Annex 1: Explanatory notes 

· Active labour market policies (ALMP): positive encouragement of the unemployed to seek and take work. Such policies include (1) activation through incentives (“carrots”) eg Working Families Tax Credit; (2) activation through sanctions (“sticks”) eg New Deal for Young People (which is compulsory); (3) Training, improving vocational skills; (4) job search support/counselling, improved job matching; (5) subsidies, subsidised placements. Problems associated with such policies can include (1) displacement – when a person takes a job and displaces a worker who loses his job, so that there is no increase in overall employment (a much quoted problem by advocates of the “lump of labour fallacy”), (2) deadweight expenditure – where money is spent helping someone into work when they would have a found a job in any case.   

· Activity rate: see economic activity rate or the participation rate.

· Advisory, Conciliation and Arbitration Service (ACAS): a statutory independent body whose aim is to promote the improvement of industrial relations. 

· Affirmative action: a US phrase describing action intended to accelerate the process of achieving equal employment opportunity for all. 

· Amsterdam Treaty (1999): after the Amsterdam Summit (1997). The Treaty reflects the UK’s decision to end the UK’s opt-out on the Social Chapter and Article 13 included new competences on race and general anti-discrimination legislation. 

· Atypical workers: jargon for any category of employee who does not have an ordinary full-time contract of indefinite length (in other words, what is often called a permanent job). It includes part-time and casual workers, agency staff and fixed term workers.

· Better Regulation Task Force (BRTF): Cabinet Office taskforce dedicated to assessing the regulatory burden on business. According to the BRTF good regulations and their enforcement should be measured against 5 principles: transparency, accountability, targeting, consistency and proportionality. 

· Black or informal economy: that part of the economy which depends on unrecorded work paid on a “cash in hand” basis, without contracts of employment, and undertaken by people who do not declare their incomes to the tax authorities.

· Burden of Proof Directive: Social Chapter measure which recommends the reversal of the burden of proof in sex discrimination cases. The tendentiously titled Consultation Document “Towards Equal Pay for Women: speed and simplicity in tribunal cases and the Burden of Proof Directive” (DfEE) was released in December 2000 and contains some of the most misleadingly interpreted data on women’s pay the author has ever seen! And see definition of “burden of proof” under Legal terms.

· Capital-intensive methods of production:  production techniques that involve a high ratio of plant and equipment to labour.  

· Casual employees: where workloads are variable, staff may be engaged on a casual, wages only agreement, where they are paid only for the hours they work and do not assume any other employee rights. 

· Chartered Institute of Personnel and Development (CIPD): was Institute of Personnel and Development (IPD). 

· Childcare: where the employer provides a crèche at work, the costs are tax deductible for employer and the receipt of the crèche service is not taxable for the employee. There is, therefore, a tax saving overall. Where the employer provides a voucher for childcare, the costs are tax deductible for the employer, but the value of the vouchers is taxable for the employee (even though there is no NIC on vouchers). 

· Child Care Strategy (National): see National Child Care Strategy.  

· Claimant: see Legal terms.

· Co-determination: the German system of worker participation in management. It provides for employee representatives on supervisory boards, plus workers’ councils and the provision of management information to employees.  

· Collective bargaining: the process of setting pay and conditions of employment through negotiation between an employer or group of employers and employee representatives acting on behalf of a group of employees.  

· Commission on Race Equality (CRE): a quasi-autonomous publicly funded organisation which attempts to eliminate racial discrimination. 

· Compensation: the sum of money awarded to the victor in any claims heard by an employment tribunal. In law courts compensation is referred to as damages. 

· Compensation culture: the increasing tendency for people with grievances to claim for compensation or damages against the person/persons who is/are allegedly “responsible” (can be “blamed”) for causing the grievance. The “name ‘n’ shame”, “blame ‘n’ claim” culture.  

· Constructive dismissal: where the employee terminates the contract, but does so because he/she believes the employer’s conduct leaves him/her no alternative. 

· Contract of employment: the legally binding agreement between an employer and an employee governing their mutual obligations. 

· Contract staff: they are usually skilled, self-employed workers.

· Deadweight: see Active labour market policies (ALMP). 

· Defendant: see Legal terms.

· Depression: permanent (or semi-permanent) feelings of dejection and apathy.

· Deregulation and Contracting Out Act (1994): see Regulatory Reform Bill (below).  

· Dignity at work: the concept that employees should be treated properly regardless of sex, race, age, disability, sexual orientation etc.

· “Direct discrimination”: occurs when an employer treats a person less favourably than others on grounds of sex (including transsexualism), race, ethnic origin or disability.  

· Directives (EU): have to be first enacted nationally before obtaining legal force (unlike, for example, Regulations). The British executive is frequently accused of “goldplating” Directives by adding unnecessary complications. 

· Disabled Persons Tax Credit (DPTC): see Working Families Tax Credit.

· Disability Discrimination Act (DDA) (1995): an “unusually complex” (Lord Justice Mummery) Act which has major implications for business. In particular: 

· businesses delivering goods and services, must make “reasonable adjustments” to provide access to disabled people (by 2004, there is no small firms exemption);

· concerning employment practices, businesses must make adjustments for disabled people (introduced 1996, small firms exemption lowered from under 20 employees to under 15 employees in 1998 and likely to be removed by 2004). 

· Disability Rights Commission (DRC): replaced the National Disability Council (NDC), an independent body dealing with the DDA, April 2000. The DRC’s duties include the enforcement of the DDA.  

· Discrimination: see direct and indirect discrimination.

· Displacement: see Active labour market policies (ALMP). 

· Dispute resolution, methods of: 

· Negotiation – between the parties themselves;

· Mediation – between the parties with the help of a neutral party;

· Conciliation – between the parties with the help of a neutral third party who plays an active role in suggesting a solution; 

· Arbitration – where the parties agree to let a third party make a binding (or pendulum) decision;  

· Litigation – where the parties go to court and a judge decides the case. 

· Discrimination: people are protected by law against being unfairly treated on account of their race, skin colour, religion, nationality, gender, marital status or disability. The main acts in the UK are the Sex Discrimination Act (1975) (which can be extended to sexual orientation), the Race Relations Act (1976) (which deals with race, ethnicity and nationality – but not religion) and the Disability Discrimination Act (1995). See also “direct” and “indirect discrimination”.

· Downsizing: a euphemism for slashing employee numbers that came into vogue when recession hit in the 1980s. 

· Duties of the employer:

· To pay wages;

· To provide work;

· To co-operate with the employee;

· To take reasonable care of the employee.

· Duties of the employee:

· To co-operate with the employer;

· Fidelity and good faith;

· To take reasonable care.

· Economic activity: the economically active population comprises those who are either in employment or ILO unemployed. 

· Economic activity rate: the economic activity (or participation) rate is the number of people who are in employment or unemployed as a % of the total population aged 16 or over (usually).

· Economic inactivity:  the economically inactive population comprises people out of work, but do not satisfy all the criteria for ILO unemployment, such as those in retirement & those not actively seeking work. The economic inactivity rate is the number of economically inactive people as a % of the total population aged 16 or over. Can be calculated for any population group.

· Employability: the ease with which people can get a job in any labour market (of supply and demand). In other words having/supplying the skills and attitudes that match employers’ needs/demands.

· Employees and the self-employed: any employee working for an organisation in return remuneration has a contractual relationship with the organisation. There is, however, a distinction between a contract of employment and a contract for services. 

· For a contract of employment to exist, the individual has to be employed by the organisation and carry out work which is an integral part of the business;

· In a contract for services, the services provided may be exactly the same as those provided under a contract of employment, but with the difference that they are carried out by an organisation or individual which is not an integral part of the business.

· The important distinction is that employers are obliged to make statutory deductions for employees who are entitled to employment rights.

· Employee Assistance Programme (EAP): offered by some employers to advise on issues such as stress and provide, for example, counselling. 

· Employment Relations Act: see also “Fairness at Work”.  

· Employment Relations Act (1999) included three main parts and various measures were introduced at different times: 

· Extension of collective rights included:

· The compulsory recognition of trade unions for collective bargaining purposes; 

· The right to be accompanied in a dispute or grievance;

· The immunity from dismissal for official strikers within the first eight weeks of an official strike.

· Extension of individual rights included:

· The reduction in minimum period of employment to be eligible for employment protection from 2 years to 1 year;

· The increase in compensation cap for unfair dismissal cases from £12,000 to £50,000 (which fuels the compensation culture) (maximum increased to £51,700 on February 2001).

· “Family Friendly” regulations included:

· The right to unpaid parental leave (up to 13 weeks) in the first 5 years of the birth or adoption of a child (the implementation of the EU Parental Leave Directive); 

· The right to time off for family “emergencies” – time off for dependants; 

· An increase in maternity rights including the reduction in the minimum period of employment to be eligible for “extended maternity leave” from 2 years to 1 year. 

· Employment protection: see job protection. 

· Employment security/insecurity: see job security/insecurity.

· Employment Tax Credit: see Working Families Tax Credit. 

· Employment Tribunals: they were originally established as “Industrial Tribunals” in 1964 (renamed in 1998). Employment Tribunals now handle disputes involving (including) redundancy, unfair dismissal, discrimination, equal pay and breach of contract.

· Enterprise culture: a social climate in which initiative, self-reliance and willingness to assume responsibility and take risks are highly respected. It is being undermined by the dramatic increase in the regulatory burden in recent (3-4) years.  

· Equal Opportunities Commission (EOC): a body similar to the Commission for Racial Equality (qv) but responsible for encouraging gender equal opportunities. 

· Equal Pay Act 1970:  a statute requiring employers to give equal treatment to men and women in relation to terms and conditions of employment for like work and work rated as equivalent. The Equal Pay (Amendment) Regulations 1983 updated the Equal Pay Act. 

· Ethnic minority: a group distinguished from others by a combination of shared customs, beliefs, traditions and characteristics derived from a common or presumed common past, even if the distinctions are not biologically determined. For example, Jews and Sikhs have been accepted by the legal system as constituting distinct ethnic groups.      

· EU Charter of Fundamental Rights: this was agreed at the Nice Summit (December 2000) and included more rights for workers including the “right to strike”. 

· European Court of Justice (ECJ): the ECJ is based in Luxembourg and its main role is to interpret the treaties and other legislation of the EU. The highest law court in the UK since 1973 when the UK joined the European Communities. 

