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SUMMARY

This paper presents the OECD Framework for Measuring and Assessing Job Quality developed jointly by
the Employment, Labour and Social Affairs Directorate and the Statistics Directorate of the OECD as part
of a broader EU-supported project' and describes its links to the broader well-being agenda pursued by
the OECD. The approach to job quality taken is explicitly multi-dimensional and defined in terms of
earnings quality, labour market security and quality of working environment. The paper then discusses
measurement choices and indicators selected for each of the three dimensions of job quality, highlighting
the main limitations on the data front. Finally, the paper documents job quality across OECD and non
OECD countries as well as across socio-economic groups for which data are available.

RESUME

Ce document présente le nouveau cadre de mesure et d’évaluation de la qualité de [’emploi, développé
conjointement par la Direction de I’Emploi, du Travail et des Affaires Sociales et la Direction des
Statistiques de I’OCDE. Ce travail s’inscrit dans un projet plus large sur la qualité de [’emploi, financé
par ['Union Européenne. La qualité de [’emploi y est décrite en relation avec [’agenda plus global de
I’OCDE sur le bien-étre. L’approche choisie pour définir la qualité de [’emploi est explicitement
multidimensionnelle et retient la qualité des revenus du travail, la sécurité sur le marché du travail et la
qualité de I’environnement professionnel comme les trois dimensions fondamentales. Le papier discute
ensuite les choix méthodologiques et les indicateurs proposés dans le cadre de mesure, en en soulignant
les possibles limites. Enfin, le papier présente un portrait statistique de la qualité de [’emploi, entre pays
(OCDE et non OCDE) mais aussi par groupes sociodémographiques.

1. This OECD project on “Defining, Measuring and Assessing Job Quality and its Links to Labour Market
Performance and Well-being” was launched in October 2013 (VS/2013/0108 5S12.666737).
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INTRODUCTION

1. Having a job is an important determinant of people’s well-being while, conversely,
unemployment is widely recognised as a source of distress, as is holding a precarious job. At a time where
the world economy is yet to fully recover from the financial crisis, job creation remains a primary concern
for policy makers in many countries. However, focusing exclusively on how many jobs an economy
generates provides only a partial perspective on the challenge confronting policy makers, since people’s
well-being depends crucially on how good their jobs are. Job quality is not only a key determinant of the
well-being of individuals and of the households in which they live (an end in its own right), but can also be an
important driver of increased labour force participation, productivity and aggregate economic performance
(a means towards better economic performance). Hence, when assessing how policy and institutions can
promote job-rich economic growth, it is important to look at both the quantity and quality of the jobs
created.

2. Indeed, the notion of “job quality” figures prominently in the international policy debate, as
witnessed by the G20 Labour Ministers Declaration at their meeting in Ankara on 3-4 September 2015,
where they declared that “Quality jobs are important as a key driver of greater well-being for individuals
and society” and endorsed the Job Quality framework developed by the OECD. Furthermore, the G20
Labour Minister's commitment to “improving job quality along three dimensions, namely promoting the
quality of earnings, reducing labour market insecurity and promoting good working conditions and a
healthy society” has been brought to the G20 Leaders Summit in Antalya on 15-16 November 2015. Job
quality also relates closely to the SDG agenda endorsed recently by the UN system, notably in terms of its
contribution to foster inclusive growth and decent work.? The notion of “job quality” is also part of the
broader well-being agenda pursued by the OECD through its Better Life Initiative, as a critical dimension
shaping people’s well-being in the work place (OECD, 2013), and highly relevant to the Inclusive Growth
agenda (OECD, 2015)

3. In recent years, substantial progress has been made with respect to the definition and
measurement of both job quality, fostered by a strong political commitment to better account for broad
well-being outcomes when assessing economic progress. Job quality has attracted increasing interest in
academic, statistical and policy circles, and various measurement frameworks have been developed over
the last decade by international organisations, such as the ILO “Manual on Concepts and Definitions of
Decent Work Indicators” (ILO, 2012); the UNECE “Framework for Measuring Quality of Employment”
(UNECE, 2015); and the Eurofound “Job Quality Framework™ (based on the latest wave of the European
Working Conditions Survey, Eurofound, 2012a).

4. Despite this growing interest and recognition, job quality is still hardly given prominence in
policy practice. The OECD Re-assessed Jobs Strategy (OECD, 2006) and the Europe 2020 Employment
Strategy for instance have largely focused their policy recommendations and indicators of progress on the
guantity of jobs, i.e. job creation and access to jobs, with less action on job quality per se. While these
strategies underline the role of earnings and job security for labour market performance, their emphasis is
on the role of policies and institutions to promote job creation, the stability of jobs and participation in the
labour market, with less attention paid to their impact on workers’ well-being. In other words, the
assessment of labour market policies and institutions remains mostly focused on their impact on the quantity
of jobs, although many of these institutions were introduced with the aim of improving the quality of jobs.

2. Notably, Goal 8 proposed by the Open Working Group is to “Promote sustained, inclusive and sustainable
economic growth, full and productive employment and decent work for all”.
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5. One major obstacle to foster concrete policy actions on job quality has been the challenge of
defining and measuring job quality in ways that are amenable to comparisons over time and across
countries and socio-demographic groups. Another obstacle is that job quality is inherently a
multi-dimensional concept that can be measured in many different ways, and which does not have the same
meaning for different individuals in different countries. Both issues may, to some extent, be addressed by
integrating the measurement agenda on well-being with that on job quality. Placing the emphasis on the
well-being of workers helps to identify which aspects of employment are most important for workers and
can be used to derive principles for the consistent measurement of job quality across countries,
socio-economic groups and over time.

6. Building on the existing work from the academic community, international organisations and the
OECD work on multi-dimensional well-being, this paper puts forward a consistent framework for
measuring and assessing job quality, focusing on those aspects of a job that have been shown to be
particularly important for workers’ well-being.? It also illustrates how this framework is operationalised
through the development of indicators that can be used to compare job quality across countries,
socio-economic groups and over time. In considering the quality of the jobs that people hold as one of the
most powerful determinants of their well-being, but also as a potential driver of labour force participation,
productivity and aggregate economic performance, the OECD Job Quality Framework has a double
objective: assessing labour market performance, both in quantitative and qualitative terms, and better
capturing well-being at the workplace.

7. The remainder of this paper is structured as follows. Section 1 reviews the main international
initiatives and frameworks on measuring job quality and identifies some gaps and limitations of existing
work. Section 2 introduces the new OECD Framework for Measuring and Assessing Job Quality,
developed jointly by the Employment, Labour and Social Affairs Directorate and the Statistics Directorate
of the OECD as part of a broader EU-supported project®, and describes its links to the broader well-being
agenda pursued by the OECD. The approach taken is explicitly multi-dimensional and is defined in terms
of earnings quality, labour market security and quality of the working environment. Section 3 describes
measurement choices and an indicator selected for each of these three dimensions, and flags the main
limitations on the data front. Section 4 documents job quality across both OECD and non OECD countries
and socio-economic groups. Finally, section 5 concludes and discusses future OECD work in this field.

3. This framework was first presented and applied to OECD countries in the 2014 edition of the OECD
Employment Outlook, and then adjusted to the labour market realities of emerging economies in the 2015
edition of the OECD Employment Outlook.

4. This OECD project on “Defining, Measuring and Assessing Job Quality and its Links to Labour Market
Performance and Well-being” was launched in October 2013 (VS/2013/0108 5S12.666737).
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1. OVERVIEW OF THE MAIN INTERNATIONAL INITIATIVES ON MEASURING JOB
QUALITY

1.1. Major international frameworks”

8. The importance of the quality of employment has been increasingly acknowledged over the last
two decades, leading to several initiatives by the policy, research and statistical communities that define
and measure job quality. Various frameworks, more or less comprehensive, have been developed some
focusing on the specific attributes of the jobs (Eurofound, 2012a), others extending to the provision of
public services or the role of industrial relations, and others get bringing into the picture even broader
contextual information® (ILO, 2012; UNECE, 2015) (Tables 1. and 2.).

9. These efforts have been important in the European Union, where raising awareness about the
need to consider the quality of jobs in addition to their quantity led to the setting of policy targets on job
quality as part of the successive European Employment Strategies. The first significant attempt to provide
job quality indicators, both objective and subjective’, was made in Laeken in 2001, where the quality of
employment was defined along ten dimensions relating to the characteristics of the job and the worker, as
well as the wider socio-economic and labour market contexts®. While this EU initiative represented an
important step, the Laeken indicators were criticized for being too general and missing critical aspects of
the quality of jobs, such as wages, work intensity or access to training. Other important initiatives at the
European level include:

e The ‘job quality index’ developed by the European Trade Union Institute, and which takes the
perspective of workers and concentrates on six dimensions of job quality, drawing from
individual level data such as the EU Labour Force Survey (EU LFS), the Statistics on Income and
Living Conditions (EU SILC) and the European Working Conditions Survey (EWCS); only
country level data are reported, based on averages (ETUI, 2008);

5. While this section reviews only international frameworks, important initiatives have also taken place at
national levels: for example L enquéte Conditions de travail of the French Ministry of Labour, The British
Skills and Employment Surveys co-funded by the UK Commission for Employment and Skills, the Spanish
National Working Conditions survey (ENCT), the National Working Condition Survey (NEA) in the
Netherlands, the Finnish National work and health survey (FNWHS) and the Quality of Work Life Surveys
(QWLS), the Norwegian Survey of living conditions - Working environment (LKU), the Danish Work
Environment Cohort Study (DWECS ), the German Labour Force Survey (BIBB/BAUA) and the Chilean
National Survey of Employment, Work and Health and Quality of Life of Workers (ENETS).

6. Strictly speaking, three different concepts can be distinguished within the job quality discussion: i) job
quality, which refers to the attributes of the job itself (e.g. independently of workers characteristics);
ii) employment quality relating to broader concepts linked to the features of the employment relationship;
and iii) work quality, which refers to the ways and conditions under which the activity of work can affect
the well-being of workers. In this paper, job quality is used as a generic term.

7. Obijective indicators relate of job quality relate to job attributes that can be observed by a third party;
however several important aspects of job quality, such as workplace relationships, can only be measured
through individuals’ self-assessment of their own situation. While self-reported indicators necessarily some
subjective elements, they differ from purely subjective measures, such as “job satisfaction” that may be
subject to individual preferences and relate to values, feelings and emotions.

8. This broader context includes skills, working conditions, work-life balance, health and safety at work, job
satisfaction, employment rates and economic growth (EC, 2001).
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e The EU's Employment Committee framework, which builds on a four-dimensional concept of job
quality, subdivided into ten further sub-dimensions and provides a range of both objective and
subjective indicators based also on micro-data (EMCO, 2013);

e The UNICE framework proposed by European employers which differs from the previous
initiatives in providing overall macro information, with direct reference to a series of items such
as the number of fatal and serious accidents at work, rates of occupational diseases or the total
number of days lost due to sickness (UNICE, 2001).

10. The ILO and the UNECE took further important steps to extend the country coverage by
proposing a more comprehensive set of indicators that could fit various national conditions, histories and
challenges. The ILO produced a “Manual on Concepts and Definitions of Decent Work” that could be used
for monitoring progress in implementing the ILO Decent Work Agenda in the area of labour standards,
employment, social protection and social dialogue, including economic and social contextual information
such as labour market performance, equal treatment or forms of work that should be abolished (ILO,
2012). Likewise, the work by the UNECE Expert Group on Measuring Quality of Employment® provides a
measurement framework with seven dimensions™ and more than 50 indicators (UNECE, 2015). The ILO
and the UNECE frameworks are not based on normative choices about what should be considered as
“good” or “bad” jobs nor prioritise among indicators, but rather provide guidance on how those indicators
might be used.

11. The European Foundation for the Improvement of Living and Working Conditions (Eurofound)
developed a framework in 2012 for measuring job quality in 33 European countries, based on the fifth
wave of the European Survey on Working Condition (5" EWCS, Eurofound, 2012a). This framework
relies on four building blocks, two of them relating to extrinsic job features — “earnings” and “prospects”—,
alongside a larger set of intrinsic characteristics of the job itself — “intrinsic job quality” (work and its
environment) and “working time quality”**. Contrary to the ILO and UNECE frameworks, Eurofound
made explicit choices as regards to the main aspects to prioritize and the set of indicators (mostly
objective) to consider for each dimensions, based on their impact on workers’ well-being.

9. This Expert Group was established within the framework of the Conference of European Statisticians, with
the main objective to improve the conceptual structure and the set of indicators of the quality of
employment. It includes a set of indicators to be used as a statistical toolbox by National Statistical Offices
(NSOs) to compute internationally comparable indicators on the quality of employment. The UNECE
expert group is composed of representatives from NSOs from 14 countries as well as the OECD, ILO,
Eurostat, Eurofound and WIEGO (Women in Informal Employment: Globalising and Organising).

10. The seven dimensions are: 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; and 7) Employment-related relationships and work
motivation.

11. Another index based on the 5th EWCS has been also developed by Eurofound (the Non-Pecuniary Job
Quality Index) mainly in order to assess the level of job polarization throughout the recession. This second
index is also based on individuals’ self-reports and considers intrinsic quality of work, employment risks,
workplace risks, working time and work-life balance.



DELSA/ELSA/WD/SEM(2015)11
Table 1. Selected international frameworks for measuring job quality: dimensions and geographical scope

Dimensions

Geographical coverage

EU Laeken
(2001)

UNICE-
Business
Europe (2001)

ETUI (2008)

EMCO (2010)

ILO (2012)

Eurofound
(2012a, 2013)

UNECE (2015)

(1) Intrinsic job quality

(2) Lifelong learning and career development

(3) Gender equality

(4) Health and safety at work

(5) Flexibility and security

(1) Number of fatal and serious accidents

(2) Rates of occupational diseases

(3) Number of days lost due to sickness

(4) Labour productivity

(5) Proportion of working population with low,
medium and high levels of education

(1) Wages

(2) Non- standard forms of employment

(3) Working time and work-life balance

(1) Socio-economic security: adequate earnings,
job and career security

(2) Education and training: skills development,
employability

(1) Employment opportunities

(2) Unacceptable work

(3) Adequate earnings and productive work

(4) Decent hours

(5) Stability and security of work

(6) Combining work and family life

Job Quality Index (2012a)

(1) Earnings

(2) Prospects

(3) Intrinsic work quality

(4) Working time quality

(1) Safety and ethics

(2) Income and benefits

(3) Working hours

(4) Balancing work and non-work life

(6) Inclusion and access to the labour market

(7) Work organisation and work-life balance

(8) Social dialogue and workers’ involvement

(9) Diversity and non-discrimination

(10) Overall economic performance and productivity
(6) Proportion of population with basic, medium and
high levels of ICT literacy

(7) Average time taken to find first or new job

(8) Employment rate and unemployment rate

(9) Proportion of working age population creating their
own enterprise

(4) Working conditions and job security

(5) Skills and career development

(6) Collective interest representation

(3) Working conditions: health and safety at work, work
intensity, autonomy, collective interest representation
(4) Work-life and gender balance: Work-life balance,
gender balance

(7) Fair treatment in employment

(8) Safe work environment

(9) Social protection

(10) Social dialogue and workplace relations

(11) Economic and social context of decent work

Non-pecuniary Job Quality Index (2013)

(1) Intrinsic quality of work

(2) Employment risks

(3) Workplace risks

(4) Working-time

(5) Work-life balance

(5) Employment security and social protection
(6) Skills development and training

(7) Workplace conditions and motivation

European Union

European Union

European Union

European Union

Global

EU28, Norway, Former Yugoslav republic of
Macedonia, Turkey, Albania, Kosovo and
Montenegro

Global

Source: Authors compilation based on European Commission (2001), UNICE (2001), Leschke, J. and Watt, A. (2008), EMCO (2010), ILO (2012), Eurofound (2012a and 2013) and UNECE (2015).

