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�E�X�E�C�U�T�I�V�E� �S�U�M�M�A�R�Y
This study describes and analyses the development of precarious work in Europe, focus ing
on its underlying causes and assessment of policy answers at European and national level.
It is based on existing available data, studies and analysis from various sources,
complemented by our independent data and expertise and documents from national and
international institutions. It provides specific discussions of the issues associated with
the risk of precariousness and is based on concrete quantitative and qualitative
evidence.

The study works with the two analytical axes of employment relations and individual
risk of precariousness with a conceptual link to quality of work. The types of employment
relationships examined are „standard… open -ended, full - time contracts, part - time work, self -
employment, temporary work (including fixed - term contracts, temporary agency work,
seasonal and casual work, posted work and outsourced or subcontracted work), zero hours
contracts, internships, and informal or undeclared work. The most relevant indicator for
individual risk of precariousness is i n-work poverty and low pay, though interpretation
needs to be cautious, as in -work poverty is the result of multiple factors in addition to low
earnings, such as levels of working hours, the labour supply, jobless households, household
size, means - tested social benefits, a nd poverty thresholds. Other indicators are social
security, labour rights, stress and health, career development and training, and low levels
of collective rights.

The financial crisis and its aftermath has been one driver affecting risk of
precariousnes s in Europe . As employers and employees find themselves operating in a
more competitive and uncertain context post - crisis, new hirings have increasingly take n
place on the basis of temporary and marginal part - time contracts. Jobseekers have
accepted these contracts, as the alternative would be continued unemployment. This rise in
atypical contracting has meant that j ob insecurity has increased significantly in some
countries, such as Portugal, Spain, Ireland, Latvia and Greece, involuntary temporary
work has increased significantly in Ireland, but also in Latvia and involuntary part - time
working has increased significantly in Italy, Lithuania, Spain, Ireland, Latvia and Greece.
Eurofound (2013b) also finds that the financial crisis has had a significant nega tive effect
on working conditions in Europe. Further, lower levels of funds have been available for
enforcement services in Member States, with the result that abuses of employment
relations , such as non -compliance with labour legislation or collective agr eements, may be
going undetected.

Other drivers of precariousness include the institutional framework , such as the
absence or presence of a statutory national minimum wage, which helps to reduce the risk
of in -work poverty, the extent of active labour mar ket policies, the interaction of tax and
social security systems with low pay, which has an impact on labour market participation
and on reducing the risk of in -work poverty, and the existence of collective bargaining
systems , which help to balance worker protection and flexibility .

Labour market regulation is also a key factor affecting risk of precariousness .
Labour markets that afford protection to workers in the areas of working conditions,
protection against discrimination and dismissal, access to soci al rights and to collective
rights are likely to have a lower overall risk of precariousness than those which do not.
However, t here is a risk towards an increasingly dualised labour market (e.g. in Spain
and France) where high levels of employment protect ion for „insiders… are accompanied by
high and rising levels of fixed - term contracts for new hirings.
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This study shows that all employment relationships are at some risk of
precariousness . The risk of in -work poverty, lack of social security coverage and lack of
access to labour rights are the mos t serious risks for individuals (see Table 1 above).

On the basis of the set of indicators used, this study found evidence that:

· Open -ended full - time contracts and open -ended part - time c ontracts are at a
relatively low risk of precariousness .

· Marginal and involuntary part - time work, fixed - term work and involuntary fixed -
term work, work and self -employment (with and without employees) are at a
relatively medium risk of precariousness .

· Temp orary agency work and posted work are at a relatively medium/high risk of
precariousness .

· Informal/undeclared work and in some cases zero hours contracts are at a
relatively high risk of precariousness.

This evidence confirms that so - called atypical contra cts bear a higher risk of
precariousness, although, as stated above, much depends on the concrete situation of
the individual and the type of risk to which they are exposed.

Men are more likely to work on a full - time and permanent basis (65 % compared
with 52 %), and as freelancers or self - employed than women and conversely ,
women are much more likely than men to work on a part - time basis . The likelihood of
being employed on a full - time permanent contract decreases, the lower the
educational level and the l ower the age : half of young Europeans between 15 and 24
yea rs of age work either part - time, fewer than 20 hours per week , or on a temporary basis
(fixed - term or apprenticeships/trainees) . One in two young people are working part - time
(< 20 hours) or on a t emporary basis. 64 % of those with high levels of education work on
a full - time permanent basis, compared with 48 % of those with low levels of education . By
contrast, t he share of freelancer and self -employed persons is about constant across all
education al level s.

The share of different types of contract varies by economic activity of the employer:
for example, full - time working is most prevalent in industry, part - time working is more
likely in services , self -employment is much more common in agriculture , and the extent of
temporary working is low in all sectors.

Evidence from European statistics shows that t here is wide variation regarding risk of
precarious working by Member State . In many countries, atypical employment
relationships, such as fixed - ter m and temporary working, are more associated with a high
risk of precariousness. According to our research, there are a wide variety of patterns ,
depending on country. For example, involuntary part - time working is high in Greece,
Spain, Italy, Bulgaria, Po rtugal and Cyprus in particular. Marginal part - time work is
highest in the Netherlands, Germany, Denmark, Ireland, UK and Austria. Fixed - term
contracts are widespread in France, Spain, Portugal and Poland, where the trend is rising.
Undeclared work is a ma jor issue in Estonia, Latvia, Netherlands and Malta. Zero hours
contracts are specific to a few Member States, such as the UK, the Netherlands and
Austria, where they are concentrated in sectors such as retail and hospitality.

The main type of employment r elationship in the EU is full - time permanent
contracts , with 59 % of the share of employment , down from 62 % in 2003. Logically, if
this trend continues, standard contracts might become at the longer term a minority form
of contracting, and it could be arg ued that this is already so in the case of young people
and in some sectors. Full - time and permanent contracting is most prevalent in
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industries, public administration and education. Its share is highest in eastern
and south - eastern Europe .

If the trend to wards non -standard forms of work continues, it is likely that the risk of
precariousness will increase. This, coupled with the rise of new forms of working ,
powered by digitalisation and new technology, will mean that the EU will need to focus
on developin g policy that ensures the framework necessary to promote both
flex ibility and employment security.

While standard forms of employment are at a lower risk of precariousness, our data
analysis and literature review shows that they are not free from risk of p recariousness. On
a country basis, low pay is a potential risk or precariousness in particular in Hungary, job
security in Lithuania and health in Latvia.

There are some risks associated with low pay, in - work poverty, and poor working
conditions in some se ctors and occupation s, such as those in personal services,
hospitality, elementary professions and in particular drivers and refuse workers .
There is therefore a need for a policy focus on sectors and occupations that are at risk of
being at multiple disad vantage, particularly in the area of low pay and in -work poverty.

Part - time work accounts for around 7 % of employment in the EU , although this
figure varies considerably between EU Member States , from 18 % in the Netherlands to
around 2 % in Latvia and Po land . The overall working conditions of part - time employees
who have an unlimited contract seem not to be that different from those of full - time
workers. Marginal part - time work, involving employees who are working fewer
than 20 hours per week, is increasi ng . Marginal part - time employment is marked by
less job security, fewer career opportunities, less training investment by the
employers, a higher share of low pay and in some countries less satisfaction with
payment . On average, around a quarter of part - ti me workers do so involuntarily .
The share is more than twice as much in Greece, Spain, Italy, Bulgaria, Portugal and
Cyprus. The policy focus here should be on encouraging the transition from involuntary
part - time work to full - time work and on benefit cove rage and pay thresholds in the case of
marginal part - time work.

The share of self - employed persons without employees (freelancers) in Europe is
slightly above 10 % and has not changed over last decade for most of the countries.
Perceptions of working condi tions for freelancers in Europe are rather mixed but do not
deviate a great deal from the EU -28 average. Freelancers perceive more positive job
security (in seven countries) but their investment in training is below average in
10 countries. Satisfaction wi th working conditions is at average or slightly above even.
Satisfaction with health is below average in eight countries and particularly in Lithuania,
Portugal and Romania. This might reflect the distribution of freelancers regarding their
economic activi ty € they work mainly in physical demanding industries such as agriculture,
fishery and forestry or other non -manufacturing industries.

Self - employed persons with at least one employee , i.e. entrepreneurs, account for 4
% of total employment in Europe. The share is highest in Italy (6.6 %) and lowest in
Romania (1.1 %). In all countries, self - employed persons with employees experience
the best working conditions (or subjective perceptions of it), satisfaction with
career opportunities, job security and pay , with results above the EU -28 average,
compared with other types of work. The main risks for this group are above -average levels
of psycho -social demands and lack of training.

€Bogus• self - employment can be seen as an abuse of the employment relationship in
that individuals are carrying out the same tasks, for one employer, as that employer…s
employees. While the risks are no different than those for self -employment, there are
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issues around avoidance of social security payment and access to labour rights in
addition to high dependency from one employer . Women are more vulnerable to „bogus…
self -employment than men. Bogus self -employed workers have the lowest incomes and
the greatest household financial difficulty of any category of worker . National
policies and labour inspection measures need to focus on exposing this practice, targeting
high risk sectors.

The share of fixed - term contracts of total employment is 7 % and has not changed
significantly in most countries. The main risks of precariousness in the c ase of fixed - term
employment overall include lower pay and limited and decreasing transitions to
standard forms of working (22.8 % in 2013, down from 27.3 % in 2007 ). A t EU level, a
quarter are between seven and 12 months, with just over 20 % up to three m onths. This
may indicate that fixed - term contracts are not being used as a stepping stone to
more permanent forms of contracting . Nevertheless, there is quite a difference in
contract design between countries. Short - term contracts (up to three months) are
predominant in Spain, Lithuania, Latvia, Belgium, Estonia and Hungary. A duration of more
than two years on the other hand is very likely in Austria, Cyprus and Germany.

Our data analysis, backed up by the results of the literature review, found that wo rke rs on
fixed - term contracts experience much lower levels of job security than those in
permanent employment. Fixed - term work is also at risk of a lack of access to employment
rights: the majority of workers• rights and protection in the EU have been built
around standard contracts . In terms of the health of workers on fixed - term contracts,
the evidence is mixed. Member States need to be encouraged to focus on ensuring equal
treatment, preventing abuses and encouraging transitions. The majority of seasonal wo rk
is low skilled , in sectors such as agriculture and tourism , and as such seasonal work
is also, by nature, low paid .

Temporary agency work accounts for 1.5 % of total employment on average ,
although in the Netherlands and Slovenia, the share is twice as high. There is a risk of
precariousness in terms of earnings for temporary agency workers if they receive lower
wages than comparable workers in the user firm in order to balance the fees paid to
the temporary employment agency. There is some evidence tha t temporary agency work
can , under certain conditions, act as the first step for certain categories of
unemployed individuals making their way back into the labour market and on to
permanent work . Member States need to be encouraged to ensure that the EU D irective
on temporary agency work is implemented correctly and that transitions are
encouraged .

European regulation governing posted workers provides minimum standards in terms of
the employment conditions of posted workers, but may leave some legal loopho les in terms
of implementation. For example, employers can set up „letter box companies… to circumvent
the law. Further, posted workers are only entitled to minimum rates of pay as set by law or
collective agreement in the host country, rather than actual remuneration for comparable
host country workers.  Therefore, p osted workers are potentially at risk of
precariousness if they are posted by employers who are making use of legal
loopholes, which means that they may apply lower levels of pay and
disadvanta geous terms and conditions . Precarious employment practices are
concentrated in certain occupations and sectors, such as construction , y, and as a
result, even relatively small numbers of incoming precarious workers may disrupt
employment conditions locall y. The policy focus needs to be on curbing abuses and
targeting high risk sectors such as construction.
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Zero hours contracts are not found in all countries, but account for around 5 % of
the workforce in the UK and Austria , mainly in hospitality and retai l. As z ero hours
contracts have no guaranteed minimum hours of work t he risk of precariousness for
can be high for some individuals if they are in need of guaranteed hours of work
and income levels. Further, although zero hours contracts usually stipulate that zero
hours workers are entitled to decline work, studies in the UK have shown that in practice
individuals often feel pressured to accept any work they are offered so that they have no
real choice. The policy focus should be ensuring adequate protecti on for these workers,
which may include a minimum hours guarantee.

Almost half of young people (46 % of 18 to 35 years - olds 2013) have completed
at least one internship. Internships are often unpaid, leading to income
precariousness . Even where internships are remunerated, payment is typically much
lower than the minimum wage of the country. There are also risks associated with
internships in terms of the quality of the placements and the danger of young people
getting trapped in lengthy cycles of unpaid in ternships.

Overall, 4 % of people admit to having carried out undeclared work over the
preceding 12 months . However, the level varies significantly between EU Member States
(>10 % in Estonia, Latvia, Netherlands). Undeclared work is often associated with precarity
due to the fact that workers do not pay into tax and social security funds and are
therefore not eligible for coverage by social security systems, resulting in a lack
of entitlement to benefits and pensions.

There is a comprehensive framework of EU legislation in place that seeks to curb the
risk of precariousness of certain types of employment relationship. Evaluations show that
the effectiveness of Directives is generally judged to be good . However, there are
some issues, such as concerns about derogations from the principle of equal
treatment in relation to the temporary agency work Directive, concerns about on -call
working and  working time as individuals might not have the freedom to opt out of the 48 -
hour maximum working week in relation to t he working time Directive, and issues around
enforcement of the posted workers Directive, such as legal loopholes, for example allowing
the setting up of „letter box companies… although many of these are expected to be
addressed by the new Enforcement Dire ctive, which is set to come into force in Member
States on 18 June. In addition, the Commission is reviewing the 1996 posted workers
Directive . In general, there are some issues around the implementation and
enforcement of Directives in some Member States, and issues around labour market
inspection and regulation in order to curb abusive practices. All Member States are obliged
to transpose EU Directives into national law. Some implement the minimum requirements,
whereas others go further than the EU minimu m standards set by the Directives,
usually in response to a particular issue that is deemed to have warranted
attention in a specific Member State .

Other EU initiatives that have relevance for the risk of precariousness include the EU…s
Europe 2020 strate gy, the European Semester Process, and the Mutual Learning
Programme . The focus of these initiatives is on themes such as segmentation of the
labour market and quality of work.

Social partners at European level have concluded agreements that form the basi s
of much EU regulation in the area of atypical work . Trade unions also campaign on a
range of issues relating to risk of precariousness, while employers tend to focus on
reducing un employment and increasing skills levels. In individual Member States, the social
partners have different strategies and priorities, depending on their national situation and
the types of work that are deemed to present the greatest risk of precariousness. The EU
social partners interviewed for this study were broadly happy with the framework
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of EU legislation as it stands , although the ETUC has been calling for revision of the
posted workers Directive.

However, a number of challenges remain for EU policy :

· Reconciling employment security and job quality with flexibility needs
rema ins a major challenge.

· There needs to be a balanced approach to regulation , avoiding extreme
regulatory dualism between standard and non -standard contracts. Within this,
mobility towards open - ended contracts should be encouraged and job quality
be ensured or improved, but without destroying entry opportunities.

· There is a divide between temporary and permanent contracts in many EU
Member States. If employment protection for open -ended contracts is eased, it may
be helpful to think about alternatives to hi ring and firing, such as greater levels of
flexibility in working time and wages.

· Given that non -standard forms of employment are increasing, EU and national
policymakers need to think about how welfare systems can support individuals in
the future, in or der to avoid poverty traps due to inadequate social security
coverage, particularly in relation to pensions.

· There remain issues concerning the circumvention of labour legislation and
standards that are applicable to dependent work, in particular using fre elance
work/self -employment. Enabling inspection authorities to ensure that labour
legislation is being applied correctly is crucial, as is working with employers to try to
encourage dependent employment where appropriate, including by focusing on
employer social charges for dependent employees.

· In order to combat marginal part - time work and encourage an increase in
working hours for those that want to work more, incentives to work longer hours
need to be put into place.

· The spread of digitally - driven form s of employment merits further
investigation , in particular in terms of the employment status and working
conditions of the involved workers. This is a fast -moving area and legislation is
therefore not keeping pace.

For more details, please see 5.4.4 and 6.1 .

Full details of the eight country case studies that underpin this research are contained in a
separate report.
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Table 1 : Types of employment relationship

Type of
employ ment
relationship

Magnitude Main risks Overall level of risk Countries/secto r s most
affected

Open -ended full -
time contracts

59 % of the share of EU
employment. Decreasing
trend

Low pay and in -work
poverty

Stress and health

Career development and
training.

