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Chapter 3 Work modalities

3.1 Labour markets across the world are not only characterised by a growing diversity of 
status in employment categories – diverging from the traditional binary concept of employee 
versus independent worker – as discussed in Chapter 2, but also by a diversification of work 
modalities, patterns or arrangements. This refers to the how, when and where employees, other 
dependent workers, and independent workers carry out their work activities and its organisation 
within and across economic units. While some developments have been ongoing for a long time 
(e.g. trends related to the length of working time and scheduling, or work organisation within 
and across teams), others are newly emerging or gaining in importance due to the widely cited 
impact of ‘mega-trends’ on the labour market. Technological change and digitalisation, for 
example, have been observed to affect working time and have the potential to change practices 
related to employee monitoring and surveillance. In combination with the COVID-19 pandemic, 
its impact on the place of work has been clearly shown, through the surge of telework to cushion 
as much as possible the negative effects of the health crisis on the economy and the labour 
market. Similarly, the transition to a climate-neutral economy as well as globalisation trends 
have some potential to affect the place of work, due to considerations for the carbon footprint, 
for example by reducing commuting time by availing of working from home or by sourcing, 
producing and selling more locally, with impacts on the location of economic units. Societal 
developments, like ageing, female participation in the labour market, educational trends and 
preferences as regards work-life balance impact modalities such as working time, place of work, 
work organisation and forms of remuneration.

3.2 In this sense, the concept of work modality complements the classification of work 
relationships based on ICSE-18 and provides greater clarity as to the nature of forms of 
employment that exist or are emerging in any given country. Together, the two concepts provide 
the main basis for the classification of forms of employment.

3.3 The purpose of the Chapter which follows is to define and delimit the concept of work 
modalities, and to present its most important aspects. Not all modalities described in the 
Chapter should necessarily be treated as a priority for data collection. Rather, the Chapter 
proposes a structure that may help NSOs understand and categorize distinctive aspects of the 
way in which work is conducted. While many of the modalities discussed in the Chapter reflect 
new or established areas of interest for researchers and policymakers, the contents are not 
meant to be exhaustive, and more modalities may be added in the future. Readers interested in 
obtaining suggestions for possible indicators to prioritize are invited to consult section 8.2. The 
Chapter begins in section 3.1 by providing a definition of work modalities and discussing how it 
relates to other statistical concepts. The discussion notes that while work modalities largely 
concern the statistical category of employment, some modalities are also relevant to other 
forms of work, such as volunteer work. 

3.4 In section 3.2, the key statistical properties of work modalities are discussed. While all 
broad aspects of work modalities are relevant to each ICSE-18 category, some specific modalities 
only concern a subset of status in employment categories. Furthermore, unlike the classification 
of work relationships found in ICSE-18, which consists of mutually exclusive categories, work 
modalities are not mutually exclusive, and one job can be associated with multiple modalities.  

3.5 In section 3.3, the discussion turns to describing the five broad aspects of work 
modalities relevant to the measurement of forms of employment:

1) Working time 
2) Work location 
3) The electronic allocation and supervision of work tasks 
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4) Forms of remuneration and payment
5) Cooperation within and across organizations

3.6 Each aspect is potentially related to distinct working conditions and quality of 
employment outcomes, and is hence relevant to identify and separate out for meaningful 
measurement. A subsection is dedicated to each, offering a detailed discussion of specific 
modalities and relevant sub dimensions. Finally, section 3.4 addresses the concept of 
informality. Informality occupies a unique position within the forms of employment framework, 
since it can be an aspect of either the economic unit (informal sector) or the job (informal 
employment) and reflects whether the economic unit and the job are effectively recognized and 
covered by formal arrangements such as commercial law, labour law and the social protection 
system. However, informality has the same statistical properties as a work modality since it 
cross-cuts status in employment categories. The discussion addresses key concepts related to 
informality, including the informal sector, informal employment and the type of employment 
agreement.

3.1 Definition and relationship with other statistical concepts

3.7 The term “work modality8” refers to the ways in which work is coordinated, performed, 
and compensated over time and space. This excludes aspects of the work relationship itself, 
including the “nature of the economic risk and authority that individuals experience at work” 
and “the strength and nature of the attachment of workers to the economic units in which or 
for which they work” which are covered by the International Classification of Status in 
Employment 2018 (ICSE-18) (see ILO, 2020a, paragraph 7).

3.8 It should be noted that while the discussion presented in this Handbook focuses on 
modalities that apply to the statistical category of employment, many work modalities are also 
relevant to the statistical category of work, as defined by the 20th ICLS Resolution concerning 
statistics on work relationships (ILO, 2018b). They include, for example, aspects of working time, 
work location, and the electronic allocation and supervision of work tasks. However, other 
modalities, such as forms of remuneration and payment only apply to employment.

3.9 For employees, some of the elements that will be discussed in this Chapter are partly or 
fully regulated by labour law or collective agreements in many countries (e.g. place and time of 
work, forms of remuneration), while others remain at the discretion of the contractual 
arrangement between employer and employee (e.g. teamwork) or are based on informal 
agreements between the involved parties without any legal basis (e.g. telework). For 
contributing family workers, work modalities are always determined by informal agreements or 
arrangements.

3.10 Independent workers, in contrast, tend not to be bound by employment or labour 
regulations with respect to the aspects discussed below. However, other regulatory frameworks, 
such as commercial and civil law, competition law or data protection regulations can be relevant. 
Accordingly, while independent workers tend to have more discretion to design their work 
modalities – depending on their field of activity, market position and relationships with clients, 
suppliers and business partners – in some cases, they will not have full autonomy in deciding on 
these aspects. As noted in Chapter 2, for independent workers in household market enterprises, 
a lack of control over working time may offer an indication that the worker is in fact a dependent 
contractor. 

8 NSOs and researchers may also use the terms “work pattern” or “work arrangement” if deemed more relevant to 
the national context or closer to existing terminology in the national language.
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3.2 Statistical properties

3.11 Unlike status in employment categories, an important feature of work modalities is the 
additive property of its main aspects – the ability to consider a combination of modalities as part 
of statistical measurement. In other words, a job could be classified in terms of each broad 
modality.  As an example, a dependent contractor’s job could be first classified as digital 
platform employment, to which could be added the characteristics of the usual work location, 
the usual duration of the work week, whether the job involves cooperation with other workers
in an umbrella organization, and the basis on which the payment is made (e.g. by the piece). 
However, mutually exclusive categories are found within each work modality sub dimension. For
instance, within the sub dimension length of weekly work hours, the categories of full-time 
employment and part-time employment are mutually exclusive. 

3.12 This approach provides a high degree of flexibility as it allows NSOs and researchers to 
develop indicators by combining work modalities and status in employment categories which 
have some common elements, but consist of conceptually distinct phenomena. As an example, 
a researcher interested in developing an indicator of forms of employment with a potential for 
earnings instability could combine specific status in employment categories (e.g. short-term and 
casual employees) with different modalities such as on-call work and payments by the piece.

3.13 While each broad work modality aspect discussed in the Chapter is relevant to all status 
in employment categories, a few specific modalities only apply to some. For example, some 
forms of payment only concern employees or independent workers, and contributing family 
workers are always classified as being informally employed.

3.14 Depending on the purpose of the exercise, data collection and reporting on work 
modalities could refer primarily to the modalities present in the main job of the person, as these 
are likely to be most influential for the worker in terms of quality of employment (e.g. health 
and well-being, income) and for society as a whole (e.g. social security aspects, risk of 
deprivation or poverty). In situations where a person has more than one job, data on work 
modalities can also be collected separately for each job if the purpose is to obtain a more 
comprehensive picture at the individual level (e.g. requirements to take on additional jobs due 
to low pay in the first job) or of the labour market (overall employment quality). Further, some 
modalities – such as digital platform employment – are particularly likely to exist in second or 
other jobs (see Pesole et al., 2018, p. 14), and in such cases, data collection focusing on all jobs 
is required in order to obtain accurate estimates of prevalence.  

3.3 The main aspects of work modalities

3.3.1 Working-time

3.15 Working time modalities have continued to diversify over the past several decades. The 
growing use of information and communication technologies (ICT) and remote arrangements 
also raises new questions about the clarity of the demarcation between working time and 
personal life. Nevertheless, the Resolution concerning the measurement of working-time
(hereafter, “the ICLS Working-time Resolution”) of the 18th ICLS notes that working-time 
arrangements related to any job are typically characterized by two key dimensions, namely: (1) 
the way in which working-time is organized in terms of length and timing, and (2) how working-
time is scheduled in terms of the stability and flexibility of working hours in a given job (ILO, 
2008). The ICLS Working-time Resolution identified a total of 17 formalized working-time 
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modalities based on how they were either scheduled and/or organized9. The discussion which 
follows builds on the concepts of the 18th ICLS Resolution, but focuses on the length, timing, 
flexibility and variability of working-time exclusively from the perspective of the worker. 

