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This newsletter shows how the various dimensions of
quality of work and employment as well as well-being
have developed in Luxembourg over the past eleven
years. The dimensions of participation, feedback, auton-
omy and cooperation showed a steady downward trend
between 2014 and 2021, but have since stabilised at
a low level. The risk of accidents and physical stress
decreased until 2021 and have remained constant since
then, with the risk of accidents recently increasing again.
Mental demands and time pressure have remained rel-
atively stable over the years, while emotional demands
increased between 2017 and 2020 and have remained at
a high level since then. Satisfaction with income levels
fell between 2019 and 2020, but has remained largely
constant since then. Training opportunities and job secu-
rity have largely stagnated since 2020, while work-life
conflicts increased steadily between 2014 and 2022, but

Quiality of work encompasses all (psychosocial) working con-
ditions that can influence the well-being of employees, such
as the content of work or the working environment. Psycho-
social working conditions such as autonomy, social support
or participation are strongly associated with various well-
being dimensions and subjective performance (e.g. Nielsen
et al,, 2017; Sonnentag et al., 2023). Employment quality, on
the other hand, describes all aspects of a job that relate to
the employment relationship - i.e. the working conditions
(Steffgen et al., 2020). This includes satisfaction with income,
training and promotion opportunities, job security, difficulty
in changing jobs and work-life conflicts. Quality of work and
quality of employment are associated with a variety of dif-
ferent dimensions of well-being and health (Steffgen et al.,
2020).

Figure 1 shows changes in quality of work data from 2014
to 2024. The dimensions of participation, feedback, auton-
omy and cooperation show an almost continuous downward
trend between 2014 (or 2016) and 2021. Since then, the val-
ues have remained comparatively stable. Mobbing remained
relatively constant between 2014 and 2024 - apart from
major fluctuations between 2016 and 2018. The dimensions
of accident risk and physical strain also fell between 2014
and 2021 and have since shown a relatively constant level,

have declined slightly since 2023. While the differences
between men and women in the overall QoW index are
minimal, there are major discrepancies if we analyze the
individual dimensions in detail. Male employees consist-
ently report higher scores for participation and auton-
omy, while female employees experience greater emo-
tional demands and more frequent work-life conflicts.
Managers and academics consistently have higher QoW
Index scores regardless of year, while employees in direct
services and sales, skilled trades in industry and crafts,
as well as plant and machine operators, and assemblers
and unskilled labourers, almost consistently have below-
average scores. Employees in the areas of finance, infor-
mation/communication and public administration con-
sistently report above-average quality of work over the
years, while employees in healthcare, trade and manu-
facturing consistently report lower values.

This newsletter analyses how the various dimensions of the
quality of work and employment, as well as the aggregated
QoW index of employees in Luxembourg, have developed
over time. In addition, the development of the QoW index
is analysed according to a number of demographic (gender,
age, presence of children) and occupational (occupational
groups, economic sector) characteristics.

Data from the Quality of Work Survey (QoW; the 2014-2024
Sischka survey and the 2025a survey) - an annual represent-
ative survey of employees in Luxembourg - is used for this
purpose (for details, see the Method box). The results of the
QoW surveys carried out between 2020 and 2022 should
be viewed against the backdrop of the COVID-19 pandemic,
which has significantly changed the world of work (Beine et
al., 2020; Béland et al., 2020; Eurofound, 2020; Sischka & Ste-
ffgen, 2021; Sischka et al., 2022).

with accident risk rising again between 2023 and 2024. Men-
tal demands also remained relatively stable between 2014
and 2024 - with somewhat greater fluctuations between
2014 and 2018. Time pressure increased significantly in
2014 in particular, but remained largely constant after 2015 -
with  minor fluctuations. Emotional demands increased
between 2017 and 2020 and have remained at a higher level
since then.
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Figure 2 documents changes in the quality of employment
experienced by employees. Income satisfaction decreased
between 2019 and 2020 in particular, but has remained
almost unchanged since 2020. Perceived training oppor-
tunities show a downward trend between 2014 and 2020,
while they remained comparatively stable between 20271 and
2024 - with the exception of 2022. With regard to promotion
opportunities, there are certain fluctuations over time, with

