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Chapter 7 Forms of Employment and 
Quality of Employment

7.1 Quality of employment is an important element of well-being and affects the lives of 
individual workers and members of their households. The dynamic development of labour 
markets has been accompanied by growing interest in quality of employment and demands from 
policy makers, governments and researchers for more systematic information on quality of 
employment to complement established employment statistics.

7.2 The emergence of new and diverse forms of employment is likely to have an impact on 
quality of employment. Quality of employment covers a broad range of dimensions and 
indicators related to employment, including the working environment, income, work-life 
balance, social security, work motivation and development opportunities. Adopting a quality of 
employment lens involves considering all dimensions of employment from the perspective of 
their possible impact on well-being. Quality of employment covers several aspects of forms of 
employment, which have been previously discussed in the Handbook, but organized in a way 
that highlights the relationship between these aspects and well-being. Other dimensions of 
quality of employment such as income and social dialogue are distinct from the form of 
employment itself. The Chapter draws mainly on the Handbook on Measuring Quality of 
Employment: A Statistical Framework (UNECE, 2015), the Framework for Measuring and 
Assessing Job Quality (OECD, 2016) and ILO’s Decent Work Framework (ILO, 2013c).

7.3 Section 7.1 presents the concept of quality of employment. Section 7.2 describes in 
more detail seven key dimensions of quality of employment and gives examples of quality of 
employment indicators for each dimension. Section 7.3 presents the two main dimensions of 
forms of employment – work relationships and work modalities – and their relationship with 
quality of employment as indicators. Section 7.4 describes how forms of employment can also 
be drivers of quality of employment. Finally, Section 7.5 discusses how some quality of 
employment indicators are measured at the level of a person or society and only have an indirect 
relationship with forms of employment. A full list of indicators that countries may consider to 
complement statistics on forms of employment is presented in Chapter 8.

7.1 Quality of Employment

7.4 There are several dimensions that should be considered when measuring quality of 
employment. Based on an assessment of human needs that may be satisfied through 
employment, the UNECE statistical framework on measuring quality of employment identifies 
seven dimensions of quality of employment: 

1. Safety and ethics of employment
2. Income and benefits from employment
3. Working time and work-life balance
4. Security of employment and social protection
5. Social dialogue
6. Skills development and training
7. Employment-related relationships and work motivation

7.5 The statistical framework defines quality of employment from the viewpoint of the 
employed person. It refers to the entirety of aspects of employment that may affect the well-
being of employed persons. This may differ from the point of view of the employer or the society 
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as a whole. High quality employment for the society may refer to employment adequate to the 
qualifications of the labour force, leading to high productivity rates and enhancing social 
cohesion. From the employer point of view, high quality employment may correspond to having 
a skilled and efficient workforce. In contrast, individual workers may rate the quality of their 
employment highly if certain conditions such as safety and health at work or security of 
employment are met and if the remuneration is favourable.

7.6 Any assessment of quality of employment will to some degree depend on the point of 
view taken and may differ between countries and from person to person. An employment 
characteristic may be perceived as highly rewarding by one worker and as stressful by another. 
For example, some might see working part-time as an opportunity to combine work and family 
life, whereas others might emphasise the reduced income opportunities of part-time jobs.

7.7 The UNECE Quality of Employment Framework presents 67 individual statistical 
indicators distributed on the seven dimensions of quality of employment. This includes 
indicators that reflect the form of employment itself (work relationships or work modalities) as 
well as a range of additional aspects including the work environment, social protection and 
industrial relations.  For each indicator, the framework suggests definitions and guidelines for 
compiling and interpreting the indicator. The framework includes both “objective” and 
“subjective” indicators. Objective indicators describe the actual conditions shaping the quality 
of employment (for example, the number of hours worked). Subjective indicators aim to 
measure how workers perceive certain aspects of quality of employment (e.g., in relation to 
work intensity or job autonomy). The framework does not assign value judgements to the 
indicators. Whether a development in an indicator should be considered favourable will depend 
on the perspective adopted, and it is left to users to make interpretations whether a 
development in an indicator should be considered favourable or not favourable.

7.8 Other existing quality of employment frameworks, such as the OECD Job Quality 
Framework (OECD, 2016) and the ILO’s Decent Work Indicators (ILO, 2013c) have slightly 
different approaches. The OECD Job Quality Framework focuses largely on job quality outcomes 
while the ILO’s Decent Work Indicators also includes “legal framework indicators” which 
describe relevant national legislation, policies and institutions, including information on 
qualifying conditions, benefit financing, evidence of implementation effectiveness (as recorded 
by ILO supervisory bodies, estimates of de facto and de jure coverage of workers and 
information on the ratification of relevant ILO Conventions). Despite their differences, all 
existing quality of employment frameworks focus on aspects of employment which broadly 
relate to human needs.