3.16 It should be noted that most working-time modalities can exist across various types of 
status in employment categories.  For example, both an employee and an independent worker 
can have variable hours, work at night, or work very long or short hours. However, in practice, 
independent workers tend to have more discretion in choosing their schedules and working 
time. While the working time of employees is based on labour laws, collective agreements, or 
the individual employment contract or agreement, independent workers and dependent 
contractors may be subject to their agreements with clients or other business partners10, which 
– depending on their market position, business relationship and authority – they can more 
flexibly arrange.

3.17 Statistics on working hours collected by social surveys are commonly measured either 
in terms of “usual” or “actual” practices with reference to a specific time period (ILO, 2015b). 
For the purposes of measuring employment, an important distinction should also be made 
between the regulatory or contractual basis of working time and actual working time realised 
by the employee. For instance, employees may usually or temporarily work fewer or more hours 
than foreseen in labour law, collective agreements or their individual employment contracts or 
agreements. In addition, certain arrangements may be available to a worker as part of their 
collective bargaining agreement or employment contract, but not used on a regular basis.

3.18 Statistics on contractual, usual or actual working time modalities and their relationship 
with laws and regulations may all be relevant depending on the objective of the data collection 
and analysis.

Length of Work Hours 

3.19 The typical length of the work week, including the distinction between part-time and 
full-time employment, is a key dimension of working-time modalities.

3.20 Part-time versus full-time employment. The definition of part-time and full-time 
employment among employees can be based on regulations or legislation, contractual hours of 
work, or usual work hours depending on the context. Accordingly, the understanding of the 
“demarcation line” between part-time and full-time employment may differ across countries, 
and even between sectors and occupations within a country. Since independent workers are not 
covered by labour regulations, part-time status should be determined on the basis of the hours 
usually worked. Although there is no internationally accepted definition of part-time work, there 
are two distinct approaches for conceptualizing and measuring part-time work. 

3.21 First, part-time work can be conceptualized in relation to full-time work; an approach 
that is prevalent across legal frameworks in many countries (ILO, 2021b). The ILO’s Part-Time 
Work Convention, 1994 (No.175) (ILO, 1994) serves as an example of this type of approach, 
where a part-time worker is understood as an “employed person whose normal hours of work 
are less than those of comparable full-time workers”. Here, full-time employment is taken as 
the benchmark11, while part-time employment is described in comparison to it. The approach is 

9 The names of these working-time arrangements may vary from country-to-country; however, the overarching 
characteristics of these arrangements are the same across contexts (ILO, 2008) 
10 In some instances, commercial or competition law can affect the working time of independent workers, dependent 
family workers, and contributing family workers: e.g. if opening hours, production or service provision times are 
regulated.
11 The approach does not offer a specific definition of full-time work either since national statistical definitions for 
full-time work vary (ILO, 2015b, p.15).
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implicit in the way part-time employment is measured in some Labour Force Surveys such as the 
EU-LFS, where respondents are asked directly if they work part-time or full-time.

3.22 The second approach for measuring part-time employment is through the use of specific 
hourly thresholds (ILO, 2021b; ILO, 2004a). Thresholds that divide full-time work from part-time 
work vary across jurisdictions, sectors and occupations. A commonly applied threshold refers to 
30 hours per week, but this should not necessarily be taken as the default and the particularities 
of the form of employment to be measured should be considered. For example, there are 
differences in the extent of part-time work, which can range from very low hours (e.g. up to 5 
hours per week) to near full-time (e.g. 29 hours per week).

3.23 Examinations of practices in different countries12 suggest there is a degree of consensus 
that for an employee to be considered part-time they should usually be working less than 30 
hours per week— but many countries also consider workers who usually work between 30 and 
34 hours per week to be working part-time 13 (ILO, 2004a; ILO, 2016a). While this offers a basis 
for comparable estimates across countries, NSOs and researchers may also choose to publish 
statistics that reflect national definitions. 

3.24 Job Sharing. A special variation of part-time employment among employees is job 
sharing14 where the responsibilities typically assigned to one worker are split into two (or more) 
part-time positions (ILO, 2004a). Job-sharing is a voluntary arrangement between employees 
and the employer that creates space for a better work-life balance (ILO, 2004b). It allows 
flexibility to schedule work within a timeframe conducive to a worker’s personal schedule (ILO, 
2004b).  Job sharing is typically defined on a contractual basis.

3.25 Overtime hours of work. Work that is completed beyond the normal working hours 
during a day or week is called overtime (ILO, 2008). According to the ICLS Working-time 
Resolution, overtime hours of work are defined as:

(a) the hours stipulated as overtime in a contract during a specified short reference 
period, plus hours actually worked in excess of contractual hours of work, if these 
exist; or

(b) the hours actually worked in excess of hours usually worked in a job where no 
contractual hours exist (ILO, 2008, paragraph 16(1)).

3.26 In most countries, regulatory definitions of overtime work only apply to employees. In 
some jurisdictions, specific categories of employees, such as part-time employees or salaried 
employees are excluded. However, based on the definitions of the ICLS Working-time Resolution
(ILO, 2008), as a statistical concept, overtime hours also apply to independent workers, 
dependent contractors and contributing family workers. Depending on the national context, it 
may be relevant to report overtime hours for categories of workers for which the concept 
applies in a legal or regulatory sense, as well as for all workers, broken down by broad status in 
employment categories. 

3.27 In many countries overtime work among employees is compensated by premium pay15

– or compensated via time in lieu of – beyond what employees would receive for working normal 
hours. Further, employees may also complete unpaid hours in excess of their contractual hours 
of work. While the ICLS Working Time Resolution (ILO, 2008) defines such situations as unpaid 

12 See ILO (2004a), ILO (2016a), and Van Bastelaer, Lemaître & Marianna (1997) for a detailed examination. 
13 More recently, there has been a push to classify particular sub-categories of part-time employment. The ILO (2021a)
differentiates between three subgroups: (1) substantial part-time, characterized by an employee usually working 
between 21 to 34 hours per week; (2) short part time, where an employee usually works 20 hours or less; and (3) 
“marginal” part-time, where an employee works fewer than 15 hours per week.
14 Job sharing should not be confused with work-sharing which is an “intentional reduction in an employee’s work 
hours to spread work over a larger number of workers to avoid layoffs or increase employment” (ILO, 2004b, p.1). 
15 In some jurisdictions, this excludes part-time workers.
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overtime, in many countries unpaid additional work hours are not legally defined as overtime. 
For this reason, NSOs and researchers should clearly distinguish between paid overtime and 
unpaid excess work hours. Specific consideration could also be given to employees who have 
flexible work hours and may work slightly more or fewer hours in any given week. In such cases, 
measurement could focus on whether the employee is operating within the normal flexible 
working hours schedule. 

Timing of the work day

3.28 A second aspect of working time associated with any job is the specific time period 
during which work is completed, including the overall structure and organization of the timing. 
Employment is often discussed in terms of the “standard working week” which typically 
encompasses full-time employment arrangements where an employee works for a fixed number 
of core hours each day16 (ILO, 2016a; ILO, 2018a). In a standard work week, employees work at 
least seven to eight hours per day for five days (usually Monday to Friday between 6 a.m. and 6 
p.m., but designated days of rest may vary by country)17 (ILO, 2011; ILO, 2015b; ILO, 2016a; 
OECD, 2021; UNECE, 2010). The “standard working week” structure is normally classified as 
daytime work because it consists of working daytime shifts.

3.29 Work can also take place during alternate hours, outside of the boundaries of standard 
daytime hours (6 a.m. to 6 p.m.) and the standard workweek (Monday to Friday) (ILO, 2011). 
Night and evening work is an example of this type of alternate assignment. The ILO’s Night Work 
Convention, 1990 (No. 171), defines night work as “all work which is performed during a period 
of not less than seven consecutive hours, including the interval from midnight to 5 a.m.” (ILO, 
1990, article 1a; ILO, 2004c). A wider definition of night work can also refer to any work carried 
out between midnight and 5 am, regardless of the number of hours. Evening work typically takes 
place between 7 p.m. and midnight. 

