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Abstract

As ldbour makets become more flexible employment security is negativey
dfected. Protected formad employment has fdlen, and various kinds of non-standard
employment have emerged. This pgper explores some conceptud and rdlated empirica
issues surrounding employment security in the light of recent devdopments in the
ladbour market. It takes into account subjective and objective dements of employment
security, and differentiates between contractua, behaviourd and governance indicators
a the nationd, enterprise and individud levels.

| am graeful to Maia Jaia Ceceres, Joe Figueredo, Eivind Hoffmann, Sriram
Nargan and Guy Standing for ther comments on an ealier draft and to Walter
Onubagu for help in preparing Teble 1.







Contents

N 011 = o R iii
1 INEFOTUCTION. ...t et ettt et et esabe e e e sabeeesnbeeeans 1
2. Defining emplOYMENT SECUNTY ...eeeiuveeeiiieeesiieesseiees ceee et e e s seeee e st e e s sneee e eeeeesneeeeeesnnneees 2
3. Why employment SeCUrity iSimPOITaNt ...........oeoiueeeiiiirenies e e 6
4. Indicators of employMENt SECUMLY .......coiveriiieiiee e et e 7

4.1 Indicators at the national or Macro level..........cocovviiiiien e 10

4.2 Indicators at the enterprise or MESO 1eVE..........oooeiiiiiiiii e 20

4.3 Indicators at theindividual or micro level ... 21
5 Some CONCIUAING FEMEIKS.......cciiiiee it e s erre e e see e st e e e enree s 23
REFEIENCES ...ttt ettt et ra bt r bt e et e sab e e b et e be sabe e e eab e e e nnbe e e nreeena 25







1. Introduction

In the last two decades the globd labour market has changed profoundly both in its

compostion and in its dynamics and has become more flexible than before. Growing
internationdisation of economic activity has affected the naure and type of labour

relations. It has rendered regulation of employment and sandards of employment more
difficult. Makets are more competitive. Technology is changing rapidly, and with it the
organizetion of work. There ae rddivdy more people engaged in sarvice activities
than in menufacturing and agriculture, and reaivdy more women in the work force
than in the past.

Various kinds of employment that differ from full time protected regular wage and
sday employment have dso emerged. Such employment can be temporary, informa or
externa. An umbrdla term “non-gandard employment” is usudly used to refer to such
employment. There are more and more people in these kinds of non-standard work,
more working with non-permanent contracts, and ever incressing numbers of displaced
workers.

These changes in the labour market have been accompanied by a generd dedline
of security of employment. Overdl, it is generdly acoepted that

" the trend towards increased labour market flexibility, or esser hiring and
firing, has negativdy dfected employment security  (Britton, 1997,
Standing, 1999);

" non-gandard  employment  which increases with flexible labour markets
hes tended to be less secure with lower wages on the average, and laws
govening benefits have been increesngly delinked from  such
employment (Houseman and Osawa, 2000);

" more women than men are in less secure employment relaions;

. workers in the sarvices sector enjoy less employment security than workers
in the indudrid sector (Buechtamann, 1993) and a employment in
services rises, employment security fdls.

Recent surveys from some deveoped countries show tha there has been a
donificant dedine in peoples perceptions of employment security (OECD, 1997, p.
134)." In many devdoping countries employment in low-income, unprotected informa
activities has increased. Such employment amounts to over 60 per cent of totd

employment in Africa and Lain Ameica and aound 40 to 50 per cent of totd
employment in developing Asia (du Jeu, 1998).

Reports of increesing incidence of less secure employment, fedings of insecurity
in employment and of lay-offs and redundancies dso abound in the press (see for
example The Economist, June 10-16, 2000). Much of this evidence is anecdotd. Some

1 In Europe, this incresse in perception of employment insecurity seems to have accompanied what many
have termed employment revivd (see for example Auer, 2000, for a discusson on employment revivd in
Europe in the nineties).




aurveys of workers dso show that workers in various countries report that employment
security ranks as one of the most important qualitative aspects of a job.

Given tha employment security is an importat dimenson of qudity of
employment and that secure employment is the main means to secure income, the
importance of employment security as a socio-economic and datistical  concept  can
hardly be over emphasised.

This paper aticulates cetan conceptud and  ddidica  issues  surrounding
employment security. It is an atempt to devdop a methodology for evduating the
degree of employment security in the labour market teking into account different
dimengons of employment security.

The paper is divided into five sections. The next section covers definitions of
employment security and discusses its conceptud  underpinnings. Section 3 provides a
brief overview of the debate on the rdevance of employment security in the present
globd context, and the importance of employment security as an economic and
datisticd concept. Section 4 examines in detall the centra question of this pgper - how
to messure employment security. This involves an examingion of the objective and
ubjective dements of employment security, and methods to datidicdly cgpture these
elements. Section 5 provides a short conclusion.

2. Defining employment security

Secure employment is usudly undersood by the absence of fear of employment
loss - that is, not having the threst of |oss of employment.

In the literature, employment security generdly refers to protection againgt unfar
o unudified dismisss According to the most commonly used definition,
“employment security means that workers have protection agang abitray and short-
notice disnissd from employment, & wdl as having long-teem contracts  of
employment and having employment rdaions tha avoid cesudisaion” (ILO 1995, p.
18). Clearly this definition covers only one category of the labour market - wage and
sday workers. It is they who are employed by some legd entity, and are a risk of
being dismissed by that legd entity, and can have a dable or undable employment
relation with their employer.

A ddfinition such as the aove becomes paticularly problemaic when a large part
of the workforce is sdf-employed. Sdf-employment includes a rather heterogeneous
group of workers. Employers, own account workers, and vaious kinds of nonstandard
workers such as ‘independent workers, ‘contract workers etc. fdl into the category of
sf-employed. The above ddfinition of employment security does not goply to these
sdf-employed workers. Nor does it goply to the vaious kinds of ‘nonsandard
employment, where there is often an adisence of any ‘rdaion’ with any one employer.
Satidicdly, these non-standard workers are often taken to be sdf- employed.

Own account workers, a subset of sdf-employed workers, form the largest
employment group in many countries epecidly in the devdoping world. In 1996, ‘own
account workers accounted for 352 per cat of dl employment in Jamaica, 30.8 per
cat in Bolivia and Thaland and 42.3 per cent in Pakigtan and Indonesia. 24.8 per cent




in Italy and 344 per cent in Greece (ILO, 1999). There was aso been a marked increase
in sdf-employment in lcdand, Itdy, Portugd, Sweden and the UK between 1979 and
1992 (OECD, 19943, p. 8).

