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Background to the development of the framework

The creation of the Task Force follows several itgga seminars in Geneva — one, in M
2005, re-started discussions on the importanceuality of employment measurement. At tf
meeting, much of the attention was on the thremdrmorks measuring the qualitative aspect
work and labour already in use: the Internatiorabdur Organization’s (ILO) framework for th

measurement of decent work; the European CommisQiaadity of Work Indicators; and the

Quality of Job and Employment framework used by theropean Foundation for tk
Improvement of Living and Working Conditions (EF) their European Working Conditior
Survey. These frameworks, it was discovered, hadles characteristics which should |
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exploited in the development of a single, cohenetgrnational framework on the measurement

of qualitative aspects of work and labour.

There was another meeting later that year, atltdeHeadquarters in Geneva, in October 2(

05.

The focus of that International Seminar, attendgddme who were also at the above-mentioned

May meeting, was to examine how Labour Force Swveguld be used to measure

gualitative dimension of employment. One of thenB&r's conclusions was that since Lab
Force Surveys were central to the statistical systeun by most National Statistical Office
they could be useful tools for measuring internmally comparable data.

In April 2007, a joint UNECE/ILO/EUROSTAT Seminandhe Quality of Work took place.

The Seminar moved the work closer toward a singigernationally-recognized quality ¢
employment measurement framework and recommendedréation of a Task Force to furth
the work towards the creation of a framework ofliqypaf employment statistics.

That Task Force was given its mandate by the Cenéer of European Statisticians in Ju
2007. Among the objectives of the Task Force were:

1) To refine the list of indicators developed bg firevious Task Force, taking into considerat
the proposals made at the seminar in April 2007.

2) To consider additional indicators including teofr which data may not be curren
available, as discussed at the seminar.

3) To test the newly created list of indicatorsiagia set of criteria to be developed by the T
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l. INTRODUCTION
1. Quality of employment is an issue of importateenany. Nobody wants bad working

conditions for themselves, and all but a few wouéht to eradicate the worst forms of work and
labour for others. As a result, countries have laldaws and regulations that prohibit or limit
certain forms of work. Some types of employmentdemed illegal (e.g. forced or child
labour), while other rules regulate the workfoneéhout banning activities outright (e.g. by
setting maximum working hours). Other labour retjates protect the safety of the worker. The
issue of quality of employment, however, extendgbd aspects of work that are illegal or
regulated, extending to personal preferences akloat workers want from their time spent at
work.

2. Internationally, there is great interest in iggie of quality of employment. From the
perspective of the International Labour Organizafih.O), the quality of employment is about
security of tenure and prospects for career devedmyp; it is about working conditions, hours of
work, safety and health, fair wages and returrialiour, opportunities to develop skills,
balancing work and life, gender equality, job dattson and recognition and social protection.
It is also about freedom of association and hagingice in the workplace and the society.
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Finally, it is about securing human dignity andrehating discrimination, forced labour, human
trafficking and forms of child labour, especialtyits worst forms.

3. These gualitative aspects of work and laboutaagely covered by the concept of
Decent Work defined by the ILO and endorsed byinternational community, as “opportunities
for women and men to obtain decent and productimkw conditions of freedom, equity,
security and human dignity’. The Decent Work Agenda provides a framework liermajor
areas of ILO work and draws attention to the reteghips between its four strategic objectives:

(@) Fundamental principles and rights at work amdrhational labour standards.
(b) Employment and income opportunities.

(© Social protection and social security.

(d) Social dialogue and tripartism.

4, In Europe, the promotion of quality of work iSguiding principle” in the Social Policy
Agenda of the European Union (ER)In 2000, heads of state and governments of thenetin
Lisbon to launch a series of reforms. At this negta new “overall goal of moving to full
employment through creating not only more, but &lstter jobs” was set. Subsequent
meetings of the European Council have also condltii®t promoting quality and productivity
at work is a priority for the EU.

