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This newsletter presents how the quality of work and 
employment, and the well-being of employees in Lux-
embourg have evolved between 2014 and 2025. The 
dimensions of participation, feedback, autonomy and 
cooperation showed a clear downward trend between 
2014 and 2020 (and especially 2021) and have since sta-
bilised at a lower level. The risk of accidents and physical 
strain decreased until 2020 and then remained largely 
constant, although the risk of accidents has recently 
risen slightly again. Mental demands and time pressure 
changed only slightly over the years, while emotional 
demands increased significantly between 2017 and 
2020 and have remained at an elevated level since then. 
Satisfaction with income declined particularly between 
2019 and 2020 and has shown little change since then. 
Training opportunities declined until 2020 and have 
remained at a lower level since then, while job security 

has largely stagnated since 2020 and declined slightly 
again in 2025. Work-life conflicts increased almost con-
tinuously between 2014 and 2022 and, after a brief 
slowdown in 2023, have recently risen again. The aggre-
gate QoW index remained largely stable until the end of 
the 2010s, fell sharply in 2020 and has since recovered 
only partially. Since 2023, a renewed decline has been 
observed, with the QoW index reaching its lowest value 
in the observation period in 2025. While the QoW index 
differs only slightly between women and men overall, 
there are more pronounced differences in individual 
dimensions, such as emotional demands and work-life 
conflicts. Managers and employees in academic profes-
sions consistently have higher QoW index values, while 
employees in service and skilled trades professions, as 
well as plant operators and unskilled workers, consist-
ently report below-average values.

1.	 Dimensions of quality of work and employment
Quality of work encompasses all psychosocial working con-
ditions that can influence the well-being of employees, such 
as job content or the working environment. Psychosocial 
working conditions such as autonomy, social support or 
participation are closely related to various dimensions of 
well-being and subjective performance (e.g. Nielsen et al., 
2017; Sonnentag et al., 2023). Quality of employment, on the 
other hand, describes those aspects of a job that relate to 
the working conditions (Steffgen et al., 2020). These include 
income satisfaction, training and promotion opportunities, 
job security, the difficulty in changing jobs, and work-life con-
flicts. Both job quality and employment quality are associated 
with a variety of well-being and health dimensions (Steffgen 
et al., 2020).

This newsletter analyses how the various dimensions of job 
and employment quality and the aggregate QoW index of 
employees in Luxembourg have evolved between 2014 and 
2025. In addition, changes to the QoW index are examined 
in detail using selected demographic characteristics such as 
gender, age, whether or not children are present, as well as 
occupational characteristics such as professional groups and 
economic sectors. 

The analyses are based on data from the Quality of Work 
Survey (QoW; waves 2014 to 2025; Sischka, 2025), an annual 
representative survey of employees in Luxembourg. The 
results of the QoW surveys conducted since 2020 must be 
interpreted with the COVID-19 pandemic as a backdrop, 
which has brought about lasting changes in the world of work 
(Beine et al., 2020; Béland et al., 2020; Eurofound, 2020; Sis-
chka and Steffgen, 2021; Sischka et al., 2024). 

2.	 Development of work quality dimensions
Figure 1 shows the development of work quality from 
2014 to 2025. The dimensions of participation, feedback, 
autonomy and cooperation show a predominantly continu-
ous downward trend between 2014 (or 2016) and around 
2020/2021. In subsequent years, the figures largely stabilise, 
with only minor fluctuations that fail to indicate a clear trend 
observed until 2025. Bullying remained relatively constant 
over the entire period from 2014 to 2025, apart from more 
pronounced fluctuations between 2016 and 2018. The risk of 
accidents and physical strain dimensions also decreased sig-
nificantly between 2014 and 2020/2021 and have remained 
at a comparatively stable level since then. While the risk of 

accidents rose again between 2023 and 2024, no further 
significant increase is apparent for 2025. Mental demands 
show an overall stable, slightly increasing level over the entire 
observation period, with stronger fluctuations, especially in 
the early years until around 2018, and a moderately higher 
level since 2019, which continues up to 2025. Time pres-
sure increased significantly, especially at the beginning of 
the observation period, and remained largely constant from 
2015 onwards, despite minor annual fluctuations, up to and 
including 2025. Emotional demands increased noticeably 
between 2017 and 2020 and have remained at an elevated 
level since then, a trend also confirmed in 2025.