Low Greece, Poland , Hungary,
Latvia, Lithuania

Personal service workers,
sales personnel, plant and
machine operators and
elementary occupations

Part - time work,
involuntary part -
time work, marginal
part - time work

7 % of EU employment.
Involuntary part - ti me
work account for around
25 % of part - time work.
Marginal part - time work
accounts for 9 %.
Increasing trend for all
types of part - time work

Low pay and in -work
poverty

Social security

Career development and
training

Low (open -ended part - time
work)

Medium (marginal part - time
work)

Medium (involuntary part -
time work)

Involuntary part - time
working high in Greece,
Spain, Italy, Bulgaria,
Portugal and Cyprus in
particular.

Marginal part - time work
highest in the Netherlands,
Germany, Denmark,
Ireland, UK and A ustria.

Freelancers, self -
employment, bogus
self -employment

Freelancers account for
10 % of employment.
Stable trend.

Self -employed per sons
with at least one
employee = 4 % of total
employment in Europe

Low pay and in -work
poverty

Social security

Labour rights

Career development and
training

Medium Romania

Risk for bogus self -
employment and social
security risks for artistic
workers

Fixed - term
contracts

7 % of employment i n
the EU. Stable trend

Low pay, in -work poverty

Social security

Labour rights

Medi um Casual and seasonal work ,
Agriculture and tourism

Labour rights risk UK,
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Type of
employ ment
relationship

Magnitude Main risks Overall level of risk Countries/secto r s most
affected

Ireland and Ireland

.Temporary agency
work

1.5 % of total
employment in the EU

Low pay and in -work
poverty

Labour rights

Career development and
training

Low level of collective
ri ghts

Medium/high Outsourcing, especially in
cleaning, catering, services
and ICT

Netherlands and Slovenia

Young people. Limited
transitions

Countries where collective
bargaining coverage and
union density is now

Posted work There were 1.92 million
pos tings in Europe in
2014. Increasing trend

Low pay and in -work
poverty

Social security

Labour rights

Career development and
training

Medium/high Those affected by abusive
practices.

Construction

In absolute terms, the three
main sending Member
States were Poland,
Germany and France. The
three main receiving
Member States were
Germany, France and
Belgium.

Zero hours
contracts

About 5 % of the
workforce in UK and
Austria, 2.6 % in Estonia
and the Czech Republic
and 1 % in Malta and
Norway

Low pay and in -work
poverty

Social security

Labour rights

High Austria, Netherlands, UK

Retail, hospitality
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Type of
employ ment
relationship

Magnitude Main risks Overall level of risk Countries/secto r s most
affected

Internships 46 % of 18 to 35 -year -
olds have completed at
least one internship

Low pay and in -work
poverty

Social security

Labour rights

Career development and
trainin g

Medium Young people

Informal/undeclared
work

4 % of people in the EU
admit to carrying out
undeclared work in the
previous 12 months
(Eurobarometer). Stable
trend

Low pay and in -work
poverty

Social security

Labour rights

Career development and
training

Low level of collective
rights

High Estonia, Latvia, Netherlands,
Malta

Care and domestic services

Women and migrant
workers
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�I�N�T�R�O�D�U�C�T�I�O�N
The research consortium led by IDEA Consult was commissioned by the European
Parliament to carry out a study to desc ribe and analyse the development of precarious work
in Europe. The study aims to examine its underlying causes and assess policy answers at
European and national level.

The study is based on existing available data, studies and analysis from various sourc es
complemented by our independent data and expertise and documents from national and
international institutions. It aims to provide specific discussions of the issues associated
with the risk of precariousness and is based on concrete quantitative and qua litative
evidence.

In accordance with the European Parliament…s terms of reference, it aims to provide a
definition of precarious employment and an analytical concept. It also aims to summarise
scientific and political debate, in addition to political pra ctices in the EU Member States. It
also charts patterns and trends in respect of precarious employment. This includes
description and analysis of all types of employment relationships with regards to the risk of
precariousness, including an analysis of mai n underlying factors. For example, this covers
the specific elements and consequences of precariousness, their magnitude and trends. It
also covers the main drivers of precariousness and examines which groups are particularly
affected.

The study includes a n analysis for relevant sectors that are particularly affected by
precarious work and maps country patterns of precarious employment in Europe for EU28 ,
including the detection of research gaps.

The study also examines policy strategies, describing and ana lysing European, international
and national policy strategies, including relevant legislation and other institutional
arrangements, supporting services and initiatives. It examines whether strategies in place
are targeted at „precarious … employment or towa rds specific elements of concrete
employment relationships/contracts, how successful they are and whether they have been
changed over time. It also provides an inventory of evaluated good practices and a list of
policy recommendations.
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�1�. �C�O�N�C�E�P�T�U�A�L� �F�R�A�M�E�W�O�R�K �F�O�R� �T�H�I�S� �S�T�U�D�Y
Precarious work is a concept that does not have a universally -accepted definition in Europe.
Different EU Member States are faced with different labour market challenges, depending
on a number of factors, such as their system of industrial relations, collective bargaining,
labour market regulation, economic composition and welfare systems. The conceptual
framework suggested by Olsthoorn (2014) is a useful starting point when trying to
conceptualise precarious work. Based on an overview of t he academic literature on
precariousness, he distinguishes between three components of precarious employment
(see Figure 1):

· Insecure employment (e.g. fixed - term contract , temporary agency work).

· Unsupportive entitlements (i.e. f ew entitlements to income support when
unemployed) .

· Vulnerable employees (i.e. few other means of subsistence, such as wealth or a
partner with a significant income).

Precarious employment can then be defined as the intersection of these three
characterist ics, i.e. vulnerable employees who have an insecure job and few entitlements to
income support. However, it should be noted that precarious employment is always a
relative concept, referring to non -precarious forms of employment and a certain threshold
as a border line. The exact demar cation is always contested.

Figure 1 : Conceptual framework of precarious employment

Source: Olsthoorn .

1.1. Risk of precariousness in employment relationships

The next step is to consider different forms of contracting. The literature shows overall that
all types of contracts could potentially be at risk of precariousness, including contracts that
are full - time and open -ended. The focus here is on the degree of risk of precario usness ,
which is likely to be greater in the case of certain types of contracts. However, t here is also
a quality of work dimension € work that is characterised by a lack of control over job
content, lack of autonomy, lack of employee voice, low variation of tasks, or a lack of
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control over working time carries a higher degree of precariousness. Eurofound (2015)
defines job quality as containing the following four elements: „earnings ; prospects (that is,
job security or opportunity for advancement); working time quality; and intrinsic job
quality. This last component has four sub -components: skill use and discretion; social
environment; physical and environmental risks; work intensity …. The ILO has also carried
out a body of work on the issue of quality of w ork and decent work. The ILO defines decent
work as some that „involves opportunities for work that is productive and delivers a fair
income, security in the workplace and social protection for families, better prospects for
personal development and social integration, freedom for people to express their concerns,
organise and participate in the decisions that affect their lives and equality of opportunity
and treatment for all women and men …1. The European Commission has also carried out
work on job qualit y, in the context of a range of initiatives such as its Agenda for New Skills
and Jobs 2. The OECD (OECD , 2014) has also analysed job quality, focusing on three main
elements: earnings quality, based on the level and distribution of earnings; labour market
security, based on unemployment risk and unemployment insurance; and quality of the
working environment, based on the nature and intensity of work, the organisation of work
and the working atmosphere.

1.1.1. Approaches to identifying precarious work

The absence of definitions of precarious work means that this term is often used
subjectively to describe the particular experiences or situation of one or more individual
workers (McKay et al, 2012 ) �.It should also be noted that p recarious work is also a highly
polit ici sed term often used in a critical perspective, but rejected by some observers.

As there is no common understanding of precarious employment, it is difficult to find a
common set of indicators to measure this . Moreover, significant shares of precarious
employment are not counted in current statistics (part - time contracts with very few hours,
e.g. less than 15 , and other forms of underemployment, quasi self -employment, and
undeclared work) 3 (European Commission, 2004) . Therefore, the wide - ranging nature o f
precarious work, together with the fact that at least some of it occurs in the informal
sectors of the economy, means that the available statistical data is necessarily limited 4

(McKay et al, 2011 ) �.This holds in particular when searching for comparative European data
sources.

We considered a range of approaches to studying precarious work , and decided to use
elements of the following:

· The individual contracts approach . Under this approach, the contract type
defines the risk of precariousness. In general , most estimations of precarious work
in the economic literature are based on calculating the numbers of workers in
different forms of employment relationship. However, estimating the size of the
precarious workforce in this way inevitably has limitations. The key question
becomes how to distinguish precarious from non -precarious atypical employment.
One issue with measuring precarious employment through atypical employment is
that there is no common understanding between the countries of how „atypical …or
„non -standard …employment is defined. It has to be acknowledged, however, that
this use of atypical contracts to study precarious employment is largely due to the
difficulties of finding appropriate indicators to study precarious employment. We

1 http://www.ilo.org/global/topics/decent -work/lang -- en/index.htm .
2 http://ec.europa.eu/social/main. jsp?catId=958 .
3 ftp://ftp.cordis.europa.eu/pub/citizens/docs/kina21250ens_final_esope.pdf .
4 http://www.precarious -work.eu/sites/default/files/effat/files/publications/EFFAT_Study_on_Precarious_Work_EN.pdf .
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therefore w ant ed to focus more widely than just on atypical employment, while
acknowledging that atypical employment will play a large part in the study.

· The individual choice approach . This is based on its more or less voluntary
character, and resorts to a subjectiv e appreciation by workers. However, this type of
approach has been criticised , as „choices …are heavily dependent on what people
perceive is available to them . Subjective measures are also used to grasp whether
or not people are satisfied with their situat ion. This is important in the case of
involuntary part - time and temporary working, for example. We therefore
acknowledge the role of individual choi ce, but treat this with caution .

· The quality of work approach . In order to distinguish between jobs of diff erent
quality, the European Commission in its Employment in Europe 2001 report grouped
jobs according to three main dimensions: job security, access to training and career
development, and hourly wages. Although the Commission bases its approach on
the con cept of „good …and „bad …jobs rather than the notion of „precarious …
employment, the dynamic approach taken shines a light on a whole set of aspects
linked to the question of „precarious employment …. This quality in work dimension is
very useful for our st udy, as this has significant im plications for precarious work.

Our approach is based on analysis of all types of employment relationship , in the
search for a more comprehensive definition and measurement of precarious working than
any of the single approac hes outlined above. Our approach is therefore multidimensional in
nature, taking some useful elements of the approaches described briefly above. However,
we have placed our focus on the nature of jobs, as this is the factor for which most data is
available , bearing in mind that the job, or employment position, is the key element of
precarious employment (even though other factors such as unsupportive welfare
entitlement and the vulnerability of individuals also play a role). We have also included
elements o f quality in work and awareness of the role of individual choice, as we
acknowledge that these factors play a role in determining precariousness.

We have worked with two analytical axes :

· Employment relations .

· Individual risk of precariousness .

1.1.2. Employment relations

We have taken a neutral approach to the analysis of employment relations , making
no assumptions, but taking as a starting point the fact that all types of employment
contracts are potentially at risk of precariousness, although it will be likely that some types
of contracts will have a higher risk of precariousness than others. Therefore, the types of
contracts that we will examine will be as follows:

· „Standard …open -ended, full - time contracts .

· Part - time work (including involuntary part - time work, marginal part - time work and
job -sharing) .

· Self -employment .

· Temporary work (including fixed - term contracts, temporary agency work, seasonal
and casual work, posted work and outsourced or subcontracted work )

· Zero hours contracts .

· Internships .

· Informal or un declared work .
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1.1.3. Individual risk of precariousness

The focus here is on the risk of precariousness for the individual. We will therefore use the
following indicators in this axis:

· In -work poverty and low pay

· Social security .

· Labour rights .

· Stress and health .

· Career development and training .

· Low level of collective rights .

These elements may be present to a greater or lesser degree in many types of contract and
types of work. However, in terms of their contribution to precarity, some carry more weight
than o thers.

We would argue that poverty , which in an employment context means income levels
(pay and social security coverage ) is one of the most important contributors to
precarity. We would therefore weight thes e indicators as most important.

Lack of labour rights is also an important indicator of precarity, linked to factors such as
informality and length of service. Some labour rights do not apply to individuals who do not
achieve a specific threshold in terms of length of service in a contract, leaving th em
potentially vulnerable in areas such as protection against unfair dismissal or entitlement to
social security or maternity pay and leave. This is also linked to quality of work, as set out
above. In this study we have based our analysis on reports of su rvey data, objective
reports and subjective analytical reports and our own analysis of survey data.

Lack of access to collective representation could be a proxy for lack of labour rights,
as employee representatives inform, advise and guide works on many i ssues, including
labour rights.

Finally, quality of work plays a role in precarity. Work that involves a low degree of
autonomy and control, low variation of tasks, lack of control over working time, or an
inadequate or dangerous working environment can in crease the risk of psychosocial
problems, such as stress at work, and physical health problems . This can result in
employees needing to take time out of their job and even the labour market, which in turn
will increase the risk of poverty.

Finally, lack o f career development and training will add to precariousness, in that
individuals will not develop the skills necessary to enable them to maintain their
employability, putting them at risk of unemployment in the future.

1.2. Data analysis approach

By means of the European Labour Force Survey (EU -LFS) and the European Working
Condition Survey (EWCS) total employment can be analysed according to the type of
contract that can be described by dimensions such as duration, working time, agency work,
apprenticeships a nd self -employment. Some of these determinants can be overlapping, e.g.
part - time and fixed - term contracts. It is also possible that agency work is not fixed - term
but part - time etc.

The main distinction of different types of work is between employees and self -employed
persons. The latter may include freelancer s or self -employed persons without employees
which form a separate category. Thus self - employed persons are those with at least one
employee. The reference type of contract is a full - time permanent contract (FTP) since it
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represents the standard normal employment in most of the European countries. The
definition of full - time vs. part - time work in the EU -LFS is based on subjective indicators as
perceived by the respondents and hence not consistent with a certain number of minimum
hours worked per week. In order to take into account that part - time work may be marginal
both with respect to hours worked and in turn low earnings , we distinguish between part -
time workers with less than 20 hours per week and those who work at least 20 hours per
week. Part - time work er with a working time of at least 20 hours per week and a permanent
contract are classified in the following description as part - time permanent (PTP) workers .
Part - time work with less than 20 hours p er week is classified as marginal part - time
(MPT), no matter whether it is fixed - term or permanent. Another indicator of atypical
employment is temporary agency work (TAW) which is a special case due to its contractual
peculiarity. It will be analysed as a separate category of higher priority. That means
temporary agency work can be permanent or fixed - term, full - time or part - time, or
marginal but is not included in those other categories. The remaining contract type s of
interest are fixed - term contracts. Since there are some countries where apprenticeships
and trainees are generally employed on a fixed - term basis with higher chances of leading
into a permanent contract once the vocational education or training is successfully
completed, we exclude them from the category of fixed - term contracts (FTC) and from all
other possible categories.

Please note that while we have tried wherever possible to cover all EU28 Member States,
this has not always been possible, depending on the datasets used. Further, recent da ta is
not available for all employment topics covered. Where no data is available, we have relied
on studies quoted in our literature review.
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�2�. �D�R�I�V�E�R�S� �O�F� �P�R�E�C�A�R�I�O�U�S�N�E�S�S

As employers and employees find themselves operating in a more competitive and
uncerta in context, post -crisis, new hirings have increasingly take place on the basis of
temporary and marginal part - time contracts. Jobseekers have accepted these contracts,
as the alternative would be continued unemployment. In this way, it can be said that
the financial crisis and its aftermath has been one driver affecting risk of
precariousness in Europe . The crisis and ensuing austerity has also resulted in a lack
of funds for services such as labour inspectorates , which may contribute towards
weaken ing insp ection services and result in abuses not being detected The institutional
framework can exert an influence on risk of precariousness. In the case of in -work
poverty and low pay, factors such as whether or not there is a statutory national
minimum wage, the effect of active labour market policies, the operation of tax and
social security systems and how they interact with low pay, and the presence or
absence of collective bargaining systems can all exert influence.

Labour market regulation is held to be a key factor affecting risk of labour market
precariousness. Labour markets that afford protection to workers in the areas of
working conditions, protection against discrimination and dismissal, access to social
rights and to collective rights are likely to hav e a lower overall risk of precariousness
than those which do not. However, there are marked differences between labour market
regulation within Europe: the Anglo -Saxon model of flexibility, higher levels of
employment and a degree of in -work poverty differ s from continental European models
of tighter labour market regulation and employment protection. Deregulation in
continental countries has contributed towards the creation of an insider/outsider
culture.

