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1. Introduction

The objective of WP8 was threefold:

1)  To disseminate results achieved in the project to relevant target groups on a national and on a European level: researchers, social partners (unions and employers), policy makers, professionals (e.g. HRM, Work and Organizational Psychologists, occupational health) and relevant audiences. 

2)  To consult and discuss results obtained with relevant target groups in order to identify and elaborate the implications of these results for European employment relations and for future policies on employment and well-being. 

3)  To disseminate the main results and implications for health and well being to the general public, through communication media. 

Futhermore, five deliverables were aimed in WP8. All of them have been achieved successfully. We will discuss each of them briefly:

8:1. Web page for the project. Although the goal was to set it for the four last months of the project, the web page was designed before the Stocholm meeting (April 2003) and put into operation immediately afterwards. Since then, it has been in continuous functioning and completely actualized. This way, it has allowed not only the dissemination of the project but also it became a useful tool for the coordination of the Psycones team. Finally, it has been planned to mantain the web page at least one year after the end of the project.

8:2. Documentation for symposia and workshops, and papers with the main results of the study will form the basis of a series of reports to be published in academic papers and disseminated through the web page. Fifty-two presentations in national and international congresses and twenty-six national and international publications have been produced until now. They include the organization of five symposia (four of them in international congresses) about the topics of our project. A last symposium has been accepted for the 26th International Congress of Applied Psychology that will be held in Athens during 2006. Information about all these presentations and publications has been disseminated through the web page in a continuous way.

8:3. Final report and conclusions in the web page of the project. You can find it in the section titled “Reports”, located in the open area of the web page, and so accessible to everybody.

8:4. Document with the summary of the main results and recommendations to be disseminated through the media for the general public and press releases and a list of the media to whom the information has been distributed. Eight press releases have been elaborated dealing with different topics of our project and presenting the main findings about each of them. It has been distributed among general and economic press of the different participant countries.

8:5. A book, bringing together the findings and lessons from the study, to be published after the completion of the project. In this moment we have the outline for the book and for the different chapters. Futhermore, the process of elaboration of the different chapters and publication of the book has been scheduled. This book is planned to be finished for July 2006. But additionally, another book has been published by our team, in which the literature and current research concerning “contracting” is reviewed. More specifically, a review of the impact of “contracting” across countries on aspects of individual well-being and organizational attitudes was done. The reference of the book is the following: De Cuyper, N.; Isaksson, K. & De Witte, H. (2005) (Eds.). Employment contracts and well-being among European workers. Ashgate. 

In the rest of the report we will inform more in detail about each of these deliverables. The structure follows the same order of the deliverables. First, we will report about the web page: the structure or contents, the process and the maintenance, and the future. Second, we will inform about the activities carried out to disseminate our findings among professionals, academics, and other relevant audiences, basically through the participation in congresses and the publications in academic journals. Third, we will report about the dissemination of main results and conclusions to the general public through communication media. Finally, we will inform about the present state of the book and the plans to be published after completion of the project.

2. The web page

2.1. Structure and contents of the web page

The initial page of the web page is located in the following address: http://www.uv.es/~psycon/ 

In it we can see the logo of Psycones project, participants countries and the links with to the different sections or divisions. The logo of and a link to the Fifth Framework Programme of the European Commission also appears.

The structure of the web page is divided in two big areas. One is an open area where everybody can access the information. The second one is referred to as “work area” and only project members are allowed to access.
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2.1.1. Open area

2.1.1.1. Aim

The aim of the open area, in line with the general objectives of WP8, was to provide information to participants, companies and to researchers, social partners, policy makers, professionals and relevant audiences.

Our aim is to provide information about some aspects of the process (e.g., to show companies the advantages of participating in the project) and about the results of the project.

2.1.1.2. Content

In this part, everybody can access all the elements fixed in the initial page except in the restricted area: the “work area”. The divisions without restrictions are: objectives, participants, reports, publications, national teams, links and photographs.

·  Objectives. In this section the objectives of the Psycones project are described. 

The general aim is to examine how the changing nature of employment relations in general and different forms of employment contract in particular affect the job security, well-being and health of workers in Europe and for comparative purposes Israel.

The specific objectives are: 

1. Integrate results from earlier relevant EU projects (e.g. NUEWO) in order to identify legal, labor market and cultural indicators affecting employment relations and thus assumed to influence the use and impact of employment contracts

2. If possible, select three sectors employing individuals on a variety of employment contracts, and approach companies/organizations within these sectors. Sectors have been chosen on the basis of their assumed importance for future EU policy and will therefore include (1) Food & Drink industry, (2) Retail & Sales, and (3) Educational sector in all countries.

3. Conduct surveys across countries and sectors with employees on different employment contracts to investigate antecedents of psychological contracts and perceived violations and the role of employment and psychological contract for the well-being of employees. 

4. Conduct interviews with managers (HRM and line managers) and union representatives in the employing organizations about policy and practices concerning the content and state of the psychological contract with permanent and fixed term/temporary workers in their organization.

5. Pool data and compare health and well-being for employees across sectors and countries.

6. Disseminate the results to three main target groups: companies (employers and workers), social partners and policy makers on a national and EU level.
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·  Participants. This section is addressed to the companies that participate in the research. In it we formulated questions that might be interesting from an organization’s point of view (e.g., “does temporary and permanent workers differ in their attitudes to work and to the company?” or “does temporary contracts affect employees performance?”).

Furthermore, in this section we describe some advantages that companies may obtain by participating in the project (e.g., a report will be presented to the company with information about its own results and a comparison with the results obtained in the sector).

Finally, there are two links, the first one refers to the data collection procedure and the second one provides general information about the employees’ questionnaire.
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·  Reports. In this section people can find four different reports:

·  The Saltsa report: the report of the pilot phase of the Psycones project.

·  Deliverable 1.1. From WP1: the state of the art with regard to research and facts and figures relevant for the Psycones project.

· Deliverable 2.2. From WP2: it offers a summary of the findings of the pilot study.

·  The final report of the Psycones project.
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·  Publications. In this section we can know all the publications and research papers done by the research team. Furthermore, the abstracts of most of the publications can be read.
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·  National teams. In this page, we present the list of people who belong to every national team. Every person has an associated link with his/her e-mail address. In each national team appears the link to the research team, university or association where researchers belong. 
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·  Links. In this page some interesting and useful links for the international team are included. A large array of topics are covered. First of all, we can find links to the web pages of the main congress that have been or will be taken place since 2004 to 2006. We have also links to web page of the Fifth framework programme of the European Community for research, or to the Sweden National Institute for Working Life. Finally, links to web pages related to psychological contract, work flexibility, and some other topics related with our project are also included.
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·  Photographs. This section is a more informal section. Here we can find some pictures of the researchers in the meetings that took place during the project.

2.1.2. Internal area (work area)

2.1.2.1. Aim

The aim of the internal area is to allow all the researchers to be in contact and to facilitate an easy access to all the information of the Psycones Project. Furthermore, another objective is to facilitate the coordination among national teams.

2.1.2.2. Content

To this area, only researchers of the different national teams have access. The information included in is: minutes, congress, meetings schedule, workpackages, publications, manuscripts and work proposals.
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·  Minutes. In this section we can find the minutes of all international team meetings: The first meeting was celebrated at Valencia during May-2002, the last meeting has taken place in September-2005 at Paris.
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·  Congress. This folder is divided in two big sections: National Congresses and International Congresses. Both of them are organized by events and the Psycones team members can access to all the contributions presented at any of the congresses.
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·  Meetings schedule. In this page we can find the schedule of the international meetings. This information was included before the meeting and researchers could make suggestions and to contribute with ideas to do a better meeting. 
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· Workpackages. In this page we can find the list of deliverables organized in workpackages. All workpackages were leaded by one partner, with the others contributing..

Every workpackage had a time schedule;  which provided the information to all partners about the starting time, to the foreseen end and the expected duration. Furthermore it also indicates the objectives that were aimed at, work methodology, expected results and the deliverables.

All the deliverables can be found and they can be downloaded by the Psycones team members.
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·  Publications. Here we can have access to the full text of the articles published by the researchers of the international team in academic papers.
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·  Manuscripts. This is a very similar area than previous one. Here we can access to full text in unpublished papers and manuscripts which are in the review process.
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·  Work Proposals. In this page we find the thesis proposals of junior researchers. In every proposal the main focus of the study and the program of specific articles are included.

[image: image14.wmf]0

10

20

30

40

50

60

70

80

90

100

Temporary

Permanent

Promises made by companies to workers 

(% of companies who made each promise)


2.2. Process issues related with the web page

The University of Valencia team is the partner in charge of web page design. All the partners made suggestions about the sections. A first draft was made before the Stocholm meeting (April, 2003) where the Spanish team made a proposal to the rest of the international team. In this meeting, the entire proposal was accepted except the logo. After new proposals the actual logo was chosen and used from then on. The web page was put in operation immediately after of the Stocholm meeting, and open to the public already in August 2003.

Every partner has been involved sending in new information: publications, congress, conferences. In this way web page was updated during the full period of the project. Everybody also sent relevant links.

Furthermore every time that something new was posted an alert was sent to the Psycones partners. 

The web was updated according to the project needs. For instance, in the data collection phase, a new section addressed to participants companies was created, where it was possible for them to find a short text describing the PSYCONES research and the advantages that they could get by participating. 

This process has been carried out by a webmaster who periodically updated the web and the Spanish team took care of the management. 

2.3. The future of the web page

The main function of the web page is to disseminate project results. For this reason, even though the Psycones project has finished, the web page will be kept open and the new information will be introduced.

In this way, we can have access to new publications, new communications, conferences, etc.

3. Documentation from symposia and workshops, and papers produced with the main results will form the basis of a series of reports to be published in academic papers and disseminated through the web page

Deliverable 8:2 contributes to fulfill objetives 1 and 2 of WP8. Objective 1 was to disseminate the results achieved on the project to relevant target groups on a national and on a European level: researchers, social partners (unions and employers), policy makers, professional (e.g. HRM, Work and Organizational Psychologists, ocuppational health) and relevant audiences.

With this purpose, members of the research team have attended National and International Congresses, allowing the dissemination of the main results not only across Europe but also on a more intercontinental scene. It is outstanding the contribution to the last two EAWOP Congresses (Lisbon, 2003; Istanbul, 2005). The EAWOP is the European Association of Work and Organizational Psychologists. Their congresses are the most important ones in Work and Organizational Psychology in Europe. Consequently, researchers and practitioners attend from every country around the world. In the Lisbon Congress a symposium was organized by the Psycones team under the title “Employment contracts, psychological contracts and employee well-being accross Europe” in which four papers of our team were presented (PIC-03-4, PIC-03-5, PIC-03-6, PIC-03-8). In a similar way, two symposia were organized for the EAWOP Istanbul Congress. The first of them was titled “Comparative perspectives on the psychological contract and employee well-being” and four papers of our project were presented (PIC-05-1, PIC-05-8, PIC-05-9, PIC-05-14). The second one was about “New perspectives on temporary working”. A total of five papers of our research team were presented in this symposium (PIC-05-2, PIC-05-3, PIC-05-10, PIC-05-13, PIC-05-16). Additionally, we organized two other symposia. The first one was titled “New employment relations, employment flexibility and psychological contract” and was organized for the IX European Congress of Psychology (Granada, 2005). Four papers of our team (PIC-05-6, PIC-05-7, PIC-05-11, PIC-05-17), and two from other researchers were presented.  The second symposium was about psychological contract and work flexibility and was carried out by the Spanish team in the IX National Congress of Social Psychology (La Coruña, 2005). Four papers were presented in it (PNC-05-2, PNC-05-3, PNC-05-5, PNC-05-8), and two more from other researchers. In all these symposia our project has raised the interest of the audience and generated interesting and stimulating debates. Most of the ideas that emerged in these debates have been incorporated in later papers and publications.