· European Works Councils (EWC): organisations with at least 1,000 employees in the EU and at least 150 employees in two or more member states are required to establish an EWC. 

· EU directives on (1) sexual discrimination, (2) race discrimination and (3) the “general framework”: these directives, de facto, reverse the burden of proof. Employers charged with discriminatory behaviour will be expected to “prove” their innocence. 

· “Extensive work effort”: see work effort. 

· Factor of production: see production function.

· “Fairness at Work”: is the name of the DTI White Paper (1998) leading up to the Employment Relations Act (which see). It represented, as does the Employment Relations Act, a very significant extension of employee rights and an equally significant extension of the regulatory burden on business. The term “fairness”, therefore, is tendentious. “Fairness at Work” is little but increased employment legislation and regulation masquerading as social policy. 

· “Family friendly policies” (DTI): regulations that are intended to help parents balance their work and “lives”. The Employment Relations Act “family friendly” component comprised (1) the right to unpaid parental leave (up to 13 weeks) in the first 5 years of the birth or adoption of a child (the Parental Leave Directive), (2) the right to time off for family “emergencies” and (3) an increase in maternity rights including the reduction in the minimum period of employment to be eligible for “extended maternity leave” from 2 years to 1 year. A Green Paper entitled “Work and Parents: competitiveness and choice” (DTI December 2000) is proposing further extensions of parents’ rights including 2 weeks of paid paternity leave. 

· Fixed-term contract: a contract which has a fixed duration. 

· Flexible workforce: there are at least six different approaches: (1) numerical flexibility that is all too often, erroneously, associated with job insecurity, (2) flexible working patterns, (3) wage flexibility, (4) skills flexibility, (5) functional flexibility and (6) geographical flexibility. In the “work-life balance” debate “flexible working” had until recently been confined to “family friendly” policies, designed principally to accommodate working women with children through part-time work, job-shares and career breaks. But campaign groups have realised that narrowly targeted policies can cause resentment among other employees. And they have also found that a wide range of employees want flexibility. Hence the spread of the more inclusive term “work-life” balance. 

· Flexibility of the labour market: see also job security/insecurity. 

· Full-time work: in the Labour Force Survey (LFS) the classification of employees, self-employed, those on government work-related training programmes & unpaid family workers in their main job as full-time or part-time is on the basis of self-assessment. People on government-supported training & employment programmes who are at college in the survey reference period are classified, by convention, as part-time. (Source: National Statistics: “What exactly is the Labour Force Survey?” (HMSO/ONS, 2000).)

· “Gender gap”: describes the difference between the average earnings of full-time male and female employees, typically expressed as the ratio of women’s earnings to men’s earnings.

· Genuine occupational qualification (GOQ): the Sex Discrimination Act (1975) and the Race Relations Act (1976) allow for people of a particular sex or racial group being appointed where there is a genuine occupational qualification for the job.

· “Glass ceiling”: is a metaphor that describes the under-representation of women in the upper echelons of management.

· “Goldplating”: see Directives. 

· Hours worked (New Earnings Survey): (1) Normal weekly hours: the time which an employee is expected to work in a normal week excluding all overtime and main meal breaks; (2) Weekly hours worked: the actual hours worked during the reference week and hours not worked but paid for under guarantee agreements.

· Hours worked (Labour Force Survey definition): respondents to the LFS are asked a series of questions enabling the identification of both their usual hours and their actual hours during the reference week, excluding meal breaks, but including paid and unpaid overtime.

· Human Resources (HR): the human side of a business. 

· Human Rights Act: this act (October 2000) incorporated more rights for employees (we will discuss this further in a later paper on red tape in the workplace).

· Indirect discrimination: unfair sex or race discrimination resulting from the imposition of a condition likely to result in a disproportionately small number of one of the sexes or a certain ethnic group being able to meet the condition. 

· Industrial action: a sanction imposed by employees (normally acting through a trade union) against an employing firm in furtherance of an industrial dispute.  

· Industrial democracy: a term used to describe a variety of measures for involving employees in the management decision making of their firms.

· Industrial dispute: a dispute between a firm and its workers. 

· Industrial relations: rules, practices and conventions governing interrelations between managements and their workforces, normally involving collective bargaining.

· Industrial tribunals: see Employment tribunals. 

· Institutional discrimination (whether sexism or racism): unfair race or sex discrimination resulting not from individual initiative, but rather from individuals conforming with racist or sexist norms embedded in an organisation’s structure, rules and procedures. Another approach is to say that when an organisation is “guilty” of institutional discrimination there is a de facto policy to discriminate against, say, a woman or an ethnic minority because of the woman’s gender or because an individual is from an ethnic minority.

· Institutional racism: see Institutional discrimination. 

· “Intensive work effort”: see work effort. 

· Intermediate labour market (ILM): in recent years ILM programmes have been developed as a method of tackling long-term unemployment and promoting community-based regeneration. The core feature is paid work on a temporary contract, together with training, personal development and job search activities.   

· Job protection (employment protection): legislation and regulations (including the Employment Rights Act (1996) and the Employment Protection (Part-time Employees) Regulations (1995)) which entitle employees to be treated fairly at work and if they lose their jobs. And if, for example, an employee feels he/she has been “unfairly dismissed” he/she can take his/her ex employer to an employment tribunal claiming compensation for “unfair dismissal”. Very stringent employment protection laws can damage “numerical flexibility” (see Chapter 5).

· Job security/insecurity (employment security/insecurity): job “security” is frequently used synonymously with job protection and job “insecurity” (or “instability”) with “numerical flexibility”, which measures the extent to which employers are able to adjust the size of their work force to meet their changing needs (including temporary jobs). Job “protection” legislation is designed to make jobs more “secure” by making them less numerically “flexible”. But the more job protection legislation that is introduced, the less well functioning the labour markets are, the less likely jobs are to be created and, ultimately, the ability of the economy to deliver “secure” jobs is reduced. Job “security” is delivered by well functioning labour markets in flexible and competitive economies. 

· Jobseeker’s Allowance (JSA): the UK state unemployment benefit payable to those over 18 and below pensionable age, who are out of work, capable of work, and actively seeking employment.

· Labour-intensive methods of production: production techniques that involve a high ratio of labour to plant and equipment.  

· Labour market: a factor market that provides for an exchange of work for wages. The supply side is represented by individuals or Trade Unions bargaining on a collective basis. The demand side is represented by firms who are requiring labour as a factor input (see production function). The determination of wage rates depends on the supply of and the demand for labour. Labour markets, even though dealing with sentient, moral human beings, are amoral. Wages in a market economy are determined by amoral market mechanisms in which labour is paid according to the intersection of the supply and demand curves. But the demand for any one worker is, of course, evaluated by the employer as the worker’s contribution (input) to the business. Workers, therefore, receive income in proportion to the value of  the labour they have contributed to the productive process (this can be referred to as “commutative justice” as opposed to “distributive justice” where it is believed that people should receive income according to need).    

· Legal terms (relevant):  

· Burden of Proof: the duty of parties in litigation to prove their case with the traditional stance being that a defendant is “innocent” until he is proved “guilty”. This traditional stance will be effectively overturned by forthcoming EU anti-discrimination Directives; 

· Claimant: a person who starts a civil case (in most cases used to be called the plaintiff) against the defendant;

· Damages: monetary compensation claimed by (or awarded to) a claimant from a defendant. The concept of damages as compensation for loss is at the heart of litigation. Damages are known as “compensation” in employment tribunal cases.  

· Defendant: a person against whom court proceedings (criminal and civil) are brought;

· Litigation: the act of pursuing a claim or defending a right through the courts;

· Prime facie: “at first sight”, “on the face of it”, ie where the arguments look valid at face value – without any investigation of the facts or testing of the arguments;

· Respondent: the defending party in an appeal or petition to the courts;

· Tort: claims under the tort system are non-contractual claims of a civil nature that arise from the duties and obligations placed on us by society. Examples of tort include negligence, nuisance and defamation.

· Legislation/primary: public Bills (as opposed to private Bills which specifically affect the powers of particular bodies or the rights of certain individuals) must normally be passed by both Houses and may start in either House (with the exception of finance Bills which must start in the Commons). Taking the example of a Bill starting in the Commons the stages for the passage of a Bill are as follows:

· Commons: First Reading, Second Reading, Committee Stage, Report Stage, Third Reading;

· Lords: the Bill goes through a similar procedure to the Commons;

· If the bill is amended by the Lords, it is returned to the Commons for consideration of the amendments (if Commons rejects Lords’ amendments and/or makes further amendments the Bill can go back to the Lords);

· Royal Assent, which may be given by the Queen personally or by three Lords Commissioners and which converts a Bill into an Act of Parliament. 

· Legislation/secondary: when Parliament delegates the power to make orders, regulations or rules to some other person or body that have the force of law. Such legislation is known as delegated or subordinate legislation. Delegated legislation comprises:

· Orders in Council, ie Orders made by the Queen in (Privy) Council. In practice, the Minister of a Government department usually drafts and makes the Order in the name of the Queen, whose approval “in Council” is a formality;

· Statutory instruments, departmental orders, regulations, rules, circulars or codes of practice. A statutory instrument (formerly known as statutory rules and orders) is any delegated legislation to which the Statutory Instruments Act 1946 applies. Statutory instruments are normally made by government Ministers and must be submitted to Parliament (though most will be subject to negative resolution rather than affirmative resolution); 

· By-laws which are made by local authorities, railways, water boards and other such bodies, and like statutory instruments, draw their authority from an Act of Parliament.  

· Litigation: see Legal terms. 

· Litigious: to be fond of litigating (going to law). Noun: litigiousness.  

· Low Pay Commission (LPC): the independent body which principally advises the Chancellor of the Exchequer on the appropriate rates for the National Minimum Wage.  

· Maastricht Treaty (Treaty on European Union) (1993): the Protocol on Social Policy and an Agreement on Social Policy (The Social Chapter) was appended to the Maastricht Treaty. It was signed by all the members of the EU except the UK (11 in all). At the Amsterdam Summit the UK signed up to the Social Chapter and a single framework for social policy was included in the Treaty of Amsterdam. 