3.30 Weekend work is another example of alternate work-hours; conceptualized as work 
performed on days of rest (ILO, 2004d; ILO, 2019). The definition of “days of rest” may vary 
based on the geographical region. For example, within most Western countries, Sunday and/or 
Saturday are considered days of rest; whereas, Friday is considered the main day of rest in Arab 
countries (ILO, 2019; ILO, 2004d). Within many industrialized nations, weekend work is 
compensated with a premium, or extra payment bonus on top of the worker’s regular wage (ILO, 
2004d). 

3.31 Finally, split shift arrangements refer to schedules characterized by multiple blocks of 
working periods—each with a distinct start and end point—within the same day that are 
interrupted by long unpaid non-working period18 (California Department of Industrial Relations, 
2018; Kullander & Eklund, 2010). Split shifts refer to a schedule assigned by an employer rather 
than being at the discretion of the worker. Part of the split shift may occur during the day, in the 
evening, or at night.

16 In general, there is no internationally accepted definition of the standard working week; however, the definition 
provided is the most common.
17 The number of hours worked in a “standard” work week in one country could be higher than the global benchmark 
accepted in a statistical sense. In addition, days of rest may vary by country (see section on weekend work for more 
detail).
18 An employee may or may not earn a premium on top of their regular wage for working a split shift depending on 
the particular legal frameworks and collective agreements within the given jurisdiction (California Department of 
Industrial Relations, 2018). 
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Flexibility of working time

3.32 The third characteristic that differentiates between working-time modalities is the level 
of worker-led flexibility allowed in daily and weekly hours worked.

3.33 As noted previously, the level of flexibility in a worker’s working time is first dependent 
on the amount of control that the worker can exert over his or her schedule and total working 
hours. The ability to exert control depends on the worker’s status in employment, as well as 
their occupation and the type of tasks carried out. Individuals classified as independent workers 
tend to have greater flexibility in their work schedules than those who are dependent workers. 

3.34 For employees, it is important to differentiate who decides upon these aspects. Labour 
law, collective agreements and individual employment contracts can foresee different regimes, 
such as:

1) Full control by the employer within the bounds of labour law or collective 
agreements with the employee having to accept all terms

2) Full control by the worker within the bounds of labour law or collective 
agreements 

3) Length and stability of working time as well as scheduling determined in bilateral 
agreement between the employer and employee based on predefined processes 
and procedures or a minimum requirement (e.g. working a certain number of 
hours during a pay period).

3.35 Employers may provide diverse working-time arrangements as part of a strategy to offer 
more flexible options to employees (e.g., part-time work, job sharing, weekend work etc.), but 
a flexible working-time modality is only present when the employee has at least some degree of 
freedom to choose when to complete their work hours (whether on a daily, weekly or monthly 
basis) (see ILO, 2008). As such, a part-time worker who does not have any flexibility to vary his 
or her hours or start times on a weekly or daily basis does not have a flexible work arrangement. 
A wide variety of distinct practices can be observed across countries, sectors and occupations, 
with different degrees of control and flexibility exercised by the employer and employee, 
respectively. When measuring the flexibility of working time, an important aspect to consider in 
this context is the workers’ ability to take time off for personal reasons (e.g. care responsibilities) 
on short notice. 

3.36 In order to identify the prevalence of flexible working-time arrangements among 
employees, data should be first collected on whether the employee has access to a specific 
arrangement, and second, how often the arrangement is used in practice. 

3.37 The ICLS Working-time Resolution (ILO, 2008) describes several modalities involving 
flexibility in work hours among employees, such as:

▶ shift-change work arrangements19

▶ compressed work week 
▶ working time banking arrangement
▶ time-saving account arrangement

Variability of working time 

3.38 The fourth dimension that characterizes different working time modalities is the 
variability of working time. Variability refers to the degree to which total hours or the work 
schedule vary from one week to the next. In general, the standard work week with a fixed 

19 This is a variation of the shift-work arrangement (see ILO, 2004e for more details).
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number of work hours per day is considered stable working time. There are, however, a number 
of working time arrangements that involve irregular or unpredictable work hours where the 
number of hours worked per week, and/or the time when work is carried out can fluctuate 
significantly. Often, workers with highly variable and unpredictable schedules have little to no 
control over the hours they work, but some workers, including independent workers, may adopt 
an irregular schedule voluntarily as part of the weekly or daily organization of their work hours. 
Irregular hours have different implications for independent workers due to the greater control 
exercised by the worker, but may remain of interest to researchers in the context of examining 
the relationship between work hours and work-life balance.

3.39 There are two dimensions to the variability of working time: variability in hours and 
variability in scheduling. Variability in hours refers to the total number of hours worked, while 
variability in scheduling refers to situations where the time of day or days of the week worked 
vary. There are four possible combinations based on these dimensions:

▶ Total hours are stable and schedule does not vary (stable working time)

▶ Total hours vary within certain limits but schedule is stable (only relevant to 
workers with minor variations in their total hours, such as employees with flexible 
schedules)

▶ Total hours are stable but schedule varies (variable schedule)

▶ Total hours and schedule varies

3.40 In addition, among dependent workers variable hours can be scheduled in advance or 
ad hoc. For example, the employment contract of a retail worker that foresees that the 
employee works longer hours during a busy period to meet higher customer demand is an 
example stemming from advance scheduling. On the other hand, a healthcare worker in an 
emergency unit having to work longer hours in the event of a large accident is an example of 
more variable hours on an ad hoc basis. This, as indicated in the introduction of the Chapter, 
highlights the need to differentiate between regulatory, usual, and actual working time aspects 
as well as whether it is the employer or the worker (or a combination) who decides on variations 
in working time when defining employment forms and measuring employment.

3.41 Among employees, an important subcategory of working-time arrangements that often 
involve variable hours and variable scheduling are on-call or “as and when required” 
arrangements. It should be noted that when a job does not guarantee a minimum number of 
hours, on-call arrangements are part of a distinct status in employment category and should not 
be treated as a work modality. Employer-employee arrangements where employees are not 
guaranteed any hours – including, for example, zero-hours contracts20 – should be classified as 
“short-term and casual employees” in ICSE-18. However, on-call work may be also present 
where the employee is guaranteed a minimum number of hours. In such cases, the presence of 
an on-call schedule is a work modality and can apply to permanent and fixed-term employees. 
On-call arrangements with minimum guaranteed hours can function on an “as needed basis” 
without a predictable daily or weekly schedule where the total hours worked are often very 
short and depend largely on the availability of work (ILO, 2004f; ILO, 2021b). In such cases, 
workers are, however, required to be available to work whenever called upon with an 
established amount of notice, and work for as many hours as required by the employer21 (ILO, 

20 Zero-hours contracts are prevalent in the United Kingdom (Adams & Prassl, 2018). Although zero-hours contracts 
do not offer any minimum number of hours of work or pay to employees, the worker is also not obligated to accept 
the work that is offered to them (Adams & Prassl, 2018). There is jurisdictional variation in the construction of zero-
hours contracts; for example, under certain contractual agreements, workers are expected to be available and willing 
to work during specific designated periods, while this is not an expectation in other cases (Adams & Prassl, 2018). 
Zero-hours is an example of casual employment where there are no guaranteed hours for the worker. 
21 In accordance with legal and contractual hour limits.
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2008). On-call arrangements may also exist in some occupations such as medical professionals, 
where the worker has some regularly scheduled hours, as well as periods where they are not 
guaranteed any hours, but are expected to be available.

3.42 Min–max arrangements, which may be classified as a sub-type of on-call work, 
contractually guarantee a minimum and maximum number of hours for an employee to work 
during a given period of time (e.g., a week, month, year etc.). This approach does not stipulate 
a specific structure to the hours worked; rather, hours depend on the needs of the employer 
and the worker is obligated to be available to work. At the same time, the employer guarantees 
a minimum number of work hours for the employee. 

Measuring working time variability

3.43 Two broad indicators of variability in working time consist of the proportion of workers 
whose total work hours usually vary from week to week and the proportion of workers whose 
schedule usually varies from week to week.

Variable hours =
Workers whose total hours vary from week to week in their main job

Total number of workers

Variable schedule =
Workers who work on different days or at different times from week to week

Total number of workers

3.44 However, this is insufficient to capture changes in forms of employment in a country 
given that a variety of forms may have such features. At the least, these indicators should be 
measured separately for independent and dependent workers to capture the broad implications 
of variable hours for workers in terms of control over working time. In particular, variability in 
total hours worked among dependent workers should be captured by additional indicators 
measuring the extent to which the variability is determined by the worker or the employer, and 
is scheduled or ad hoc. 