10
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Table 2. Selected international frameworks for measuring job quality: features and purpose

Level of observation

Nature of the indicators

Composite index

Progress monitoring

Provision of methodological

guidance

EU Laeken
(2001)

Micro and macro Objective and subjective No Yes No
UNICE-
Business o
Europe (2001) Mostly macro Objective No No No
ETUI (2008) Micro (besides training

and union Mostly objective Yes Yes No

representation)
EMCO (2010)

Mostly micro Objective and subjective No Yes No
ILO (2012)

Macro Objective No Yes Yes
Eurofound
20123, 2013 i
( ) Micro Objective and self-

Yes Yes Yes
reported

UNECE (2015)

Micro and Macro Obijective and subjective No No Yes

Source: Authors compilation based on European Commission (2001), UNICE (2001), Leschke, J. and Watt, A. (2008), EMCO (2010), ILO (2012), Eurofound (2012a and 2013) and UNECE (2015).

11
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1.2. Differences and limitations of existing international frameworks

12. The brief overview of the main international initiatives for measuring job quality at international
levels shows that important efforts have been made to develop conceptual and measurement frameworks
and collect indicators that, in principle, could allow cross-country comparisons. However further efforts
are still needed to design an operational framework to assess and monitor job quality, which is flexible
enough to be applied in various contexts while maintaining its fundamental principles and key dimensions
and allow disaggregation to take account of distributional issues: as indicated in Table 2., many of these
international frameworks only provide aggregate measures (e.g. ILO, UNICE, etc.).

13. Furthermore, most of these frameworks tend to cover multiple dimensions and rely on numerous
indicators of different nature. This raises the question of the comparability of these indicators across
countries, socio-demographic groups and time as well as their adequacy and actionability for policy
purposes. This the case for instance of the ILO or UNECE frameworks which have a very wide scope and
combine measures of both outcomes of job quality (such as earnings) and drivers of job quality (such as
the characteristics of industrial relations systems). At the same time, important attributes of employment
quality —such as the provision of unemployment benefits in case of job loss (Eurofound, 2012) or specific
aspects of the working environment, such as the lack of autonomy at work (ILO Decent Work Framework,
2012) — are not fully considered, most often due to data scarcity or lack of comparative information. More
recently, efforts have been made to capture the quality of the working environment in a more
comprehensive way (e.g. UNECE, 2010; Eurofound, 2012a), but interactions, such as compensation
mechanisms between these various components are inadequately addressed; this is an important limit, as
the literature on occupational health finds evidence of buffering effects between stress factors and
resources to cope with those (Bakker and Demerouti, 2007).

14. Important challenges also remain on the data front, due to low data availability and
comparability, and the limited possibility to extend the geographical coverage of existing frameworks such
as the Eurofound one. The low and irregular frequency of data collection is another challenge, notably for
capturing the quality of work dimension. The two main international sources that are currently available —
EWCS and International Social Survey Programme (ISSP Work Orientations Module, 2005) — are
collected, respectively, every five and ten years. Another constraint relates to the fragmentation of existing
information among various sources (and ad hoc modules), and the impossibility of bringing together the
information at the level of each individual worker in a consistent manner. On this background, the OECD
approach in its work on job quality has been to use the best statistics that already exist, while identifying
the gaps and promoting a process to improve the availability of comparative information on job quality.

12
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2. THE OECD JOB QUALITY FRAMEWORK

2.1. Conceptual underpinning: the Well-being agenda

15. Given the amount of time people spend at work, the inclusion of job quality in the OECD
well-being framework, both as a key element of individual well-being and as a means to better economic
performance, is critical. The impact of work and employment on people’s well-being has been investigated
in the social sciences literature from many different perspectives and using different approaches (for a
comprehensive review, see Mufios de Bustillo et al., 2011). Psychologists, sociologists and economists
have developed theories and searched for empirical evidence linking workers’ well-being to specific
aspects of their job, so as to identify those job attributes that are of greatest importance to workers.
However job quality should not been seen as a separate component of people’s well-being but as a way of
looking at how their work experiences affect the various aspects of their well-being. Following the
influential work of the Stiglitz, Sen and Fitoussi Commission (SSF, Stiglitz et al., 2009), which called for
more efforts to measure and monitor progress for the current and future generations and follow a multi-
dimensional approach®? and in line with the OECD Better life initiative, the OECD Job Quality Framework
draws on the existing research in economics, sociology and occupational health to identify the main
aspects of jobs found to contribute to workers’ well-being. New empirical evidence is also conducted,
providing further rationale for selecting the key building blocks of the framework. Three key
complementary dimensions of job quality are identified: earnings, labour market security and the
working environment. These dimensions are closely connected to ‘material living standards”, “insecurity
of an economic as well as physical nature” and “personal activities including work™ in the well-being
framework proposed by SSF (Figurel).

16. The OECD Job Quality Framework™ follows the guiding principles of the broader well-being
agenda as recommended in the Stiglitz Report, notably to devote greater attention to individual outcomes
and go beyond country averages. Hence the approach taken here:

e Concentrates on job quality outcomes, as experienced by workers (e.g. low pay and work related
hazards), as opposed to drivers of job quality (e.g. regulation and compliance). Outcomes are
what ultimately matters to workers and policy makers, and drivers are not always perfectly
correlated with outcomes. Thus focusing on outcomes allows to better evaluate the role of
policies and institutions in enhancing job quality.

e Focuses on individual workers, in the sense that all indicators are defined at the level of
individuals, using micro-data to go beyond country averages. This means that the distribution of
job quality outcomes can be examined across the workforce. This is especially important as it
allows determining whether a group with a disadvantage in one aspect of job quality also
experiences poor outcomes in another.

12. From a conceptual perspective, the Stiglitz report builds on the so-called “capabilities approach” proposed
by Sen (1985) which conceives a person’s life as a combination of activities and situations spontaneously
recognized by people as important. Its basic premise is that what really matters to people is their
opportunity set and their freedom to choose from this set the life they value most. Therefore to define
well-being a multidimensional approach has to be used.

13. The framework was first presented and applied to OECD countries in the 2014 OECD Employment
Outlook.

13
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e  Favours objective features of job quality (e.g. job attributes that can be observed by a third party)
in order to ensure better comparability across countries and over time. However, some important
aspects of job quality, such as workplace relationships, can only be measured through
individuals’ self-assessment of their own situation; including such indicators necessarily entail
some subjective aspects. The OECD framework does not however include purely subjective
judgements of “job satisfaction”, as these may be subject to individual preferences, attitudes and
values and are not easily amenable to policy.

17. Finally, the OECD Job Quality Framework favours indicators that are easily measurable and
comparable across socio-demographic groups and countries, to maximise policy relevance. The building
blocks of the OECD framework are tailored to specific features of certain countries (including data
availability), while retaining the same conceptual foundations™.

14. Overall, the OECD Job Quality Framework and the OECD Better Life Initiative share the same conceptual
underpinning and the guiding measurement principles of the SSF report.

14
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Figure 1. SSF and OECD Well-being and Job Quality frameworks
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2.2. What makes a good job?

18. As described in the previous section, the Stiglitz report identifies the main well-being aspects
linked to people’s employment situation, while research in economics, sociology and occupational health
provides further theoretical and empirical arguments for selecting the three key dimensions of the OECD
Job Quality Framework. New OECD empirical evidence was also conducted to validate the dimensions
selected.

Earnings quality

19. The first dimension of job quality relates to earnings as they contribute directly to workers’
material well-being. Both earnings average levels and their distribution are considered due to their
importance for individual and overall well-being. A large literature has indeed shown that: i) life
satisfaction increases with the level of earnings, and this holds both across countries as well as between
persons within countries ii) for a given level of average earnings, life satisfaction tends to be higher the
more equal is its distribution. This reflects the existence of a saturation effect (life satisfaction rising at a
decreasing rate as earnings rise) and the fact that people tend to display an intrinsic dislike of too high
inequality in society.

20. Following the seminal work of Easterlin (1974) questioning the contribution of economic growth
to life satisfaction in the long-run, at least beyond a minimum threshold (known as the Easterlin Paradox),
a number of important recent contributions have explored the link between income and subjective
well-being, providing evidence of a positive and approximately log-linear relationship between income and
life satisfaction (Deaton and Kahneman, 2010; Sacks et al., 2012; Stevenson and Wolfers, 2008 and 2013).
This evidence suggests that there are declining marginal returns to income in terms of subjective
well-being as measured by life satisfaction. Individual-level data from Gallup World Poll for the period
2005-10 for a large number of OECD and key emerging economies show the relationship between log
household income and life satisfaction across countries (Figure 2, Panel A) as well as across individuals
within countries (Figure 2, Panel B). Panel B suggests that this relationship is approximately log-linear.*> *°

21. A second argument for accounting of the distribution when assessing earnings quality is that
individual well-being depends not only on one’s own earnings but also on that of other persons (Clark
et al., 2008) or the distribution of earnings in society more generally (Senik, 2009; Ferrer-i-Carbonell and
Ramos, 2010; Clark and D’ Ambrosio, 2014). A growing body of research suggests that the relationship
between life satisfaction and income inequality is negative, even after controlling for individual income.
This suggests that people’s preferences display a certain degree of aversion to inequality, i.e. an intrinsic
dislike of too high levels of inequality in society. Inequality aversion may derive from different sources.
First, it may be the result from self-centred interests related to the role of upward earnings comparisons for
life satisfaction. For example Card et al. (2012) provide evidence based on a random experiment in
California that upward earnings comparisons have a negative impact on job satisfaction, whereas
downward comparisons have no impact. This most likely reflects an envy effect. Second, inequality
aversion may reflect altruistic motivations. While it is not straightforward to differentiate between these
different explanations, the evidence on inequality aversion does provide a second argument for taking
account earnings inequality when measuring earnings quality.

15. Panel B of Figure 2 also suggests that the linear relationship between life satisfaction and log income is
weaker in high-income countries. Indeed, across countries, the gradient of income —obtained from a linear
model of log income on life satisfaction—displays a significant negative relationship with GDP per capita.
This suggests that the relationship between income and life satisfaction is not exactly log-linear.

16. While the cross-sectional evidence is compelling, it does not directly assess Easterlin’s thesis that “money
does not buy happiness” since this focuses on the inter-temporal relationship between income and life
satisfaction in the long-term. It is not obvious, however, why the long-term relationship should differ from
that in the cross-section).
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Figure 2. The relationship between household income and life satisfaction
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Source: OECD Employment Outlook, 2014; calculations based on the Gallup World Poll.

22. By separately assessing the role of average earnings and their distribution for well-being, it is
implicitly assumed that the two are independent. This assumption is questionable, as highlighted by the
long-standing debate on the interconnectedness between the distribution of earnings and economic growth.
The main insight from this literature is that the relationship can go in either direction and that its nature
depends on both the determinants of economic growth and on the way inequality is measured (Cingano,
2014; OECD, 2012b). The main implication of this research in the present context is that average earnings
and their distribution are likely to be interdependent, and that policies seeking to act on one aspect can
have implications for the other one as well.

Labour market security

23. The importance of labour market security for well-being has been investigated in several studies
(Clark and Oswald, 1994; Postel-Vinay and Saint-Martin, 2005; Salvatori, 2010). Job security, notably,
appears to be a major determinant of individual well-being. When workers are asked to state their
preferences with respect to different aspects of work, as done in the European Social Survey (ESS) or the
International Social Survey Programme (ISSP), they rank job security consistently as the most important
item in almost all countries for which data are available (Green, 2009; OECD, 2011a). The detrimental
effect of labour market insecurity for individual well-being has also been demonstrated in several studies
that relate perceptions of job security to well-being outcomes such as life satisfaction and health status
(e.g. Green, 2011). Moreover, the effects of labour market insecurity may go well beyond the well-being of
workers. Job insecurity may affect firms’> profits by reducing worker retention rates, investment in
firm-specific skills and productivity, as well as society at large by shaping people’s political views,
increasing social unrest, sapping consumer confidence and saving behaviour.

24, There is considerable evidence that unemployment risk and insurance alleviating the costs and
concerns about not being able to find a job once unemployed have important consequences for subjective
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well-being (as captured by life satisfaction) among the employed. For example, using data for Canada,
Helliwell and Huang (2011) find that the effect on workers’ life satisfaction of a 1 percentage point
increase in the unemployment rate’ is equivalent to that of a 3% reduction in household income. They
further show that, due to the much larger number of individuals concerned, the overall effect on life
satisfaction of a higher risk of unemployment among the employed even exceeds the direct effect of being
unemployed. Boarini et al. (2014) and OECD (2014b) find similar results using data for 32 OECD
countries from the Gallup World Poll. Most studies on the role of insurance have concentrated on the
relative importance of insurance for the well-being between the employed and the unemployed (Di Tella
etal., 2003; Sjoberg, 2010; Helliwell and Huang, 2011). These studies not only suggest that insurance is
important for well-being, but also that its importance does not differ systematically between the employed
and the unemployed.’® Recent OECD work (2014) on the role of unemployment risk and insurance for
well-being shows that unemployment risk has a negative and statistically significant effect on workers’
well-being. This reflects both the risk of becoming unemployed and the expected duration of
unemployment. Unemployment insurance contributes to mitigating the adverse effects of unemployment
risk on well-being.

25. The second dimension of job quality, labour market security, captures the main risks that workers
face in the labour market and their economic consequences, after accounting for income support schemes
and social protection programmes. In most countries, the main source of insecurity is unemployment,
which is not entirely captured by the risk of job loss, but also by the frequency and duration of consecutive
unemployment spells, and by their consequences in terms of earnings losses (Stiglitz et al. 2009b). In this
light, labour market security is constructed as a function of the probability of becoming unemployed, the
expected duration of unemployment and the degree of public unemployment protection. However, in
countries where income support schemes do not exist or are underdeveloped, unemployment may become
a poor proxy of labour market insecurity, since most workers cannot afford to be unemployed and resort to
low-paid subsistence activities as an alternative to open unemployment. In such cases, labour market
insecurity should take account of both the risk of open unemployment and that of hidden unemployment in
the form of extreme low pay.

Quality of the working environment

26. The third dimension of job quality, the quality of the working environment (QWE) captures
non-economic aspects of employment. Having a quality job does not just mean receiving good salaries or
having good career prospects, but also providing workers with a chance to fulfil their ambitions, to feel
useful in society and build self-esteem, as work often represents their main recognised contribution to the
community where they live. The quality of the working environment thus considers factors which make the
working environment conducive to personal accomplishment; it includes the nature and content of the
work performed, working-time arrangements, workplace relationships as well as opportunities for training.
The quality of the working environment is an important driver of individual well-being and depends
crucially on whether workers have autonomy in their job, are given learning opportunities and well-defined
work objectives, and also receive constructive feedback. Good relationships with colleagues are also

17. Most studies approximate the risk of unemployment using the actual rate of unemployment, without
differentiating between its constituent determinants, i.e. the probability of becoming unemployed and the
expected duration of unemployment.