Opening up the market to increased competition can increase the risk of a
negative impact on the job quality and overall working conditions of workers.

Finally, digitalisation is changing employment relations in some sectors, such as
minicabs and accommodation, where new organisations, such as Uber and Air bnb
operate through new technology.

2.1. Introduction

This section examine s the drivers of degrees of precariousness of particular types of
contract. These are principally:

· economic drivers ;

· institutional and legal drivers ;

· technological change.

2.2. Economic driver s

The financial crisis has had an impact on the labour market throughout Europe. There is
evidence that the years following the crisis have seen an increase in the number of atypical
contracting forms, such as temporary agency work, fixed - term work and zer o hours
contracts, as employers find themselves operating in a more competitive and uncertain
context. We can see from Table 2 below (Eurofound , 2013b) that job insecurity has
increased significantly in some countries, such as Por tugal, Spain, Ireland, Latvia and
Greece, that involuntary temporary work has increased significantly in Ireland, but also in
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Latvia and that involuntary part - time working has increased significantly in Italy , Lithuania,
Spain, Ireland, Latvia and Greece.

Eurofound (2013b) also finds that the financial crisis has had a significant negative effect
on working conditions in Europe, including an increase in job insecurity, greater work
intensity, cuts in wages, a deterioration of work - life balance and an increa se in work -
related stress : „The economic crisis is a factor in job stress and insecurity. Concerns rise
about having or keeping a job and about establishing or maintaining income. Job insecurity
has increased across Europe. The negative consequences of thi s insecurity on well -being
and health are a recognised scientific fact …. (Eurofound , 2013b , p. 59 )

Table 2 : Synthesis map of changes in working conditions since the crisis

Country Job security Involuntary temporary Involuntary part - time

PL 4.2 -11.5 1.2

DE -2.4 -1.9 -5.6

MT 5.4 0.7 -1.0

AT 1.2 -9.6 -2.1

BE -0.4 -4.1 -4.4

NO 3.0 -0.4 1.5

SE -1.4 -0.7 1.7

IT 7.0 5.6 15.0

LT 3.1 -4.1 10.0

EE 5.4 6.2

PT 11.4 4.0 6.9

ES 10.9 7.0 23.0

IE 12.5 27.9 26.6

LV 12.4 11.2 17.7

EL 22.4 3.6 15.3

Source: Eurofound 2013b .

Countries least and most affected by crisis, % change country average, 2007 €2011 ; Job security = change in
proportion between 2007 and 2012 of working people who think it is „very likely… or „quite likely… they will lose their
job within the next six months (source: EQLS) ; Change in the proportion of temporary/part - time employed (2007 €
2011) who give as reason for temporary/part time employment that they „could not find permanent/full
employment… (produce: LFS) ; Colou r coding: dark green = relatively strong positive change; light green =
relatively positive change; light red = relatively negative change; dark red = re latively strong negative change

The crisis and ensuing austerity has also resulted in a lack of funds f or services such as
labour inspectorates, which may weaken inspection services and result in abuses not being
detected.

Eurofound (2013 a) found that there had been a n overall decline in undeclared work in the
EU between 2002 and 2013. It also found, howeve r, th at there is a strong correl ation
between neo - liberal austerity measures (such as reducing taxes, pursuing deregulation and
minimising state intervention) and larger undeclared economies, while social democratic
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austerity measures such as boosting stat e labour market and welfare expenditure are
strongly correlated with smaller undeclared economies.

Koukiadaki et al (2016) also examined the impact of the crisis on joint regulation and
labour market policy, finding that reforms carried out in Member State s were largely
implemented on a unilateral governmental basis. There have been downwards wage
adjustments and many Member States are reported to be experiencing a crisis in collective
bargaining, particularly at national and sectoral level, and this has im plications for collective
bargaining coverage . They also note that trade unions seem to be hampered in their ability
to monitor the enforcement of collective agreements and labour standards since the crisis.

2.3. Institutional and legal drivers

The institutiona l framework, both at EU level and at Member State level, can exert an
influence on risk of precariousness. In the case of poverty and low pay, factors such as
whether or not there is a statutory national minimum wage, the effect of active labour
market pol icies, the operation of tax and social security systems and how they interact with
low pay, and the presence or absence of collective bargaining systems can all exert
influence on levels of in -work poverty. It should be noted, however, that in -work poverty ,
as explored below, is a complex phenomenon, based on a range of factors connected with
the individual and their situation, rather than simply wage levels.

There is a large body of literature on these issues. Below, we cite some examples.

Bosch (2009) argues that there are various factors that can promote high employment,
including inclusive pay systems that also cover employees with weak bargaining power and
an empowerment strategy based on an active labour market policy and lifelong investment
in educa tion and training to strengthen the individual bargaining positions of the
unemployed.

€It seems safe to conclude that labour market outcomes cannot be explained by any
single institution. Employment outcomes are the product of a set of institutions that
shape both the supply side and the demand side of the labour market. In the
presence of institutional complementarity and virtuous circles, employment rates are
higher. Even in countries with small proportions of low -paid workers, the problem
that remains to be solved is how to avoid the long - term negative effects of low pay
on workers• careers and o n the next genera tion. •

(Bosch , 2009 , p. 353)

Bosch and Gauti‚ (2011) look further at the institutio nal influences on low -paid work in six
EU countries, noting the role of collective bargaining coverage, minimum wages, product
market regulations and welfare systems.

Figari (2011) looked at the effects of putting into place a family -based and individually -
based in -work benefit programme in southern European coun tries. This type of programme
aims to increase incentives to accept work and redistribute resources to low - income
groups. One of the motivations for this was the existence of similar programmes in the USA
and the UK, which have had positive results. He fou nd evidence of „a trade -off between the
redistributive and the incentive effects of the different policies …, i. e. family -based in -work
benefits are better targeted on the poorest households, in particular in Ita ly and Portugal,
whereas i ndividually -based p olicies lead to greater incentives to work, in part icular in Italy
and in Greece. Further, individually -based in -work benefit programmes appear to be more
efficient if the enhancement of the labour market participation of women in couples is the
main conce rn. However, he also noted that the labour market characteristics and income
distribution of individual countries have significant influence: in countries that have high
employment rates and low wages at the bottom of the wage distribution, such as Portuga l
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and Spain, these programmes might apply to too many people and therefore will not be
able to be targeted nar rowly.

Labour market regulation is held to be a key factor affecting risk of precariousness. Labour
markets that operate in a solid framework of l abour legislation that affords a degree of
protection to workers in the areas of working conditions, protection against discrimination
and dismissal, access to social rights and to collective rights, are deemed likely to have a
lower overall risk of precar iousness than those which do not.

There are marked differences between labour market regulation s within Europe: the Anglo -
Saxon model of flexibility, higher levels of employment and a degree of in -work poverty
differs from continental European models of t ighter labour market regulation and
employment protection. However, in order to combat unemployment, in the 1980s most
European countr ies began to de regulate labour markets. In 1984, atypical contracts were
introduced in Italy and Spain : in Spain, this fol lowed a major political debate among the
social partners and an agreement to modify the principle of „job security… and enhance
flexibility (Adam and Canziani , 1998) . The ensuring Spanish labour reform created fixed -
term contracts for new labour market ent rants that could be used for any activity,
temporary or otherwise, and which required no or low levels of severance pay. This
resulted in a sharp increase in the number of fixed - term contracts in Spain. Adam and
Canziani argue, however, that this has had a mixed effect: on the one hand, fixed - term
contracts have been an important mechanism for reducing unemployment among young
and inexperienced workers . However, t he likelihood of a transition to permanent
employment is deemed to be very low, and employers h ave few incentives to provide
training: „It appears therefore that the Spanish road to flexibilization may easil y result in a
form of „low skill equilibrium …: a large labour force of „stand -by …workers, easily r eplaceable,
who co -exist with a protected (in sider) labour force ….

Regulation of the labour market in the Scandinavian countries results in different labour
market dynamics. In Denmark, for example, the flexicurity model (see below) provides a
high degree of labour market flexibility that is not clas sed as resulting in precariousness.
Further, the Swedish labour market, based on the „Rehn -Meidner model …, aims to
simultaneo usly achieve low inflation, low unemployment, high growth a nd equal distribution
of income. This model is based on a ctive labour ma rket and welfare pol icies, centralised
wage -setting and an egalitarian wage policy, and the social partners are strongly involved
in this via collective bargaining (Fischer , 2006).

The level of regulation on a particular employment practice does appear hav e an impact on
its general extent. For example, in the case of temporary agency work, Voss et al (2013)
found that b etween 2000 and 2007, the number of agency workers in Europe increased,
mainly as a result of different factors such as EU enlargement and t he ch ange in regulation
( i.e. liberalisation) in countries such as Germany, Italy, Finland or Poland. Similarly, in
France, the number of self -employed people has been boosted by the creation of a specific
legislative status of auto -entrepreneur. According to a study carried out by INSEE, three
out of four auto -entrepreneurs would not have created their business without this new
regime (( INSEE, 2012) in Insarauto et al , 2015).

Flexicurity is an attempt to bring together employers… need for more labour mark et
flexibility and employees… need for employment security. The Danish „golden triangle… of
flexicurity is often cited in this regard, resting on the three pillars of limited dismissal
protection, continuing vocational training and relatively high levels o f welfare benefits, thus
enabling individuals to move in and out of employment easily and safely. This flexicurity
model has become somewhat tarnished since the crisis from 2008, but the European
Commission is still urging Member States to consider this wh en implementing employment
policy . For example, in the Integrated Guideline 7 for the Europe 2020 agenda (Increasing
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labour market participation and reducing structural unemployment), the Commission urges
Member States to integrate flexicurity principles i nto their labour market policies and apply
them, „with a view to increasing labour market participation and combating segmentation
and inactivity ….

Deregulation can play a significant role in increasing the risk of precariousness: opening up
the market to increased competition can result in a market in which employers strive to cut
costs and exploit legal loopholes in order to maintain or increase market share. This can
have a negative impact on the job quality and overall working conditions of workers. In the
road transport sector, for example, the European Parliament (2015 e) found that
liberalisation of the market had had a negative impact of market integration on
employment conditions. „There are indications that unconventional employment practices,
such as outflagging, the creation of letter box companies and „bogus …self -employment have
increased over the past decade. In this way, the road haulage sector appears to have
become a laboratory for innovative employment practices bearing the risk of social
du mping …(European Parliament 2015 e, p. 9) .

In the postal services sector, Hermann (2014) notes that the de regulation and privatisation
of the sector has resulted in an increase in precariousness for the workforce, based on new
competitors using self -employe d staff and part - time workers. In addition, Hermann notes
that some former national postal companies use temporary employment (eg in Malta, 32 %
of the workforce of the country…s former monopoly postal service is employed on a
temporary basis).

In the air transpor t sector , which has undergone significant deregulation over the past
decade , the European Commissio n (2015a) identified a range of atypical work practices,
such as fixed - term work, part - time work, temporary agency work and self -employment.
This res earch found that, based on responses to a stakeholder questionnaire distributed to
organisations active in the sector, between 2005 and 2014 there had either been an
increase or no noticeable change in fixed - term contracts, part - time employment and
atypica l working hours overall in the air transport sector. There was overwhelming
consensus that self -employment was not changing or was not applicable to airports, but no
clear consensus regarding trends in temporary agency work, which implies a large variety
of arrangements across EU airports. For details, see Figure 2 below .

Figure 2 : Trends in atypical working in the air transport sector
(European Commission 2015a)

Source: Stakeholder responses to question naire, Steer Davies Gleave analysis .
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In terms of staff roles, the study found that there was a tendency towards an increase in
part - time work, fixed - term contracts and temporary work among ground handlers, while for
terminal staff, there were some increase s in part - time work and fixed - term contracts.
Survey respondents expected an increase or no change in atypical working hours over the
coming five years.

Growth in the use of fixed - term, temporary and part - time contracts was attributed to
factors such as th e seasonal nature of airline work and the need to respond to fluctuations
in demand, rapid growth in some airports, a need to keep costs down and the fact that the
nature of some jobs in airports lend themselves well to fixed - term and atypical working
arra ngements.

Box 1 : Illustrative example: s ocial dumping in the EU

EU policymakers are increasingly concerned about the issue of „social dumping…. There is no
clear and accepted definition of social dumping. However, the European Commiss ion
describes social dumping as a situation „where foreign service providers can undercut local
service providers because their labour standards are lower…. It gives its definition in relation
to descriptions of the posting of workers. This term is much de bated in Europe and has
general negative connotations, linked to the exploitation of workers. Eurofound (European
Industrial Relations Dictionary) notes that „There are inevitably differences between
Member States in terms of labour costs, both direct and indirect. These can give companies
based in countries with comparatively lower costs a competitive advantage. However, this
advantage may be offset by factors which favour enterprises in countries with higher labour
and social standards. These factors may include better transport infrastructures or a more
highly trained and skilled workforce. Nevertheless, differences in direct and indirect labour
costs may create a significant competitive edge ….

Trade unions argue that these differences in labour and socia l standards can increa se the
threat of social dumping: national governments can therefore be under pressure to reduce
their own standards in order to relieve the pressure associated with high indirect wage
costs on enterprises. This may mean that employers might want to re locate new
investment, or even existing establishments, in countries with lower labour and social
standards and lower indirect labour costs. Bernaciak (2014) conceptualises social dumping
as a bottom up process under which labour market pa rticipants are forced to act according
to short - term market logic and therefore have an incentive to circumvent or „bend… existing
social regulations, viewing them, as they do, as barriers to profit maximisation. She argues
that these efforts to undercut s ocial regulations are encouraged by policy initiatives to
expand markets, such as the launch of the EU Internal Market, and EU enlargement to the
south and to the east, which have led to the intensification of price -based competition. She
also asserts that social dumping is not limited to cross -border labour mobility and employee
posting: in sectors such as manufacturing, for example, she states that rule avoidance has
often been the main motive behind production relocations and concession bargaining and
has also been characteristic for certain outsourcing practices and measures intended to
increase labour market flexibility. She also asserts that within countries, social dumping can
take place, for example in the supply chains of large construction companie s. She states
that:

„The long - and short - term threats posed by social dumping call for a resolute policy
response. There is a need to curb deregulation and to provide adequate monitoring and
enforcement of the existing norms. In certain policy areas where social dumping is most
prevalent, such as cross -border employee posting or freedom of establishment, re -
regulation and the strengthening of controlling measures is necessary to prevent further
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abuses, sustain wage levels, employment conditions and worker p articipation mechanisms,
and ensure the undisrupted functioning of markets .…(Bernaciak, 2014, p. 26 )

Conversely, BusinessEurope (2014) argues that EU integration has not led to a race to
the bottom and social dumping, asserting that around 70 social Direc tives harmonise
minimum standards across all EU Member States. It also argues that different wage rates
around Europe reflect different productivity levels and therefore cannot be directly
compared: „The race to the bottom argument is a fallacy. Wages in t he EU do not show a
falling trend. Between 1999 and 2008, hourly labour costs adjusted for the changes in
purchasing power have increased in virtually all European countries. Growth was
particularly strong in Central and Eastern Europe, further reducing wa ge differences within
the EU. …(BusinessEurope, 2014, p. 19 )

On a sectoral basis, social dumping has been explored by the European Parliament (2015 e)
in relation to the road transport sector, where there is evidence of practices that impinge
upon workers… rights and working conditions in the case of international drivers. There is
also a lively debate about posted workers and the risk of social dumping arising from
breaches in legislation and abusive practices . This most recently resulted in the adoption of
the posted workers enforcement Directive, which is due to be implemented in EU Member
States in 2016. This Directive strengthens controls and coordination between countries in
an attempt to limit abuse of workers… rights through postings.

In January 2016 , the European Parliament issued a draft report on social dumping in the
European Union (European Parliament , 2016a), in which it calls for a range of measures
designed to reinforce controls and coordination between EU Member States, address
regulatory gap s in order to implement the principle of equal pay and equal social protection
for the same work, and to combat social dumping in the case of mobile workers in the
transport industry.
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�3�. PATTERNS, TRENDS, SE CTORAL FACTORS AND S OCIO -
DEMOGRAPHIC FEATURES

In 2 014 the main type of employment relationship in the EU was full - time
permanent contracts , with 59 % of the share of employment, although this is
decreasing , while the share of non - standard forms of work is increasing . If this
trend continues, it may well b ecome the case that standard contracts will only apply to
a minority of workers within the next decade.