3.45 Among dependent workers whose total hours vary from week to week a further 
distinction should be made between those whose:

(1) Variable hours are due to flex time or other flexible arrangements

(2) Variable hours are determined by the employer

Group (2) can be broken-down into 3 additional categories:

i. Employees who are not guaranteed a minimum number of hours each 

week, and are therefore in the status in employment category of “short-

term and casual employees”

ii. Employees who are guaranteed a minimum number of hours each week

- On-call schedules with a minimum number of hours

- Min-max contracts

- Other variable schedules

iii. Dependent contractors and contributing family workers with variable 

hours

3.46 A separate indicator is the proportion of dependent workers who are called in to work 
at short notice at least once per week, which can provide an indication of the prevalence of ad 
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hoc, unstable hours that are outside the control of the worker. Some jobs may also involve being 
contacted by an employer or clients outside working hours without necessarily requiring 
immediate action. Both indicators can help provide information on the extent to which workers 
experience a spill-over of work into their personal life.

3.47 Data on the variability of working time should be considered alongside information on 
the stability of the work relationship. For more information on this topic see Chapter 4, section 
4.3.2.

Figure 3.1

Summary of sub dimensions of the working time modality with key examples

3.3.2 Work location

3.48 A common feature of the work relationships of dependent workers in industrialized and 
advanced economies is the performance of work on a site under the control of the economic 
unit on which they are dependent. While working from home or other forms of remote work 
(like a consultant’s visits to a client’s premises or outworkers in the manufacturing sector) has 
persisted historically among some dependent workers, the advent of modern ICT has opened 
new possibilities for working remotely. The COVID-19 pandemic has highlighted how some 
sectors of activity are able to operate with a mostly remote workforce (Sostero et al., 2020; Dey 
et al. 2020). Quite naturally, ‘teleworkability’ depends on the task content of the job, with 
varying degrees of tasks that can be realised remotely across sectors and occupations. For 
example, jobs that require physical presence or a high level of social or physical interaction with 
other staff in the company or with clients or business partners – like many occupations offering 
in-person services such as retail assistants or hairdressers – will find limited possibilities for 
telework. Similarly, jobs that are place-bound, such as working on a construction site, in 
agriculture or in emergency services like fire fighters, show little potential for telework.

3.49 While some employees are entirely free to choose where they work, others may be 
restricted to locations determined by the employer. Independent workers typically retain 
greater flexibility in deciding where to work but may face limitations stemming from the nature 
of the occupation or economic activity in which they are engaged. 

Main concepts and key resources

3.50 Statistics on work location are organized around four core concepts: types of 
workplaces, alternative work locations, frequency, and the degree of mobility. In addition, 
statistics may be collected on the jurisdictions or countries in which employees, employers and 
clients are located.
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3.51 Detailed guidance on the statistical measurement of types of workplaces and work 
location patterns are available in three key ILO documents:

1) The 20th ICLS Resolution concerning statistics on work relationships (ILO, 2018b)

2) The Conceptual Framework for Statistics on Work Relationships (ILO, 2020a), 
which provides further guidance on the concepts of the Resolution

3) Defining and measuring remote work, telework, work at home and home-based 
work (ILO, 2020b)

Types of workplaces

3.52 The Resolution concerning statistics on work relationships (ILO, 2018b) describes three 
broad types of workplaces in which work may be conducted, and several subcategories within 
each type. Detailed definitions and guidance are available in paragraphs 268 to 282 of the 
Conceptual Framework for Statistics on Work Relationships (ILO, 2020a).

▶ The first large group of locations are fixed places of work outside the home. 
Workers who move around in their job or work activity but have a fixed-base 
location to which they report daily are included in this broad category. The main 
workplaces in this group are:

- Employer’s workplace or site 
- Own business premises
- Client’s workplace or site
- Client’s or employer’s home 

▶ A second group is covered by the concept of no fixed place of work. Workers 
who move around in their job or work activity but have a fixed-base location to 
which they report daily are excluded from this broad category. The main 
locations in this group are:

- Water, air or land-based vehicle 
- Door-to-door 
- Street or other public space 
- Market (except fixed stalls or other structures)
- No single type of location (applies when the work is usually 

performed in more than one type of location)

▶ The third type of location is work at home, which includes the key distinction 
between residential spaces and own household farms.

- Own home (or area outside) 
- Own household farm 

3.53 Work at home also excludes separate business premises that are adjacent to the home. 
Nevertheless, the distinction between own household farm, own business premises adjacent to 
the home, and the home itself is important for the measurement of the concepts of “home-
based work” and “work at home” as these refer to the more restricted concept of the worker’s 
own home (or area outside).

3.54 Data may also be collected on types of workplaces not mentioned by the Resolution 
concerning statistics on work relationships. This includes, for example, co-working spaces; a 
shared location where independent workers or employees working remotely can carry out their 
work. For more information on co-working spaces, see paragraph 3.126.
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3.55 For forms of employment performed entirely online, such as microtasks carried out 
through a digital platform, the type of workplace should be determined based on the location 
where the Internet is accessed.

Measuring the type of workplace

3.56 For the purposes of publishing indicators on work location, it is first important to 
establish what is the main type of workplace associated with a worker’s job – that is, the type of
location where the worker usually spends most of their work hours. If relevant to the national 
context, workers who spend an equal amount of time in two or more types of workplaces could 
also be considered in data collection.

3.57 It should also be noted that a type of workplace may involve working in different 
physical locations. For example, the main workplace of an independent worker who works in 
multiple clients’ homes as a plumber would be “client’s or employer’s home” rather than “no 
fixed place of work”. 

3.58 NSOs and researchers may also consider measuring whether workers who work in a 
fixed type of workplace usually work in multiple physical locations. This variable can provide an 
additional layer of information about workers who move around in their jobs. 

Alternative work locations

Default place of work

3.59 The starting point for the measurement of arrangements that involve working from an 
alternative location is to identify the default place of work: the location where work is typically 
expected to be carried out given the status and profession of the worker (ILO, 2020b). NSOs are 
not expected to publish statistics on the default place of work. Rather, the concept is the logical 
starting point to obtain statistics on arrangements that involve working from an alternative 
location, such as remote work or telework.

3.60 In some cases, the default place of work may correspond to the location where the 
worker usually spends most of their working hours. However, in other cases, such as employees 
who usually telework from home, the default place of work is the location owned or controlled 
by the economic unit which employs them. A default place of work can also be a non-fixed 
location or a public place, if duties associated with the job are expected to be carried out in such 
a location.

3.61 As a result of the COVID-19 pandemic, expectations regarding the default place of work 
may have shifted. Under such circumstances, some dependent workers may have greater 
freedom to work at a location other than the premises controlled by an employer. The default 
place of work for this group of workers should be defined as the business address associated 
with the employer which could consist of premises owned or controlled by the employer, the 
address where a company is registered but where no work is actually carried out or a hybrid 
workplace where only some dependent workers carry out work in person.

3.62 For independent workers, the default place of work consists of the premises, facilities 
or sites controlled by the independent worker for the purpose of carrying out the work (such as 
the worker’s own office, a construction site, a farm or a workshop, client’s facilities or sites (such 
as a client’s homes, shops, offices or factories), or public spaces (if this is the nature of the work 
such as street vendor, taxi driver or performance artist, for example).
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Remote work

3.63 Remote work is defined as “situations where the work is fully or partly carried out on an 
alternative worksite other than the default place of work.” (ILO, 2020b, p.5). This concept only 
applies to employees and dependent contractors, as well as to independent workers who either 
have fixed premises used for carrying out their work or who mainly work from their own home. 
Other independent workers are excluded as they do not have a clear default place of work from 
which they could work remotely22.

3.64 In cases where independent workers have a fixed premises or mainly work at home, 
remote work is present when the independent worker is conducting work in an alternative 
location. An example would be a shop owner who occasionally works from home. Dependent 
workers working at a site other than the default place of work – or premises owned or controlled 
by the employer when there is no default place of work – are considered to be working remotely. 

Box 3.1 
Telework

Hybrid work and hybrid workplaces

3.65 Hybrid workplaces are a type of workplace that have become more common since the 
beginning of the COVID-19 pandemic. Hybrid workplaces are premises under the control of an 
employer that have been set up to allow for a mix of in person and remote work. At any given 
time, some workers may be completing their work hours at the hybrid workplace while others 
work remotely from home or from another alternate location. This type of workplace is 
maintained by employers for their own employees or contractors and excludes co-working 
spaces shared by workers who work for different economic units.

3.66 Hybrid workers are those who regularly make use of the flexibility provided by hybrid 
workplaces. They usually spend some work hours at their employer’s workplace or work site and 
some hours at home or in a third location. Hybrid workers are identified based on their usual 
work location pattern. Dependent workers who work exclusively at home or at their employer’s 
premises are not hybrid workers, even if their employer operates a hybrid workplace. Although 
the concept of hybrid worker is most relevant to employees, independent workers with a clear 
default work location outside the home can also be included if they also usually work some hours 
at home or in a third location.