In this newsletter, only the masculine generic is used for the purpose of clarifying the text. It refers to any gender identity and thus includes both female and male 
persons, transgender persons as well as persons who do not feel they belong to either gender or persons who feel they belong to both genders.
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Figure 1: 	 Development of work quality dimensions 

Note: Data from QoW 2014-2025; mean value of scales ranging from 0 to 100 with a 95% confidence interval.  

3.	 Development of the quality of work dimensions
Figure 2 documents how the perceived quality of work 
amongst employees has changed from 2014 to 2025. Income 
satisfaction declined significantly, particularly between 2019 
and 2020, and has remained largely stable at a lower level 
since then, with only minor fluctuations and no clear trend 
up to 2025. Perceived training opportunities show a contin-
uous downward trend between 2014 2020. After a short-
term recovery in 2022, the values settled again at a lower 
level from 2023 onwards, remaining largely stable until 2025. 

With regard to promotion opportunities, there are moder-
ate fluctuations throughout the entire observation period, 
with a temporary peak in 2022. Between the first (2014) 
and last observation year (2025), there are only minor dif-
ferences in overall levels. Job security increased significantly 
between 2014 and 2019, peaked around 2019/2020 and 
has revealed no clear upward or downward trend between 
then and 2025, despite minor annual fluctuations. In 2025, 
the value fell below the 2016 level, reaching its third-lowest 
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point in the twelve-year survey period. Difficulty of changing 
jobs decreased overall between 2014 and 2022, but rose 
slightly again in subsequent years and is above the low point 
of 2022 in 2025. Work-life conflicts increased almost contin-

uously between 2014 and 2022. After a slight decline in 2023, 
another increase was observed for 2025, marking the high-
est value in the observation period to date.

Figure 2: 	 Development of the quality of work dimensions 

Note: Data from QoW 2014-2025; mean value of scales ranging from 0 to 100 with a 95% confidence interval.

4.	 Development of the QoW index
Figure 3 shows the development of the aggregate QoW index 
for employees in Luxembourg from 2014 to 2025. Between 
2014 and 2017, the index remained largely stable, showing 
only minor fluctuations. After an initial moderate decline 
in 2018, the index rose slightly again in 2019 before falling 
sharply between 2019 and 2020. In the following years, the 

QoW index initially recovered moderately, reaching a local 
interim high in 2022. Since 2023, however, a downward trend 
has been observed again, which continues through 2025, 
resulting in the index reaching its lowest value in the entire 
period in the last year of observation.

Figure3: 	 Development of the QoW index 

Note: Data from QoW 2014-2025; mean value on a scale ranging from 0 to 100 with a 95% confidence interval
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5.	  Development of well-being dimensions
Figure 4 shows the development of various well-being 
dimensions for employees in Luxembourg from 2014 to 
2025. Job satisfaction remained largely stable between 2014 
and 2017, but declined significantly between 2017 and 2018. 
After a brief recovery in 2019, it fell again in 2020 and has 
since remained at a significantly lower level than in 2014 
through to 2025, despite minor annual fluctuations. Moti-
vation at work declined noticeably between 2017 and 2018 
and continued to decline until 2021. In the following years, 
it showed only minor changes and remained at a compar-
atively low level through 2025. The level of burnout rose 
significantly overall between 2014 and 2021, then remained 

relatively constant between 2021 and 2023. After a tempo-
rary decline in 2024 and 2025, burnout levels were on the 
rise again in 2025, returning to quite a high level. General 
well-being (WHO-5 Well-Being Index) declined almost contin-
uously between 2016 and 2021. A slight recovery is evident 
from 2022 onwards, but it has not proved to be sustainable: 
After another decline in 2023 and 2024, this downward trend 
continued1  in 2025. Overall, health problems increased sig-
nificantly between 2016 and 2025. In addition to a marked 
increase in 2018, a sustained upward trend has been 
observed since 2020 in particular. 