5. To meet their needs to monitor and develop @dito improve quality of work, both the
ILO and the EU have developed their specific frams: A framework for the measurement of
decent work has been developed by the ILO that cweslstatistical decent work indicators with
information on the legal framework Within the EU, two frameworks are used. One $et 0
indicators is maintained by the European Commis&omonitoring labour market policies.
Another was developed and is being used by thefearo Foundation for the Improvement of
Living and Working Conditions for their work on #hiopic.

6. While several related frameworks exist, eactssauparticular purpose or policy agenda.
None attempts to produce a broad, overall framevia@rkhe measurement of quality of
employment. There remains a need to develop aesingherent framework around which
statistics on quality of employment can be develoged organized.

7. In 2007 a Task Force was set up to developgesiramework unifying the elements in
the different systems. The Task Force was composegpresentatives from Canada (chair),
France, Finland, Hungary, Israel, Italy, Polandrdstat, the European Foundation for the
Improvement of Living and Working Condition, Womeninformal Employment: Globalizing

! International Labour OrganizatioBecent work: Report of the Director-General. Intational Labour
Conference87" Session, ILO, Geneva, 1999.
2 Lozano, EstebarQuality in work: Dimensions and Indicators in theaFhework of the European Employment
3Strategy UNECE/ILO/Eurostat Seminar on the Quality of WoBeneva, May 11 to 13, 2005, p. 2.

IBID, p. 2.
* International Labour Officeleasurement of decent work: Discussion paper ferTthipartite Meeting of Experts
on the Measurement of Decent Work, Geneva, 8—1@/@bpr 2008ILO, Geneva, 2008; and
International Labour Officelripartite Meeting of Experts on the MeasuremerDeéent Work Geneva, 8- 10
September 2008. Chairperson’s repdti), Geneva, 2008.



ECE/CES/GE.12/2009/1
page 5

and Organizing (WIEGO), ILO and UNECE. Later, Mexid/oldova and Ukraine joined the
Task Force. This document is the result of the vadithe Task Force. It presents a proposal for
a statistical framework on the quality of employrnen

8. The goal of the statistical framework proposethis document is to provide guidance to
countries interested in the development of qualitgmployment statistics. It is hoped that this
framework will be a useful tool for those who améerested to produce statistics on quality of
employment indicators. It is important to note tatt is presented below should not be
interpreted as a formal international recommendattiat requires countries to produce statistics.
The primary goal of this effort is to assist in engtanding the quality of employment within a
country, rather than facilitate international comgans. Additional experience and research
would be required before moving to a higher leieddance that would standardize
measurement across countries.

1. DESIGN OF THE FRAMEWORK

A. What is Quality of Employment?

9. What is quality of employment? What indicatouglot to be used to assess such a
concept? Neither question is easy to answer. Hawahswered depends upon the perspective
that one has. The European Foundation has idehttiree perspectives on the quality of work
and employment: societal, corporate and individUalom a societal perspective, it may be
desirable to have good quality of employment, simgh quality employment is assumed to
have social spin-offs. However not all aspectdefdocietal point of view would imply that
quality of employment is positive. For examplehaligh public employment generally
represents high quality employment, large growtthia sector may not be desirable because it
can burden government budgets.

10. From the corporate point of view, good emplogtmaight mean having hard-working,
productive staff. Of course there is overlap betwthe corporate view and the views of the
worker on what is high quality employment. Howewehat is in the interest of the employer is
not always the same as that of the worker. So,endnlemployee might see high wages to his
benefit, the employer may not see that attributédhefiob as a positive one.

11.  The proposed framework and its indicatorsparmarily designed to measure quality

of employment from the perspective of theindividual or worker. However, there is also some
element of the social perspective built into theésieworks Because work is something that
delivers a large variety of benefits and negagsitio individuals and societies, and individual
and societal tastes for what they want from woekexqually varied. As a result, there is no one,
single definition of what it means to be working‘good" employment.

