ household tasks,

At the same time, thers were no representative
official studies carried out until recently for the given
DUFPOSE.

The official statistical survey on Child Lobour has been
launched during the fourth guarter of 2009, as an ad-
hoo  module  to LFS,  in compliance  with
ILO/IFEC/SIPMPOC  methodology  and  with  their
techinical assistance, We hope for this survey 1o offer
an answer ta the gquestion whether child labour is a
real issue in Maoldova, to what extent it is spread, and
what are its main characteristics. According to the
survey methodology, we shall obtain all indicators
suggested by the Task Force to measure child labour.
The analysis of these indicators will allow us to decide
which of them are relevant for Moldova.

Forced labour

We have the following indicators for the given sub-
dimension: a) labour deceived migrants as share of
total labour migrants; b) labour expleited migrants as
share of total labour migrants; ¢ forced/coerced
migrants as share of total labour migrants.

Source of data in the field of forced labour: Lobaur
Force Survey in househalds, ad-hoc module on Lobour
Migration [2008),

Remark: The main goal of the survey was to obtain
some additional characteristics about the
persons who left abroad for work or
looking for a job (labour migrants). |Tosg
Force note: in that it reflects the work
canditions  oputside Moldova., Howewver
some findings might be indicative alse for
situation on domestic labour market. |

Another goal of the survey was to test the
statistical fools [in our case LFS) as a
possible data spurce, which would allow
assessing some aspects regarding forced
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labour / trafficking in human beings
(taking inte account the fact that in
majority of cases we have irregular labour
migration of our citizens abroad)."™ The
methodology™ to be used was developed
by ILD Special Action Programme to
Combat Forced Labour (ILO/SAP-FL) and
wias tested in a number of countries from
the entire warld, including in the Republic
of  Maldava  {the methodalogy s
presented in Annex ta this report), It is
impartant to mention that we took part in
testing  indicators, that there are no
statistical standards  that would be
adopted/ recommended at the
international Tevel, and that only one
segment of population served as target
group Tor the survey: labour migrants.

According to the Lobour Farce Migration survey, an
estimated number of migrants amounts to 318.3
thousands [11 per cent of the total population aged 15
and over), of which 72.4 thousand [or 22.7 per cent -
one in five migrants) were on the territory of the
Republic of Maldova during the survey time [majority
of them remaining in the country only an temporary
basis), The following estimations were made based an
the assumption that the answers given by the
migrants found in the country represent the situation
of all migrants and applying  the ILO/SAP-FL
methedology  (forced  labour and  trafficking  are
estimated using a3 combination of these three
elements - deception, exploitation and v.:n;.u—.*rv.:ilun}.1'm

i PRI ¥
7 Theass activitizs were launched in the framework of the

"Chraination of human taafficking from Moldova and  Ukraine
through labour market-based meassures” project, financed by the
European  Commission Lhrowgh  the  Attaining Energy-Elficient
MMahility in an Ageing Society [AENEAS] propramme and the
Government of Ireland snd implemented by the Intermatcnal
Labour Organisatian and International Centre for Migration Policy
Development (ICMPD), Vienna, ILOSSAP-FL experts and national
consultants were mveleed in these activitles, These experts were
responsible tor developing the methodology to estimate, analyze
and present the results of the survey under the forced lahour
chapter. The responsibilities of NBS were limited to collecting,
processing and wabidating the information, The database was
provided 1o experts far analysis, The final report is in the works,

" arcording to the ILO/SAP-FL methodelogy forced laboor and
rrafficking are estimated using a4 combination ot these three
elements: deception, exploitation and coercion. Exposure to the risk
of deception, ciplatation or coercion is determined by a complex of
tactars, the individual characteristics of migrants and the history of
erigration

"% fee MES and Ministry of Labour, Social Protection and Family.
“analytical Repert on Labous rigraticn and the risks of migration in
Republic of Maldova (dratt)”,
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About G0L5 per cent of the total number of migrants
were successful migrants {migrants who were not
deceived, exploited or forced, or the ones who
experienced migration to an extremely small extent);
229 per cent were exploited migrants; the migrants
deceived for exploitation purposes and the forced
migrants [the cases of forced labour and trafficking for
exploitation purpose) accounted for 8.3 per cent each,
respectively [Figure 2],

Figure 2. Migration risks

O Successful
migrants

O Forced migrants

E Exploited migrants

H Deceived migrants
far explaitation

1840

Figure 2. How migrants were deceived

Lower salary : ; : . zﬁ,}‘
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Higher deductions 91
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Source: Nationol Bureso of Statistics, Lobour force survey,
ad-hoc module on Lobour migration {2008).

The subject of deception can be present in different
aspects of the agreement between the migrant and
the employer/mediator at the time of recruitment.
Seven items were included in this case in order to
calculate the incidence; they concern three aspects:
salary amount and deductions from it, Iwving and
employment conditions (including the type of work],
and the owner/employer.

The incidence of preventive agrecment violation
mostly is ”"?ifjﬁ by granting a lower salary and worse
working conditions. One.in four (26.7 per cent)
migrants received a lower salary than the promised
one, and almost ane in five migrants {206 per cent)
worked in worse conditions {Figure 3.

Exploitation is characteristic for the largest number of
migrants. There are different forms of exploitation and
# wide range of issues, but exploitation in the farm of
lack of social pratection has a big incidence, Almost
nine out of ten migrants (85.5 per cent) are employees
whao work without a contract, and have no medical or
social insurance.

Source: Nationol Hureuunf'lf Statistics, Lebour force survey,
gid-hoc madule on Labour migration [2008),

The following forms of exploitation have a significant
impact: delayed remuneration and lower salary (41.6
per cent migrants), violation of labour laws of the host
country by employer [33.8 per cent) or excessive
warking hours or days [32.9 per cent) [Table 4).

Table 4. Forms of exploitation (per cent)

Lack of social protection imntrai:t, social  BE.S
and health insurance, etc.)

Low salary or delayed remuneration 416

Violation of labour laws of the host 398
cauntry by employer

Excessive working hours or days 32.9

Work performed in risk conditions [lack 108
of pratection)

High/unexpected deductions 6.9
Poor work conditions 45
Poor living conditions 1.3

Sowrce: Nationol Bureaw of Stotistics, Labour force survey,
gd-hoc madule on Labour rigration {2008)

The phenaomenon of forced labour and coercion
through violence is manifested through two basic
farms. Most of the migrants are forced/constrained by
retaining earnings {15.1 per cent migrants), and farced
to provide labour services, which the migrant doesn’t
want to provide [13.6 per cent). Threat is applied to a
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significant number of migrants, whether viclence (4.5
per cent) or denunciation to the authorities (3.6 per
cent) and 3.1 per cent were isolated, restrictions were
applied [Table 5}.

Table 5. Forms of compulsion/coercion (per cent}

Salary retention 15.1
Forced to provide unwilled services 13.6
Violence threat 4.5
Denunciation to the authorities 36
threat
Isolation, restrictions, pursuance 3.1
Documents confiscation 2.0
ekl dependence 2.0
Application of vialence 1.4
Dependence an employer 1.3
Forced to do itlegﬁi activities, 0.6
Threat to apply violence ta family 0.0
mernbiers

Spurce: Labaur Farce Survey, od-hoc module on Labour
migration (ZO08], Nobona! Bureow of Stotistics.

3. Fair treatment in employment

The share of women in total employment, as well as in
paid employment is virtually equal to that of men. At
the same time, female employess have & higher share
than men in non-agricultural activities (in 2006-2008 -
54-55 per cent). There was a slight increase of female
share among part-time employess {from 51,1 per cent
in 2006 up to 53.5 per cent in 2008). Gender
employment rate gap registered during the same
period -1.9 p.p. and -2.% p.p. {Table 6).

Table 6. Female share of employment

employees [15-64 years)
[per cent)
‘Gender employment rate s e T L 2T

2006 2007 2008
Employed women as share 50,0 503 489
of total employment (15-64
years) (per c‘ent_}

Share of women in total 51.5 5Z.5 52.1

gap (15-64 years),
{percentage points)

Share of women in part- 511 527 53.5
time employees [15-64
years) (per cent)
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Sovee: Natiopol Bureaw of Statistics, Labouor foree survey

The analysis of the distribution by occupations (15C0-
B8] reveals that men dominate in the major groups 1,
7 and 8 [with shares between 60 per cent and 90 per
cent]. Women dominate in the major groups 2, 3, 4
and 5 (with shares between 60 and 90 per cent). There
are no notable differences between women and men
in the major groups 6 and 9 (shares of about 530 per
cent) (Figures 4 and 5).

Figure 4, Gender segregation by occupation groups

W 2006 | 2Zoo7 O zo08
1540 .
L
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Share af warkers, %
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Source: Notione! Bureou of Statistics, Lobour Force Survey.

Figure 5. Gender segregation by occupation
subgroups, 2008
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source; Labour Force Survey, Wotiona! Bureou of Stotistics.
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C. Income and benefits from
employment

1. Income from employment

We have data for the following indicators: “monthly
earnings of employees” {not “weekly”),  “share of
employees  with below 2/3 of median monthly
earnings” (not haurly]; share of employees paid at
helow minimum wage; and distribution of wages by
quintile,

Sources of data in the figld of income fram
employment:

Labour Force Survey in households;

- Monthly/annual
cnterprises on Number aond  earnings  of
emplayess.

statistical  survey in

The guality of employment if assessed by the income
from employment sub-dimension is rather poor in
moldowva.

In spite of annual increases of 20:32 per cent
registered for the average monthly earnings in 2006
2008, the level of earnings remains too low to offer a
decent living to employess and their families. There
are noticeably differences between the earnings level
in public and private sectors {the level of wages in
public sector is at 69 per cent of the wage level
reported in private sector), as well as for the labour
remuneration for men and women [women's salary 1s
M oper cent of men's salary in non-agricultural
activities).

In the case of cne in four employeess, the sarnings
lewel for 2008 was below 2/3 of the median monthly
ecarnings. The indicator remained al the similar level as
in previous years (Table 7).

The numberof emplayess with rermuneration under
the set level of minimum wage is extremely small in
mMoldova. In fact, the size of the minimum wage is very
low if compared to the real needs (in 2008, the
minimurm wage was 400 MDL or 38.5 USD per marnth},

The observed dynamics of inequality in earnings
during the last three years reveals a slight increase in
the inequality level as the share of wages of the mast
inferior quintile declined from 6.1 per cent in 20056 to
5.5 per cent in 2008, At the same Lime, the share of
wapes 2arned by the most superior quintile has
increased fram 415 per cent to 44.4 per cent,
respectively. The disparity between the first and the
fifth guintiles is rather big (5.5 per cent and 44.4 per
cent, respectively) (Table #).
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Table 7. Income from employment

7006 2007 2008

Average maonthly earnings of 1697 2065 2530
amployees, MDOL

Average monthly earnings of 1202 170.2 2435
employees, UsD

Share of employad with below 27.6 25.4 26,1
2/3 of median monthly
earnings, percent

Share of employees paid at 0.0 (BN 0.2
brelow minimum wage, per
cent

Sowrce: Notiona! Bureaw of S..’urr',sr-r'{;s‘, Labowe force survey
and Survey an Number and earning of employees,

Table 8. Distribution of wages by quintile

Quintile 2006 2007 2008
Tatal 100 100 100

Cwintile, 1 6.1 6.0 5.5

Quintile 2 11.2 i14 [do7
Quintile 3 17.0 169 163
Quintile 4 Jai REEa 25
Quintile 5 415 421 444

Spurce: Nationol Gureou of Stotistics, Labaur farce survey,

Felevant indicators for Maldava

In 2008, abaut ane in five employed persons [18.5 per
cent) stated that she/he would like to change her/his
situation at workplace due to the unsatisfactory leve|
of remunaration lncome-related inadequate
emplayment ™). The majority of these persons wished
for @ higher level of remuneration per haur, The share
of such respondents in total employment increased
from 12,7 per cent in 2006 to 14.9 per cent in 2008,
The rest of respondents willing to change their
sitwation at the workplace were ready to work
additional haurs for a higher income. Their share in
total employment fell from 5.1 per cent in 2006 to 3.6
per cent in 2008 (Table 9).