In this context it needs to be noted that part of the reason for excluson of various
kinds of sdf-employment from the discusson on employment security is the bdief that
in Hf-employment, the ‘sAf’ is regpongble for her/his employment, because the f
hes voluntarily chosen it. And the ‘sdf’ has control over her/his employment and cannot
be dismissed by ancther. Yet, the datisticd category termed sdf-employment may in
redity incdude some categories of disguised wage work, such as sub-contractors,
externd workers, conaultants, or home workers. Further, even if there is no ‘control’
over ongs employment by any sngle employer, feactors such as makes credit
avaldbility and legd provisons on which sdf-employed workers have little or no
control, may result in their employment loss

Figure 1 sketches the dynamics of sdf-employment. Entry into sdf-employment
could teke place from different labour market categories - recent entries unemployed,
and previoudy wage and sday workers. A large pat of sdf-employment is dso what is
usudly best known as ‘informd’ employment - and entry to such sdf-employment is
often because of lack of other remunerative/protected jobs in the economy. For many
informa workers, sdf-employment, or creding one€s own employment, is often the
only option because it is charecterised by rddive ‘esse of entry’. Once in sdf-
employment, there ae usdly dhifts from one sdf-employed activity to another,
depending on demand and supply Stuations.

Figure 1. Self-employment and employment security

ENTRY EXIT
Recent enfrant Lack of capital, Lack of
to labour market market, Lack of
institutional support
Self -
employed Unemployed
Unemployed

Successful
Wageand job search

salary worker Wage and
~1 salary worker

Security of employment for sdf-employed workers is dependent on availability of
or access to credit to continue or expand busness, on the marketability of their products
and services, and on the access to <kill traning to diversfy to other work, in cae
makets for ther exiding products or sarvices dhrink. Employment security of these




workers dso depends on the avalability of space where they can cary out ther
adivity.? In the absence of these, thee may be exit from sdf-employment to
unemployment, or from one kind of sdf-employment activity to another. In some cases
successful job search may lead to amove to wage or sdary work.

In this peaper, taking sdf-employment into account, employment security is defined
amply as protection agang loss of employment. It means the ensured posshility of
continuing employment, even though it need not be in the same job. It is in other
words, the security of an inditutiond framework for continuing employment.

Employment security, like other aspects of sodo-economic  security, has both
ubjective and objective dements. “Thus an objective indicator of employment security
is the proportion of the employed with dtable or regular contracts of employment; a
subjective indicator is the reported expresson of bdief tha employment continuity is
assured” (Standing, 1999, p. 168).

Objective indicators of employment security generdly reae to labour market
characterigtics and the legd and inditutiond environment ensuring continuing
employment. These would depend on behaviourd factors contractud factors and
governance factors which influence inflows and outflows from employment to
unemployment, and the rate of turnover of new employment (Standing, 1999, p. 170).

To illugrae this grgphicaly, the labour market is viewed as comprisng three sets
of workers - workers in protected employment, workers in unprotected employment,
and unemployed workers (Figure 2). Protected employment is employment tha is
legdly protected agang abitray dismissd and is likdy to continue. Unprotected
employment includes work of a limited, or uncertain duraion or where there is no legd
support to continuing employment. This is discussed further in section 3.1. From each
of these groups, there can be an exit to inactivity, but we do not consder that option in
this context®. Each of these labour market movements is likdy to have an impact on
employment security. The movement back and forth from unprotected employment to
unemployment (lines 3 and 4), and the movement from employment with protection to
employment without protection, as shown by lines 2 and 6, are likdy to leed to a dedine
in employment security. Though it is possble thet there is a movement from protected
employment to unemployment and back to protected employment, it can be intuitively
agued that this is a less likdy scenario, because by definition protected employment
has a lower likdihood of employment loss. Ingead the back and forth movements fram
unprotected employment to unemployment is more likdy. In gStudions where a country
does not have a sysem of unemployment benefits the movement between
unemployment and unprotected employment is indeed more frequent, and the incidence
of unprotected employment sronger. Employment security will dso be lower if flows
within the category unprotected employment increases, as depicted by the dark arrows.

2 This is particularly important for self-employed workers such as dreet vendors, who often face the

threat of being forcibly moved from their work place, because they may not have any legd right to work
in apublic place.

3 The difference between unemployed workers and inactive workers is that the former are searching for
work, but failing to find work, whereas the latter are not involved in active job search.




Figure 2. Movements across labour market categories and employment security
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Perceptions of employment security are not merdly a function of actud leve of
unemployment even though it might be true that when overdl unemployment rates ae
high, the fear tha one might lose on€s job is dso high. Subjective perceptions of
security rdate to the subjective experiences of individud workers of ther employment
and ther continuing employment. As Stock (2000, p. 3 notes subjective notions of
employment  security, “representations of the socid  environment  which  mediate
responses to objective changesin the Stuation”, are extremely important.

¢ Employment without

protection /

Employment security is different from ‘job security’. Job security is the security of
being employed in a job, or occupdtion that judifies a worker’s qudificaions and <kills.
Employment security dso differs from income security to the extent that income
security need not be soldy employment based. Income security could depend on
tranders from the dae, firms or families Therefore it is possble to have employment
security, but not job security, and income security but not employment security. On the
other hand, if one has employment, one has access to income. But the quedtion is, what
kind of income? Is it ‘decent’ employment that provides a ‘decent’ income? In spite of
diginctions between different kinds of security, it is dear tha employment security and
income security are corrdlated.

Employment security is adso corrdated to representation security. Though it is
possble for any group of workers to organize and make ther voice heard, voice
representation is generdly more difficult for workers in nondandard  employment.
There is generdly less evidence that temporary, part-time and non-regular workers such
as home workers or casud workers are members of workers unions, or have any other
form of representation organisaions There is dso a barrier to unionisation in informa




employment in  deveoping countries, though cetan innovaive forms of voice
representation have been successful in some cases.*

3. Why employment security is important

The debate on employment security versus labour flexibility has been widespread
and passionate. It has been shaped by the ideologicd agenda The neo-liberd literature,
for example, has discussed in grest detall the cogts of inditutiona employment security
provisons, through employment protection laws which rdae to hiring and firing and
rues governing unfar dismissds Fom the employers perspective, employment
security is a condrant varigble tha inteferes with the firm's efficient working.
Employment flexibility, on the other hand, dlows greaer leverage to adjugt firms
production according to the market — which indudes demand for products, technology
and competition. The actud impact of flexible labour markets on totd employment hes
been debated (Buchde and Chridiansen, 1998, pp.123-125). Some have argued that
employment flexibility might dlow grester employment (Cranefidd Network, 1997).
However, there is an unambiguous inverse redionship between employment flexibility
and employment security, a leest in the medium term.  This is evident from some recent
surveys in developed countries conducted during a period of increased labour market
flexibility that showed that employment insecurity hes increased (OECD, 1979, p. 134).
In the long term it is dso possble that sudtaned flexibility might make workers ‘expect’
less security.