7.2 The dimensions of quality of employment

7.9 This section briefly presents the seven dimensions of the UNECE statistical framework 
for measuring quality of employment. For further details and explanations, readers are referred 
to the UNECE Handbook on Quality of employment.

1. Safety and ethics of employment

7.10 The dimension on safety and ethics of employment is divided in three sub-dimensions: 
1a) Safety at work, 1b) Child labour and forced labour, and 1c) Fair treatment in employment. It 
focuses on physical safety and conditions at work, physical health and mental well-being, as well 
as the rights and treatment of the person in employment. The indicators under this dimension 
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provide general information on workplace injuries, forms of labour such as child and forced 
labour, and unfair treatment.

2. Income and benefits from employment

7.11 Income and benefits from employment will be important components of quality of 
employment for most workers. While some indicators under this dimension are related to social 
protection, they can be drawn out to describe variations in income and benefits that are 
specifically due to the form of employment. The dimension is divided in two sub-dimensions: 2a) 
Income, and 2b) Non-wage pecuniary benefits. Most workers depend on income from 
employment for their material well-being. Moreover, people also consider the leave, health 
coverage and other benefits provided by their work. Income from employment is defined 
broadly to include the earnings of employees (wages and salaries as well as non-wage benefits 
such as paid leave) and income related to independent employment. Hence, this dimension 
includes indicators on earnings and non-wage benefits such as paid leave and paid sick leave 
entitlement.

3. Working time and work-life balance

7.12 Dimension 3 consists of three sub-dimensions: 3a) Working hours, 3b) Working time 
arrangements, and 3c) Work-life balance. Working time refers to the time associated with 
employment and the arrangement of this time during a specified reference period. As such, 
several indicators found under this dimension capture the presence or absence of specific 
working time modalities which have been shown to relate to human needs. Work-life balance 
encompasses indicators related to the decision to work for pay or profit – in relation, for 
example, to the constraints associated with having children – and measures of time allocation 
between time spent in a job(s) and time spent in private life are also included.

4. Security of employment and social protection

7.13 The dimension of security of employment and social protection assesses the threats to 
employment security as well as coverage by social insurance programs that can offset possible 
risks that come with short or long spells of unemployment or being outside the labour force, 
health problems and retirement. Indicators based on specific types of work relationships are 
proposed as key indicators of quality of employment. It is divided in two sub-dimensions. Sub-
dimension 4a) on security of employment, which refers to how likely a person is to lose his or 
her job(s), involves indicators on the degree of permanence and tenure of the job, the status in 
employment and the formal or informal nature of employment. As discussed in Chapter 6, social 
protection, dealt with in sub-dimension 4b), is measured through indicators of unemployment 
insurance, pensions and health insurance. The components of social protection covered here 
are distinct from those in Income and benefits from employment, as the former are more 
directly linked with the security of employment (e.g., likelihood of pregnant women losing 
employment) and often the cost of these benefits is not solely borne by the employer.

5. Social dialogue

7.14 The degree to which workers are able to join organizations of their own choosing and 
on a collective basis enter into social dialogue with employers (and their organizations) and the 
government is an important aspect of quality of employment that facilitates the improvement 
of employment conditions covered in the other dimensions of the statistical framework. Social 
dialogue encompasses freedom of association and the right to organize and bargain collectively. 
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The indicators in this dimension are not considered to be always relevant to understand quality 
of employment across different forms of employment since collective bargaining is restricted to 
some categories of workers in most countries (e.g. employees). There may also be multiple 
reasons for higher or lower trade union or collective bargaining coverage within a country, such 
as the legal and institutional context and the composition of employment by industry. However, 
the dimension includes possible indicators that may be considered to understand the context 
associated with a particular form of employment, for instance, the collective bargaining 
coverage rate.

6. Skills development and training

7.15 The match between the skills of the worker and the demands of the job, as well as the 
opportunity to further develop skills, play an important role for quality of employment. It has 
been argued that while there is a long-term trend of rising average levels of workers’ skills, one 
can also observe a trend towards skill polarisation. Workers with a lower skill level may have 
increasing problems finding employment opportunities and may have to make concessions 
regarding their salary, employment security and working conditions. The dimension provides
possible indicators on training and learning at work.

7. Employment-related relationships and work motivation

7.16 Employment-related relationships and work motivation are important elements of 
quality of employment. Empirical research has shown that they directly affect the well-being of 
the employed person. The dimension is divided into two sub-dimensions. Sub-dimension 7a) on 
employment-related relationships focuses on inter-employee dialogue and relationships as well 
as communication between employees and their supervisors. Sub-dimension 7b) on work 
motivation addresses characteristics determining work motivation, including the degree to 
which the employee has independence, freedom and discretion in carrying out the job (job 
autonomy), the degree to which workers receive regular feedback from their supervisor, the 
degree to which the job has to be carried out under pressure (work intensity) as well as the 
degree to which employed persons are given the opportunity to influence organizational 
decisions regarding their work.