" According to the Resolution con cerning the measurement of
underemployment and inadequate employment stuations, sdopted
by the 16" 1CLS, Geneva, October 1998,
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Table 9. Income-related inadeguate employment

006 2007 2008 |
Income-related inadeguate 17.8 172 | 185 |
employment as sharea of
total employment, per cent

Wish to have a higher 127 138 149
remuneration per hour, as
share of total employment,

Wish to work more hours i | 2.3 3.6
for a higher income, as

share of total employment,

per cent

Saurce: Wotional Burea af Statistics, Lobour force survey

2. Non-wage pecuniary benefits

Unfortunately, currently we do not have any of the
Task Force proposed or ether pessible indicators for
the sub-dimension “non-wage pecuniary benefits”.

Relevant indicators for Maoldova

%0 as to be able 1o make the analysis of the situation
on the labour market under this dimension, we can
use the available indicators regarding: a) share of
employess benefiting from paid annual leave and b)
share of employess benefiting from sick leave.

Source of data: Labour Force Survey in hauseholds,

According 1o respondents’ statements, the share of
employees  benefiting  from  paid  annual  leave
increased from 83.8 per cent in 2006 up to B6.9 per
cent in Z008. There was, as well, an increase
registered for the share of employess wha were sure
that they would abtain from employers a payment for
the non-waorked time when being sick or injured: from
84.7 per cent in 2006 up to B7.2 per cent in 2008
[Table 10).

Table 10. Mon-wage pecuniary benefits

2006 2007 2008 |
Share of employees 83.8 855 BE9
benefiting from paid annual

leave, percent

Share of emplovees 2817 858 872
benefiting from sick leave,

per cant
Source: Motional Bureaw of Stotistics, Cobour force survey.,
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D. Working hours and balancing
work and non-waorking life

1. Working hours

We have the following proposed indicatars: a) average
annual {actual) hours werked per person/employes; b)
share of employed persons working 49 hrs and maore
per week (total); c] share of employed persons
wiorking less than 30 hours per week involuntarily.

We also have the following other possible indicatars:
a) share of employees working overtime {paid or
unpaid); b) share of employved waorking mare than ane
joby; ©) average weekly {actual) hours); d) distribution
of hours by quintile.

o

&
Sources of data in the field of working hours:

- Lahowr Force Survey in households {actual
hours warked during one week), and

- Monthly statistical survey in enterprises on
Number and earnings of emplovees {actual
hours worked during ane maonth).

The situation on Moldova's labour market as regards
the “working hours” sub-dimension is the following:

The average number of actually worked hours by a
person armounted to 2028 hours in 2008 (estimation
hased on LFS). There was no substantial change in
hours actually worked during the last three years. On
the other hand, the average number of worked hours
by employees, calculated based on enterprises survey,
amounted to 17763 hours per person in 2008, which
was 12.4 hours more than in 2007, but 2.3 hours less
than in 2006 (Table 11).

The share of persans wha worked 49 hours and more
aweek accounted for 8.9 per cent during the last year.
This indicatar registered a drop over the previous
years [10.3 per cent in 2007 and 12.5 per cent in
2008). The excessive working hours are registered
more frequently amaong employers (16 per cent of
total  employers]  and  samewhat  less  among
employees (9 per cent) and self-emploved (8.4 per
cent). Men work more excessive hours as compared to
WIODIMEn.

The share of employed persons warking less than 30
hours per week in 2008 accounted far 17.8 per cent,
including inveluntary cases — 5.3 per cent. Over Lhe
last three years the share tended to rise: 17.1 per
cent, and 4.9 per cent respectively in 2006, and 17.4
per cent and 5.0 per cent respectively in 2007, At the
same time, enterprises survey shows that in 2008, due

to the administrative initiative, 2 per cent of
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employees were transferred to daily or weekly part-
time work {as a consequence of the economic crisis).

The share of persons who worked more than 40 haurs
per week in 2008 accounted for 28.9 per cent, of
which ane third stated that they usually work more
than 40 hours, and one in five persons stated that the
wish to carn mare was the main reason for waorking
lenger warking hours, The indicator registered a drop
as compared to the previcus years: 30,9 per cent in
2007 and 21.8 per cent in 2006,

The share of persons with secondary activities is low in
Moldova, registering 2.6 per cent in 2008, 3.0 per cent
in 2007 and 3.3 per cent in 2006,

In 2008, the estimated average duration of the
working week was 39 hours per employed persan; it
remained virtually unchanged from the previous years.

Table 11. Warking hours

2006 2007 2008 |

Average annual (actual) | 20280 19760 20280 |
hours worked per
person

Averzge annual (actual) 1770 17640 17760
hours worked per
employee

Percentage of employed 125 10:3 8.9
personswaorking 49

hours and more per

week

Percantage of employved 171 17.4 17.8
persons working less

than 30 hours per weeak,

total

of which Inveluntarily 4.9 5.0 53

Percentage of 318 an.g 28.9
employees working

overtims [palﬁ or o

unpaid)

Percentage of employed 3.3 2.0 2.6
working more than one

job

Average weakly (actual) 39.0 8.0 9.0
hours

Average weekly (actual) 40.0 40.0 39.0
hours for full-time
employmeant

Awerage weekly (actual) 23.0 210 210
hours for part-time
employment

Sawrce: Notionol Bureow of Stotistics, Lobhour force survey
and Survey on Number and egrning of emplayees
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The distribution of the weekly working hours by
quintiles reveals a rather small disparity, the most
inferiar quintile registering 9.8 per cent of the total
nurnber of hours as compared to 284 per cent in a
case of the most superior guintile. During the last
three years there was a slight decline for the inferior
quintile,

Table 12. Distribution of hours by guintiles

Quintiles 2006 2007 2008
Total, percent 100.0 i00.00  100.0
Cluintile 1 10.2 10,2 0.8
Quintile 2 13.1 18.2 18.2
Cuintile 3 1.6 21.7 21.8
Cwintile 4 21.8 22,0 218
Cluintile & 28.3 280 284

Source: Nationp! Gureou of Statistics, Laoboor force survey

Relevant indicators for Moldova

The number of time-related underemployed
persons,”™ ie. persons who during the period of
refercnce had a waork, but worked in reality less hours
within all activities than the setl threshald (40 hours),
and wished to work additional hours and wers
available to start the work in the next two weeks
accounted for 86.7 thousand, ar 5.9 per cent of all
employed persans {in 2007 - 8.0 per cent, in 2006 —
g4 per cent) (Table 13). The phenomenon of
underemployment & mainly spread in rural areas -
73.9 per cent of total underemployed persons in 2008,
no change from the last year,

The wvolume of time-related  underemployment
accounted  for 311 thousand  full-time  (daily)
programmes, which could have been worked and
wished to be worked by the employed persons (in
2007 - 36 thouszand, in 2006 - 34 thousand). The rate
of the volume of time-related underemployment (the
ratic between  the wolume of time-related
underemployment and the potential time for work of
employed persons) accounts for 2.5 per cent (2.9 per
cent in 2007 and 2.7 per cent in 2006).

"8 mecording to the Resclution concorning the measurermcnt of
underemploymeant and insdeguate emplaymant situations, adopted
iy the 16" ICLS. Genewa, Ocrober 1958,
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Table 13. Time-related underemployment

2006 2007 2008

Time-related 8.4 8.0 6.9
underemployment as share

of total employment, per

cent

Volume of timea-related 34.0 36.0 311
underemployrment,

thousand full-time daily

work programemes)

Rate of the volume of time- 2.7 2.9 2.5
related underemployment,
per cent

Source; Nationo! Sureau of Statistics, Labour force survey

2. Working time arrangements

We partially have the following proposed indicators: a)
percentage of employed people femployees who
usually  work at nightfevening: b)) percentage of
emploved peoplefemployees who usually work on
weekend; ¢) share of employees with flexible work
schedules.

Source of data: Labour Force Survey in households, ad-
hoc module on Waork organizotion ond working time
arrangerments (2007),

The situation on Moldova’s laboer market as related
to this sub-dimension of the “guality of employment”
is the following:

52 per cent of employess have atypical jobs (work
performed during evenings, night-time, on Saturdays
and Sundays). One in two persons (46 per cent) with
an atypical job stated that such & job is convenient for
hisfher perional life, The possibility to work during
evenings, night-time and duering week-ends is mostly
appreciated by the employess who set their work
programmes based on a mutual agreement with the
emplover,

The share of employees who usually work  at
night/evening accounted for 17.3 per cent in 2007,
Taking into account the persans who work at
nightfevening anly sometimes, the share reaches 29
per cent. The work at night (in between 22 pam. - 06
a.m.) and evening [in between 18 p.m.-22 a.m.) is
mare characteristic far men than for women (19 per
cent as compared to 14 per cent for the work in
evenings and 12 per cent as compared to & per cent
for the wark at night). It is mainly the employess who

195

hawve infarmal jobs and the young persons of 15-24
years old wha work at night and in evenings.

28 per cent of all employess work habitually during
week-ands, If we take into account also the persans
who waork in wesk-ends occasionally, then the share
reaches 49 per cent. It is men wha work mare
frequently during week-ends (31 per cent as
compared te 25 per cent of women) (Table 14)
Majarity of emplovees who work an Saturdays (50 per
cent) and Sundays (35 per cent} are engaged in such
activities as trade and hotel services. It is namely the
employees who have informal jobs whe mostly work
during week-end.

The majority of employees (84 per cent) have fixed
hours for starting and finishing the workigg day. About
16 per cent of employees have flexible/variable wark
programrme, of which 8.9 per cent have variable start
and end of the working day for an interval of 1-2
haurs, with nevertheless fiked total number of hours
of the warking day. Almost 5 per cent of employees
have the passibility to set their working programme
based an individual agreements with the employer,

Table 14, Working time arrangements

2007 Including

Women. Men

Parcantage of 173 15.1 19.8
employees who usually
wark at night/evening

Percentage of 28.0 25.4 31.0
employees who usually
work on weekend

Percentage of 16.0 13.5 13.5
employvees with

Tlexiblefvariable work

schedules

Source: Notiongl Bureou of Statistics, Lobour force survey,
pd-hoc module on Work organizotion god warking time
prrofngements (200F),

3. Balancing work and non-working life

We have the following indicators for the respective
dimension: a) ratic of employment rate for women
with children under compulsory school age to the
employment rate of all women aged 20-49; b) share of
people  receiving  maternity/paternity/family  leave
benefits; ¢ ratio of the employment rate for single
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wamen with children under compulsory school age to
the employment rate of married women aged 20-49,

Sources of data:
- Llabowr Force Survey in households;

- Administrative source, MNational House of
Social Insurance.

In 2008, the ratio of the employment rate of women
of 20-49 years old with at least ane child of pre-school
age (under & years old) to the employment rate of all
women of 20-49 years stood at 0.79, similar to the
level of the previous year (in 2007 — 0.78) {Table 15).

The ratic of the employment rate for single women
with children under compulsory school age to the
employment rate of married women aged 20-49 in
2008 was (.61,

The share of reEceiving manthly
maternity/paternity benefits for (under 3 years old)
child care in the total number of persons who took
child care leave for under 3 wears old children
increased from 38.5 per cent in 2006 up ta 41.7 per
cent in 2008,

PErsnns

Table 15. Balancing work and non-working life

2007 2003
Employment rate of women aged 20-49, per 5300  52.40

cent

Employment rate of women aged 20-49 with 414 41.40

children under compulsory schoal age, per

| cent
Employment rate of women aged 20-49 56.80 56,10

without children under compulsory school
age, percent

Ratio of employment rate for women aged 0.78 0.79

20-49 with children under compulsory school
age to the employment rate of all wemen
aged 20-49

Ratio of the erfployment rate for single n.a. 0.61

women with children under compulsory
school age to the employment rate of
married women aged 20-49

Share of people receiving 3060 41.70

maternity/paternity/family leave benefits

Sources! National Buregu of Statistics, [obour force survey

and Nationol Howse af Saciol Insurance.
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E. Security of employment and
social protection

1. Security of employment

Wre have some data for the following proposzed
indicators: a) percentage of employees 25 years of age
and alder with temporary jobs; b)] percentage of
employess 25 yvears of age and older with job tenure
[= 1 yr).