18. Exploiting information on individual transitions between employment and unemployment for the United
States, Young (2012) finds that insurance eligibility only has a minor effect on mitigating the adverse
effect of unemployment on well-being. He suggests that the small effect reflects the fact that insurance
cannot absorb the non-pecuniary cost of unemployment. However, it may also reflect the possibility that
unemployment insurance has a similar impact on the employed and the unemployed as suggested by other
studies discussed in the main text.
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important. When jobs and workplaces combine these factors, people are more apt to manage work pressure
and difficult tasks; they also tend to be healthier, more satisfied with their job and more productive. But
working conditions may also impinge negatively upon an individual’s personal life.

27. There is wide evidence showing that the various components of the quality of the working
environment have important implications for the well-being of workers. Numerous studies on occupational
health, management and sociology have investigated the mechanisms by which work organisation and
workplace relationships can have an impact on employee well-being (physical and mental health, job
satisfaction, etc. '°). Several models have also been developed to identify the various components of QWE,
i.e. the various attributes of a job that affect workers’ physical and mental health. These models postulate
that in their daily work people face a variety of “job demands”, which require sustained physical, cognitive
and emotional effort. Examples of such demands include dealing with heavy workload and time pressure,
coping with conflicting demands, or performing physically demanding tasks. At the same time, workers
also have a number of resources at their disposal, whether physical, organisational or social (e.g. work
autonomy, opportunities to learn, and support from colleagues and managers). These “job resources” help
workers to cope with difficult demands, to achieve work goals, and stimulate learning and personal
development. The basic premise of occupational health models is that job demands are not necessarily
negative, but they can turn into job stressors when the employee does not have enough job resources to
meet these demands. Excessive demands combined with insufficient resources, hence, create “job strain”,
which is a crucial risk factor for workers’ physical and mental well-being. According to these models, it
would be misleading to focus on job demands or resources in isolation: a measure of job strain needs to be
constructed by taking both factors into account (Bakker and Demerouti, 2007).

28. There is a longstanding tradition of psychometric scales and indices that have been constructed in
order to measure job strain, going back to the late 1960s (for a review, see Landsbergis et al. 2000).
Detailed analyses of their measurement properties have been conducted in order to assess their reliability,
content validity, diagnostic power and the extent to which they can be applied to workers in various
occupations, sectors and countries. In medical research, these measurement tools were mostly used to
investigate work risk factors of cardiovascular diseases, whereas in health care services they were used to
analyse the determinants of sickness absence and burnout. As a result of this research, there is now
abundant evidence that workers’ physical and mental health status is a major outcome of job strain (for an
overview of the empirical evidence, see OECD 2014).

29. OECD’s research has also found evidence, for 23 European OECD countries, that the
accumulation of job demands has a strong negative impact on workers’ health, while the level of job
resources can play a significant role in mitigating the health impact of job demands. There is also evidence
of a strong link between job strain and job satisfaction, which can be seen as a broad measure of subjective
well-being in the workplace (OECD 2014).

Bringing the three dimensions of Job Quality together
30. Earnings quality, labour market security and quality of the working environment are three

complementary dimensions of job quality. They should be considered simultaneously, together with the
number of jobs that exist (i.e. job quantity), when assessing labour market performance, well-being and the

19. From a well-being perspective, focusing on workers’ health is somewhat restrictive, as a better working
environment is likely to improve workers’ life satisfaction even if it has no direct effects on their health.
On the other hand, this approach provides some insights into the economic consequences that a poor
working environment may have for employers, in terms of sickness absence and reduced productivity, and
for the society as a whole, through a waste of human capital and an additional burden on public health and
disability systems.
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role of policies and institutions. These dimensions are broad enough to encompass the most significant
aspects of job quality that shape workers’ well-being. No attempt is made at this stage to aggregate them
into a single indicator of job quality Linking them together is not conceptually straightforward. In
particular, the relative importance of the various dimensions is difficult to determine in an international
context, as individual preferences may vary across countries because of cultural factors. For instance, the
extent to which people are willing to accept lower earnings in exchange of a better working environment is
likely to vary across workers according to their individual characteristics and socio-cultural environment.

31. Furthermore, by defining job quality in terms of its contribution to workers’ well-being, the
present framework explicitly puts the emphasis on workers as opposed to employers or investors.
Therefore, it does not aim to take account of all aspects of employment. Productivity enters the picture
indirectly, through its links with several aspects of job quality. Productivity is, for instance, a key
determinant of wages, and as such, an important driver of job quality. Productivity can also be seen as an
outcome of job quality. For example, to the extent that workers in safer, healthier and engaging and
rewarding jobs feel more motivated, they will be more productive. This may in turn translate into higher
wages, thereby creating a positive relationship between the quality of the working environment and the
levels of earnings. Figure 3 provides a schematic representation of the Job Quality Framework and its
relation to job quantity outcomes and overall well-being.

Figure 3. Job quantity, job quality and well-being
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3. OPERATIONALISING THE JOB QUALITY FRAMEWORK

3.1. Selecting a set of job quality indicators

32.

The operationalisation of the framework presented in the previous section requires converting the

main dimensions of job quality into a limited set of indicators that are readily interpretable, complement
each other, and can be compared over time, across countries and socio-economic groups. These indicators
should also be relevant for policy making. To that end, the OECD job quality statistical framework
includes headline indicators, i.e. indicators that are deemed to be of sufficiently quality (Box 1) and can be
used for monitoring job quality over time and across countries, and supplementary indicator(s) that provide
complementary evidence (e.g. indicators covering slightly different aspects of the dimension at hand either
due to data availability or on conceptual ground, see Table 3 below).

Box 1. The Choice of Job Quality indicators

Critical criteria for the selection of the job quality indicators have been that they follow the measurement principles set
out in the conceptual underpinnings of the OECD Well-being and Job Quality Frameworks (i.e. measure outcomes®,
capture well-being at the individual or household level; allow disaggregation, so as to assess the well-being of different
population groups; and favour objective indicators). The indicators have also be chosen so as to fulfil standard
statistical requirements, such as being collected through a recurrent well-established instruments, based on
comparable concepts and definitions following internationally agreed standards and harmonised questionnaires. More
specifically, the selected job quality indicators:

Have face validity, i.e. the capacity to capture what is intended to be measured. Face validity is defined with
respect to the target concept that one seeks to measure, i.e. substantive interpretations of the dimensions of

well-being that matter to people’s lives, according to a large body of evidence and practices.

Focus on summary outcomes, i.e. on relatively broad achievements (such as “labour market security”) that
can be easily understood (e.g. displaying no ambiguity in interpretation, showing either good/bad performance
or progress/regress when looking at changes over time).

Are amenable to change and sensitive to policy interventions, which is important from the perspective of

improving the design of policies that bear on job quality and well-being and, ultimately, on people’s lives.

Are commonly used and accepted as job quality indicators within the statistical and academic communities.
This is more often the case for indicators relying on statistical instruments developed within the official
statistical systems but it can also be the case for indicators based on surveys conducted by other entities.

Ensure comparability across countries. Comparability is ensured when concepts and definitions follow
internationally agreed standards and the surveys/instruments from which data are collected are based on a
harmonised questionnaire and similar implementation design. However, comparability can also be achieved
by putting together broadly comparable instruments ex post; this latter approach is used by the OECD in a
number of fields (e.g. Income distribution Database, Health at a Glance).

Ensure maximum country coverage: strictly speaking, this is not a data quality criterion but a working
constraint given the aim of producing comparable evidence for OECD and some of other major economies.

Are collected through a recurrent instrument, which is important for monitoring changes in job quality over

time.

20.

At first glance, this condition would exclude all policy indicators, as such indicators typically refer to
drivers rather than outcomes. However, the distinction between drivers and outcomes is not always
clear-cut. This is notably the case for replacement incomes that are provided to the unemployed through
unemployment insurance and assistance schemes. These constitute important source of income for many
active households in the current context of high unemployment.
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3.2. Measuring Earnings Quality

33. In order to measure the first dimension of job quality, earnings quality, a choice needs to be
made on how to measure individual earnings and how to combine information on the level and distribution
of earnings to obtain the aggregate measure of earnings quality. At individual level, earnings can be
measured in either gross or net terms (i.e. before or after deductions of employee taxes and social security
contributions) and on an hourly, monthly or even annual basis. The OECD framework makes use of gross
hourly wages. While net earnings determine labour supply decisions and the contribution of work to living
standards —and would, therefore, be the most relevant measure from a worker perspective—, they are less
widely available in practice. Hourly wages rather than monthly or annual earnings are chosen to abstract
from differences in working time between workers that relate more job quantity than job quality®.

34. The way of aggregating information on the level and distribution of earnings is more
complicated. This can be carried out using a combination of indicators such as average or median earnings,
the degree of earnings inequality and the incidence of low-pay. In order to take into account both the level
and distribution of earnings at the aggregate level, earnings quality is measured by making use of the
generalised means framework, originally proposed by Atkinson (1970) and recently popularised by Foster
et al. (2013). Generalised means in this context represent a weighted average of individual earnings, which
allow focusing on specific parts of the distribution depending on the value of a single (exponent)
parameter. This latter is often referred to as the coefficient of ‘inequality aversion’; a lower value
corresponds to higher inequality aversion, which in turn translates into lower earnings quality for a given
distribution. Earnings quality can therefore be decomposed into two components: the arithmetic (simple)
mean of earnings across all workers (the “level” component), and the relative wedge between the
generalised and the arithmetic means (the “distribution” component), under different choices of the
inequality aversion parameter.

35. Choosing how to weight different segments of the earnings distribution, or equivalently, allowing
for different degrees of inequality aversion, provides flexibility in the aggregation method. For example, a
“moderate inequality aversion” (i.e. choosing a coefficient of -1) as used in Table Al in the Annex implies
putting most of the weight to the bottom tercile of the distribution (two-third), a smaller but still significant
weight to the second tercile (one quarter) and a small weight to the top tercile (10%). In the case of a “high
inequality aversion” (i.e. coefficient of -3), a weight of 85% is given to the bottom tercile, 13% to the
middle tercile and 2% to the top tercile. Hence, different levels of inequality aversion can be considered for
assessing and monitoring earnings quality.

3.3. Measuring Labour Market Security

36. As described above, the most significant risk workers face in the majority of OECD countries is
associated to unemployment. However, the absence or weakness of social insurance schemes, as well as
the high level of the risk of very low pay in some emerging economies, means that overall labour market
insecurity would be underestimated if only the risk of unemployment was considered. In order to get a
more relevant and complete measure of labour market security, two distinct indicators are considered:
one measuring security against the risk of unemployment and one capturing security against the risk of
extreme low-pay while employed.

21. Calculations are based on national household and labour force surveys, i.e. the Structure of Earnings
Survey for European countries, the national EU-SILC national files (Turkey), the European Social Survey
(Russia) and the OECD Earnings Distribution database (http://dx.doi.org/10.1787/Ifs-ear-data-en) for New
Zealand and Japan. The calculations are carried out on PPP-adjusted gross hourly wages of individuals.
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The first component, the labour market security against the risk of unemployment is defined in

terms of the expected earnings loss associated with unemployment. This loss depends on the risk of
unemployment (i.e. the risk of becoming and staying unemployed) and the degree of mitigation against
these losses provided by government transfers —unemployment benefits and social assistance— in the event
of unemployment. This component is hence measured by the product of unemployment risk and (one
minus) unemployment insurance, where each of these two terms is defined as follows:

38.

The risk of unemployment is computed by looking at the distribution of the length of ongoing
unemployment spells at a given point in time. Conditional on the assumption that all transitions
take place between employment and unemployment, data on unemployment duration are used to
measure the monthly probability of becoming unemployed as well as the average expected
duration of completed unemployment spells in months (which is the inverse of the probability of
finding a job once unemployed)®. The product of the two elements provides a measure of the
overall unemployment risk, i.e. the proportion of time that a worker® can expect to spend on
average in unemployment.

Unemployment insurance captures the degree of loss absorption through government transfers on
workers’ exposure to unemployment risk. For OECD countries, it is possible to compute a
measure of effective unemployment insurance capturing the accessibility of benefits and the
generosity of unemployment compensation, while also taking into account the progressivity of
the tax system”. The effective unemployment insurance is thus defined as the product of the
coverage of the unemployment insurance/assistance, and replacement rates of public transfers
received by the unemployed®. For non OECD countries, this measure is calculated from survey
data as the ratio of the average benefit level (among the unemployed) to the median net earnings
(among the employed). As such, this measure captures the combined effect of benefit recipiency
and generosity, and is generally consistent with the effective (net) replacement rate concept used
for OECD countries®.

The second component, labour market insecurity due to extreme low-pay, is set as an absolute

value of net hourly earnings of one US dollar, after purchasing power parity adjustments. Extreme low-pay
status defined in this way translates to a disposable per capita income of USD 2 (PPP-adjusted) per day in a
typical household with a single earner who works full-time (Bongaarts, 2001) and suggests absolute

22.

23.
24.

25.

26.

For most OECD countries, this information is available on a quarterly basis in the OECD Unemployment
Duration Database (http://dx.doi.org/10.1787/data-00322-en); when no information is available on
unemployment flows, the overall risk of unemployment is approximated by the actual unemployment rate.
In a steady-state economy with a relatively low-level of unemployment, the two approaches yield very
similar results.

Both employees and self-employed.

Based on the OECD Benefit Recipients Database and the OECD Labour Market Programmes Database
(http://dx.doi.org/10.1787/data-00312-en) for the share of unemployed people receiving benefits, and the
OECD Taxes and Benefits Database (http://dx.doi.org/10.187/data-00201-en) for the replacement rates.
These measures can only be computed at the country level. In order to measure unemployment insurance
for different socio-demographic groups, micro-based measures are used as well. The web annex, as well as
Box 3.4 of chapter 4 of the Employment Outlook 2014 (OECD, 2014) discusses this in more details.

Those transfers include unemployment insurance and/or assistance, as well as social assistance benefits
unemployed are entitled to, depending on the national institutional settings.

For more details, see chapter 5 of the Employment Outlook 2015 (OECD, 2015).
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material deprivation for those concerned®. While this measure departs from the relative-deprivation
approach commonly adopted in OECD studies, it appears to be more appropriate in this context; a measure
of relative deprivation (e.g. earnings below two-thirds or one-third of the median) would fail to account for
the large differences in living standards that exist across emerging economies and, more significantly,
between emerging economies and advanced ones. This would be unsatisfactory, since workers at the
bottom of the distribution in rich countries with a functioning welfare state are generally in a far better
position than workers in the same relative position in emerging countries where welfare systems are much
less developed. Focusing on an absolute threshold provides a common benchmark for all countries, and has
the advantage of clearly distinguishing the labour market security dimension of job quality from the
earnings quality dimension (which directly incorporates inequality and places the emphasis on workers’
relative standing in the economy).