Men are more likely to work on a full - time and permanent basis than women,
whereas women are much more likely than men to work on a part - time basis .
Edu cation influences the chances of full - time work positively and reduces the
share of part - time and temporary work. By age, young workers are much less likely
to be employed on full - time permanent contracts than older colleagues . Young
workers are also much more likely to be employed on the basis of apprenticeship or
training contracts and to be engaged in marginal part - time work and fixed - term work.

The share of different types of contract varies by economic activity of the
employer. For example, full - time, permanent contracts are lowest in agriculture,
fishery and forestry, part - time working and marginal part - time work is mainly
used in the service sector , self - employment , including freelancers, is most common
in agriculture, fishery and forestry , fixed - term contracts are lowest in ICT, real
estate, financial and professional services and temporary agency working is
low in all sectors, although highest in manufacturing . From this data, it can be seen
that the service sector tends to be more at risk of precari ousness , having a lower
incidence of standard forms of working than manufacturing industry.

There is wide variation regarding risk of precarious working by Member State . The
Member States that appear to present the highest risks of precariousness overall, based
on our indicators, are Bulgaria, Estonia, Greece, Latvia, Lithuania, Spain and Poland, all
of which score highly on multiple indicators. The eight country case studies that form
part of this research all display very different labour market tradition s. For
example, there is a high incidence of part - time working in the Netherlands, although
this does not carry a high risk of precariousness, due to labour market regulation. There
is evidence of diverging dualisation in France and Spain, a high level of marginal part -
time work in Germany, a high incidence of undeclared work in Lithuania, high levels of
precarious temporary employment in Poland, evidence of high levels of posted workers
and increasing (bogus) self -employment in the Netherlands and high lev els of zero -hour
contracts and internships in UK.

Central and Eastern European countries such as Poland and Lithuania do not have well -
developed systems of social dialogue and collective bargaining, which influences the risk
of precariousness of atypical f orms of working.

This chapter examines the overall patterns, trends and other factors, such as sectoral
elements and socio -demographic characteristics of work at risk of precariousness.

3.1. Fewer than six in 10 employees have an open - ended contract, and the
tr end is decreasing

As Figure 3 below shows, in 2014 the main type of employment relationship in the EU was
full - time permanent contracts, with 59 % of the share of employment. However, the trend
is towards a decreasing number of th ese types of contracts. Freelance work accounted for
11 % of employment, with a downward trend, whereas self -employment with employees
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accounted for 4 % of employment, although the trend is decreasing. Part - time work is split
into permanent part - time work (7 % and increasing) and marginal part - time work (9 %
and also increasing). Fixed - term employment accounted for 7 % of employment, and the
trend is stable, whereas temporary agency work accounted for just 1 % of employment, a
figure that is also stable. Ap prenticeship or training contracts accounted for 2 % of
employment and the trend is stable.

Figure 3 : Extent of different types of employment relationship in the EU28
in 2014

Source: EU-LFS 2014, weig hted results, own calculation.

3.2. Demographic characteristics

It should be noted that there are substantial differences of contracts types with regard to
gender, age and educational attainment.

· On a gender basis , men are more likely to work on a full - time and permanent
basis than women (65 % compared with 52 %), whereas women are much more
likely than men to work on a part - time basis. A total of 12 % of women work on a
part - time basis, compared with 2 % of men, and 15 % of women work on a
marginal part - time ba sis, compared with 4 % of men. Men are also more likely than
women to work as a freelancer (13 % compared with 8 % of women) and as self -
employed with employees (6 % compared with 3 % of women). For details, see
Figure 4.

· On an age basis, half of young Europeans between 15 and 24 years of age work
either part - time with less than 20 hours per week or on a temporary basis (fixed -
term or apprenticeships/trainees). Full - time open -ended contracts are more
prevalent amon g mid -aged employees (25 to 54 years of age). For employees aged
55 and above, full - time employment still is the dominant type of work but the share
of freelancer and self -employed persons is much higher with about 25 % ( Figure 5) .
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· Education influences the chances of full - time work positively and reduces the share
of part - time and temporary work whereas the share of freelancer and self -employed
persons is about constant across all educational levels. The likelihood of being
employ ed on a full - time permanent contract decreases, the lower the educational
level ( Figure 5).

Figure 4 : Contract types by gender in EU - 28 in 2014

Source: EU-LFS 2014, weighted results, own calculation.
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Figure 5 : Contract types by age and educational attainment in EU - 28 in 2014

Age
groups
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Educational attainment

Source: EU-LFS 2014, wei ghted results, own calculation.
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3.3. Sectoral patterns : Most full - time, permanent contracts in industries, public
administration and education

On a sectoral basis, it is important to note that the share of different types of contract
varies by ec onomic activit y of the employer:

· Full - time, permanent contract s are lowest in agriculture, fishery and forestry
(29 %) and other services (39 %) and highest in manufacturing (75 %) and n on -
manufacturing industries (62 %). This type of contracting is also h igh in public
administration (66 %) and education (63 %).

· Part - time working and marginal part - time work is mainly used in the service
sector, e.g. more than one quarter of total employment in health and education ,
28 % in other services and 20 % in retail and trade. Th is compares to just 10 % in
agriculture, fishery and forestry and 5 -6 % in industry.

· Self - employment , including freelancers, is most common in agricu lture, fishery
and forestry (53 %). It is also overrepresented in retail and trade (18 %), ICT, real
estate , financial and professional services (23 %). This compares to just 7 % in
manufacturing industry and 5 % in public administration and in education.

· Fixed - term contracts are more or less equally found in all economic sectors, at
between 6 -9 %. The exceptio n is the ICT, real estate, financial and professional
services sector, where the share of fixed term contracts of total employment
is only 4 %.

· Temporary agency working is l ow in all sectors, at between 0 % and 3 % (in
manufacturing).

From this data, it can be seen that the service sector tends to be more at risk of
precariousness , having a lower incidence of standard forms of working than
manufacturing industry. For details, see Figure 6.
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Figure 6 : Con tract types by economic activity (NACE Rev. 2) in EU - 28 in 2014



Precarious Employment: Patterns, Trends and Policy Strategies in Europe

PE 587.285 39

Industry
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Se rvices
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Source: EU-LFS 2014, weighted results, own calculation.
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3.4. Wide country differences

There are a wide range of differences in terms of the types of work at risk of
precariousness by Member State. The criteria we used to define risk of precariousness are
incidence of involuntary or marginal part - time working, fixed - term contracts, temporary
agency work , self -employment and informal/undeclared work.

Overall, there are high levels of part - time working in many countries, which in itself is
not necessarily at high risk of precariousness, but s ome countries (such as Bulgaria ,
Cyprus, Greece, Ireland, Italy, Portugal and Spain) show high levels of involuntary part -
time working and levels of marginal part - time working are relatively high in Germany and
Denmark.

Full - time work is generally seen as having a lower risk of precariousness than other forms
of worki ng. Nevertheless, there is dissatisfaction with levels of pay among full - time
workers in Hungary, dissatisfaction with job security among full - time employees in
Lithuania and dissatisfaction with health among full - time employees in Latvia.

Some countries also display a high level of fixed - term contracts , including Spain, and
also France, where the number of short fixed - term contracts has increased significantly
over the past decade, and Portugal and Poland.

Transition rates from temporary to open - ended wo rk are low in countries such as
France, Greece, Italy, the Netherlands, Poland and Spain. Zero hours contracts feature in
Austria, the UK and the Netherlands.

Informal or undeclared work is an issue in some countries, such as Lithuania and Malta.

By countr y, the Member States that appear to present the highest risks of precariousness
overall, based on our indicators, are Bulgaria, Estonia, Greece, Latvia, Lithuania, Spain and
Poland, all of which score highly on multiple indicators.

Table 3 below shows the main risks of precariousness in terms of employment relationship
by country, based on the research carried out for this study.

Table 3 : Main risks of precariousness by country

Country Main risks of precar iousness

Austria Part - time working high at around 11 -12 % (EU LFS)

Marginal part - time work : Above -average levels (EU LFS)

Zero hours contracts : Relatively high levels, at around 5 % (Eurofound
2010)

Belgium Part - time working high at around 11 -12 % (EU LF S)

Fixed - term contracts : Lower than average satisfaction with job security
(EWCS 2010 and own calculations)

Bulgaria I nvoluntary part - time working : levels twice the EU average (EU LFS)

Marginal part - time work : Lower than average satisfaction with job
secu rity ( EWCS 2010 and own calculations). Lower than average
satisfaction with pay ( EWCS 2010 and own calculations). Lower than
average satisfaction with working conditions (EWCS 2010 and own
calculations)

Fixed - term contracts : Lower than average satisfaction with job security
(EWCS 2010 and own calculations)
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Country Main risks of precar iousness

Cyprus Involuntary part - time working : Levels of twice the EU average (EU LFS)

Fixed - term contracts : high levels compared to EU average (EWCS 2010
and own calculations)

Czech
Republic

Fixed - term contract s: Lower than average satisfaction with job security
(EWCS 2010 and own calculations)

Denmark Part - time work (limited access to social insurance if below 8 hours a
week, concerns about working conditions).

Temporary agency work and fixed - term contracts: working
conditions, collective agreement coverage, transition to permanent jobs.

Self - employment (access to social insurance), workers in sectors not
covered by collective agreement. (Case study data)

Marginal part - time work : above average levels (EU LFS)

Estonia Marginal part - time work : Lower than average satisfaction with job
security , l ower than average satisfaction with pay , l ower than average
satisfaction with working conditions , l ower reported levels of general health
(EWCS 2010 and own calculations )

Fixed - term contracts : l ower than average satisfaction with job security ,
lower than average satisfaction with general health (EWCS 2010 and own
calculations)

Finland Fixed - term contracts : l ower than average satisfaction with job security
(EWCS 2010 and own calculations)

France Fixed - term contracts of very short duration (low wages, limited access
to benefits and insurance, collective representation and promotion
opportunities). Large increase in contracts of less than one week between
2000 and 2012 (cas e study)

Internships : concerns about abuses (case study)

Fixed - term contracts : Lower than average satisfaction with job security
(EWCS 2010 and own calculations)

Temporary work : r ates of transition from temporary to permanent
contracts below 20 % (Eurofoun d 2015b)

Germany Marginal part - time work (Minijobs): Risks in terms of low income,
limited social insurance coverage and working conditions. (Case study)

Temporary agency work : r isks of lower income and in -work poverty
(case study)

Self - employment without dependent employees : risk of lack of social
security coverage and lack of employment rights (case study)

Part - time work : risen by a third in the past decade (EU LFS)

Greece I nvoluntary part - time working : twice the EU average (EU LFS) and
significant incr ease (15.3 %) in involuntary part - time work since the crisis
€ 2007 -2011 (Eurofound 2013b )

Freelance activity : levels higher than the EU average (EU LFS) . Lower
than average satisfaction with working conditions among freelancers
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Country Main risks of precar iousness

(EWCS 2010 and own calculat ions)

Fixed - term contracts : l ower than average satisfaction with job security
(EWCS 2010 and own calculations)

In - work poverty : h igh levels: 17 % (Marx et al , 2014, based on EU -SILC)

Temporary work : r ates of transition from temporary to permanent
contracts below 20 % (Eurofound , 2015b)

Hungary Standard contracts : l ower than average satisfaction with pay among full -
time employees (EWCS 2010 and own calculations)

Fixed - term contracts : l ower than average satisfaction with job security ,
lower than average sati sfaction with pay (EWCS 2010 and own calculations)

Ireland Marginal part - time work : a bove -average levels (EU LFS)

Significant increase (12.5 %) in job insecurity since the crisis € 2007 -
2011. Eurofound 2013b

Temporary work : s ignificant increase (27.9 %) i n involuntary temporary
work since the crisis € 2007 -2011. Eurofound 2013b

Part - time work : s ignificant increase (26.6 %) in involuntary part - time
work since the crisis Par 2007 -2011. Eurofound 2013b

Italy Part - time work : levels have doubled in the past de cade (EU LFS)

I nvoluntary part - time working : levels twice the EU average (EU LFS)
and significant increase (15.0 %) in involuntary part - time work since the
crisis € 2007 -2011. Eurofound 2013b

Freelancers : l evels of freelance activity higher than the EU ave rage (EU
LFS)

Temporary work : r ates of transition from temporary to permanent
contracts below 20 % (Eurofound 2015b)

Latvia Standard contracts : l ower than average satisfaction with health among
full - time employees (EWCS 2010 and own calculations)

Part - tim e work : l ower than average satisfaction with job security and pay
(EWCS 2010 and own calculations) . Significant increase (17.7 %) in
involuntary part - time work since the crisis € 2007 -2011. Eurofound 2013b

Fixed - term contracts : l ower than average satisfact ion with job security ,
working conditions and general health (EWCS 2010 and own calculations)

Significant increase (12.4 %) in job insecurity since the crisis € 2007 -
2011. Eurofound 2013b

Temporary work : s ignificant increase (11.2 %) in involuntary tempora ry
work since the crisis € 2007 -2011. Eurofound 2013b

Lithuania Undeclared work, posted work, bogus self -employment (country case
study)

Standard contracts : l ower than average satisfaction with job security
among full - time employees (EWCS 2010 and own cal culations)

Part - time work : l ower than average satisfaction with job security among
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Country Main risks of precar iousness

part - time and marginal part - time employees (EWCS 2010 and own
calculations) . Significant increase (10.0 %) in involuntary part - time work
since the crisis € 2007 -2011 (Eurofo und 2013b )

Fixed - term contracts : l ower than average satisfaction with job security ,
pay and working conditions (EWCS 2010 and own calculations)

Freelancers : l ower than average satisfaction with general health (EWCS
20 10 and own calculations)

Luxembourg Pa rt - time work : doubled in the past decade (EU LFS)

Malta Undeclared work: h igh levels (EU LFS)

Netherlands Self -employment, zero hours contracts, posted migrant workers (case
study)

Part - time work : a bove -average levels of marginal part - time work (EU
LFS)

Temporary agency work : twice the levels of the EU averag e (EU LFS and
own calculations). Rates of transition from temporary to per manent
contracts below 20 % (Euro found 2015b)

Poland Temporary work : widespread use of c ivil law contracts (low pay and
socia l insurance coverage) (case study) . Large increase in the number of
temporary work agencies due to lack of regulation of agencies. (Case
study) . Rates of transition from temporary to permanent contracts below
20 % (Eurofound 2015b)

Fixed - term contracts : h igh levels compared to EU average and incre ase
in the past decade (EU LFS)

Portugal Part - time working : l evels of involuntary part - time working twice the EU
average (EU LFS) . Lower than average satisfaction with job security and
lower than average coverage by works councils among marginal part - time
employees (EWCS 2010 and own calculations)

Fixed - term contracts : h igh levels of fixed - term contracts compared to EU
average (EU LFS) . Lower than average satisfaction with job security among
those in fixed - term con tracts (EWCS 2010 and own calculations)

Freelancers : l ower than average satisfaction with general health (EWCS
2010 and own calculations)

Significant increase (11.4 %) in job insecurity since the crisis € 2007 -
2011. Eurofound 2013b

Romania Freelancers : l evels of freelance activity high er than the EU average (EU
LFS). Lower than average satisfaction with career opportunities and general
health (EWCS 2010 and own calculations)

In - work poverty : h igh levels of 17 % (Marx et al 2014, based on EU -
SILC)
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Country Main risks of precar iousness

Slovakia Part - time work : l ower than average satisfaction with job security and
career opportunities among marginal part - time employees ( EWCS 2010 and
own calculations)

Slovenia Temporary agency work : twice the levels of the EU average (EU LFS and
own calculations )

Fixed - term contracts : l ower than average satisfaction with job security
among those in fixed - term contracts (EWCS 2010 and own calculations)

Spain Part - time work : l evels of involuntary part - time working twice the EU
average (EU LFS) . Significant increas e (26.6 %) in involuntary part - time
work since the crisis € 2007 -2011. Eurofound 2013b

Fixed - term contracts : h igh levels compared to EU average, although
significant f all in the past decade (EU LFS). Lower than average satisfaction
with job security (EWCS 2010 and own calculations)

Significant increase (10.9 %) in job insecurity since the crisis € 2007 -
2011. Eurofound 2013b

In - work poverty : hi gh levels: 13 -14 % (Marx et al , 2014, based on EU -
SILC)

Temporary work : r ates of transition from temporary to perman ent
contracts below 20 % (Eurofound 2015b)

Sweden Part - time working high at around 11 -12 % (EU LFS)

Fixed - term contracts : l ower than average satisfaction with job security
(EWCS 2010 and own calculations)

United
Kingdom

Standard contracts : risk of low pa y in cleaning, care, hospitality, security
and construction (case study)

Zero hours contracts : retail, hospitality. Zero hours contracts account for
around 2.4 % of employment in the UK a nd this figure is rising (ONS).
Labour law distinction between worker and employee (case study)

Part - time work : a bove -average levels of marginal part - time work (EU
LFS)

3.5. Varying national traditions and contexts

The eight country case studies that form part of this research all display very different
labour market traditions in terms of instit utions, regulation, the involvemen t of the social
partners and the incidence of non -standard forms and working in the labour market as a
whole. In the case of the EU10 Member States that joined the EU in 2004, social dialogue
institution s and practices are relatively new and therefore not well embedded, meaning that
this mechanism of curbing the risk of precariousness, evidenced in many EU15 Member
States, and especially the Scandinavian countries, is absent.