We have, as well, some data for the other possible
indicators: a) transition from temporary jobs into
other labour status; b) percentage of employed who
are unincorporated self-employed.

Source of data in the field of security of employment:
Labour Force Survey in households.

The situation an Maldowva's labour market as related
to  employment  security  sub-dimension s the
fallowing:

The majority of employees are employed based an
individual work  contracts. The share of such
employees has increased during the last threoe years:
E7.7 per cent in 2006, 88.5 per cent in 2007 and #9.6
per cent in 2008 {Table 16). As well, the majority of
employees work based on work contracts [or verbal
agreements) concluded for undetermined period of
time (94 per cent).

Over the last three years, the decline in the share of
employees employed for a fixed-term was cbhserved: it
dropped from 7.1 per cent in 2006 to 5.5 per cent in
2008 for the age group of 25 years old and over, The
majarity of persons among the employees with fixed-
term work contracts are persans emploved for one
yvear or less, The share of such persons among the
temporary workers has been increasing: from 70,6 per
cent in 2006 to 87.4 per cent in 2008,

The situation of persons {employees) with temporary
jobs has developed over & year in the following way, 2
persons in 5 continued to have temparary jobs (39,2
per cent), ar obtained permanent jobs (329 per cent);
6.7 per cent became self-employed; 0.5 per cent
obtained the unemployment status and 14.7 per cont
became ecaonomically inactive,

About  one  third  of  employed
unincorporated self-employed.

persans  are
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Table 16. Security of employment (per cent)

2006 2007 2004

Share of employess 25 years of ] .4 gl
age and older with temporary
jobs

Of which, share of employees e 7.2 874
with joh tenure < 1 vear

Transition from temporary jobs into other labour status:

Temporary jobs n.a. 100 39.2
Permanent jobs n.a. n.a, 8.9
Owen account wor kEJ.'ﬁ n.a. n.a. 6.7
Unemployed persons n.a. n.a. 0.5
Inactive persons n.a. n.a. 14.7

Share of employved who are
unincerporated self-employed,
| as share of total employment

32.9 33.3 32.0

Share of employees employed 827 BES B9.6
on the basic of working
contract

Source: Motions! Bureao of Statistics, Labouwr force survey

2. Social protection

We have the following indicators for the given sub
dimension: &) share of employees covered by
unemployment insurance; bl public social security
expenditure as share of GDP; ¢) share of econamically
active population contributing o a pension fund. In
case of ather possible indicators, we hawve the
following: average manthly unemployment insurance
payment as a share of average monthly wage.

Sources of data in the field of social protection:
- Lakour Farce Survey in households;
Mational Accounts;

- Administrative source, Mational House of
Social

Insurance;
- Administrative saurce, Mational Cmployment
Ageancy.

In line with the legislation in force, all persons who
wiork must to be insured under the public social
insurance  system, and  insurance  in case of
employment is part of it. Taking into consideration the
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informal employment phenomena, according to LFS
data, 92.2 per cent of respandents consider that the
employer pays for them all the compulsory social
insurance cantributions, thus we can consider that
these persons are insured in case of unemployment. '
In the last three years, the value of the indicator
shightly declined (fraom 92.9 per cent in 2006 1o 92.2
per cent in 2008).

The public social security expenditures as share of
GOP has risen during the period of observation: from

11.5 per cent in 2006 to 12.6 per cent in 2008 (Table
17).

Table 17. Social protection (per cent)

2006 200% 2008

Share of employees g92.9 92.6 y2.2
covered by
unemployment insurance

Public social security 11.5 12.3 12.6
expenditure as share of

GOP

Share of economically 798 90.2 n.a.

active population
contributing to social
insurance system
tincluding pension fund)

Average manthly 8.0 6.5 26.0
nemploymeant insurance

payrent as a share of

average monthly wage

Sources: nations! Bureou of Statistics, Labour force suneey
and Notiong! nccounts ond goministrotive sources, Nationo!
Rauvsze af Social insurance and National Emplovment Agency,

The share of the ecanamically active population who
contribute to the secial insurance system (including
pensian fund) has increased significantly: 79.8 per
cent in 2006 and 90.2 per cent in 2007, Waomen
contribute more than men to the sccial insurance
budget,

In spite of the fact that the unemployment allowance
increased in 2008 by 40 per cent as compared to 2006,
and by 20 per cent as compared to 2007, it remains
below 30 per cent of the average wage in the
econcmy (26 per cent in 2008), The average level of
unempleyment allowance (Table 18) covers currently

" This situaticn @ analogical ta that of insurance for wark accidents
and professional diseases.



Measuring Quality of Employment
Country Pilot Reports

half of the average costs necessary for vital needs. At
the same time, the share of persons who actually
received the unemployment assistance accounts for
about 10 per cent of the total number of registered
unemployved persons. Thus, it is obvious, that this
allocation does nat ensure significant financial support
to unemployed persons.

Table 18, Unemployment allowances, wages in
national economy, and subsistence minimum
laverage values in MDL)

2006 2007 2008

Unemployment 4748 5481 658.6
allowance

Average wape 1637.0 2 065.0 35300

Subsistence 9351 1099.4 1368.1

minimum
Minimum wage 200.0 400.0 400.0

Sources: Notional Bureau of Statistics, Survey an Number
and eorning of emplovees and Notional Emploviment Agenoy.

Relevant indicators for Moldova

Infarmal  emplayment phenomenon s a  specific
feature of labour market. According to the national
definition, ™ a person is considered to be informally
employed in case when hefshe daes not benefit from
social protection or other rights in compliance with
labiour legislation. Althaugh there is a decreasing trend
registered for this indicator over the last years, the
share of persons informally employed remaing to be
rather high — one in three employed persons (35.1 per
cent in 2006, 33.6 per cent in 2007 and 31.1 per cent
in 2008). Informal employment is characteristic for
self-employment (69 per cent of total informal
employment), private sector (997 per cent of total
infarmal employment), agriculture (63 per cent of
tatal infarmal employment), When excluding the
agricultural activities, informal employment would
account for 16.6 per cent of the total employment in
non-agricultural activities.

Emplayees represent about one third (31 per cent) of
the tatal infarmal emplayment, at the same time 14,2
per cent of the total employees had an informal job
(Table 19}, One in ten persons is employed in informal

b fccording to the Guidelines concerning the statistical definition
of informal employment, adapted by the 17" 1615, November-
Deacermher, 2003,
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sector (1009 per cent). Without agriculture, this
indicator is lower, 6.6 per cenl.

Table 19. Informal employment and employment in
the informal sector {per cent)

2006 2007 2008

Informal employment as 35.1 336 311
share of total employment

Infarmal emploveess as 17.8 15.9 142
share of total employees

Employment in the 10,0 104 10.9
informal sector as share of
total employment

Sowrce; Motional Bureow of Stelishics, Laoboor force survey

F. Social dialogue

Unfortunately, currently we do not have the proposed
indicators and other possible indicators for the “social
dialogue” sub-dimension.

There are no official statistics and no administrative
data regarding the wark collective contracts, At the
same time, the Labour Force Survey respondents are
asked if they are members or not of trade-unions. The
share of trade-union members in the total number of
employed persons changed as follows: 278 per cant in
2006, 26.9 per cent in 2007 and 25.4 per cent in 2008.

There are no official statistics/administrative data
regarding strikes either. Labour legislation regulates
employees’ right to strike so as to defend their
profassional interests or social and ecanomic nature,
At the zame time, according ta the law, certain
categories of workers cannot participate in strikes
{employees from telecommunication system, water
and energy supply systems, employees for air traffic
ruling services, public servants, etc.). The classifier of
units, sectors, and services the employees of which
cannot take part in strikes [according to the law) is
approved by the Government after consulting with the
employer's organisations and trade-unions.

G. Skills development and
training

We have the following indicators for the given
dimension: @) share of employed persons in high
skilled occupations; b) share of employvees who
received job training within the last 12 months;




Measuring Qualily of Employment
Country Pilot Reports

Tahle 20, Skills development and training
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2006 2007 2008

Share of employed persons in high skilled cccupations (1SC0 1-3, aged 25-64), per cent 0.8 291 296
share of employees who received job training within the last 12 months, per cent 81 9.4 10.2
Share of employed who hawve more education than is normally required in their occupation 136 13.6 13.3

{aged 15-64), per cent

Share of employed who have less education than is normally required in their occupation 2.9 3.3 3.9

(aged 15-64), per cent

Share of emploved persons by Level of Education, per cent:

Fre-primary

Frimary

Lower secondary education

Upper secondary education

General secondary education {college)
Higher education

0.0 0.1 0.1

1.0 0.7 0.5
162 158 155

* 445 481 466
173 173 168
210 201 207

Persons an skill-related inadequate employment as a percentage of the employed, per 1.6 1.8 2:0

cent

c} share of employed who have more education than
is normally required in their occupation; d} share of
emplayed who have less education than is normally
required in their ocoupation.

Under the other possible indicatars, we have partial
data for “share of employed persons by level of
education” {but we cannot disaggregate this indicator
down to sub-groups level ).

Sources of data in the field of secial protection:
- Lobour Force Survey in households;

- Annually survey inoenterprises on Vocotional
troafrimg.

The situation on Maoldova’s labour market as related
ta the given dimension is the following:

The share of persons employed in high skilled
cooupations (1500, 1-3, aged 25-64) stayed at the
same 30 per cent level over several years. One in two
persans oot of this occupational  segment  has
intellectual or scientific occupations (group 2).

In line with the statistics obtained from enterprises,
one in ten employees benefited fram jab professional
training during the previous year. The share of such
persons in total number of employees covered by the

Sources: Motiong! Bureao of Statistics, Lobour force survey and Vocational troining swrvey (in enterprises),

survey is increasing [from 5.1 per cent in 2006 up to
10,2 per cent in 2008} {Table 20"

One in six persons considers that the job hefshe holds
daes nat carrespond to hisfher field of education
(17.2 per cent), This share remained at the same level
during last three years. The majority of them (%) have
a higher educational level than the ane required for
their occupation (13.3 per cent of total employment)
and one fourth have a lower educational level than
the one required far their occupation (2.2 per cent of
total employrment). At the same time, the main reason
for 84 per cent of persons willing to change the
situation at their workplaces is the wish to use
adequately their skills/qualifications (6.8 per cent in
2006 and 7.9 per cent in 2007). The inadequate
employment as related 1o gualification registered 2
per cent last year, ™

The structure of employed population by education
level did not suffer any modification over the time.
Mearly one in two persons has upper secondary
education (46.6 per cent), one in five persons has
higher education (20.7 per cent}, one in six persans
has general secondary education/college {16.8 per

2 The survey covers about thiee quarters of the total number of
employess and hall of the total number of persons employed in
natianal ceonomy,

L According to the Resolution concering the meosprement of

underemplopment ond inodeguate empoloyment situations, adopted
~1h

by the 16" 1015, Geneva, Dctoher 1958,
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cent), ar lower secondary education [15.5 per cent).

H. Waoarkplace relationships and
work motivation

Currently we do not have the given proposed
indicatars. We consider it important to develop in
future the respective statistics in Moldova,

l. Conclusions

This report represents an attempl Lo assess the
situation an the labour market in respect of the
guality of employment, using for this purpose the
indicatars developed by the Task Force, given that
they are currently available for Maldova. This exercise
allowed us to make an inventory of the existing
statistics regarding the propozed statistical framework
on Cuality of Employment, and to undertake first
analysis of the indicators in regard ta their need and
relevance for Moldova, When analyzing the relevance,
it is very impaortant to consult the persons who are
respansible for the development, evaluation and
monitering of labour force policies,

The report actually is more like a fact-finding study of
the situation based on  different  dimensicns.
Mevertheless, we are able to provide some findings
based an quality of employment indicators’ analysis.
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The situation on the lahour market regarding the
gquality of employment is not a favourahble one in
Moldova., More active and adeguate measures are
needed for some dimensions/sub-dimensions so as to
improve the quality of employment: first of all,
regarding the income frem employment; working time
arrangements, social protection {informal emplovment
phenomenan), etc.