39. The risk of falling below an extreme low-pay threshold is computed by estimating the persistence
of individual earnings based on the behaviour of cohort averages over time. This makes it possible to
calculate the joint probability, for each worker type, of being in (or out) of low-pay status in either of the
two periods surveyed. With this information, one can produce an estimate of the probabilities of falling
into, and climbing out of, low-paid employment from one period to the next — the combination of which
determines the overall risk of extreme low-pay. The average incidence of low-pay in a given population
can be interpreted as the average share of time a person in that population can reasonably expect to spend
in low-paying jobs®.

3.4. Measuring quality of the working environment

40. The third dimension of job quality, quality of the working environment (QWE), is measured
by the incidence of job strain among employees, where job strain is defined as jobs where workers face
more job demands than the number of resources they have at their disposal (more details on the
methodology is available in both How’s Life 2013 and 2014 OECD Employment Outlook). Taking into
account of data availability, two types of job demands are identified: i) time pressure which encompasses
long working hours, high work intensity and working time inflexibility; and ii) physical health risk factors,
such as dangerous work (i.e. being exposed to noise, vibrations, high and low temperature) and hard work
(i.e. carrying and moving heavy loads, painful and tiring positions). Similarly, two types of job resources
are considered, namely: i) work autonomy and learning opportunities which include workers’ freedom to
choose and change their work tasks and methods, as well as formal (i.e. training) and informal learning
opportunities at work; and ii) workplace relationships which measure the extent to which good relations
prevail among colleagues (Table 2). The composite job-strain index accounts for the buffering effect of job
resources on the relationship between job demands and well-being at work; it refers to those jobs where the
workers face one demand but have no resources, or face two demands but have one or no resource.

41. As no single source is available for all countries, the Job Strain indicator is obtained by
combining two international surveys: the 4™ European Working Conditions Survey and the 3" Work

217. While the PPP adjustment is the most consistent way to carry out cross-country comparisons, but presents
some potential limitations. For instance, living standards may differ substantially across countries (despite
the PPP correction) depending on the availability of free public services that are not in the PPP basket.
Similarly, access to non-market production, which is likely to be more extensive in certain countries and in
rural areas, may drive cross-country differences that the PPP adjustment is unable to correct for.

28. The methodology requires balanced panel datasets where the earnings of the same individuals can be
observed over multiple time periods; when such data are not available, transition probabilities are estimated
based on repeated representative cross-sections following the new methodology proposed by Dang and
Lanjouw (2013) (for details see Chapter 5 of the 2015 OECD Employment Outlook).
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Orientations module of the International Social Survey Program. Both surveys were conducted in 2005
and contain the questions on the job demands and job resources discussed above. These questions differ
however in terms of question wording, answer scales and questions order (see the annex of chapter 3 of the
OECD Employment Outlook 2014 for details), which may result in differences in individuals’ responses
across countries. To overcome these problems, analysis was conducted to assess the degree of
comparability between the two surveys for the 16 countries that are covered by both surveys; this analysis
shows that, by choosing the most similar questions and applying certain thresholds yields job strain indices
from the two surveys that are highly correlated (with correlation coefficient of 0.89 between the two).

Table 3. Job demands, job resources and job strain

Job strain, as the result of ...

... too many job demands ... and too few job resources

- Can choose or change the order of tasks

- Work usually more than 50 hours per week Work h h h fharork
Time - Difficult to take an hour or two off during working autonomy ) Can‘c LS e e.mge i3 .ods S
pressure hours for personal or family matters and learning - Job involves Iearnmg new things _

- Work at very high speed and to tight deadlines opportunities - Employer 3provided training or on-the-job

training

- Tiring and painful positions
Physical - Carrying or moving heavy loads Good ) « »
health risk . Exposed to vibrations from hand tools, machinery | workplace goFsglfriaetnTj(;n;?Waotrlvork and have very
factors relationships

- Exposure to high noise
- Exposure to high or low temperature

Source: OECD Employment Outlook 2014.

42. In addition to the composite job strain indicator, the incidence of working more than 60 hours a
week is also used as a supplementary indicator, notably for emerging economies where information on
working conditions is often scarce and limited in scope. Numerous studies on occupational health have
investigated the impact of working long hours on workers’ well-being. While the evidence is mixed
regarding the relationship between long working hours and life satisfaction (Hewlett and Luce, 2006; Gray
et al., 2004), results suggest that working very long hours impairs workers’ physical and mental health,
particularly when employees have little control on the number of hours they work and/or on their work
schedule (Bassanini and Caroli, 2015; Frijters et al., 2009; Dembe et al., 2005, Burke et al., 2009; Caruso
et al., 2004). Using very long hours as a proxy for working conditions allows for broader coverage of
countries and workforce, e.g. self-employed, formal and informal employment®. The available data
indicate a strong positive correlation between job strain and very long hours across a broad group of
countries where both measures could be constructed™.

43. Table 4 summarizes the main indicators and sub-indicators of the OECD Job Quality Framework
that will be included in the new OECD database on job quality. This database is part of the overall
international effort to collect data on this topic (Box 2). It reports all existing data and metadata covering
the three dimensions; indicators will be periodically updated and integrated with better data as they become
available. This database will become accessible in January 2016 on the OECD dissemination platform
OECD.Stat.

29. 2005 is the last wave available for ISSP data but new data will be released in 2015.

30. This proxy is not meant to capture the quantity of work, which is part of the overall labour market
performances, but the quality of the working environment.

31. These include all OECD countries, plus South Africa and the Russian Federation. The estimated
correlation is 0.51.
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Table 4. OECD Job Quality indicators

Dimensions Indicators

Earnings Headline indicator: Earnings Quality
- Average Earnings

- Eamings Inequality

Headline indicator: Labour Market security against

Labour Market Security unemployment

- Unemployment risk
- Unemployment insurance

Headline indicator: Labour Market security against
extreme low-pay (a)

- Probability of falling into extreme low-pay

- Probability of getting out of extreme low-pay

Quality of the Working Environment Headline indicator: Job strain

Job Demands

- Time pressure at work

- Physical health risk factors

Job Resources

- Work autonomy and leaming opportunities
- Workplace relationships

Supplementary indicator: Working very long hours

Note: (a) For emerging economies only;

Box 2. The OECD database on job quality

The OECD database is part of the overall effort by international bodies (e.g. UNECE, Eurofound, and ILO) to
improve the measurement of job quality. The OECD has actively contributed to these broader initiatives. For example,
the OECD is a member of the UNECE Expert Group on ‘Measuring Quality of Employment’, which is composed of
representatives from National Statistics Offices from 14 countries as well as the ILO, Eurostat, Eurofound and WIEGO
(Women in Informal Employment: Globalising and Organising). In this context, the OECD has taken the lead in
producing indicator sheets for the ‘work motivation’ sub-dimension. This close collaboration and consultation among
international organisations helps avoiding duplication of effort and outputs. The UNECE Expert Group uses a similar
approach to the OECD’s, where ‘Quality of Employment’ is understood as a multi-dimensional phenomenon that
affects workers’ well-being. There are also similarities between the dimensions of the two frameworks (see Figure A.1
for a detailed comparison). A major difference is that the UNECE’s framework does not have support any particular
policy agenda, and as such does not have any policy focus, and the indicators are selected and presented as a toolbox
for National Statistics Offices. By contrast, the OECD’s Framework is meant to be more operational and policy-based
and builds on the UNECE toolbox. Therefore the two approaches can be considered as mutually supportive.

3.5. Limitations and the way forward
44, As underlined previously, good indicators of job quality should ideally combine several

properties, such as: i) be defined at the level of the individual, and be capable of aggregation to larger
socio-economic groups and countries; ii) have face validity with respect to the phenomenon at hand; iii) be
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policy relevant; iv) be comparable over time and across-countries; and v) be easily communicable in public
debate. Furthermore, they should also fulfil standard statistical requirements, e.g. come from official or
other well-established sources, be defined in a comparable way, have data collected regularly and be
timely. Generally, the headline indicators used in the OECD framework largely meet most of these
criteria. For instance, they focus on outcomes in the different dimensions of job quality that can be easily
understood and interpreted and have full face-validity. Most indicators can be influenced by policy
interventions and vary over time, although to different degrees. Overall, the main challenges rest with data
availability and data comparability across available sources.

45, The measure of labour market security against unemployment, for instance, makes use of a mix
of sources which are either not perfectly compatible with one another or the joint use of which requires
various auxiliary assumptions. One such discrepancy concerns the use of thematic and highly-detailed
aggregate-level official labour market statistics for cross-country comparisons within the OECD on the one
hand, and the reliance on more comprehensive but less circumstantial micro-level surveys for group-level
comparisons across the workforce (e.g. as in the case of the coverage rate of unemployment insurance). A
further disparity arises between OECD and non-OECD countries, partly because the aforementioned
aggregate-level statistics are not available for most emerging economies (which renders micro-data the
only source of available information), but also due to the slightly different focus of national labour force
surveys in the two country groups (e.g. only net earnings are available for emerging economies).
Altogether, while these inconsistencies are significant, they do not jeopardize the accurate and robust
measurement of labour market insecurity either across countries or groups as long as they are accounted
for in an unbiased and methodologically sound manner.*

46. Using the incidence of working very long hours as a secondary indicator for capturing the quality
for the working environment also raises some issues. One important caveat here is the potentially limited
validity of long hours as an indicator of low-quality working conditions for self-employed workers. This
group typically has some discretion in choosing their work schedule and working long hours may thus at
least in part reflect an individual choice, rather than a burden. This observation is particularly important in
emerging economies, where the self-employed constitute a large share of the labour force. The concern is
more general, however, because the applicability of the job demands-resources model to self-employment
has been questioned. While the relevance of job strain models for employees has been validated both
theoretically and empirically,® its applicability to the self-employed is still debated. Indeed, some drivers
of job strain according to this theory, such as decision latitude or working intensity, appear a priori to be
inappropriate for the self-employed®. More generally, the reliability of job strain models for informal
workers has not been explored in depth. However, a few studies have put forth convincing arguments in
support of this approach (and of the survey instruments it relies upon, such as job content questionnaires)
as a valid tool to measure the QWE of informal jobs (e.g. see de Araujo and Karasek (2008) for Brazil).

47. Overall, the quality of working environment is the area where comparative information is scarce
and limited in scope. In order to assess statistical gaps and gauge the comparability of information across

32. This point, as well as conceptual and methodological aspects linked to the development of labour market
insecurity indicators, is discussed in details in Hijzen A. and B. Menyhert, OECD Working Paper,
(forthcoming).

33. See OECD Employment Outlook 2014, notably Annex 3.Al.

34. The need to tailor these models to the self-employed is recognised in the research literature and some
progress has been made. For example, rather than autonomy, negotiation power is suggested to be a better
indicator of job resources for this group. Overall two challenges remain: data comparability and the
difficulty to distinguish between “genuine” and “dependent” self-employed in survey data.
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countries®, a stocktaking exercise has been developed to compile the most relevant questions from a
number of existing international surveys*. While this inventory confirms that an important amount of
information is already available at national level, a number of problems remain, notably as regards the
comparability of data, as existing surveys have different geographical coverage, content and frequency.
Among the main issues identified, one can note the heterogeneity of data producers (resulting in
differences in focus and quality of the surveys, country coverage, sample size), the frequency and
timeliness of data — (Eurofound’s EWCS being the only international survey conducted regularly every
five years only) — and the thematic coverage (aspects such as opportunities for self-realisation or quality of
management practices not well captured for instance). In addition, information on several aspects of the
working environment that are necessary to compile the job strain indicator (such as physical demands, task
discretion and autonomy, training and learning opportunities at work, intrinsic rewards of one’s job, work-
life balance, unsociable work hours and flexibility of working hours) is only available for European and a
few other OECD countries.

48. In this context, the approach followed in the development of the OECD Job Quality framework is
a dual work-track: (1) using the best information already available and (2) promoting a process to improve
the availability of comparative information on job quality, notably in the area of the quality of the working
environment.

4. ASTATISTICAL PORTRAIT OF JOB QUALITY

4.1. How do countries compare?

49. Table 5 provides a first indication of job quality across countries, both OECD and non-OECD,
for which data are available and makes a first attempt documenting the relationship between the quality
and quantity of job opportunities. The main patterns emerging from the analysis are described below; most
indicators refer to 2010 and may thus be sensitive to the aftermath of the financial crisis, notably those
measuring security against unemployment.

50. Focusing uniquely on indicators of job quantity delivers an incomplete picture of labour market
performance. Some countries that score rather well in terms of overall employment/unemployment rates
may show weaknesses on some dimensions of the quality of jobs (e.g. Argentina, Brazil and urban China).
Conversely, countries that have relatively weak job-quantity outcomes may have relatively high job quality
(e.g. France). Despite these cases, however, data generally shows that there is no trade-off between quality
and quantity among advanced countries, and that good performance in terms of both quantity and quality
can be achieved simultaneously (e.g. Finland, Netherlands, Norway and Switzerland ).

35. Note that the number of sub-dimensions included in the inventory are larger than those referred to in the
OECD Employment Outlook Chapters and the Job Quality Database.

36 See the inventory of Survey Questions on the Quality of Working Environment, available online on the
OECD Statistics Database (http://stats.oecd.org/Index.aspx?DataSetCode=JOBQ_1). At this stage, this
inventory covers the main international surveys conducted since the early 1990s based on individuals' self-
reported assessment of their current job. Questions from each survey are grouped into sub-dimensions of
the quality of the working environment. See Annex Table Al for a summary of surveys and sub
dimensions covered.
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Table 5. Relationship between job quality and job quantity in OECD and non OECD countries, 2010*
Country groupings based on performance along each dimension by tercile

Job quality
Labour market Labour market Quality of the
, , security security working environment|  Job quantity
Earnings quality . . . . I
(against the risk of = (against the risk of | (as the incidence of
unemployment) extreme low-pay) job strain)
Argentina Lower Lower Middle N/A Middle
Australia Middle Upper N/A Upper Upper
Austria Middle Upper N/A Middle Upper
Belgium Upper Middle N/A Middle Middle
Brazil Lower Lower Middle N/A Middle
Canada Upper Middle N/A Upper Upper
Chile Lower Lower Upper N/A Lower
Urban China Lower Middle Upper N/A Upper
Colombia Lower Lower Lower N/A Lower
Costa Rica Lower Lower Upper N/A Lower
Czech Republic Middle Upper N/A Middle Middle
Denmark Upper Middle N/A Upper Upper
Estonia Lower Lower N/A Middle Middle
Finland Upper Upper N/A Upper Upper
France Upper Upper N/A Middle Middle
Germany Upper Upper N/A Middle Upper
Greece Middle Lower N/A Lower Lower
Hungary Middle Lower N/A Lower Lower
India Lower Upper Lower N/A Lower
Indonesia Lower Lower Lower N/A Lower
Ireland Upper Middle N/A Upper Lower
Israel Lower Middle N/A Middle Middle
Italy Upper Middle N/A Middle Lower
Japan Middle Upper N/A Middle Upper
Korea Middle Upper N/A Lower Middle
Luxembourg Upper Upper N/A Middle Middle
Mexico Lower Middle Lower Middle Middle
Netherlands Upper Upper N/A Upper Upper
New Zealand Middle Upper N/A Upper Upper
Norway Upper Upper N/A Upper Upper
Poland Middle Lower N/A Lower Lower
Portugal Middle Middle N/A Lower Middle
Russia Lower Middle Upper Lower Middle
Slovak Republic Middle Lower N/A Lower Lower
Slovenia Middle Middle N/A Lower Middle
South Africa Lower Lower Middle Lower Lower
Spain Middle Lower N/A Lower Lower
Sweden Upper Middle N/A Upper Upper
Switzerland Upper Upper N/A Upper Upper
Turkey Lower Lower Middle Lower Lower
United Kingdom Upper Middle N/A Upper Upper
United States Middle Middle N/A Middle Middle

Note: Upper, Middle and Lower indicate the top, middle and bottom third of the country ranking in each dimension. Job quantity is measured by the employment-
to-population ratio in the population aged 15 or more in each country. The ranking for the risk of low-pay considers emerging economies only.