® European Foundation for the Improvement of Livamgl Working ConditionsQuality in work and employment in
the European Working Conditions Survef)NECE/ILO/Eurostat Seminar on the Quality of WoBeneva, May 11
to 13, 2005, p. 2.

®Note that also the ILO framework on decent work bath a societal and individual perspective.
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12. This perspective affects the framework in a¥eays. First, it prevents any development
of an index of quality of employment, and as subh,Task Force strictly avoided moving the
framework in that direction. Second, because quafiemployment means many different
things, it requires a varied and populous set dicetors. These indicators, in turn, will be
interpreted differently by different people. Sirfoe one person, changes in an indicator can
mean good news, while for another it can be neotraven negative. As a result, the framework
will never yield a black and white picture of qualof employment, a reflection of the
complexity of the issue being measured.

13. Since qualitative aspects of work are the silgestudy, access to employment is
outside the scope of the framework. However, omacgforget the general labour market
conditions when using the framework to produce ysislof the state of quality of employment
in a country. To get a full picture of the labouanket situation of a country, the framework on
quality of employment should always be accompabiecegular indicators on employment and
unemployment, for example (un)employment and pagton rates. Moreover the standard
labour market indicators are an essential piedefofmation for interpreting the results of the
measurement of quality of employment.

B. The Quality of Employment Framework
14. In developing the framework, the following mamnciples have been used:

1. The measurement of quality of employment shoutbimprehensive, with many elements
and dimensions.

2. Not all aspects of quality of employment will bdevant for measurement in all
countries. Each aspect of quality of employmentikhbe sufficiently problematic within
a country to justify measurement.

3. The measurement of quality of employment should hdxansparent logical structure to
be called a framework.

4. The statistics of quality of employment are desigte be feasible or practical for
National Statistical Organizations. While designeml draw from existing sources,
countries may need to consider expanding the dadlecof statistics on quality of
employment. Each aspect of quality of employmetgsgyned to be technically feasible.

5. Use, wherever possible, internationally-acceptedngotational methodologies and
definitions.

15. The first and second principles ensure thatprehensive, varied indicators suggested in
the framework will help measure quality of employrh any country. The framework is
flexible enough to address the particular needmgfpart of the world. Because it has been
developed with the broadest approach possiblectongasurement of quality of employment,
countries may not find all parts of the measurenframiework to be applicable.

16. The third principle relates to the organizawdithe framework itself. A framework needs
a clear structure. The structure chosen here edbas human needs from work. Employment or
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work can be viewed as an activity to meet humansieehis view offers a logical structure to
the Quality of Employment framework and ensuresglects of quality of employment are
covered. Seven basic dimensions of quality of egrpknt are proposed with indicators
specified under each.

17.  The fourth principle ensures practicality, prodg simple indicators that can be
produced using data collection programs commonanyntountries, such as population
censuses or household surveys (e.g. labour foreeys). This aims to facilitate ease of use,
although it should be of lower priority in termsaguiding principle for the framework —
practicality is important, but simply choosing wisturrently available would not be
appropriate for statistical framework developm@iitere are important aspects of quality of
employment which are rarely measured by NationatiS€ical Organizations. For those aspects
indicators are proposed where, in principle, mezsent is considered to be feasible.

18. The fifth principle says that the framework glootake advantage of international
standards in place. There are two advantageshisgbrinciple brings to the framework — first,
there is no point in any duplication in effort. 8ad, this principle facilitates an evolution into a
international standard, should the internationahicnity decide to proceed down that route.