22 Contributing family workers who work for a family business that has no fixed premises for performing the work are 
also excluded.

▪ Telework is a subcategory of remote work where personal electronic devices such 
as a computer, tablet or telephone (mobile or landline) are used to perform the 
work, and where the use of the personal electronic device is an essential part of the 
work.

▪ In some countries there may be considerable overlap between home-based work 
and telework. Indeed, many teleworkers work from home and many home-based 
workers are teleworkers. However, the two concepts are distinct and home-based 
workers are not necessarily teleworkers or vice-versa. For example, a baker working 
from their own kitchen is a home-based worker but not a teleworker. For a more 
detailed of on this distinction see ILO (2020b).
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Frequency and mobility

Frequency of remote work, telework and work at home

3.67 In addition to identifying whether workers mainly work in a specific type of workplace, 
or mainly engage in remote work or telework, NSOs and researchers may also wish to collect 
data on regular or occasional work location patterns. Doing so provides a more comprehensive 
picture of the impact of digitalization, ICT and other societal changes on work location patterns.

Box 3.2 

Frequency of work location patterns

Mobility of remote workers

3.68 The mobility of remote workers refers to the number of workplaces where remote 
workers carry out their work. It distinguishes between workers who “carry out work in several 
different places (high-mobility remote workers)” as opposed to carrying out work “in a more 
limited number of places with less frequency (low-mobility remote workers)” (Eurofound and 
ILO, 2017, p. 7). Workers who do not have a default location and move around in their job are 
not covered by this modality.

▶ High-mobility remote workers are workers who carry out remote work or 
telework at least twice a week in two or more locations other than the default 
place of work in a four-week period.

▶ Low-mobility remote workers are workers who perform remote work or 
telework in at least one location other than the default place of work over a four-
week period, but do so less frequently than high-mobility remote workers. 

▶ ICT-based mobile work refers to teleworkers (workers who use ICT always, or 
almost all the time to complete their work) who are less place-bound than home-
based teleworkers (Eurofound, 2020, p. 7). Different criteria could be used to 
identify ICT-based mobile work depending on national needs: for example, 
teleworkers who worked in at least one location other than the default place of 
work or their home during a four-week period. ICT-based mobile workers can 
have either high or low mobility.

Country of residence and country of work

3.69 An additional component of statistics on work location which may be of interest to NSOs
and researchers concerns the jurisdiction or country in which the workers’ home, their usual 
workplace and their default place of work are located. Before the advent of ICT, cross-border 
work only occurred as a result of workers physically crossing an international border to reach a 
particular work location. However, digital platforms and other information technologies 
facilitate cross-border work location patterns.

Can refer to either a type of workplace, or practices such as remote work or telework

▪ Mainly - understood as usually or most frequently

▪ Regularly - at least once a week in the last four weeks 

▪ Occasionally - at least once in the last four weeks

See ILO (2020b, p. 7-8)
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3.70 NSOs collecting data on this topic should ensure that measuring the geographical 
location of workers and their default place of work remains aligned with core work location 
concepts. For example, employees whose employer is located in a different country may be 
either a remote worker, or working in their default work location but crossing a national border 
on a daily basis. Some workers, such as seasonal workers and consultants working on a specific 
project, may also cross international borders on a less regular basis. The location of a worker 
may also have implications for economic statistics, including national accounts. For more 
information on this topic see Annex A.

3.3.3 Electronic allocation and supervision of work tasks

3.71 Modern technologies, including algorithms, may intervene in the way tasks are 
distributed between workers and how workers are monitored at the workplace and beyond. The 
growing role of technology may affect both the distribution and supervision of tasks within an 
economic unit, or between economic units in the case of dependent contractors and 
independent workers.

Algorithmic management

3.72 In general, dependent employment is not only realized in terms of the subordination of 
workers in relation to an organization, but also with respect to the position of the worker in a 
hierarchical structure in terms of task assignment, performance monitoring and surveillance. 
While this is not new, digitalisation and technological progress add a newly emerging dimension 
of management through technologies involving algorithms or automation.

3.73 Indeed, the concept of ‘algorithmic management’ is increasingly discussed at both a 
policy and operational level and refers to “computer-programmed procedures that use input 
data to remotely manage workers and coordinate work tasks in order to obtain a desired 
output” (adapted from Wood (2021), Kellogg et al. (2020)).

3.74 A unique development associated with algorithmic management is a reduction in the 
intervention of human actors as part of a process towards “automated or semi-automated 
decision-making” (Mateescu and Nguyen, 2019, p.1). However, Wood (2021) notes that, at the 
present time, most algorithms are unable to operate without at least some intervention from 
human managers.

3.75 Algorithmic management is associated with digital platforms, such as Uber and Amazon 
Turk which use algorithms as part of the matching process between workers and clients and to 
assess the performance of workers. However, algorithms are also used by non-platform 
employers (Mateescu and Nguyen, 2019; Kellogg et al. 2020; Wood, 2021). 

3.76 According to Kellogg et al (2020, see also Wood, 2021), algorithms serve three distinct 
functions as part of algorithmic management: 1) direction, 2) monitoring and surveillance 
(evaluation23) and 3) sanctions/penalties (discipline). Each may be of unique interest in order to 
fully understand the impact of algorithms on various aspects of employment.

23 The concepts used by Kellogg et al. (2020) are in brackets.
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Box 3.3 
Functions of algorithmic management

3.77 For the purpose of identifying specific work modalities involving algorithmic 
management, NSOs and researchers may want to gather and analyse the following statistical 
indicators:

▶ Prevalence of algorithmic/automated task assignment (yes/no; if yes: 
always/mainly, regularly, occasionally) 

▶ Incidence of scheduling/assignment of shifts determined by technology (yes/no; 
if yes, frequency/intensity – rarely, sometimes, often, always)

▶ Incidence of pace of work determined by technology (yes/no; if yes, 
frequency/intensity – rarely, sometimes, often, always)

▶ Prevalence of algorithmic performance monitoring (yes/no; if yes: always/mainly, 
regularly, occasionally)

▶ Prevalence of sanctions/penalties based on algorithmic/automated performance 
monitoring (yes/no; if yes: always/mainly, regularly, occasionally)

▶ Incidence of use of data analytics by the employer or platform to monitor worker 
performance (yes/no; if yes, frequency/intensity – rarely, sometimes, often, 
always)

Digital platform employment

3.78 Digital platform employment refers to employment performed through an online tool 
or an app that matches supply and demand for employment, most often based on an algorithm. 
An important aspect to consider in this context is that digital platform employment is about the 
assignment of individual tasks (smaller or larger), rather than about jobs. Although many 
platforms treat workers as independent workers, as noted in Chapter 2, all status in employment 
categories are potentially relevant to digital platform employment, and classification depends 
on the nature of economic risk and authority experienced by workers in relation to the platform. 

3.79 Digital platforms relevant to digital platform employment are defined as:

“digital interface[s] that generate economic and/or social value and that direct or indirect 

intermediates between three distinctive agents (the owner of the platform, the provider 

of labour services, and the final user of the goods and services produced). The digital 

The three main functions of algorithmic management are described by Kellogg et al. (2020) and 
summarized by Wood (2021):

▪ Algorithmic direction refers to the automation of processes that determine the 
tasks to be completed, the order of those tasks, and the time frame for their 
completion. 

▪ Monitoring or surveillance (algorithmic evaluation) refers to the use of algorithms 
to evaluate the performance of workers based on a variety of data such as the 
ratings provided by clients on digital platforms, keyboard presses, or the number 
of breaks. 

▪ Sanctions and penalties (algorithmic discipline) is often tied to algorithmic 
evaluation and refers to the use of algorithms to discipline workers. Discipline can 
be applied either automatically based on worker ratings, or by human managers 
using worker ratings as a key input.
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platform provides services and tools that remain under the control of the economic unit 

that owns it and enables that economic unit to exercise some degree of control over the 

productive activities (i.e. work) carried out by the provider and to monitor the work 

process on the digital platform.” (OECD, forthcoming)

3.80 In general, digital platforms which mediate work and involve the provision of services 
have received more attention than other types of platforms as part of data collection and policy 
discussions. This includes “online web-based platforms”, such as Amazon Mechanical Turk and 
Upwork, where work is carried out remotely, and “location-based platforms” such as Uber and 
TaskRabbit, where the worker is required to perform in-person tasks (see ILO, 2021c). Some 
NSOs and researchers may focus exclusively on digital platforms mediating employment as part 
of their data collection and analysis on digital platform employment. However, as a work 
modality, the concept of digital platform also includes platforms that provide services to 
individual users (e.g. Airbnb) and business to business platforms which facilitate and mediate 
the exchange of goods (e.g. Alibaba, Amazon).