the highest value in 2022. However, there are only minor dif-
ferences between the first (2014) and the last year of obser-
vation (2024). Job security increased continuously between
2014 and 2019, but stagnated after 2020 and has remained
stable since then. Work-life conflicts rose almost continu-
ously between 2014 and 2022, but have fallen again slightly
since 2023.
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Figure 3 shows trends in the aggregated QoW index for the index fell significantly between 2019 and 2020. In 2022,

employees in Luxembourg. Only minor changes in the QoW the index rose again slightly, but again showed a slight down-
index can be observed between 2014 and 2019. However, ward trend in the following years.
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Figure 4 shows changes to the various well-being dimen-
sions for employees in Luxembourg from 2014 to 2024. Job
satisfaction remained relatively constant between 2014 and
2017, but showed a significant decline between 2017 and
2018. Although job satisfaction rose again slightly in 2019,
it fell again in subsequent years and has remained at a sig-
nificantly lower level since then compared to 2014. Work
motivation also fell noticeably between 2017 and 2018 and
recorded a further significant decline until 2021. Since then,
work motivation has remained at this low level. The level of
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burnout increased significantly overall between 2014 and
2021 and remained relatively constant between 2021 and
2023. However, a significant decline was observed between
2023 and 2024." General well-being levels fell almost contin-
uously between 2016 and 2021, but showed a slightimprove-
ment after 2022, followed by a further decline between 2023
and 2024. Health problems increased significantly overall
between 2016 and 2024, with a noticeable upward fluctua-
tionin 2018.
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Note: Data from QoW 2014-2024, mean value of the scales ranging from 0 to 100 with 95% confidence interval.

Figure 5 shows how the QoW index evolved when broken
down by gender. Over the years, male employees have almost
consistently exhibited a slightly higher QoW index than female
employees. While the QoW Index differs only slightly between
male and female employees over the years, there are greater
differences in the individual dimensions: Over the years, male

employees show consistently higher values for participation,
autonomy and accident risk. Female employees, on the
other hand, consistently report higher emotional demands,
although the gender-specific difference in this dimen-
sion has decreased significantly between 2016 and 2024.

1 This sharp decline is particularly remarkable as 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 last
survey (2024), the items of the burnout scale were presented using a newly added scale - the Occupational Depression Inventory (ODI; Bianchi
& Schonfeld, 2020). The previous processing of the ODI items could have influenced the perception or evaluation of burnout-related items. As
the two scales are similar in terms of content, it is possible that the responses on the burnout scale were influenced by the items on professional

depression that were presented just before.



Male employees perceive their promotion opportunities to
be higher over the years and perceive their difficulties in
changing jobs to be lower compared to female employees.
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Figure 6 shows trends in the QoW index, broken down by
age group. Over time, employees aged between 45 and 54
usually show below-average values on the QoW index, while
employees aged between 16 and 34 tend to show above-
average values. A look at the individual dimensions shows
that employees aged between 16 and 34 consistently illus-
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trate the highest values for feedback and cooperation, but
also for physical stress and risk of accidents. At the same
time, the youngest age group consistently shows the lowest
values for autonomy. Employees aged between 45 and 54
consistently show below-average scores for training and pro-
motion opportunities in particular.
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Figure 7 shows changes to the QoW index, differentiated
according to whether children are present in the house-
hold. Employees with children recorded a somewhat sharper
decline between 2019 and 2020, but this has since evolved
into a slight upward trend. A detailed look at the individual
dimensions shows 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 consistently report higher training and promotion
opportunities and tend to report a higher level of job secu-
rity.
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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.