A last symposium has been submitted for the 26th International Congress of Applied Psychology that will be held in Athens during 2006. It is titled “Employment contracts, the psychological contract and worker well-being: Findings from the Psycones project”. Five papers will be presented in this symposium (PIC-06-1, PIC-06-2, PIC-06-3, PIC-06-4, PIC-06-5).

Two more comments regarding the dissemination of the project through our participation in congresses. First, in order to reach the relevant audiences, we have combined the attendance to congresses mainly for researchers, with others addressed mainly to social partners, policy makers, and professionals. And second, although our team is mainly composed by psychologists we also aimed to reach researchers and professional from other disciplines. In fact we attended Congresses of wider areas of Psychology (e.g. the 26th International Congress of Applied Psychology, 5th Conference on Psychology and Health, the 28th International Congress of Psychology, the 8th and 9th National Congress of Social Psychology in Spain, etc.), but also congresses of other disciplines or multidisciplinaries (e.g. Marktdag Sociologie, Third International Conference on Unemployment and Health, 20th European Group for Organization Studies Colloquium and the International Comission on Occupational Health Congress).

Furthermore we have contributed to the dissemination of our results through the publication of several papers in national (NP-02-1, NP-05-2, NP-05-3, NP-05-4, NP-05-5) and international academic journals (IP-04-1, IP-05-13). Additionally, some results have been published in the proceedings of diferent congresses (NP-04-1, NP-05-1). Futhermore, we have contributed to dissemination of the results through the publication of two book chapters (NP-03-1, NP-04-2), two reports (IP-03-1, NP-03-2) and a masther tesis (IP-03-2). Special attention deserves the publication of an international book (IP-05-7) containing 11 chapters all of the project team members (IP-05-1, IP-05-2, IP-05-3, IP-05-4, IP-05-5, IP-05-6, IP-05-8, IP-05-9, IP-05-10, IP-05-11, IP-05-12). The aim of this book was to review the literature and current research concerning “contracting”. More specifically, a review of the impact of “contracting” across countries on aspects of individual well-being and organizational attitudes was carried out. Research results about the employment and the psychological contract to a diverse range of outcomes were summarized for each country. In order to understand country-specific results, each country chapter begins with a short overview of the labour market and the relevant national legislation. All chapters follow a similar structure in line with a draft conceptual model presented at the outset of our project (see IP-03-1)

Finally, the edition of other book containing the main results of the project is planned. More information about this book is presented below (see section 5 of this report).

On the other hand, as part of data collection, we contacted a number of companies including employers, employees and union representatives. Feedback of results and discussions of their interpretation gave ample opportunities to disseminate results. The total number of participating organizations was more than 200 and most of them have received some kind of written report about the results from their own company and comparing to other companies in the sector.

Objective 2 was to consult and discuss results obtained with relevant groups in order to identify and elaborate the implications of these results for European employment relations and for future policies on employment and well-being. As we announced, this objective has been possible mainly trough the participation and discussion of the results of the project in the congresses. We also arranged a workshop with the NUEWO project in Stockholm in April 2003 to exchange ideas and experiences during planning of our study. We have also expressed our willingness to present results in Brussels to policy makers on a European level at some suitable ocassion in the near future. We feel convinced that this will be both relevant and meet great interest among both social partners and policy makers.

In Annex I, the list of presentations and publications of the project that have resulted till present is reported. Some of them inform of results of the pilot phase of the project. A public report from the pilot phase of the project was published by the grant giver, SALTSA (Joint Programme for Working Life Research) in the beginning of 2003 (see IP-03-1). SALTSA is joint undertaking by the Swedish confederations of employees and Sweden’s National Institute for Working Life. SALTSA is a channel to the Swedish unions and will be used for the dissemination and discussion of results from the PSYCONES.

The list is organized by years. Within each year, we have divided the different contributions in four sections: Presentations in International Congresses, Presentations in National Congresses, International Publications and National Publications. A code has been assigned to each contribution in order to facilitate their localization. This list will be increased considerably in next years, as a large number of publications are planned to come out mostly by joint work of two or more country teams. Furthermore, the content of the final book is also planned in a draft version and the work has been divided between us.

4. Dissemination of the main results and conclusions to the general public through communication media

The PSYCONES project was designed in a context of major changes in employment relationships and the nature of work, and of political debate regarding the policies and regulations needed to configure the future of the labour market in Europe. Frequently, these issues are discused from different positions loaded by values and ideology. Interests of parties in these relationships strongly influence discourses and suggestions over the practices and regulations to implement. In such a context, one of the main objectives from the PSYCONES project is to provide data and arguments to social agents and policy makers about employment contracts and their reationships with work health, attitudes and outcomes. In this sense, our project aimed as the 6th objective: 

 “Disseminate the results to three main target groups: companies (employers and workers), social partners and policy makers on a national and EU level”.

In order to achieve this goal, work-package 8 included different actions and deliverables to disseminate the main results and conclusions from the PSYCONES project to different audiences and publics. One of the deliverables promised a document with the summary of the main results and recommendations to be disseminated through the media for the general public and press releases and a list of the media to whom the information has been distributed. Our study provide data and empirical information on important aspects related to the political debate on European policies on work and labour market regulations, based on a rigorous research and a large sample. To allow access to these data and their main conclusions to the general public and the social agents through communication media, several short and clear messages have been prepared in a form that can be published by newspapers and other media, summarizing the main results, looking to catch the interest of the audiences, but retaining high levels of academic rigor in the information they include. 

4.1. Press releases: structure and content

To ellaborate the press releases, the research team selected a short number of main conclusions from the study. Once the “messages” were outlined, press releases were developed to communicate each of these messages. A first press release presenting an overview of the research project, the sample, variables included and main objectives was added. 

The structure for the press releases is the following: 

- Header: a short sentence addressed to capture the attention of readers on the topic reported. 

- A second-order header: an extension of the header, clarifying and broadening the meaning of contents included in the header. 

- A general paragraph, including a brief introduction to the project, a short description of the sample, and presenting the topic of interest and the project’s objectives related to this press release. 

- A synthesis of the main results of the project regarding the topic involved in the press release, (1-2 pages), including general data and explaining the main implications of results. 

-Reference to the project web-page address for more information.

-One or two additional tables or graphics, illustrating the main data provided. 

The following press releases were developed: 

PR1- This press release provides the introduction to the project: it describes the objectives, variables, sample and implications of the PSYCONES project

Header: “Psychological contract across employment situations”

2nd Header: “Studying the relationships among type of contracts, work and organizational characteristics and employees’ well-being and work outcomes”
PR2- It explains the differences in treatment that companies give to permanent and temporary workers and the degree of participation of both tpes of workers in several human resources practices 

Header: “The advantages of being permanent worker”

2nd Header: “Companies give a different treatment to permanents and temporary workers”

PR3- It shows data on past and future changes in the size of companies’ workforce and describes the main motives used by companies for hiring temporary workers

Header: “Why do companies hire temporary workers?”

2nd Header: “Prospects on temporary and permanent workforce”
PR4- It describes the perception of companies’ representatives of psychological contracts: promises made by the company to permanent and temporary employees, the perceived degree of fulfilment of promises made, and the perceptions about the promises made to the company by temporary and permanent workers and their degree of fulfilment. 

Header: “Employment relationships: What do European companies promise to workers, and what do workers offer in exchange?”

2nd Header: “The role of psychological contract from the point of view of employers”

PR5- It compares permanent and temporary workers in different groups of variables, such as demographic and job situation, job characteristics, support from the company, work-related health, work outcomes and employment prospects.

Header: “A good job? The type of contract is not the only matter”

2nd Header: “Differences among temporary and permanent workers are not always as though”

PR6- It describes the psychological contract from the point of view of employees, and compares permanent and temporary workers on their perceptions. Results on workers’ perceptions about promises made by the company, perceived degree of fulfilment, promises made by them to the company and the degree of fulfilment, perceptions of fairnes, trust and violations of psychological contract are shown. 

Header: “Employment relationships: What do European companies promise to workers, and what do workers offer in exchange?”

2nd Header: “The role of psychological contract from the point of view of employees”

PR7- It shows results from the relationships among work-health indicators and different groups of variables. Main predictors of workers’ health from employment prospect, support from company, job characteristics, preferences for contract and job, and psychological contract are considered. 

Header: “Companies' support and fulfilment of obligations make the difference!”

2nd Header: “It promotes work health variables and life satisfaction”

PR8- It shows the main results about the prediction of work outcomes (job satisfaction, organisational commitment, intention to quit the company and perceived performance) from the different groups of variabls included in the research. Variables such as employment prospect, support from company, job characteristics, preferences for contract and job, and psychological contract are considered predictors of work outcomes and relative importance of the different groups are discused. 
Header: “Companies' support and fulfilment of obligations to workers return the benefits!”

2nd Header: “Employment relationships influence workers’ attitudes and performance

The final content of all the press releases appears at Annex II . 

4.2. List of media and dissemination plan 


The press releases should be disseminated in different mass media. The dissemination plan includes the following aspects: 

- Press releases should be sent to nationwide news agencies and newspapers in every country included in the research. Local and regional newspapers are excluded by now. 

- The list of media includes financial papers. Tabloids are excluded. 

- Information distributed through the press releases includes the results from the overall samples. Data from national samples are not considered by now (if requested for different media, the research team will consider the possibility of providing national data). 

The list of media considered to disseminate the press releases is enclosed in the Annex III. 

5. Publications plan and the book

As the fifth deliverable foreseen in Work Package 8 it is: “A book, bringing together the findings and lessons from the study to be published after the completion of the project”.

During the project the issue of the joint publications, and specially the book announced in the work package 8, has been discussed in every plenary meeting. In fact, in the “Consortium agreement” signed in April 2003 by all partners the main rules for the joint, group and individual publications were established.

Furthermore, a sub-committee for the publication plan was established, leaded by the partner responsible of the work-package 8. This sub-committee initiated a process of consultation between September 2004 and January 2005. Afterwards, a meeting of the sub-committee was held in London the 26th of January 2005.

In this meeting the main guidelines for the publication plan were adopted and the outline and contents of the book were discussed in detail. Finally a plan for the book was developed and a first proposal of contents of the joint book was agreed.

In the plenary meeting in Paris 4-6 September 2005, the proposal of the outline of every chapter of the book was revised, and, as a result, a reformulation of the book outline and chapters was developed. Also the procedure to prepare the first version of every chapter was agreed and the calendar for the preparation of the book was established and agreed. Also, the potential publishers and the process of submitting the proposal to the publisher was discussed.

During the last months of the project the different sub-teams, responsible for the different chapters have been working in the preparation of a detailed outline of every chapter and afterwards an integrated formulation has been elaborated that will soon be sent to potential publishers.