19.  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
(&) Income
(b) Non-wage pecuniary benefits

3. Working hoursand balancing work and non-working life
(&) Working hours
(b) Working time arrangements
(c) Balancing work and non-working life

4. Security of employment and social protection
(a) Security of employment
(b) Social protection
5. Social dialogue
6. Skillsdevelopment and life-long learning
7. Workplacereéationshipsand intrinsic nature of work

(&) Workplace relationships
(b) Intrinsic nature of work
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20. The structure of the framework is intendedefitect human needs that may be satisfied
through employment. Human needs of health, safedyethical behaviour are listed first. Work
should also provide sustenance, so a dimensionaame and benefits, naturally, is within the
framework. This is obviously a main purpose of esgpient, at least historically and in most
countries.

21. It is essential for most workers that in thespit of these rewards, work should not
overly interfere with other human activities, irrfp@ular family life. Therefore working hours

and balancing work and non-working life appeathi@ framework. Furthermore, for workers it is
important that the sustenance from employment shioot be volatile. Therefore work security
and social protection is the next dimension. geserally acknowledged that working conditions
are better secured via a good system of sociagli@. This normally involves both pecuniary as
well as non-pecuniary rewards from work.

22. The next two dimensions have less to do wighpitovision of human needs of safety and
sustenance but describe many modern-day aspiraifdhs role of work. They are dedicated to
aspects of work that provide opportunities for paed growth and work satisfaction. Personal
growth is reflected in the dimension of skills dieygment and life-long learning. This is an area
meant to cover both formal and informal trainingeTinal dimension, workplace relationships
and intrinsic nature of work, should cover thosgeas$s of work which make a worker feel good
about their job. The employee-employer and intepleyee relationships are important to the
development of healthy workplace cultures and ptistaction. Canadian research would
indicate that issues of social dynamics in the wet&tionships are a key element to what makes
a “good" job7 The intrinsic benefits to the worker comprise aspef work that gives a person
job satisfaction.

23. The way the framework of Quality of Employmentlesigned assures that it includes
survival aspects of work as well as aspects thgtapaear more relevant to workers who are
safe and well-fed. This makes the framework appatgfor countries in all stages of economic
development, both for developing countries (or agenconcerned with their development) and
developed countries. It should be noted that tlheesece of the dimensions in no way indicates a
level of importance or urgency. All dimensions eng@ortant. In order to have a good
assessment of the quality of employment it is dssleghat all dimensions are covered.

1. DEFINING THE DIMENSIONS OF QUALITY OF EMPLOYMENT

A. Safety and ethics of employment

24.  The dimension on safety and ethics of employroan be defined as a group of
indicators that provides general information on kpdaice injuries and deaths, and unacceptable

" Lowe, Graham S., and Grant Shellenberg, “Whatjs@d job? The Importance of Employment Relatiorship
Canadian Policy Research Network Stidty. W05, Ottawa, 2001.
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forms of labour, such as forced labour or childblah as well as unfair treatment like
discriminatory or harassing work situations.

25.  The issue of safety at work is certainly anantgnt element of the quality of
employment. Employment which is unsafe would baa form of work. However, the issue of
workplace safety should not focus only on the nuosiafe jobs. Risks of injury or death can
exist across all types of work, and thus indicatdrhe safety of work are an important element
of any quality of employment framework.

26. Child labour and forced labour are forms of kvibvat almost all people around the world
would agree to be among the worst: child laboufpared, bonded or slave labour, or trafficked
labour. There is a common understanding that swk should be abolished universally. The
forced labour sub-dimension is defined as thoseatars that provide information on any
“work or service that is extracted from any persoder the menace of any penalty and for
which the said person has not offered himself esdlévoluntarily’s This includes such
practices as slavery, bonded labour and involurigdogur resulting from human trafficking. It is
felt that such work activity should be monitoredese if the estimation of the scale of the
problem can be difficult.

