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This newsletter purports to show how the various dimen-
sions of work and employment quality and well-being 
have evolved in Luxembourg over the past ten years. 

It notes that some dimensions of the quality of work 
and employment, which experienced a constant down-
ward trend until 2020, have stabilised at a low level in 
recent years. This applies in particular to the work qual-
ity dimensions of participation, feedback, autonomy and 
cooperation. However, the employment quality dimen-
sions also remain at a low level overall. Training and 
promotion opportunities – which last increased in 2022 
– are already showing a significant decline again in 2023. 
Overall, the Quality of Work Index (QoW) has risen slightly 
since 2020, but is still below the 2019 value (pre-corona 
virus period).

The well-being dimensions of job satisfaction, work moti-
vation and general well-being show a steady decline 

between 2017 and 2021, although these dimensions  
have stabilised somewhat since 2022. Burnout increased 
almost constantly between 2015 and 2021, but has also 
remained at a constant level since then. Health problems 
have risen almost constantly over time.  

The two dimensions of work-life conflicts and psycho-
logical harassment show the strongest negative correla-
tions with job satisfaction, work motivation and general 
well-being. This means that as work-life conflicts and/or 
psychological harassment are more prevalent, job satis-
faction, motivation and general well-being falls.

Conclusion: The downward trend in many dimensions 
currently appears to have halted at a low level. Between 
2022 and 2023, there were only major changes in two 
dimensions (training and promotion opportunities). 
Most working conditions continue to exhibit lower values 
in 2023 compared to the pre-corona virus period (2019).

1. Dimensions of the quality of work and employment
Quality of work describes all (psychosocial) working condi-
tions that can influence the well-being of employees (e.g. 
work content, working environment). 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). These include satisfaction with income, 
training and promotion opportunities, job security, difficulty 
in changing Jobs and work-life conflicts.

The present newsletter analyses how the various dimen-
sions of the quality of work and employment of Luxembourg 

employees have developed over time, as well as the connec-
tion with various dimensions of well-being. Data from the 
Quality of Work Survey (QoW; waves 2014-2023; Sischka & 
Steffgen, 2023) – an annual representative survey of employ-
ees from Luxembourg – is used for this purpose (for details, 
see box: Method). The results of the QoW surveys from 2020 
onwards must be interpreted against the backdrop of the 
COVID-19 pandemic, which has had a massive impact on the 
world of work (Beine et al., 2020; Béland et al., 2020; Euro-
found, 2020; Sischka & Steffgen, 2021; Sischka et al., 2022).

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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2. Development of quality of work
Figure 1 shows the development of quality of work from 2014 
to 2023. The dimensions of participation, feedback, autonomy  
and cooperation show an almost continuous downward trend 
between 2014 (or 2016) and 2020. From 2021, these dimen-
sions stabilised somewhat and have since risen again slightly. 
Psychological harassment shows some fluctuations over time 
(especially between 2016 and 2018); however, the mean 
value in 2023 was almost back to the original level of 2014. 
Mental demands increased between 2017 and 2021 but have 

remained relatively unchanged since then. Time pressure 
increased slightly between 2014 and 2015 but has remained 
at a relatively constant level since then – with certain fluctua-
tions. Emotional demands also increased between 2017 and 
2020, fell slightly in 2021 and 2022 and rose again slightly in 
2023. The dimensions of physical strain and risk of accidents 
declined between 2014 and 2019 but have remained largely 
unchanged since then. 

Figure 1 :  Development of the quality of work

Note: Data from QoW 2014-2023; Mean value of the scale ranging from 0 to 100 with 95 % confidence interval.
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3. Development of the quality of employment
Figure 2 shows the development of the quality of employment 
from 2014 to 2023. Satisfaction with income decreased in 
particular between 2019 and 2020 and has remained at a low 
level since. Perceived training opportunities show a downward 
trend between 2014 and 2021; however, following a sharp 
increase in 2022, the value fell again just as sharply in 2023. In 
terms of promotion opportunities, there were only slight fluc-
tuations over time – however, there was also a slightly sharper 

decline in 2023. Job security increased continuously between 
2014 and 2019; however, this trend has been broken since 
2020. The difficulty in changing jobs has decreased overall over 
time – with the exception of the coronavirus years 2020 and 
2021. In contrast, work-life conflicts increased almost contin-
uously between 2014 and 2022; however, there was a slight 
decrease in 2023. 