At the same  time, certain positive  trends
timprovement of indicators) arc visible for some sub-
dimensions, although the evaolution of these trends
aver the periad of last three years it very slow, These
walld  be:  safety ot work, fair  treatment o
employrent  (as related to women's  situation),
warking hours (time-related underemployment), and
skills development.

S0 as to have a more comprehensive analysis in
future, the indicators should be disapgregated by sex,
age Eroup, area, oto. It is necessary, as well, to
implement in practice the missing indicators, and of
course to develop and use, as widely as passible, the
data from the administrative sources.

When talking about labour market policies in
Moldova, we should formulate well-defined abjectives
for impraving the quality of employment in the first
dimensions/sub-dimensions, and gradually 1o tend to
obtain performance in such dimensions as waorkplace
relationship and work motivation.
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ANNEX — Statistical measurement of forced labour
Backpround

Labour migration represents one of the main socio-ecanomic problems in the Republic of Moldova, being a
consequence of poverty and, at the same time, a key strategy to cope with. The phenomenon of labour migration has
a direct impact on national labour market, Therefore the management of the labour migration impact on labour
rmarket is one of the Priority Directions of the National Employment Strategy for 2007 — 2015, The Mational Bureau of
Statistics {MBS) has an important role in monitaring and evaluating labour market policies.

In this context, MBS has initiated and launched & household survey on Labour Migration, as a complementary module
. B,
to the existing Labour Force Survey.

At the same time, as result of the “Technical consultation an forced labour indicators, data collection and national
estimates”, held during December 13-14, 2006, in Geneva by the ILO, as well as based on the activity of the EC Project
“Elimination of Trafficking in Human Beings in Moldova and Ukraine through labour market based measures”, the
Republic of Moldova has been selected, together with other & states, as a country where the LD will test the
methodology for collecting data an the proportion, particularly of the irregular migration.

Taking inte consideration the fact that labour migration of Moldavian citizens in the majority of cases is ocourring in
irregular conditions, it was considered to incorporate in the survey some aspects related to forced labour of migrant
waorkers.

According ta LD expert's suggestions, we have added supplementary gquestions in the labouwr Migrotion
questionnaire, which would allow estimating some aspects of forced labour. (The objective was to include a set of
questions related to the conditions of work of labour migrants so as to derive estimates on forced labour and
trafficking among labour migrants).

Proposed methodology

According ta the ILOSSAP-FL methodology, forced labour and trafficking are estimated using a comhbinatian of the
fallowing thres elements; deception, exploitation, and coercian, Expasure ta the risk of deception, exploitation or
coercion is determined by a complex of factors and the individual characteristics of migrants and of the history of
emigration.

Deception concept

Deception represents the cases when a person was forced to werk, to provide services that were not part of the initial
agreements, and to which a person didn't originally agree. This concept also includes aspects of life and living
conditions which were nat agreed with the migrant by employer or any other persan who mediated the departure
and employment abroad, The difference between the situation/canditions promised by the employver/mediator at the
time of recruitment and the real situation of the migrant will be used as a landmark feature in giving meaning to the
concept of deception.

To caleulate the incidence In this case, seven items concerning three aspects were included; salary amaunt and
deductions from it, living and employment conditions {including the type of work), 2nd the ownerfemplover [Takle 1),

Concept of eaploitation

According to the definition used in this study, exploitation is characterized by an excessive amount of work, poor
remuneration, poor working conditions and a high level of viclence, In fact, to characterize exploitation some basic
indicators expressing decent work were used.
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Cancept of coercion / coercion through threot

As definition, the concept of coercion / coercion through threat includes all the procedures applied by the employer ar
recruiter to require someane to work contrary to the will of the victim or to prevent the departure from the working
place (Table 2}.

The methods applied in this case may be both, physical and psychological. Also this concept includes salary retention,
as away to prevent the employee fo leave working place, when the salary is necessary to ensure this leave.

According to the applied treatment madel, 2ach element of the forced labour components [deception, explaitation
and coercian) is assigned points, and the amount of the obtained points served as basis for distributing the migrants in
the group of “success” migrants (migrants that were not deceived, were not exploited or forced) and the group of
migrants with “forced labour” experience. The level 4 of the indicator was taken as baseline for distributing the
migrants depending on the obtained scores. If a migrant obtained a coefficient lower than 4, hefshe was considered
to be a “success” migrant, but if & migrant obtained a score over 4 points, hefshe was treated as a person exposed to
deception or explaitation or coercion {Table 3).
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Table 1. Deception concept
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Element

The guestion from the guestionnaire through which the element is

The coefficient

‘determined assigned in case
the conditions
are met

1. Deceived about conditions of work 1.1, Waorking conditions were worse 2
2. Deceived about housing and living 2.1. Other accommedation conditions than the ones promised by the 2
conditions employer i

3, Deceived about the nature of the job, 3.1, The type of work/job was different from the one pramised 4
location or employer 3.2. Location of workplace was different

3.3, Another employer than the one promised

4. Deceived ahout wages/earnings 4.1, Unfaraseen or higher deductions from the salary 2
4.2, Salary was lower
Table 2. Concept of exploitation g .

Element

1. Bad living conditicns

2. Excessive working days or hours

| 3. Hazardous woark
A, Low or no salary

5. Mo respect of labour laws or contract
signed

6. Mo =ocial protection [contract, social
insurance, etc.)

4 Very bad working conditions
2. Wage manipulation

The question from the gquestionnaire through which the element is
determined

1.1. Forced to accept accommodation from a third party

2.1, Weekly rest day(s)?

2.2, Excassive working hours/days

2.3, Forced to work hours/days of excessive paid work

3.1, Hazardous work without protaction

4.1, Payment faor overtime work?

4.2, Lower salaries than the ones paid to natives

4.3, Farced ta work hours/days of excessive unpaid wark

5.1. Long-term/permanent employee without written contract
5.2. Delayed payment

6.1. Health insuranca?

6.2. Paid sick leave?

6.2, Cantributions to pension fund?
6.4, Compensation for work accidents?
8.5, Unemployment insurance?

£.6. Paid annual leave?

6.7, Refusal of sick leave

7.1 Violence from employer/colleagues/customers/clients
2.1, Unforeseen or higher deductions from the salary

The coefficient
assigned In case
the conditions
are met

2

2

{ns fa
L
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Table 3. Concept of coercion/coercion through threat
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Element

1. Farced inta illicit/criminal activities
2. Forced tasks or clients

3, Confiscation of documents
4. Debt bondage

5. Isolation; confinement or surveillance
&, Threat of denunciation to authorities
7. Threats of viclence against victim

& Viclence on family (threats or
effective)

9. Violence on victims
10 Withholding of wages

11, Dependency an exploiters

The guestion from the questionnaire through which the element is
determined

1.1. Forced to commit illegal activities

2.1. Forced to accept a job he/she did not wanted
2.2, Forced to tulfil tasks he/she did not wanted
2.3, Forced to provide sexual services

2.4, Farced to maove away from ane employer ta another one without

consent

2.5, Placed in this job without own consent

1.1, Il docurnents (travel tickets) confiscated

4.1. Loan or advance was imposed or falsified.

4.2, Unforeseen debis to be paid back to other persons
5.1, Limitation of the freedom to move and communicate
.1, Threats of deportation/denunciation to authorities
7.1. Threats against

8.1, Threats against to Family

9.1. Physical/sexual violence

10.1. Forced to stay al the working place for a longer period of time,

waiting for the salary to be paid
10.2. Salary withheld/Non payment of wages

11.1. Farced to accept

The coefficient T
assigned in case
the conditions
are met

2

2

[RS8 =

%]
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CHAPTER XI. Ukraine Pilot Report

Among the Commanwealth of Independent States
[C15) and other fransition economies, Ukraine is ane of
the few which has an exceptionally rich range of
statistical tools measuring wvarious  dimensions of
socic-economic processes affecting its population in
general as well as monitoring and  evaluating the
naticnal social policy programmes, in particular.

Thus, in addition to the conventional data collection
instruments {e.g population census, labour force
survey, labour cost survey, administrative records,
ete.) the State Statistics Committee of Ukraine [SSCU)
has at its disposal the following special tools
penerating a wide range of data on flexicurity™ and
an array of indicators measuring the gualitative
aspects of employment,

1. Enterprise Labour Flexibility and  Security
Survey (ELFS).

2. People's Security Survey [LIPSS).

3. labour Force Survey (LFS) based Modular
Recent Waork Survey (LIMDWS].

Ukraine is ane of the first countries in Central and
Eastern Europe where the Enterprise Labour Flexibility
and Security Surveys were launched, and ten such
surveys have been conducted since 1994,

Essentially, ELFS examines the process of employment
creation, labour utilization, job structure, working
conditions, gender segregation and labaur relations at
the enterprise or  establishment  level™  More
specifically, the survey investigates:

¢ Problems of labour utilisation and the more
cfficient utilisation of workers;

e Maln mechanisms of, and obstacles to, skill
formation and the cffective utilisation of
skills;

¢ lohour recruftment proctices employed by
the enterprises, and the considerations,
which motivate these practices;

" Plokicunty rofors, in pencral werms, oo balanced coembination of
labour tlexibility and socic-sconamic security.

B o ILDL Enterprise Labour Flexibility and Security Surveys [ELFS):
Atechnical guide. Geneva, 2004,
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e lobouwr seqgmentation” within and across
enterprises.  In ather words, examining the
opportunities  and  restrictions  on labour
rnbility within firms;

o  Patterns  of lobour twmover  and  their
implications for productivity, and the factors
that determine the rate of labour turnover;

o labour flexibility in its various dimensions and
the extent of these practices in different

types of firms and Sectors; 5

= The role of lobour legisiotions in determining

recruitment practices, skill development, and
the level and structure of employment;

e Gender preferences in recruitment, work
conditions and cpportunities for
advancement;

e Labour relations mechanisms (trade unions,
callective bargaining, etc.) in aperation, and
their impact an dynamism of establishments.

Also, Ukraine is one of the first countries where the
International Labour Qrganization {ILOD} sponsored
UPSs  was launched within the ambitious and
comprenensive [LO Pragramme an s0Cio-economic
security in the world of work, Since 2000, four UPSS
rounds have been conducted. This survey is a unigue
statistical tool designed to measure the following
labour-related forms of 5-::.:|.,|ri'[1,,-':15'5

s Basic needs security;

s [ncome security;

e Labour market security;

= Employment security;

s Job security;

s Wark security;

s Skills reproduction security;

s Representation scourity.

Of these, the last twoe stand out as being at the crux of
security that should encourage legitimate risk-taking

" gep ILOL PMecple’s Security Surveys (PS5 A Manual for training
angd implementation. Geneva, 2004,
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and innovations while promating society and social
solidarity.” i

Further, like in the earlier cases, Ukraine was a
pionecring  country  to  test and  apply the ILO
methodelogy an measuring various dimensions of
decent wark.

The above exercise had the following two phases:

1. Participation in the ILO's early developmental
wark and  testing of the decent work
statistical indicators {2001-2004), when the
UMDWS was conducled and results were
dizrussed at the national tripartite seminar.

2. Current wark with the LD is to test a
comprehensive approach La the
measurement of decent waork during 2009 by
preparing decent work profile of Ukraineg,
This work is based on the Decent Wark
Framework  endorsed by the 18"
International Conference of Labour
Statisticians (ICLS)."" The zero draft profile
for Ukraine was vsed a preliminary basis for
discussion at & tripartite National
Cansultation Warkshop for Ukraine, held on
15 and 16 September 2002 in Kiew.