27. The ILO is very active on the issue of childdar. The goal of the ILO’s International
Programme on the Elimination of Child Labour (IPEE£)he prevention and elimination of all
forms of child labour: the priority targets for inedliate action are the worst forms of child
labour, which are defined in the ILO Conventiontbe worst forms of child labour, 1999 (No.
182)9 The ILO Statistical Information and Monitoring Bramme on Child Labour (SIMPOC),
which is the statistical arm of IPEC, provide &ttis on the extent, characteristics and
determinants of child labour. The 18th Internatiddaenference of Labour Statisticians (24
November — 5 December 2008) adopted the Resolatinoerning statistics of child labour,
which contains concepts, definitions and method$até collection on child labour, including its
worst forms10

28.  The ethics of work dimension would not be catglvithout discrimination issues.
These are captured in the sub-dimension fair treatimm employment1 This dimension should
show how fairly people, or sub-populations, arated in employment. Particular attention
should be paid to labour market conditions foraergroups of the population. They include
women, people of certain ethnic origins, peopldwpitysical or mental disabilities, indigenous
populations and migrant populations.

8 International Labour Organization, Convention [28.

° All forms of slavery or practices similar to slayesuch as sale and trafficking of children, detmdage and
serfdom or compulsory labour, including forced ompulsory recruitment of children for use in arnceaflict; the
use, procuring or offering a child for prostitutjdar production of pornographic performances, watkch by its
nature or circumstances, in which it is carried @aulikely to harm the health, safety or moralshbildren.

1910, Resolution concerning statistics of child ¢ats. 18" ICLS, Report of the Conference, pp. 56-66. Geneva
20009.

! Elimination of discrimination in respect of empiognt and occupation is part of the ILO's 1998 Dratian on
Fundamental Principles and Rights at Work and ecmvéy the Equal Remuneration Convention, 1951 (06)
and the Discrimination (Employment and Occupati@ohvention, 1958 (No. 111).
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29. The sub-dimension on fair treatment in emplegtns an exceptional case that requires a
special approach. In order to assess the levaiofreatment in employment it is important that
all groups have the same access to work and haseofithe same quality. This means that in
principle all quality aspects are relevant when fi@atment is concerned. Rather than propose
separate indicators for this sub-dimension, themsunendation of the Task Force is to produce
as many quality of employment indicators as posditn the groups for which society might

have concerns about their fair treatment. In thag va thorough review of fair treatment can be
given. Fair treatment can be assessed comparingutlgy of employment situation of these
groups with the national average.

B. Income and benefits from employment

30.  An obvious component of quality of employmenthie income that people receive.
Income must be taken broadly. The assumption efdimension is that the higher the pay and
other pecuniary benefits of the job, the higherghality of employment. In addition to income
and earnings, the benefits that an employer mightige (and pay for) are an important aspect
of quality of work that should not be ignored. Pleogalue the pay, but they undoubtedly
consider the leave that they may take, the healibrage and other benefits when asking
themselves “what is a good job®?.

31. The sub-dimension, income from employment shpubvide information on any
compensation paid to employees, or income fromesaifloyment. This compensation can take
the form of wages and salaries or other remuneratich as bonuses, commissions, gratuities,
income in-kind, taxable allowances, retroactive &gpgyments and stock options. This
remuneration should be calculated on a “gross’sashat is, before deductions such as
contributions to income tax, employment insurampession funds etc.

32.  Also non-wage pecuniary benefits are impontewards from employment. This sub-
dimension covers information on other forms of raeemation, such as supplementary medical,
dental or pharmaceutical benefits.

C. Working hoursand balancing work and non-working life

33. Working hours is a key characteristic for tharker. It is important to work a substantial
number of hours a week. Long hours or working uredmurs can be very demanding for the
worker. Finally, working hours have a strong relaship to balancing work with non-working
life. Therefore this aspect is included in this-slilmension as well.

21n a survey conducted on about 2,500 Canadiares, l@if of the respondents said that benefits Vierey
important” in a job, while over 6 in ten said thymod pay was very importdftinterestingly, the same survey
compared what workers want in a job to what they fleey actually get. The largest “job quality d&B” were
noted in pay, benefits and the related conceptleghiacement opportunities.
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34. The number of hours worked is an important etspequality of employment.
Excessively long or involuntary short hours of wedn have a significant impact on human
well-being.