Figure 4: 	 Development of well-being dimensions 

Note: Data from QoW 2014-2025; mean value of scales ranging from 0 to 100 with a 95% confidence interval.

1	 This sharp decline is particularly noteworthy given that the other well-being dimensions hardly changed between 2023 and 2024. This finding should 
therefore be interpreted with caution. One possible explanation for this could be the so-called item order effect (e.g. Bandalos, 2021): In the 2024 
survey, burnout scale items were queried based on a newly added scale – the Occupational Depression Inventory (ODI; Bianchi & Schonfeld, 2020). 
The prior processing of the ODI items may have influenced the perception or evaluation of burnout-related items. The similarity in content between 
the two scales may have led respondents to give less distinct answers on the burnout scale given the context of the work-related depression items 
they had previously addressed.

6.	 Development of the QoW index by demographic characteristics
Figure 5 shows the development of the QoW index differen-
tiated by gender. Over the entire observation period, male 
employees consistently have a slightly higher QoW index 
than female employees. The gender-specific differences in 
the aggregate index remain small overall, but are stable over 

the years. After a significant decline in the QoW index in both 
groups in 2020, a moderate recovery can be observed until 
2022, after which the index declines slightly again from 2023 
onwards and reaches its lowest level to date in both groups 
in 2025.
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While only slight differences appear in the aggregate QoW 
index, more pronounced gender-specific differences can 
be seen at the level of individual dimensions. Male employ-
ees report higher values across the entire period in the 
dimensions of participation, autonomy and risk of accidents. 
Female employees, on the other hand, consistently report 

higher emotional demands. In addition, male employees per-
ceive their promotion opportunities more favourably over 
the years. Female employees, on the other hand, consistently 
report a higher level of work-life conflict compared to their 
male colleagues, a pattern that continues through 2025.    

Figure 5: 	 Development of the QoW index by gender

Note: : QoW data 2014-2025; mean value on a scale of 0 to 100 with a 95% confidence interval. The grey values represent the mean values of the entire sample.  

Figure 6 shows the development of the QoW index differ-
entiated by age group. Over the entire observation period, 
employees aged 16 to 34 have above-average QoW index 
values, while those aged 45 to 54 have consistently below-av-
erage QoW index values. In all age groups, in line with the 
overall trend, a significant decline in the QoW index can be 
observed in 2020/2021, followed by a moderate recovery 
until around 2022. Since 2023, slight declines have been 
observed again, which were set to continue until 2025.

Looking at the individual dimensions, it is clear that employ-
ees aged between 16 and 34 consistently report the highest 
scores for feedback and cooperation, but also for accident 
risk. At the same time, the youngest age group consistently 
scores lowest for autonomy. Employees aged 45 and over 
consistently score below average, particularly in terms of 
training and promotion opportunities. 

Figure 6: 	 Development of the QoW index by age 

Note: Data from QoW 2014-2025; mean value on a scale from 0 to 100 with a 95% confidence interval. The grey values represent the mean values of the entire sample.  
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Figure 7 shows the development of the QoW index differ-
entiated by whether or not children live in the household. 
Almost throughout the entire observation period, employ-
ees without children have slightly higher QoW index values 
on average than employees with children, although the dif-
ferences remain small overall. In both groups, a significant 
decline in the QoW index can be observed between 2019 
and 2020, which is slightly more pronounced among employ-
ees with children. In subsequent years, a moderate recovery 
is initially apparent until around 2022. Since 2023, however, 

both groups have again shown a slight downward trend, 
which continued into 2025.