In Denmark , the labour market is generally held to be at a lower risk of
precariousness , due to relatively high union density (67 %), high collective agreement
coverage (84 %) , high levels of social protection and high levels of labour
flexibility . This ensures that some of the risks of precariousness that are associated with
atypical work are not as prevalent in Denmark. As there is a lot of flexibility in the labour
market, due to the Danish flexicurity model, there is less of a need to employ atypical
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workers. Nevertheless, the Dani sh labour market does have some forms of employment
that could be considered to be at risk of precariousness: marginal part - time working ( the
Danish LFS suggests that about 11 % belong to the group working between one and 14
hours weekly) ; temporary work , which is low by EU c omparison, but tripled from 0.3 % to
0.9 % between 1999 and 2006 (Madsen , 2015) ; and employment in sectors not well
covered by collective agreements.

In France , 86 % of employees have a contract that is open -ended and permanent . The
ope n-ended or permanent employment contract is still the reference point in France and is
defined in the French Labour Code as the „standard and general form of employment
relationship…. However, the percentage of non - permanent contracts has more than
doubled between the mid 1980s and the late 1990 s, from 5 % to 12 % . Overall, t he
French labour market has been marke d by a diverging dualisation . On one hand there is
a large group of workers with stable careers and sol id social protection schemes. On the
other h and, there is a smaller, though persistent group of workers , often young and low -
skilled, flowing in and out of employment with little chance of stable contracts and lesser
social protection coverage . The main types of work at risk of precariousness are: f ixed - term
contracts (FTCs) of very short duration - between 2000 and 2012, FTCs of less than one
week increased by 120 % while FTCs of less than one month but more than one week
increased by 36. 8 % (IDEA Consult, 2015) ; internships , which have risen from 6 00 000 in
2006 to around 1.6 million in 2012 ; and auto -entrepreneurs , the number of which had
risen to one million by the end of 2014, an increase of 8.6 % over a year.

In Germany , there has been an expansion of non -standard work following the Hartz labour
market reform package, which was implemented in the early 2000s. However, in the
German context, not all atypical and non - standard forms of work can be classed as
at a high risk of precariousness . For example, in contrast to many other EU member
states , fixed - term contracts are not one of the most precarious forms of employment in
Germany, as they are often used for vocational training or as extended probationary
period, subsequently followed by a transition into permanent jobs. However, some forms of
empl oyment that ha ve been quite dynamic over the p ast decade have raised particular
attention as regards their risk of precariousness. These are : marginal part - time work
(around 7 million so -called Minijobs); tempo rary agency work (between 800 000 and
900 000 workers); and freelance work (around 2 million self -employed people without
dependent employees) . Freelance work in itself is not necessary at risk of precariousness,
but if individuals are involuntarily freelance, they are at risk of precariousness.

In Li thuania , trade union density is relatively low and there is poor coverage by collective
agreement. There is also no well -developed culture of employee continuous education in
Lithuania. Although the Labour Code of Lithuania ensures relatively high employme nt
protection in areas such as dismissal, this is rarely implemented in practice. However, non -
standard work forms are not widespread in Lithuania. By contrast, undeclared work is
the most prevalent form of employment in the country : undeclared employees
accounted for 5.4 % of the overall number of employees and undeclared salaries and
„envelope wages… accounted for 12.2 % of all actual salaries in 2014, although those of
these indicators are reported to be declining . In addition, posted work and bogus self -
employment can be cited as relatively popular employment forms with higher risk of
precariousness. The number of posted workers continued to rise during the economic crisis
and in 2015 stood at more than 25 000. There are no reliable figures on bogus self -
employment, but it is thought to be especially prevalent in the construction sector.

The Dutch labour market is characterised by a high level of part - time work . However,
this is not classed as at risk of precariousnes s, as it is regulated and protected by
legislation. The temporary agency sector is covered by collective agreements and therefore
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temporary agency workers are not deemed to be at high risk of precariousness. The
societal debates in the Netherlands on precarious work focus on three labour marke t trends
and their effects on uncertain work, low pay and low access in the social security system.
The first is the growing numbers of (posted) migrant workers who are working under
the authority of foreign intermediary agencies or illegal Dutch agents. T hese workers are
difficult to reach by the Dutch authorities, administrations, statistics and social partners ,
and there are also no precise figures available . A second trend is the rising numbers of self -
employed persons, including bogus self - employment . The numbers of people in self -
employment in the Netherlands h ave increased steadily by 200 000 sinc e the beginning of
the European -wide crisis , to 808 000 by 2014 in the case of self -employed people without
employees , which may indicate that there is an in voluntary element to this . In 2015, the
estimated total number of self -emplo yed persons in the Netherland was 1.4 million. The
third debate focuses on extreme flexible empl oyment and other work contracts, such as
zero hours contracts, which have increased from 164 000 in 2010 to 228 000 in 2014.

Poland is a Member State with relatively underdeveloped social dialogue traditions
and therefore regulation of the risk of precariousness is largely by legislation. Since the
early 2000s the Polish labour market has seen two simultaneous trends: a substantial
decline in the share of open - ended employment and an accompanying gradual
growth of temporary employment , which carries a range of risks of precariousness (see
sections 4.4 and 4.5). The government has in recent years introduced a number of laws
designed to regulate temporary agency work and fixed - term contracts. Further, the Polish
Labour Code was recently reformed in order to bring more contracts within the social
security system and to increase the regulation of fixed - term contracts. The debate around
work at risk of precariousness in Poland focuses on temporary agency work (between 2004
and 2014, the number of temporary agency workers more than quadrupled, from 167 000
to almost 700 000) , fixed - term contracts (numbers have doubled over the past decade)
and civil law contracts, which have increased from 580 000 in 2002 t o 974 000 by 2013
and are deemed to be at risk of precariousness on social security coverage and
disadvantageous employment law status grounds.

In Spain , during the 1980s and beginning of the 1990s , temporary contracts began to be
progressively seen as an instrument of job creation. However, temporary contracts are at
risk of precariousness owing to a number of factors (see sections 4.4 and 4.5) . Due to the
high levels of structural unemployment in that period, labour legislation reforms
facilitated the use of fixed - term and temporary contracts and the provision of work through
temporary work agencies was authorised generally. The dual character of the Spanish
labour market, with permanent workers on the one hand and less favoured non -
standard/atypical workers on the other , became more pronounced following the
deregulation of temporary employment. Subsequently, as a reaction to high levels of
tempor ary employment, increasing labour market segmentation started to be seen as a
problem by policy makers. Therefore, legal measures were adopted in an attempt to tackle
the abuse of temporary contracts through collective bargaining. Moreover, waves of
legisl ation from 2007 to 2012 were enacted in order to try to reduce labour
market segregation by lowering severance payments and tightening regulation of
temporary contracts . It was hoped that if employers were not obliged to pay high
severance on open -ended co ntracts and if temporary contracts were not as advantageous
for employers on employment law and cost grounds, this would encourage the conclusion
of open -ended contracts.

The United Kingdom …s labour market is characterised by a relatively high degree of
fl exibility and light - touch regulation , including regulation of non -standard forms of
contracting. Trade union density is average by EU comparison (29 % according to the 2011
Workplace Employment Relations Survey, WERS) , although collective bargaining covera ge
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is low at workplace level, particularly in the private sector (7 % according to WERS 2011) .
There is no meaningful national or sectoral collective bargaining. There is regulation of non -
standard forms of work in the form of the implementation of the EU legislative framework
in this area. The main forms of non -standard employment at risk of precariousness are
zero hours contracts (representing only 2.4 % of the labour market, but concentrated in
secto rs such as hospitality and retai l) , due to irregular wo rking hours and pay , internships
(around 700 000 internships in 2010) , due to a lack of employment rights and low pay, and
temporary agency work (around 320 000 temporary agency workers) , which carries a
range of risks of precariousness (see section 4.5).
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Table 4 : Top three types of work at risk of precariousness in the eight case study countries

Country Type of work Type of work Type of work

Denmark Part - time working of fewer than
eight hours a week

If a worker works fewer tha n eight
hours a week over a one -month
period, they do not quali fy for
unemployment insurance nor for
pensions or sick pay. The Danish LFS
suggests that about 11 % of workers
work between one and 14 hours a
week. Many part - time jobs can be
found in the clea ning and hotel sector
which are often considered to be
exposed to precarious working
conditions. These sectors are usually
less organised and face a lower
collective barga ining coverage
(Rasmussen et al , 2015).

Legislation covers workers not
covered by co llective agreement, for
example on working time and part -
time working. The social partners
were involved in negotiations on the
outlines of these laws.

Temporary work

Temporary agency work is still
relatively low by European comparison
in Denmark. However, the trend is
upwards: i t s share has tripled in the
past few years, from 0.3 % in 1999 to
0.6 % in 2006 (Madsen, 2015).
Nonetheless, temporary work is
excluded from several rights, such as a
sixth holiday week or sick pay and sick
leave.

Legislation on te mporary agency work
and on posted workers goes some way
to protect the employment rights of
temporary agency workers, although
there is no targeted legislation to
protect workers at risk of
precariousness.

Sectors with poor collective
agreement coverage

As union coverage is considered a
major instrument to achieve good
working conditions in Denmark, less
well - covered sectors may suffer from
some degree of risk of precariousness.
Horticulture, hotels and restaurants,
and cleaning are not only less well -
cove red by collective agreements but
also employ many migrant workers,
who are exposed to a higher risk of
precarious working conditions due to
lower employment choice and a lack of
awareness about their rights.

The social partners are key actors in
helping w orkers to be more aware of
their rights and in uncovering labour
rights abuses, through targeted
campaigns such as Job Patrol (see
Section 7, Annex: Good Practices ).

France Fixed - term contracts (FTCs)

Over the past ten years, the
proportion of FTC of very short
duration (less than one month) within
the volume of all FTCs has risen
sharply . Between 200 0 and 2012,

Internships

The number of internships in France
has risen significantly in recent years ,
from 600 000 in 2006 to 1.6 million in
2012, and there are concerns about
abuses.

Auto - entrepreneurs

An auto -entrepreneur is a form of
employment rel ationship located
somewhere between subordinate and
independent work. However, many
factors define them as precarious
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Country Type of work Type of work Type of work

FTCs of less than one week increased
by 120 % while FTCs of less than one
month but more than one week
increased by 38.6 % (IDEA Consult,
2015). These FTCs of very short
duration seem to be used by
employers as a means of providing
quantitative flexibility during very
short periods.

Legislation on fixed - term contracts
does attempt to curb abuses but the
presence of very short FTCs remains
high and rising.

The Cherpion Law of 2011 seeks to
regulate abuses of internships, but
some issues are reported to remain ,
such as employers not offering
appropriate pay or using interns as
cheap sources of labour rather than
offering them structured training and
work experience.

workers: they are more dependent on
their clients, the choice of being
independent is more imposed (by
unemployment, by employers, etc.)
and so less linked to a personal project.
They are mostly more vulnerable than
dependent employees due to their
exclusion from collective bargaining
and the resultant absence of
procedures dealing with disciplinary
matters (Insarauto et al ,  2015). The
numb er of auto -entrepreneurs was
around one million at the end of 2014,
an increase of 8.6 % over a year.

The government has proposed
legislation to tighten the conditions
around auto -entrepreneurship, but no
progress has been made so far.

Germany Marginal pa rt - time work

This is a specific feature of the
German labour market (see Eichhorst
et a l, 2012). Since the mid -2000s
there have been about 7 million
Minijobs in Germany. It is based on
long -standing legislation that,
however, has been modified several
time s over the last 20 years or so to
stimulate a flexible type of part - time
work with low hours. The general
principle is that marginal part - time
workers are exempt from regular

Temporary agency work

Temporary agency work increased in
Germany after a significant
deregulatory reform in 2003 in the
context of the Hartz package. This
reform abolished the maximum
assignment period and the ban on the
synchronisation between job and
assignment. At the same time a
general equal pay and equal treatment
principle was laid down in legislation.
However, deviations from this could be
agreed upon through collective

Freelance work

New types of freelance w ork have
emerged in Germany in the creative
occupations, media and journalism, IT
consulting and similar occupations.
Accounting for around 2 million
individuals, self -employment without
dependent employees is now the
dominant form of self -employment
compa red to entrepreneurs with
employees. Self -employed and
freelance workers are only partially
included in social insurance, which is
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Country Type of work Type of work Type of work

income taxation and full employee
social security contributions if they
earn belo w a certain threshold.

The legislation covering this form of
working has been reformed in recent
years, and the introduction of the
national minimum wage has reduced
the numbers of marginal part - time
workers, although no full solution has
yet been found to ensuring full
taxation and social insurance
coverage for these workers.

agreeme nts for the agency work sector,
and there is virtually full collective
agreement coverage of the sector.
However, due to the creation of sector -
specific wage scales, there is a
significant wage differential between
agency workers and comparable,
directly e mployed staff in user firms.
There are currently around 800 -900
000 temporary agency workers in
Germany.

Legislation is being prepared that will
regulate this sector more tightly, as a
result of trade union pressure.

still focused on dependent workers in
line with the Bismarckian tradition.

Legislation aimed at providing more
protection for these workers in the
areas of pay and social insurance has
been introduced. Further legislation, to
combat abuses, is being discussed.
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Country Type of work Type of work Type of work

Lithuania Undeclared work

There is a significant shadow labour
market in Lithuania; undeclared
employees accounted for 5.4 % of the
overall number of employees and
undeclared salaries and „envelope
wages… accounted for 12.2 % of all
actual salaries in 2014 (Putni†‡ and
Sauka, 2015). However, both
indicators have been declining since
2012. Fully undeclared work (illegal
work) is relatively rare in Lithuania, in
comparison with partially undeclared
work („envelo pe… wages). A recent
study on shadow employment shows
that partially undeclared work was
most prevalent in the construction
sector, followed by agriculture, and
auto and other repairs (LLRI, 2015).

I n 2009 the State Labour inspectorate
started a new approa ch to tackling
undeclared work by placing greater
emphasis on business consulting,
public information and awareness
raising , in addition to reforms
reducing the incentives to engage in
undeclared work, all of which appear
to be having an impact on this
pra ctice.

Posted work

The number of posted workers from
Lithuania to other countries has been
gradually increasing since 2004, when
Lithuania joined the EU. The number of
posted workers continued to rise during
the economic crisis and in 2015 stood
at more th an 25 000. There are
concerns about violations of legislation
governing posted workers : according
to the interviewee representing the
„Solidarumas… trade union, workers
posted from Lithuania to other EU
countries often receive a lower salary
than the mini mum wage in that specific
country. In addition, posted workers
usually lack access to trade union
representation and often face less
favourable conditions for career
development and training.

The social partners have been active in
trying to inform posted workers about
their rights.

Bogus self - employment

According to Eurostat, in 2014 the
number of self -employed persons aged
15 to 64 years was 136 000 or about
10.5 % of the Lithuanian workforce.
Self -employment in Lithuania is clearly
sectoral. According to Eurostat, 49 900
(37 % of all self -employed persons)
worked in agriculture, 29 100 (21%) in
the repair of motor vehicles and
motorcycles, 29 100 (21 %) in
wholesale and retail trade and 12 100
(8.9 %) in the construction sector in
2014 . There is no data o n the scale of
bogus self -employment in Lithuania.
Interviewees from the State Labour
inspectorate emphasise that this type
of employment form is especially
preva lent in the construction sector,
followed by the service and sales
sector. I t is difficult to legally prove
bogus self -employment cases in
Lithuania, which creates additional
difficulties in bogus self -employment
prevention and control.