The main cause of increesad flexibility is therefore usudly aitributed to ‘economic
push’ - organizations have been forced to change employment practices in the face of
increesad  competition, fluctuations in  demand, technologicd change and voldile
makets (Atkinson 1985, Piore and Sabd 1985, Boyer 1989, Harvey 1989, Havey
1991). As one report puts it “the people that an organisaion employs are, in nearly al
caxs, the mod expendve item of ther operating cods. There is increesing pressure on
auch cods’ (Crandfidd Network, 1997, p. 30). Employment flexibility is a pragmétic
managerid response to such problems (Bagguley 1991, p. 153). Easy ‘hiring and firing’
favours new idees, new skills and new gppraeches to work (OECD, 1994a, p. 175).

Maket condderations have thus dictated legd provisons with repect to
employment security. Some have gone as far as to argue that by rasing the codts of
workforce reduction, employment protection laws impar dlocdive efficiency of labour
markets and therefore lead to loss of societd welfare (Posner, 1984).

There ae however, important arguments in favour of employment security.
Employment security is the main means to income security. It enhances worker wefare.
Internationd humen rights indruments broadly acknowledge the right to protection
agang employment loss According to Artide 23 of the Universd Dedaation of
Humen Rights, 1948, it is the right of dl persons “to work, to free choice of
employmat, to jus and favourable conditions of work and to protection agang
unemployment”.

4 Examples of successful unions of informa women workers are the Sdlf-employed Women's Union,
South Africaand the Working Women's Forum, and the Sdlf-employed Women's Association, India




Employment security is espedidly important in developing economies tha do not
have a sysem of unemployment benefit. Loss of employment in such dtuations leads to
loss of income and loss of livdihood. This may mean hunger and misery not only for
the person losing his employment but his or her family and dependents, as fdl back
options beyond the community and family networks are few.

Ove and aove these arguments bassd on workers rights and protection agangt
loss of employment as a human right, employment protection encourages deble
employment relationships that creste an amosphere of macroeconomic Stability. Secure
employment means dable employment relaions that encourage investment in worker
traning and <kill devdopment and which in tun increeses the commitment and
motivation of workers and the productivity of the firm. Security of employment can
dso lead to increase in worker loydty and discipline (Sengerberger, 1992). At a macro
economic level Bertola (1990) argues that aggregate employment levels are less cydlica
in countries with high employment security, and litle non-standard employment. Thet
is, less flexible labour markets react less drongly to macro-economic shocks, and ae
more likely to preserve overd| Sahility.

However, “if a flexible labour market is essentid economicdly, and if employment
protection is an impediment to flexibility, then as long as other forms of security are
provided, enployment security is surdy a tradable right” (Standing, 1999, p. 184). In
other words, it is argued tha if it is possble to provide basc income security for dl
ctizens, then employment insecurity need not be a priority and perceptions of
employment insecurity may even change because other coping methods may then be
avaladle.

A basic income or ctizen's income would definitely reconcile the conflict between
economic effidency and sodid judice This approach, neverthdess, overlooks the non-
pecuniary benefits of employment - the sense of socid participation that it provides, and
the psychologicd effects on sdf-confidence and sdf-respect that employment brings.
Further, while the implementation of such a policy is a chdlenge for dl countries, thisis
especidly so for poorer countries.

For those on both ddes of this debate employment security is an important
dimendon of the labour market and its dynamics Further, it is an important agpect of
workers perceptions and expectaions of ther employment. Therefore, an examination
of the methods of empiricdly representing employment security will now follow the
foregoing presentation of the conceptud issues involved.

4. Indicators of employment security

Basad on the definition of employment security used in section 2, this section seeks
to provide a method for measuring employment security - or the security of protection
agang employment loss

Objective indicators of employment security relate to labour market characterigtics,
contractual characteridtics and governance characteristics Standing (1999) characterizes
them as behaviourd indicators, contrectud indicators and governance indicators.
Subjective perceptions of employment security are influenced to an extent by these
objective conditions. But it is possble that subjective perceptions differ from objective




conditions, because workers expectations may depend on a variety of other factors as
wdl. They may be detemined by “a complex mix of objective and subjective
condderaions’ (OECD, 1997, p. 129).

Further, employment security may be assessed a three levels - nationd or macro
leve, enterprise or meso levd and individud or micro levd. At the individud leve
there ae both subjective and objective indicaiors of employment security - part
quantifiable and part non-quantifiable.

Figure 3 presents objective indicators of employment security in the form of a
metrix. The horizontal axis shows the three types of objective indicaiors - behaviourd,
contractud and governance. The verticd axis indicates three levds of employment
security - the nationd leve, the enterprise level and the individud leve. Figure 4 shows
the subjective indicators of employment security thet relate to the individud leve only.

Once indicators of employment security are identified, each indicator needs to be
quantified. Quditative indicaiors need to be given normaive vdue For example for an
indicator such as ‘drictness of employment protection law, more drictness may be
deemed to be better than less ‘drictness and vaues may be assgned to this indicator,
taking into account the inditutiond and economic context. This quantified metrix can
then be used to cdculae sSngle employment security indicators a each of the three
levds, assuming that the three categories of indicators - behaviourd, contractud and
governance - have equd weights.

Further, each indicalor needs to be dissggregaed by gender. Objective
employment security of women workers and men workers are likdy to be different
because of the different experience women have from men. More women redive to
men tend to be in non-gandard employment. Perceptions of employment security, or
subjective employment security is dso likdy to be different between women and men
depending on the vdue dtached to present employment and available coping methods
on loss of present employment.

Normdly, macro levd employment insecurity will reinforce insecurity a  the
indusry and individud levedls For example in times of macro economic criss the
provison of enterprise employment security may become a problem, and there may be a
rise in non-gable employment contrects as wel as a rise in individud perception of
employment insecurity. The three levels of employment security are therefore related. It
is unlikdy though that they have a dear liner rdaionship and tha macro levd
employment security is an aggregdtion of individud levd or indudry levd indicators
The exact rddionship between the indicaiors a the three levds meit further
exploration.

Indicators a the macro level of employment security can be created from nationd
level data, those a the industry level from enterprise level datistics and perceptions a
the individud levd from surveys of workers. The next section of the paper discusses
eech of theindicatorsin greater detail.