3.81 For further discussion on types of platforms and the relationship between digital 
platform employment and types of platforms, see:

▶ 2021 World Employment and Social Outlook: The role of digital labour platforms 
in transforming the world of work (ILO, 2021c)

▶ Chapter 2, Handbook on the Measurement of Platform Employment and Work
(OECD, forthcoming)

Type of control exercised by digital platforms

3.82 Platforms facilitating digital platform employment may exercise different degrees of 
control over workers. Some platforms play a minimal role, and simply serve as a marketplace to 
facilitate exchange. Others go beyond matching by becoming involved in the organisation of 
work, such as deciding on payment rates, place or time of work, and/or monitoring the worker 
or the task realisation. The degree of intervention in the organisation of the work, including 
surveillance, in practice differs from platform to platform and hence spans a spectrum from 
‘market’ (in cases in which the platform limits its activities to the matching aspect) to ‘hierarchy’ 
(in cases in which the platform takes a similar role as a traditional employer, prescribing most if 
not all elements of work organisation and working conditions). 

3.83 When discussing employment forms and measuring employment, the hierarchy/market
distinction is important and has been proven to impact the working conditions experienced by 
workers who use digital platforms to provide services (Eurofound, 2018). While platforms 
facilitating the exchange of goods have received less attention in the context of regulating and 
measuring forms of employment, the market-hierarchy continuum is also relevant to 
understand the control exercised by the platform. Overall, the type of control exercised by 
digital platforms has important implications for work relationships as in most cases, platform 
workers are treated as independent contractors with the potential for misclassification 
increasing as the business model moves from the market towards the hierarchy continuum. 

3.84 As discussed in Chapter 2, the degree of control exercised by the platform may be a 
factor in the statistical classification of status in employment. For instance, while most digital 
platforms pay workers as independent contractors, in some cases, digital platforms may exercise 
enough control over key aspects of the work so that workers would be classified as dependent 
contractors based on ICSE-18.
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Figure 3.2
Market vs. hierarchy dichotomy for digital platforms facilitating the exchange of services

Source: Eurofound, 2019

3.85 In the market-hierarchy continuum, specific attention should be devoted to worker 
ratings, which – for the time-being – is a particularity of platform work. Next to algorithmic 
matching, applying some form of performance rating is a common feature across the diverse 
landscape of digital platform employment. In some business models, ratings are provided by 
clients, in others by the platform itself, often in an automated way. Irrespective of the type of 
rating, this type of ‘performance appraisal’ tends to be influential for the workers’ access to 
future tasks (and hence work and income generation opportunities) and/or the quality of the 
tasks assigned (notably in terms of earning levels).

3.86 Some digital platforms may use algorithms in a less prominent way. For example, if there 
is no automatic matching of workers and tasks, and no evaluation of workers, a digital platform 
involves a lower degree of algorithmic management. However, in practice most digital platform 
use algorithms, as computer programmed-procedures are at the root of the network effects 
generated by the platform business model (OECD, forthcoming).

Collection and dissemination of data on digital platform employment

Type of digital platform employment

3.87 Employment involving services provided through online web-based platforms and 
location-based platforms could be covered by data collection and dissemination. These two 
types of platforms typically involve workers who are likely to experience algorithmic 
management and are at risk of being economically dependent on the platform.

3.88 Where relevant, additional data collection and analysis could focus on employment 
carried out through other types of digital platforms, such as business to business platforms, 
platforms facilitating the exchange of goods, social media platforms or hybrid platforms 
(platforms which mediate work and provide other services).

3.89 From a statistical point of view, NSOs and researchers should also consider measuring:

▶ Whether the platform sets prices or pay rates (yes, no; if yes: always, mainly, 

regularly, occasionally)

▶ Whether it is the discretion of the worker to arrange working time/schedule (yes, 

no; if yes: always, mainly, regularly, occasionally)
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▶ Prevalence of algorithmic/automated task assignment (yes/no; if yes: 
always/mainly, regularly, occasionally) 

▶ Prevalence of algorithmic/automated performance monitoring (yes/no; if yes: 

always/mainly, regularly, occasionally)

▶ Prevalence of sanctions/penalties based on algorithmic/automated performance 

monitoring (yes/no; if yes: always/mainly, regularly, occasionally)

3.90 Other important elements to differentiate between the growing diversity of 
employment carried out through digital platforms include (see Eurofound, 2018; Eurofound, 
2019):

▶ The skill level required to perform the task (low, medium, high)

▶ Whether it involves the provision of goods or services

▶ The scale of the task (micro tasks versus larger projects)

▶ Whether the task assignment is initiated by the platform, the client or the 
worker

▶ The form of matching (offer versus contest)

3.91 Based on the combination of the above elements, Eurofound identified 120 types of 
platform work that could be performed through online web-based platforms and location-based 
platforms. For Europe, it was shown that as of 2017, 10 of these 120 potential types had a critical 
mass of active platforms and workers.

Table 3.1
Most common types of platform work providing services in Europe, 2017

Source: Eurofound, 2018
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Reference periods

3.92 Finally, since digital platform employment is often done sporadically, the measurement 
of employment through labour force surveys based on a 1-week reference period may not fully 
capture the extent to which people engage in digital platform employment in a country. As such, 
NSOs and researchers are encouraged to collect data reflecting a longer reference period (3, 6 
or 12 months) and to consider measuring the following indicators:

▶ Persons who have conducted digital platform employment during the longer 
reference period

▶ Persons who have received some income from digital platform employment (see 
OECD, forthcoming) 

3.93 Indicators based on a longer reference period are likely to provide more encompassing
estimates of the number of people who carry out digital platform employment in a country and 
the extent to which it represents a source of income. However, care should be taken to avoid 
presenting results as equivalent to employment as defined by the 19th ICLS Resolution
concerning statistics of work, employment and labour underutilization (ILO, 2013a). 

Data collection

3.94 Different sources may be used to collect data on digital platform employment, including 
household surveys. For more information on possible data collection strategies, see Chapter 4 
of the Handbook on the Measurement of Platform Employment and Work (OECD, forthcoming).

3.3.4 Forms of remuneration and payment

3.95 The way in which employment is compensated can evolve alongside changes in 
legislation, business practices and technology. This broad work modality aspect covers three sub 
dimensions: forms of remuneration, variable remuneration schemes, and forms of payment.

3.96 Identifying forms of remuneration – the basis on which payments are made – is required 
as part of the identification of status in employment categories in ICSE-18. As discussed in 
Chapter 2, the distinction between employment for pay and employment for profit is at the 
centre of the variant of ICSE-18 based on economic risk. As such, not all forms of remuneration 
are relevant to all status in employment categories. For example, being paid for time worked on 
the basis of a wage or salary distinguishes employees from dependent contractors. While both 
categories of workers are economically dependent on an economic entity they do not own or 
control themselves, only employees are paid for time worked.

3.97 However, other forms of remuneration such as payment by the piece, commissions, tips 
from clients, as well as compensation determined by profit or loss, can occur across many
statuses in employment categories, and can provide additional insights on topics such as the 
stability of earnings.

3.98 Two additional concepts are helpful to fully understand the various ways in which 
employment is compensated and their implications for workers. The first concerns variable 
remuneration schemes, which refer to schemes which reward employees on the basis of results, 
performance, or the profit or losses incurred by the economic unit for which they are employed. 
The second is the form of payment, which refers to the means by which workers are 
compensated.

3.99 Forms of remuneration and payment represent a distinct set of concepts from 
employment-related earnings. The latter refers to the monetary value of remuneration and is 
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governed by the 16th ICLS Resolution concerning the measurement of employment-related 
income (ILO, 1998).

Forms of remuneration

3.100 A form of remuneration refers to the basis on which a payment is made, rather than the 
method of payment itself (e.g. cash, in-kind, bank transfer).  Section 6.5 of the Conceptual 
Framework for Statistics on Work Relationships (ILO, 2020a) describes the main forms of 
remuneration that should be covered by data collection programs: 

▶ for time worked (including wage or salary)

− wage

− salary
▶ by the piece
▶ commission
▶ fee for services
▶ determined by profit or loss
▶ tips from clients
▶ other

3.101 Key considerations are mentioned below, with further detail available in the Conceptual 
Framework:

▶ Remuneration for time worked through a wage or salary is restricted to 

employees and owner-operators of corporations.