The govern ment is debating labour
market reforms, although these will
probably be delayed until after
parliamenta ry elections in autumn
2016.
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Netherlands Self - employment

Many self -employed people in the
Netherlands are at risk of
precariousness due to instabilities in
the demand for their labour and
services, together with very low social
security provisions in the case of
unemployment, sickness and
pensions. In addition, bogus self -
employment risks undermining legal
social standards, collective bargaining
and collective agreements. Often,
self -employed workers are in direct
competition with workers in
employment re lationships.

CBS Statistics Netherlands splits the
self -employed into those with
personnel and those without
personnel. Working as a self -
employed person without personnel is
a very high risk factor in the
Netherlands for precariousness in
terms of uncert ain work, combined
with low pay. More than 50 % of
these workers earn a n hourly wage
less than 130 % of the legal minimum
wage standard (CPB, 2015b: 41 -43).
There were an estimated 808 000
such workers in 2014.

The Dutch government has recently
introduced new legislation on

Flexible employment contracts

Workers on zero hour contract s or
contract with variable levels of hours
are at risk of precariousness, in terms
of uncertainty around working time and
low wages. These forms of contracts
have increased over the past five
years , from 164 000 in 2010 to
228 000 by 2014 . On call workers
mostly work in the retail and hotel and
catering industrie s. Employees with
varying numbers of working hours can
be mostly found in agriculture
(seasonal work), retail, hotels and
catering industry and outsourced
activities such as security services and
cleaning agencies.

These types of contracts are part of the
growing flexibilisation of working in the
Netherlands and while the government
is reforming labour market regulation,
it would seem that precariousness risks
around this form of working are not
likely to decrease.

Posted workers

There is a rising trend i n the number of
posted workers, although precise
figures are not available. Posting of
migrant workers creates precariousness
for the workers involved in many
dimensions. Not only in terms of
uncertain terms and conditions of
employment and short - term labo ur
contracts, but also due to social
isolation, for example if the employer
provides housing, which makes these
workers more dependent on the
employer. There is deemed to be an
issue regarding the violation of the
rights of migrant workers . Posted
migrant workers in the Netherlands are
concentrated in construction,
horticulture, the food industry and road
transport (Berkhout et al , 2014).

Legislation governing posted workers is
in place in the Netherlands, based on
EU regulation. However, there remain
conc erns surrounding abuse and lack of
knowledge among these workers about
their labour rights.
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flexibility and security, although many
issues remain unaddressed regarding
self -employment and bogus self -
employment.

Poland Temporary agency work

Temporary agency work has risen
significantly between 2004 and 2014,
with the number of temporary agency
workers more than quadrupli ng , from
167 000 to almost 700 000.
Legislation regulating activities of
temporary employment agencies in
Poland was introduced in 2003 .
Agency work is linked with civil - law
contracts, in that these types of
contracts account for over 50 % of all
contracts with agencies. There is also
no requirement to show eligibility for
running an agency. This absence of
regulation has resulted in a significant
growth in the number of employment
agencies.

Fixed - term contracts

Fixed - term employment contracts
(FTC) are a feature of the Polish labour
market and the numbers have doubled
over the past decade. They are,
however , less at risk of precariousness
than some other forms of temporary
work, as they are covered by social
security contributions and a certain
notice peri od, which from 22 February
2016 is the same as for an open -ended
employment contract. However, a
fixed - term employment contract can be
terminated by an employer without
justification. There is also evidence of
abuse of FTCs : in 2012, 25 % of people
employe d under FTC had a tenure in
the current workplace of over four
years (SES data).

New legislation that came into force in
February 2016 regulates the use of
fixed - term contracts more tightly in
terms of consecutive conclusion of
contracts and notice periods .

Civil - law contracts

Civil - law contracts are work
arrangements which are not regulated
by the Labour Code, and therefore do
not provide any of its protection or
rights. For these reasons, coupled with
their lower tax treatment, they are
attractive for e mployers. These
contracts have increased from 580 000
in 2002 to 974 000 by 2013. There are
two types of civil - law contracts most
frequently used in Poland € contract of
mandate (umowa zlecenie) and a
contract to perform a specified task
(umowa o dzieˆo). Contract to perform
specified tasks is not covered with any
social security contri butions (SSC) (not
even health insurance), but it is subject
to income tax. The most common
sector among civil - law workers was
administrative and support service
activities (33 % , GUS , 2014b).
Likewise , civil - law workers often work
in manufacturing and tra de € in total
workers in the se sectors accounted for
around 30 % of the total number of
civil - law workers.
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New legislation provides more social
security protection for these contracts,
although it does not fully abolish social
security coverage exemption a nd is
therefore expected to have limited
impact.

Spain Open - ended contract to support
entrepreneurship

Legislation enacted in 2012
established a new type of open -ended
contract for entrepreneurs, which has
a fixed term of one year, and may be
converted in to a contract of indefinite
duration once that period has elapsed.
Furthermore, during the probationary
period, the employee has no legal
protection against dismissal. The aim
of this contract is to support
entrepreneurs. However, trade unions
believe that these contracts are
precarious. The total number of
permanent contracts to support
entrepreneurship signed since the
new labour law reform entered into
force (February 2012 to January
2016) is 394 369 . These figures are
very modest in comparison with the
number of temporary contracts signed
during the same period.

Trade unions are campaigning for the
abolition of this contract, believing

Short fixed - term and part - time
contracts

The number of employment contracts
lasting less than a week has grown in
2015, accounting for around a quarter
of social security registrations. Further,
the number of fixed - term jobs
register ed as part - time has also
increased. In this case, the percentage
has grown to 28.7 %. While there has
been a 48 % increase in the number of
full - time contracts valid for seven days
or less, there has been a 123 %
increase in the number of short - term
jobs p aid by the hour. (Data: Labour
Force Survey, last quarter 2015) .

Recent labour market reforms dating
from 2013 have been evaluated by the
Spanish government, finding that they
have reduced precariousness risks,
although experts interviewed for this
study b elieve that the legislation has
not resolve many issues related to the
operation of the Spanish labour market.

Youth contract

The youth contract is a temporary
contract regulated by the Workers
Statute and introduced by Law
11/2013. The aim of this new a typical
form of temporary contract is to
encourage the hiring of young people
especially by small and medium
businesses and self -employed people.
Young people under the age of 30 who
have less than three months or no work
experience are eligible. The main
advantage for the employer is the
contract…s temporary nature and
reductions in employers… social security
contributions if it becomes permanent
(once the minimum period of three
months has elapsed). In this case,
workers have the right to a ‰500 per
year bonus for three years in
employersŠ social security
contributions. If the contract is signed
with a female worker, the bonus is
‰700 per year.

No evaluations of this legislation have
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Country Type of work Type of work Type of work

that it has a high risk of
precariousness, although its relatively
modest use by employers so far
means that it has as y et had limited
impact.

yet been carried out.

United
King dom

Zero hours contracts

These types o f contracts are very
high -profile in the UK, although they
are estimated to account for only
2.4 % of total employment. They are
most common in retail and hospitality.
Around 20 % of people on zero hours
contracts are in full - time education,
which means th at they are using them
to earn money while studying.

Recent legislation forbids employers
from requiring that workers on zero
hours contracts work exclusively for
them. Trade unions campaign for
further restrictions, fearing that they
are resulting in hig h levels of
precariousness.

Internships

The use of internships has been the
subject of debate in recent years in the
UK. There is a lack of reliable data on
the number of internships in place in
the UK, although the UK government
estimates that there are up to 70 000
interns working in the UK at any one
time.

There is little legislation governing
interns. I nterns are not necessarily
classed as workers, as it depends on
what they do during their internship,
and whether or not it constitutes work.
This then determines whether or not
they should be paid the national
minimum wage.

Temporary agency work

There are an estimated 320 000 temporary
agency workers in the UK, accounting for
1.27 % of the employed workforce.
Temporary agency work in the UK is
relative ly lightly regulated in comparison
with many other EU Member States. The
incidence of this form of working has always
been relatively high, as there are few
constraints on employers in areas such as
recourse to temporary working and length
of temporary con tract. Temporary work is
at risk of precariousness due to its fixed -
term nature and lack of access of these
employees to some employment rights.

The UK prides itself on its flexible labour
market, and temporary agency work is a
key component of this, as it allows
employer to react flexibly to fluctuations in
demand for goods and services. There is an
ongoing debate about equalit y with user
company workers. Legislation governing
temporary agency work came into force in
2011, but makes use of the so -called
Swedish derogation and therefore trade
unions argue that its impact is limited.
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�4�. �T�Y�P�E�S� �O�F� �C�O�N�T�R�A�C�T� �A�N�D� �R�I�S�K� �O�F� �P�R�E�C�A�R�I�O�U�S�N�E�S�S
This chapter examines different types of contracts and risk of precariousness as set out in
chapter 1 of this study . It is divided according to type of contract.

4.1. Full - time, open - ended contracts

Full - time, open -ended employment contracts remain the most prevalent type of
contract around the EU , with the notable exception of the Netherlands. Nevertheless,
the share of standard employm ent has fallen from 62 % to 59 % in the EU over
the past decade, in favour of more flexible types of work . If this trend continues, it
may well become the case that standard contracts will only apply to a minority of workers
within the next decade.

While s tandard forms of employment are at a relatively low risk of
precariousness, due to their full - time and open - ended nature, our indicators
found that there were nevertheles s risk s associated with perceptions of health
status and job security. Further, there are some risks associated with low pay, in -
work poverty, and poor working conditions in some sectors and occupations , such
as waiters, bart enders, cooks, sale s personnel, plant machine operators, those in mining,
construction and manufacturing and those in volved in food preparation.

However, it should be noted that in -work poverty is the result of multiple factors in addition
to low earnings, such as levels of working hours, the labour supply, jobless households,
household size, means - tested social benefits , and poverty thresholds .

Some sectors and occupations , such as personal service workers, those in hospitality
and elementary professions and in particular drivers and refuse workers , also
exhibit low levels of job quality, increasing the chances of low pa y, but also leading to
other low quality elements, such as lack of control over job content, lack of autonomy and
prospects, low variation of tasks and lack of employee voice . These types of contracts may
also be in a workplace that has no trade union repr esentation and therefore individuals
will not have access to collective advice, support and guidance, including information on
th eir employment rights. Some standard contracts may involve irregular working
patterns , which can increase the risk of precariou sness.

4.1.1. Introduction

This section examines the prevalence of so - called standard employment contracts, which
are open -ended, full - time employment contracts. It maps the share of employment that
these contracts have around different EU Member States over the past decade. It also
discusses the factors that could contribute to risk of precariousness for workers on these
types of contracts.

Table 5 : Advantages and disadvantages of standard employment contracts

Advantages Disadvantages

Sta ble, open -ended employment with
minimum risk of precariousness

Potential lack of flexibility for work - life
balance

Full - time working hours Some occupations at risk of poverty due to
low pay

Access to social security Low quality work in some occupations

More likely access to collective Potential of irregular working patterns
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representation

4.1.2. Standard contracts still most common type of contract

The most common type of contract in Europe still is permanent full - time employment,
accounting for more than hal f of total employment, although it is decreasing in most
countries and in some the share is not much higher than 50 %. This holds except for the
Netherlands where more flexible types of work, especially part - time work, increased over
the last decades and n ow play the dominant role in total employment € however, in many
respects part - time work is comparable to a standard employment relationship with reduced
working hours. For some countries the share of standard employment is high, reaching
almost 70 % (Hung ary, Romania, Slovakia, Czech Republic, Croatia) to 80 % (Bulgaria,
Estonia, Lithuania, Latvia). Whereas in all other countries of the European Union (except for
the Netherlands) the share of full - time employment ranges from one half to two thirds of
total employment and has decreased over the last decade in favour of more flexible types
of work. Overall, Bulgaria has the highest share of standard contracts (82 %). The
Netherlands has the lowest share of full - time open ended employment and exhibits one of
the largest decreases between 2003 and 2014, from 44 % to 34 %. See Figure 7.

Figure 7 : Share of full - time open - ended employment in Europe 2003,
2008 and 2014

Source: EU-LFS 20 03, 2008, 2014, weighted results, own calculation.

‹ No data available for Malta in 2008 & 2003

4.1.3. Main risks: l ess satisfaction with pay in Hungary, job security in Lithuania and
health in Latvia

Using data from the European Working Conditions Survey 2010, w e looked at objective and
subjective indicators in terms of individuals… perception regarding job security, satisfaction
with working conditions and payment, coverage of collective bargaining, work related
demands, health risks, access to training and care er prospects, in order to gain an insight
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into risk of precariousness using these indicators. More details of t he methodology used are
in Box 2 below.

Box 2 : Methodology: w orking conditions in Europe - subje ctive measures of
precariousness

Permanent full - time employment is associated with stronger employment protection and
legislation and social security in many European countries and therefore can be used as the
benchmark with respect to objective working co nditions. Subjective indicators based on the
individuals… perception regarding job security, satisfaction with working conditions and
payment, coverage of collective bargaining, work related demands, health risks, access to
training and career prospects co ntribute to a more complete picture where comparable
objective measures are missing or cannot be obtained. By means of the European Working
Conditions Survey (EWCS) 2010 several subjective and some objective indicators of
precariousness can be compared for different contract types and across countries. Since the
original scales of these variables are different, the measures are normalised to the
weighted EU -27 average and deviation (across countries and across contract types). 5 Thus,
the resulting indicator s shown below are comparable in magnitude to each other, between
contract types and between countries. These measures show the average deviation from
the overall reference, which is the average employed person (incl. self -employed and
apprenticeships and t rainees) in the European Union in 2010. A deviation from this
reference that exceeds certain thresholds are marked accordingly in the tables below. If the
light green or light red colour appears, the average deviation lies inside the inner half of the
Euro pean employed population but outside the inner 25 % . In these cases the deviation is
not substantial since it is still lower than two thirds of the average deviation. The darker
colours mark the range of the inner 75 % (but outside the 50 % threshold) € st ill within the
average deviation. Cases where the deviation is above average and thus lie below or above
the inner 75 % are marke d with dark red and dark green. All indicators are coded in the
same direction, therefore „green …can be interpreted as better working conditions and „red …
as worse working conditions compared to the EU -27 average. We give these tables for full -
time employment, part - time employment, temporary employment and self -employment.

Table 6 shows for each indicato r (and all countries) the average deviation for permanent
full - time employees from the overall EU -28 average (across all types of contracts). Since
permanent full - time contracts account for more than half of the total employment in
Europe, deviations from the European average are rather low and show only some country -
specific differences. The closer to 0.00, the smaller the deviation from the EU -28 average.
These tables show the variation by country, rather than a figure for the EU as a whole.

The main risk s associated with permanent full - time contracts , according to this
methodology, are perceptions of health status and job security , although it should be
noted that the risks are lower overall than for other types of contracts .

Accordingly, the subjective perception of full - time employees in Latvia regarding their
health status is a little lower than the average, as are perceptions of job security in
Lithuania and satisfaction with payment in Hungary.

Overall , the working conditions of full - time employees who have a permanent contract are
at average and in some countries slightly above average, especially regarding training paid
by the employer.

Other issues marked in lighter red, showing less satisfaction include dissatisfaction with job
security in Bulgar ia, Czech Republic, Estonia and Latvia, and dissatisfaction with general

5 Using z - transformation with mean of 0 and standard deviation of 1.
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health in Estonia, Lithuania, Portugal, Romania and Slovakia. Areas that score relatively
highly in terms of satisfaction (marked in green) include training, works councils and
career s opportunities.