Figure 2 :  Development of the quality of employment

Note: Data from QoW 2014-2023; Mean value of the scale ranging from 0 to 100 with 95 % confidence interval.

4. Development of the QoW Index
Figure 3 shows the development of the QoW Index for 
employees in Luxembourg. There were only minor changes 
in the QoW Index between 2014 and 2019. 

However, the index fell significantly between 2019 and 2020. 
Between 2020 and 2023, however, there is a slight upward 
trend again. 

Figure 3 :  Development of the QoW Index

Note: Data from QoW 2014-2023; Mean value of the scale ranging from 0 to 100 with 95 % confidence interval. 
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5. Development of the well-being dimensions

1 As the operationalisation system changed between 2015 and 2016, only values from 2016 are shown due to the limited comparability with pre-
vious years. 

Figure 4 shows the development of the various well-being  
dimensions for employees in Luxembourg from 2014 to 
2023. Job satisfaction and motivation at work decreased 
significantly between 2017 and 2018 and have been at a 
much lower level since then. Motivation at work also showed  
a further decline between 2018 and 2023, while burnout 

increased significantly overall between 2014 and 2023. Gen-
eral well-being decreased almost continuously between 2016 
and 2021, with a slight increase from 2022 onwards. Health 
problems, on the other hand, increased significantly between 
2016 and 2023. 1

Figure 4 :  Development of the well-being dimensions

Note: Data from QoW 2014-2023; mean value of the scale ranging from 0 to 100 with 95 % confidence interval. 

6. The QoW Index 2023 by demographics, occupational and organisational characteristics 
Figure 5 shows the QoW Index distinguished by various 
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sational characteristics (type of organisation and size of oper-
ation). Male employees have a slightly higher QoW Index than 
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ees residing in Germany and Luxembourg have the highest. 
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age values on the QoW Index. 

Employees who work in state organisations have a higher 
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organisations. People who work from home at least several 
times a month have a higher QoW Index than employees who 
do not work from home.
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Figure 5 :  The QoW Index 2023 differentiated by demographics 

Note: QoW 2023 data; mean value of the scale ranging from 0 to 100 with 95 % confidence interval. The red line represents the mean 
value of the QoW Index 2023 across all employees. 
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7. Relationship between quality of work/employment and well-being    
Figure 6 shows the correlation of the individual work and 
employment quality dimensions with the well-being dimen-
sions. Participation, feedback, autonomy, cooperation, satisfac-
tion with income, training and promotion opportunities, as well 
as Job security and the QoW Index are positively associated 
with job satisfaction, motivation at work and general well-be-
ing, and negatively associated with burnout and health prob-
lems. In contrast, psychological harassment, mental demands, 

time pressure, emotional demands, physical strain, risk of acci-
dents, difficulty in changing jobs and work-life conflicts are neg-
atively associated with job satisfaction, motivation at work and 
general well-being, and positively associated with burnout and 
health problems. In addition to the QoW Index, psychological  
harassment and work-life conflicts in particular show the 
strongest correlations with the well-being dimensions. 

Figure 6 :  Relationship between quality of work and employment and well-being

Note: Data from QoW 2023; correlations (Pearson’s r) with 95 % confidence interval.
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8. Summary  
The deterioration in psychosocial working conditions between 
2014 and 2020 appears to have stabilised somewhat since 
2021. Many downward trends appear to have at least been 
halted. Since then, the various dimensions have been at a 
lower level. Psychological harassment, mental demands, time 
pressure and emotional demands have decreased somewhat 
between 2021 and 2022 or at least have not deteriorated 
further and are back at the level of the pre-corona situation 
(2019). However, the continuous improvement in physical 
strain and the risk of accidents did not continue between 
2021 and 2023.