*2005 for the quality of working environment as measured by the job strain indicator.

Sources: OECD calculations based on same data and sources used for figures 4, 5, 6 and 7 A below).
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51. Figure 4 plots earnings quality across forty-five countries, both OECD and non OECD, showing
the generalised mean and its two sub-components (average earnings and earnings inequality) for high
levels of inequality aversion (alpha= -3). Differences in earnings quality are primarily driven by gaps in
average earnings. Earnings quality is highest in Denmark, Norway, Switzerland and Belgium, while it is
lowest in Indonesia, South Africa and India. This cross-country ranking in terms of overall earnings quality
(here displayed for the highest level of inequality aversion) is not very sensitive to the degree of inequality
aversion chosen. While not shown here, the rankings for mild and moderate inequality aversion suggest
that, as aversion increases, higher levels of inequality more strongly reduce the generalised mean and tend
to lower earnings quality. This is the case of South Africa, Ireland, or the United States. Conversely, more
equal countries move up in the cross-country ranking when assuming higher levels of inequality aversion
(for example, when moving from mild to high inequality aversion, Finland and Sweden display higher
earning quality) .

Figure 4. Earnings quality, hourly earnings in USD, OECD and non OECD countries, 2010
High inequality aversion (alpha=-3)
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Note: Calculations are based on gross hourly earnings among employees for OECD countries as well as Latvia and Lithuania. For non-OECD countries, data on
net hourly earnings among all employed workers were used. The reference period for calculations is 2010, except for Brazil (2009), Chile (2009), China (2009),
India (2011) and Korea (2009).
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* The figures for Russia are based on imputed data on households' disposable income from information on income brackets, and therefore include the effect of net
transfers. Individual hourly income for two-earner households was calculated using available information on partners' employment status and working hours.

Source: OECD calculations based on the Structure of Eamings Survey (SES) for most European countries (except for Austria, Iceland, Ireland, Slovenia and
Switzerland); the European Union Survey on Income and Living Conditions (EU-SILC) for Austria, Iceland, Ireland, Slovenia; the OECD Eamings Distribution
database, http://dx.doi.org/10.1787/Ifs-ear-data-en for Japan and New Zealand; the European Social Survey for Russia; national labour force and household
surveys for the remaining countries (EPH: Argentina, PNAD: Brazil, Canadian LFS, CASEN: Chile, GEIH: Colombia, ENAHO: Costa Rica, UHS: urban China, NSS:
India, SAKERNAS: Indonesia, KLIPS: Korea, ENIGH: Mexico, NIDS: South Africa, SAKE: Switzerland, CPS: United States).

52. With respect to labour market risk due to unemployment, Figure 5 presents the composite
measure of labour market insecurity and its main components across OECD and non OECD countries in
2010%. It should be stressed that this measure is partly influenced by the specific labour market conditions
resulting from the global financial crisis. Bearing this in mind, figure 5 shows that the best performing
countries are those where the risk of unemployment is contained (e.g. Luxembourg, Norway, Switzerland,
The Netherlands) or where social protection is effective in cushioning it (e.g. France and Germany). In

37. A detailed analysis of cross-country ranking of earnings quality is available for both OECD and emerging
economies in chapters 3 and 5 of the OECD Employment Outlook 2014 and 2015.

38. For cross-country comparison of unemployment risks and unemployment insurance, see OECD (2014),
OECD Employment Outlook 2014 and OECD (2015), OECD Employment Outlook 2015.
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emerging economies, the combination of low unemployment risk and very limited unemployment
insurance makes labour market insecurity from unemployment similar to that prevailing in a typical OECD
country. However, given the low levels of social protection, the low unemployment risk in emerging
economies reflects the sheer unaffordability of unemployment, as many workers have no better option than
very low quality jobs. The most striking example is India where low labour market insecurity is actually
explained by a large proportion of working poor. The highest levels of labour market insecurity are
observed in Greece, Spain and South Africa, countries that face the twin challenge of reducing
unemployment risk and strengthening social protection to increase labour market security.

Figure 5. Labour market insecurity due to unemployment, OECD and non OECD countries, 2010
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Note: Unemployment risk denotes the (scaled transform of the) probability of becoming unemployed times the expected duration of unemployment which may be
interpreted as the average expected eamings loss associated with unemployment as a share of previous eamings. Unemployment insurance captures the
effective net individual replacement rate of unemployment and social assistance benefits in terms of previous earnings. Labour market insecurity is calculated as
unemployment risk times one minus unemployment insurance and may be interpreted as the average expected earnings loss associated with unemployment as a
share of previous earnings. (For further details, see the OECD Employment Outlook 2014.)

Source: For OECD countries, calculations based on OECD (2013), "Labour Market Statistics: Unemployment by duration: incidence", OECD Employment and
Labour Market Statistics (database),.http://dx.doi.org/10.1787/data-00322-en; OECD Benefit Recipients Database; OECD (2013), "Labour market programmes:
expenditure and participants”, OECD Employment and Labour Market Statistics (database), http://dx.doi.org/10.1787/data-00322-en and OECD (2012), "Taxes
and benefits", OECD Social Expenditure Statistics (database), http://dx.doi.org/10.1787/data-00201-en, for OECD countries.

For non-OECD countries, calculations are based on direct estimates from national household and labour force surveys (EPH: Argentina, PNAD: Brazil, GEIH:
Colombia, ENAHO: Costa Rica, UHS: urban China, NSS: India, SAKERNAS: Indonesia, NIDS: South Africa). For these countries, the pseudo-panel methodology
proposed by Dang et al. (2013) was used to estimate the risk of unemployment, while unemployment insurance was calculated as the ratio of the average net
transfer income of the unemployed and the median net eamnings among the employed in a country.

53. The risk of falling into extremely low-paying jobs is negligible in advanced economies and, as
such it is not reported in Figure 6. In emerging economies, on the other hand, it often constitutes the most
important source of labour market insecurity, since the risk of unemployment per se is typically moderate.
The risk of extreme low pay is particularly high in India, Indonesia and Mexico, while it is less pronounced
in urban China, Chile and the Russian Federation (Figure 6).%

39. These figures account for the role of public transfers.
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Figure 6. Labour market insecurity due to extreme low-pay, emerging economies, 2010
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Note: The low-pay threshold (of 1 PPP-adjusted USD per hour) corresponds to a disposable income per capita of $2 (PPP) per day in a typical household of five
members with a single eamner working full-time. The choice of the household size follows Bongaarts (2001) and is based on data from Demographic and Health
Surveys. Country rankings are generally robust to changing the low-pay threshold.

The probability of entering and exiting low-pay status are calculated by the pseudo-panel methodology proposed by Dang et al. (2013) and represent annual
concepts. The risk of low pay is calculated by (the scaled transform) of the probability of entering low-pay status times the expected duration of remaining there.
Calculations are based on net hourly earnings adjusted for social transfers.

Source: Calculations are based on 2009-2010 data household and labour force surveys (EPH - Argentina, PNAD - Brazil, CASEN - Chile, UHS - China, GEIH -
Colombia, ENHAO - Costa Rica, NSS - India, SAKERNAS - Indonesia, ENIGH - Mexico, NIDS - South Africa), the EU-SILC national files (Turkey) and the
European Social Survey (Russia).

54. Finally, looking at the quality of the working environment (job strain) for both OECD and non
OECD countries for which information is available suggests the best performing countries (those with the
lowest share of strained jobs) are those that combine high resources available to workers with a low share
of excessively demanding jobs: the Nordic countries, New Zealand or Ireland are among the top
performers (Figure 7, Panel A). Interestingly, the performance of some countries like Italy, France and
Spain is dragged down by low resources despite the incidence of demanding jobs is not extraordinarily
high®®. Turkey and the Russian Federation display high shares of employees in strained jobs. While not
presented here, the decomposition of job demands suggests that strong time pressure is an important work
stressor. Hence, using very long hours as a proxy is a reasonable option for measuring the quality of
working environment in emerging economies, where information on working conditions is often scarce
and limited in scope*. Turkey, Colombia, Indonesia and India perform rather poorly when the quality of
working environment is proxied by the incidence of working more than 60 hours a week (Figure 7,
Panel B).

40. A detailed analysis is available for 2010, for 23 European countries for which data are available in the 5"
wave of the European Working Conditions Survey (Eurofound, 2012): it shows that working under time
pressure is the most common job stressor, with 45% of employees reporting that they had to cope with this
type of constraint at work. Physically demanding jobs are also relatively widespread, with more than one
third of employees reporting that they are exposed to ergonomic or ambient risks at work. Turning to
workplace resources, work autonomy and skill development appear to be the main area of concern. More
than two thirds of employees report that they have limited autonomy in their job or are given few
opportunities to learn new things and improve their skills. By contrast, the majority of workers report good
management practices and workplace relationships at their workplace (66% and 60%, respectively).

41. More details on the adjustment made for assessing the quality of the working environment are available in
chapter 3 of the OECD 2015 Employment Outlook (OECD, 2015).
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Figure 7. Low quality working environments, OECD and non-OECD countries

A. Incidence of job strain, 2005
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Note: Job strain is defined as having one job demand with no job resources, or two demands with only one job resource or none. High level of job demands is
defined as having two job demands. Low level of job resources is defined as having one job resource at most. The ISSP-based job strain index was rescaled in
accordance with the EWCS-based index for continuity of the series. The rescaling factor applied to the ISSP-based index corresponds to the cross-country
average of EWCS-based indices, divided by the cross-country average of ISSP-based indices, where these two averages have been calculated over the 16
countries covered by both EWCS and ISSP data. Working very long hours is defined as working more than 60 hours in an average week. Figures represent 2010
values except for Brazil (2011), urban China (2009) and India (2011) in Panel B.

Source: Panel A: OECD calculations based on Eurofound (2007), Fourth European Working Conditions Survey, Publications Office of the European Union,
Luxembourg; and International Social Survey Programme Work Orientations Module (2005). Panel B: For OECD countries (except for Iceland, Korea, Switzerland
and the United States), figures are based on the OECD Employment Database. International surveys are used to obtain results for Iceland and Turkey (EU-SILC),
India (Gallup World Poll) and Russia (European Social Survey). For the remaining countries, calculations are based on national household and labour force
surveys (EPH: Argentina, PNAD: Brazil, GEIH: Colombia, ENAHO: Costa Rica, UHS: urban China, SAKERNAS: Indonesia, KLIPS: Korea, NIDS: South Africa,
SAKE: Switzerland, CPS: United States)
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4.2. How do workers compare? Job quality across socio-demographic groups

55.

It is also important to look within countries at how different socio-demographic groups have

access to different types of jobs. This can provide new insights into labour market inequalities by shedding
light on the nature and depth of the disadvantages faced by some segments of society. A break-down of job
quality by gender, age and level of education can be calculated for most countries and is depicted in
Figure 8 for both OECD and non OECD countries for which data are available. Results are shown for all
countries together as the split between these panels for OECD and non OECD does not reveal significant
differences. They show that some socio-demographic groups cumulate many disadvantages, while other
groups show good performance in all dimensions.

The population groups who are worst off in terms of job quality are youth and low-skilled
workers. They cumulate poor performance in terms of employment rates (Panel E) with poor
outcomes along the different dimensions of job quality (Panels A-D).

By contrast, high-skilled workers not only have easier access to jobs, but are also overly
represented among high quality jobs along all of the dimensions analysed.

The picture is mixed for women. They face some disadvantages in the labour market. A gender
gap exists in terms of earnings quality and employment rates (reflecting lower participation
rates). Women also face a higher risk of extreme low pay. On the other hand, they tend to work in
higher-quality work environments and have lower insecurity due to unemployment.

Finally, a significant gap in job quality exists between formal and informal workers* Informal
workers have lower earnings quality, face a higher risk of extremely low-paying jobs and a
higher probability of working very long hours (Figure A.2. in Annex).

42.

Given the large heterogeneity within informal employment, it would be unreasonable to assume that all
informal jobs are of low quality by definition (at least not along all dimensions). Hence, the approach to
job quality and informality does not consider informality as a dimension of quality per se, but rather tries to
quantify the quality gap between formal and informal jobs.
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Figure 8. Job quality and quantity outcomes by socio-demographic group

Cross-country averages, both OECD and non OECD (2010)
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Figure 8. Job quality and quantity outcomes by socio-demographic group (cont.)

Cross-country averages, both OECD and non OECD (2010)
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Notes:

Panel A: Calculations are based on 2010 data except for Brazil (2011), Chile (2011), India (2011) and Turkey (2011). Figures represent simple cross country
averages across all relevant countries except China, Ireland, Israel and New Zealand.

Panel B: Calculations are based on 2010 data except for Brazil (2011), Chile (2011), Switzerland (2011) and Turkey (2011). Figures represent simple cross country
averages across all relevant countries except Australia, Canada, China, Great Britain, India, Indonesia, Ireland, Israel, Japan, Mexico, Norway and New Zealand
where data from one or more socio-economic groups are missing.

Panel C: Figures represent simple cross-country averages across 11 emerging economies (ARG, BRA, CHL, CHN, COL, CRI, IND, IDN, MEX, TUR, ZAF).
Calculations are based on 2009-2010 data, except for Brazil (2009-2011), Chile (2009-2011), China (2008-2009), Costa Rica (2010-2012), India (2011-2012),
Mexico (2010-2012), South Africa (2010-2012) and Turkey (2011-2012). Calculations are based on net hourly eamings.

Panel D: Figures represent simple cross-country averages across all OECD countries (except Chile and Iceland) as well as Russia and South Africa.

Panel E: Figures represent simple cross-country averages across all sampled countries except for China, Israel and New Zealand.

Panel F: Figures represent simple cross-country averages across all sampled countries except for Iceland, Israel and New Zealand.

Sources:

Panel A: OECD calculations based on the Structure of Eamings Survey (SES) for most European countries (except for Austria, Iceland, Slovenia and Switzerland);
the EU Survey on Income and Living Conditions (for Austria, Iceland and Slovenia); the European Social Survey for Russia, and national labour force and
household surveys for the remaining countries (EPH: Argentina, PNAD: Brazil, CASEN: Chile, GEIH: Colombia, ENAHO: Costa Rica, NSS: India, SAKERNAS:
Indonesia, KLIPS: Korea, ENIGH: Mexico, NIDS: South Africa, SAKE: Switzerland, CPS: United States).