Find the preparation of the proposal and the outline of the contents of the book en Annex IV.
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PIC-04-2. De Cuyper, N. & De Witte, H. (2004). Too (in) secure to feel good? A psychological contract approach to contract permanency, job insecurity and volition in their relation with job satisfaction. Paper presented for the Fifth Conference on Psychology and Health, Rolduc Conference Centre, Kerkrade, the Netherlands, May 10-12.
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IP-05-6. De Cuyper, N.; De Witte, H. & Isaksson, K. (2005). Psychological contracts. How to deal with complexity? In N. De Cuyper, K. Isaksson & H. De Witte (Eds.). Employment contracts and well-being among European workers, pp. 35-49. Ashgate.
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NP-05-7. Rigotti, T. (2005). Zwischen Unsicherheit und Flexibilität. Impu!se 49, Landesvereinigung für Gesundheit Niedersachsen.
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Annex II. Press releasess available in the web page and sent to the newspapers and other media.

Press Release 1. 

PSYCHOLOGICAL CONTRACT ACROSS EMPLOYMENT SITUATIONS

Studying the relationships between temporary employment, work and organizational characteristics, and employees’ well-being and work outcomes

A research project from six European countries and Israel had studied the relationships between employment contracts and work related health and outcomes. From a sample of more than 5000 employees (permanents and temporaries) from 202 companies, the project provides results on type of contracts, job characteristics, organizational support, human resources policies, equality, employment prospects and psychological contract (mutual promises made by companies and employees to each other). The relationship of these variables on work related health and well-being and relevant work outcomes (as job satisfaction, organisational commitment and performance). Comparisons between permanent and temporary employees in such aspects are made, and perceptions from companies and employees’ point of view are compared. Implications for policy makers, unions, employers and researchers are provided. 

In recent years, a policy debate and a series of European legislative activities have been based on the assumption that workers on non-permanent contracts are significantly disadvantaged when compared with permanent employees. European Union institutions are putting their interest on job quality. In trying to balance flexibility and security, legislation needs to include job quality, in order to prevent stress and increased sickness absence. 

In this context, a large cross-national research has been developed to investigate these concerns and assumptions. The project “PSYchological CONtract across Employment Situations” (PSYCONES) has been carried out by members of the National Institute of Working Life (Sweden, coordinator), University of Gent and Catholic University of Leuven (Belgium), University of Leipzig (Germany), King’s College of London (United Kingdom), Bar Ilan University (Israel), Tilburg University (The Netherlands) and University of Valencia (Spain). 

First a pilot study was developed under the auspicious of SALTSA (Joint undertaking by the three Swedish confederations of employees - LO, TCO, SACO - and the National Institute for Working Life) to develop instruments and measures, and to test concepts and models. Data were collected from 1573 workers of different companies in three sectors (retail, health care and temporary work agencies), and representatives of each company. Results from these data has been recently published into the book "Employment contracts and well-being among European workers" (2005). 

After the pilot study, the PSYCONES project was carried out with the support of the Fifth framework programme of the European Community for research, technological development and demonstration activities, in six European countries (Belgium, Germany, Netherlands, Spain, Sweden and United Kingdom), and for comparative purposes Israel. The main objective for the study was to examine how the changing nature of employment relations in general and different forms of employment contract in particular affect the job security, well-being and health of workers. 

Data were collected from employees and their employers about a large set of issues: organisational characteristics (size, ownership, changes in workforce composition, unionisation, employment prospects), human resources practices, employment contracts and motives to hire non-permanent workers, psychological contract (from both employer and employees’ point of view), job characteristics, employee prospects and preferences for jobs and contracts, support, reported behaviours and incidents (sick leave, harassment), work and general health variables, and work-related outcomes. 

The sample included 5288 employees (1981 non-permanent and 3307 permanent employees) from 202 companies of education, industries and retail sectors. For each company participating in the research, it was intended to survey one third of non-permanent workers and two thirds of permanent ones. Different job levels were represented on, with a large group of blue collar workers but also including intermediate level white collar workers and professionals. Results seem to be valid across several job levels, but the sample is not fully representative for countries and sectors. 

Specific goals pursued by this research were to compare different types of employment contracts along different work variables, including job insecurity, job characteristics, psychological contract, work-related health and well-being, and organisational outcomes (e.g. performance, organisational commitment and job satisfaction), to understand the role that psychological contract (reciprocal promises made by employers to employees and from employees to companies, degree of promises’ fulfilment, fairness and trust in future relationships) and to analyse the influence of organizational characteristics and HR practices on the psychological contract, work-related health and work outcomes

The research provides data and suggestions to advance the debate about labour policies and labour relationships, among researchers, policy makers and social agents as well as unions and employers’associations.The main results of the project are summarized in seven further press releases covering issues such as: 

-the different treatement and humen resources policies offered by companies to permanents and non-permanent workers; 

-motives for hiring non-permanent employees and companies’ employment prospects; 

-promises made by companies to workers and promises made by workers to companies from the point of view of companies representatives

-comparison between permanent and temporary employees in a large set of variables, such as job characteristics, health and well-being and organisational outcomes (satisfaction, commitment, performance) 

-the relationships between psychological contract (reciprocal promises made by companies and workers to each other) and employees’ health and well-being

-the relationships between psychological contract and organisational outcomes (satisfaction, commitment, performance)

-comparison between the point of view of both, companies and workers, on the psychological contract (reciprocal promises made by each party). 

Implications for policy makers, unions, employers and researchers are coming soon through those press releases, written reports and academic papers. 

More information is yet available on the PSYCONES web-page (http://www.uv.es/~psycon) or through national research teams. 

Contact persons: 

SWEDEN (Coordinating role) 

-Kerstin Isaksson (NIWL; kerstin.isaksson@arbetslivinstitutet.se)

BELGIUM

-Rita Claes (University of Gent; rita.claes@Ugent.be)

-Hans de Witte (Catholic University of Leuven; hans.dewitte@psy.kuleuven.ac.be)

GERMANY

Gisela Mohr (University of Leipzig; mohra@uni-leipzig.de)

ISRAEL

-Moshe Kraus (University of Bar-Ilan; krausm@mail.biu.ac.il)

THE NETHERLANDS

-Rene Schalk (University of Tilburg; M.J.D.Schalk@kub.nl)

SPAIN

-Jose. M. Peiró (University of Valencia; Jose.M.Peiro@uv.es)

UNITED KINGDOM

-David Guest (King’s College of London; david.guest@kcl.ac.uk)

Press Release 2. 

The advantages of being permanent employee

Companies give a different treatment to permanents and temporary workers

Results from a research project conducted in six European countries and Israel show that a considerable amount of companies offer a different treatment for temporary workers as compared with permanents. Almost half of the companies don’t give an equal treatment to temporary and permanent employees. Permanent workers are favoured in some human resources practices: more percent of them as compared with temporaries, received training, performance appraisals and performance-related pay. Many companies recognise that they favour their permanent employees in issues as opportunities for express their views, providing interesting and varied jobs, providing support for non-work activities and preventing harassment or bulling. 

A research conducted in six European countries , and for comparative purposes, Israel, with data collected from 202 companies of education, industries and retail sectors found that many companies give a different treatment to - permanent and non-permanent employees. The “PSYCONES” project (PSYchological CONtract across Employment Situations) has been funded by the EU and carried out by members of the National Institute of Working Life (Sweden) and seven universities from Belgium, Germany, Israel, The Netherlands, Spain, and UK. Responses from HR managers in these companies show that only the half of them (53.3%) gives exactly the same treatment to temporary and permanent workers. One third (35.4% of overall sample) reported that their companies make small differences between permanent and non-permanent workers. The remainder 11.3% of HR managers reported large differences in treatment for both groups of workers, in all cases favourable to permanent employees. 

Some differences among countries are noticed, although samples could be not representative for each country. HR managers from Spain (74.4%), UK (68.8%) and Germany (66.7%) report more equality in treating permanent and temporary workers. In contrast, Belgium (50%) Israel (41.7%), Sweden (40.7%) and Netherlands (30.5%) showed lower percent of companies that give the same treatment to permanent and non-permanent workers. Israel showed the highest percent of companies making large differences to temporary workers (41.7%). 

What are the most important differences between permanent and temporary employees with regard to human resources policies?

Almost all the companies favour their permanent workers in preventing harassment or bulling, ranging from 95% of companies in Spain from 100% in Netherlands, Germany, UK and Belgium. One out of four companies makes differences favourable to permanents in providing support with non-work responsibilities, with a minimum inequality for companies from Sweden (7%), Germany and UK (12%) and a maximum inequity for companies from Spain (38%) and Netherlands (44%). Less inequality appears for opportunities to express their views (ranging from 5% in companies from Belgium and 8% from Netherlands, to 18% from Spain and Sweden), and providing an interesting and varied job, (from 5% of companies from Belgium or 11% from Sweden to 23% of companies from Spain and 25% from UK). 

Additionally, HR managers reported the percent of permanent and temporary workers that received training and development, periodical performance appraisal and performance-related pay. The percentage of permanent workers exceed those of non-permanents in all the seven countries for these three human resources practices. Bigger differences appear for training and development: around an additional 10% of permanent workers than temporaries receive training and development in companies from Germany, UK and Sweden. In companies from Netherlands and Belgium an additional 16% of permanent workers receive training with respect to temporary workers, and Israel shows a gap of 22% between both groups of employees. Only in Spain, there were no differences in training participation among permanent and temporary workers. 

Permanent workers more often get a performance appraisal as compared to temporaries. Differences are around 10% in all countries, except for Sweden, where the differences are larger (93% of permanent workers and only 61% of temporaries). The mean difference of overall sample is 10%.

Performance-related pay is less extended among companies, and differences between permanent and temporary employees range from 3% in Germany and 10% in Sweden. Only in Spain this difference increases to a 15%. Mean differences for overall sample is 8%. 

Results from this research show that a considerable amount of companies offer a different treatment for temporary workers as compared with permanents. Almost half of the companies make differences between both types of employees. A higher amount of permanent workers receive human resources practices such as training, performance appraisals and performance-related pay. Many companies recognise that favour their permanent employees in issues as opportunities for express their views, providing interesting and varied jobs, providing support for non-work activities and preventing harassment or bulling. So, temporary workers receive poorer HR practices than permanent workers. 

More information: see http://www.uv.es/~psycon or contact the national research teams: 

SWEDEN (Coordinating role) 

-Kerstin Isaksson (NIWL; kerstin.isaksson@arbetslivinstitutet.se)

BELGIUM

-Rita Claes (University of Gent; rita.claes@Ugent.be)

-Hans de Witte (Catholic University of Leuven; hans.dewitte@psy.kuleuven.ac.be)

GERMANY

Gisela Mohr (University of Leipzig; mohra@uni-leipzig.de)

ISRAEL

-Moshe Kraus (University of Bar-Ilan; krausm@mail.biu.ac.il)

THE NETHERLANDS

-Rene Schalk (University of Tilburg; M.J.D.Schalk@kub.nl)

SPAIN

-Jose. M. Peiró (University of Valencia; Jose.M.Peiro@uv.es)

UNITED KINGDOM

-David Guest (King’s College of London; david.guest@kcl.ac.uk)
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Press Release 3. 

Why companies hire temporary workers?

A third of companies expect workforce growth in next three years

Results from a research developed in six European countries and Israel suggest that companies hire temporary workers mainly for coping with flexibility needs (covering long absences, matching peaks on demands, covering short term absences and trial periods before offering permanent contracts) more than for long-term strategic motives such as saving costs or improving capabilities and performance. Companies in educational sector hire temporaries for filling vacancies and bringing specialist skills more than in industries and retail sector. Temporary workers preferred permanent contract, but in some cases, they reported advantages to accept a temporary arrangement. Companies from retail and industries use more frequently motives as matching peaks on demand, offering trial periods and covering unusual working hours than in education. Future prospects suggest than a third of companies expect workforce increases, and a half of them stay the same. 