35. In addition to the number of working hours, tineing or when the hours are worked is
also relevant. Therefore, a separate sub-dimemsiamorking time arrangements is needed to
show, for example, the days of the week or timeth@fday when persons work.

36. Employment should be convenient for balanciogkvand non-working life. In addition

to the number of hours that people work per weak,important that work schedules are
compatible or convenient with school schedulegh@fy have children), and that a schedule is
regular and consistent. Being able to choose thedide is also something of important as more
and more employers offer flexible work arrangemelts work-life balance measures,
particular attention should be paid to statistickaurs worked among mothers, given their
continued dominant role in unpaid work and childeda most countries.

D. Security of employment and social protection

37. Most workers would like to know that they cact on stable, regular employment,
with little or no period of lay-off.3 Should the job either by its nature or type aitcact be
insecure, it would be important to know that thereome social protection for the worker.

38. Security of employment involves informationtbe degree of permanence and tenure of
the work, status in employment, informalizatioreaiployment. This should also give an idea of
the degree of “flexicurity” of employment (a portmeau of flexibility and security).

39. Social protection offered to workers is alsaraportant aspect of quality of employment.
Employment insurance (in some countries called ysh@yment insurance) coverage, pension
coverage, and paid leave for maternity or pardatales are examples of such social protection.
Note that such protection should not be covereautite banner of pay and benefits.

E. Social dialogue

40. It is generally felt that it is a positive aspef society if workers have the right to
organize and to collectively bargain with employéiise degree, to which this freedom exists,
and the degree, to which employed people are aibde mto social dialogue with employers and
governments, is generally seen as a positive aspectality of employment. The title of the
sub-dimension, social dialogue, encompasses fre@dsotiation and the right to organize and
bargain collectively. Social dialogue includestgfies of negotiation, consultation or simply
exchange of information between representativegpeérnments, employers and workers, on
issues of common interest relating to economicsauiil policy.

13|n the 2000 CPRN-EKOS Survey, good job securibkea with good pay as an important element of jedlity.
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F. Skills development and life-long learning

41.  The dimension skills development and life-léeayning contains indicators that show
the degree to which workers are trained, and whettmployed people are under or over-
qualified for their work. Many workers engage ijoha with expectations and aspirations to have
an opportunity to further develop their skills aatallities. The job may offer training, which
could be appealing to the worker, or it may offeperiences and opportunities that the worker
sees as important to his or her professional aqmal development. This element of the quality
of employment framework should focus on indicatafrraining, commonly seen as a positive
aspect of any job. But skills are not just a fumatof the abilities and training of the worker, but
also reflect the nature of the job itself. As aufesskills cannot be developed in a work
environment where the employed person is over-fig@lior the position.

G. Workplacerelationships and intrinsic nature of work

42. A modern-day concern is how well we get alomidp wur co-workers. The quality of
workplace relationships, according to some, seenre important to overall job satisfaction
than pay or benefits4 Not only does it improve job satisfaction, stramgrkplace relationships
are also linked to skill development and use, reduarnover, higher morale and reduced
absenteeism. The sub-dimension workplace relatipagbcuses on inter-employee dialogue
and relationships, as well as communications betveaaployee and their supervisors.

43.  The final element of the quality of employmé&amework should be the intrinsic nature
of the work, a dimension present in the Europeaimtguality of work framework. This
dimension provides information on characteristiceraployment which are inherently satisfying
to the employed person. People may choose to withklew pay, long hours, under unsafe
working conditions etc., if the work has socialrsfigance or meaning to them. For example,
military service — for some — has great intrinsiéue, although it is inherently dangerous. Or,
working for a religious order might offer very imp@ant spiritual rewards for some, although the
person might vow to a life of poverty. Measuringstimtrinsic value of work is complicated, and
is probably the least developed of the dimensimted above.