Panel B: OECD calculations based on national and international labour force surveys (EU-LFS and EU-SILC for member states of the European Union, EPH for
Argentina, PNAD for Brazil, CASEN for Chile, GEIH for Colombia, ENAHO for Costa Rica, GSOEP for Germany, KLIPS for Korea, SAKE for Switzerland, Turkish
LFS and the EU-SILC national file for Turkey, CPS for the United States). For the calculation of unemployment insurance in OECD countries, the OECD Social
Benefit Recipients database, the OECD Employment and Labour Market Statistics database and the OECD Tax-Benefit database were also used.

Panel C: OECD calculations based on national labour force and household surveys (EPH: Argentina, PNAD: Brazil, CASEN: Chile, UHS: China, GEIH: Colombia,
ENAHO: Costa Rica, NSS: India, SAKERNAS: Indonesia, ENIGH: Mexico, NIDS: South Africa, EU-SILC national file: Turkey).

Panel D: OECD calculations based on Eurofound (2007), Fourth European Working Conditions Survey, Publications Office of the European Union, Luxembourg;
and International Social Survey Programme Work Orientations Module (2005).

Panel E: OECD calculations based on the EU-SILC for members of the European Union (except Germany), the Gallup World Poll (India), the European Social
Survey for Russia, as well as national labour force and household surveys (EPH: Argentina, HILDA: Australia, PNAD: Brazil, Canadian LFS, CASEN: Chile, GEIH:
Colombia, ENAHO: Costa Rica, SOEP: Germany: NSS: India, SAKERNAS: Indonesia, KLIPS: Korea, ENIGH: Mexico, NIDS: South Africa, SAKE: Switzerland,
CPS: United States).

Panel F: OECD calculations based on the EU-SILC for members of the European Union (except Germany), the Gallup World Poll (India), the European Social
Survey (Russia), as well as national labour force and household surveys (EPH: Argentina, HILDA: Australia, PNAD: Brazil, Canadian LFS, CASEN: Chile, UHS:
China, GEIH: Colombia, ENAHO: Costa Rica, SOEP: Germany: NSS: India, SAKERNAS: Indonesia, KLIPS: Korea, ENIGH: Mexico, NIDS: South Africa, SAKE:
Switzerland, CPS: United States).
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5. CONCLUSIONS

56. This paper has presented the OECD Framework for Measuring and Assessing Job Quality,
developed jointly by the OECD Employment, Labour and Social Affairs Directorate and the Statistics
Directorate as part of a broader EU-supported project®, describing its links to the broader well-being
agenda pursued by the OECD. The approach to job quality taken is explicitly multi-dimensional and
defined in terms of earnings quality, labour market security and quality of working environment. The paper
has described measurement choices and indicators for each of the dimensions of job quality and
highlighted the main limitations on the data front. Finally, the paper has documented job quality across
both OECD and non OECD countries, as well as socio-economic groups for which data are available.

57. Going forward, further work will be necessary to extend and strengthen the comprehensive
analysis of job quality in both OECD and emerging economies. On the data front, the OECD job quality
agenda will pursue a dual track approach. The best existing information will continue to be used to monitor
job quality across countries and socio-demographic groups, while OECD statistical efforts will particularly
concentrate on the development of shared international guidelines on measuring the quality of the working
environment, in particular to foster statistics in emerging economies where data are scarce. A key objective
is to develop and enhance the job quality database to support the broader use of job-quality measures in
analytical work and policy debates.

58. Recent OECD empirical work is also enriching the static analysis conducted so far with a
dynamic perspective that places more emphasis on the long-term prospects that jobs provide (e.g. in terms
of career advancement)*. More generally, further analytical work remains to be done at country level, to
better understand how job quality interact with job quantity and contribute to overall labour market
performance. In particular, assessing the impact of job quality on labour productivity based on firm-level
data, as well as exploring the role of institutions, labour market policies, firm type and management
practices in generating a virtuous cycle of higher quality jobs, better health and higher productivity would
provide further critical evidence for giving job quality the place it deserves in the policy recommendations
on labour market performances.

43, This OECD project on “Defining, Measuring and Assessing Job Quality and its Links to Labour Market
Performance and Well-being” was launched in October 2013 (VS/2013/0108 5S12.666737).
44, See Garnero A. and A. Hijzen, S. Martin (forthcoming).
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ANNEX

Table A.1. Overview of international surveys providing information on the Quality of the Working Environment

Name of survey, | Countries covered Years Target QWE themes
special modules covered, population
and source frequency covered

European Working | EU 28, Norway, 1991, 1996, All persons - Physical risk factors

Conditions Survey | Turkey, FYROM, 2000/2001, aged 15 and .

(EWCS) Albania, Kosovo 2005, 2010, over (16 and - Physical demands

and Montenegro 2015* over in Spain, - Work intensity

(planned the UK and o S
every 5 years) | Norway, - Intimidation and discrimination at

Eurofound:

http://eurofound.e

uropa.eu/surveys/
ewcs/index

*in progress

complying with
Labour Force
Survey
universe
definition)
whose usual
place of
residence is in
the territory of
the countries
included in the

workplace
- Emotional demands and work stress
- Subjective job insecurity
- Task discretion and autonomy
- Training and learning opportunities
- Opportunity for career advancement

- Opportunity for self-realisation

survey and - Organisational participation and
Who were in Workplace VOice
employment - Intrinsic rewards
during the
reference - Good managerial practices
period. .
- Task clarity and performance
feedback
- Social support and good
relationships at work
- Work-life balance
- Unsocial work schedule
- Flexibility of working hours
European Social EU28, Norway, 2004, 2010 All persons - Physical risk factors
Survey (ESS) Switzerland, aged 15 and . .
Turkey, Israel, over (no upper | - Work intensity
Russian Federation, age limit) - Emotional demands and work stress
Family, Work and Ukraine resident within S ]
Well-being private - Subjective job insecurity
modules households in | _ 45k discretion and autonomy

http://www.europe
ansocialsurvey.org

/

each country,
regardless of
their
nationality,
citizenship or
language.

- Training and learning opportunities
- Opportunity for career advancement

- Organisational participation and
workplace voice

- Intrinsic rewards

- Social support and good
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relationships at work
- Work-life balance
- Unsocial work schedule

- Flexibility of working hours

International
Social Survey
Programme
(ISsP)

Work Orientations
module

http://www.gesis.o

Australia, Austria,
Belgium, Canada,
Czech Republic,
Denmark, Finland,
France, Germany,
Hungary, Ireland,
Israel, Italy, Japan,
Korea, Mexico,
Netherlands, New
Zealand, Norway,

1989, 1997,
2005, 2015/6*

*in progress

Nationally
representative
random
sample of the
adult
population.

- Physical risk factors

- Physical demands

- Work intensity

- Emotional demands and work stress
- Subjective job insecurity

- Task discretion and autonomy

rg/issp/home/ Poland, Portugal - Training and learning opportunities
Slovenia, Spain, - Opportunity for career advancement
Sweden, .
Switzerland, United - Intrinsic rewards
Kingdom, United - Task clarity and performance
States, Latvia, feedback
Russian Federation, )
South Africa, - Social support and good
Bu|garial Cyprus**, relationships at work
gg';?i:ﬁggﬁh* - Work-life balance
Republic, - Flexibility of working hours
Philippines, Taiwan

Eurobarometer EU28 2014 Population of - Physical risk factors

Flash Euromodule
398

European
Commission:

http://ec.europa.eu
/public_opinion/fla
sh/fl_398_en.pdf

the respective
nationalities of
the European
Union Member
States,
resident in
each of the 28
Member States
and aged 15
years and
over.

- Physical demands
- Work intensity

- Intimidation and discrimination at
workplace

- Emotional demands and work stress
- Task discretion and autonomy

- Organisational participation and
workplace voice

- Intrinsic rewards
- Good managerial practices

- Social support and good
relationships at work

- Work-life balance
- Unsocial work schedule

- Flexibility of working hours

Gallup World Poll

Gallup Inc.:

http://www.gallup.
com/services/1709

Over 150 countries
worldwide

2005/6, 2007,
2008, 2009,
2010, 2011,
2012, 2013,
2014 (yearly)

Entire civilian,
non-
institutionalized
,aged 15 and
older
population.

- Physical risk factors
- Work intensity
- Emotional demands and work stress

- Subjective job insecurity
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45/world-poll.aspx

- Opportunity for career advancement
- Opportunity for self-realisation

- Organisational participation and
workplace voice

- Good managerial practices

- Task clarity and performance
feedback

- Social support and good
relationships at work

European Quality | EU28, Norway, 2003, 2007, All people - Physical risk factors
of Life Survey Turkey, FRYOM, 2013 aged 18 and Work intensit
(EQLS) Serbia, Kosovo, over whose - Work intensity
Montenegro usual place of | - Emotional demands and work stress
residence is in o )
the territory of | - Subjective job insecurity
the countries - Task discretion and autonomy
included in the
Eurofound: survey. - Training and learning opportunities
http://www.eurofou - Opportunity for career advancement
nd.europa.eu/euro ) o
pean-quality-of- - Opportunity for self-realisation
life-surveys-eqs. - Intrinsic rewards
- Work-life balance
- Flexibility of working hours
EU-LFS AHMs EU28, Norway, 2003, 2004, Household - Physical risk factors
Switzerland, 2005, 2007, sample of Physical d q
FYROM 2010, 2013 persons aged | - ysicaldemands
Eurostat: 15 and over. - Work intensity
?ettjpr.cﬁ/setgt?sut;?izz.ceslf - Intimidation and discrimination at

explained/index.ph
p/EU_labour_force
_survey_-

_ad_hoc_modules

workplace
- Training and learning opportunities
- Work-life balance
- Unsocial work schedule

- Flexibility of working hours

Sources: Information extracted from the OECD Inventory for the Quality of the Working Environment, as available at
http://stats.oecd.org/Index.aspx?DataSetCode=JOBQ_I.The Inventory consists of OECD’s classifications based on questionnaire
sheets obtained from survey websites

**1. Note by Turkey:

The information in this document with reference to “Cyprus” relates to the southern part of the Island. There is no single authority
representing both Turkish and Greek Cypriot people on the Island. Turkey recognises the Turkish Republic of Northern Cyprus

(TRNC). Until a lasting and equitable solution is found within the context of the United Nations, Turkey shall preserve its position
concerning the “Cyprus issue”.

2. Note by all the European Union Member States of the OECD and the European Union:

The Republic of Cyprus is recognised by all members of the United Nations with the exception of Turkey. The information in this
document relates to the area under the effective control of the Government of the Republic of Cyprus.
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Figure A.1. A comparison of the OECD and UNECE job quality frameworks
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Figure A.2. The quality gap between formal and informal jobs, emerging economies, 2010
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Note: Classification between formal and informal status is based on social security payments (employees) and business registration (self-employed). For more
information about the construction of the job quality indicators used, please see the notes to Figures 2 to 5. Indonesia missing due to lack of information on

formality status; urban China missing due to limited sample size; the analysis on India is confined to all workers for whom data on social security contributions is
available (this effectively excludes self-employed workers and family workers).

Source: Panel A: OECD calculations based on national household and labour force surveys (EPH: Argentina, PNAD: Brazil, UHS: urban China, NSS: India,

ENIGH: Mexico, NIDS: South Africa), the EU-SILC national files (Turkey), the European Social Survey (Russian Federation). Panel B: OECD calculations based on
national household and labour force surveys and the EU-SILC national files (Turkey).

42



DELSA/ELSA/WD/SEM(2015)11

REFERENCES

Araujo, T.M. and R. Karasek (2008), “Validity and Reliability of the Job Content Questionnaire in Formal
and Informal Jobs in Brazil”, STWEH Suppl. No.6.

Atkinson, A.B. (1970). "On the measurement of inequality", Journal of Economic Theory, Elsevier, vol.
2(3), pages 244-263, September.

Bakker A. and E. Demerouti (2007), “The Job Demands-Resources model: state of the art”, Journal of
Managerial Psychology, Vol. 22/3, pp. 309-328.

Bassanini, A., and E. Caroli (2015), “Is work bad for health? The role of constraint vs choice”, Annals of
Economics and Statistics, forthcoming.

Boarini, R., J. Cordoba, F. Murtin and M. Ripoll (2014), “Beyond GDP: Is There a Law of One Shadow
Price?” OECD Statistics Working Papers, OECD Publishing, Paris, forthcoming.

Burke J.R., Koyuncu M., Fiksenbaum L., and F.T. Acar, (2009). “Work hours, work intensity, satisfactions
and well-being along Turkish manufacturing managers”, Europe’s Journal of Psychology 2/ pp.12-
30.

Bongaarts, J. (2001), “Household Size and Composition in the Developing World in the 1990s”,
Population Studies, Vol. 55, No. 3, pp. 263-279.

Card, D., A. Mas, E. Moretti and E. Saez (2012), “Inequality at Work: The Effect of Peer Salaries on Job
Satisfaction”, American Economic Review, Vol. 102, No. 6, pp. 2981-3003.

Cingano, F. (2014), “Inequality, Social Mobility and Growth: Evidence from OECD Countries”,
OECD SEM Working Papers, OECD Publishing, Paris, forthcoming.

Clark, A.E. (2003), “Unemployment as a Social Norm: Psychological Evidence from Panel Data”, Journal
of Labor Economics, Vol. 21, No. 2, pp. 289-322.

Clark, A.E. and C. D’Amborsio (2014), “Attitudes to Income Inequality: Experimental and Survey
Evidence”, 1ZA Discussion Papers, No. 8136, Bonn.

Clark, A.E. and A.J. Oswald (1994), “Unhappiness and Unemployment”, Economic Journal, Vol. 104,
No. 424, pp. 648-59, May.

Clark, A.E., P. Frijters and M. A. Shields (2008), “Relative Income, Happiness, and Utility: An
Explanation for the Easterlin Paradox and Other Puzzles”, Journal of Economic Literature, Vol. 46,
No. 1, pp. 95-144.

Caruso C.C., Hitchcock E.M., Dick R.B., Russo J.M., Schmit J.M., (2004). ”Overtime and extended work
shifts: Recent findings on illnesses, injuries, and health behaviors” (DHHS (NIOSH) Publication No.
2004-143). Cincinnati, OH: Department of Health and Human Services, Public Health Service,
Centres for Disease Control and Prevention. , National Institute for Occupational Safety and Health.

Dang, H. and P. Lanjouw (2013), “Measuring Poverty Dynamics with Synthetic Panels Based on Cross-
Sections”, World Bank Policy Research Working Paper No. 6504.

43



DELSA/ELSA/WD/SEM(2015)11

Dang, H., P. Lanjouw, J. Luoto and D. McKenzie (2011), “Using Repeated Cross-Sections to Explore
Movements into and out of Poverty”, Policy Research Working Paper Series No. 5550, World Bank,
published in 2014 in Journal of Development Economics, Vol. 107 (C), Elsevier, pp. 112-128.