· Maternity rights: rights originally conferred by the Employment Protection (Consolidation) Act 1978 on a pregnant woman. Pregnant women are currently entitled to 18 weeks (was 14 weeks until December 1999) ordinary maternity leave (OML), regardless of length of service. Women who have completed one year (previously 2 years) are entitled to additional maternity leave (AML or “extended” maternity leave), beginning at the end of OML and finishing up to 29 weeks after the birth. Women are entitled to Statutory Maternity Pay (SMP) if have worked for a minimum of 26 weeks for a company; SMP lasts for 18 weeks. Larger employers can claim 92% of money paid under SMP, small employers can claim 105%. Women have had the right to return to their previous jobs after maternity leave since 1978. Generous extensions to SMP were announced in the March 2001 budget.

· Minimum standards: there are already significant “minimum standards” (ie regulations for, eg, job protection and health and safety etc) in the workplace. But when the TUC and other lobbying groups lobby for so-called “minimum standards”, they deliberately imply that there are not enough already and employees are victims of their employers. They are clearly lobbying for more employee rights (preferably for a trade union member). If business representative organisations have the temerity to suggest that more employee rights are bad news for business, the economy and people on the margins of employability (who are not trade union members) they are accused of “whinging”. 

· National Child Care Strategy: a policy aimed at providing good quality, affordable child care for children aged 0-14, includes formal child care and support for informal arrangements with a focus on out-of-school provision. It includes the guarantee of a free nursery place for all 4 year olds whose parents want one, and a commitment to make similar provision for all 3 year olds. Means-tested financial support for child care costs, through WFTC, which will meet up to 70% of registered child care costs (capped).   

· National Minimum Wage (NMW) (Act 1998): when the NMW was introduced in April 1999, the rates were then as follows (with updated rates in brackets):

· Adult rate: £3.60 per hour (increased to £3.70 in October 2000);

· Development/youth rate (18-under 22s): £3.00 per hour (increased to £3.20 in June 2000);

· Accredited trainees aged 22 or over in the first 6 months of a new job with a new employer: £3.20;

· There is no NMW for groups including the 16-under 18s and the genuinely self-employed.  

· National Minimum Wage: the government has announced that the NMW will increase to £4.10 in October 2001 and £4.20 in October 2002.

· New Deal: The package embodied a “carrot and stick” approach, combining the threat of loss of benefit, with the opportunity of a place on a training scheme, community work, or a temporary job subsidy.

· Non-Accelerating Inflation Rate of Unemployment (NAIRU): the underlying level of unemployment that is consistent with a stable rate of inflation. Low NAIRUs are associated with flexible labour markets.   

· Parental Leave Directive: see Employment Relations Act. 

· Participation rate: the participation (or activity or economic activity) rate is the number of people who are in employment or unemployed as a % of the total population aged 16 or over (usually).

· Part-time work: see full-time work. 

· Part-time Work Directive: this directive gave part-timers the same rights as full-timers.

· Part-time Workers (prevention of less favourable treatment) regulations 2000: these included homeworkers and agency workers and extended the rights of full-time employees to part-time employees.

· Paternity leave: the right to 2 weeks paid paternity leave was announced in the March 2001 budget.

· Pathologisation of human behaviour: the growing tendency to define a range of human behaviours as diseases or pathologies. Indeed it would seem that everyone has some disease or illness.  In particular, the normal pressures of life are now being diagnosed as “stress” and the normal ups and downs of life are being diagnosed as “depression”. But stress (better described as “pressure”) can be positive and creative and, as far as workplace negative “stress” is concerned, it should be seen as a management issue (having responsibility without the means to do the job) rather than a “pathological” issue. Occupational health “illnesses” apparently are on the increase despite the decline of heavy industry.

· Plaintiff: see Legal terms.

· Positive action: action to help groups of employees (women, ethnic minorities) who are perceived as being disadvantaged in the workplace.

· Positive discrimination: sometimes referred to as affirmative action. This is discrimination in favour of an individual on the grounds of, for example, race (which is, strictly, illegal under the Race Relations Act 1976). 

· Posted Workers Directive (EU): this was implemented in the UK in 1999. “Posted workers” to other EU Member States have rights on pay, non-discrimination, health and safety etc. 

· Pressure at work: can be either positive (stimulating) or negative (excessive pressure can lead to stress). Sometimes stress and pressure are used synonymously – so some people discuss positive and negative stress. This is confusing and should be avoided.   

· Prima facie case: see Legal terms. 

· Production function: in which output is defined as a “function” of inputs (“factors of production”) usually comprising labour, capital and technical developments. 

· Productivity: a derived statistic computed by dividing a unit of output by a unit of inputs (“factors of production”). Labour productivity is calculated by dividing a unit of output by a unit of labour (people, hours etc). Labour productivity can be boosted by higher capital-intensive methods of production (perhaps reflecting greater costs of labour). Capital productivity is calculated by dividing a unit of output by a unit of capital input. Total factor productivity is calculated by dividing a unit of output by units of all factors of production. All too often changing productivity is seen to be a policy objective without a proper appreciation that it is just a derived statistic and not a “factor of production”. 

· Productivity “the debate”: the two most common fallacies about productivity are as follows: (1) that maximising labour productivity is necessarily a “good thing”. Countries with high labour costs and heavy regulations (less labour market flexibility and higher protection), and concomitantly highly capital-intensive methods of production, tend to have higher labour productivity than countries where labour is cheaper and less heavily regulated, and concomitantly production methods are more labour-intensive. The former can have high labour productivity at the expense of high employment rates. (2) that businesses somehow wish to “maximise productivity”. No, the maximisation of “productivity” (however defined) is not a business objective. Businesses aim to maximise returns to capital and decide how to employ the different factors of production in order to achieve this objective. Any “productivity” numbers following on these business decisions are a consequence and not an objective. 

· Protection measures: these are intended to safeguard jobs. But by discouraging employers from recruiting employees in the first place they can damage employment and exacerbate unemployment. They can be counter-productive. 

· “Real jobs”: any job which is offered by an employer and which may be accepted by an employee, the wage being determined by the laws of supply and demand in the labour market. In the late 1990s the phrase took on a moralistic and sentimentalist tone – that “real jobs” were well paid (“living wage”) and “rewarding”. 

· Recognised trade union: an independent trade union with which an employing firm has at some time or other negotiated on any matter, which does not have to involve pay and conditions of employment.      

· Regulatory Impact Assessment (RIA): a RIA is a document published with regulatory proposals and new legislation. It briefly describes the issue that has given rise to the regulation and compares various possible options for dealing with that issue. It replaces the previous Compliance Cost Assessment (CCA) and Regulatory Appraisal systems and is concerned with the potential costs and benefits of regulation.  

· Regulatory Reform Bill: announced in the Queen’s speech (December 2000). If enacted, the RRA would replace the 1994 Deregulation and Contracting Out Act that had allowed the Government to make orders removing outdated regulations. It would give the Government wider powers to make such orders and, in addition, would make possible some tidying-up of regulatory legislation through orders (see notes on Legislation).    

· Respondent: see Legal terms.

· Sentimentalism: a sentimentalist is a person in denial who avoids or denies reality.  He/she likes to think that good ends can be achieved without unpleasantness. He/she would rather not be reminded that pain, effort, personal responsibility, self-control & patience are inevitable. Linked to the “emotivist” ethic with its emphasis on emotions rather than reason. [See Anderson and Mullen (editors): “Faking it: The sentimentalisation of modern society” (Penguin press, 1998). “Sentimental policies are not benign, they demoralise and manipulate people’s lives. There is the false supposition that inequality of outcome owes nothing to inequality of ability and effort, and everything to the working of a malevolent society, integrity and responsibility have been almost entirely eliminated.”]

· Single European Act (1986) included: Article 118a on health and safety and Articles 130a-130e on economic and social cohesion.

· Social Chapter (EU): the “Agreement on Social Policy” added to the Maastricht treaty and enforced via the Protocol on Social Policy, which allowed the UK to opt out of its provisions. The UK signed up to the Social Chapter in 1997. It dealt with social and employment issues which are agreed by Qualified Majority Voting (QMV). See Annex 3 for the list of directives under the Social Chapter. [Social dumping, level playing fields; to come the right to information and consultation procedures (“Works Councils”)]   

· Social Charter (EU): the “Community Charter of the Fundamental Social Rights of Workers”. It was adopted, as a solemn declaration, by the then members of the EC (except the UK) in 1989. It was incorporated into the Treaty of Amsterdam and now applies to the UK. 

· Social Engineering: policies aimed at achieving certain social goals.

· Social harmonisation: the imposition of social and employment legislation across the EU to prevent social dumping or “unfair competition”. 

· “Social Partner” organisations: the UK’s “social partner” organisations are the CBI and the TUC and they, along with their EU equivalents in the Union of Industrial and Employers’ Confederations of Europe (UNICE) and the European Trade Union Confederation (ETUC) respectively, have a major role in shaping, drafting and determining the scope of all new EU employment and social legislation. Such legislation is binding in the UK. Social Partners may also engage in negotiations at their own initiative (“social dialogue” – which was spelt out in Article 138 of the Treaty of Amsterdam).  The Centre of Enterprises with Public Participation (CEEP) is the third “authorised” social partner.  

· Social Policy Agenda (SPA): this was discussed during the Portuguese presidency (the first half of 2000) and agreed at the Nice Summit (December 2000). It aspired to more labour market protection, a better work-life balance and more gender equality. And it also aspired to Europe’s 21st century economies being dynamic and entrepreneurial.

· Statutory Sick Pay (SSP): all employers are liable to pay SSP to all eligible employees who are absent for 4 days or more, up to a maximum of 28 weeks. All employers are now able to recoup the amount by which their SSP payments for a (PAYE) month exceed 13% of their Class 1 NIC (employers’ and employees’ combined) for a month. This is known as the Percentage Threshold Scheme.

· Stress: stress is people’s natural reaction to excessive pressure – it isn’t a disease. (Another way of defining stress – “stress occurs when pressure exceeds your perceived ability to cope.”) But if stress is excessive and goes on for some time, it can lead to mental breakdown and physical ill health (eg [clinical] depression, nervous breakdowns, heart disease). Stress can be caused by an imbalance between expectations on you – self-imposed or from others – and your ability to meet those expectations. See also “pressure”. 

· Strikers: employees who withdraw their labour during an industrial dispute.  

· Third way: the “way” which purportedly accepts market mechanisms (for “economic efficiency”) and yet purportedly aims for “social justice”. In reality a “way” which, though purportedly supportive of business, traps them in ever more regulations. 

· Tort: see Legal terms.

· Trade Union: an association of employees who have common interests based on their occupation or employment. A trade union’s role is to protect and advance its members’ interests as employees, particularly in respect of terms and conditions of employment.    