Looking at the individual dimensions in detail, it can be seen 
that employees with children tend to be more satisfied with 
their income than employees without children. They also 
consistently report a higher level of work-life conflict over 
time. On the other hand, employees without children con-
sistently report higher training and promotion opportunities 
and tend to claim a higher level of job security.

Figure 7: 	 Development of the QoW index depending on whether children live in households

Note: Data from QoW 2014-2024; mean value on a scale from 0 to 100 with a 95% confidence interval. The grey values represent the mean values of the entire sample.
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7.	 Development of the QoW index according to occupational characteristics
Figure 8 shows the development of the QoW index, differentiated according to the occupational groups of employees. Manag-
ers and employees in academic professions consistently record an above-average QoW index throughout the entire observation 
period. Technicians and office workers show a QoW index trend that largely corresponds to the overall trend, recording a signif-
icant slump in 2020, a moderate recovery until around 2022 and renewed declines in subsequent years. In contrast, employees 
in service occupations, skilled trades and plant operators show predominantly below-average QoW index values throughout 
the entire period. The QoW index has fallen significantly over time, particularly for plant operators and unskilled workers. It is 
also noticeable in all four groups that the gap between them and the average QoW index has widened since 2020. Overall, it is 
evident that the gap between occupational groups with high and low QoW index values has widened since 2020, a pattern that 
continued to intensify through 2025. 

Figure 8: 	 Development of the QoW index by occupational group
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Figure 8: 	 Development of the QoW index by occupational group (continued)

Note: QoW data for 2014–2025; mean value on a scale of 0 to 100 with a 95% confidence interval. The grey values represent the mean values of the entire sample.  

Figure 9 shows the development of the QoW index broken 
down by economic sector. Employees in the construction 
industry and in the fields of freelance, scientific and techni-
cal services show QoW index trends that largely correspond 
to the overall trend of the sample. Employees in the finan-
cial and insurance, information and communication, public 
administration, defence and social security sectors show 

consistently above-average QoW index values throughout 
the entire observation period. Although a decline is also evi-
dent in these economic sectors from 2020 onwards, the level 
remains well above average until 2025. In contrast, employ-
ees in health and social services, trade, transport, hospitality 
and catering, manufacturing and goods production consist-
ently show below-average QoW index values.

Figure 9: 	 Development of the QoW index by economic sector

Note: Data from QoW 2014-2024; mean value of the scale ranging from 0 to 100 with 95% confidence interval. The grey values represent the mean values of the entire 
sample. 
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8.	 Summary and conclusions  
The development of the aggregate Quality of Work Index pro-
vides important insights into the general working situation 
of Luxembourgish employees. Overall, the results show that 
the QoW Index remained largely stable until the end of the 
2010s, followed by a significant slump in 2020. Although a 
partial recovery is evident in subsequent years, this proved 
ephemeral. By 2025, a downward trend once again became 
evident, with the aggregate QoW Index reaching its lowest 
level for the entire period in the last year of observation. 

A nuanced examination of individual dimensions of work 
quality, such as autonomy, participation, feedback, time 
and emotional demands, and health-related strains, makes 
it clear that these developments are not evenly distributed 
across all aspects of work. While autonomy, participation 
and feedback in particular have been declining over longer 
periods and have recently stabilised at a lower level, emo-
tional demands, health problems and work-life conflicts are 
increasing in the long term. These opposing developments 
illustrate that the quality of work is not changing in a one-di-
mensional way, but is characterised by a shift in resources 
and burdens.

The differences become particularly clear when looking at 
specific subgroups. Analyses by occupational group show 
that managers and employees in academic professions have 
consistently above-average QoW index values throughout 
the entire observation period, even though there has been 
a moderate decline since 2020. In contrast, QoW values for 
employees in service and craft occupations, as well as for 
plant operators and unskilled workers, remain consistently 
below average. For these groups, the decline in job qual-
ity since 2020 is particularly pronounced and continued 
through 2025. At the same time, the individual occupational 
groups have very different work and quality of work profiles. 