7.17 The labour statistician should refer to the UNECE statistical framework for measuring 
quality of employment that includes the full set of possible indicators that could be considered. 
For each indicator, the framework provides detailed guidance on definitions, data sources and 
compilation methods.

7.3 Forms of employment as indicators of quality of 

employment

7.18 Forms of employment are mainly characterized by work relationships (classified 
according to ICSE-18) and work modalities. The prevalence of different types of work 
relationships and work modalities can represent important indicators of quality of employment 
by themselves.
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7.3.1 Work relationships as indicators of quality of employment

7.19 The proportion of jobs in certain categories such as independent workers without 
employees and temporary employment agency workers could be an indicator of the quality of 
employment in a country.  This is because different types of work relationships have inherent 
characteristics that are associated with specific dimensions of quality of employment. For 
instance, permanent employees typically have more security than dependent contractors or 
independent workers without employees.

7.20 In the UNECE framework, indicators based on work relationships are all classified under 
the sub-dimension of security in employment and reflect the status in employment categories 
of ICSE-9344:

▶ 4a1 Fixed-term contracts45 (Percentage of employed persons 25 years and older 
with a fixed term contract)

▶ 4a3 Own account workers 46 (Percentage of employed persons who are own-
account workers)

▶ 4a4 Self-employed47 with only one client (Percentage of self-employed workers 
with only one client)

▶ 4a6 Temporary employment agency workers (Percentage of employed persons 
employed via a temporary employment agency)

7.3.2 Work modalities as indicators of quality of employment

7.21 As discussed in Chapter 3, the term ‘work modality’ refers to the way in which work is 
coordinated, performed and compensated over time and space.  This could include the length 
of work hours (part-time versus full-time, job sharing, overtime), work carried out at different 
times of the day, different days of the week, (weekend, night work), flexibility and stability in 
working hours and work location (office, home, remote work).  

7.22 Work modalities can be indicators of quality of employment.  Modalities are mostly 
associated with the working time and work-life balance dimension of the UNECE Quality of 
Employment Framework. This dimension includes the following modalities as indicators: 

▶ 3a4 Distribution of weekly working hours (Employment by weekly hours usually 
worked (hours in standardised hour bands)

▶ 3b1 Night work (Percentage of employed persons who usually work at night)

▶ 3b2 Evening work (Percentage of employed persons who usually work in the 
evening)

▶ 3b3 Weekend work (Percentage of employed persons who usually work on the 
weekend)

▶ 3b4 Flexible work schedules (Percentage of employees with a flexible work 
schedule)

44 NSOs are encouraged to adapt the indicators to reflect the categories found in ICSE-18.
45 According to the UNECE Handbook, “employees with a fixed-term contract are employees whose employment 
contract specifies a particular date of termination” (2015, p. 309). This indicator may change based on the concepts 
of ICSE-18.
46 This category is roughly equivalent to independent workers without employees in ICSE-18.
47 This category is equivalent to the combination of independent workers and dependent contractors. To ensure 
alignment with ICSE-18, this indicator can be reported separately for the two groups.
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▶ 3c2 Possibility of working from home (Percentage of employed persons whose 
working arrangements offer the possibility to work at home)

7.23 For example, excessively long or short hours of work may have a significant impact on 
quality of employment.  Similarly, working on night shifts, or over weekends for a prolonged 
period can adversely affect an individual’s health and quality of life. However, in instances where 
a person is working part-time, he or she might be doing so for individual flexibility.

7.24 In addition, some work modalities are associated with the security of employment 
dimension, including: 

▶ 4ax2 Informal employment rate (Percentage of employed persons in informal 
employment) (experimental indicator)

7.25 Workers in informal employment are more likely to experience greater instability and 
to lack access to basic rights such as paid leave or breaks.  Hence, a relatively higher proportion 
of workers who have jobs featuring informality could signal lower quality of employment in a 
country.  

7.4 Forms of employment as drivers of quality of employment

7.26 While work relationships and work modalities can be indicators of quality of 
employment they are also important drivers of quality of employment (see Figure 7.1). This is 
because different work modalities or work relationships may be associated with distinct 
outcomes in terms of other dimensions of quality of employment. For example, some forms of 
employment are associated with lower or higher earnings or a higher chance of receiving 
informal training.  To compare the quality of employment associated with different forms of 
employment, it is important to use indicators that can be measured at the level of the job. 
Analysis at this level focuses on evaluating whether different modalities or relationships are 
associated with a higher or lower quality of employment.