Figure 8 shows changes in the QoW index as a function of
employees’ professional category. Whatever the year, the
QoW index is always higher than average among managers,
executives and directors, as well as among professionals,
while it is rather similar to that of the total sample among
technicians and associate professionals and clerical support
workers. On the other hand, service and sales workers, craft
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and related trades workers, as well as plant and machine
operators and assemblers, show a QoW index almost con-
stantly below average over the years. With regard to the lat-
ter category and employees in elementary occupations, the
QoW index has even fallen sharply over time. Finally, an anal-
ysis of these four groups also reveals that their QoW index
has moved well away from the average since 2020.
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Figure 9 illustrates trends in the QoW index broken down by public administration, defence and education consistently
economic sector. Employees who work in the construction have above-average QoW index values. Employees working
industry and in the area of professional, technical and other in health and social work, trade, transport, hotels and restau-
service activities show a similar development of the QoW rants, and manufacturing and production of goods consist-
index as within the entire sample. Employees working in the ently have below-average QoW Index scores.
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Changes to the aggregated Quality of Work (QoW) index pro-
vides important insights into the general work situation of
Luxembourg employees. Nevertheless, an analysis of individ-
ual dimensions like autonomy, participation and emaotional
demands, as well as of specific subgroups such as occupa-
tional groups and economic sectors, reveals the existence of
considerable differences.

The results show that changes to the quality of work vary
widely for different groups of employees. While managers

and professionals have consistently high QoW Index values,
the values for employees in service and sale and manual
occupations, as well as for plant operators and unskilled
labour, remain consistently below average. It is also impor-
tant to note that the various occupational groups sometimes
have very different labour and employment quality profiles.
For example, employees in service and sale occupations and
manual occupations, as well as plant operators and unskilled
labourers, are particularly affected by physical strain. How-
ever, workers in service and sale occupations also have high



levels of emotional demands and have been affected by a demographic characteristics, measures to improve the qual-
particularly sharp decline in autonomy over the years (Sis- ity of work should specifically address this heterogeneity. This
chka, 2025b). requires sector - or group-specific strategies to empower
employees in occupational categories with particularly low

Due to the significant differences in working conditions and .
values in these areas.

the quality of work between different occupational groups,
economic sectors and between employees with different
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For the “Quality of work Index” study on the work situation and quality of work of employees in Luxembourg, around 1,500-
2,900 interviews (CATI; CAWI) have been conducted annually since 2013 by Infas (since 2014) on behalf of the Chambre
des salariés Luxembourg and the University of Luxembourg (Table 1). The findings presented in this report relate to the
surveys conducted since 2014 (Sischka, 2025a).

Table 1: Methodological background of the QoW survey

Aim of the survey Analysis of the labour situation and quality of work of employees in Luxembourg

Conception, University of Luxembourg: Department of Behavioural and Cognitive Sciences,

realisation, Chambre des salariés, Luxembourg

analysis since 2014 Infas Institute, previously 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
Work quality scales Number of ~ Cronbach’s Number of ~ Cronbach’s
SEe items Alpha Sl items Alpha

Participation 2 0.72-0.80 Mental load 4 0.74-0.77
Feedback 2 0.70-0.81  Time pressure 2 0.70-0.79
Autonomy 4 0.74-0.79  Emotional demands 2 0.79-0.87
Co-operation 4 0.79-0.84  Physical stress 2 0.68-0.76
Mobbing 5 0.72-0.78  Risk of accident 2 0.75-0.85

Employment Selle Number of ~ Cronbach’s Szl Number of ~ Cronbach's

quality scales items Alpha items Alpha
Satisfaction with income 2 087-0.89 Job security 2 072078
Training 2 0.74-0.87 Difficulty in changing jobs 2 081-0.84
Promotion 2 0.84-090 Work-life conflict 3 0.75-0.82

QoW Index The QoW index is formed by the unweighted average of all scales of the quality of work and employ-

ment. The scales are also calculated using the unweighted mean value of the corresponding individual
indicators which assume values between 1 (e.g. “never”) and 5 (e.g. “almost always"). The scale values are
then standardised to values between 0 and 100 [((original scale value - 1) / 4) * 100].

Well-being scales S Number of ~ Cronbach’s Number of ~ Cronbach's
cale B Scale ;
items Alpha items Alpha

Job satisfaction 3 0.79-0.85 General Well-Being (WHO-5) 5 0.83-0.90
Work motivation 3 0.65-0.76 Health problems 7  0.72-0.79
Burnout 6 0.80-0.86
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