Employees in service and craft occupations, as well as plant 
operators and unskilled workers, are particularly affected by 
physical strain. Employees in service occupations also report 
a high level of emotional demands and show a particularly 
sharp decline in autonomy over time.

Differences by economic sector, gender, age and family situ-
ation also highlight the marked heterogeneity of job quality. 
Employees in the financial and insurance, information and 
communication, public administration, defence and social 
security sectors consistently score above average on the 
QoW index. In contrast, consistently lower values are found 
in health and social services, trade, transport and hospitality, 
as well as manufacturing. Although gender-specific differ-
ences in the aggregate QoW index are small, they are more 
pronounced at the level of individual dimensions, such as 
emotional demands and work-life conflicts. Differences spe-
cific to age and stage of life indicate that employees of middle 
working age and those with family care responsibilities are 
particularly exposed to specific stress factors.

Against the backdrop of these findings, it is clear that meas-
ures to improve work quality should not be based solely on 
the aggregate QoW index. Rather, it is necessary to system-
atically take into account the marked heterogeneity between 
occupational groups, economic sectors and social groups. 
Industry- and target group-specific strategies appear to be 
particularly necessary where persistently low scores for key 
resources such as autonomy, participation and development 
opportunities coincide with high levels of physical or emo-
tional stress. A sustainable improvement in the quality of 
work therefore requires differentiated labour and social pol-
icy approaches that take into account both structural work-
ing conditions and group-specific stress profiles.

9.	 References
Bandalos, D. L. (2021). Item meaning and order as causes of correlated residuals in confirmatory factor analysis. Structural Equa-

tion Modeling, 28(6), 903-913. https://doi.org/10.1080/10705511.2021.1916395

Beine, M., Bertoli, S., Chen, S., D‘Ambrosio, C., Docquier, F., Dupuy., A. …, & Vergnat, V. (2020). Economic effects of Covid-19 in 
Luxembourg. First RECOVid working note with preliminary estimates. Working note. Research Luxembourg. https://www.liser.lu/
documents/RECOVID/RECOVid_working-note_full-1.pdf

Béland, L.-P., Brodeur, A.,& Wright, T. (2020). The Short-Term Economic Consequences of COVID-19: Exposure to Disease, Remote Work 
and Government Response. IZA Discussion Papers No. 13159. Institute of Labor Economics (IZA), Bonn. https://www.econstor.
eu/bitstream/10419/216471/1/dp13159.pdf

Bianchi, R., & Schonfeld, I. S. (2020). The Occupational Depression Inventory: A new tool for clinicians and epidemiologists. Journal 
of Psychosomatic Research, 138, Article 110249. https://doi.org/10.1016/j.jpsychores.2020.110249

Eurofound (eds.) (2020). Living, working and COVID-19: First findings, April 2020. European Foundation for the Improvement of 
Living and Working Conditions. https://www.eurofound.europa.eu/topic/covid-19



BETTERWORK - N°1 JANUARY 2026          10 

Nielsen, K., Nielsen, M. B., Ogbonnaya, C., Känsälä, M., Saari, E., & Isaksson, K. (2017). Workplace resources to improve both 
employee well-being and performance: A systematic review and meta-analysis. Work & Stress, 31(2), 101-120. http://dx.doi.org
/10.1080/02678373.2017.1304463

Sischka, P. (2025b). “Quality of Work – Index” Zur Arbeitsqualität unterschiedlicher Arbeitnehmergruppen in Luxemburg. Zwischenber-
icht zur Erhebung 2025. Research Report. University of Luxembourg.