A large research has been conducted in six European countries plus Israel, with data collected from over 200 companies of education, industries and retail sectors and 5288 employees (3307 permanent and 1981 temporary employees). The PSYCONES project (“PSYchological CONtract across Employment Situations”) has been funded by the EU and developed by members of of the National Institute of Working Life (Sweden), and seven universities from Belgium, Germany, Israel, The Netherlands, Spain, and UK. This survey asked to HR managers about their main motives for hiring non-permanent workers. 

Main motives for hiring temporary employees from the overall sample are related with covering absences (both long term and short term), followed by offering trial periods before permanent contracts, and by matching staff to peaks in demands. These four motives are the most frequently used in most countries, but in diferent order. So, covering maternity and long term absences is the main motive reported by managers from The Netherlands, Belgium, UK and Spain, and the second motive in Sweden and Germany. Offering trial periods is the main motive reported by companies from Sweden and Israel and the third motive in The Netherlands and Spain. Matching staff with peaks in demands is reported as the main motive in Germany, and the second most important in The Netherlands, Spain, UK and Israel. 

Other motives for hiring temporary employees are reported as less important by managers, as saving costs (wage, training or fringe-benefit costs) and the use of expertise and improvement of performance. Only in Israel motives related with saving costs are reported by a similar percent of managers than other motives, and motives related with expertise and performance are frequently mentioned by UK managers. 

Some differences by countries appear, but the sample is not fully representative by countries, so these results must be taken with caution. Employers in Israel are less likely to cite the motive of covering long-term absences and are more likely to cite the motives of offering trial periods before employing a permanent employee, saving training costs and saving fringe benefit costs. Companies from Spain report more frequently than those from Germany, The Netherlands, Sweden and Israel in hiring temporaries for filling vacancies. Companies from Sweden report more frequently than companies from Germany, UK, Belgium and Spain, that they hire temporary employees for offering trial periods before employing a permanent employee.

By sectors, motives as “to match staff to peaks in demand”; ”trial periods before employing a permanent”, and “to have personnel for unusual working hours” are less used in education than in the manufacturing industry and the retail sectors. In contrast, the education sector is higher than both the manufacturing and the retail sectors regarding the motive of “unable to fill vacancies”, and higher than the retail sector with respect to “binging in specialist skills”.

Why do temporary workers accept their arrangement? 

The research requested data from 1981 temporary employees with different types of contracts (fixed-term, daily/on call, on probation, training, seasonal, contractors, etc.). Temporary workers reported their main motives to accept a non-permanent contract (workers could pick up several motives). Different reasons are considered as “pull motives” or aspects that can be viewed as attractive or beneficial in some way, as “it suits my present needs or situation”, “offers me a higher wage”, “gives me more freedom”, “offers me supplementary income” or “allows me to gain experience”. Other aspects as considered “push motives” which indicate that worker prefers a permanent contract but is pressured into temporary work, as ”difficult to find a permanent job”, “hope to gain a permanent contract” or only type of contract I could get”. Last motive considered is ambiguous, “is the contract offered with the job I wanted”.

Temporary workers reported as main motives to accept their non-permanent contract “hoping to gain a permanent contract”, the contract offered with the job wanted” and the only type of contract I could get”. Other important motives were “to gain experience”, difficult to find a permanent job” and suits my present needs”. These results showed that many workers preferred a permanent contract, but there are other motives that are important; e.g., the opportunity to develop skills. In addition, some motives may be combined. For example, some temporaries highlight the motive 'to gain permanent employment' but at the same time they are well aware of the advantages of being temporary employed. So, temporary workers reported “push” as well as “pull motives” to accept a non-permanent contract. There were differences between workers in these motives as a function of their sector, their country and their type of temporary country. Nevertheless, the sample is not fully representative with regard to these variables. For instance, 62% of temporary workers have a fixed-term contract. Temporary contracts in this sample had a mean duration of 14 month, and the remaining time of contract at the survey date was 7 months. On average, the sample was optimistic about the possibility of employment continuation after finishing current contract through the same company. In sum, it appears a certain degree of variety about the motives workers reported for accepting a temporary contracts, sometimes not preferred. But there could be different advantages in temporary contracts for some group of employees.  

Past employment evolutions and future prospects about workforce increase

Over the past three years, there was an increase in the staff of surveyed companies. Nevertheless, the method for selecting the companies could have produced an overestimation of growing organisations as non-permanent workers in the firm was a requisite to participate in the research. More than a half of the companies (54%) reported that in last three years, the number of workers increased. Only 20% of sample organisations reported a workforce decrease. Israel showed the lowest percent of growing companies (39%), and Spain the higher percent (60%). When considering changes in number of non-permanent employees, results show higher levels of stability: 41% of companies reported changes in temporary workforce. Great variability across countries appears: the percentage of companies reporting no changes in temporary workforce ranged from 25% in the UK and 35% in Israel to 52% in Spain. In contrast, another 41% of enterprises reported a growth in the number of temporary employees with higher figures in Germany (59%), UK (56%) and Israel (48%). 

Companies’ prospects for the three next years show staff stability. About half of companies expect no growth in staff. One third of all companies expect some degree of growth. Only 18% of companies expect to get smaller. The UK and Spain have higher expectations to grow (56% and 46% each) and Germany (11%) and The Netherlands (19%) present lower prospects. 

In sum, results from this research suggest that companies hire temporary workers mainly for coping with flexibility needs (covering long absences, matching peaks on demands and trial periods before offering permanent contracts) more than for long-term strategy. Educational sector has a little bit different motives to hire temporaries than manufacturing and retail (more for filling vacancies and bringing specialist skills and less for matching peaks on demand, offering trial periods and covering unusual working hours than the other sectors). In last three years, the number of temporary workers increased in most companies (although the sample could not be representative in this sense), but permanent ones, too. Future prospects suggest than a third of companies expect workforce increases, and a half of them stay the same. 

More information: see http://www.uv.es/~psycon or contact the national research teams.

SWEDEN (Coordinating role) 

-Kerstin Isaksson (NIWL; kerstin.isaksson@arbetslivinstitutet.se)

BELGIUM

-Rita Claes (University of Gent; rita.claes@Ugent.be)

-Hans de Witte (Catholic University of Leuven; hans.dewitte@psy.kuleuven.ac.be)

GERMANY

Gisela Mohr (University of Leipzig; mohra@uni-leipzig.de)

ISRAEL

-Moshe Kraus (University of Bar-Ilan; krausm@mail.biu.ac.il)

THE NETHERLANDS

-Rene Schalk (University of Tilburg; M.J.D.Schalk@kub.nl)

SPAIN

-Jose. M. Peiró (University of Valencia; Jose.M.Peiro@uv.es)

UNITED KINGDOM

-David Guest (King’s College of London; david.guest@kcl.ac.uk)
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Press Release 4. 

Employment relationships: What do European Companies promise to workers, and what do workers offer in exchange?

The role of the psychological contract from the point of view of employers. 

Data from HR managers of 200 companies were collected in a research project carried out in six European countries and Israel. Companies made a large number of promises to permanent workers, while somewhat less promises were made to temporary employees. Promises made were fulfilled in a high degree for both types of workers. Moreover, companies representatives perceived a high number of promises made by permanent workers, only a few bigger than the number of promises made by temporaries. A similar degree of promises’ fulfilment from both groups was perceived by managers. Interestingly, managers reported more promises made by employees than promises made by the companies, but they perceived a higher degree of promises fulfilment from the companies and a lower fulfilment from the workers. 

A large research has been conducted in six European countries, and for comparative purposes, Israel, with data collected from 202 companies of education, industries and retail sectors. The PSYCONES project (“PSYchological CONtract across Employment Situations”) has been funded by the EU and developed by members of the National Institute of Working Life (Sweden) and seven universities from Belgium, Germany, Israel, The Netherlands, Spain, andUK. HR managers were asked to describe the psychological contract established between employees and their companies. The psychological contract describes mutual promises with regard to the employment relationship, and the extent to which these promises are kept. The psychological contrac has a key influence in shaping employees’ attitudes and behaviours. HR managers were asked to report if their company promised each of 15 different features to permanent workers and temporaries. When a promise was made, managers reported the degree of fulfilment of such a promise. 

Regarding promises made by companies, three groups of work features appeared. Most companies promised their workers a fair treatment by managers, good working atmosphere, a safe working environment, working together in a pleasant way, a reasonably secure job, opportunities to advance and an environment free of violence and harassment (around 80% of companies promise each aspect). Around two thirds of companies promised workers to participate in decision making, a good pay for work done, flexibility to matching demands of non-work roles, a challenging job and a career. Lastly, around a half of companies promised an interesting job, help with dealing out-work problems and future employment prospects. 

As managers answered these questions distinguishing between permanent and temporary workers, some differences appeared. For such aspects as a reasonable secure job, opportunities to advance, to provide a career and to participate in decision-making and a career, companies promised to temporary workers in a 18% less than to permanent ones. In the remaining work features, the number of companies who promised them to temporary workers is around 5-10% lower than those who promised them to permanents. 

Regarding the degree of promises’ fulfilment, HR managers reported a high degree of fulfilment in promises such as environment free from violence, a reasonably secure job, a safe work environment, fair treatment from managers, good pay for work done, a good working atmosphere and working together in a pleasant way. Other features were largely fulfilled, like dealing with problems outside work, a challenging job, an interesting job, flexibility to match with non-work demands, opportunities to advance, participate in decision-making and future employment prospects. The promise most difficult to keep was a career for both permanent and temporary workers and participate in decision making for temporaries. This means that, when companies made a promise to their workers, the degree of fulfilment is moderate to high, and fulfilment of promises is very similar to permanent and temporary workers. Only promises with regard to a reasonably secure job and decision-making participation are kept in a larger degree for permanent workers than for temporary employees. An interesting remark is that the degree of promises’ fulfilment differs across countries in a noticeable way, with companies from Germany and Belgium showing a higher degree of fulfilment and with companies from Spain and Israel showing lower levels.

HR managers were asked to report about the kind of commitments workers made towards the company, based on a list of 17 important work aspects. From the point of view of the company, both permanent and temporary workers promised most features. Twelve aspects were promised by more than 80% of workers: to respect the norms, be punctual, to be a good team player, to meet performance expectations, to work extra time when required or to show loyalty, among others. Only aspects such as to work enthusiastically on jobs they prefer not doing, to be responsible for their career, to provide innovative suggestions, to accept an internal transfer if necessary, and go to work even if they don’t feel well were promised by a percent of workers ranging from 54% to 75%. Permanent employees promised in a higher degree than temporary two features, to be responsibles for their career and to provide innovative suggestions (differences of 10%), and temporary workers promised in a larger degree than permanents to develop competencies to perform efficiently their job. These results mean that workers promised a big range of commitments to their companies, both permanents and temporaries in a similar degree (only a 3% overall differences among promises made by each group). 
Regarding the degree to which workers fulfil the promises they made, companies perceived a lower degree of employees’ fulfilment when compared with own company promises. HR Managers perceived nine features as largely kept by employees: respect the norms, be polite with customers despite they are rude, work extra time when required, be a good team player, show loyalty, protect company’s image, be punctual, meet performance expectations or assist others with their job. Remaining aspects were fulfilled in a lower degree: develop new skills , accept internal transfer, go to work even don’t feeling well, volunteer to do tasks outside job description, develop competencies to perform efficiently, work enthusiastically on jobs they prefer not doing, be responsible for their career and provide innovative suggestions. In some cases, managers perceived a lower degree of promises fulfilment from temporaries (show loyalty and protect company’s image), but in others temporary employees fulfilled their promises better than permanents the promises made (accept an internal transfer, be punctual, be responsible for their career, volunteer to do tasks outside job description). 