Figure 3. Objective indicators of employment security

Behavioural Indicators | Contractual Indicators I | Governance Indicators I
Average Rate of Non-stable employment as a Strictness of Coverage of
National or Macro level (from employment separation from proportion of total employment employment employment
national data) tenure employment protection law protection
legislation
Industry or Meso level from Average employment Non-stable employment as a Coverage by Collective
enterprise survey data) tenure proportion of total employment bargaining agreements.
Individual or Micro level (from Length of Skillsand Status of employment Institutional support for
people’s security surveys) present transferability of contract continuing employment
employment skills

Figure 4. Subjective Indicators of Employment Security

Likelihood of losing Likelihood of finding Value of present Expected value of future Individual or micro level (from

present employment — alternative employment employment employment, or ' people’s security survey )
unemployment




41 Indicators at the national or macro level

The date of the economy, the rae of growth of GDP, the rae of growth of
employment, and income didribution ae dl likdy to deemine the levd of
employment security & the macro levd. In generd, people fed more insecure about
their employment if there is a high rate of unemployment or underemployment.

During recessonary conditions when workers are beng lad off, a large proportion
of workers ae in low-income irregular, informad employment, in  non-permanent
contracts or non-gtable employment contracts, thus overdl employment security would
be lower than in a dtuation where the economy is growing, new jobs are being created
and unemployment is low. Macro levd employment security, is therefore, the
“avalability of employment opportunities in the economy as a whole’ (Buechtemann
1993, p. 6).

Behavioural I ndicators

Behaviourad indicators rdlate to certain behaviourd characteridics in the labour
market such as average length of employment, rate of separation from employment or
rale of labour turnover in the economy. These indicators in other words represent a
messure of dability of employment. Long average length of employment is daidicaly
teken to imply employment security, though it is possble that individud workers may
face severe uncertainty about the continuation of their employment, even if they have
dable employment. Nevethdess, for the purpose of ddidicdly representing
employment security, it may be ussful to conceptudise the objective dement in
employment security in teems of gability.  Accordingly there can be two kinds of
behaviourd indicators:

= Rate of spadion from employment - This vaiddle refers to number of
‘quits  from employment. Thee could refer to dismissAs lay-offs, or
voluntary quits. When the rate of separdion is high, employment debility is
lower, and s0 would be the level of employment security. It may dso be
useful to examine these raes for different gender and occupationd groups
and different age cohorts. The avalable data of separation rate refers to only
wage and sday workers. Downgzing by firms, lay offs and cosng down
of firmsincreases the number of ‘quits in wage and sdary employment.

= Average length of employment - The longer the average length of
employment, the gregter the dability in employmert, and the higher the leve
of employment security. However, data on length of employment is less
eedly avalable than length of tenure tenure being defined as ‘length of
employment with paticular employer’. The former is a beter indicaor of
employment  security  because even if one loses employment with one
employer, as long as there are other comparable employment opportunities
avalable, and one is employed, there is security of continuing employment.
Short employment  tenures, but  continuous employment is, however, a less
likdy posshility though in cetan high kill workers in the corporate sector
this may indeed be the case In most cases loss of employment with one
employer is usudly followed by a period of unemployment. Further exiding
data on employment tenure, because of the way employment tenure is
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defined, apply to wage and sday workers. However, in the absence of data
on average length of employment, average employment tenure, for which
data is more easly avalable, is often used as an indicator of employment
security. The digtribution of tenure, and average tenure are used to compare
the extent of employment dability across occupdions indudries and
countries.  Countries that have more temporary employment and casud
employment arelikdly to have shorter average employment tenures.

However, data on average length of employment needs to be adjusted for the
effects of busness cycles because of ther likdy influence on the turnover
rate. Further, it is important to Study average tenures for different age
cohorts, or to control for age in order to get the red picture of employment
dability amongst different age cohorts. Average employment tenures are
aso likely to vary by occupationd status and gender.

Contractual indicators

These indicators are condructed with the purpose of cdculaing the proportion of
employment with nongtable contracts, or non-regular contracts. In other words, these
would be indictors of non-gable employment:

Rae of employment in smdl enteprisess - This is the percentage of
employment in smdl enterprises as a percentage of totd employment. Smdl
enterprises can be registered or nonregisered. Smdl enterprises that employ
less than 10 workers are often non-registered, and are referred to as informal
enterprises. A lage pat of these ae own account enterprises (sdf-
employed). Mogt of thee enterprises face intense competition and have high
bith and mortdity raes It is generdly true tha employment in smdl
enterprises, egpecidly in informd  enterprises  is non-dable  employment,
often with no proper written contracts.

Daa on employment in amdl enterprises are usudly avalable from nationd
and indudrid dtatistics, national economic censuses or labour force surveys®
However this indicator of erployment security needs to be usad in a specific
context - where economic conditions result in high turnover rates of smadl
enterprises.

Nondandard employment - This is datidticdly a somewhat unclear subject.
We use the umbrdla term non-standard here, but various other names have
been wused: ‘aypicd’, ‘precarious, ‘contingent’, ‘temporary’, ‘casud’,
‘informa’ ‘unprotected and ‘vulnerable’. Not dl of these terms refer to the
same concept, though they are dl different from what is usudly standard full
time protected forma sector employment (Figure 5).

In the International Congress on Labour Law and Socid Security, held in Caraces
in 1985, ‘precarious employment was one of the centrd themes but it was used

5 Definitions of ‘small’ enterprises differ amongst countries. In generd, ‘small’ enterprises are taken to be
those, which employ less than ® to 100 employees, and informal enterprise that employ less than 5 or 10

workers.
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interchangesbly with ‘atypicd’ and ‘vulnerableé employment and was defined as “ that
type of employment that is not typica or, normd. The latter is a full time job to be done
for one and only identifisble employer for an indefinite term of duration” Pok (1999,
p.10). According to this definition, ‘precarious employment can indude informa
employment, pat time employment and dl kinds of temporay employment. However,
part-time employment may have access to benefits and might be covered by labour law,

if itisregular part-time employmen.

Ancther term that has been used in the literature to describe non-standard
employment is ‘contingent’ employment. According to Ogsterman  (2000), this group
coversthefollowing:

a) Independent contractors - workers who are identified as independent
contrectors, independent consultants, fredance workers, whether they
are self-employed or wage and sdary workers.

b) On cdl workers - workers who are called to work only as needed.

C) Temporary hep agency workers - workers who are paid by temporary
help agencies.
d Contract workers - workers employed by a company for a specific job.

This could be a smdl menufacturing enterprise (SME), or an informa
sector firm.