Finally, Ukraine has been actively participating in the
joint  UMNECESILOJEURDSTAT  Seminars  on the
Measurement of Quality of Waork held in 2007 and
2009; and joined the UMECE Task Force on the
Measurement of Quality of Employment established in
08,

The objectives of this repart are to;

1. Describe the guality of employment an the
Ukrainian  labour market, applying the
framewark developed by the UNECE Task
Forfe. The indicgtors chosen for the paper
are hased on the list of indicators as
proposed in the framework prepared by the
Task Force an the measurement of quality of
ren-upuI--:n,rrmant:]53

M ne LD, Foonomic security far a better world, Geaewa, 2004,

Y gae LG, “Resolution an further work on the measurement of
docont work”. Reparr of the 18" international Corference af Lobaour
LStaticticians. Geneva, December 2008

' Gpe UNECE Task Farce an the Measurement of Cualiny of
Employment.  Inlbroduection of the Conceptual Framework for
Measuring the Quality of Employment. Statistical Measuremeant af
Quality of Employment: Conceptual framewark and indicatars, Nete
by the Task Farge an the Measurement of Quality of Employment,
ECE/CES/GE.12/2003/1, 2 Septermber 20049,
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2. ldentify areas, which are relevant for quality
of employment in the Ukrainian context and
identify indicators, which are of limited
relevance for Ukraine;

3, Provide feedback to the Task Force on the
Measurement of Quality of Employment.

When writing this paper, the authors have largely
drawn on the experience gained during the years of
collaboration  with the (L3 and the UNCCE in
measuring decent waoark and gqualitative aspects of
employment,

The authors are grateful to Ms, Nadya Hryhorowych,
Director, and Ms. Alla Solap, Head of Labour Force
Survey Division, Department of Labour Statistics of the
State Statistics Committee of Ukraing, as well as to
Iryna Kalachowa, Director, Social 5tatistics Department
of the State Statistics Committee of Ukraine, for
providing background  statistical  information  and
constructive camments on draft chapters.

A. Developments in the labour
market of Ukraine

Labour market is an integral part of the economic and
social  system  of which  the functioning  and
development are influenced by markel economy laws
and relevant administrative and legislative decisions,
Therefare, under a growing globalisation of the world
econcmic space, the increase in the quality of labour
farce in general and employment in particular has
become a crucial pre-condition {0 secure  sound
competitiveness of the national economy,

Curing the last two decades, employment in Ukraine
has changed. Thus, after a notable decrease between
1883 and 19539, it stabilized thereafter and a small but
steady increase was observed between 2002 and
7008 (Figures 1a and 1b),

nttpsdfwees unece orgfstats/docymentsfece fresfpe 122009, 2ipA.
o gt

" The data refers o ermployed persens aged 15-70 years, who wera
ermplayed as employess ar selt-employed and worked Tor al least an
haur during a reference week as well a5 persons temporarily absent
from wark due ta specific reasons.
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Figure 1a. Employment by sex
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Figure 2. Employment rates by sex and age group
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Figure 1b. Employment by urban and rural areas
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While the female employment rates were somehow
lower than those of males, the gender-specific
employment rates were practically equal in the age
groups of 40-48 and 60-70 vears (Figure 2).

According to the results of the Household Sample
Survey of the Economic Activity of Population of
Ukraine conducted in 2008, the number of employed
aged 15-70 years was 21 million or 50.3 per cent of
the total population in this age group,

Source: Stote Statistics Committes of Ukraine,

The enterprise statistics collected from large- and
middle-sized establishments showed that the number
of waorkers employed there Tell by 237,000 and stood
at 11.4 million persons. Besides, 327,300 workers had
secondary employment cutside their main workplace,
and 268,200 worked with temporary contracts which
provided them with less guarantee of employment
and much reduced or no social security schemes. The
above and other facts indicate that the Wkrainian
labour force is losing its relative quality advantages
which it used to have vis-a-wvis ather countries in the
region,

Employment growth in the service sector was due to
important changes in the traditional structure of
Ukrainian labour force where as a result, since 2002,
the number of employees has been continuously
decreasing. Thus, the average number of wage earners
at the agricultural enterprises engaged in hunting and
related services fell by 10.2 per cent and of those
engaged in manufacturing by three per cent. At the
same, the number of persons employed in commerce
and trade has increased by 8.4 per cent, in hatels and
restaurants by seven per cent and in real estate
operations by 2.6 per cent. Between 2000 and 2008,
the number of ILO-unemployed fell from 2.7 million ta
1.4 million and the ILO unemployment rates shrunk
form 11.6 per cent to 6.4 per cent during the same
period.

The GDP growth rates, employment and real wages
presented in Figure 3, among other things, shows that
the proportion of wages in GOP continues to be small,
This is, for the most part, due to the inefficient
sronomy, heavily biased towards processing industries
and lahour-intensive productions.
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Figure 3. Macroeconomic dynamics, growth rates
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B. Quality of Employment:
Ukrainian perspective

&5 rightiully stated in the Task Force paper, “guality of
employment is an issue of importance to many,
Mobody wants bad working conditions for themselves,
and all but a few would want to eradicate the worst
forms of work and labour for others”. "™

What is guality of employment? What indicatars
ought to be used to assess such a concept?

The European  Foundation  has  identified  three
perspectives on the guality of work and employment:
sacietal, corporate and individual, "™ From a socictal
perspective, it may be desirable to have a high quality
of employment, since it is assumed to have social spin-
offs. However, not all aspects of the sacietal point of
view would Imply that quality of empleyment is
positive, Fob example, although public emplayment
generally represents high guality empleyment, large
growth in this sector may be undesirable because it
can hurden government budgets.

") Sem UMECE Task Force on the Measurement of Cluality of

Employment,  Introgduction of the Conceptual Framework tor
feasuring the Quality at Employment. Statistical Measurement of
Ouality of Employment: Conceptual framework and indicatars. Nate
by the Task Force an the Measurement of Quality of Employrment,

ECE/CES/GE. 12/20035/1, 2z september 20409,
httpyfwww unece orgfstats/documentsdece/vesfme, 13/3009 i 4
e pedf

15t Eurap=an Foundztion for the Improvement of Living and Working
Conditions, Quality in work ond emplayment in the Furopean
Working Conditions Survey. UNECESLOD/Eurcstat Seminar on the
Quality of Work, Geneva, May 1110 123, 20305, o, 2
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From ILO's perspective, the quality of employment is
about security of tenure and prospects for career
developrment; it is about working conditions, hours of
work, safety and health, fair wages and returns to
labour, opportunities ta develop skills, balancing work
and life, pgender equality, job satisfaction and
recognition and social protection, |t is also about
freedom of assaciation and having a voice in the
warkplace and the society, Finally, it is about securing
human dignity and eliminating discrimination, forced
lzhour, human trafficking and forms of child labouwr,
espacially inits warst forms.

These qualitative aspects of work and labour are
largely covered by the concept of decent work defined
by ILO and endarsed by the international community,
as “opportunities for wormen and men to obtain
decent and productive work in conditions of freedom,

re Lhd

equity, security and human dignity™.

The framewaork proposed by the Task Farce and its
indicators are primarily designed te measure quality of
employment from the perspective of the individual or
worker, More specifically, the following  seven
dimensions are suggested:

1]  Safety and ethics of employment
{a) Safety at work
(b} Child labour and forced labour
[c]  Fair treatment in employment
2} Income and benefits from employment
(a) Income
ib) Mon-wage pecuniary benefits

3] Woarking hours and balancing work and non-
working life

ta} Working hours
tb] Working time arrangements
{¢) Balancing work and non-warking life
4} Security of employment and social protection
{a) Security of employment
(b} Social protectian
51 Socal dialogue

6y Skills development and training

L, Decent wark: feport of the Directar-Gensenl. Internztional
Labour Conference, 87th Session. Geneva, 1999,
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71 Workplace relationships and work motivation
la) Workplace relatiaonships
b Werk moetivation

From the Ukrainian perspective and based on our
ecxperience gained thraugh the collaboration with ILO,
the quality of employment framewark should be used
far an in-depth analysis of the gualitative aspects of
the relevant dimensions of decent work.

The Task Force's quality of employment framework, its
dimensions and indicators are discussed in a greater
detail below,

1. Safety and ethics of employment

The dimension on safety and ethics of employment
can be defined as a group of indicators that provides
general infarmation an workplace injuries and deaths,
and unacceptable forms of labour, such as forced
labour or child labour, as well as unfair treatment like
dizcriminatory or harassing wark situations,

This guality of employment framework suggests the
following sub-dimensions and sets of indicators
underpinning them.

Safety at work

Hazardous conditions

It should be noted that the number of persons whase
working conditions do  not satisfy  the reguired
sanitary-hygienic  norms  is steadily  decreasing.
However, this happens not due to higher investments
of employers ta the improvement of working
conditions of their workers but because recent years
have witnessed the shut-down of a large number of
coal mines. This has resulted in the notable reduction
of number of coal miners from 322,400 in 1999 1o
220,300 in 2008,

At the beginning of 2008, the largest number of
workplaces with hazardous conditions of work was
concentrated in metal processing industries (695,900)
and in particular in metallurgy and metal workplaces
(241,500), However, the highest proportion  of
hazardous waorkplaces was in the caal mining and peat
production (V6.2 per cent), and 55.5 per cent of such
workplaces were in metallurgy,

Females are much less prone to work in hazardous
waorking conditions. In 2008, the share of women
warking in hazardous conditions was 16.8 per cent
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while that of men was 34.2 per cent. The fallowing
hazardous factors have revealed to be similar for
women and men: noise, infrasound and ultrasound,
hazardous  chemical  substances  and  adverse
microclimate of the work place.

Occupational injuries

Occupational  injuries  are  largely  influenced by
conditions of work. Since 1997, there has been a
steady decrease of occupational injuries in Ukraine.
However, while the number of persans  with
pccupational injuries has been decreasing, the number
of days lost due to occcupational injuries has been
Erawing at a similar rate {Figure 4}.

¥

Figure 4. Mumber of persons with occupafional
injuries and days lost due to occupational injuries
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Soprce; Stote Statistics Committee of Ukraine,

The fatal occupational injury rates were also
decreasing from 21 in 1995 to seven per 100,000
employees in 2008, The majority of occupational
injuries accurred in mining and processing industries.
The fallowing industries are considered ta be the mast
dangerous in Ukraine: coal mining, tobacco and textile
industries (Figure 5}
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Figure 5. Occupational injury rate by industries [per
100,000 employees)
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Fhe main causes of cccupational injuries are viclation
of labour and production discipline [17.1 per cent of
total injuries, in particular 22.8 per cent in mining and
20.1 per cent in processing industries), vielation of
safety requirements when using equipment, machines
and mechanisms [15.1 per cent, in particular 25.5 per
cent in processing  industries)  and  wviolation  of
technological process (8.9 per cent, in particular 18.5
per cent in mining industries),

lhe majority of fatal injuries (56.1 per cent) take place
at private effterprises. ThF: figure was 12,700 in 2006,
including 1,200 fatal injuries, i.e. 8.9 per cent of total
fatal injuries. While there were 21.1 fatal injuries per
100,000 employed at private enterprises, there were
1.3 such injuries at the state enterprises and saven
per 100,000 employved at communal enterprises.

The main causes of occupational injuries at private
enterprises are similar to those, which determineg
occupational injuries in the econamy as a whale:
violation of labour and production discipline {18.0 per
cent), wviolation of safety reguirements when using
eguipment, machines and mechanisms {203 per
cent).
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Child labour and forced labour

The framework suggests the following indicators for
this sub-dimension:

= Employment of persons who are below the
minirmum age specified for the Kind of work
performed;

= Employment of persons below 18 years in
designated hazardous industries and
oocupdations;

= Employment of persons below 18 yvears for hours
exceading a specified threshaold;

= |ndicators of deceptive recruitment;
= |ndicatars of coercive recruitment;
= |ndicators of recruitment by abuse of vulnerability,

While currently statistics are not collected for the
above indicators, the 35CU can collect them on special
request. In fact, a full-fledged Child Labour Survey was
carried out in Ukraine with technical and financial
support of ILD in 1999,

&5 for the current situation with child labour and
farced labour, the following is proposed as a general
information note on this sub-dimension.

Child trafficking
The problem of trafficking children for forced labour,
including  begging, is not covered by current
legislation, Therefare, an analysis of official data and
lepal practice does not give the full picture of
trafficking of children,

The major factar contributing to child trafficking in
Ukraine is poverty. Law earnings are the reason why
people look for additional sources to increase their
incame, through secondary employment andfor by
forcing their children to work.