Deaton, A. and D. Kahneman, (2010), “High income improves evaluation of life but not emotional well-
being”, Proceedings of the National Academy of Sciences, Vol. 107, No. 38

Dembe A.E., Erickson J.B., Delbos R.B., Banks S.M., (2005). “The impact of overtime and long work
hours on occupational injuries and illnesses: New evidence from the United States.” Occ Env Med
62:588-597.

Di Tella, R., R.J. MacCulloch and A.J. Oswald (2003), “The Macroeconomics of Happiness”, Review of
Economics and Statistics, Vol. 85; No. 4, pp. 809-827.

Easterlin, R. A. (1974). “Does economic growth improve the human lot? Some empirical evidence”, P. A.
David and M. W. Reder (Eds.), Nations and households in economic growth: Essays s in honour of
Moses Abramowitz, (pp. 89-125). New York: Academic Press.

EMCO (2010) Quality in Work — Thematic Review 2010, Brussels.

Eurofound (2013) Employment polarisation and job quality in the crisis: European Jobs Monitor, Dublin.

Eurofound (2012a), Trends in Job Quality in Europe, Publications Office of the European Union,
Luxembourg.

Eurofound (2012b), Health and Well-being at Work: A Report Based on the Fifth European Working
Conditions Survey, Dublin.

Eurofound (2012c), Fifth European Working Conditions Survey, Publications Office of the European
Union, Luxembourg.

European Commission (2001), Employment and Social Policies A Framework for Investing in Quality,
Brussels.

Leschke, J. and Watt, A. (2008): “Job quality in Europe”, Working Paper 2008.07, ETUI-REHS.
Ferrer-i-Carbonell, A. and X. Ramos (2010), “Inequality Aversion and Risk Attitudes”, SOEP Papers on
Multidisciplinary Panel Data Research, Vol. 271, DIW, Berlin.

Foster, J., S. Seth, M. Lokshin and Z. Sajaia (2013), A Unified Approach to Measuring Poverty and
Inequality: Theory and Practice, World Bank, Washington, DC.

Frijters P., D. Johnston and X. Meng, 2009, “The mental health cost of long working hours: the case of
rural migrants”, mimeo.

Garnero A. and A. Hijzen, S. Martin (forthcoming), “More unequal, but more mobile? Earnings Inequality
and Mobility in OECD Countries”, OECD Social, Employment and Migration Working Papers.

44



DELSA/ELSA/WD/SEM(2015)11

Gray, M., L. Qu, D. Stanton and R. Weston (2004), “Long Work Hours and the Wellbeing of Fathers and
their Families”, Australian Journal of Labour Economics, Vol. 7, No. 2, p. 255.

Green, F. (2011), “Unpacking the Misery Multiplier: How Employability Modifies the Impacts of
Unemployment and Job Insecurity on Life Satisfaction and Mental Health”, Journal of Health
Economics, Vol. 30, No. 2, pp. 265-276.

Green, F. (2009), “Subjective Employment Insecurity around the World”, Cambridge Journal of Regions,
Economy and Society, Vol. 2, No. 3, pp. 343-363.

Hewlett, S.A. and C.B. Luce (2006), “Extreme Jobs — The Dangerous Allure of the 70-hour Workweek”,
Harvard Business Review, Vol. 84, No. 12, pp. 49-59.

Hijzen, A. and B. Menyhert (forthcoming), “Measuring labour market security and assessing its role for
well-being”, OECD SEM Working Paper.

ILO — International Labour Organization (2012), Decent Work Indicators: Concepts and Definitions,
ILO Manual, First edition, Geneva.

Landsbergis, P. and R. Theorell (2000), “Measurement of Psychosocial Workplace Exposure Variables”,
Occupational Medicine, Vol. 15, No. 1, pp; 163-188.

OECD (2015), All on Board: Making Inclusive Growth Happen, OECD Publishing, Paris.
http://dx.doi.org/10.1787/9789264218512-en

OECD (2015). Enhancing job quality in emerging economies, in OECD Employment Outlook 2015,
OECD Publishing, Paris, REF

OECD (2015). The Quality of Working Lives, in OECD Employment Outlook 2015, OECD Publishing,
Paris, REF

OECD (2014), OECD Employment Outlook 2014, OECD Publishing, Paris,
http://dx.doi.org/10.1787/empl_outlook-2014-6-en.

OECD (2013a), OECD Employment Outlook 2013, OECD Publishing, Paris,
http://dx.doi.org/10.1787/empl_outlook-2013-en.

OECD (2013c) How is Life? Measuring Well-being, OECD Publishing, Paris,
http://dx.doi.org/10.1787/9789264201392-en.

OECD (2011a), Society at a Glance 2011: OECD Social Indicators, OECD Publishing, Paris,
http://dx.doi.org/10.1787/soc_glance-2011-en.

OECD (2011c) How is Life? Measuring Well-being, OECD Publishing, Paris,
http://dx.doi.org/10.1787/9789264121164-en.

Postel-Vinay, F. and A. Saint-Martin (2005), “How Do Employees Perceive Employment Protection?”,
Economie et Statistique, Vol. 372, Institut National de la Statistique et des Etudes Economiques,
pp. 41-59.

Sacks, D., B. Stevenson and J. Wolfers (2012), “The New Stylized Facts about Income and Subjective
Well-Being”, Emotion, Vol. 12, No. 6, pp. 1181-1187.

45


http://dx.doi.org/10.1787/9789264218512-en
http://dx.doi.org/10.1787/empl_outlook-2014-6-en
http://dx.doi.org/10.1787/empl_outlook-2013-en
http://dx.doi.org/10.1787/9789264201392-en
http://dx.doi.org/10.1787/soc_glance-2011-en
http://dx.doi.org/10.1787/9789264121164-en

DELSA/ELSA/WD/SEM(2015)11

Salvatori, A. (2010), “Labour Contract Regulations and Workers’ Wellbeing: International Longitudinal
Evidence,” Labour Economics, Vol. 17, No. 4, Elsevier, pp. 667-678, August.

Sen, A. (1985), Commodities and Capabilities, North-Holland Publishing, Amsterdam.

Senik, C. (2009), “Income Distribution and Subjective Happiness: A Survey”, OECD Social, Employment

and Migration Working Papers, No. 96, OECD Publishing, Paris,
http://dx.doi.org/10.1787/218860720683.

Stevenson, B. and J. Wolfers (2008), “Economic Growth and Subjective Well-Being: Reassessing the
Easterlin Paradox”, Brookings Papers on Economic Activity, Spring 2008.

Stevenson, B. and J. Wolfers (2013), “Subjective Well-Being and Income: Is There Any Evidence of
Satiation?” American Economic Review, Papers and Proceedings, Vol. 101(3), pp. 598-604.

Stiglitz, J., Sen, A. and Fitoussi, J.P. (2009). “Report by the Commission on the Measurement of Economic
Performance and Social Progress”, Paris.

UNECE (2015). Statistical Framework for Measuring Quality of Employment.
UNECE (2010), Measuring Quality of Employment — Country Pilot Reports, Geneva.

UNICE (2001) UNICE position paper on the Commission Communication ‘Employment and Social
Policies: A Framework for Investing in Quality’, Available at www.businesseurope.eu.

Young, C. (2012), “Losing a Job: The Non-pecuniary Cost of Unemployment in the United States”, Social
Forces, VVol. 91, No. 2, pp. 609-634.

Database references

OECD Benefit Recipients Database

OECD Earnings Distribution Database
OECD Employment Database

OECD Labour Market Programmes Database
OECD Taxes and Benefits Database

OECD Unemployment Duration Database

46


http://dx.doi.org/10.1787/218860720683

DELSA/ELSA/WD/SEM(2015)11

OECD SOCIAL, EMPLOYMENT AND MIGRATION WORKING PAPERS

Most recent releases are:

No. 173 HOUSING POLICY IN CHILE: A CASE STUDY ON TWO HOUSING PROGRAMMES FOR LOW-

No.

172

No.171

No.

No.
No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

170

169
168

167

166

165

164

163

162

161

160

159

158

157

156

INCOME HOUSEHOLDS, Angelica Salvi Del Pero, OECD Directorate for Employment, Labour, and
Social Affairs, Social Policy Division (forthcoming)

PAID PARENTAL LEAVE: LESSONS FROM OECD COUNTRIES AND SELECTED U.S. STATES,
Willem Adema, Chris Clarke, Valerie Frey, OECD Directorate for Employment, Labour, and Social
Affairs, Social Policy Division

FISCAL REDISTRIBUTION IN MIDDLE INCOME COUNTRIES: BRAZIL, CHILE, COLOMBIA,
INDONESIA, MEXICO, PERU AND SOUTH AFRICA, Nora Lustig, Samuel Z. Stone Professor of Latin
American Economics and Director of the Commitment to Equity Institute (CEQI), Tulane University and
non-resident fellow of the Centre for Global Development and the Inter-American Dialogue (2015)

THE IMPACT OF DEPRESSION ON EMPLOYMENT OF OLDER WORKERS IN EUROPE, Christopher
PRINZ, Justine KNEBELMANN (2015) (forthcoming)

WORKING AND LEARNING: A DIVERSITY OF PATTERNS, Glenda Quintini (2015)

THE EFFECTS OF VOCATIONAL EDUCATION ON ADULT SKILLS AND WAGES. WHAT CAN WE
LEARN FROM PIAAC?, Giorgio Brunello and Lorenzo Rocco (2015)

THE CAUSES AND CONSEQUENCES OF FIELD-OF-STUDY MISMATCH: AN ANALYSIS USING
PIAAC, Guillermo Montt (2015)

HOW DEMANDING ARE ELIGIBILITY CIRTERIA FOR UNEMPLOYMENT BENEFITS,
QUANTITATIVE INDICATORS FOR OECD AND EU COUNTRIES, Kristine Langenbucher (2015)

LOST AND FOUND? THE COST OF JOB LOSS IN FRANCE, Vahé Nafilyan (2015)

NEET YOUTH IN THE AFTERMATH OF THE CRISIS: CHALLENGES AND POLICIES, Stéphane
Carcillo, Rodrigo Fernandez and Sebastian Konigs, OECD Directorate for Employment, Labour and Social
Affairs, Social Policy Division; Andreea Minea, Sciences Po Paris (2015)

TRENDS IN INCOME INEQUALITY AND ITS IMPACT ON ECONOMIC GROWTH, Federico Cingano
(Forthcoming)

ARE RECIPIENTS OF SOCIAL ASSISTANCE 'BENEFIT DEPENDENT'? CONCEPTS, MEASUREMENT
AND RESULTS FOR SELECTED COUNTRIES, Herwig Immervoll, Stephen P. Jenkins, Sebastian Kénigs
(2014)

MENTAL HEALTH AND WORK: ACHIEVING WELL-INTEGRATED POLICIES AND SERVICE
DELIVERY, Iris Arends, Niklas Baer, Veerle Miranda, Christopher Prinz and Shruti Singh (2014)

A NEW PROFILE OF MIGRANTS IN THE AFTERMATH OF THE RECENT ECONOMIC CRISIS, Cansin
Arslan, Jean-Christophe Dumont, Zovanga Kone, Yasser Moullan, Caglar Ozden, Christopher Parsons,
Theodora Xenogiani (2014)

TRENDS IN TOP INCOMES AND THEIR TAXATION IN OECD COUNTRIES, Michael Forster, Ana
Llena-Nozal and Vahé Nafilyan (2014)

SKILLS AT WORK: HOW SKILLS AND THEIR USE MATTER IN THE LABOUR MARKET,
Glenda Quintini (2014)

CHANGES IN FAMILY POLICIES AND OUTCOMES: IS THERE CONVERGENCE?, Willem Adema,
Nabil Ali, and Oliver Thévenon

RETOUR A L’EMPLOI DES CHOMEURS SENIORS FRANCAIS AYANT BENEFICIE D'UN
ACCOMPAGNEMENT RENFORCE VERS L’EMPLOI EN 2009 ET 2010, Gwenn Parent (2014)

47



DELSA/ELSA/WD/SEM(2015)11

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

No.
No.

No.
No.

No.

No.

No.

No.

No.

No.
No.

No.

No.

155

154

153

152

151

150

149

148

147

146

145
144

143
142

141

140

139

138

137

136
135

134

133

MIGRATION AS AN ADJUSTMENT MECHANISM IN THE CRISIS? A COMPARISON OF EUROPE
AND THE UNITED STATES, Julia Jauer, Thomas Liebig, John P. Martin and Patrick Puhani (2014)

SAME BUT DIFFERENT: SCHOOL-TO-WORK TRANSITIONS IN EMERGING AND ADVANCED
ECONOMIES, Glenda Quintini and Sébastien Martin (2014)

A NEW MEASURE OF SKILLS MISMATCH, Michele Pellizzari and Anne Fichen (2013)
CATASTROPHIC JOB DESTRUCTION, Anabela Carneiro, Pedro Portugal and José Varejao (2013)

THE PERVERSE EFFECTS OF JOB-SECURITY PROVISIONS ON JOB SECURITY IN ITALY: RESULTS
FROM A REGRESSION DISCONTINUITY DESIGN, Alexander Hijzen, Leopoldo Mondauto, Stefano
Scarpetta (2013)

REDISTRIBUTION POLICY IN EUROPE AND THE UNITED STATES: IS THE GREAT RECESSION A
'GAME CHANGER' FOR WORKING-AGE FAMILIES? Herwig Immervoll, Linda Richardson (2013)

A BIRD’S EYE VIEW OF GENDER DIFFERENCES IN EDUCATION IN OECD COUNTRIES Angelica
Salvi Del Pero and Alexandra Bytchkova (2013)

TRENDS IN POVERTY AND INEQUALITY IN DECENTRALISING INDONESIA Riyana Miranti, Yogi
Vidyattama, Erick Hansnata, Rebecca Cassells and Alan Duncan (2013)

WOMEN ENTREPRENEURS IN THE OECD: KEY EVIDENCE AND POLICY CHALLENGES Mario
Piacentini (2013)

AN EVALUATION OF INTERNATIONAL SURVEYS OF CHILDREN, Dominic Richardson and Nabil Ali
(2014)

DRIVERS OF FEMALE LABOUR FORCE PARTICIPATION IN THE OECD Olivier Thévenon (2013)

THE ROLE OF SHORT-TIME WORKING SCHEMES DURING THE GLOBAL FINANCIAL CRISIS AND
EARLY RECOVERY, Alexander Hijzen, Sébastien Martin (2012)

TRENDS IN JOB SKILL DEMANDS IN OECD CouNTRIES, Michael J. Handel (2012)

HELPING DISPLACED WORKERS BACK INTO JOBS AFTER A NATURAL DISASTER: RECENT
EXPERIENCES IN OECD COUNTRIES, Danielle Venn (2012)

LABOUR MARKET EFFECTS OF PARENTAL LEAVE POLICIES IN OECD COUNTRIES, Olivier
Thévenon & Anne Solaz (2012)

FATHERS’ LEAVE, FATHERS’ INVOLVEMENT AND CHILD DEVELOPMENT: ARE THEY RELATED?
EVIDENCE FROM FOUR OECD COUNTRIES, Maria C. Huerta, Willem Adema, Jennifer Baxter, Wen-
Jui Han, Mette Lausten, RaeHyuck Lee and Jane Waldfogel (2012)

FLEXICURITY AND THE ECONOMIC CRISIS 2008-9 — EVIDENCE FROM DENMARK, Tor Eriksson
(2012)

EFFECTS OF REDUCING GENDER GAPS IN EDUCATION AND LABOUR FORCE PARTICIPATION
ON ECONOMIC GROWTH IN THE OECD, Olivier Thévenon, Nabil Ali, Willem Adema and Angelica
Salvi del Pero (2012)

THE RESPONSE OF GERMAN ESTABLISHMENTS TO THE 2008-2009 ECONOMIC CRISIS, Lutz
Bellman, Hans-Dieter Gerner, Richard Upward (2012)

Forthcoming THE DYNAMICS OF SOCIAL ASSISTANCE RECEIPT IN GERMANY Sebastian Konigs

MONEY OR KINDERGARTEN? DISTRIBUTIVE EFFECTS OF CASH VERSUS IN-KIND FAMILY
TRANSFERS FOR YOUNG CHILDREN, Michael Forster and Gerlinde Verbist (2012)

THE ROLE OF INSTITUTIONS AND FIRM HETEROGENEITY FOR LABOUR MARKET
ADJUSTMENTS: CROSS-COUNTRY FIRM-LEVEL EVIDENCE, Peter N. Gal (VU University
Amsterdam), Alexander Hijzen and Zoltan Wolf (2012)

CAPITAL’S GRABBING HAND? A CROSS-COUNTRY/CROSS-INDUSTRY ANALYSIS OF THE
DECLINE OF THE LABOUR SHARE, Andrea Bassanini and Thomas Manfredi (2012)

48



No.