· Transfer of Undertakings: in essence, under the Transfer of Undertakings (Protection of Employment) Regulations 1981 (TUPE), which followed the EU Acquired Rights Directive 1977, if a business is taken over or merges with another business, the employees affected are entitled to be treated as stock in trade and move to the new employer with their contractual rights safeguarded. 

· Treaty of Amsterdam: the Amsterdam Summit occurred in June 1997 and the Treaty came into force on 1 May 1999. The Treaty ended the British “opt-out” from the Social Chapter. EU social policy-making now takes place within a single institutional framework. The main social provisions were regrouped under Title XI. Article 136 lays out the objectives of EU social policy and Article 137 empowers the EU to take action with a view to achieving the objectives. Article 141 commits member states to ensuring equal pay for equal work or work of equal value between men and women. Article 13 empowers the EU to take action to combat any form of discrimination, whether based on sex, racial or ethnic origin, religion or belief, disability, age or sexual orientation. The Treaty also incorporated the 1989 Community Charter of Fundamental Social Rights of Workers (the Social Charter).  

· TUC: Trades Union Congress.

· Unemployment, frictional/transitional: unemployment associated with people changing jobs.

· Unemployment, structural: unemployment caused by the decline of certain industries and changes in production processes.

· Unemployment, measures of: there are two measures used by the government: (1) the claimant count (unemployed people claiming DSS benefits) and (2) those seeking work (the ILO definition, data obtained from the LFS).

· Unfair dismissal: where employers cannot justify “fair dismissal” on grounds of, for example, lack of capability, unsatisfactory conduct or redundancy. Protection against unfair dismissal (employees being fired for an arbitrary reason) was introduced in 1971. Employees have to show they have the required continuity of employment (reduced from 2 years to one year in 1999). (A qualifying period is not always required eg sex or race discrimination or in the case of time off for family emergencies.)

· Victimization: the tendency for individuals and groups to understand themselves as victims of their abusive pasts or of the oppressive social environment that surrounds them. It appears to be on the rise. One can be a victim in several ways: (1) one can be a victim of one’s own disease, (2) one can be a victim of discrimination because of one’s disease, (3) one can be a victim of discrimination because of a number of other character traits, regardless of whether or not one is “sick”.

· Welfare to Work: a comprehensive “welfare to work” package was introduced in the UK in 1997 (the New Deal) for those over 25 and unemployed for over 6 months. See New Deal. An example of “active labour-market policies” which are measures taken to increase the employment prospects of the unemployed without creating upward pressure on wage levels.

· Work effort: Francis Green (see “It’s been a hard day’s night: the concentration and intensification of work in late 20th century Britain” [1999, Kent University paper]) distinguishes between (1) “extensive effort” which is the time spent at work and “extensive work effort” which is equivalent to working hours an (2) “intensive effort” which means the intensity of work during that time at work and “intensive work effort” which is used as synonymous with “work effort” or with “work intensity”. He also defines “performance” as “individual productivity”. 

· Works Councils: information and consultation procedures. (See also European Works Councils.)

· Work-Life Balance campaign: The PM launched this campaign in March 2000. Its aim is to increase employers’ awareness and take-up of employment policies and practices when benefit their businesses and help their employees achieve a better balance in their lives. The campaign is being developed with the advice from the Ministerial Advisory Group on Work-Life Balance. It is being delivered in partnership with Employers for Work-Life Balance (an independent group of 22 employers who have benefited from work-life balance policies). Terms frequently encountered in the Work-Life balance debate include “time famine”, “time squeeze” and “work rich, time poor”.

· Working Families Tax Credit (WFTC): this replaced Family Credit (a benefit) and incorporates the childcare tax credit. It is paid through the pay packet. It is due to be replaced by the more generalised employment tax credit (minus the childcare element) in 2003. (The Disabled Persons Tax Credit (DPTC) operates in a similar way to the WFTC and is for disabled people.)

· Working Time Regulations (1998): these came into force in October 1998 and implemented the EU Working Time Directive. Their main consequences for employers were restrictions on the hours which employees may work and, for the first time, a legal entitlement to paid holiday. The main provisions are:

· A maximum weekly working time of 48 hours (including overtime) over a 7-day period averaged over 4 months;

· A rest break after 6 hours’ continuous work;

· A minimum daily rest period of 11 consecutive hours in each 24-hour period;

· A minimum weekly rest period of 24 consecutive hours, plus the 11 referred to above;

· An average night shift length of 8 hours in any 24-hour period (with a maximum shift length of 8 hours for hazardous work);

· A minimum of 3 weeks’ paid annual leave which rose to 4 weeks in 1999 which cannot be cashed in.

· Working Time Regulations:  there are some exemptions including doctors in training, transport industry employees, “autonomous decision makers” etc. And the provision on the 48-hour maximum working week can be overridden if the employee voluntarily agrees to work longer hours.  The DTI has amended the original regulations by (1) allowing workers to work voluntarily beyond their contractual hours without the extra hours counting towards the 48-hour limit and (2) removing the obligation on employers to keep a detailed record of the hours of those workers who have opted out from the 48-hour statutory limit.

· Wrongful dismissal: where an employer dismisses an employee in breach of his/her contractual obligations.  

· Young worker: someone under the age of 18 but has ceased to be a child. The 1993 EU Directive on the Employment of Young Workers related to those under 19. 

· Zero hours contracts: where the employee can be called in, but is offered no guarantee of a minimum level of work. They are extremely rare - around 0.3% of employees (source: Meadows: “The flexible labour market: implications for pension provision” (NAPF, 1999)).

Sources include:

· Adkin, Jones and Leighton: Pocket Employer (Economist Books, 1997).

· Bennett: Dictionary of Personnel and Human Resources Management (Pitman, 1992).

· Cushway (ed): Essential Facts on Employment (Gee Publishing, 2000).

Annex 1:
Footnote: Information on small firms

(A) Source: BoE: Finance for Small Firms (BoE, March 2000).

There is no single definition of a small firm. The following lists the most commonly used definitions.

Table 1: DTI

	
	Employees

	Micro firm
	0-9

	Small firm
	0-49

	Medium firm
	50-249

	Large firm
	250+


Table 2: European Commission

	
	Micro firm
	Small firm
	Medium firm

	Turnover 
	Not applicable
	Max 7mn euros
	Max 40mn euros

	Balance sheet
	Not applicable
	Max 5mn euros
	Max 27mn euros

	Employees 
	Maximum 10
	Maximum 50
	Maximum 250

	Independence criteria*
	Not applicable
	25%
	25%


* the independence criterion refers to the maximum percentage that may be owned by one, or jointly owned by several enterprises not satisfying the same criteria

To qualify as an SME (small or medium sized enterprise), both the employee and the independence criteria must be satisfied, and either the turnover or the balance sheet total criteria. A large firm is any not satisfying the above criteria.

Table 3: Companies Act

	
	Small company
	Medium company

	Turnover 
	Max £2.8mn
	Max £11.2mn

	Balance sheet
	Max £1.4mn
	Max £5.6mn

	Employers 
	Max 50
	Max 250


A company qualifies as small or medium if it meets 2 of the 3 criteria in any one year. (B) Data by size of business (including small firms)

Source: DTI – various.

(B) Data by size of business (including small firms) Source: DTI – various.

Table 1: Composition of the business stock

	Number of businesses %
	Micro (0-9 employees)
	Small (10-49 employees)
	Medium (50-249 employees)
	Large (250+ employees)

	1996
	94.7
	4.4
	0.6
	0.2

	1997
	95.0
	4.2
	0.6
	0.2

	1998
	94.8
	4.4
	0.6
	0.2

	1999
	94.9
	4.3
	0.6
	0.2

	Employment %
	
	
	
	

	1996
	30.6
	15.3
	12.5
	41.8

	1997
	30.2
	14.5
	12.1
	43.2

	1998
	30.5
	14.2
	11.6
	43.7

	1999
	30.2
	13.8
	11.5
	44.6

	Turnover %
	
	
	
	

	1996
	25.0
	17.3
	14.0
	43.7

	1997
	23.1
	16.4
	14.2
	46.2

	1998
	22.1
	15.9
	13.9
	48.1

	1999
	22.4
	15.3
	13.3
	49.1


Source: DTI Statistical Bulletin 2000

Table 2: Number of businesses, employment and turnover by size of businesses, start 1999

	
	
	Size (number of employees) (percentage)

	
	 
	None 
	1-49
	50-249
	250+

	Number of businesses
	3,676,940
	63.2
	35.9
	0.7
	0.2

	
	
	
	
	
	

	Employment
	21.746 million
	12.5
	31.5
	11.5
	44.6

	
	
	
	
	
	

	Turnover (exc VAT)
	£2,164,009 million
	4.2
	28.6
	12.0
	55.3

	
	
	
	
	
	


Source: DTI: Small and Medium Enterprise (SME) statistics for the UK, 1999 (September 2000)
Annex 2:
Data for chapter 2

Table 1: Individuals’ actual hours* at work per week (full-time)

	
	Average per employed person
	% working at least 48 hours

	
	Excluding unpaid overtime
	Including unpaid overtime 
	Excluding unpaid overtime
	Including unpaid overtime 

	1977
	39.2
	Na
	18.4
	Na 

	1979
	38.7
	Na
	17.7
	Na

	1981 (depth of the 1980/81 recession)
	36.0 
	Na 
	12.7
	Na 

	1983
	36.8
	37.7
	14.1
	16.8

	1984
	36.6
	37.4
	15.0
	17.4

	1985
	36.0
	36.9
	14.8
	17.6

	1986
	35.9
	36.9
	15.0
	18.1

	1987
	35.9
	37.0
	15.7
	18.8

	1988
	36.4
	37.5
	16.6
	20.2

	1989
	36.2
	37.4
	16.7
	20.3

	1990
	36.0
	37.2
	16.2
	20.0

	1991 (recession)
	36.3
	37.6
	15.8
	19.8

	1992 (recession)
	35.6
	36.8
	15.1
	18.6

	1993
	35.7
	37.0
	15.4
	19.4

	1994
	35.8
	37.2
	16.1
	20.1

	1995
	36.0
	37.3
	16.5
	20.8

	1996
	35.8
	37.1
	16.2
	20.3

	1997
	35.5
	36.9
	16.2
	20.2

	1998
	35.5
	36.8
	16.0
	20.1


Source: Green, Francis: It’s been a hard day’s night: the concentration and intensification of work in late 20th century Britain (1999, Kent University paper) 

(From Labour Force Surveys from 1992) 

* Comprises actual paid hours in main job (excluding meal breaks) and actual hours in any second job.  