Results from this research show that companies made a large number of promises to permanent workers, while somewhat less promises were made to temporary employees. When promises were made, companies reported a high degree of fulfilment for both types of workers. Moreover, companies representatives perceived a high number of promises made by permanent workers, only a few bigger than the number of promises made by temporaries. Companies perceived a similar degree of promises fulfilment from both groups. Interestingly, managers reported more promises made by employees than promises made by the companies, but they perceived a higher degree of promises fulfilment from the companies and a lower fulfilment from the workers. 

In short, employers promised more things to permanent employees, but fulfil the commitments made to permanents and temporaries to same degree. In contrast, companies’ representatives perceived a similar number of promises made from both groups of workers and the same degree of fulfilment of such promises. In this way, we can expect that permanent workers would be more disenchanted with the level of commitment that companies showed to them. 

More information: see http://www.uv.es/~psycon or contact the national research teams.

SWEDEN (Coordinating role) 

-Kerstin Isaksson (NIWL; kerstin.isaksson@arbetslivinstitutet.se)

BELGIUM

-Rita Claes (University of Gent; rita.claes@Ugent.be)

-Hans de Witte (Catholic University of Leuven; hans.dewitte@psy.kuleuven.ac.be)

GERMANY

Gisela Mohr (University of Leipzig; mohra@uni-leipzig.de)

ISRAEL

-Moshe Kraus (University of Bar-Ilan; krausm@mail.biu.ac.il)

THE NETHERLANDS

-Rene Schalk (University of Tilburg; M.J.D.Schalk@kub.nl)

SPAIN

-Jose. M. Peiró (University of Valencia; Jose.M.Peiro@uv.es)

UNITED KINGDOM

-David Guest (King’s College of London; david.guest@kcl.ac.uk)
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Press Release 5. 

A good job? Type of contract is not the only matter

Differences among permanent and temporary workers are not always as though

A research project from six European countries and Israel, compared permanent and temporary employees from 202 companies of education, industries and retail sectors. Both types of workers differ in many variables. Permanents are older, and more tenured than temporaries had more qualified jobs and are in more in contract and job of preference. Temporaries achieved higher academic level than permanents, had more frequently an additional job, received more organisational support but were less involved in human resources practices. Permanents worked more hours weekly than temporaries, perceived more overload, but had more autonomy at work and had more opportunities to use their skills. Nevertheless, permanent workers as compared with temporaries, reported more anxiety, irritation and depression, lower life and job satisfaction, but higher organisational commitment, lower intention to quit the company and higher feelings to be efficient at work. These differences can be explained by the higher workload and hours worked, lower organisational support, worse psychological contract and more tenure of permanent employees. Moreover, temporaries in the study had some degree of stability, received high organisational support and did not report poor working conditions. Levels of permanent workers’ health are not bad in absolute figures, and long-term effects of temporary employment has not been considered. 

A large research has been conducted in six European countries plus Israel, with data collected from 5288 employees (1981 non-permanent and 3307 permanent employees) from 202 companies in education, industries and retail sectors. The ”PSYCONES” project (PSYchological CONtracts across Employment Situations) has been funded by EU and developed by members of the National Institute of Working Life (Sweden) and seven universities from Belgium, Germany, Israel, The Netherlands, Spain, andUK. This study aims to analyse the relationship between type of contract, and both work characteristics and workers' health and well-being. 

Results from this research showed that permanent employees worked weekly three and a half hours more than temporaries (36.2 versus 32.9. hours per week), they were more tenured (11.2 years versus 2.7 years), older (40 years versus 32 years) and more unionized (45% versus 30%). Furthermore, temporaries have more often had an additional job (16% versus 8%). 

The sample includes a higher proportion of unskilled blue collar workers among temporaries (29.6%, only 19.9 among permanents), and a larger percent of permanents working as upper white collar employees (17.8%, only 13.6% of temporaries) and skilled blue collar workers (12.8%, vs. 3.6 among temporaries). Nevertheless, temporaries achieved a higher educational level than permanents. 

Temporary employees were more insecure about the future of their job, but there were no differences on employability (perceived expectancies to remain employed in the same or another job). Permanent workers were far more likely to report being on their contract of choice. Results furthermore indicated that permanent workers were more likely to have the job and profession of their choice. 

Permanent employees reported that they have greater autonomy in doing their job than temporary workers, but permanents perceived higher workload (quantity of work to be done) than temporaries. Permanent workers reported more clarity about what work to do and how to do their tasks and they can use more skills and capabilities in doing their job than temporaries. Permanent workers perceived more occupational self-efficacy than temporary employees (they pereceive themselves a little bit more efficient at work). 

Permanent workers tend to be involved in human resources practices and policies (e.g. participation, training, equal opportunities or support for non-work activities),more frequently than temporary employees. However, temporary employees reported more support both from supervisors and the company than permanents. 

Nevertheless, permanent workers showed worse results than temporaries in some work health and well-being indicators. For instance, permanent employees were more irritated, more anxious and more depressed than temporaries. They had lower levels of sickness absence and presence. Moreover, they reported a lower levels of general health and job satisfaction. In contrast, permanent workers showed higher commitment with the company, higher self-perceived performance and lower intention to quit the company. 
These surprising results can be explained in some ways. First, the sample included various types of temporary employees, working in different sectors and occupational levels. Moreover, most of the temporary workers reported a considerable level of employment stability, and a considerable share of temporaries expected to be made permanent. In addition, temporaries perceived high levels of organisational support. On the other side, permanent employees worked more hours weekly and perceived higher workload. Second, other variables as psychological contract could play a role in explaining well-being of workers. Results from the same study showed a good psychological contract between temporaries and their companies. Third, permanent employees have lower levels of health and well-being, when compared to temporaries. But this does not mean low levels in absolute figures neither for temporary nor for permanent employees. Fourth, tenure could help to explain these results, as permanent workers are much more tenured than temporaries. Last, long-term effects of temporary employment has not been considered in this research. 

In sum, results form this cross-national research showed that permanent and temporary workers differ in many work variables. Permanent workers were older, more tenured, had more qualified jobs and perceived more security at job than temporaries. Moreover, permanents reported more than permanents being in the contract, job and profession of their choice, had more clarity about what to do and have more opportunities to use different skills, but worked more hours per week and showed higher workload. . Permanents showed lower levels than temporaries in some health variables and work outcomes (e.g. anxiety, irritation, general health, life and job satisfaction) but better levels in other indicators (e.g. higher organisational commitment, lesser intention to quit the company, higher self-efficacy). Lower levels of permanents’ health variables and work outcomes can be explained by their higher workload and hours worked, lower organisational support, worse psychological contract and more tenure. Moreover, temporaries in the study had some degree of stability, received high organisational support and did not report poor working conditions. Despite these arguments, levels of permanent workers’ health are not bad in absolute figures, and long-term effects of temporary employment has not been considered. 

More information is yet available on the PSYCONES web- page (http://www.uv.es/~psycon) or through national research teams. 

Contact persons: 

SWEDEN (Coordinating role) 

-Kerstin Isaksson (NIWL; kerstin.isaksson@arbetslivinstitutet.se)

BELGIUM

-Rita Claes (University of Gent; rita.claes@Ugent.be)

-Hans de Witte (Catholic University of Leuven; hans.dewitte@psy.kuleuven.ac.be)

GERMANY

Gisela Mohr (University of Leipzig; mohra@uni-leipzig.de)

ISRAEL

-Moshe Kraus (University of Bar-Ilan; krausm@mail.biu.ac.il)

THE NETHERLANDS

-Rene Schalk (University of Tilburg; M.J.D.Schalk@kub.nl)

SPAIN

-Jose. M. Peiró (University of Valencia; Jose.M.Peiro@uv.es)

UNITED KINGDOM

-David Guest (King’s College of London; david.guest@kcl.ac.uk)
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Press Release 6. 

Companies' support and fulfilment of obligations make the difference!

It promotes work health variables and life satisfaction

A research conducted in six European countries and Israel, with data from 202 companies and more than 5000 permanent and temporary employees, analysed work-related health, well-being and work outcomes. Anxiety, depression and irritation appeared strongly related with violation of psychological contract, fulfilment of employee obligations, job insecurity, several job characteristics and organisational support. Permanent workers report lower levels on these work health variables. Occupational self-efficacy were mainly influenced by job characteristics, content and fulfilment of employee obligations, job insecurity and employability. The main variables affecting perceptions of positive work life interference were job characteristics, content and fulfilment of employee obligations. Many variables influence life satisfaction, but fairness, employability, organisational support and workload are the more relevant to life satisfaction. 

A large research has been conducted recently in six European countries and Israel, .with data collected from 5288 employees (1981 non-permanent and 3307 permanent employees) working in 202 companies in education, industry and retail sectors. The ”PSYCONES” project (PSYchological CONtracts across Employment Situations) has been funded by EU, and has been developed by members of the National Institute of Working Life (Sweden) and seven universities from Belgium, Germany, Israel, The Netherlands, Spain and UK. The project aims to analyse what variables from work and organisation influence work related health, well-being and other work outcomes as job satisfaction and organisational commitment. 

This study considered five work related health indicators (occupational self-efficacy, positive work-life interference, anxiety, depression and irritation) and two general health indicators (general health and life satisfaction). To explain health at work, a number of work variables have been considered: employment prospects (temporary versus permanent contract, job insecurity, employability), volition (being in contract of choice, job of choice and profession of choice), job characteristics (role clarity, autonomy at work, skill utilisation and workload), and supervisory and organisational support. Psychological contract (content and fulfilment of promises or obligations made by companies to workers and by workers to companies) is also considered as predictor of workers’ health. 

Self-efficacy (workers’ perceptions of themselves as being competent at work) increases when employees perceive more autonomy at work, more clarity about what work to do and how to do tasks, and more support from supervisors and company. Self-efficacy decreases when workers perceived more job insecurity and more workload (amount of work to do). The more promises made from employee to company and the more fulfilment of such promises, the higher self-efficacy is perceived. 

Several variables help to explain positive work-life interference. Workers were more able to perceive their work affecting positively their lives when they perceived more support from supervisors and company, more autonomy at work, more opportunities to use their skills at work, and when they promised more aspects to the company. In contrast, feeling of companies’ violations of promises made, reduced the positive influence of work into the employee’s life. 

Similar work variables predict employees’ feelings of anxiety and depression at work. Employees felt more depressed and anxious when perceived more insecurity at job, more workload (amount of work to do), and more violations of companies’ promises. When employees experienced more employability (capability to remain employed or attain a new job), more organisational support, more role clarity and autonomy at work, and perceived a fair treatment by the company, they reported lower levels of anxiety and depression. Workers’ feelings of irritation increase as workload, job insecurity and sense of violation of company’s promises do. Organisational support produced a small decrease in workers’ irritation. 

Several variables had some influence on worker's general health. Employees showed better general health when they perceived more promises made to the company and higher fulfilment of them, when they felt more employable and more autonomous at work. But workers showed worse general health as insecurity at work, amount of work to do (workload) and violation of company’s promises increased. 