All thee caegories ae by definition ‘temporary’ employment. Eurostat (1996) hes
a dightly different definition of temporary employment though there ae some overlgps
between the categories Caegories (&) and (b) bdow for example are induded in
category (d) above:

a) people who are temporarily replacing another worker

b) seasond workers

C) workers working on a specified project who will lose ther job when
the project ends

d workers on fixed term contracts.

Other kinds of nongandard employment are sdf-employment, a large pat of
which isinforma employment.

Hoffmann (1999) proposes another typology of ‘pettern of activities during the
year t', which indudes ‘ungable employment and mobile employment. These are:

a) Sable employment - This gpplies to those who have been employed for
the whole period at the same job

b) Mohile employment - This gpplies to those who have been employed
the whole period but have changed jobs, or indudry or occupation a
leest once during the period.

C) Ungable employment - This agpplies to those who have been employed,
with a el of unemployment laging a leest once, or a pdl of bang
outdde the labour force a least once during the period under
condderation.
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Figure 5.

A typology of hon-standard employment

Non-standard employment
All employment OTHER THAN full time protected wage employment

Informal employment
Workers in trade or service that is not

registered and who work in enterprises
employing less than 10 workers

\

Self-employment

Precarious employment
(UNDP 1994, Pok 1999)
Vulnerable employment (Pok 1999)

Workers who do not have
contractually stable employment

Unstable employment (Hoffmann 1999)

Workers who have been employed with a spell
of unemployment lasting at least once, or spell
of being outside the labour force at least once

Temporary employment or Non- Contingent workers
permanent employment (Osterman 1998)
(Eurostat 1996)
People Independent
temporarily contractors
replacing other
workers
On call workers
Seasonal
workers
Workers hired
Workers on through temporary
specified projects help agencies
who will lose their
jobs on completion
of project
Contract workers
who are employed
Workers on py firm for specific
fixed term job
contracts

Employees in non-stable contracts (ILO
1998)

Employees who do not have employment
on a regular basis and includes

temporary workersand casual workers
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‘Undable  employment has been of recent interet to cepitdist indudridized
countries. Though undable employment is not a ‘new’ concept in many deveoping
countries, it has certainly increesed in the form of informa or casud employment in the
recent years. However, precise data on ‘ungtable employment is difficult to find. Not
dl jobs which are nonpermanent, may be nonregular, or precarious. It is difficult to
find data.on non-regular, non-permanent jobs.

The European Union has given this category of daigtics some importance in recent
years. A vaiable ‘pemanency of job' is used tha refers to employment that is
“...temporary if it is understood by both employer and employee that the termination of
the job is determined by objective conditions such as reeching a catan date (temporary
work), completion date (externd work) or return of another employee who has been
temporarily replaced. .... to be included in these groups are dso the following

a)  pearsonswith seasond jobs

b) persons engaged with an employment agency or business and hired out to a
third party for carrying out of a‘work msson’ of limited duration

c)  personswith specific training contracts’ (Eurodtet, 1996, p. 65).

Another datidic that is used (provided by Eurostat and Nationd datidticd
organizations of Europe) is the proportion of the workforce that hes fixedterm
employment. By this messure, 352 per cent of the workforce was temporarily
employed in September 1995 in Spain; and 84 par cent of dl jobs created in France
between March 1994 and March 1995 were ‘temporary’ jobs (Cranefiddld Network,
1997, p. 11)

Nontstardard employment may dso be messured by usng data on employment
datus The didribution of employment by datus provides a clearer way of looking a
non-dable employment. The Intenationd Clasdfication on Staus in Employment
(ICSE) 1993, givesthe fdlowing categories of satus

a) Employess

" Employees with gable contracts or regular employees. These
workers have had, and continue to have, an explicit (written or
od) or implict contract of employment, or a successon of
such contracts with the same employer on a continuous basis®

" Employees who do not have employment on a regular bess for
ingtance temporary workers or casud workers.

b  Sdf-employed

" Workers who on a continuous basis employ others to work for
them. It is likdy tha many such employers do not have ther
busness regigered, and these smdl enterprises are more likdy

® On a continuous basis implies a period of employment, which is longer than a specified minimum
determined according to nationd circumstances.
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to dose down. However, it is difficult to say what would be the
employment security of this datus.

" Own account workers. This group is large in most developing
countries that do not have unemployment bendfits scheme. This
employment is dso highly irregular, and may vary with months
Or Seasons.

c) Unpad family workers Those who work in a market oriented establishment
operated by a rdaed person living in the same household. Though they ae
‘unpad’ they contribute to the family income and their survival depends on
their continued employment.

In genegd, it can be argued that employees who do not have dable contracts, and
sf-employed without employees ae employment datuses tha ae likdy to be
characterized by non-gable employment. If the proportion of non-gable defined in this
way is high in a paticular country in a paticular year, it implies grester employment
insecurity.

Contractud indicators of employment security a the macro level are probably the
mog chdlenging as far as daa is concerned. This section provides an overview of the
vaious dternative ways of measuring contractud employment security a the macro
levd bassad on the vaious definitions of non-standard employment and exising data on
such employment that is currently available.

Governance indicators

Goveanance indicators are desgned to reflect provisons within the overdl legd
framework tha ensure vaious forms of employment protection. Employment
legidation relates to workers entittements such as right to participate in the arbitration
process, the right to join trade unions, and the right to protection from unfar dismissds
This legt ‘rignt however is not universd, and some developed countries such as
Audria, Begium, Denmark and the USA do not recognise such a right. Because of its
economic and socid implications, this right has become one of the mog sendtive issues
in labour law today. “Protection againg dismissal is seen by workers is seen as crucid
gnce its absence can be lead to dire economic consequences in most countries’ (ILO
2000, p. 8). The ‘drictness of employment legidation is one indicator and the
percentages of total employed that are covered by legidation and regulatiions are another
basic governance indicator.

‘Strictness_ of _employment _protection _lavs. The issue of subdantive and
procedurd farness is a the core of the labour protection legidation a the nationd levd.
Employment protection is a complex phenomenon and employment law reaes to
severd aspects of protection, the most common of which are the following:

. ruling out dismissal in case of illness or pregnancy of worker;

. ruing out dismissd on grounds of age gender, ehnic background or
political views,

. giving adegquate notice to an employee dismissed for misconduct (defined
usudly as dishonesty, gross or repeated ingances of insolence, sexud
harassment, unprovoked assault and intimidation). It is up to the employer to
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prove legdly thet the employee did indeed misbehave. This notice period
varies across countries;

0  providing for goped in case of unfar dismisds
0  pedizing non-compliance with the law.