V. MOVING FROM DIMENSIONSTO INDICATORS

44.  The table in Annex 1 shows how to parley tlghei-level, conceptual discussion in the
earlier parts of this report, into detailed, stated indicators. Again, the goal of it is not to
establish an international reporting requiremeniNational Statistical Organizations to follow.
There is not enough detail in the many indicatooppsed below to suggest that international
comparisons should be made. Instead, as stateeregtré goal should be to provide assistance
to countries which need or want to provide a corm@nsive portrait of the quality of

4 Lowe, Grahame S., and Grant Shellenberg, WhaBsad Job? The Importance of Employment Relatiorsship
Canadian Policy Research Networks, Study No. Wa@&v@, 2001.
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employment within the country. Further work wouleliequired to provide the specifics of each
indicator (precise definitions and collection metbp before meaningful international
comparisons can be made.

45, The indicators being considered for the framéveoe a work in progress. This is
suggested by the column titles in the table beldfhile at this stage in the Task Force work
there is general agreement on the broad framewloekndicators to populate the framework
have not been decided upon. A set of indicatoigeistified that is considered suitable for
reviewing its relevance and practicality. In adufitia preliminary list of possible indicators is
established. Both the framework and indicators riedu tested and refined.

46. It is with the above in mind that the Task fednas initiated the following activities:

0] The Validation Studythe study will test the completeness/redundancg a
validity of the quality of employment indicatorslesgted for analysis. It will also
highlight the relevance of indicators for the stftal framework suggested by the
Task Force as well as provide evidence of the tyuafiemployment indicators’
applicability to the ILO framework of Decent Workhe Validation Study is
carried out by the Italian National Institute o&ftics (ISTAT)

(i) Quality of Employment Country Profitebased on the Outline and criteria, the
following nine countries will prepare their qualitgf employment profiles:
Canada, Israel, Finland, France, Germany, Italyxitte Moldova and Ukraine.

47. The framework for the measurement of qualitgmployment developed by the Task
Force, results of the Validation Study and findinfishe county profiles will be reported to and
discussed at the Fifth UNECE Meeting on the Measerd of Quality of Employment
organised in cooperation with the ILO and EUROST&Eneva, from 14 to16 October 2009).

48.  The Task Force would like to acknowledge thatf for the Validation Study,
preparation of county profiles and participationeresentatives from fourteen countries at the
October Seminar are provided from the ILO/EU Projenhancing the understanding of decent
work issues by developing decent work indicators”.

* % *
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ANNEX 1
Proposed indicators
(Fully accepted by Task Force
Dimension for review) Other possibleindicators
1. Safety and ethlcsof employment
(a) Safety at Fatal occupational injury rate »= Occupational injury insurance coverage
work (Workplace fatalities per 100,000 | = Labour inspection (inspectors per 100,0

employees)

* Non-fatal occupational injury rate
(Workplace accidents per 100,000
employees)

» Share of employees working in
"hazardous" conditions

employees)

Hazardous occupations (rate)
Occupational disease contraction per
100,000 employees

Workplace expenditure on safety
improvements as a share of total
workplace labour costs

Share of employed people who feel
significant levels of stress on the job.

00

(b) Child labour

Child labour and worst forms of child

Children working: average weekly hours

D

and forced labour by age and sex
labour = Children not in school by employment
* Employment of persons who are status (by age)
below the minimum age specified fo=  Children in wage employment or self-
the kind of work performed. employment (percent by age)
«  Employment of persons below 18" Childrer_l aged 5-17by sex, type of activity
years in designated hazardous and residence . .
: . . = Percentage of children involved in
industries and occupations. household chores, by sex and age
* Employment of persons below 18.  pjstribution of working children aged 5-
years for hours exceeding a specified 17 py industry and age group
threshold = Distribution of working children aged 5-
17 by industry and sex
= Distribution of working children aged 5-
17 by status in employment and sex
Forced labour
» Indicators of deceptive recruitment
» Indicators of coercive recruitment
= Indicators of recruitment by abuse of
vulnerability
(c) Fair FOR THE MEASUREMENT OF FAIR TREATMENT, STATISTICSHOULD BE
treatment in PRODUCED ACROSS ALL DIMENSIONS, FOR AS MANY INDICAORS OF
employment QUALITY OF EMPLOYMENT AS POSSIBLE, FOR THE FOLLOWIE GROUPS