Work variables showed a stronger effect on life satisfaction. Fairness at work, being employable and organisational support increased perceived life satisfaction, as well as reduced workload. Violation of company’s promises, trust and job insecurity influenced life satisfaction, but their effects were smaller. 

A general picture can be built on these data. Anxiety, depression and irritation are strongly related with violation of psychological contract, and fulfilment of employee obligations, job insecurity, several job characteristics and organisational support. Permanent workers report lower levels of work health. Occupational self-efficacy and positive work life interference are mainly influenced by job characteristics, content and fulfilment of employee obligations. Job insecurity and employability are the main variables affecting perceptions of self-efficacy. Type of contract has no significant relations when the other variables are considered. Many variables influence life satisfaction, but fairness, employability, organisational support and workload are the more relevant to life satisfaction.  

These results have important implications for management. Companies must fulfil the promises they made to workers, develop a trusting relationship and provide support for employees for promoting well-being and health and positive attitudes at work. When workers report fulfilment of promises made to their companies, they show better well-being at work. When employees work in jobs and profession of their preference, enhanced health and positive attitudes come out. Job characteristics, mainly workload and autonomy, influence health variables, so companies should be interested on redesigning jobs to promote autonomy and remove work overload. Working with a permanent contract has an influential role on health and well-being, not explained by the other variables considered in this study. Long term effects of different job and organisational features should be studied. 

More information: PSYCONES web-page (http://www.uv.es/~psycon) or through national research teams. 

Contact persons: 

SWEDEN (Coordinating role) 

-Kerstin Isaksson (NIWL; kerstin.isaksson@arbetslivinstitutet.se)

BELGIUM

-Rita Claes (University of Gent; rita.claes@Ugent.be)

-Hans de Witte (Catholic University of Leuven; hans.dewitte@psy.kuleuven.ac.be)

GERMANY

Gisela Mohr (University of Leipzig; mohra@uni-leipzig.de)

ISRAEL

-Moshe Kraus (University of Bar-Ilan; krausm@mail.biu.ac.il)

THE NETHERLANDS

-Rene Schalk (University of Tilburg; M.J.D.Schalk@kub.nl)

SPAIN

-Jose. M. Peiró (University of Valencia; Jose.M.Peiro@uv.es)

UNITED KINGDOM

-David Guest (King’s College of London; david.guest@kcl.ac.uk)
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Press Release 7. 

Companies' support and fulfilment of obligations to workers return the benefits!

Employment relationships influence workers’ attitudes and performance

A research conducted in six European countries and Israel, with data from 202 companies and more than 5000 permanent and temporary employees, analysed work outcomes as jobs satisfaction, organisational commitments, intention to leave the company and performance. Job satisfaction appeared strongly related with being in job and profession of choice, skill utilisation, organisational support and violation of company obligations. Organisational commitment show strong relationships with supervisory and organisational support, and number of promises made by workers and their degree of fulfilment. Intention to quit the company are bigger when workers perceive violations of psychological contracts, when they are not in their job of choice, when feel insecure at job and when perceive lower organisational support. Finally, self perceptions of workers’ performance are strongly related with promises made by workers to the company, with job characteristics as autonomy, role clarity and skills utilisation, and with fulfilment of companies’ promises and reduced fairness. Data suggest some implications for management, as paying attention to psychological contract, organisational support, job characteristics and employment prospects, companies can improve workers’ attitudes and well-being at work`. 

A large research has been conducted recently in six European countries and Israel, with data collected from 5288 employees (1981 temporaries and 3307 permanent employees) working in 202 companies of education, industries and retail sectors. The PSYCONES project (PSYchological CONtracts across Employment Situations) has been funded by the EU and developed by members of the National Institute of Working Life (Sweden) and seven universities from Belgium, Germany, Israel, The Netherlands, Spain and UK. The project aims to analyse what variables from work and organisation influence work attitudes as as job satisfaction, organisational commitment, intention to quit the company and performance.The research also analysed the influences on well-being and health at work. 

To predict employees’ levels in job satisfaction, organisational commitment, intention to quit the company and performance (among other work outcomes), this study considered a number of work variables: employment prospects (temporary versus permanent contract, job insecurity, employability), volition (being in contract of choice, job of choice and profession of choice), job characteristics (role clarity, autonomy at work, skill utilisation and workload), supervisory and organisational support. Psychological contract, defined as the mutual of promises or obligations made by companies to workers and by workers to companies, is also considered as predictor of work outcomes. Psychological contract includes employees perceptions on what promises made their companies to them and their fulfilment, what promises made themselves to company and their fulfilment, and fairness, trust and feelings of violations in the labour exchange. 

Results of the study showed that some variables had an important influence on workers’ job satisfaction. When workers are in the job and profession of their choice, have many opportunities to use their skills at work and perceived support from the company, show higher job satisfaction. Feelings of violation of promises made by the company reduced job satisfaction. Other variables showed a moderate relationship with job satisfaction. So, workers receiving support from their supervisor, having high autonomy at work and promising and fulfilling more promises to their company show higher satisfaction. In addition, results showed that working as permanents tend to decrease job satisfaction permanent workers reported lower job satisfaction. 

The variables considered strongly affected the levels of organisational commitment. Workers are more committed with their companies as they perceive more support from their supervisor and the company. The more promises made and fulfilled by the employee to the company , the more committed were the worker. Other variables showed an influence on organisational commitment, but lower than those mentioned. So, workers in a job and profession of their choice, having opportunities to use their skills at work and being fair treated by their company are more committed with their firm. In contrast, job insecurity (anticipated risk of job loss) and company’s violation of psychological contract (perceiving feelings of betrayal and lack of interest in fulfilling promises made) let to reduced employee’s organisational commitment. Last, more committed workers are those showing more workload (having more amounts of work to do). 

Intention to quit the company was strongly related to violation of employer obligations and employee prospect variables. When employees felt that their psychological contract was breached, they showed more intention to leave the firm. When workers did not have their job of choice, they considered to leave the company more often. Other variables showed weaker relationships with intention to quit: job insecurity and employability increased the intention to leave the company. The more promises were made by the employee, the higher the fulfilment of such promises was, and the more trust employees perceived in their company, the lower their intention to quit. Role clarity (knowing clearly how to do the work), opportunities to use their skills at work and supervisory support also contributed to reduce intention to quit. After including all these variables, permanent workers showed a slight higher intention to quite the firm than temporaries. 

Self-perceived performance was showed high relationships with some variables from the study. So, workers reported better performance when reported more fulfilment of promises made to the company. Moreover, some job characteristics improved workers’ performance, as having autonomy at work, role clarity (knowing clearly how to do their work) and opportunities to use skills at work. Fulfilment of companies’ promises led to increased performance, but high performance is associated with lower perceptions of fairness. Other variables showed weak relationships with self-perceived performance: organisational support and perceptions of being employable increases job performance. In contrast, violations of psychological contract and job insecurity decreased employees’ performance. 

A general picture can be built on these data. For job satisfaction and organisational commitment, psychological contract variables, both from employer and employee obligations, showed the biggest effects. Organisational and supervisory support, and being in job and profession of choice also showed strong relationships. For intention to quit, the strongest relationships were with violation of psychological contract, employee obligations, employment prospects and organisational support. Perceived performance showed a slight different pattern, with job characteristics, fairness and employee obligations as the main related variables. 

These results may have important implications for management. Companies must fulfil the promises they made to workers, develop a trusting relationship and provide support for employees to induce positive attitudes at work and well-being. Job characteristics, mainly autonomy and opportunities to use worker’s skills have a positive influence on job attitudes and performance, so companies may benefit from redesigning jobs to promote autonomy and to facilitate the use of workers’ skills. Being in the job and profession of choice increased job satisfaction and organisational commitment, reducing turnover intention. Working with a permanent contract has an influential role on job satisfaction and intention to quit. Permanent workers tend to be less satisfied than temporaries, and they have more intention to quit their company. Paying attention to psychological contract, organisational support, job characteristics and employment prospects, companies can improve workers’ attitudes and well-being at work. 

More information: http://www.uv.es/~psycon or through national research teams: 

Contact persons:
SWEDEN (Coordinating role) 

-Kerstin Isaksson (NIWL; kerstin.isaksson@arbetslivinstitutet.se)

BELGIUM

-Rita Claes (University of Gent; rita.claes@Ugent.be)

-Hans de Witte (Catholic University of Leuven; hans.dewitte@psy.kuleuven.ac.be)

GERMANY

Gisela Mohr (University of Leipzig; mohra@uni-leipzig.de)

ISRAEL

-Moshe Kraus (University of Bar-Ilan; krausm@mail.biu.ac.il)

THE NETHERLANDS

-Rene Schalk (University of Tilburg; M.J.D.Schalk@kub.nl)

SPAIN

-Jose. M. Peiró (University of Valencia; Jose.M.Peiro@uv.es)

UNITED KINGDOM

-David Guest (King’s College of London; david.guest@kcl.ac.uk)
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Press Release 8. 

Employment relationships: What do European Companies promise to workers, and what do workers offer in exchange?

The role of psychological contract from the point of view of employees. 

A research conducted in 202 companies from six European countries and Israel, analysed mutual promises made by companies and workers to each other (5288 employees, 3307 permanents and 1981 temporaries). Aspects more promised by companies to workers are described, and also the aspects more often promised by workers to companies. Permanent workers reported more promises made by their companies than those reported by temporaries, but lower degree of fulfilment when promises were made, except for secure job and providing a career. 

Moreover, permanent workers usually make more promises to their companies than temporary workers, specially regarding behaviours that suppose and extra level of involvement with the company. Nevertheless, temporary employees reported a larger degree of fulfilment of promises they made. As a result, temporaries perceived higher degree of fairness and trust and lower feelings of violation than permanents. 

Results showed that from the employees’ point of view, their companies made less number of promises than workers did. Moreover, employees reported higher fulfilment of promises made than their companies did.

A large research has been conducted in six European countries and Israel, with data collected from 5288 employees (3307 permanent employees and 1981 temporary workers) from 202 companies of education, industries and retail sectors. The PSYCONES project (PSYchological CONtract across Employment Situations), has been funded by the EU, and whas been developed by members of members of the National Institute of Working Life (Sweden) and seven universities from Belgium, Germany, Israel, The Netherlands, Spain and UK. Its aim is to analyse the relationships between type of contracts, jobs characteristics and various other job features, workers’ health and work attitudes and performance. The research pays attention to the role of psychological contracts on these relationships. Psychological contract is defined as ’the perceptions of mutual comittments made by each party of the employment relationship’. More specifically, it is about what companies promise to workers and what workers promise to company to reciprocate. The key variables concern the content of promises,  the degree of fulfilment of the promises made, fairness and trust developed in employment relations and feelings of violation. These variables may influence workers’ health and job outcomes. 

Companies’ promises to employees

Workers reported for each of 15 listed promises which ones they were promised by their organization. When a promise was made to an employee, he or she reported the degree of fulfilment. Results show which aspects are promised by companies to most workers. The promise made most often to the workers is a safe work environment (76%). Other aspects such as a good working atmosphere, working together in a pleasant way, a reasonably secure job, fair treatment, and an environment free from violence were also promised to a majority of workers, from 63 to 71%.Around a half of workers (49 to 59%) perceived their company as promising them opportunities to advance and grow, good pay for the job done, a challenging job, flexibility to match with non-work demands, participation in decision making and an interesting job. Finally, three aspects are promised to less than 45% of the workers: future employment prospects, provide a career, and help to deal with problems outside the work. 