The children, wha fall victim to human trafficking are
generally aged between 13 and 18 years. Maost of
them are girls trafficked into sexual exploitation,
responding to the demand. Boys are mostly used as
cheap labour for unskilled jobs or to peddle drugs
among  teenagers. Before  their  involvement  in
trafficking, one third of the children combined school
with work. Children are generally lured into trafficking,
both domestic and cross-border. Half of the children
are trafficked to Russia and Moldova; the rest are
smugpled to urban areas in the CIS. Many of the
children, wheo are trafficked acrass borders were
pricry trafficked inside country, The data available in
Ukraine show that children trafficked across borders
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were exploited in street-vending, domestic labour, pre-migration  situation satisfactory. There is an
agriculture, dancing, as wailersfwaitresses, or to impartant lack of official information about migration,
provide sexual services, Thaerefore, potential migrants are at the risk of
receiving false information which increases their

Trafficking of migrant workers wulnerability to abuse, exploitation and forced labour.

The wolume of trafficked labour migrants is not
known, The available estimates are fragmentary. The
destination countries for both trafficked and non-
trafficked migrants are the same: Russia, Turkey, ltaly,
Greece and Hungary. In the authors” view, indicators presented in Table 1
are relevant for this sub-dimension. The table was
canstructed in conjunction with the preparation of the
Decent Work Profile for Ukraine,

Fair treatment in ermployment

Women are more at risk of being trafficked than men,
particularly for the purpose of sexual explaitation. Of
trafficked migrants, 84.2 per cent are women. Male
rafficked victims of forced labour are on average 35
years old. Inhabitants of rural areas and small town /
citizens are trafficked more oflen than ethers due to a o
more difficult labour market situation.

According to the special research data, none of the
trafficked victims of forced labour considered their

Table 1. Equal opportunity and treatment in employment

1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008 |
Oceupational segregation  n.a. 046 047 | 046 045 046  [0.28]* 043 044 | 045 @ 046
by sex (Index of
Dissimilarity)"”

Female share of n.a 3860 3670 3740 3840 3560 [43.10]% 3820 3830 3940 38.60
employment in 15C0-88

major group

(legislators, senior

officials and managers)**’

'[.':E-m:h:-:-r".ﬁl.l‘::‘lgeGapf1 25800 | 27.600 29010 3030 3070 3130 3140 29.10 27.20 2710 24.80

Source: State Stotishics Commmittee of Ukraine, Household Survey on Populotion Activity in Ukraine and enternrise surveys.
Ed

‘Dota for the vegrs 1999-2003 were revised occording to the methodolagy used from 2004 onwards gnd the demaograpfic
structure of the population as obtoined from the All-Ukroinion census of 2001, Oato for 2004 are not consistent with the
remaining tioe-series.

“The Index af Digsirmiiarity is calculated o5 10 = 25 3 WA — M|, where Wi stonds for fermole emplopment in ocoupation
i W for total fernple employment, M for mole employment in accupation §, ond M for total mole employment. Based on
ISC0-88 major sub- growps (e 2 digit-level), The index ranges from @ (o 1, with O meoning no seqregolion or spotia!
disparity, ond 1 being compiete segregation between the bwo grougs.

an unusuelly lorge shoare of totol employment (10 per cent) is concentrated in ISCO-88 muajor subgroup 12 (corporote
managers).

¥ Based on pverage monthly wages of employvess in current Ukrainfon Hryeno from enterprise sunveys. The gender wage
gop s @ megsure for the difference between the wages of female ond male workers, expressed as o percentage of men’s
wages. Positive vialues mean that women's wages are lower than those af man,

* Sarigs breok due to the shift from quarterly to monthly surveys,
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Table 2. Low pay in Ukraine, 2000-2008
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2000 2001
| Low pay (Share of employed with below 26.2 26.7

2/3 of median hourly earnings)
{per cent)

2002 2003 2004 2005 2006 2007 2008
S8 fTeel Epan] REgagl iizes [lignisl ieyala

Saurce: Stote Statistics Commilles of Ukraine.

2. Income and benefits from employment

An obvicus component of guality of employment is
the income that people receive. Incame must be taken
broadly. The assumption of this dimension is that the
higher the pay and ather pecuniary benefits of the job,
the higher the quality of employment. In addition to
income and earning, the benefits that an employer
might provide [and pay far) are an important aspect of
quality of work that should not be ignored.

A number of additional indicators currently used the
State Statistics Committee to measure different
qualitative aspects of the income form employment
are illustrated below,

Mominal and real wage growth
After a dramatic fall occurred in 1995, the nominal
wages showed timid but generally steady growth
followed by a less pronounced growth of real wages
[see Figure &).

Figure 6. Nominal and real wage growth (as
percentage of that in the previous year)
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Sowrce: Stote Statistics Committes of Ukroine.

Population differentiation by income and wage

Since 1999, there have been several changes in Gini-
coefficients ratio dynamics (Figure 7).

Figure 7. Population differentiation by income and
wage, Gini-coefficient
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Source: State Stotistics Cornrmittes of Ukroine.

The economic revival, which was observed in some
econamic branches {mainly metallurgy, chemistry,
mining and construction) during 2000-2006, led to
growing inter-sectoral wage imbalances between
women and men. Motably, while the wage increase
took place mostly among employess of more
successful enterprises and sectors, female workers
were concentrated in other economic sectors and
could not benefit from economic growth as their male
colleagues, As a result, income and wage ineguality
became more pronounced. Some improvement of the
situation was aoliserved in 2005-2006 (Figure 8].
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Figure 8. Population differentiation by income, wage
and sex, Gini-coefficient
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Saurce: HHS; State Statistics Cammittee of Likraine,

However, as can be scen in the above figure, income
and wage differentiation was more significant among
males.

Working poor

As a result of low wages and insignificant social
transfers, poverty is rather wide-spread among the
employed  population. Obviously, families  without
dependants, i.e. children and unemployed adults, are
much better off. They are indeed not considered to be
peor by Ukrainian standards [Figure 9),

Non-wage pecuniary benefits

The Task Farce's framework proposes three indicators
ta measure this dimension of guality of employment:
ia) share of employees using paid annual leave in the
previous year; [b) average number of days of annual
leave used in the previous year; and (¢} share of
employees using sick leave.

While the Ukrainian data show positive results for the
first indicator, they reveal a negative trend with
respect to the second one (Tahle 3}, The latter may
partially be explained by the growing number of
persons warking long hours (49 hours and more), as
discussed later in this report. The third indicator, on
the ather hand, showed uneven behavicur during the
whole period of 19982008
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Figure 9. Poverty rates by type of household
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3. Working hours and balancing work and
non-working life

Working hours is a key characteristic for the warker. It
is important to work a substantial number of hours a
week, Lang hours ar working unsocial hours can be
very demanding for the warker. Finally, waorking hours
haye a strong relationship to balancing wark with non-
working life.

Therefore, the Task Force included this aspect as a
dimension of gquality of employment with  the
following indicators:

= Average annual (actual) hours worked per persch

= Share of employed persens working 49 hours or
muore per week (involuntarily? unpaid overtime,
nan-rmanagerial anly)

= Share of employed persons working less than 30
haurs per week involuntarily

While the State Statistics Committee  find  the
indicatars propesed fully relevant, the section below
goes beyond the indicators proposed by the Task
Farce.
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Table 3. Non-wage pecuniary benefits'

1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008

Share of employees et B TS 81.4

using paid annual leave
in the previous year

Average number of days 25 24 24 24
of annual leave used in
the previous year

Share of employees 41.8 43.1 447 445

using sick leave

82.2 824.2 85.1 856.8 85 85.1 26.3

Ly

23 23 23 2 23 23 2

45.9 49.2 48.6 [k

=
=y
I
=
o

48.6 47.2

gn.'_rrce.- State Statistics Commillee
‘Estoblshment survey dato

Working hours™

The statutory duration of the working week in Ukraine
is 40 hours. During 1%57-2006, the normative duration
of annual working time in the national economy of
Ukraine grew from 1,479 to 1,922 hours per
employed. The longest working hours were observed
in manufacturing (2,002 hours), production and
distribution of gas, electricity and water (2,009 hours)
and canstruction (1,994 hours); the smallest duration
aof working time was observed in education (1,699
hours) and in communal, social and personal services
(1,834 hours). Figure 10 shows warking time by
industries.

The data collected by S5CU revealed that between
1999 and 2003, the share of employed persons, who
waork long hours [more than 40 haurs per week),
remained relatively stable at around nine per cent,
When a new time-series were launched in 2004, the
rate fluctuated around 13 per cent and slightly
climbed to 13.5 per cant in 2008, During the whole
period [1999-2008), the share of persons working lang
hours was considerably higher among men than
AMONE me;:-n.

The analysis of persons, who worked excessive hours,
by status in employment demanstrated that the large
majority of them were employees (79.9 percent in
2008}, followed by own-account workers, excluding
persons working on private agricultural plots [14.3
percent}, A few economic activities account for the
majarity of waorkers working excessive hours, In 2008,
these were whalesale and retail trade, repair of motor
vehicles, personal goods and household appliances;
hotels and restaurants (400,800 workers), followed by

"' This spetian i based an tindings of the drafl Decent Werk Profils
Far Ukraine {draft).

construction (231,300 warkers) and industry (117,300
workers), Bebween 1999 and 2008, the number of
warkers in construction, who worked excessive hours
increased almast twofold and there was also 2
substantial increase in industry. The overall analysis of
long hours of waork showed that the most important
reasan for working excessive hours was the desire ta
increase earnings.

Figure 10. Hours worked as a share of total waorking
time, 2006 (per cent)
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Whereas some workers work in excess of the legal
maximum-hours threshold, others work fewer hours
than they would like to. This is often conceptualized in
terms of time-related unemployment, and measured
through the labour force survey, For Ukraine,
infarmatian is collected from enterprises on workers,
who were in involuntary underemployment. e, they
were available to waork full time, hut worked short
hours at the initiative of the employer. During 1995-
2009, the evalution of the share of employess on
short hours has withessed two major periods of
upheavals during the sewere problems of the
Ukrainian cconamy that culminated in the late 19905,
and more recently in the current financial and
economic crisis.”™

Thus, the share of persons in  time-related
underemployment tripled between 1995 and 1997
and continued to grow until 1999 when it reached
17.6 per cent. Beginning in 2000, this percentage
started to fall and in 2007 reached its histarically
lowest paint of 4.4 per cent, However, in 2008, it shot
up to 10.6 per cent and continued its ascent up to 16,5
per cent in the first six months of 2009, In other
waords, currently virtually every sixth employvees in
Ukraine warks fewer hours than he ar she is available
for and wauld like to. Most of these persons worked in
construction, mining and quarrying, and machine
building industry, These are industries which have
been most hit by the world financial crisis.

It should be noted that most part-time employment is
involuntary in Ukraine. Though the scale of the
involuntary part-time employment has significantly
decreased since 2001, it remains quite high as
compared to western economies.

Involuntary administrative leave has heen used by
emplayers in Ukraine as kind of a guise of time-
related underemployment. It continues to be applied,
reflecting a decline in labour demand and is accepted
by employess as an alternative to unemployment
(Figure 11). According to the LFS results, the majority
of part-time employed were forced to accept this type
of work arrangement, as they were unable to find a
full-time  job  elsewhere. 1t is  evident that
administrative types af leave present a form of hidden
unemployment,

™ cen Decent Work Prafile for Ukreine (deaft), Chapter on Social
and economic context for decent work.
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Figure 11. Type of part-time employment as a share
of total employment (per cent)
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Source: State Stotistics Committee ﬂ;f: Ukraine.

lhe  analysis  of this dimension of quality of
employment  leads to the following conclusions.
Between 2004 and 2008, some progress was made in
Ukraine in improving working conditions by decreasing
the share of persons with excessive hours of wark, The
mast  impartant  improvement was ohserved for
wamen  while the percentage of men working
excessive hours continued fo grow. Young people
represented the most vulnerable group among men
and the second largest among women working
excessive hours. The number of employees working
long and excessive hours largely outnumbered that of
own-account W orkers.