By country, Lithuania, Latvia, Greece and Portugal have three below -average indicators,
whereas Denmark has seven indicators above average, the Netherlands has four, and
Finland, Luxembourg and the UK have three.
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Table 6 : Dimensions of working co nditions full - time opened - ended contracts
(average deviation from overall EU - 28 average) . Subjective and objective indicators of precariousness

Objective Rather objective Subjective

work
council

training
received

share
of low
pay
(low)

physical
demands
(low)

psycho -
social
demands
(low)

career
opportunities

job
security

satisfaction
with pay

satisfaction
with
working
conditions

general
health

Austria 0.13 0.17 0.13 0.01 -0.26 -0.05 0.12 0.29 0.13 0.00

Belgium 0.36 0.13 0.28 0.01 0.08 0.26 0.11 0.36 0.14 0.13

Bulgaria -0.23 -0.50 -0.14 0.02 0.09 0.02 -0.50 -0.16 -0.23 0.02

Cyprus 0.02 -0.03 -0.01 -0.11 -0.14 0.12 0.06 0.41 0.27 0.30

Czech
Republic

-0.22 0.35 0.12 0.22 -0.26 -0.05 -0.67 -0.06 -0.24 -0.08

Denmark 0.62 0.34 0.28 0.48 0.22 0.32 0.45 0.41 0.53 0.37

Estonia -0.39 0.15 -0.16 0.05 0.19 -0.18 -0.58 -0.19 -0.22 -0.57

Finland 0.62 0.48 0.22 -0.04 0.36 0.04 0.18 -0.16 0.00 -0.05

France 0.19 -0.11 0.26 -0.26 -0.07 0.04 0.35 -0.25 -0.22 -0.10

Germany 0.00 0.17 0.07 0.22 -0.28 -0.04 0.32 0.27 0.14 0.01

Greece -0.36 -0.35 -0.01 -0.22 -0.19 -0.04 -0.14 -0.02 -0.40 0.39

Hungary 0.05 -0.07 0.12 -0.11 -0.20 -0.29 -0.30 -0.68 -0.43 -0.26

Ireland 0.15 0.34 0.03 0.13 0.19 0.35 -0.26 0.17 0.24 0.58

Italy -0.03 -0.13 0. 25 -0.14 0.24 -0.15 0.05 -0.16 -0.23 -0.13

Latvia -0.17 -0.06 -0.03 0.12 -0.05 -0.12 -0.50 -0.44 -0.30 -0.70

Lithuania -0.24 -0.17 -0.12 0.18 -0.12 -0.15 -0.84 -0.29 -0.35 -0.38

Luxembourg 0.45 0.04 -0.05 0.01 -0.21 0.40 0.29 0.39 0.03 0.06

Malta -0.10 0.03 0.16 -0.01 0.27 0.37 0.01 0.14 0.15 0.17
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Objective Rather objective Subjective

work
council

training
received

share
of low
pay
(low)

physical
demands
(low)

psycho -
social
demands
(low)

career
opportunities

job
security

satisfaction
with pay

satisfaction
with
working
conditions

general
health

Netherlands 0.36 0.53 0.13 0.53 0.34 0.10 0.23 0.26 0.11 0.00

Poland -0.17 0.05 0.01 0.27 -0.15 0.18 -0.18 0.04 -0.05 -0.07

Portugal -0.44 -0.02 0.17 -0.38 0.07 0.01 -0.05 -0.25 -0.10 -0.47

Romania 0.01 -0.26 -0.13 -0.02 0.09 -0.31 -0.31 -0.26 -0.29 -0.33

Slovakia 0.07 0.16 0.09 0.23 0.07 -0.20 -0.15 -0.22 -0.19 -0.32

Slovenia -0.07 0.40 -0.09 -0.12 0.33 -0.05 -0.27 -0.33 -0.46 -0.20

Spain 0.09 0.07 0.07 -0.09 -0.10 0.04 -0.28 0.17 -0.08 0.02

Sweden 0.4 8 0.45 0.23 -0.04 0.03 -0.06 0.14 0.05 0.01 0.08

United
Kingdom

0.21 0.41 0.08 0.22 0.15 0.40 0.15 0.20 0.24 0.36

Total 0.07 0.10 0.11 0.05 -0.02 0.04 0.06 0.03 -0.04 -0.01

Source: EWCS 2010, weighted results, own calculation.

Note: less reliable due to low number of cases (*), unreliable due to less than 30 cases (.) Mark -ups:

Negative, outside 75 % Positive, within 50 %

Negative, outside 50 % Positive, outside 50 %

Negative, within 50 % Positive, outside 75 %

Inner 25 %
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4.1.4. Low pay and in -work poverty also a risk for standard contracts

Those working on standard contracts can also be at risk of in -work poverty, due to low
income levels. However, it should be noted that in -work poverty (as measured in the EU -
SILC survey) is the result of multiple factors in addition to low earnings, such as levels of
working hours, the labour supply, jobless households, household size, means - tested social
benefits, and poverty thresholds. It also depends on individual living circumstances, for
example whether peop le in low -paid jobs share households with others in work who might
earn more and share their income, or whether they live alone.

It should be noted that EU Member States all have some form of minimum income
scheme or schemes for those who are of working a ge, in order to ensure a minimum
standard of living for them and their dependants when they do not have any other means
of support. However, these schemes vary widely in coverage, comprehensiveness and
effectiveness. Frazer and Marlier (2009) note that Mem ber States… schemes can be divided
into four groups as follows: countries that have relatively simple and comprehensive
schemes (AT, BE, CY, CZ, DE, DK, FI, NL, PT, RO, SI, S E) which are open to those with
insufficie nt means to support themselves: countrie s (EE, HU, LT, LV, PL, SK) which, while
having quite simple and non categorical schemes, have rather restricted eligibility and
coverage of people in need of financial assistanc e due often to the low level at which the
means test is set: countries (ES, FR, IE, MT, UK) that have developed a complex network
of different, often categorical, an d sometimes overlapping schemes which have built up
over time but in effect cover most of those in urgent need of support; and countries (BG,
EL, IT) who have ver y limite d, partial or piecemeal arrangements which ar e in effect
restricted to many narrow categories of people and do not cover many of those in most
urgent need of income support.

Box 3 : In - work poverty

The risk of „in -work poverty… is one domain of the EU Statistics on Income and Living
Conditions (EU -SILC). It is measured as the rate of those at risk of poverty among
individuals that are „in work…, i.e. individuals who were employed for more than half of the
reference period (the survey ye ar). The statistical unit is the private household. In -work
poverty therefore refers to employed people, taking into account their household context. A
person living in a private household is defined as a person living alone or a group of people
who live t ogether in the same private dwelling and share expenditures, including the joint
provision of the essentials of living. Being at risk of poverty is defined as having an
equivalised disposable income below the risk -of -poverty threshold, which is set at 60 % of
the national median equivalised disposable income measured after social transfers. The in -
work at - risk -of -poverty rate itself is calculated as the percentage of people classified as
employed who are at - risk -of -poverty of all persons living in the relev ant subgroup of all
private households in the respective country.

For example, the graph of the in -work at risk of poverty rate by working time depicts that
the risk of poverty rate among part - time workers is roughly twice as high as among full -
time worke rs. But since the reference population is the respective subgroup of all private
households , the line between work and poverty is blurred by the household
dimension : On the one hand, the poverty risk of the working poor is not necessarily the
result of the ir individual activity status. On the other hand, unfavourable or „precarious…
employment situations associated with e.g. low hourly earnings do not lead to in -work
poverty if they are counterbalanced within the household. Hence, in - work poverty does
not a llow for direct conclusions regarding the quality of a job or its
precariousness . It is important to note that in order to go beyond first indications, more
research would be needed.
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Figure 8 shows the in -work at risk of poverty r ates for households without dependent
children, by work intensity level. It is clear that households with low work intensity are
much more at risk of poverty than households with medium or high work intensity.

Figure 8 : In - work at risk of poverty rates for households without dependent
children by work intensity , 2014

Source: EU-SILC .

Figure 9 shows in -work at risk of poverty rates by working time (part - time and full - time).
The r isk of poverty is generally higher in the case of part - time work, although the degree of
additional risk varies, from the lowest differential in the case of the Netherlands, to the
highest in Romania.

Figure 9 : In - work at risk of poverty rate by working time, 2014: risk of poverty
is higher for part - time workers

Source: EU-SILC .

Figure 10 shows the in -work risk of poverty rate according to permanent and temporary
contracts. Thi s shows that in all countries, there is a greater risk of in -work poverty in the
case of employees on temporary contracts, although again there is significant variation
according to EU Member State.
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Figure 10 : I n - work at risk of po verty rate for permanent and temporary
employees, 2014: greater risk for temporary employees, 2014

Source: EU-SILC .

�a�. Literature review: s tandard contracts carry some risk of precariousness

The data analysed above shows that the re are certain risks associated with standard
contracts. The literature on the risk of precariousness in work also shows that the risk of
precariousness is greater in the case of atypical contracts than in the case of stand ard
contracts: although these typ es of contracts are traditionally not seen as at high risk of
precariousness, they nevertheless carry some risk. The literature tends to confirm the
data findings that the main risks are low pay and in - work poverty, job security
and health risks, but adds factors such as access to training and poor career
prospects.

Accordingly, low pay and risk of poverty is the main precariousness indicator affecting
workers on permanent contracts. According to the TUC (2008), based on qualitative
research in the UK, low pay is particularly prevalent for workers in the care, cleaning,
hospitality and construction sectors. Other issues affecting vulnerable workers identified by
the TUC in 2008 include lack of awareness of employment rights and lack of enforcement of
these r ights (for example, rights to claim unfair dismissal), and lack of collective, trade
union support.

Open - ended contracts are also not necessarily always correlated with job
security . Broughton et al (2010), based on literature review and national research carried
out in EU Member States, note that, across the EU, „an open -ended contract no longer
ensures a guarantee of job security € various crises show that even the „secure …permanent
contract can be threatened, due in particular to the processes of global isation and the
„financialisation… of the economy, leading to considerable company restructuring ….

Eurofound research on occupations with multiple disadvantages, based on EU data analysis,
(Eurofound , 2015c) found that there were a range of occupations in which many workers
with standard contracts are deemed to be disadvantaged in terms of being subject to high
job strain, exposure to health risks, difficulties in accessing training, experiencing
job insecurity and subject to poorer career prospects than in other occupations .
These include personal service workers (waiters, bartenders and cooks), sales personnel
(shop salespersons, cashiers and ticket clerks), plant and machine operator jobs
(assemblers, machine operators and drivers) and elementary occupati ons (mining,
construction and manufacturing labourers, refuse workers and food preparation assistants).
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Eurofound states: „Two occupations in particular € drivers and refuse workers € endure
very poor conditions in most areas, with negative impacts on work €life balance, ability to
make ends meet and, above all, health status …. (Eurofound, 2015c, p. 1) The study also
noted that some occupations with multiple disadvantages are dominated by a specific social
group: for example, a high proportion of women work as cashiers and ticket clerks, young
workers as waiters, and people of foreign origin as food preparation assistants.

Eurofound (201 0) , based on literature review and data from national research reports in
Member States, notes that in 2007, around 8 % of i ndividuals in employment in the EU27
were considered to be working poor, i.e. living under the poverty threshold . However, there
were significant differences between Member States, ranging from 14 % in Greece and
12 % in Poland to 3 % in the Czech Republic and 4 % each in Belgium, Denmark and
Malta. Eurofound notes that being in work greatly reduces the risk of being in poverty, but
states nevertheless that „even if people in employment are less exposed to the risk of
poverty than other groups, they represe nt a large proportion of those at risk of poverty,
since a large part of the population of working age (15 €64 years) is in work …
(Eurofound, 2010, p. 3) .

More recently, the European Co mmission (2014 ) notes that in - work poverty has
increased in two out of three EU Member States over the past four years : 16.7 %
of those of working age were de emed to be at risk of poverty in 2012 (EU -SILC data). The
upward trend in recent years is partly due to the economic crisis in Europe. The
Commission concludes that work can help, but is not a total solution to poverty: „Taking up
a job helps with getting out of poverty, but only in half of the cases. The chances to get out
of poverty when moving into employment depend on the type of job found (full time/part
time, type o f contract and pay level), but also on the household composition and labour
market situation of the partner. Similarly, moving to a better paid job is the most frequent
way for the in -work poor to get out of poverty. But not all upward labour market transi tions
(part time to full time or temporary to permanent contract, higher pay) are associated with
exits from poverty ….

However, Marx and Nolan (2012) , using data from EU -SILC, note that there is only a weak
link between low - paid work and in - work poverty . T hey ar gue that most low -paid
workers in the EU do not live in households in financial poverty, but that it is individuals
who live in a specific household configuration, such as a lone breadwinner with multiple
children, who are more likely to suffer from in -work poverty: „Trends in in -work poverty
vary across countries, and in -work poverty is strongly associated not so much with low pay
as with single -earnership and low work intensity at the household level, linking in turn to
institutional settings and st ructures in th e labour market, tax and benefi t system and
broader welfare state …. In terms of the minimum wage, they argue that this can usually
only prevent single households from in -work poverty, but cannot prevent this in the case of
family households w ith only one person working: „Even in countries where minimum wages
are compa ratively high they do not suffi ce to keep sole breadwinner household out of
poverty, especially when there are dependent others or children …
(Marx and Nolan, 2012, p . 38 ) .

They state that policies to alleviate in -work poverty should be aimed at boosting demand
.for workers with low levels of skills and education and offering child care support to enable
individuals to work or to increase their working hours, alongside tax reforms.

By contrast, Maitre et al (2012) , using EU -SILC data, find that low - paid workers
(earning below two - thirds of median pay) face a much higher risk of in - work
poverty than their higher - paid counterparts . They state that the risk is around four to
five time s higher than for workers paid above the two - thirds of median pay threshold, and
that the disparity is greatest in Austria, Denmark, Estonia, Finland, Iceland and Sweden .
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Further, they state that the likelihood of belonging to a household that is in povert y is
linked to factors such as gender, age and social c lass and in particular the presence or
absence of other earners. In line with Marx and Nolan (2012), they find that sole -earner
low -paid employees experience much higher poverty rates than those in mul tiple earner
households.

Maitre et al also looked at the relationship between low pay and a broader concept of
economic vulnerability, finding that only a minority of low -paid individuals live in vulnerable
households , although this minority is larger tha n the proportion of individuals who are at
risk of poverty, especially in the new EU Member States.

Bosch (2009) , analysing national datasets, examines low -paid employment in Denmark,
Germany, France, the Netherlands, the UK and the USA, finding that low pay is determined
by factors such as the minimum wage, in addition to active labour market policies, tax and
social security systems and collective bargaining systems. He examines the assumption
that there is an inescapable trade -off between employment and wages for the low -skilled in
the face of skill -biased demand shifts, which was thought to explain low employment rates
and low inequality in Europe on the one hand and high inequality and high employment
rates in the United States on the other . Under this assumption, the USA was held to be the
model and EU governments were recommended to deregulate labour markets in order to
solve the problem of unemployment. However, Bosch argues that there are various factors
that can promote high employment, including i nclusive pay systems that also cover
employees with weak bargaining power and an empowerment strategy based on an active
labour market policy and lifelong investment in education and training to strengthen the
individual bargaining positions of the unemplo yed. „It seems safe to conclude that labour
market outcomes cannot be explained by any single institution. Employment outcomes are
the product of a set of institutions that shape both the supply side and the demand side of
the labour market. In the presenc e of institutional complementarity and virtuous circles,
employment rates are higher. Even in countries with small proportions of low -paid workers,
the problem that remains to be solved is how to avoid the long - term negative effects of low
pay on workers… careers and on the next generation. A good solution is to concentrate low
pay on short periods in the life of young workers, as in Denmark …(Bosch, 2009, p . 353 ) .

Fraser et al (2011) examine in -work poverty in Europe, stating that it is caused by low pay,
but also by weak labour force attachment and high needs. They note that although there
has been an increase in the number of jobs in the EU over the past decade and a half , this
has not decreased poverty , due to an expansion of low -quality jobs.

In terms o f trends, Marx et al (2014), using data from the EU -SILC database, show that
there has been no noticeable rising trend in in -work poverty since 2000. However, in -work
poverty varies considerabl y around Europe, ranging from four to five % in Austria, Belgiu m,
the Czech Republic, Fin land and the Netherlands, to 13 to 14 % in Greece and Spain and
17 % in Romania.
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Table 7 : Mapping of standard contracts against indicators of precariousness ,
based on the literature and statistical analysi s in this section

Low pay and in -work p overty ðPMedium risk in some countries, such as Greece and
Poland, although this depends on the individual situation
and the composition of the household (based on data
analysis above and on literature, eg Eurofound 2 015c)

Stress and health ðPMedium/high risk in some sectors and occupations ,
such as personal service workers, sales personnel, plant
and machine operators and elementary occupations
(based on data analysis above and on literature, eg
Eurofound 2015c)

Career development and
training

ðPMedium risk in some sectors and occupations , such as
personal service workers, sales personnel, plant and
machine operators and elementary occupations (based
on data analysis above and on literature, eg Eurofound
2015c)

4.2. Part - time work

Part - time work accounts for around 7 % of employment in the EU , according to the EU
Labour Force Survey (based on spontaneous responses by respondents regarding the
distinction between full - time and part - time work), although the figure varies co nsiderably
between EU Member States, from 18 % in the Netherlands to around 2 % in Latvia and
Poland.

About 9 % of the total employed workforce in Europe are employees who are working
fewer than 20 hours per week. This type of marginal part - time work is increasing in
Europe, mainly due to the increasing participation of women in the labour market with a
low number of working hours and due to specific regulation, e.g. the „Minijob …in Germany.
Part - time work plays still a minor role in most of the Eastern a nd Southern European
countries.