It is interesting to note that companies, in general, promised these aspects more often to permanent workers than to temporaries. The largest difference was found on the organisation’s promise to provide a reasonably secure job (promised to 77% of permanent workers and to 50% of temporary ones). Several other job features were promised more to permanent workers than to temporaries, with the differences ranging from 10% to 18%: participation in decision making, provide a career, opportunities to advance, a safe working environment, good pay for the job done, a challenging job, an environment free from violence and help to deal with problems outside the work. This may imply that European companies are more committed to permanent employees, in special for long-term job arrangements, as compared with non-permanent workforce. 

Workers from our study found a moderate degree of fulfilment of promises made by their companies. Only three job features were fulfilled in high degree when promised: an environment free from violence, a reasonably secure job and safe working environment. Moderate levels of fulfilment were perceived by workers in many job features. In contrast, some aspects focused in long term relationships were only partially fulfilled by companies: provide a career , opportunities to advance, future employment prospects and participation in decision making.

Although job features were promised more to permanents than to temporaries, workers had a different perception of fulfilment. So, permanents perceived a higher degree of fulfilment than temporaries only for two promises: a reasonably secure job and provide a career. For all other promises, temporary workers perceived their higher fulfilment than the permanent workforce did. Larger differences appeared for good pay for the job done, a good working atmosphere, fair treatment by managers and supervisors, flexibility to match non-work demands and to work together in a pleasant way.

Workers’ promises to companies

Another relevant issue is to clarify what employees offer in exchange to the commitments made by their companies. This research asked employees about what they promised to their companies, based on a list of 17 promises. Their perception about self-fulfilment of such promises was also requested. As could be expected, workers reported more promises made to their company than the ones they received from it. Seven aspects were promised by most workers (from 81% to 92%): respect company rules and regulations, turn up for work in time, meet performance expectations, be a good team player, assist other with their jobs, develop the skills to be able to perform well the job and work extra time when required. Other job features were promised by a large number of workers(from 73% to 79%): volunteer to do task outside job description, show loyalty, be polite with customer even when they don’t be, work enthusiastically in task they not prefer to do, develop new skills, protect company’s image and be responsible of own career. Three remaining aspects were promised by fewer, though still more than half of the employees (from 51% to63%): make innovative suggestion, go to work even feeling not well  and accept an internal transfer if necessary (51%). 

Four aspects showed no differences between permanents and temporary employees: respecting rules, accepting internal transfer, work in time, meet performance expectation, and be a good team player. In contrast, permanent workers promised more often than temporaries aspects as develop new skills, make innovative suggestions, protect company’s image, show loyalty and go to work even don’t feeling well. All these aspects revealed an upper sense of involvement with the company, with differences between permanents and temporaries ranging from 9 to15%. 

Workers reported a higher degree of fulfilment in the case of promises made by them as compared  to company’s promises. From the workers’ point of view, they fulfilled most promises made to employers in a high degree, in special, aspects related with job specifications and interpersonal behaviours (e.g. protect company’s image, be polite with customers even when they don’t be, show loyalty, work extra time when required, be a good team player, assist others in their job, respect rules or work in time). Only three job features were fulfilled less often: develop new skills, work enthusiastically in tasks they not prefer to do, and make innovative suggestion. So, only extra-role behaviours were a bit difficult to meet, when promised by workers. 

Only in the case of making innovative suggestions, fulfilment made by permanent workers exceeded that from temporaries. For the other aspects, temporary employees reported a higher degree of fulfilment than permanent ones. Differences among both groups of workers were moderate in six job features (e.g. be polite with customers even they don’t be, work enthusiastically in task they prefer not to do, be responsible for own career, develop skills to be able to perform well and accept an internal transfer) and were smaller for the remaining aspects. 

These results help to explain why temporary employees reported more fairness in their relationship with the company, more trust in future relationship and lesser sense of violation of the psychological contract, as compared with permanent workers. In general, permanents perceived over 9 organisational promises, while temporaries perceived below 8 organisational promises. In exchange, permanent workers made near 14 promises to their companies, while temporaries promised near 13. Nevertheless, temporary employees perceived that their companies fulfilled the promises better. In exchange, temporary workers reported higher fulfilment of their own promises as compared to permanents As permanents expect more and receiving less, sense of fairness and trust is lower for this group, and psychological contract is viewed as violated in more cases.

More information available on the PSYCONES web-page (http://www.uv.es/~psycon) or through national research teams. 

Contact persons: 

SWEDEN (Coordinating role) 

-Kerstin Isaksson (NIWL; kerstin.isaksson@arbetslivinstitutet.se)

BELGIUM

-Rita Claes (University of Gent; rita.claes@Ugent.be)

-Hans de Witte (Catholic University of Leuven; hans.dewitte@psy.kuleuven.ac.be)

GERMANY

Gisela Mohr (University of Leipzig; mohra@uni-leipzig.de)

ISRAEL

-Moshe Kraus (University of Bar-Ilan; krausm@mail.biu.ac.il)

THE NETHERLANDS

-Rene Schalk (University of Tilburg; M.J.D.Schalk@kub.nl)

SPAIN

-Jose. M. Peiró (University of Valencia; Jose.M.Peiro@uv.es)

UNITED KINGDOM

-David Guest (King’s College of London; david.guest@kcl.ac.uk)
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Annex III. List of media to distribute press releases

(List extracted from the web page: http://www.abyznewslinks.com)

Media Type



Media Focus
MG-Magazine 


BU-Business

NP-Newspaper


GI-General Interest

PA-Press Agency

List of Media to distribute press releases

	Country
	Media name
	Type
	Focus
	Language
	Select

	Belgium
	Belgisch Staatsblaad
	NP
	GO
	NLD
	¿?

	Belgium
	Belgisches Staatsblatt
	NP
	GO
	DEU
	¿?

	Belgium
	De Financieel Economische Tijd
	NP
	BU
	NLD
	Yes

	Belgium
	De Gentenaar
	NP
	GI
	NLD
	Yes

	Belgium
	De Standaard
	NP
	GI
	NLD
	Yes

	Belgium
	Het Nieuwsblad
	NP
	GI
	NLD
	Yes

	Belgium
	La Derniere Heure
	NP
	GI
	FRA
	Yes

	Belgium
	La Libre Belgique
	NP
	GI
	FRA
	Yes

	Belgium
	Le Soir
	NP
	GI
	FRA
	Yes

	Belgium
	L'Echo
	NP
	BU
	FRA
	Yes

	Belgium
	Moniteur Belge
	NP
	GO
	FRA
	¿?

	Belgium
	Belga
	PA
	GI
	
	

	Germany
	Der Spiegel
	MG
	GI
	DEU
	¿?

	Germany
	Focus
	MG
	GI
	DEU
	¿?

	Germany
	Mein Geld
	MG
	BU
	DEU
	¿?

	Germany
	Stern
	MG
	BU
	DEU
	¿?

	Germany
	Wirtschafts Woche
	MG
	GI
	DEU
	¿?

	Germany
	Aktiv
	NP
	BU
	DEU
	Yes

	Germany
	Bild
	NP
	GI
	DEU
	Yes

	Germany
	Borsen-Zeitung
	NP
	BU
	DEU
	Yes

	Germany
	Das Ostpreussenblatt
	NP
	GI
	DEU
	Yes

	Germany
	Deutsches Allgemeines Sonntagsblatt
	NP
	GI
	DEU
	Yes

	Germany
	Die Tageszeitung
	NP
	GI
	DEU
	Yes

	Germany
	Die Welt
	NP
	GI
	DEU
	Yes

	Germany
	Die Zeit
	NP
	GI
	DEU
	Yes

	Germany
	Financial Times Deutschland
	NP
	BU
	DEU
	Yes

	Germany
	Frankfurter Allgemeine Zeitung
	NP
	GI
	DEU
	Yes

	Germany
	Frankfurter Rundschau
	NP
	GI
	DEU
	Yes

	Germany
	Handelsblatt
	NP
	GI
	DEU
	Yes

	Germany
	Junge Freiheit
	NP
	GI
	DEU
	Yes

	Germany
	Junge Welt
	NP
	GI
	DEU
	Yes

	Germany
	Rheinische Post
	NP
	GI
	DEU
	Yes

	Germany
	Rheinischer Merkur
	NP
	GI
	DEU
	Yes

	Germany
	Suddeutsche Zeitung
	NP
	GI
	DEU
	Yes

	Germany
	Deutsche Presse Agentur
	PA
	GI
	
	

	Germany
	Pressetext Deutschland
	PA
	BU
	
	

	Germany
	Reuters
	PA
	GI
	
	


List of Media to distribute press releases (continued)

	Country
	Media name
	Type
	Focus
	Language
	Select

	Netherlands
	Elsevier
	MG
	GI
	NLD
	¿?

	Netherlands
	Quote
	MG
	BU
	NLD
	¿?

	Netherlands
	Roundabout
	MG
	GI
	ENG
	¿?

	Netherlands
	Algemeen Dagblad
	NP
	GI
	NLD
	Yes

	Netherlands
	De Telegraaf
	NP
	GI
	NLD
	Yes

	Netherlands
	De Volksrant
	NP
	GI
	NLD
	Yes

	Netherlands
	Het Financieele Dagblad
	NP
	BU
	ENG
	Yes

	Netherlands
	Het Financieele Dagblad
	NP
	BU
	NLD
	Yes

	Netherlands
	Het Parool
	NP
	GI
	NLD
	Yes

	Netherlands
	NRC Handelsblad
	NP
	GI
	NLD
	Yes

	Netherlands
	Trouw
	NP
	GI
	NLD
	Yes

	Netherlands
	ANP
	PA
	GI
	
	

	Netherlands
	Nieuwsbank
	PA
	GI
	
	

	Spain
	ABC
	NP
	GI
	SPA
	Yes

	Spain
	Cinco Dias
	NP
	BU
	SPA
	Yes

	Spain
	El Mundo
	NP
	GI
	SPA
	Yes

	Spain
	El Pais
	NP
	GI
	SPA
	Yes

	Spain
	Expansion
	NP
	BU
	SPA
	Yes

	Spain
	La Gaceta de los Negocios
	NP
	BU
	SPA
	Yes

	Spain
	EFE
	PA
	GI
	
	

	Spain
	Europa Press
	PA
	GI
	
	

	Sweden
	Affars Varlden
	MG
	BU
	SWE
	

	Sweden
	Arbetaren
	MG
	GI
	SWE
	

	Sweden
	Proletaren
	MG
	GI
	SWE
	

	Sweden
	Tempus
	MG
	GI
	SWE
	

	Sweden
	Veckans Affarer
	MG 
	BU
	SWE
	

	Sweden
	Aftonbladet
	NP
	GI
	SWE
	

	Sweden
	Dagens Industri
	NP
	BU
	SWE
	Yes

	Sweden
	Dagens Nyheter
	NP
	GI
	SWE
	Yes

	Sweden
	Expressen
	NP
	GI
	SWE
	Yes

	Sweden
	Goteborgs Posten
	NP
	GI
	SWE
	Yes

	Sweden
	Ruotsin Suomalainen
	NP
	ET
	FIN
	¿?