▶ In general, workers who receive remuneration by the piece or commission, 

should be classified as employees. However, there are cases when such forms of 

remuneration are present among independent workers and dependent 

contractors, such as when payments are made “according to the terms of a 

commercial contract with a fee schedule calculated on the basis of the number of 

goods produced, services provided or sales made” (ILO, 2020a, p.54).

▶ Remuneration among independent workers in household market enterprises, 

dependent contractors, and contributing family workers is wholly or partly 

determined by profit or loss. Employees and independent workers in corporations 

may also receive part of their remuneration on the basis of profit or loss through 

share options or other profit-related remuneration schemes.

3.102 As part of data collection requirements for ICSE-18, information must be collected on all 
forms of remuneration related to a specific job in order to identify any worker who receives a 
wage or salary (even if it is not the main form of remuneration). Data on the main form of 
remuneration associated with a job is complementary and can help researchers and NSOs
improve their understanding of forms of remuneration.

Variable remuneration schemes

3.103 The remuneration of independent workers in household market enterprises, dependent 
contractors, contributing family workers, and owner-operators of corporations is variable by 
definition as a result of being partly or entirely determined by profit or loss (ILO, 2020a). 
However, employees may also receive variable remuneration through schemes that reward 
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workers based on results, performance, or profit. Variable pay schemes are explicitly designed 
to be variable in order to incentivize greater worker output and effort (Prendergast, 1999).

3.104 It may be useful for NSOs and researchers to identify employees who are wholly or partly 
remunerated on the basis of variable pay schemes in order to fully capture the degree of 
exposure to economic risk among employees. Such schemes may be broadly divided between 
those that reward workers on the basis of their individual output or performance; those which 
reward group performance – including team or company performance; and those which 
remunerate workers on the basis of profit or loss.

(1) Individual output or performance
▶ payment by results 

− by the piece

− commissions

− other
▶ pay linked to individual performance following management appraisal; 

(2) Group performance
▶ pay linked to group performance (of the team, working group or department); 

(3) Determined by profit or loss
▶ profit-sharing schemes (pay linked to the results of the company or 

establishment); 
▶ share-ownership schemes offered by the company.

3.105 A broader definition of variable remuneration could also cover all employees for whom 
at least part of the remuneration package is variable for any given reason. This would include 
tips, overtime pay, scheduling and shift pay. However, due to its heterogeneity, this broader 
measure may offer ambiguous results.

3.106 The publication Changes in remuneration and reward systems (Eurofound, 2016) 
provides a more detailed discussion of variable remuneration schemes, as well as results from 
the 2013 European Company Survey (Eurofound, n.d.1).

Forms of payment

3.107 Forms of payment refer to the means by which workers are compensated. Although not 
essential for the measurement of status in employment categories, data collection on forms of 
payment may help identify potential risks for workers, particularly when payments are made in 
kind or in cash, as this may be associated with the avoidance of social security contributions and 
informal employment (ILO, 2021d). Payments in kind involve additional considerations, such as 
their equivalent monetary value for the purpose of calculating statistics on wages, and 
considerations as to the eligibility of such payments under minimum wage legislation (see ILO, 
2016b; ILO, 2021d).

3.108 Forms of payment include:

▶ In cash
▶ In kind
▶ Cheque
▶ Digital wage payments (e.g. bank transfers)
▶ Cryptocurrency
▶ Vouchers
▶ Gift certificates
▶ Other (e.g. stock options)



47

3.109 Voucher-based employment is a form of employment where the worker is paid though 
a voucher purchased from an authorised organisation that covers both pay and social security 
contributions. Vouchers are typically issued by a government authority and aim to encourage 
legal employment by reducing administrative burden. For more information on this form of 
payment, consult Eurofound’s publications on new forms of employment (2015; 2020).

3.3.5 Cooperation within and across organizations

3.110 Another dimension NSOs may wish to consider when distinguishing between different 
forms of employment is the way in which workers collaborate with each other as part of their 
work. Several new forms of employment, such as umbrella organizations for independent 
workers and co-working spaces, fall under this dimension. In this sense, cooperation forms a 
distinct modality that has implications for working conditions. However, some NSOs may place 
less importance on collecting and disseminating data on this modality, particularly if a specific
form of cooperation is relatively uncommon in the country. 

3.111 The most prominent types of cooperation within and across organisations are discussed 
in more detail below. Due to their unique implications for social protection and the quality of 
personal relationships at work, greater focus could be placed on worker and producer 
cooperatives, co-working, and umbrella organizations.

3.112 Both dependent and independent workers can perform their work within structures 
that provide differing degrees of opportunities for collaboration. The theoretical spectrum 
ranges from conducting the entirety of tasks in full isolation to realising each and every task in 
cooperation with others, within and across the organisation. In practice, the two extremes will 
be rare as it is likely that both dependent and independent workers will work with other 
individuals for at least some of their tasks, as exemplified in Table 3.2.

Table 3.2
Examples of potential cooperation for dependent and independent workers

Employees and contributing family 
workers*

Independent workers and dependent 
contractors

Cooperation 
within the 

organisation

▪ Peers in the same team

▪ Peers in the same 

unit/department

▪ Peers in other 
teams/units/departments of the 
same organisation

▪ Superiors/subordinates

▪ Worker cooperatives

▪ Other independent workers or 
dependent contractors, e.g. partners, 
co-owners, co-managers in varying 
legal forms, such as partnerships, 
cooperatives etc.

▪ Staff/subordinates (including 
employees and contributing family 
workers)

Cooperation 
across 

organisations

▪ Business partners

▪ Clients 

▪ Suppliers 

▪ Business partners

▪ Clients 

▪ Suppliers

▪ Other independent workers or 
dependent contractors who are 
neither of the above, e.g. in co-
working spaces

▪ Administrative structures, e.g. in 

umbrella organizations

Note: *Formal teams and departments are unlikely to apply to contributing family workers
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Cooperatives

3.113 The Guidelines on statistics of cooperatives of the 20th ICLS defines a cooperative as:

“an autonomous association of persons and/or legal entities united voluntarily to 

meet their common economic, social and cultural needs and aspirations through 

a jointly owned and democratically controlled enterprise.” (ILO, 2018c, paragraph 

6).

Worker cooperatives

3.114 While the understanding of the concept of cooperatives and their characteristics differs 
across countries, for the purpose of differentiating employment forms and measuring 
employment, worker cooperatives are most important. In general, these refer to ‘jointly owned 
and democratically controlled organisations characterised by intensive cooperation among 
members in the fields of production, marketing and strategic management’ (Eurofound, 2015; 
Eurofound, 2020). In addition, “members share an interest in the work which is provided or 
ensured through the cooperative” (ILO, 2018c, paragraph 14).

3.115 In practice, this means that members of a worker cooperative are co-owners and co-
managers in terms of having influence in all decisions of the organisation, i.e. business decisions 
as well as decisions on work and employment, including for example payment schemes. 
Accordingly, this means that members have a degree of control over the economic unit that is 
similar to independent workers, but cannot make decisions autonomously and in isolation, and 
rather do so in concerted action with the other members. 

3.116 Depending on the national legal framework, workers in cooperatives can have a legal 
status as independent workers, employees, or ‘in-between’ when establishing their rights and 
entitlements related to working conditions or social protection.

3.117 However, the statistical relationship between membership in worker cooperatives and 
status in employment categories is provided by the Conceptual Framework for Statistics on Work 
Relationships which states that members of worker cooperatives should be classified as either 
employees or dependent contractors depending on whether or not they are paid for time 
worked (ILO, 2020a, Section 7.5).

Other cooperatives

3.118 Distinct from worker cooperatives are producer cooperatives, whose membership is 
based on their production activity “as enterprises in their own right” (ILO, 2018c, paragraph 13). 
Members of producer cooperatives are “producer-members” who are the owner-operators of 
enterprises that are members of producer cooperatives. Producer-members are generally 
classified as independent workers but could also be dependent contractors if they are 
economically dependent on the cooperative (see ILO, 2020a. section 7.5).

3.119 Other types of cooperatives which may also be of interest are consumer-member and 
multi-stakeholder cooperatives (ILO, 2018c). Consumer cooperatives involve more limited 
control by workers since voting rights are shared with other members who are customers rather 
than workers. As such, working conditions are more likely to resemble those of employees in 
economic units that are not cooperatives.