Table 2: Usual weekly hours of work (% of total), main job only* 

	Spring quarters (March to May)
	Less than 6 hours 
	6 up to 15 hours
	16 up to 30 hours
	31 up to 45 hours
	Over 45 hours

	ALL
	
	
	
	
	

	1992
	1.9
	8.0
	13.4
	52.3
	24.4

	1993
	2.1
	8.0
	13.9
	51.5
	24.6

	1994
	2.0
	8.2
	14.1
	50.3
	25.4

	1995
	2.0
	8.0
	14.1
	49.9
	25.9

	1996
	2.0
	8.1
	14.8
	48.8
	26.2

	1997
	1.9
	8.1
	15.1
	48.7
	26.3

	1998
	1.8
	7.9
	15.3
	49.0
	25.9

	1999
	1.8
	7.8
	15.6
	50.3
	24.6

	MEN
	
	
	
	
	

	1992
	0.8
	2.4
	4.0
	56.2
	36.6

	1993
	0.8
	2.5
	4.3
	55.1
	37.3

	1994
	0.8
	2.7
	4.5
	53.8
	38.1

	1995
	0.9
	2.8
	4.6
	52.6
	39.0

	1996
	0.9
	2.9
	5.1
	51.8
	39.3

	1997
	0.9
	3.1
	5.4
	51.5
	39.1

	1998
	0.8
	3.1
	5.4
	52.1
	38.6

	1999
	0.9
	3.1
	5.9
	54.0
	36.1

	WOMEN
	
	
	
	
	

	1992
	3.3
	15.1
	25.1
	47.5
	9.1

	1993
	3.6
	14.7
	25.6
	47.0
	9.1

	1994
	3.3
	14.9
	26.0
	46.0
	9.8

	1995
	3.4
	14.4
	25.8
	46.6
	9.7

	1996
	3.5
	14.4
	26.7
	45.3
	10.1

	1997
	3.1
	14.2
	27.0
	45.2
	10.5

	1998
	3.2
	13.9
	27.5
	45.2
	10.2

	1999
	2.9
	13.6
	27.5
	45.7
	10.3

	
	
	
	
	
	


*Source: ONS: Labour Market Trends table B.22 (TSO, November 2000) 

NB the hours worked series are compiled from the Labour Force Survey (LFS) in which respondents are asked a series of questions enabling the identification of both their usual hours and their actual hours during the reference week, excluding meal breaks, but including paid and unpaid overtime.

Table 3: Annual number of hours worked per person (latest year available)

	
	MF
	M
	F

	Europe
	
	
	

	Belgium 
	Na 
	1728 (1994)
	1512 (1994)

	Czech Republic 
	2062 (1997)
	Na 
	Na 

	Denmark 
	Na 
	1689 (1994)
	1469 (1994)

	Finland 
	1763 (1997)
	1802 (1994)
	1661 (1994)

	France 
	1656 (1997)
	1792 (1994)
	1595 (1994)

	Germany 
	1574 (1997)
	1728 (1994)
	1512 (1994)

	Greece 
	Na 
	1851 (1994)
	1756 (1994)

	Hungary 
	1813 (1992)
	Na 
	Na 

	Iceland 
	1839 (1997)
	1862 (1994)
	1632 (1994)

	Ireland 
	1656 (1995)
	Na 
	Na 

	Italy
	Na 
	1766 (1994)
	1601 (1994)

	Luxembourg 
	Na 
	1799 (1994)
	1562 (1994)

	Netherlands 
	Na  
	1679 (1994)
	1233 (1994)

	Norway 
	1399 (1997)
	Na 
	Na 

	Portugal 
	Na 
	1906 (1994)
	1749 (1994)

	Spain 
	1809 (1997)
	1801 (1994)
	1661 (1994)

	Sweden 
	1552 (1997)
	1906 (1994)
	1749 (1994)

	Switzerland 
	1643 (1995)
	Na 
	Na 

	Turkey 
	1876 (1996)
	Na 
	Na 

	UK 
	1731 (1997)
	1974 (1994)
	1469 (1994)

	
	
	
	

	Americas
	
	
	

	Argentina 
	1875 (1994) 
	Na 
	Na 

	Brazil 
	1869 (1994)
	Na 
	Na 

	Canada 
	1732 (1996)
	Na 
	Na 

	Chile 
	2002 (1994)
	Na 
	Na 

	Colombia 
	1975 (1994)
	Na 
	Na 

	Mexico 
	1909 (1997)
	Na 
	Na 

	Netherlands Antilles 
	2032 (1994)
	Na 
	Na 

	US 
	1966 (1997)
	Na 
	Na 

	Venezuela 
	1910 (1994)
	Na 
	Na 

	
	
	
	

	Asia and Australasia
	
	
	

	Australia 
	1866 (1997)
	Na 
	Na 

	Bangladesh 
	2301 (1994)
	Na 
	Na 

	Hong Kong 
	2287 (1992)
	Na 
	Na 

	Japan 
	1889 (1995)
	Na 
	Na 

	Korea 
	1892 (1996)
	Na 
	Na 

	Malaysia 
	2244 (1994)
	Na 
	Na 

	Nepal 
	1955 (1994)
	Na 
	Na 

	New Zealand 
	1838 (1996)
	Na 
	Na

	Pakistan 
	1723 (1994)
	Na 
	Na 

	Singapore 
	2307 (1992)
	Na 
	Na 

	Sri Lanka 
	2288 (1994)
	Na 
	Na 

	Thailand 
	2228 (1994)
	Na 
	Na 


Source: ILO: “Key indicators of the labour market” (ILO, 1999)

Table 4: Hours and holidays continue to vary widely across the EU 

Working time in the EU (source William M Mercer) 

	
	Average total paid & public holiday entitlement* 
	Average hours per week** 

	Austria
	43
	38

	Germany
	42
	38

	Sweden 
	41
	40

	Denmark
	38.5
	37

	France
	36
	35

	Italy
	36
	38

	Netherlands
	33
	37.5

	UK 
	31
	38

	Ireland
	29
	37.5


* based on 5-day working week and 5 years’ service 

** based on 5-day working week

Source: (IRS Employment Trends, December 2000) 

Table 5: Average hours (1993) 

	
	Average weekly hours without overtime (FT)
	Average annual hours (FT and PT)

	Austria 
	39
	1675 (11)

	Belgium
	38.4
	1597 (14)

	Denmark
	39.5
	1527 (16)

	Finland
	38.4
	1676 (10)

	France
	38.2
	1768 (4)

	Germany
	36.4
	1592 (15)

	Greece
	39.6
	1810 (3)

	Ireland
	42.3 (men) 36.9 (women)
	1746 (6)

	Italy 
	38.6
	1679 (9)

	Luxembourg
	39.8
	1704 (8)

	Malta*
	40
	Na 

	Netherlands
	37.9
	1451 (17)

	Norway*
	37.5
	1725 (7)

	Portugal
	40.5
	1822 (2)

	Spain
	37.16
	1748 (5)

	Sweden
	40.7
	1630 (13)

	Switzerland*
	40-42 by collective agreement
	1865 (1)

	UK
	37.1
	1668 (12)

	
	
	


Source: European Industrial Relations Review (May 1997)

* non-EU

Table 6: Average annual hours actually worked per person in employment (1999 – unless other wise stated)+  

	
	Total employment
	Dependent employment

	Australia
	1864 (6)
	Na 

	Austria
	Na
	Na

	Belgium
	Na 
	Na 

	Canada 
	1777 (1997) (10)
	1767 (1998) (7)

	Czech Republic 
	2088 (2)
	2014 (1)

	Denmark
	Na
	Na

	Finland
	1765 (11)
	1673 (10)

	France
	1604 (1998) (15) 
	1500 (1998) (12)

	Germany
	1556 (17) 
	1478 (13)

	Hungary
	Na
	1795 (6)

	Greece
	Na
	Na

	Iceland
	1873 (5)
	1810 (5)

	Ireland
	Na
	Na

	Italy
	1648 (1998) (13)
	1575 (1998) (11)

	Japan
	1842 (1998) (7=)
	1842 (4)

	Korea
	2497 (1) 
	Na 

	Mexico
	1921 (4)
	1976 (2)

	Netherlands
	Na 
	1365 (1997) (14)

	New Zealand 
	1842 (7=)
	Na 

	Norway
	1395 (18)
	Na 

	Portugal
	Na
	Na 

	Spain 
	1827 (9)
	1761 (8)

	Sweden 
	1634 (14)
	Na 

	Switzerland 
	1579 (1998) (16)
	Na 

	UK
	1720 (12)
	1696 (9)

	US
	1976 (3)
	1974 (3)


+ Source: OECD: Employment Outlook (OECD, June 2000), annex table F. Part-time workers are covered as well as full-time. The OECD warns against making inter-country comparisons because of the differences in sources. 

Table 7: Average hours “usually”* worked per week by full-time employees: by gender EU comparison, 1998**

	
	Males
	Females

	UK
	45.7
	40.7

	Portugal 
	42.1
	39.6

	Greece
	41.7
	39.3

	Spain 
	41.2
	39.6

	Germany 
	40.4
	39.3

	Luxembourg
	40.3
	37.4

	France 
	40.3
	38.7

	Austria
	40.2
	39.8

	Sweden 
	40.2
	40.0

	Finland 
	40.1
	38.2

	Italy 
	39.7
	36.3

	Denmark 
	39.3
	37.7

	Netherlands 
	39.2
	38.5

	Belgium 
	39.1
	37.5

	
	
	

	EU average***
	41.3
	39.0


* excludes meal breaks but includes regularly worked paid and unpaid overtime. Main job only;

** Sources: LFS, Eurostat; 

*** calculated using 1997 Irish data.

Source: ONS: “Social Trends” (TSO, 2000)
Annex 3A: Data for chapter 3 
Key results from “Employee Motivation and the Psychological Contract” (IPD)

The following tables are taken from “Employee Motivation and the Psychological Contract: the 3rd annual IPD survey of the state of the employment relationship” (IPD, 1997).