Sischka, P. E., Schmidt, A. F., & Steffgen, G. (2024). COVID-19 countermeasures at the workplace, psychological well-being, and 
mental health a nationally representative latent class analysis of Luxembourgish employees. Current Psychology, 43(14), 
13202-13218. https://doi.org/10.1007/s12144-022-03377-4

Sischka, P. E., & Steffgen, G. (2021). Extended telecommuting due to COVID-19 and the impact on working life. In G. Mein, J. Pause 
(eds.), Self and Society in the Corona Crisis. Perspectives from the Humanities and Social Sciences. Melusina Press. https://www.
melusinapress.lu/read/extended-telecommuting-due-to-covid-19-and-the-impact-on-working-life/section/f8b55206-2e74-
4e9e-b4fa-3a6c22fa14fa

Sonnentag, S., Tay, L., & Nesher Shoshan, H. (2023). A review on health and well-being at work: More than stressors and strains. 
Personnel Psychology, 76(2), 473-510. https://doi.org/10.1111/peps.12572

Steffgen, G., Sischka, P. E., & Fernandez de Henestrosa, M. (2020). The Quality of Work Index and the Quality of Employment 
Index: A Multidimensional Approach of Job Quality and Its Links to Well-Being at Work. International Journal of Environmental 
Research and Public Health, 17(21), 7771. https://doi.org/10.3390/ijerph17217771

Method

For the “Quality of Work Index” study on the working situation and quality of work of employees in Luxembourg, approx-
imately 1,500-3,200 interviews (CATI; CAWI) have been conducted annually since 2013 by infas (since 2014) on behalf of 
the Luxembourg Chamber of Employees and the University of Luxembourg (Table 1). The findings presented in this report 
refer to the surveys conducted since 2014 (Sischka, 2025).

Table 1: Methodological background of the QoW survey

Aim of the survey To study the working situation and quality of work of employees in Luxembourg

Design,  
implementation, 
analysis

University of Luxembourg: Department of Behavioural and Cognitive Sciences, 
Luxembourg Chamber of Employees,  
2014 - 2025: infas Institute, 2013: TNS-ILRES

Type of survey Telephone survey (CATI) or online survey (CAWI; since 2018) in Luxembourgish, German, French, Portu-
guese or English

Sample size 2014: 1,532; 2015: 1,526; 2016: 1,506; 2017: 1,522; 2018: 1,689; 2019: 1,495; 2020: 2,364; 2021: 2,594; 
2022: 2,696; 2023: 2,732; 2024: 2,939; 2025: 3,171

Scales for work 
quality Scale Number of 

items
Cronbach’s 

Alpha Scale Number of 
items

Cronbach’s 
Alpha

Participation 2 0.69-0.81 Mental demands 4 0.73-0.78
Feedback 2 0.71-0.82 Time pressure 2 0.68-0.80
Autonomy 4 0.71-0.70 Emotional demands 2 0.79-0.87
Cooperation 4 0.80-0.85 Physical strain 2 0.67-0.78
Bullying 5 0.69-0.78 Risk of accidents 2 0.78-0.86

Scales for quality of 
employment Scale Number of 

items
Cronbach’s 

Alpha Scale Number of 
items

Cronbach’s 
Alpha

Income satisfaction 2 0.84-0.90 Job security 2 0.67-0.76
Training 2 0.72-0.89 Difficulty changing jobs 2 0.69-0.83
Promotion 2 0.82-0.91 Work-life conflict 3 0.70-0.82
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QoW Index The QoW index is formed by the unweighted mean of all scales of work and employment quality. The 
scales are also calculated using the unweighted mean of the corresponding individual indicators, which 
take values between 1 (e.g. “never”) and 5 (e.g. “almost always”). The scale values are then normalised to 
values between 0 and 100 [((original scale value - 1) / 4) * 100].

Scales for 
well-being Scale Number of 

items
Cronbach’s 

Alpha Scale Number of 
items

Cronbach’s 
Alpha

Job satisfaction 3 0.74-0.86 General Well-Being (WHO-5) 5 0.82-0.91
Work motivation 3 0.65-0.75 Health problems 7 0.65-0.80
Burnout 6 0.80-0.89
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