With regard to the employment quality dimensions, it can 
be seen that satisfaction with income has decreased over 
time and has remained at a lower level since 2020. Perceived 
training opportunities, which increased significantly in 2022, 
show an equally sharp decline in 2023. Promotion opportu-
nities also fell again in 2023. Job security – which rose contin-
uously between 2014 and 2019 – has remained stable since 
the COVID-19 pandemic. The difficulty of changing jobs has 
decreased overall between 2014 and 2023. Work-life conflicts 
– on a continuous upward trend between 2014 and 2022 – 
fell slightly for the first time in 2023.

With regard to the well-being dimensions of job satisfaction, 
work motivation and general well-being, a decline can be 
observed over time. These dimensions have stabilised some-
what since 2022 but are still below the level of the pre-corona 
virus situation (2019). Burnout and health problems have 
also risen almost constantly over time.

The dimensions of work and employment quality are asso-
ciated with various dimensions of well-being. In particular, a 
higher level of psychological harassment and work-life con-
flicts is associated with lower job satisfaction, lower work 
motivation and lower general well-being, as well as higher 
levels of burnout and more health problems. 

Differences in the QoW Index are particularly evident when 
differentiating between occupational groups. For example, 
managers have the highest QoW Index values and plant oper-
ators the lowest. Employees who work from home at least 
occasionally also have higher QoW Index values on average 
compared to employees who do not work from home.

9. References
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 Gov-ernment Response. IZA Discussion Papers No. 13159. Institute of Labor Economics (IZA), Bonn. https://www.econstor.
eu/bitstream/10419/216471/1/dp13159.pdf

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

Sischka, P., & Steffgen, G. (2023). Quality of Work. Quality of Work Research report on the 2023 survey wave.. Inside Research Report. 
Luxembourg : Université Luxembourg. https://www.csl.lu/app/uploads/2023/12/sischka-steffgen-2023-forschungsberi-
cht-qow-welle_2023_2023-10-26.pdf

Sischka, P. E., Schmidt, A. F., & Steffgen, G. (2022). COVID-19 countermeasures at the workplace, psychological well-being, and mental 
health - a nationally representative latent class analysis of Luxembourgish employees. Current Psychology. Advance online publica-
tion. 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

Steffgen, G., Sischka, P. E., & Fernandez de Henestrosa, M. (2020). The Quality of Work Index and the Quality of Employment Index: 
A Multidimen-sional 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



BETTERWORK N°1 - FEBRUARY 2024          9       

Method

For the "Quality of Work Index" study, on the work situation and quality of employees in Luxembourg, approx. 1,500-2,700 
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 refer to the surveys since 
2014 (Sischka & Steffgen, 2021a).

Table 1 : Methodological background of the QoW survey

Objective of the survey Investigating the work situation and quality of workers in Luxembourg

Conception,  
implementation  
and analysis

University of Luxembourg: Department of Behavioural and Cognitive Sciences,  
Luxembourg Chambre des Salariés,  
since 2014 Infas Institute, previously TNS-ILRES

Type of survey Telephone survey (CATI) or online survey (CAWI; since 2018) in Luxembourgish, German, French, 
Portuguese 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

Quality of work scales Scale Number 
of items

Cronbach's 
Alpha

Scale Number 
of items

Cronbach's 
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
Cooperation 4 0.79-0.84 Physical strain 2 0.68-0.76
Bullying 5 0.72-0.78 Risk of accident 2 0.75-0.85

Quality of employ-
ment scales

Scale Number 
of items

Cronbach's 
Alpha

Scale Number 
of items

Cronbach's 
Alpha

Income satisfaction 2 0.87-0.89 Job security 2 0.72-0.78
Training 2 0.74-0.87 Difficulty in changing jobs 2 0.81-0.84
Promotion 2 0.84-0.90 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 individ-
ual 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 Scale Number 
of items

Cronbach's 
Alpha

Scale Number 
of items

Cronbach's 
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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