Table 1: Experience, expectations and alternatives for employment security

	
	
	% 1997
	% 1996

	Have you ever been made redundant? 
	Yes, voluntarily
	4
	3

	
	Yes, compulsorily
	19
	20

	
	Yes, both
	2
	1

	
	No
	75
	76

	Was the decision to leave your last job your choice or was it forced on you by circumstances at work such as cut-backs, redundancy or the end of your contract?
	Own choice
	69
	69

	
	Forced by circumstances
	24
	24

	
	Don’t know/doesn’t apply
	8
	7

	How many different organisations have you worked for in the past 5 years?
	1
	58
	Na

	
	2
	19
	Na

	
	3
	14
	Na

	
	4+
	9
	Na

	Do you expect to be with your employer in 5 years’ time or do you expect to have moved on?  
	Expect to stay
	56
	60

	
	Expect to move on 
	36
	34

	
	Don’t know
	8
	6

	How likely do you think it is that you will be made redundant in the next couple of years? 
	Very likely 
	4
	5

	
	Somewhat likely 
	8
	9

	
	Slightly likely
	28
	30

	
	Not at all likely
	57
	55

	
	Don’t know
	2
	1

	If you were to leave your current job, how confident are you that you could quickly get another job at about the same pay without having to move house? 
	Very confident
	20
	27

	
	Somewhat confident
	37
	30

	
	Not too confident
	24
	25

	
	Not at all confident
	18
	18

	
	Don’t know
	1
	0


Table 2A: The state of the psychological contract: fairness

	Fairness
	% 1997

	Do you feel that you are treated fairly by your employer? 
	Yes, very fairly
	47

	
	Yes, quite fairly
	43

	
	No, not very fairly
	5

	
	No, not at all fairly
	4

	In your organisation, do those who perform well in their jobs get better rewards or recognition than those who just meet the basic job requirements?  
	Yes, to a great extent
	23

	
	Yes, somewhat 
	27

	
	Only a little 
	8

	
	No, not at all
	39

	
	Don’t know
	3

	Do you feel that you are fairly rewarded for the amount of effort you put into your job? 
	Yes, definitely
	31

	
	Yes, probably
	33

	
	No, probably not
	16

	
	No, definitely not
	20


Table 2B: The state of the psychological contract: trust

	Trust
	A lot
	Some-what
	Only a little
	Not at all
	Don’t know

	In general, how much do you trust your organisation to keep its promises or commitments to you & other employees? (1996 results in brackets)  
	37 (28)
	42 (44)
	14 (17)
	7 (10)
	3 (1)

	To what extent do you trust management to look after your best interests?
	29
	42
	19
	10
	0


Table 2C: The state of the psychological contract: delivery of the deal

	Delivery of the deal: To what extent has your organisation always kept its promises or commitments to you about:
	Always 
	To a large extent
	To some extent 
	It has not kept them 
	No promises made

	Your career?
	19
	36
	33
	5
	5

	Job security?
	38
	32
	18
	4
	6

	The demands of the job and the amount of work required of you? (1996 results in brackets)
	21 (26)
	37 (27)
	33 (30)
	6 (11)
	2 (6)


Table 3: Overall job satisfaction

	Overall, which of the following statements best describes how satisfied you have felt with your job over the past few weeks? 
	% 1997
	% 1996

	I am very satisfied with my job and couldn’t be more satisfied
	9
	5

	I am very satisfied with my job
	29
	30

	I am quite satisfied
	40
	40

	I am just about satisfied
	16
	17

	I am not at all satisfied
	6
	8


Table 4: Levels of job security

	
	
	% 1997

	How secure do you feel in your present job?
	Very secure
	37

	
	Fairly secure
	49

	
	Fairly insecure
	1

	
	Very insecure
	4

	How worried are you about your job security? 
	Very worried
	4

	
	Fairly worried
	20

	
	Not very worried
	33

	
	Not at all worried
	43

	If you are worried or fairly worried about your job security, what is the main reason? 
	Factors affecting your own job
	19

	
	Factors to do with the organisation
	

	
	The economy/wider employment issues
	25

	
	Personal factors
	20

	
	Other/don’t know
	6

	Compared with a year ago, do you feel more or less secure in your job?
	Much more secure
	19

	
	A bit more secure
	23

	
	Unchanged
	35

	
	A bit less secure
	16

	
	Much less secure
	6

	
	Not working 2 years ago
	2


Table 5: Pressure at work

	
	
	% 1997

	How often do you feel under excessive pressure at work?
	All the time
	9

	
	Quite often
	39

	
	Every now and then
	38

	
	Rarely
	9

	
	Never
	5

	For those who have felt pressure, on balance, do you find that being under pressure motivates you to work harder or is it more likely to prevent you from working as hard? 
	Work harder
	66

	
	No impact either way
	12

	
	Work less hard
	22

	Compared with other people doing similar jobs in your organisation, how much pressure would you say you were under?


	Much more than other people
	6

	
	More 
	21

	
	About the same 
	63

	
	Less 
	7

	
	Much less
	1

	
	Don’t know
	2


Annex 3B:Further data for chapter 3

Table 1: The % of workers in each country who were “completely”
or “very” satisfied.  

	Country 
	% 

	1 Denmark
	62

	2 Philippines
	61

	3 Cyprus
	60

	4 Switzerland
	53

	5 Israel (Arab workers)
	52

	6 Spain
	51 

	7= Netherlands and US 
	49

	9 Israel (Jewish workers)
	47

	10 New Zealand
	41

	11 Sweden
	40

	12= Canada, Portugal, Russia, Germany (west)
	39

	16 Norway
	37

	17 Britain
	36

	18 Italy
	35

	19 Bangladesh
	33

	20 France
	32

	21 Germany (east)
	31

	22 Japan
	30

	23 Czech Republic
	28

	24= Poland, Slovenia 
	27

	26 Bulgaria
	26

	27 Hungary
	23


Source: Daily Mail 10 May 2000 (after Oswald and Blanchflower)

Table 2: Reasons for income protection claims for long-term absence. 

	Mental illness including stress
	25%

	Back-related problems
	13%

	Cancer
	12%

	Arthritis 
	10%

	Heart-related problems
	5%

	Respiratory 
	3%

	Neurological 
	3%

	Chronic fatigue syndrome
	3%

	Other
	14%


Source: Budden: “Tough schedules raise number of away days” (FT, 20 Dec 2000). Primary sources include data from Munich Re.

Table 3: Health and safety at work – rates of injury (per 100,000 workers or employees for fatal, per 1,000 for non-fatal)

	
	Fatal 
	Over 3-day 

	Portugal
	9.7
	7.4

	Luxembourg
	Na
	7.3

	Spain 
	7.0
	6.2

	Belgium 
	6.0
	4.4

	Italy 
	5.3
	4.6

	Greece 
	4.3
	3.7

	France
	4.3
	5.5

	EU average
	3.9
	4.5

	Ireland 
	3.9
	0.9

	Germany
	3.7
	5.6

	Finland 
	3.6
	3.9

	Austria
	3.4
	5.3

	US
	3.2
	2.8

	Denmark 
	2.8
	2.7

	Netherlands 
	2.6
	4.3

	Sweden 
	2.1
	1.1

	UK
	1.7
	1.9


Source: Taylor: “Work-related illness “costs up to £18bn”( (FT, 25 Oct 1999) quoting HSE work.

Table 4: Individual’s perceptions of stress* 

	Life events
	

	Death of partner
	100

	Divorce 
	73

	Jail sentence
	63

	Death of a close family member
	63

	Personal injury 
	53

	Loss of job 
	47

	Retirement 
	45

	Change in your health
	44

	Pregnancy 
	40

	Sexual difficulties
	39

	Major business or work changes 
	39

	Foreclosure of a mortgage or loan
	30

	Change in responsibilities 
	29

	Change in living conditions
	25

	Change in working hours or conditions
	29

	Christmas 
	12


*From Holmes and Rahe “The Social Adjustment Scale” (1965). Please note that the rankings will change according to changed circumstances (eg losing a job may be very stressful if the jobs market is depressed, but will be less so if not) and, obviously, by individual.  

Source: EEF: “Think about health” (EEF, 1995).
Table 5: Stress rankings*

	Rush hour travel
	45

	Work 
	34

	Managing the work versus home balance 
	31

	Children’s future
	31

	Financial planning
	29

	Paying household bills
	26

	Shopping 
	26

	New technology
	20

	Domestic relationships
	19

	Housework
	16

	Holiday trips 
	14


 * As part of research for Stress Awareness Day (1/11/00) commissioned for the International Stress Management Association UK and Royal and Sun Alliance, when asked to rate different aspects of their lives on a scale of 1 (very stressful) to 5 (not very stressful), the following percentages of the UK’s working population responded with a rating of 1 or 2. 

Source: FT guide: “Business health and safety” (FT 16 October 2000). 

Annex 4:
Data for chapter 4  

Table 1: Working arrangements: the main options

	A Patterns that focus on how much time an employee works:

· Full-time work;

· Part-time work:

· Job-sharing;

· “V-time” working – the employee works for a reduced hours for an agreed period at a reduced salary & with a guarantee that he or she can return to full-time working when that period ends;

· Term-time working;

· Working overtime.

	B Patterns that focus on when employees do their work:

· Flexitime – employees choose within certain limits when to start & end their working day;

· Compressed hours working – this allows an employee to do a full-time job in, say, 4 days a week instead of 5;

· Annualised hours working – employees have to work a required number of hours each year;

· Shift working;

· Working outside “normal” hours;

· Self-rostering.  

	C Patterns that focus on where employees work:

· Working at the employer’s premises;

· Working from home.

	D Patterns that give employees a complete break from work:

· For a short period – eg maternity leave;

· A longer absence – eg sabbatical. 

	E Packages that offer choice and security to employees:

· Company benefits such as childcare or eldercare vouchers;

· Phased or flexible retirement. 