7.27 Capturing key trends in the quality of employment can also involve tracking differences 
in the prevalence of different modalities across status in employment categories (e.g. evening 
or night work among dependent contractors) or the co-occurrence of two modalities (e.g. short 
hours and digital platform employment). This type of analysis is particularly relevant when a 
work modality has clear implications for quality of employment and when two modalities, or a 
work relationship and a modality, tend to appear together in the context of the same job.
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Figure 7.1
Forms of employment as drivers and indicators of quality of employment

7.28 Many of the indicators at the job level such as training and learning at work, social 
support at work, physical health risk factors, work intensity, and work autonomy overlap with 
those covered under the OECD concept of the quality of the “working environment”. The 
“working environment” is understood in this context as the combination of job characteristics 
defining the setting in which workers operate (OECD, 2017).  

7.29 The impact of specific work modalities and work relationships on quality of employment 
can be assessed by using indicators of the different dimensions of the quality of employment 
framework.  A good starting point when evaluating the impact of a particular form of 
employment is to consider its implications for the seven broad dimensions of quality of 
employment and to use relevant indicators to compare the form of employment of interest with 
other forms (e.g. training participation for fixed-term employees compared with permanent 
employees).  As an example, indicators pertaining to income, work intensity, autonomy, and 
mental health risk factors could be used to characterize the quality of employment associated 
with digital platform employment. For instance, platform workers who work via international 
digital platforms may be at risk of lower income due to high competition and little security of 
work (ILO, 2018e). On platforms where algorithmic monitoring and surveillance is high, workers 
may also experience less autonomy than other independent workers.  To measure the extent to 
which digital platform employment may have an impact on these aspects, the results for digital 
platform workers should be compared with the results for workers who do not carry out their 
work through a platform.

7.30 Another example is telework. New information and communication technologies have 
revolutionised work life and led to a growing number of workers engaging in telework and ICT-
based mobile work. From the perspective of workers, benefits may include reduced commuting 
time, more flexibility in terms of working time and better overall work–life balance. 
Disadvantages could include a tendency towards longer working hours and overlap between 
work and personal life (work–home interference). From the perspective of companies, telework 
can lead to increased motivation and enhanced productivity and efficiency (Eurofound and ILO, 
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2017). In some cases, however, the reverse may be true, if lack of personal interaction impedes 
efficiency and team-work.

7.31 Quality of employment indicators relevant to understanding forms of employment as 
drivers of quality of employment are presented in Chapter 8.

7.5 Society-level and person-level indicators

7.32 Some indicators from the UNECE framework on quality of employment are not 
measured at the level of the job, nor do they describe a specific job.  In such cases, the analysis 
is no longer strictly about evaluating the impact of a specific form of employment on quality of 
employment, but instead concerns assessing person-level or society-level indicators which 
might have an indirect relationship with forms of employment.  

7.33 For example, while a type of work modality (e.g. part-time employment) can be a factor 
explaining why a person is likely to have more than one job, multiple job holding situations are 
often not only related to the characteristics of either job (pay, working hours) but also the 
personal circumstances of the person (e.g. sole breadwinner). 

7.34 Similarly, a pay gap between men and women could be due to the concentration of one 
group in a specific type of work relationships (e.g. fixed-term contracts), which is less highly paid, 
but other person-level factors such as education and child caring responsibilities, as well as
discrimination based on a person’s characteristics may also represent dimensions of the 
explanation.

7.35 Person-level indicators of quality of employment include:

▶ 3a3 Involuntary part-time rate (Percentage of employed persons working part 

time for the main reason that they did not find a full-time job)

▶ 3a5 Multiple job holders (Percentage of employed persons who have more than 

one job)

▶ 6.5 Employability (Percentage of employed persons who believe their work 

experience and job skills would be helpful to find another job)

7.36 Like person-level indicators, societal indicators are also pertinent to the quality of 
employment. These indicators cover areas related to fair treatment in employment such as pay 
gaps, as well as indicators which take as a reference point the labour market as a whole. The ILO 
Decent Work Indicators (ILO, 2013c) also include legal framework indicators which refer to the 
presence of specific laws or government programs.  Indicators of this type should be considered 
as part of the comprehensive measurement of quality of employment, but are only indirectly 
related to the measurement of forms of employment or fall entirely outside its scope. 

7.37 Examples of society-level indicators of quality of employment in the UNECE Quality of 
Employment Framework include:

▶ 1c1 Pay gap (Pay gap between subpopulation groups (e.g., gender wage ratio))

▶ 2a3 Earnings by deciles (Nominal monthly/hourly earnings of employees by 

deciles)