Daa on nationd legidations for protecting workers agang abitrary dismisas
can be found in the employment law, or labour codes of individua countries. Normdly,
employment protection law applies to dandard employment and those employees hired
on a short-term bads can be dismissed, or ther contract not renewed. Most countries
extend sandard employment protection to short term or fixed term contrects, after a
catan peiod of tenure However this is often Sdestepped by hiring from employment
agencies, or by using sdf -employed subcontractors or consultants.

Employment protection lavs of most countries rule out dismissd on grounds of
race, colour, sex or disghility. But laws vary in tems of wha is ‘jus digmisd’ ad
wha is not. The USA Feded Law on employment protection smply daes tha
dismissds are possible for ‘good causes .

Table 1. Employment Protection Law - the case of Germany and USA

Germany Kuendigungsschutzgesetz (Al full ime employees)

1)  Employees are protected against dismissal on grounds of sex, origin, race, language,
national origin, colour, creed, religious and political beliefs, trade union membership,
industrial action, marital status, sexual orientation, age, pregnancy, completing military or
community services, disability, taking parental leave. Protection is based on socially
unjustified dismissal (a minimum of 6 months employment tenure required).

2)  Employers are obliged to provide burden of proof. Justified dismissals apply if obligations
are breached, plant regulations or collateral contractual obligations are violated,
economic necessity requires rationalization or if for operational reasons employees are
made redundant.

3)  Notice must be given in accordance with employment duration: Up to 2 years = 4 weeks,
between 25 years = 1 month, 510 years = 2 months, 10 —20 years = 4 months, more
than 20 years = 4 months.

4)  Severance must be paid equal to 1 year of employment. Beyond the age of 50 and where
20 years of employment apply, an employee is entitled to 18 months of severance pay-
compensation entitlement.

5)  Employees can appeal against unfair dismissal after 1 week to works councils and, if
necessary after 3 weeks of receiving notification of dismissal, to a labour court for a final
ruling.

USA Federal Labour Law  (Federal employees)

1)  Dismissal on grounds of national origin, sex, colour, physical disability, pregnancy, race,
or trade union affiliation is prohibited. Open-ended employment relationships can only be
terminated, if both parties agree on restrictions or state law prohibits discrimination.

2) Dismissals are permited on the grounds of “good causes”.
3) Notice: no statutory provisions.

4)  Severance pay is only granted under collective bargaining agreements (no state
responsibility), if any. Most large employers do grant redundancy for employees for
€CoNomic reasons.

5)  Inthe absence of institutional mechanisms, appeals for revisions can only made in
accordance with individual statutes and the proceedings listed therein.

Source (ILO, 2000).
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It does not provide a dautory period of notice for dismissds In contrad, in
Germany, employers need to provide proof that dismissd is indeed just and they have to
give advance notice to to-be-dismissedemployees. The notice period varies, from one
month for those employed for 2 - 5 years to 4 months for those having worked for nore
than 10 years (Teble 1).

Usng these different aspects of labour legidation reaing to protection agangt
termination of employment, indicaiors of ‘drictness of employment protection laws
have been desgned for some OECD countries (see Grubb and Wels 1994, Sanding,
1988, Sanding 1990). These indicators usudly relae to protection agang dismissas of
regular workers, notice period for dismissds and severance pay etc. Table 2, from
OECD (1994) ranks employment protection drictness in terms of regular procedura
inconveniences, notice and severance pay and difficulty of dismissa.” The table shows
that in teems of overdl ranking for drictness of protection againg dismissAs, the
southern  European countries, such as ltay, Greece, Portugd and Spain, as wdl as
Audtria, scored high, whereas Switzerland and the UK rank low.

It is often argued that the redities of increesng competition, have often led to de-
regulation. In the words of one author:

In the beginning, (in Jgpan) labour reaed regulations were regarded as socid
regulations, and thus were beyond the scope of the deregulation campaigns. However,
faced with tardy recovery from busness dump &fter the bubble boom, it was thought
that the inective extend labour market was impeding the flow of workers from
declining indudries to emerging new busnesses and dowing the redtructuring of the
economy. .... Traditiondly, redricting dismissals was the employees safety net. In the
era of regructuring, where dismissals are ineviteble, an active labour market which can
provide the unemployed with siitsble new employment opportunities swiftly and
gnoothly functions as a safety nel...In regponse to these factors the Employment
Security Law of 1947 and the Worker Dispatching Law of 1985 were dradticdly
modified (in 1999) (Araki, 1999).

Covarage of employment secuwrity laws It is not enough to have employment
protection lavs. Equaly important is the proportion of the workforce covered by such
lavs. Overdl enforcement of employment protection is influenced by the extent of
coverage of such protective measures. The following features are therefore important:

. Proportion of total workforce that are covered by these laws
. Sectors to which these laws gpply

. Work gatus covered by these laws

" Age groups covered by these laws

" Size of establishment covered by these laws

" The notes to Table 2 explain the method used for assigning scores to the three indicators of ‘strictness
of employment protection legidation.
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Table 2. Indicators of the “strictness” of employment protection legislation (EPL)

Regular Notice and severance pay for
procedural no-fault individual dismissals Difficulty of dismissals
inconveniences Overall
Procedures Delay to Notice period after Severance pay after Definition of Trial period At20yrs | Reinstatement ranking for
start of 9m 4yrs  20yrs | 9m 4yrs  20yrs unfair dismissals strictness of
notice protection

Scale 0-3 Days Months Months Scale 0-3 Months Scale 0-3
Portugal 2.0 17.0 0.8 2.0 9.1 0.2 1.7 9.3 3.0 1.0 200 3.0 16.0
Spain 225 40.0 1.0 3.0 3.0 0.2 1.3 6.0 2.0 1.7 35.0 0.0 15.0
Italy 15 0.0 0.3 11 2.2 0.7 35| 180 0.0 0.8 325 3.0 14.0
Austria 2.0 5.0 0.8 1.2 25 0.0 2.0 9.0 1.0 1.0 9.0 1.0 130
Greece 2.0 1.0 0.6 1.7 9.0 0.3 0.9 4.6 1.0 2.0 9.0 2.0 12.0
Sweden 2.0 7.0 1.0 4.0 6.0 0.0 0.0 0.0 1.0 6.0 320 0.0 11.0
Finland 2.0 56.0 2.0 2.0 6.0 0.0 0.0 0.0 0.0 4.0 20.0 0.1 9.5
Germany 3.0 10.0 1.0 1.0 4.5 0.0 0.0 0.0 2.0 6.0 18.0 2.0 9.5
Norway 1.5 3.0 1.0 2.0 5.0 0.0 0.0 0.0 2.0 1.0 15.0 2.0 8.0
Netherlands 3.0 35.0 0.6 1.0 5.3 0.0 0.0 0.0 1.0 2.0 5.3 1.0 7.0
France 15 120 1.0 2.0 2.0 0.0 0.4 2.7 0.0 12 15.0 0.0 6.0
Belgium 10 3.0 2.0 36| 114 0.0 0.0 0.0 0.0 3.3 125 0.0 5.0
Denmark 0.5 0.0 16 2.8 5.0 0.0 0.0 15 0.0 3.0 9.0 1.0 4.0
Ireland 1.5 3.0 0.2 0.5 2.0 0.0 0.5 3.9 0.0 12.0 24.0 1.0 3.0
United Kingdom 1.0 3.0 0.2 0.7 2.8 0.0 0.9 4.6 0.0 24.0 10.8 0.0 2.0
Switzerland 0.5 1.0 1.0 2.0 3.0 0.0 0.0 0.0 0.0 3.0 3.0 0.0 1.0