Source: DfEE et al: “Work-Life balance: Changing Patterns in a Changing World – a discussion document, March 2000” (DfEE, 2000) 

Table 2: Employees with flexible working patterns, by gender, Spring 1999 (%)
	
	Men
	Women
	Total 

	Full-time employees
	
	
	

	Flexible working hours (flexi-time)
	8.4
	13.3
	10.2

	Annualised working hours
	2.9
	3.0
	2.9

	Four and a half day week
	2.5
	1.9
	2.3

	Term-time working
	1.0
	4.6
	2.3

	Nine day fortnight 
	0.4
	0.2
	0.3

	
	
	
	

	Any flexible working pattern*
	15.5
	23.5
	18.3

	
	
	
	

	Part-time employees
	
	
	

	Flexible working hours
	5.9
	8.1
	7.7

	Annualised working hours
	1.4
	2.3
	2.1

	Term-time working
	4.8
	10.1
	9.2

	Job sharing
	-
	2.7
	2.3

	
	
	
	

	Any flexible working pattern*
	15.1
	24.2
	22.6


· Contains other categories, not separately identified 

· Term-time working includes teachers

· Home working was more prevalent among women than men. Around 3.6% of employed women mainly worked at home compared with 1.4% of men.    

Source: ONS: Social Trends (TSO, 2000) table 4.17 (data from the LFS). 

Table 3: Incidence and composition of part-time (PT) employment (%), 1998 data+

	
	PT employment as a % of total employment 
	Women’s share of PT employment*

	OECD country
	Men* 
	Women* 
	Total* 
	

	Australia
	14.4
	40.7
	25.9
	68.6

	Austria
	2.7
	22.8
	11.5
	86.9

	Belgium
	4.9
	32.2
	16.3
	82.4

	Canada 
	10.5
	28.6
	18.7
	69.5

	Czech Republic 
	1.7
	5.4
	3.3
	70.0

	Denmark
	9.9
	25.4
	17.0
	68.5

	Finland
	6.8
	13.0
	9.7
	63.1

	France
	5.8
	25.0
	14.8
	79.3

	Germany
	4.6
	32.4
	16.6
	84.1

	Greece
	5.3
	15.9
	9.2
	63.6

	Hungary
	1.9
	5.0
	3.4
	69.2

	Iceland
	9.8
	38.6
	23.2
	77.4

	Ireland
	Na (7.0 for 1997)
	Na (27.2 for 1997)
	Na (15.2 for 1997)
	Na (72.7 for 1997)

	Italy
	5.5
	22.7
	11.8
	70.4

	Japan
	12.9
	39.0
	23.6
	67.5

	Korea
	5.2
	9.3
	6.8
	54.8

	Luxembourg
	2.6
	29.6
	12.8
	87.3

	Mexico
	8.2
	28.3
	15.0
	63.5

	Netherlands
	12.4
	54.8
	30.0
	75.8

	New Zealand 
	10.6
	37.6
	22.8
	74.3

	Norway
	8.1
	35.9
	21.0
	79.1

	Poland
	8.0
	16.6
	11.8
	62.2

	Portugal
	5.2
	15.8
	9.9
	70.9

	Spain 
	2.9
	16.6
	7.7
	75.9

	Sweden 
	5.6
	22.0
	13.5
	97.3

	Switzerland 
	7.2
	45.8
	24.2
	83.4

	Turkey 
	3.4
	13.3
	6.2
	60.3

	UK
	8.2
	41.2
	23.0
	80.4

	US
	8.2
	19.1
	13.4
	68.0

	
	
	
	
	

	OECD Europe
	5.6
	26.1
	14.4
	79.8

	EU
	5.9
	28.1
	16.0
	81.8

	Total OECD
	7.0
	24.0
	14.3
	73.6


+ Source: OECD: Employment Outlook (OECD, June 1999), annex table E. Part-time employment refers to people who usually work less than 30 hours per week in their main job.  

* Above OECD average in bold.

Annex 5:
Data for chapter 5 

Table 1: Median job tenure, by age

	Age group
	16-24
	25-34
	35-49
	50+

	1975
	2y 3m 
	4y 9m
	7y 9m
	13y 9m

	1984
	1y 10m
	4y 6m
	7y 7m
	12y 10m

	1985
	1y 7m
	4y 6m
	7y 8m
	13y 1m

	1986
	1y 6m
	4y 5m
	7y 7m
	13y 6m

	1987
	1y 5m 
	4y 1m
	7y 5m
	13y 4m

	1988
	1y 4m 
	3y 10m
	7y 2m
	13y 0m

	1989
	1y 4m
	3y 7m
	6y 11m
	13y 0m

	1990
	1y 5m 
	3y 6 m
	6y 10m
	12y 8m

	1991
	1y 6m
	3y 8m
	7y 9m
	12y 6m

	1992
	1y 10m 
	3y 11m
	6y 10m
	11y 5m

	1993
	2y 0m
	4y 2m
	7y 1m
	11y 4m

	1994
	1y 8m
	4y 3m
	7y 2m
	11y 5m

	1995
	1y 5m
	4y 4m
	7y 4m
	10y 8m

	1996
	1y 2m
	4y 3m
	7y 3m
	10y 6m

	1997
	1y 1m
	3y 11m
	7y 3m
	10y 7m


Smith:  Will Europe work? (SMF: 1999) using data from the Employment Policy Institute, based on Labour Force Surveys. 

Table 2: Flexible labour: comparison of six EU countries 

	
	Germany
	France
	Spain

	Working pattern flexibility:
	
	
	

	(1) Part-Time work


	Moderate


	Moderate
	Moderate

	(2) Temporary & agency work
	Moderate


	Moderate
	Moderate, has become more restricted

	(3) Working time patterns
	Moderate


	Limited by 35-hour week
	Moderate

	Wage flexibility:
	
	
	

	(1) Macro level
	Moderate
	Moderate, improved since 1980s
	Limited

	(2) Micro level
	Limited
	Limited
	Limited 

	Numerical flexibility
	Limited
	Limited, but some improvements 
	Limited, but increasing

	Functional flexibility
	High
	High
	Traditionally limited, but improving

	Skills flexibility
	High 
	High
	Moderate, but improving

	Geographical flexibility 
	Moderate
	Moderate
	Limited




	
	Italy
	Netherlands
	UK

	Working pattern flexibility:
	
	
	

	(1) Part-Time work


	Limited
	High
	High 

	(2) Temporary & agency work
	Limited


	Moderate
	High 

	(3) Working time patterns
	Moderate


	Moderate
	High 

	Wage flexibility:
	
	
	

	(1) Macro level
	Moderate
	High 
	High 

	(2) Micro level
	Moderate 
	Moderate
	High 

	Numerical flexibility
	Limited
	Moderate  
	High 

	Functional flexibility
	Limited
	High 
	Limited 

	Skills flexibility
	Limited
	High 
	Moderate

	Geographical flexibility 
	Limited
	Moderate
	Moderate 


Source: CBI: “Creating a Europe that works – a study of labour market flexibility” (CBI, 1999).

Table 3: Assessing employment protection

	
	Employment protection (rank in bracket)
	Labour standards

	Italy
	20 (1)
	7

	Spain
	19 (2)
	7

	Portugal
	18 (3)
	4

	Belgium
	17 (4)
	4

	Austria
	16 (5)
	5

	Germany (west)
	15 (6) 
	6

	France
	14 (7)
	6

	Sweden
	13 (8)
	7

	Ireland 
	12 (9)
	4

	Norway
	11 (10)
	5

	Finland
	10 (11)
	5

	Netherlands
	9 (12)
	5

	Japan
	8 (13)
	1

	UK
	7 (14)
	0

	Switzerland
	6 (15)
	3

	Denmark
	5 (16)
	2

	Australia
	4 (17)
	3

	Canada
	3 (18)
	2

	New Zealand
	2 (19)
	3

	US
	1 (20)
	0


Source: OECD: “Jobs Study” (OECD, 1994) quoted in Smith: “Will Europe Work?” page 32 (SMF, 1999). 

Table 4: Ranking of countries by strictness of labour market regulation

	
	Employer surveys on hiring and firing laws as obstacle to employing more people 
	OECD index of stringency of employment protection lawc
	Grubb-Wells index of restrictions on overall employee workd
	Bertolae

	
	% answering very important
	Point score
	Ranking 
	

	
	1989a
	1994b
	
	
	

	Belgium
	27
	29
	10.50
	5
	9

	Denmark
	Na
	Na 
	3.25
	2
	2

	France
	32
	26
	9.50
	6
	8

	Germany
	21
	29
	12.00
	7
	6

	Greece
	27
	19
	11.00
	10
	Na 

	Ireland 
	29
	30
	2.75
	3
	Na 

	Italy
	45
	14
	14.25
	8
	10

	Netherlands
	44
	21
	7.25
	4
	3

	Portugal
	29
	20
	12.50
	11
	Na 

	Spain
	35
	38
	11.25
	9
	Na 

	UK
	9
	11
	2.25
	1
	4

	Sweden 
	Na 
	Na 
	Na 
	Na 
	7

	
	
	
	
	
	

	Japan
	Na 
	Na 
	3.71
	Na 
	5

	US
	Na 
	Na 
	0.36
	Na 
	1


NB the lower the score for the OECD, the Grubb-Wells and Bertola indices the less strict is labour market regulation. 

Sources: 

a Commission: “Developments in the labour market in the Community” (1991), 

b Commission: “Performance of the European labour markets” (1995), 

c OECD: “Jobs Study” (OECD, 1994), 

d Grubb and Wells: “Employment regulation and patterns of work in EC countries” (OECD economic studies, 1993),

e Bentolilia and Bertola: “Firing costs and labour demand: how bad is Eurosclerosis?” (RES, 1990), taken from CBI: “Creating a Europe that works” (CBI, 1999).