3.120 For more information on indicators, including the important distinction between 
statistics on membership and employment in cooperatives see:

▶ Guidelines concerning statistics of cooperatives (ILO, 2018c)
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Cooperation of employees within and across organizations

3.121 The basic differentiation with regards to the cooperation of employees within an 
organisation refers to the presence or absence of teamwork. Eurofound’s European Company 
Survey defines a team as ‘a group of people working together with a shared responsibility for 
the execution of allocated tasks’ (see Eurofound, n.d.1).

3.122 In an economy and labour market increasingly characterised by globalisation and the 
transition to the digital age, some employees (and contributing family workers) are not only 
cooperating with staff of their own organisation, but also with representatives of other 
organisations. This cooperation can take place along the value chain (suppliers or clients or both) 
or with other business partners (e.g. related to R&D, marketing and promotion, etc.). Exposure 
to such work patterns can have implications for working time, work intensity, stress levels and 
other dimensions of the quality of employment. 

Cooperation of independent workers and dependent contractors

Value chains

3.123 Similar to the cooperation of employees across organizations, the working conditions of 
independent workers and dependent contractors can be affected by cooperation within a value 
chain.

3.124 It should be noted that some sources of economic dependence are related to the 
position of the worker in a value chain. For example, an independent worker without employees 
who is economically dependent on a supplier could be classified as a dependent contractor 
based on ICSE-18 depending on the degree of control exercised by the supplier.

Umbrella organizations

3.125 Umbrella organisations are ‘tools’ that aim to improve the situation of independent 
workers or dependent contractors by offering specific administrative services (such as invoicing, 
filing documents with tax or social protection authorities etc.). Workers maintain their legal 
status as well as their autonomy and responsibility for the economic activity, including 
identifying and approaching potential clients, negotiating employment and working conditions, 
and fulfilling commercial contracts (Eurofound, 2015; Eurofound, 2020). With this 
understanding, the concept of umbrella organisation does not cover temporary work agencies
or ‘pay-as-you-earn’ recruitment companies that charge employees for establishing temporary 
employment contracts with third parties or act as an intermediary in hiring workers and leasing 
them out to third parties.

Cooperation of independent workers and employees: Co-working spaces 

3.126 Co-working typically refers to independent workers without employees who rent a 
space or office in a designed workspace that also provides back-office services (e.g. reception, 
IT infrastructure like printers) and in many cases support services (e.g. training, networking with 
potential investors) (Eurofound, 2015; Eurofound, 2020).  Increasingly, other workers, such as 
employees working remotely, also use co-working spaces.  Workers active in co-working spaces 
benefit from informal exchanges with other co-workers. This not only helps overcome personal 
and professional isolation experienced in some types of work, but can also foster business 
activities through the easier identification of cooperation opportunities or the creation of new 
(joint) business ideas.
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3.4 Informality 

3.127 The informal economy broadly refers to “all economic activities by workers and 
economic units that are – in law or in practice – not covered or insufficiently covered by formal 
arrangements” (ILO, 2015c, Section I, paragraph 2(a)). The informal economy does not cover 
illicit activities such as the sale, possession, or use of goods forbidden by law, money laundering 
and trafficking in persons (ILO, 2015c, Section I, paragraph 2(b)). The specific activities which are 
considered illegal varies from country to country.

3.128 From a conceptual perspective, informality can be an aspect of the economic unit 
(informal sector) or of the job (informal employment, type of employment agreement). 
However, informality cuts across status in employment categories, and has the same statistical 
properties as a work modality.

3.129 In emerging and developing countries, informal employment often accounts for a large 
share of the economy. The ILO estimated that in 2016, among the population aged 15 and over, 
two billion persons, or 61.2 percent of global employment, were employed informally (ILO, 
2018d, p. 13). 

3.130 Moreover, in developed economies, some new forms of employment raise concerns 
precisely because they challenge labour market regulations and social protection programs and 
provide fewer protections than permanent employer-employee relationships (OECD, 2019, 
p.52). In such contexts, NSOs and researchers may find the concept of informality useful in order 
to fully capture the impact of new forms of employment on the labour market.

3.131 Informality is a major concern for many national governments and international 
organizations due to its association with deficits in terms of rights at work and social protection, 
and its “negative impact on the development of sustainable enterprises” (ILO, 2015c; ILO, 2018d, 
p. 1). Informality can occur across any ICSE-18 status in employment category, but is higher, or 
always present, in some categories. For example, based on the 17th ICLS resolution, contributing 
family workers are, by definition, always informally employed, and informality is particularly 
high among own-account workers (ILO, 2018d, p. 17).

3.132 Statistically, informality is measured through the distinct concepts of “informal sector” 
and “informal employment”. The first represents a classification of economic units according to 
whether they operate in the informal sector or not, while the second considers persons in 
informal jobs, whether carried out in the informal sector or not. 

3.133 At the 20th ICLS in 2018 (ILO, 2018b) there was a strong consensus that a revision of the 
current statistical standards on informality was needed. Based on this mandate, the ILO has 
initialized work on developing a new set of standards on informality that will draw from existing 
definitions and country practices and be aligned with the most recent statistical standards for 
measuring work, contributing to increased global coverage and harmonisation. The new set of 
standards is expected to be presented and discussed at the 21st ICLS in 2023 (For more 
information, see ILO, 2021e).

Informal sector

3.134 The statistical measurement of the informal sector is based on the characteristics of the 
production units (enterprises) in which the activities take place (ILO, 2013b, p. 15). According to 
the 15th ICLS Resolution concerning statistics of employment in the informal sector (ILO, 1993), 
the informal sector is inside the production boundary of the System of National Accounts (SNA), 
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is classified as part of the household sector, and consists of unincorporated enterprises owned 
by households which:  

“operate at a low level of organisation, with little or no division between labour 
and capital as factors of production and on a small scale. Labour relations – where
they exist – are based mostly on casual employment, kinship or personal and 
social relations rather than contractual arrangements with formal guarantees.” 
(ILO, 1993, paragraph 5(1)).

3.135 From an employment perspective, the most relevant indicator is the population 
employed in the informal sector, that is: “all persons who, during a given reference period, are 
employed in at least one informal sector enterprise, irrespective of their status in employment 
or whether it is their main or secondary job” (ILO, 2013b, p. 32).

3.136 The informal sector is comprised of informal own-account enterprises and the 
enterprises of informal employers. It includes enterprises that are not incorporated (i.e., do not 
have a separate legal identity), do not hold a complete set of accounts (i.e., are not quasi-
corporations), are not registered in a nationally-established business register or similar, and/or 
are below a given size. For more information on the measurement of the informal sector and 
the population employed in the informal sector, see:

▶ 15th ICLS Resolution concerning statistics on employment in the informal sector

(ILO, 1993)

▶ Measuring informality: A statistical manual on the informal sector and informal 

employment (ILO, 2013b)

Informal employment

3.137 According to the 17th ICLS guidelines concerning a statistical definition of informal 
employment, informal employment is the total number of informal jobs, “whether carried out 
in formal sector enterprises, informal sector enterprises, or households, during a given 
reference period,” (ILO, 2003, paragraph 3(1)).

3.138 The guidelines propose different criteria to classify jobs as being informal or formal 
depending on the status in employment category associated with the job.

▶ Contributing family workers are all in informal employment, regardless of the 

formality of the enterprise

▶ Employers and own-account workers are classified as having formal or informal 

jobs depending on whether they work in an informal or formal sector 

▶ Employees have an informal job if: “their employment relationship is, in law or 

in practice, not subject to national labour legislation, income taxation, social 

protection or entitlement to certain employment benefits (advance notice of 

dismissal, severance pay, paid annual or sick leave, etc.,” (ILO, 2003, paragraph 

3(5)).

3.139 The 17th ICLS Guidelines offer a useful summary of the relationship between status in 
employment categories based on ICSE-93 and informal employment (Figure 3.3). 
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Figure 3.3

Informality and status in employment categories based on ICSE-93

Source: Adapted from ILO, (2003)

3.140 More information on the measurement of informal employment is available in:

▶ 17th ICLS guidelines concerning a statistical definition of informal employment

(ILO, 2003)

▶ Measuring informality: A statistical manual on the informal sector and informal 

employment (ILO, 2013b)

Type of employment agreement

3.141 The Conceptual Framework for Statistics on Work Relationships defines the type of 
employment agreement as a concept that is distinct from informal employment (see ILO, 2020a, 
section 6.4). It applies only to employees, which are categorized according to whether they have:

▶ no contract

▶ an oral agreement

▶ a written contract

3.142 The type of employment agreement should not be used directly to measure informal 
employment, since workers with oral agreements may be covered by social protection, and 
workers with written contracts may or may not meet the criteria for formality. However, it may 
provide additional information on the level of security associated with a work relationship in 
some countries.