The biggest share of persons warking excessive hours
was found in wholesale and retail trade, repair of
rmotar  vehicles, personal goods and  houwsehold
appliances, hotels and restaurants, and construction,
While the former benefited from some progress in
terms of improved working conditions, persons
employed in construction continued to suffer from
considerahle avertime. From 1995 to 2007, substantial
progress was made in reducing the number of persons
in time-related underemployment. However, in 2008,
hit by the world financial crisis, the econamy of
Ukraine began to stumble and the share of these
persons increased almost 2.5-fold aver the year.
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Table 4. Balancing work and non-working life

1998 1999 2000
Share of population inactive due to .. 6.2 8.2

family responsibilities (care of
children and other family members),

percentage
Mala n.a. 1.6 23
Female n.a. 9.3 123
Share of children enrolled in pre- n.a. 39.0 40,0

school education, percentage

Fertility rate, per woman 1.2 1.1 11

Source: Slate Statistics Committaa of Ukraine, bosed on Househald Survey on Population Activity in Ukrodne.

Warking time arrangements

The quality of employment framework includes the
following indicators in this sub-dimension:

Percentage of employed people wha usually waork at
night/evening

s Percentage of emploved people who usually work
on weekend or hank holiday

= Share af employees with flexible work schedules

550U does not produce these indicators. However,
relevant statistics can be collected on special reguest.

Balancing work and non-waorking life

The Task Force propesed the following indicators to
measure this sub-dimension,

= Ratic of employment rate for women aged 20-49
with children under compulsory school age to the
employment rate of all women aged 20-49

= Share of people receiving
maternity/paternity/family leave benafits

While S5CU does not produce these indicatars, 2 set of
substitute indicators are suggested in Table 4,

Security of employment and social
protection

Mast workers would like to know that they can count
an stable, regular employment, with little or no period
af lay-off. Should the job either by its nature or type
of contract be insecure, it waould be important to know
that there is some sacial pratection for the worker,

41.0
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2001 2002 2003 2004 2005 2006 2007 2008
Toen: Hoay Eoes il Haa EaEY M0 e

4.7 5:2 5.4 3.9 3.6 b6k 6.2 6.2
151 14.8 14.2 16.2 19.7 20.3 20.5 TINE
48.0 49.0 50.0 510 3.0 540 57.0

11 1 1 did 1.2 ikt 15 1.5

Therefore, social protection offered to workers is also
an important aspect of guality of employment,
Lnemployment insurance coverage, pEnsion
coverage, and paid leave for maternity or parcntal
leaves are examples of such social protection,

The quality of employment framework includes the
following core indicatars to measure this dimension:

= Pargentage of employees 25 years of age and
alder with tempaorary jobs

= Percentage of employees 25 years of age and
clder with job tenure (= 1 yr, 1-3 yrs, 3-5 yrs, =
Syrs)

=  Share of employees covered by unemployment
insurance

Public social security expenditure as share of GDP

= Share of economically  active  population
cantributing to a pension fund

Based on the above premise, and using additional
cauntry-specific indicators, the authors have come up
with the following analysis of this dimension in
Lkraine.

Security of employrent

A labour agreement or a contact without limit of time
iz the main form of employment organization in
Ukraine. Usually, only pensioners are emplayed with
temporary  labour  agreements  [with a  possible
extension of up ta 1-2 years).
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Depending on the characteristics of work, temparary
labour agreements can wary by their duration.
According to the data of 2008, the total number of
persons with temporary contracts was some 268,200
persons; and they were mostly employed in secondary
temparary jobs (Figure 12),

It should be nated that the decrease in the number of
persons employed with temporary contracts  took
place mostly at the expense of agriculture where the
nurmber of such persons shrunk from 104,200 persons
in 2002 to 39,700 persons in 2006, and of public
administration where the figures for the same years
were 31,900 and 17,200 persons, respectively. In
contrast, there was a growth in the number of persons
with temporary contracts in trade {from 15,300 to
19,100 persans) and in financial intermediation {from
10,400 to 18,100 persons).

Figure 12. Employed with temporary contracts
(1,000 persons)
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Figure 13. Manthly social security expenditures by
industry and per person, 2006 (HUA)
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Source: State Stotistics Committee of Ukraine.

Social protection

In 2006, monthly social security expenditures per
employee amounted to Ukrainian Hryvnia (HUA) 462.9
{about €63). The highest expenditures (HUA 735.9)
were abserved in mining industries, which was due o
the fact that a big share of contributions were
allocated for social insurance on ccoupational injuries
{HUA 1259, ie. 17.1 per cent of the total
expenditures  on social  sccurity),  the  lowest
expenditures (HUA 284.1) were found in hotels and
restaurants (Figure 13).

Sowurce: State Statistics Committee of Ulraine,

Social security  expenditures per employes were
propartional to the size of an enterprise. While at
enterprises  with 10-49 employees, the monthly
average social security expenditures were HUA 282.3,
the corresponding expenditures at enterprises with
250-499 emplovees amounted to HUA 458.7, and at
enterprises with 1,000 and more employees they rose
up to HUA 610.8.

According ta the national legislation, there are the
following four 4 types of social insurance of
employees: (i) unemployment, (1) lemparary
disabkiliy, (i}  pension,  and  {iv} accupational
injuriesfaccidents (Figure 14).
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Figure 14. Distribution of social security
expenditures
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Source: Stote Statistics Cammultes of Ukramne.

It should be noted that the largest share of
contributions to the Social Security Fund is paid by
employers, In addition, employers pay benefits an
temporary disability during the first five days of sick
leave. Conversely, employees pay a small share of the
contributions: between five per cent and 8.5 per cent,
depending on their salaries and wages.

During  2000-2006, the average unemployment
benefits increased in both nominal and real terms.
However, their ratio to average wage dropped during
the same period from 23.3 per cent to 21.3 per cent
(Figura 15).

Im 2001-2006, , there was an increase of subsidies to
employers for creating new jobs, which triggered the
increase of their share from 1.1 per cent in 2001 1o 8.2
in total expenditures of the Fund in 2006, As a

5
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consequence 1o the decrease of unemplayment rates,
the share of expenditures directly related to pecuniary
suppart of the unemployed fell from 63.4 per cent in
2001 to 54.5 per cent in 2006 (Figure 15].

Tahkle 5. Expenditures of Unemployment Insurance
Fund

2001 2006
Standard unemployment allowance SE00 4970
Singla-paid unemployment allowances 260 230

| to start own businass activity

Allowances during professional training 260 1580
ar re-training
Wallare 210 10
Banking services 30 10
Professional training and re-training 240 350
Public works a0 220
Subsidias to employers for creating 110 EA0
additicnal jobs
Information services and consultancies a0 180
related to job placement
Development of infarmation network 480 190
for unemployed
Compensations to the Pension Fund a0y 120
related to the early retirement of
unemployed
Creation of new jobs for employees 490 190
dismissed due to clasing of mines
Administrative expenses 1780 1920

Saurce: Stote Statistics Cammitiee of Ukroing: Sooal! Security
Department, L0
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Table 6. Social security
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| Mon-health care expenditure,

19493
829.6

1999
29.4

2000

Share of population above a85.0
pension age benefiting from a

pension {per cent)

Share of working age 405
population affiliated to an

old-age pensions scheme

Public social security 15.4 14.4 14.0
mipenditure, as percentage of

GOP

By tvpe
Health care expenditure, as
percentage of GORP

) 29 At

119 115

| &5 percentage of GOP

Average pensions/average 34.1 34.1 30.0

wages per cent)

2001
88.8

388

14.8

31

11.7

26.9

2002
89.4

2003
o0.5

2004
91.2

2005
935

2006
937

2007
938

2008
g5.0

46.4 42.9 43.1 43.2 43.08 43.5 n.a.

17.3 16.8 18.6 2T F22E 21.0.  na:

3.3 3.6 3.5 3.5 16 3.7 n.a.

14.0 12.2 151 19.2 189 17.3 19.0

326 29.6 30.9 389.2 535 35.4 41.6

Eouree: State Stotistics Committea of Ukroing; Sacial Security
Department, L0

A set of additional indicators on this dimension guality
of employment are give in Table 6.

4. Social dialogue

An important dimension of guality of employment is
the extent to which workers can express themselves
an work-related matters and participate in defining
their working conditions, This can be channelled
thraugh a collectively chosen representative or involve
direct interaction between the worker and employer.
The ability of workers to organize freely to defend
their interests collectively in negotiations with the
emplayver is a pivotal element of democracy at the
waorkplace and the effectiveness of social dialogue. In
a more general sense, social dialogue is any type of
negotiation, consultation or exchange of information
between, aor among, representatives of governments,
employers and workers, on issues of common interest
relating directly to work and related economic and
social policies.

The following two indicators have been selected by
the Task Force based largely on data availzbility and
feasibility:

= Share of employees covered by collective wage
bargaining

= Average number of days not worked due to
strikes and lockouts

The authors would like to add the indicator on
enterprises belonging to employers’ organization in
arder to better reflect the workers’ and employers’

representation in social dialogue.

As Table 7 demonstrates, while the trade union
membership has been gradually falling since 1999, the
share of enterprises  helonging  to employers’
organization more than doubled between 2004 and
2008, Similarly, the collective bargaining coverage
steadily grew during the pericd of 1992-2008. This
may have a direct correlation with the increase in
collective bargaining coverage rate and reflect growing
participatory efficiency of workers” and employers’
organizations in the process of tripartite negotiations.



Measuring Quality of Employment
Cauntry Pilot Reports

P
]
=2

Tahle 7: Social dialogue, workers” and employers’ representation

1998 1999 2000

Gross union density 75.0 T3:2 56,49
rate,pe n:er'ﬂ::]ge’1

Enterprizas belonging to n.a. n.a. m.a.
ernployers’ organization,

per cent fweighted by

employmeant)

Collective bargaining GE.9 71.9 75.6 8.2

coverage rate, per cent
{farmal sz—:u::tr_':r]2

Average number of days 13.0 11.0 14.0
not worked due to strikes

r.a.

2002 2003 2004 2005 2006 2007 2008
59.2 546 53.3 50.6 48,5 458 4z.1

n.a. n.a. 10.3 0.9 100 14.3 27.3

a0 B2.0 84,2 g2.1 827 &2.4 3.4

a0 10.0 8.0 5.0} 20 5.0 58.0

Source: State Statistics Cormmittee of Ukroine, based on Annval Reports of Ukrainian Trade Unions and Federation nf Emplavers of

Ukraine,

1. The gross union density rate is colewlated os the number of trode union members fincluding. students) over the number of wage

and salaried warkers, expressed as percentage,

2. The indicatar is colowlated en the basis of state statisticol surveps, which cover business entities, public orgurizotions, finonciol
institutions and institutions funded through the stote budge!, The survey does not cover small businesses and the self-employed. The
collective bargoining coverage rate is calculated as the nwmber of emplovess in eslablisfments coverad by collective ngreemernts
over the tola! number of employees in estoblisfiments covered by the survey, expressed os pereentoge.

5. Skills development and training

The dimension on skills development and training
proposed by the Task Force contains indicators that
show the degree to which workers are trained, and
whether employed peaple are under- or over-gqualified
for their wark. Many workers engage in a job with
expectations and aspirations to have an opportunity
to further dewvelop their skills and abilities. The jab
may offer training, which could be appealing to the
warker, ar it may offer experience and opportunitios
that the worker sees as important o his or her
professional or personal development.

The followsp indicators are suggested for  this
element of the quality of n‘mplnvment framework:

= Share of employed persons in high skilled
accupations

= Share of ermployees who received job training
within the last 12 manths

= Share of employed who have maore education
than is normally required in their ocoupation

= Share of employed who have less education than
is narmally reguired in their accupation

Chut of the suggested four indicators, only indicator on
the share of employees who received job training

within the last 12 maonths is produced in Ukraine
[Table 8},

Table 8. Skills development in Ukraine, 1998-20038

Year Share of emhloyees whao
received job training within the
last 12 months
'| 1998 5.7
| 1999 5.9
2000 6.5
2001 6.9
2002 2.0
2003 Y
2004 2.3
2005 8.5
2006 8.6
2007 8.2
EU{!IE__ jeifeet) 2O

Saurce: State Statistics Committee af Likeaine

Following from Table 8, it is possible to conclude that
in spite of the fact that this indicator has
demonstrated a steady growth over the past decade,
it still remains low as compared to similar indicatars in
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countries with much higher investments in human
capital.