Notes: This table shows the situation in 1980. Rankings increase with the strictness of employment protection. The variables tabulated under each key are as follows:

Procedure- procedures to be followed when issuing a regular dismissal notice; 1 for a statement in writing to the employee of reasons for dismissal, 2 for notification to a third party (work councils or local employment exchange), and
3 when prior permission for dismissal must be obtained from the third party.

Delay to start of notice-the delay between a decision to dismiss and the time that notice can become effective after following required procedures in days (e.g. notification by registered letter is assumed to take 3 days).
Notice period 9m, 4y, 20y - the lapse between issuance of a dismissal notice and the effective cessation of employment in months. This column refers to who have been with the employer for 9 months, 4 years and 20 years.
Severance pay 9m, 4y, 20y- a lump sum paymert to the dismissed employee at the time of cessation of employment: the three columns differ as for notice period above.

Definition of unfair dismissal - scored 0 when workers capability or redundancy of the job are adequate grounds for dismissal, 1 when ®cial considerations, age or job tenure must, when possible, influence the chose of which
worker to dismiss, and 3 when worker capability can never be a basis for dismissal.

Trial period- the maximum length of the period after hiring during which an appeal against dismissal on grounds of unfairness cannot be made.
Compensation at 20y — the compensation payable to a worker who has been unfairly dismissed after 20 years. with the employer.

Reinstatement — scored 0 if following a court's judgement of unfair dismissal, reinstatement is never granted, 1 if reinstatement is ‘rare’, and 2 if reinstatement is ‘possible’ and 3 if the employee always has the option of
reinstatement.

Source: OECD (1994b) pp.70-71
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Data on coverage of employment protection law is not easly avaladle A proxy
for this, namely, the percentage of people covered by collective bargaining agreements
and rates of unionisation can ingead be used. Table 3 lids coverage messured in terms
of odllective barganing and unionistion in 23 countries from different parts of the
world. It shows tha there is tremendous variaiion amongst countries in terms of extent
of workers covered by protective laws In Indonesa and Thaland only 2.6 per cent and
4.2 per cent respectively of wage and sdary workers are unionised (and wage and sdary
workers are a smdl proportion of tota workforce) while Russa is @ the other extreme
with 748 per cent unionised. Coverage by collective bargaining is probably a better
indicator in this context, but data on coverage by collective bargaining rates is available
for far fewer countries as the first column shows. In Germany 90 per cent of wage and
sdary workers are covered by collective bargaining agreements.

It is important to note that ‘drictness and coverage of erployment protection law
a govenance indicators of employment security a the maecro levd ae limited by
definition to wage and sdary employment.

Table 3. Coverage of employment protection law in selected countries

Country Coverage measured by collective Coverage measured by rate of

bargaining coverage rate of wage unionisation of wage and salary

and salary workers (%) workers (%)
Argentina 729 (1995) 387 (1995)
Bangladesh na 75 (1995)
Bolivia 11 (1994) 59.7 (1994)
Brazil n.a 435 (19912)
Bulgaria n.a 58.2 (1993)
Canada 37 34 (1998)
China 151 (1995) 70 (1995)
Egypt n.a 383 (1995)
Germany 90 (1996) 289 (1995)
Hungary 45 (1995) 60 (1995)
India Less than 2% (as percentage of formal

sector wage earners) 28 (1991)
Indonesia n.a 26 (1995)
Japan 2 (1994) 2% (19%)
Jordan n.a 24 (1995)
Mexico n.a 428 (1991)
Nigeria 40 (1995) 172 (1990)
Poland n.a 338 (1995)
Russian
Federation n.a 748 (1996)
South Africa na 409 (1995)
South Korea n.a 127 (1995)
Thailand 26.7 (1995) 42 (1995)
UK 256 (1994) 329 (1995)
USA na 142 (1995)

Source (ILO, 1998).
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4.2 Indicators at the enterprise or meso level

Employment security a the enterprise levd is conceptudly nearest to the
traditiond definition of employment security as protection from ‘abitrary dismissds or
‘hiing and firing’ (Buechtmann, 1993). To tha extent enterprise levd employment
security relates mainly to those who are in wage and sdary work, and who can be hired
or fired by the employing authority. Enterprise levd employment security may involve
interna reassgnments, change in the exact nature of job performed, as wel as change in
pay. This later, in fact, has been quite frequent in the Japanese sysem, and Hashimoto
(1990) has agued that enterprise level employment security and job security ae
inversdy related.

Enterprise levd employment security lies a the heat of the exiging debate on
employment security and economic  efficiency. As noted ealier, the gened cdimate
under which firms operate such as the overdl meacroeconomic gtudion, inditutiond
measures for labour protection, as well as some factors that are to do with the corporate
philosophy of the firm, its percelved competitiveness with other firms producing Smilar
goods or services and sze of the firm ae important variables affecting employment
security @ the enterprise leve. Data rdaing to indicators of employment security at the
enterprise level can be collected from enterprise surveys.

The viability of the firm is an extremdy important aspect of enterprise leve
employment security because if the firm is likdy to be ‘merged” with ancther, or closd
down then some or dl workersin thet firm are likdly to lose their employment.

Corporate philosophy is another important determinant of employment  security.
The corporate philosophy o the firm can be based on the following notions

a) ‘right to lifetime employment’, implying a relaion between employer and
employee that is long lagting, though this may be achieved by concessons to
job security. Thisis generdly associated with the Japanese system.

b) high peformance work philosophy where economic efficency dictates.
There is usudly a andl protected work force, and production is adjusted by
bringing in non-standard employment as and when required.

Cc) ‘corporate paterndism’ that requires workers to be loyd anrd committed in
exchange for employment security.