No.

No.

No.

No.

No.

No.

No.
No.

No.
No.

No.
No.
No.

No.

No.

No.

No.

No.

No.

No.

No.

No.

132

131

130

129

128

127

126

125
124

123
122

121
120
119

118

117

116

115

114

113

112

111

110

DELSA/ELSA/WD/SEM(2015)11

INCOME DISTRIBUTION AND POVERTY IN RUSSIA, Irinia Denisova (2012)
ELIGIBILITY CRITERIA FOR UNEMPLOYMENT BENEFITS, Danielle Venn (2012)

THE IMPACT OF PUBLICLY PROVIDED SERVICES ON THE DISTRIBUTION OF RESOURCES:
REVIEW OF NEW RESULTS AND METHODS, Gerlinde Verbist, Michael Forster and Maria Vaalavuo
(2012)

AN OVERVIEW OF AUSTRALIA'S SYSSTEM OF INCOME AND EMPLOYMENT ASSISTANCE FOR
THE UNEMPLOYED, Peter Davidson, Peter Whiteford (2012)

THE INTEGRATION OF IMMIGRANTS AND THEIR CHILDREN INTO THE LABOUR MARKET IN
SWITZERLAND, Thomas Liebig, Sebastian Kohls and Karoline Krause (2012)

THE LABOUR MARKET INTEGRATION OF IMMIGRANTS AND THEIR CHILDREN IN AUSTRIA,
Karolin Krause and Thomas Liebig (2011)

ARE RECENT IMMIGRANTS DIFFERENT? A NEW PROFILE OF IMMIGRANTS IN THE OECD
BASED ON DIOC 2005/06, Sarah Widmaier and Jean-Christophe Dumont (2011)

EARNINGS VOLATILITY AND ITS CONSEQUENCES FOR HOUSEHOLDS, Danielle Venn (2011)

CRISIS, RECESSION AND THE WELFARE STATE, Willem Adema, Pauline Fron and Maxime Ladaique
(2011)

AGGREGATE EARNINGS AND MACROECONOMIC SHOCKS Andrea Bassanini (2011)

REDISTRIBUTION POLICY AND INEQUALITY REDUCTION IN OECD COUNTRIES: WHAT HAS
CHANGED IN TWO DECADES? Herwig Immervoll, Linda Richardson (2011)

OVER-QUALIFIED OR UNDER-SKILLED, Glenda Quintini (2011)
RIGHT FOR THE JOB, Glenda Quintini (2011)

THE LABOUR MARKET EFFECTS OF UNEMPLOYMENT COMPENSATION IN BRAZIL ,
Alexander Hijzen (2011)

EARLY MATERNAL EMPLOYMENT AND CHILD DEVELOPMENT IN FIVE OECD COUNTRIES,
Maria del Carmen Huerta, Willem Adema, Jennifer Baxter, Miles Corak, Mette Deding, Matthew C.
Gray, Wen-Jui Han, Jane Waldfogel (2011)

WHAT DRIVES INFLOWS INTO DISABILITY?EVIDENCE FROM THREE OECD COUNTRIES
Ana Llena-Nozal and Theodora Xenogiani (2011)

COOKING, CARING AND VOLUNTEERING: UNPAID WORK AROUND THE WORLD,
Veerle Miranda (2011)

THE ROLE OF SHORT-TIME WORK SCHEMES DURING THE 2008-09 RECESSION,
Alexander Hijzen and Danielle Venn (2010)

INTERNATIONAL MIGRANTS IN DEVELOPED, EMERGING AND DEVELOPING COUNTRIES: AN
EXTENDED PROFILE,
Jean-Christophe Dumont, Gilles Spielvogel and Sarah Widmaier (2010)

ACTIVATION POLICIES IN JAPAN ,
Nicola Duell, David Grubb, Shruti Singh and Peter Tergeist (2010)

ACTIVATION POLICIES IN SWITZERLAND,
Nicola Duell and Peter Tergeist with contributions from Ursula Bazant and Sylvie Cimper (2010)

ECONOMIC DETERMINANTS AND CONSEQUENCES OF CHILD MALTREATMENT
Lawrence M. Berger, Jane Waldfogel (forthcoming)

DISTRIBUTIONAL CONSEQUENCES OF LABOR DEMAND ADJUSTMENTS TO A DOWNTURN:
A MODEL-BASED APPROACH WITH APPLICATION TO GERMANY 2008-09,
Herwig Immervoll, Olivier Bargain, Andreas Peichl, Sebastian Siegloch (2010)

49



DELSA/ELSA/WD/SEM(2015)11

No. 109 DECOMPOSING NOTIONAL DEFINED-CONTRIBUTION PENSIONS: EXPERIENCE OF OECD
COUNTRIES’ REFORMS, Edward Whitehouse (2010)

No. 108 EARNINGS OF MEN AND WOMEN WORKING IN THE PRIVATE SECTOR: ENRICHED DATA FOR
PENSIONS AND TAX-BENEFIT MODELING, Anna Cristina D’Addio and Herwig Immervoll (2010)

No. 107 INSTITUTIONAL DETERMINANTS OF WORKER FLOWS: A CROSS-COUNTRY/CROSS-INDUSTRY
APPROACH, Andrea Bassanini, Andrea Garnero, Pascal Marianna, Sebastien Martin (2010)

No. 106 RISING YOUTH UNEMPLOYMENT DURING THE CRISIS: HOW TO PREVENT NEGATIVE
LONG-TERM CONSEQUENCES ON A GENERATION?
Stefano Scarpetta, Anne Sonnet and Thomas Manfredi (2010)

No. 105 TRENDS IN PENSION ELIGIBILITY AGES AND LIVE EXPECTANCY, 1950-2050
Rafal Chomik and Edward Whitehouse (2010)

No. 104 ISRAELI CHILD POLICY AND OUTCOMES
John Gal, Mimi Ajzenstadt, Asher Ben-Arieh, Roni Holler and Nadine Zielinsky (2010)

No. 103 REFORMING POLICIES ON FOREIGN WORKERS IN ISRAEL
Adriana Kemp (2010)

No. 102 LABOUR MARKET AND SOCIO-ECONOMIC OUTCOMES OF THE ARAB-ISRAELI POPULATION
Jack Habib, Judith King, Asaf Ben Shoham, Abraham Wolde-Tsadick and Karen Lasky (2010)

No. 101 TRENDS IN SOUTH AFRICAN INCOME DISTRIBUTION AND POVERTY SINCE THE FALL
OF APARTHEID
Murray Leibbrandt, Ingrid Woolard, Arden Finn and Jonathan Argent (2010)

No. 100 MINIMUM-INCOME BENEFITS IN OECD COUNTRIES: POLICY DESIGN, EFFECTIVENESS
AND CHALLENGES
Herwig Immervoll (2009)

A full list of Social, Employment and Migration Working Papers is available at www.oecd.org/els/workingpapers.

Other series of working papers available from the OECD include: OECD Health Working Papers.

50


http://www.oecd.org/els/workingpapers
http://www.oecd.org/els/health/workingpapers

DELSA/ELSA/WD/SEM(2015)11

RECENT RELATED OECD PUBLICATIONS:

MATCHING ECONOMIC MIGRATION WITH LABOUR MARKET NEEDS, http://www.oecd.org/eu/matching-economic-
migration-with-labour-market-needs.htm

EMPLOYMENT OUTLOOK 2015, http://www.oecd.org/employment/oecdemploymentoutlook.htm

CONNECTING PEOPLE WITH JOBS UK,
http://www.oecd.org/employment/emp/activelabourmarketpoliciesandactivationstrategies.htm

RECRUITING IMMIGRANT WORKERS NEW ZEALAND, http://www.oecd.org/migration/recruiting-immigrant-workers-
nz-2014.htm

JOBS FOR IMMIGRANTS VOL. 4 ITALY, http://www.oecd.org/els/jobsforimmigrantsseries.htm

THE 2012 LABOUR MARKET REFORM IN SPAIN, http://www.oecd.org/employment/spain-labourmarketreform.htm

INVESTING IN YOUTH: BRAZIL (2014), www.0oecd.org/employment/action-plan-youth.htm

AGEING AND EMPLOYMENT POLICIES: NETHERLANDS 2014, http://www.oecd.org/els/ageing-and-employment-
policies-netherlands-2014-9789264208155-en.htm

OECD REVIEWS OF PENSION SYSTEMS: IRELAND, http://www.oecd.org/els/public-pensions/reforms-essential-to-
make-irelands-pensionsystem-fairer.htm

AGEING AND EMPLOYMENT POLICIES: NETHLERLANDS 2014, www.oecd.org/els/employment/olderworkers

SOCIETY AT A GLANCE 2014, www.oecd.org/els/societyataglance.htm

MENTAL HEALTH AND WORK: UNITED KINGDOM (2014), www.oecd.org/els/emp/mentalhealthandwork-
unitedkingdom.htm

VIEILLISSEMENT ET POLITIQUES DE L'EMPLOI : FRANCE 2014: MIEUX TRAVAILLER AVEC L'AGE,
www.oecd.org/fr/emploi/emp/vieillissementetpolitiquesdelemploi.htm

MENTAL HEALTH AND WORK: SWITZERLAND (2014), www.oecd.org/els/emp/mentalhealthandwork-switzerland.htm

PENSIONS AT A GLANCE 2013, www.oecd.org/els/public-pensions/pensionsataglance.htm

HEALTH AT A GLANCE 2013: OECD INDICATORS, www.oecd.org/health/health-systems/health-at-a-glance.htm

OECD EMPLOYMENT OUTLOOK 2013, www.oecd.org/els/emp/oecdemploymentoutlook.htm

CLOSING THE GENDER GAP: ACT NOW, www.oecd.org/gender/closingthegap.htm

OECD PENSIONS OUTLOOK 2012, www.oecd.org/finance/privatepensions/

INTERNATIONAL MIGRATION OUTLOOK 2012,www.oecd.org/els/internationalmigrationpoliciesanddata/

OECD EMPLOYMENT OUTLOOK 2012, www.oecd.org/employment/employmentpoliciesanddata

SICK ON THE JOB: Myths and Realities about Mental Health and Work (2011), www.oecd.org/els/disability

DIVIDED WE STAND: Why Inequality Keeps Rising (2011), www.oecd.org/els/social/inequality

For a full list, consult the OECD online Bookshop at www.oecd.org/bookshop

51


http://www.oecd.org/eu/matching-economic-migration-with-labour-market-needs.htm
http://www.oecd.org/eu/matching-economic-migration-with-labour-market-needs.htm
http://www.oecd.org/employment/emp/activelabourmarketpoliciesandactivationstrategies.htm
http://www.oecd.org/migration/recruiting-immigrant-workers-nz-2014.htm
http://www.oecd.org/migration/recruiting-immigrant-workers-nz-2014.htm
http://www.oecd.org/els/jobsforimmigrantsseries.htm
http://www.oecd.org/employment/spain-labourmarketreform.htm
file://as-gen-1/ASgenELS/PROJECTS/BACKUP/ELS-STD%20Job%20Quality/Sandrine/WP%20-%20framework/MASTER/www.oecd.org/employment/action-plan-youth.htm
http://www.oecd.org/els/ageing-and-employment-policies-netherlands-2014-9789264208155-en.htm
http://www.oecd.org/els/ageing-and-employment-policies-netherlands-2014-9789264208155-en.htm
http://www.oecd.org/els/public-pensions/reforms-essential-to-make-irelands-pensionsystem-fairer.htm
http://www.oecd.org/els/public-pensions/reforms-essential-to-make-irelands-pensionsystem-fairer.htm
http://www.oecd.org/els/employment/olderworkers
file://as-gen-1/ASgenELS/PROJECTS/BACKUP/ELS-STD%20Job%20Quality/Sandrine/WP%20-%20framework/MASTER/www.oecd.org/els/societyataglance.htm
http://www.oecd.org/els/emp/mentalhealthandwork-unitedkingdom.htm
http://www.oecd.org/els/emp/mentalhealthandwork-unitedkingdom.htm
http://www.oecd.org/fr/emploi/emp/vieillissementetpolitiquesdelemploi.htm
http://www.oecd.org/els/emp/mentalhealthandwork-switzerland.htm
http://www.oecd.org/els/public-pensions/pensionsataglance.htm
http://www.oecd.org/health/health-systems/health-at-a-glance.htm
http://www.oecd.org/els/emp/oecdemploymentoutlook.htm
http://www.oecd.org/gender/closingthegap.htm
http://www.oecd.org/finance/privatepensions/
http://www.oecd.org/els/internationalmigrationpoliciesanddata/
http://oecdshare.oecd.org/els/Information_and_Procedures/Working%20Papers1/Guidelines%20and%20Templates/www.oecd.org/employment/employmentpoliciesanddata
http://www.oecd.org/els/disability
http://www.oecd.org/els/social/inequality
http://www.oecd.org/bookshop

	ACKNOWLEDGEMENTS
	Summary
	Resumé
	Introduction
	1. Overview of the main international initiatives on measuring job quality
	1.1. Major international frameworks
	1.2. Differences and limitations of existing international frameworks

	2. The OECD Job Quality Framework
	2.1. Conceptual underpinning: the Well-being agenda
	2.2. What makes a good job?
	Earnings quality
	Labour market security
	Quality of the working environment
	Bringing the three dimensions of Job Quality together


	3. Operationalising the Job Quality framework
	3.1. Selecting a set of job quality indicators
	3.2. Measuring Earnings Quality
	3.3. Measuring Labour Market Security
	3.4. Measuring quality of the working environment
	3.5. Limitations and the way forward

	4. A statistical portrait of job quality
	4.1. How do countries compare?
	4.2. How do workers compare? Job quality across socio-demographic groups

	5. Conclusions
	Annex
	Database references