Part - time work can afford enormous levels of flexibility and work - life balance
opportunities to individuals and act as a way of increasing the female labour market
participation rate. However, part - time work can be at risk o f being lower quality than
full - time work, with less opportunity for career progression . Some studies also show
that part - time working can be correlated with worse overall health .

Part - time working is highly gendered and concentrated in female -dominated se ctors and
occupations such as education, health and care.

The overall working conditions of part - time employees who have an unlimited contract
seem not to be that different from those of full - time workers , and the overall risk of
precariousness is low for these workers . The main issues seem to be job security and
pay : t here is higher than average dissatisfaction with job security in Latvia and Li thuania
and with pay in Latvia. Four countries have higher than average dissatisfaction with
working conditions ( Italy, Latvia, Lithuania and Romania and four countries have higher
than average dissatisfaction levels with general health (Germany, Latvia, Lithuania and
Poland). However, there are high levels of satisfaction with pay in Cyprus and Luxembourg,
with gene ral health in Greece and Ireland and with working conditions in Malta.

We also found that p art - time and marginal part - time work both fare worse than full - time
work in the case of works councils, career opportunities, share of low pay and
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satisfaction with pay . However, part - time (but not marginal part - time) workers report a
more positive experience in terms of training received and job security . Both part -
time and marginal part - time workers report higher levels of satisfaction with working
conditions and ge neral health, in comparison with full - time workers, and marginal part -
time workers report much lower levels of psycho -social demands than full - time or part - time
workers.

However, the risk of precariousness for marginal and involuntary part - time workers is of
a relatively medium level . M arginal part - time employment is marked by less job
security, fewer career opportunities, less training investment by the employers, a
higher share of low pay and in some countries less satisfaction with payment .

On average, i nvoluntary part - time working applies to one out of four part - term
employees in Europe. The share is more than twice as much in Greece, Spain, Italy,
Bulgaria, Portugal and Cyprus. These workers are at greater risk of precariousness due to
lower than desire d or needed income levels.

The literature backs up the data findings that key risk indicators for part - time work are low
pay and low job security . Some studies highlight additional risks, such as lack of career
progression, lack of training, and some indic ation of links to health difficulties.

4.2.1. Introduction

This section examines the prevalence of part - time work in the EU, and looks in particular at
the risks associated with involuntary and marginal part - time work. It also examines job -
sharing and employee -sharing.

Part - time work can exhibit many characteristics of precariousness . However, it is important
to distinguish between voluntary and involuntary part - time working . This does not
mean, of course, that those who are working part - time on a voluntary basis are not at risk
of precariousness in some way, but factors such as individual choice in the way of working
play a part here. For example, people with young children and students may choose to
work part - time rather than full - time in order to combine work w ith caring for children or
supporting academic study. Nevertheless, in theory, all part - time work is at greater risk of
low pay and full - time work, due to the reduced number of hours worked. Low numbers of
hours worked may affect access to certain labour r ights and social security benefits.

Table 8 : Advantages and disadvantages of part - time contracts

Advantages Disadvantages

Voluntary part - time work affords good
levels of flexibility

Some risk of lower pay

Good work - life balance Risk of limits to career progression and
access to training

Enhances female labour market
participation

Lower access to social security and pensions

Decreased stress levels Quality of work issues

Increased risk of precariousness for m arginal
part - time wo rking

Increased risk of precariousness for
involuntary part - time working
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4.2.2. Part - time work accounts for aro und 7 % of EU employment

The picture for part - time work in Europe is more diverse than for standard contracts. It
accounts for about 7 % of total emp loyment in EU - 28 and has increased by
approximately one percentage point over the past decade (see Figure 11 ). Part - time
work reaches 18 % of total employment in the Netherlands as the leading country, about
11 to 12 % in Austria, Belgium and Sweden where the increase was considerably high. In
Germany, Denmark, France and the United Kingdom part - time work is slightly above the
EU-28 average but has risen in German y by about one third. Over the p ast decade part -
time work has expande d strongly in Italy and Luxembourg where the share has almost
doubled and reaches the European average in 2014. But at the same time part - time work
has dro pped in Latvia and Poland from 4 % to 2 % and Romania from 7 % to 4 % . Part -
time work plays still a m inor role in most of the Eastern and Southern European countries.

Part - time work in the EU is commonplace as shown above , although d efinitions of what
constitutes part - time work vary according to Member State . In the UK, part - time
work is defined as workin g up to 30 hours per week, in Germany it is 36, and in France it is
at least 20 % below the statutory level of 35 hours per week.

In terms of the defin i tion of part - time work in EU comparison , in the EU Labour Force
Survey, t he distinction between full - ti me and part - time work is generally based on a
spontaneous response by the respondent. The main exceptions are the Netherlands and
Iceland where a 35 hours threshold is applied, Sweden where a threshold is applied to the
self -employed, and Norway where pers ons working between 32 and 36 hours are asked
whether this is a full - or part - time position.

Figure 11 : Share of part - time employment in Europe 2003, 2008 and 2014

Source: EU-LFS 2003, 2008, 2014, weigh ted results, own calculation.

Note: data for LT in 2003 and 2008 less reliable, data for BG in 2014 less reliable .

‹ No data available for Malta in 2008 & 2003 .
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4.2.3. Main risks of part - time work are job security and low pay

According to data from the European W orking Conditions Survey 2010 and our own
calculations (see Box 2 above for our methodology), the working conditions of part - time
employees who have an unlimited contract seem not to be that different from those of
full - time worke rs (see Table 9). Table 9 shows country -by -country results for a variety of
subjective and objective indicators of precariousness. Overall, the deviation from the EU -28
average is relatively small, with s ome exceptions, outlined below. The results in this table
relate to individual countries, rather than giving an EU average figure.

The main issues seem to be job security and pay . There is higher than average
dissatisfaction with job security in Latvia and Lithuania and with pay in Latvia (marked in
dark red) . Four countries have higher than average dissatisfaction with working conditions
(Italy, Latvia, Lithuania and Romania and four countries have higher than average
dissatisfaction levels with general he alth (Germany, Latvia, Lithuania and Poland).

By country, both Latvia and Lithuania score below average on four indicators.

However, there are high levels of satisfaction with pay in Cyprus and Luxembourg, with
general health in Greece and Ireland and with working conditions in Malta.

Overall, six countries scored more highly than average on satisfaction with working
conditions and five on satisfaction with job security.

By country, Austria, Cyprus and Denmark all had above average scores on four indicato rs.
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Table 9 : Dimensions of working conditions, part - time work (average deviation from overall EU - 28 average). Subjective
and objective indicators of precariousness

Ob jective Rather objective Subjective

work
council

training
rec eived

share of
low pay
(low)

physical
demands
(low)

psycho -
social
demands
(low)

career
opportunities

job
security

satisfaction
with pay

satisfaction
with
working
conditions

general
health

Austria -0.14 0.56 0.10 0.05 -0.39 -0.12 0.48 0.51 0.43 0.19

Belgi um 0.34 0.22 0.27 -0.28 0.05 -0.13 0.29 0.40 0.20 0.08

Bulgaria . . . . . . . . . .

Cyprus* -0.13 -0.37 -0.09 0.26 -0.07 -0.03 0.43 0.78 0.61 0.54

Czech
Republic

. . . . . . . . . .

Denmark* 0.51 0.31 -0.02 0.10 0.21 -0.32 0.38 0.38 0.53 0.01

Estonia . . . . . . . . . .

Finland* 0.57 0.30 0.08 -0.08 0.24 -0.06 0.28 -0.34 0.10 -0.29

France -0.02 -0.14 0.09 -0.37 -0.05 -0.14 0.54 -0.29 -0.04 0.05

Germany -0.23 0.24 -0.12 0.21 -0.13 -0.46 0.20 0.13 -0.16 -0.33

Greece* -0.21 -0.25 0.08 -0.25 -0.20 -0.3 0 0.28 -0.08 -0.10 0.81

Hungary . . . . . . . . . .

Ireland -0.01 0.12 -0.09 0.27 0.40 0.00 -0.01 0.26 0.37 0.68

Italy -0.03 0.02 0.08 0.17 0.00 -0.32 0.07 -0.43 -0.33 -0.05

Latvia* -0.24 0.06 0.02 0.01 -0.01 -0.11 -0.71 -0.70 -0.58 -0.51

Lithuania* . 0.22 0.18 . . -0.11 -0.75 -0.40 -0.55 -0.65

Luxembourg* 0.24 0.32 0.10 0.05 -0.28 -0.15 0.46 0.73 0.18 0.03

Malta* 0.04 0.16 0.11 0.13 0.16 0.08 0.22 0.16 0.82 0.42
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Ob jective Rather objective Subjective

work
council

training
rec eived

share of
low pay
(low)

physical
demands
(low)

psycho -
social
demands
(low)

career
opportunities

job
security

satisfaction
with pay

satisfaction
with
working
conditions

general
health

Netherlands 0.12 0.38 0.14 0.34 0.29 -0.18 0.32 0.27 0.08 0.05

Poland* 0.59 0.63 0.24 0.67 -0.55 0.42 0.08 -0.09 0.04 -0.34

Portugal . . . . . . . . . .

Romania* . -0.31 0.26 . . . . . -0.59 -0.08

Slovakia . . . . . . . . . .

Slovenia . . . . . . . . . .

Spain* 0.07 0.14 -0.03 -0.05 -0.42 0.16 -0.06 0.28 0.21 0.12

Sweden . . . . . . . . . .

United
Kingdom

0.03 0.46 -0.03 0.04 0.18 0.38 0.25 -0.11 0.47 0.26

Total 0.03 0.21 0.03 0.06 -0.04 -0.06 0.18 -0.02 0.07 0.01

Source: EWCS 2010, weighted results, own calculation.

Note: less reliable due to low number of cases (*), unreliable due to less than 30 cases (.)

Negative, outside 75 % Positive, within 50 %

Negative, outside 50 % Positive, outside 50 %

Negative, within 50 % Positive, outside 75 %

Inner 25 %
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Figure 12 below shows the average deviation of part - time work from the average for full -
time work in terms of working conditions. Part - time and marginal part - time work both fare
worse than full - time work in the case of works councils, career opportunities, share of low
pay and satisfaction with pay . However, part - time (but not marginal part - time) workers
report a more positive experience in terms of training received and job security. Both part -
time and marginal part - time workers report higher levels of satisfaction with working
conditions and gener al health, in comparison with full - time workers, and marginal part - time
workers report much lower levels of psycho -social demands than full - time or part - time
workers.

Figure 12 : Working conditions of part - time work in Europ e, 2010
(average deviation from average across all types of work )

Source: EWCS 2010, weighted results, own calculation.

4.2.4. Literature review: main risks include low pay, low job security, lack of
progression and health risks

There is an abundance of literature at European level that relates to part - time work. The
literature backs up the data findings that key risk indicators for part - time work are low pay
and low job security . Some studies highlight additional risks, such as lack of caree r
progression, lack of training, and some indication of links to health difficulties.

Sandor…s (2011) wide - ranging re view, based on the European Company Survey, highlights
the positive and nega tive outcomes of part - time work . Benefits of part - time work inc lude a
positive effect on employment rates, disproportionately increasing female labour market
participation, flexibility of employer resources, and an improved work life balance.
However, there was evidence of risk precarity: he found that part - time jobs tended to be
lower -quality on average, as well as having fewer career progression options.

Sandor also found that the level of part - time working varied by Member State, due to
factors such as lack of demand and regulation, a lack of declared part - time work , and,
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crucially, a shortage of good -quality part - time jobs. This quality differential manifests itself
as less challenging work, lower levels and expectation of career progression/
promotion, less on - the - job training, and a lack of intellectual stimulatio n .
Sectorally, part - time work is more commonplace in education, health, and social work,
traditionally female -dominated sectors, which may go some way to explaining the gendered
nature of prevalence of part - time work.

Part timers tend to earn less per hour than full time workers, and have lower returns
relative to experience and seniority (Kalleberg, 2000 , study of emerging research ). A study
by Buddelmeyer et al (2005), analysing EU datasets, found that only 5 % of part time
workers across the EU were usin g part - time work as a mechanism of getting into full time
work, and generally were being used as a way of getting into the labour market rather than
leave it at the end of a career by reducing hours.

The ILO (2014 a), using a range of international data sou rces, notes that part - time work
exhibits many characteristics that can be seen to increase the risk of precariousness. These
include lack of equal treatment, inferior pay and social protection coverage, a
negative impact on career progression due to reduce access to training and
promotion and limited opportunities to resume full - time employment . The ILO
notes further that „the time schedule in some part - time jobs is not always compatible with
care responsibilities; therefore, it is not always a „family - frie ndly …form of employment ….

Part - time workers are also at greater risk of in - work poverty than full - time workers
(see Figure 9).

The prevalence of part time work differs greatly according to gender. Sandor (2011) found
that, across the EU, the 32 % of women were working part time, as opposed to 8 % of
men. There has also been a polarisation of part - time jobs to low - wage, low - quality,
precarious employment, which can lead to a downgrading of skills for women
returning to the labour m arket after family commitments , with few of the benefits of
flexibility and work life balance (Gregory and Connolly, 2008). There is also a wage
penalty with regards to part - time work that comes from the greater prevalence of
fixed - term contracts amongst p art - time workers , with those on fixed term contracts
being found to have the highest wage differential when compared to permanent, full time
employees , based on analysis of a longitudinal Spanish dataset based on social security
records (FernŒndez-Kranz and Rodr•guez -Planas, 2011).

As well as the gendered dimension, part - time work also varies by age. A study from the UK
(Berrington et al, 2014) , using data from the UK Household Longitudinal Survey, considers
this, particularly in light of the recession, and how young people are particularly affected by
the growth of low -paid, part - time employment. Part - time rates for younger men in
particular are higher, 14 % of employed 22 to 24 year olds being in part time employment.
Looking at adults under 30, precarity is higher than across the population as a whole.
Adults younger than 30 are more likely to work in routine or semi routine jobs, and within
this are more likely to be in the lowest income quartile, work part - time and have a
temporary contract.

Precarious p art - time work is also correlated with worse overall health . One study
(Bambra et al, 2014) found that, at the European level, „not good …general health was more
likely to be reported by workers with worse job conditions, and temporary job contracts
were st rongly associated with a higher likelihood of reporting poor health regardless of
welfare regime the employee worked in. This is another area that evidence suggests
disproportionately affects women (Menendez et al, 2014), although this is fairly under -
rese arched.
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4.2.5. Marginal part - time work increasing

About 9 % of the total employed workforce in Europe are employees who are
working fewer than 20 hours per week , so -called marginal part - time working . The
share of marginal part - time work is constantly growing in almost all European countries
since 2003 mainly due to the increasing participation of women who enter or re -enter the
labour market with a low number of working hours and due to specific regulation, e.g. the
„Minijob …in Germany . Marginal part - time work i s highest in the Netherlands, where
permanent part - time and marginal part - time sums up to about 40 % of total employment
and thus plays the dominant role among all types of contract in the Dutch labour market.
In Germany, Denmark, Ireland, United Kingdom a nd Austria marginal part - time work is
above the EU -28 average and accounts for 10 to 15 %. The share of marginal part - time is
closer to the European average in Belgium, Spain, Luxembourg, Malta and Sweden whereas
this type of work only plays a minor role ( 1 % to 4 %) the eastern European countries.

Figure 13 : Share of marginal part - time employment in Europe 2003,
2008 and 2014

Source: EU-LFS 2003, 2008, 2014, marginal part time: <20 hours working time p er week, weighted results, own
calculation.

Note: data for HR in 2003 & 2008 less reliable .

‹ No data available for Malta in 2008 & 2003 .

�a�. Marginal part - time workers at higher risk of precariousness

In comparison to regular part - time work, m arginal part - tim e employment is marked by
perceptions of lower levels of job security (in Bulgaria, Estonia, Lithuania, Portugal
and Slovakia) , fewer career opportun ities (in 10 countries and particularly in Slovakia) ,
less training investment by employ ers (in 11 countrie s) , a higher share of low pay
(in four countries and particularly Denmark) and in some countries less satisfaction with
payment (seven in total, and particularly in Bulgaria and Estonia).
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On a country basis, Slovakia has seven indicators that are below a verage.

The only positive dimension here covers psycho -social demands that seem less likely to
occur in marginal part - time jobs in 10 countries, and in particular in Denmark, Malta and
Slovenia. For details, see Table 10 .
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