The firg notion is characterized by grester employment security. In the second,
there is no employment security for the large non-standard workforce. In the third,
employment security depends on how the firm defines ‘loyaty’.

Indicators of employment security a the firm levd can be caegorised into
behaviourd indicators, contractud indicators and governance indicators.

Behavioural indicators

Average tenure of employment in a firm is an important micro leve indicator of
employment security. This average needs to be cdculated on the bass of dl employees
- regular as wdl as nonregular. The longer the average tenure of employment, the
grester the sability of employment.
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Contractual indicators

As noted ealier non-gable employment covers temporay  workers,
subcontractors, externd workers, casud workers and seasond workers. It is necessary
to have information on what proportion of the workforce during the reference year in
the firm are

a) regular full-ime

b) regular part-time

c) non-regular part-time

d) temporary

€) subcontractors

f) workers hired through agency
g) unpad family workers

h) casud workers

The fird two categories conditute stable employment at the firm level. Nonstable
employment is messured by the proportion of workers in categories ¢) to h) in
proportion to al workers. If the proportion is high on the average, then the firm offers
relaively low employment security.

Governance indicators

If a high proportion of workers are unionised, or if dl workers in the firm are
covered by collective barganing agreements that pertain to ‘hiring and firing’, then
there is likdy to be grester employment security in the firm. Rdevat daa for this
indicator is therefore the proportion of totd workers in the enterprise who are unionised,
or who are covered by collective bargaining agreements.

4.3 Indicators at the individual or micro level

Data on employment security & the individud levd can be gathered from surveys
of workers® At theindividual level there can betwo sets of indicators

a) subective indicators of employment security, which meesure perception of
employment security

b) objective criteria of employment security such as length of employment,
naure of <kills and extet of inditutiond support for  continuing
employment.

Subjective indicators of employment security

An individud’'s perception of employment security is his feding about the
likdiness of his continuing employment. Fedings of security relae to a wide range of
labour market developments, which incudes the expected threst of job loss Some

8 As example of this, the InFocus Programme on Socio-Economic Security initisted People's Security
Surveys. These surveys gether information on peopl€'s perception of employment security, as wel as
objective indicators of employment security.
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dudies in psychology have used in-depth interviews to identify uncertainty as a mgor
component in the experience of employment insecurity. It has been agued that
employment insecurity is a question of wha people perceive, and how these perceptions
are reflected into atitudind responses, in terms of the threat X powerlessness modd of
psychology. “The concern with regularity and control informs the centrepiece of this
modd” (Stack, 2000, p. 5). The essentid dements of thismode are

a)  perceptions of threat of employment loss
b)  perceptions of power or powerlessness to cope with thet loss

The severity of employment loss depends on the sriousness of the outcome to the
person, the tranderability of skills that the person possesses, and the degree to which
unemployment might cause problems. Perceptions of power or powerlessness involve
the person’s judgements about his or her ability to control the Studion. Vaiables tha
are important in this context are therefore the individud’s perception of employment
loss, the individud’'s expected gtudtion were she to lose this employment, and coping
methods avalable to the individuad to ded with the changed gStuation. In economic
terms one can trandate these into the following indicators:

a)  perception of likdihood of losing present employment

b)  perception of likdihood of finding dternative employment

Cc) perception of vaue of present employment

d)  expected vaue of new employment, or unemployment as the case may be

Objective indicators of employment security

Objective employment security  indicators & the individud levd can be
categorisad into contractud, behaviourad and governance indicators:

Contractual indicators

If a worker has the gatus of a wage and sdaried worker with a stable contract, then
he is likdy to fed somewha secure in this employment. Workers who are in non dable
employment, and own account workers whose continuing employment depend  on
factors such as demand for product/service, access to credit, etc. are likdy to be in less
secure employment. Type of contract, whether it is sable or ungable, is therefore the
relevant contractud indicator of employment security at the individud levd.

Behavioural indicators

The greater the length of present employment the more secure employment can be
assumed to be. The behaviourd indicator of individud levd employment security is
therefore the length of present continuous employment. However, because of rapid
technologicd change, the focus now is very much on skills So-cdled low skilled
workers, whose skills ae eadly tranderable or whose sills can be displaced by
computers are more likdy than others to lose their employment. Therefore, if workers
are categorised into two broad groups - high skilled and low silled, the likdihood of
the latter suffering from greater employment insecurity is grester. However, not dl low-
skilled work need be insecure work and using kill levels as an indictor of employment
security needs to be done cautioudy.
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Governance indicators

This is of vitd importance and relaes to inditutiond support to the individud for
continuing employment. This support could be in the form of legd recognition of
employment and work. It could dso be association with a workers  organisation that
endows voice representation. Such inditutiond support can come from government, or
non-govenmentd  organisations  Some  individuds may be in employment that is
covered by employment protection lawv. A vast majority of others may not fdl under the
purview of such laws but in some indances dbet few, support for continuing
employment may come from community groups and non-governmental  organistions.
The relevant indicator is therefore the exisence or the nonrexigence of inditutiond
support for continuing employment.

5. Some concluding remarks

In the past two decades the world economy has witnessed remarkable changes in
the dructure and dynamics of the labour market. Internationd trade and competition
have intendfied; new technology hes destroyed some traditiond jobs and crested some
new jobs During this peiod maket condderations have dictated labour market
outcomes. Employment protection has been deregulaed and ensuring  employment
security has not been a top priority for policy mekers Continuing employment for many
has become more or lessthe individud’ s respongbility.

But what are the numbers of people who fed more and more threstened about
losng their jobs? What ae peopl€'s perceptions about their employment security? Has
there indeed been a fdl in employment security as mogt labour market andyss
suggests? It is only through a sysemdic datistica representation that takes account of
various aspects of employment security, that one can answer this quesion. The
objective of the foregoing has been to underline such an approach.

This paper has atempted to daify wha employment security means, why
definitions of employment security need to take account of sdf-employed workers and
why employment security is important as an economic and datistical concept. It
proposes methods of meesuring employment security thet take into account various
dimensons of employment security - the nationd or macro dimension, the enterprise or
mexn dimenson and the individud or micro dimenson. At the ndiond and enterprise
levd, the paper ligs indicators tha measure objective employment security. At the
individud level the paper argues that surveys of workers can be s0 desgned as to dicit
information on indictors on both subjective and objective employment security.  Further,
a the individud levd objective and subjective employment security can be messured
for dl types of workers, whether employees or sdf employed. Objective indicators of
employment security ae agan categorised into  behaviourad indicators, contractud
indicators and governance indicators. Subjective indicators of employment security
rate to perceptions of threst of employment loss and perception of power or
powerlessness to cope with that loss.
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