6. Workplace relationships and work
motivation

The final element of the quality of employment
framework suggested hy the Task Force is workplace
relationships and wark mativation. This dimension
provides  information  an  characteristics  of
employment which inherently satisfy the employed
persen. People may choose to work with low pay, long
hours, under unsafe working conditions etc., if the
work has social significance or meaning to them.

Sternming from the above, the following sub-
dimensicns  and indicators  measuring  them  are
suggested:

Workplace relationships

= Share of employees who feel they have a strong
or very strong relationship with their co-workers

= Share of employees who feel they have a strong
or very strong relationship with their supervisor

= Share of employess who feel they have been a
victim of discrimination at work

= Share of employees who feel they have been
harassed at wark

Work mativation

= Share of employees who feel they do "useful"
work

*  Share of employess who receive regular feedback
fram their supervisor

s Share of employees who feel they are able to
apply their own ideas in work

= Share of employees who feel satisfied with their
work

Mone of the indicators belonging to this dimension of
the guality of employment s produced in Ukraine.
However, the most relevant statistics could technically
be collected on a special request,

2i1

C. Informal economy and self-
employment

1. Informal economy

While the guality of emplayment framework proposed
by the Task Force is quite comprehensive and suggests
a wide range of indicators to measure multiple
dimensions of quality of empleyment, the authars feel
that such important aspects as employment in the
informal sector and informal employment and self-
employment have not been adequately covered. It
should be noted that the above phencmena arc
widely spread in Ukraine and they generate both a
feasible share of GDP and nymeraus jobs,

The earlier hopes that economic reforms and pasitive
macraeconomic trends would automatically result in
shirinking of the informal economy have proved to be
averly aptimistic. Mevertheless, some positive shifts
cauld be observed,

Consequently, the informal ecanomy is still large in
Ukraine, It accounts for over 21 per cent of total
employment (Tahle % and Figure 15) and it provides a
secondary job for almost every second  person
emplayad in rural areas; 71.5 per cent of persons
emplayed in the informal sectar worked in rural areas.
According to 2006 data, 48.6 per cenl af persons
employed in the informal economy were warnen,

The majarity of employed in the infarmal economy are
poersans of working age. According to the 2006 data,
they accounted for 797 per cent in informal
employment, of wham 17.4 per cent were persons
aged 15-24 years and 2003 per cent were aged 40-4%
vears. Informal employment s more  widespread
among employers and the self-employed; around 96.7
per cent of those employed and classified accordingly.

It should be noted that presently many employers
avold legal hiring under a different guise.  For
instance, they do not sign labour contracts with their
employees as stipulated by legislation; they hide their
real prefits and wages of employees from  tax
inspectors and auditors (so-called envelap wages paid
under a table), or they do net contribute to sacial
insurance  schames  through  double entry  book-
keeping, etc. High taxes are considered to be the main
reasan for the prevailing size of informal econamy,
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Table 9. Employment in the informal economy by industry

222

2000 2001 2002 2003
Total, thousands 219350 32760 34840 34610
As percentage of 14.8 16.4 17.3 122
‘total employment

' By industry

Agriculture, hunting, ki | 73.2 74.4 731
faresting, fishing
Construction 4.7 4.4 4.7 59
Trade (incl. car 15.9 152 13.8 13.7
SEnices. repair !
services, hotels and
restaurant business)
Transportation and 14 1.7 1.6 15
cammunication
Other industries 6.9 5.5 Dol 5.8
Total [percentage) 100.0 1000 100.0 100.0

2004 2005 2006 7007 2008
3939.0 44360 46230 46610 4 563.0
19.4 71.5 223 22.3 21.8
70.2 72.0 716 70.5 5.7
6.1 6.9 7.7 9.0 121
15.0 17.8 11.8 11.0 12.8
16 1.4 1.2 1.3 15

T 6.9 77 B3 74
100.0 100.0 100.0 100.0 100.0

Source: State Stotistics Commilles of Ukraine,

Figure 15. Employment in the informal economy as a
share of total employment
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Source; Sate Statistics Committee of Ukraine,

As far the economic volume of informal econamy, its
share in GDP is constantly growing (Figure 18], Yet,
according to expert estimates, informal income of the

population is still muech higher than the volume of
infarmal production. This happens due to the fact that
certain proportion of illegal income is considered to be
legal and, therefore, included in the production
accounts far intermediate consumption. As a result, it
iz included in final production costs.

Conseguently, informal economy has become an
arganic companent of the economic system in Ukraine
and has assumed some systematic functions. Motably,
it has served as a kind of a safety net which has
permitted the absorption of an important part of shed
or under-utilized  labour and  has  allowed  the
generation of marny self-employed jobs.
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Figure 16, GDP in billion HUA
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Source: State Stalistics Committee af Ukraing,

2. Self-employment

The number of self-employed and their prapaortian in
total employment have been steadily increasing, The
economic growth of 20022006 did not change the
trend. On the contrary, the number of self-employed
continued to grow with the mast striking increase
being in rural areas.

On one hand, the above was a direct consequence of
low wages and a lack of decent jobs, and on the ather,
the process was stipulated by & guite favourable
taxation policy for the self-employed. In 2002, the
share of self-employed  rural dwellers  in total
ermploymeant slightly dropped but was still at the level
of 40 per cent (Figure 17). The decrease was due to
the fall in the rural population of Ukraine in general
and the beginning of economic, which fully struck
Ukraine in 2009,

It should be noted that self-employment is mostly
provalent among persons, who are unable to find a
good job, have low professional skill levels and,
thercfore are not competitive in the labhour market.

D. Conclusion and
recommendations

The objectives of preparing the quality of employment
profile for Ukraing were twofold: firstly, to describe
the guality of employment on the Ukrainian labour
market, applying the framewark developed by the
UMECE Task Force; and secondly to provide feedback
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to the Task Force on the Measurement of Quality of
Fmployment.

Figure 17. Self-employed as a share of total
employed
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Sowurce: State Stotistics Committee of Ukroine.

1. Quality of employment in Ukraine

In the relation to the first abjective, the profile’s major
findings led it to conclude that while some progress
fias been made in improving quality of employment in
Ukraine, a lot remains to done in order to be able to
say that the Ukrainian labour market provides quality
employment with quality jobs to the country's
population,

The analysis below gives a succingt overview aof the
guality of employment in Ukraine,

2. Safety and ethics of employment

While the number of persons whose working
conditions do not satisfy  the required sanitary-
hygienic norms has been steadily decreasing, the
number of workplaces with  hazardous  warking
conditions remained high in the coal mining, peat
praoductian and metallurgy.

At the same time, while the number of parsons with
occoupational injuries has been decreasing, the number
of days lost due to injuries: has increased, This was due
to the fact that occupational injuries themselves
became heavier. This situation was largely due to the
fact that the main causes of occupational injuries
were: violatian of labour and production discipline {in
particular in mining and processing  industries),
violation  of safety  reguirements  when using
equipment, machines and mechanisms and violation
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of technological process (in particular in mining
industries).

income and benefits from employment

The summary of low pay showed that hourly earnings
of about ane third of persons employed in Ukraine
were below two thirds of median haurly earnings.

The economic revival, which was observed in some
economic branches {mainly metallurgy, chemistry,
mining and construction) during 2000-2006, led to the
Erowing inter-sectoral wage imbalances bebweesn
women and men, Motably, while the wage increase
took  place mastly  amang  employees of mare
successful enterprises and sectors, female warkers
were concentrated in other econamic sectors and
could nat henefit fram the economic growth as much
as their male colleagues, As a result, income and wage
inequality became more pronounced.

While the Ukrainian data showed pasitive results on
the share of employees using paid annual leave in the
previous year, they rovealed a negative trend with
respect to the average number of days of annual leave
used in the previcus year, The latter may partially be
axplained by the growing number of persons working
excessive hours,

Warking hours and balagncing work and non-waorking
time

The apalysis of this dimensicn of quality  of
employment revealed that between 2004 and 2008,
some progress was made in Ukraine in improving
waorking conditions by decreasing the share of persons
with excessive hours of wark. The meost striking
improvement was observed for women while the
percentage of men working excessive hours continued
to grow. Young people represented  the most
vulnerable group among men and the second largest
among women working excessive hours. The number
of employea®working long and excessive hours largely
autnumbered that of own-zccount workers.

The largest share of persons working excessive hours
was found in wholesale and retail trade, repair of
motor  vehicles, personal poods and  household
appliances, hotels and restaurants, and construction.
While the former benefited fram some progress in
terms  of improved  working  conditions,  persons
employed in construction cantinued to suffer fram
cansiderable overtime, From 1995 to 2007, substantial
progress was made in reducing the number of persons
in time-related underemployment. However, in 2008,
hit by the waorld financial crisis, the econory of
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Ukraine began Lo stumble and the share of these
persons increased almost 2.5-fold over the year,

The invaluntary administrative leave continues to be
apphied, reflecting a decline in labour demand, and is
accepted by employees as  an  alternative  to
unemployment, The number of persons on leave
initiated by administration has particularly increased
during the secand half of 2008 and first half of 2009,
as a result of economic crises,

The substitute indicatar on the share of population
that is inactive due to family respansibilities (care of
children ar other family members) suggested by the
authors to measure the balancing work and non-
working life dimension revealed that between 1995
and 2008 the share of these persons grew almost
throe-fold.

Security of employment and social protection

The study shows that the decrease in the number of
persans employved with temporary contracts ook
place mostly at the expense of agriculture where the
number of such persons shrunk almost by one third, In
contrast, the number of persons with temporary
contracts  increased in trade and in  financial
intermediation in particular, where it almast doubled.

The highest social security expenditures per employes
were abserved in mining and peat production, which
was due to a large share of contributions to social
insurance linked with occupatianal injuries, The above
is consistent with the fact that highest occupational
injury rates are in coal mines and peat production,

According to the report, while in 2006 the total
expenditures  of  unemployment  insurance  fund
remained unchanged compared to 2001, their
structure underwent a number of changes. Thus,
during the same period, the average unemployment
henefits increased in both nominal and real terms,
whereas their ratio to the average wage dropped.
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At the same time, there was an increase of subsidies
to employers for creating new jobs, which triggered
the increase of their share in total expenditures of the
Fund. As a consequence, due to the falling
unemployment rates, the share of expenditures
directly related 1o pecuniary  support  of  the
unemployed fell,

During 1998 and 2008, the share of population abowve
pension age benefiting from pension fund increased
by 11 per cent, which demonstrated a positive move
in this sub-dimension of guality of employment,

Social diologue

Statistics available show that while the trade union
membership has been falling, the share of enterprises
belonging to employers’ organizations has been
rapidly growing and almost doubled during the past
four years. This may have direct correlation with the
increase in collective bargaining coverage rate and
reflect growing participatory efficiency of workers'
and employers’ organizations in the process of
tripartite negatiations,

Skills developrment and training

Out of the four indicators suggested by the Task
Force, WUkraine produces only the share of employees
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wha received training within the last 12 months. The
analysis of this sub-dimension showed that in spite of
the fact that there was a steady growth of such
employees over the past decade, their share still
remains low as compared to similar indicators in
countries with muoch higher investments in human
capital.



feasuring Quality of Employment 226
Country Pilat Reports

Bibliography

Charnyshey, Igor, Socio-econcmic security and decent work in Ukraine: & comparative view and statistical findings, ILO
Working paper No. 76, Geneva, October 2005,

State Statistics Committes of Ukraine, Stethystychny Shohiorchoyr Ukraing co 2000 (Statistical Yearbook of Ukraine,
2000}, Technika. Kiey, 2001

State Statistical Committes of Ukraine. Stabystechni Shebiancholk Ukrainy za 2008 (Statistical Yearbaook, 2008).
Technika, K, 2009.



	сканирование0001.jpg
	1-29.pdf
	30-73.pdf
	74-91.pdf
	92-140.pdf
	141-226.pdf