Table 5: Labour force participation and unemployment rates (percentages)

	
	Participation rates
	Unemployment rates (commonly used definitions)
	Standardised unemployment rates*

	OECD country
	Average 1973-83
	2000
	1999
	2000
	1999

	Australia
	70.2
	75.5
	7.2
	6.6
	7.2

	Austria
	78.2
	77.8
	5.2
	4.6
	3.8

	Belgium
	62.0
	64.0
	9.0
	8.2
	9.1

	Canada 
	70.4
	77.4
	7.6
	6.7
	7.6

	Czech Republic 
	Na 
	79.9
	8.8
	9.0
	8.8

	Denmark
	77.1
	80.6
	5.2
	5.2
	5.2

	Finland
	73.9
	74.7
	10.2
	9.6
	10.2

	France
	68.0
	68.1
	11.1
	9.7
	11.3

	Germany
	68.2
	74.6
	8.3
	7.7
	8.8

	Greece
	57.0
	61.8
	12.0
	11.4
	Na 

	Hungary
	Na 
	59.0
	7.1
	6.7
	7.1

	Iceland
	74.0
	77.6
	1.9
	1.3
	Na 

	Ireland
	63.0
	69.7
	5.6
	4.2
	5.7

	Italy
	59.8
	59.7
	11.5
	10.8
	11.3

	Japan
	71.4
	78.0
	4.7
	4.7
	4.7

	Korea
	Na 
	64.9
	6.3
	4.0
	Na 

	Luxembourg
	Na 
	64.0
	2.9
	2.7
	2.3

	Mexico
	Na 
	56.4
	2.6
	2.4
	Na 

	Netherlands
	58.3
	66.4
	3.2
	2.8
	3.3

	New Zealand 
	65.7
	64.9
	6.8
	6.1
	6.8

	Norway
	73.7
	81.5
	3.2
	3.3
	3.2

	Poland
	Na 
	65.4
	13.9
	15.1
	Na 

	Portugal
	Na 
	71.2
	4.5
	4.1
	4.5

	Slovak republic
	Na 
	Na 
	16.4
	18.9
	Na 

	Spain 
	62.7
	65.9
	15.9
	14.1
	15.9

	Sweden 
	79.4
	76.3
	5.6
	4.7
	7.2

	Switzerland 
	74.7
	81.6
	2.7
	2.0
	Na 

	Turkey 
	72.9
	55.7
	7.3
	7.1
	Na 

	UK
	73.8
	76.2
	6.0
	5.5
	6.1

	US
	62.7
	67.2
	4.2
	4.0
	4.2

	
	
	
	
	
	

	Total OECD
	64.4
	68.5
	6.7
	6.2
	6.9

	EU
	66.8
	69.7
	9.1
	8.2
	9.2

	Euro area
	64.7
	68.1
	9.9
	9.0
	10.0


Source: OECD: Economic Outlook (OECD, December 2000), annex tables 19, 21, 22.

* 2000 data – not available  

NB Labour force participation rates are not fully comparable across countries for different definitions of the working-age population. In most countries the working-age population is for all persons between 16-64. The exceptions are (1) Sweden (15-64), (2) Canada, New Zealand and Turkey (15+) and the (3) the US (16+).   

Table 6: Incidence of long-term unemployment from survey-based data (as a % of total unemployment) for 1999

	
	6 months and over*
	12 months and over*

	Australia
	48.4
	29.4

	Austria
	47.6
	31.7

	Belgium
	73.5
	60.5

	Canada 
	21.4
	11.6

	Czech Republic 
	46.4
	37.1

	Denmark
	38.5
	20.5

	Finland
	46.4
	29.6

	France
	55.5
	40.3

	Germany
	67.2
	51.7

	Greece
	Na (74.8 in 1998)
	Na (54.9 in 1998)

	Hungary
	70.4
	49.5

	Iceland
	20.2
	11.7

	Ireland
	Na (73.6 in 1997)
	Na (57.0 in 1997)

	Italy
	77.2
	61.4

	Japan
	44.5
	22.4

	Korea
	18.6
	3.8

	Luxembourg
	53.8
	32.3

	Mexico
	6.8
	1.7

	Netherlands
	80.7
	43.5

	New Zealand 
	39.0
	20.8

	Norway
	16.2
	6.8

	Poland
	Na (60.4 in 1997)
	Na (37.4 in 1997)

	Portugal
	63.8
	41.2

	Spain 
	67.9
	51.3

	Sweden 
	Na (49.2 in 1998)
	Na (33.5 in 1998)

	Switzerland 
	61.0
	39.8

	Turkey 
	60.6
	33.7

	UK
	45.7 
	29.8

	US
	12.3
	6.8

	
	
	

	OECD Europe
	63.3
	45.8

	EU
	63.7
	47.5

	Total OECD
	46.2
	31.2


Source: OECD: “Employment Outlook” (OECD, June 2000), annex table G.

Table 7: Structural unemployment (%)

	
	1986
	1996
	Change 

	Rising
	
	
	

	Germany
	7.3
	9.6
	2.3

	Italy
	8.4
	10.6
	2.2

	Spain
	19.1
	20.9
	1.3

	France
	8.9
	9.7
	0.8

	Stable
	
	
	

	Japan
	2.5
	2.7
	0.2

	Canada
	8.3
	8.5
	0.2

	US
	6.2
	5.6
	-0.6

	Falling
	
	
	

	New Zealand
	4.7
	6.0
	1.3

	Netherlands
	8.0
	6.3
	-1.7

	Ireland 
	15.2
	12.8
	-2.5

	UK
	10.2
	7.0
	-3.2


Source: Smith: “Will Europe Work?” (SMF, 1999) using data from the OECD and the Federal Trust: “Jobs and the Rhineland Model” (1997).

Table 8: Employment and labour force growth in OECD countries (annual percentage change) 

	
	
	Employment growth
	Labour force growth

	OECD country
	Area grouping
	Average

1987-97
	1998
	1999
	Average

1987-97
	1998
	1999

	Australia
	Asia & Oceania
	1.7
	1.8
	1.9
	1.9
	1.2
	1.0

	Austria
	EU*
	0.7
	0.9
	1.4
	0.8
	1.0
	1.0

	Belgium
	EU*
	0.4
	1.2
	0.9
	0.5
	1.3
	0.3

	Canada 
	North America
	1.0
	2.6
	2.8
	1.3
	1.8
	2.0

	Czech Republic 
	Non-EU Europe
	Na
	-1.4
	-2.3
	Na 
	0.4
	0.2

	Denmark
	EU
	-0.1
	2.1
	0.8
	-0.1
	0.7
	-0.2

	Finland
	EU*
	-1.1
	2.4
	3.3
	-0.3
	1.0
	1.9

	France
	EU*
	0.3
	1.1
	2.0
	0.5
	0.4
	1.2

	Germany
	EU*
	2.9
	0.4
	0.3
	0.4
	-0.2
	-0.1

	Greece
	EU**
	0.5
	3.4
	1.0
	1.1
	4.7
	0.8

	Hungary
	Non-EU Europe
	Na 
	1.5
	3.1
	Na 
	0.4
	2.1

	Iceland
	Non-EU Europe
	-0.2
	3.4
	2.7
	0.6
	2.2
	1.8

	Ireland
	EU*
	2.4
	10.2
	5.8
	1.2
	6.9
	3.5

	Italy
	EU*
	-0.3
	1.1
	1.2
	-0.1
	1.2
	0.8

	Japan
	Asia & Oceania
	1.0
	-0.7
	-0.8
	1.1
	0.1
	-0.2

	Korea
	Asia & Oceania 
	2.6
	-5.3
	1.5
	2.8
	-1.0
	0.9

	Luxembourg
	EU*
	3.0
	4.3
	5.0
	1.1
	1.6
	2.3

	Mexico
	North America
	4.5
	4.9
	3.2
	5.3
	4.3
	2.5

	Netherlands
	EU*
	2.0
	3.3
	3.0
	1.6
	1.8
	1.9

	New Zealand 
	Asia & Oceania 
	1.1
	-0.6
	1.5
	1.4
	0.3
	0.8

	Norway
	Non-EU Europe
	0.3
	2.5
	0.5
	0.5
	1.6
	0.5

	Poland
	Non-EU Europe
	Na 
	1.9
	-0.2
	Na 
	0.1
	2.1

	Portugal
	EU*
	1.1
	4.6
	1.8
	0.2
	2.7
	1.1

	Spain 
	EU*
	0.8
	3.4
	4.6
	1.1
	0.9
	1.0

	Sweden 
	EU
	-1.0
	1.5
	2.2
	-0.2
	-0.2
	1.2

	Switzerland 
	Non-EU Europe
	0.8
	1.2
	0.6
	1.4
	-0.1
	-0.5

	Turkey 
	Non-EU Europe
	1.4
	2.8
	2.2
	1.8
	2.7
	3.3

	UK
	EU
	0.6
	1.2
	1.0
	0.3
	0.5
	0.7

	US
	North America
	1.4
	1.5
	1.5
	1.3
	1.0
	1.2

	
	
	
	
	
	
	
	

	OECD Europe***
	
	0.5
	1.6
	1.4
	1.0
	0.9
	1.1

	EU
	
	0.4
	1.5
	1.6
	1.1
	0.8
	0.7

	Total OECD
	
	1.2
	1.1
	1.3
	1.3
	0.9
	1.0


+ Source: OECD: Employment Outlook (OECD, June 2000), table 1.2.

* in the euro area since 1999.

** Greece joined the euro area in January 2001.

*** averages for 1987-97 exclude the Czech Republic, Hungary & Poland. The data for Germany has been calculated using chaining prior to 1992.

Annex 5:
Footnote: OECD classifications

The Organisation of Economic Cooperation and Development (OECD) has 29 member countries. Countries are classified as follows:

	OECD
	

	7 major OECD countries
	US, Japan, Germany, France, Italy, UK, Canada

	Smaller OECD countries (22)
	Australia, Austria, Belgium, Czech Republic, Denmark, Finland, Greece, Hungary, Iceland, Ireland, Korea, Luxembourg, Mexico, Netherlands, New Zealand, Norway, Poland, Portugal, Spain, Sweden, Switzerland, Turkey 

	
	

	Non-OECD
	

	Africa & the Middle East
	Africa and the following countries (The Middle East): Bahrain, Cyprus, Iran, Iraq, (Israel?), Jordan, Kuwait, Lebanon, Oman, Qatar, Saudi Arabia, Syrian Arab Republic, United Arab Emirates, Yemen

	Dynamic Asian Economies (DAE)
	Chinese Taipei, Hong Kong (China), Indonesia, Malaysia, the Philippines, Singapore & Thailand

	China
	

	Other Asia
	Non-OECD Asia & Oceania, excluding China, the DAEs, and the Middle East

	Latin America 
	Central and South America

	Central and Eastern Europe
	Albania, Bulgaria, Romania, the Slovak Republic, the Newly Independent States of the former Soviet Union, and the Baltic States

	
	


The OECD also makes the following classifications of OECD members:

	OECD Europe
	

	Central & Western Europe (9)
	Austria, Belgium, France, Germany, Ireland, Luxembourg, Netherlands, Switzerland, UK

	Southern Europe (5)
	Greece, Italy, Portugal, Spain, Turkey

	Nordic countries (5)
	Denmark, Finland, Iceland, Norway, Sweden

	Transition economies (3)
	Czech Republic, Hungary, Poland

	OECD Other
	

	North America (3) 
	Canada, Mexico, US

	Asia and Oceania (4)
	Australia, Japan, Korea, New Zealand
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