WHICH MAY BE RELEVANT FOR INDIVIDUAL COUNTRIES:

- Women

- Ethnic minorities

- Immigrants

- Indigenous population

- Persons with disabilities
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2. Income and benefits from employment

(@) Incomefrom

Average weekly earnings of

Share of employees paid at below

employment employees minimum wage
= Low pay (Share of employed with | = Distribution of wages by quintile
below?2/3 of median hourly earnings
(b) Non-wage = Share of employees using paid annual Share of employees with supplemental
pecuniary leave in the previous year medical insurance plan
benefits = Average number of days paid annual=

leave used in the previous year
Share of employees using sick leav

1Y%

3. Working hour s and balancing wor k and non-working life

=

(a) Working = Average annual (actual) hours workee Share of employees working overtime
hours per person (paid or unpaid)
= Share of employed persons working = Share of employed working more than
49 hrs and more per week one job
(involuntarily? unpaid overtime, nont =  Average weekly (actual) hours)
managerial only) = Distribution of hours by quintile
= Share of employed persons working
less than 30 hours per week
involuntarily
(b) Working = Percentage of employed people who
time usually work at night/evening
arrangements | = Percentage of employed people who
usually work on weekend or bank
holiday
= Share of employees with flexible
work schedules
(c) Balancing »= Ratio of employment rate for women = Ratio of the employment rate for single
work and non- with children under compulsory women with children under compulsory
working life school age to the employment rate of  school age to the employment rate of
all women aged 20-49 married women aged 20-49
= Share of people receiving = Average hours worked per household
maternity/paternity/family leave = Share of employed people who feel “tim
benefits stressed”
4. Security of employment and social protection
(a) Security of » Percentage of employees 25 years p&  Transition from temporary jobs into othe
employment age and older with temporary jobs labour status.
» Percentage of employees 25 years p&  Unemployment rate of those whose last
age and older with job tenure (< 1yr, job was temporary
1-3 yrs, 3-5 yrs, >= 5yrs) *= Percentage of employed who are
unincorporated self-employed
(b) Social » Share of employees covered by *= Average weekly unemployment insuran
protection unemployment insurance payment as a share of average weekly

Public social security expenditure as
share of GDP

Share of economically active
population contributing to a pension

fund

wage
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5. Social dlalogue and wor kplacerelationships

Share of employees covered by
collective wage bargaining

Average number of days not workeg
due to strikes and lockouts

Unit working hours lost due to strikes an
look outs
Decentralisation/centralisation index of
bargaining

Collective bargaining on working
conditions

Share of employees not covered by stri
law

d

KE

6. Skills development and life-long learning

Share of employed persons in high
skilled occupations

Share of employees who received jq
training within the last 12 months
Share of employed who have more
education than is normally required
their occupation

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

)¢,

in

in

Share of employed persons by Level of
Education (including subgroups)

Kind of job training (job-related, done of
one's own initiative)

7. Workplace relationships and intrinsic natur e of work

(&) Workplace
relationships

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

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

Share of employees who feel they have
been a victim of discrimination at work
Share of employees who feel they have
been harassed at work

a

a

(b) Intrinsic
natur e of work

Share of employees who feel they do
"useful" work

Share of employees who receive regula
feedback from their supervisor

Share of employees who feel they are 4
to apply their own ideas in work

Share of employees who feel satisfied

=

ble

with their work