	Sweden
	Svenska Dagbladet
	NP
	GI
	SWE
	Yes

	Sweden
	SydSvenska Dagbladet
	NP
	GI
	SWE
	Yes

	Sweden
	TT
	PA
	GI
	
	

	France
	Le Monde
	
	
	
	

	France
	Liberation
	
	
	
	

	France
	Le Monde Diplomatique
	
	
	
	

	International
	Wall Street Journal
	
	
	
	

	International
	Washington Post 
	NP 
	GI 
	ENG 
	


List of Media to distribute press releases (continued)
	Country
	Media name
	Type
	Focus
	Language
	Select

	UK
	Economist
	MG
	GI
	ENG
	Yes

	UK
	Economist Britain
	MG
	GI
	ENG
	Yes

	UK
	New Statesman
	MG
	GI
	ENG
	Yes

	UK
	Spectator 
	MG 
	GI 
	ENG 

	Yes

	UK
	Daily Mail
	NP
	GI
	ENG
	

	UK
	Daily Star
	NP
	GI
	ENG
	

	UK
	Evening Standard
	NP
	GI
	ENG
	

	UK
	Express
	NP
	GI
	ENG
	

	UK
	Financial Times
	NP
	BU
	ENG
	Yes

	UK
	Guardian
	NP
	GI
	ENG
	Yes

	UK
	Independent
	NP
	GI
	ENG
	Yes

	UK
	Mail on Sunday
	NP
	GI
	ENG
	

	UK
	Metro
	NP
	GI
	ENG
	

	UK
	Mirror
	NP
	GI
	ENG
	

	UK
	Morning Star
	NP
	GI
	ENG
	

	UK
	News of the World
	NP
	GI
	ENG
	

	UK
	Observer
	NP
	GI
	ENG
	

	UK
	Socialist Worker
	NP
	GI
	ENG
	

	UK
	Sun
	NP
	GI
	ENG
	¿?

	UK
	Sunday Mirror
	NP
	GI
	ENG
	

	UK
	Sunday People
	NP
	GI
	ENG
	

	UK
	Sunday Times
	NP
	GI
	ENG
	

	UK
	Telegraph
	NP
	GI
	ENG
	Yes

	UK
	Times
	NP
	GI
	ENG
	Yes

	UK
	Press Association
	PA
	GI
	
	

	UK
	Reuters
	PA
	GI
	
	

	Israel
	Al Sabar
	MG
	GI
	ARA
	

	Israel
	Challenge
	MG
	GI
	ENG
	

	Israel
	Jerusalem Report
	MG
	GI
	ENG
	

	Israel
	Aurora
	NP
	GI
	SPA
	

	Israel
	Globes
	NP
	BU
	ENG
	

	Israel
	Globes
	NP
	BU
	HEB
	

	Israel
	Ha'aretz
	NP
	GI
	ENG
	

	Israel
	Ha'aretz
	NP
	GI
	HEB
	

	Israel
	Hazofe
	NP
	GI
	HEB
	

	Israel
	Jerusalem Post
	NP
	GI
	ENG
	

	Israel
	Jerusalem Post
	NP
	GI
	FRA
	

	Israel
	Maariv
	NP
	GI
	ENG
	

	Israel
	Maariv
	NP
	GI
	HEB
	

	Israel
	Yedioth Ahronoth
	NP
	GI
	ARA
	

	Israel
	Yedioth Ahronoth
	NP
	GI
	ENG
	

	Israel
	Yedioth Ahronoth
	NP
	GI
	HEB
	

	Israel
	PR Newswire
	PA
	BU
	
	

	Israel
	Jewish Telegraphic Agency
	PA
	GI
	
	


Annex IV. Proposal and outlines of the contents of the book

Title:
Employment Contracts, Psychological Contracts and Worker Well-Being: A European Study

Type of Book: Monograph

Synopsis:

The changing competitive environment, the changing nature of work and the changing interests and priorities of both employers and employees have led to a growth of interest in flexible employment.  Flexible employment can take a number of forms, sometimes summarised as numerical, functional and reward flexibility.  At a policy level, much of the interest has focused on numerical flexibility and one feature of this, temporary employment contracts, is the focus of our book.

The key policy question, especially in the European Union, starts from the assumption that while numerical flexibility, and more specifically temporary employment, may benefit the organisation, it is likely to have a harmful effect on employees.  The risk is that temporary workers become marginalized, deprived of access to the best jobs and to development opportunities and subject to insecurity and stress.  The result is reduced levels of well-being.  This concern has been sufficient to lead to European legislation on the rights of workers on fixed-term contracts and legislation has also been mooted to promote the employment rights of other types of temporary workers and notably temporary agency workers.

Despite the widespread picture of the precarious temporary worker, the reality is likely to be more complex.  First, an increasing number of observers argue that in many respects permanent employment has become as insecure as temporary employment, reflected, perhaps symbolically, in the loss of the traditional psychological contract of job security and a career in return for good performance and loyalty.  Secondly, temporary workers are not homogeneous.  A number of commentators have heralded the arrival of ‘free’ knowledge workers with high skills that are in demand and who prefer to negotiate their own deal and value freedom from organisational constraints.  They can be contrasted with low skill workers who would prefer but cannot get a permanent job and who are more likely to be disadvantaged by a temporary contract.

In summary, temporary employment has become a focus of debate, theory and research.  Organisational imperatives suggest that it is likely to become more widespread while the European policy perspective implies that its potential excesses need to be controlled.  The book addresses these concerns by contributing both theory and a strong new body of empirical data.  It addresses, as its core concern, the relationship between temporary employment contracts and worker well-being.  It does so partly within the theoretical framework of the psychological contract and it advances theory by exploring several facets of the psychological contract as potential means of explaining this relationship.  However the psychological contract is only one potential influence and the study develops a wider analytic framework that also considers the role of a range of other factors including job insecurity, workload, employment alternatives and choice.  All of these might influence well-being and a core aim of the research is to determine which have the strongest impact.  In this context, well-being is broadly defined to embrace health, stress, anxiety, depression, self-efficacy, the impact of work on home and life satisfaction.

The study covers seven countries, Belgium, Germany, The Netherlands, Spain, Sweden and the UK, as well as Israel as a comparator outside Europe.  Data were collected from over 5000 workers in over 200 organisations. Data were collected from both temporary and permanent workers and from employers.  They were collected within the context of a clear conceptual framework.  

The results are controversial.  They show that a range of factors influence employee well-being.  However they also show, in every country, that temporary employees report higher well-being than permanent workers.  In terms of theory, the results highlight the importance of the psychological contract, and in particular the negative consequences of violating the psychological contract, for well-being.  At the same time, they break new ground by exploring a range of dimensions of the psychological contract from the perspective of both employees and employers.  The findings raise important questions for the current policy debates and in relation to what is happening to work and in particular to the experiences of those working in permanent jobs.  While acknowledging the precarious nature of temporary jobs, the study points to the need to consider the precarious elements in many permanent jobs as work becomes more pressured and stressful.  The book finishes by outlining the steps needed to improve the quality of all jobs.  

Table of Contents

NB: Against each chapter, the authors listed below are usually the main researchers who have responsibility for the chapter.  It is likely that in most cases, additional names of researchers who have contributed to the project will be added as appropriate.

Chapter 1: Introduction: Flexible Employment and Worker Well-Being in 21st Century Europe (David Guest, Kerstin Isaksson and Hans De Witte)

The world of work is being transformed.  The search for competitive advantage has led to calls for a more enterprising and dynamic approach to management, including management of the workforce.  A major vehicle with which to achieve this is employment flexibility.  For firms, this provides an opportunity to control and perhaps reduce costs and respond rapidly to changing circumstances. For workers, the outcomes are less clear.  A case has been made for the arrival of the “free” knowledge worker with readily transportable skills who can operate in a boundaryless environment and choose the type of work and employment contract that best suits their preferences.  In a context where worker values may be changing to give greater prominence to work-life balance, these preferences may not always coincide with those of employers.  In contrast, flexibility is also associated with the marginalisation of less skilled workers, who are seen as part of a “secondary” labour market and disadvantaged accordingly.  This disadvantage can be characterised in terms of increasingly precarious employment.  Flexible employment therefore has the potential to both enhance and reduce workers’ well-being.

Concern about the consequences of the search for competitive advantage for employees has led to growing concern to identify and ensure good employment practice.  There are several features of good employment including aspects of job content and working hours.  There has been particular concern about the costs to employee well-being of job insecurity and the European Union has proposed legislation that promotes the rights of those in precarious employment contracts.  Underpinning this is an assumption that the permanent full-time job is a desirable standard and that workers need protection if they are subjected to any significant departure from this.  One variation that has been widely and increasingly used in a number of countries is employment on various types of temporary contract.

The pervasiveness of changes in employment contracts, in the content of jobs, in the intensification of work and in the expectations about managing the work-life interface has resulted in growing concerns about worker well-being.  There is much interest in work-life balance but also in stress, burnout and a rise in sickness levels, notably in welfare-oriented countries like Sweden.  We suspect that the experience of employment has an important bearing on well-being but we still know too little about how the range of employment policies and practices and specifically flexible employment contracts affect well-being.  This is a major focus of the book.

To explore the relationship between employment contracts, and in particular temporary or permanent employment contracts and worker well-being, we need a clear conceptual framework within which to collect and analyse information and from which it is possible to draw useful policy conclusions.  This book uses the psychological contract as an organising framework.  The utility of the psychological contract as an analytic construct is now widely recognised and it is particularly valuable in this context because of its focus on employees and for placing employee experiences and perceptions at the heart of the analysis.  At the same time, the psychological contract is concerned with the exchange between employee and employer, so attention is focussed on the concerns of both employers and employees and on the consequences of meeting or failing to meet the commitments one side makes to the other.  Research using this framework can therefore focus on the causes, content and consequences of “the deal”, incorporating employment contracts as a key determinant and employee well-being as a major outcome.  

The four themes outlined above, namely the changing nature of work, the focus on good employment practice, the concern for employee well-being and the role of the psychological contract as a useful analytic framework for the study of the impact of different types of employment contract on worker well-being provide the main focus of the content and analysis in the first chapter.  All these issues are set in the context of debates about pan-European developments and the importance of comparative analysis that can take account of potential similarities and differences in relevant national institutions.  The final sections of the chapter describe and justify the analytic framework and set  out the content and focus of the subsequent chapters.

Chapter 2: Concepts and Methods (Thomas Rigotti, Gisela Mohr, Michael Clinton, David Guest)

This chapter briefly outlines how the study was undertaken.  It presents a justification for the general research strategy.  It describes the operationalisation of the initial conceptual framework, the pilot study and the subsequent adjustments. It sets out the process whereby employee and employer questionnaires were developed, piloted and agreed and the challenges of undertaking comparative research.  It also describes the process for establishing national dimensions for comparison.  Two concepts that receive particular attention and lie at the core of the study are the definitions of temporary and permanent employment and the nature and dimensions of the psychological contract.

A core part of the chapter describes the sample of employers and more particularly employees.   It includes some detailed information on the experiences and motives of temporary workers.  In so doing, it begins to build a picture of our sample of temporary workers and how they compare with permanent employees.   

The study involves the development and testing of a number of new scales as well as the adaptation of a number that already exist.  The third part of the chapter outlines and justifies the measures and their statistical properties.  This chapter therefore provides an important base for the findings reported in subsequent chapters.

Chapter 3: Flexible Employment and Temporary Contracts: The Employer’s Perspective (Jose Maria Peiro, Kerstin Isaksson)

A distinctive feature of this study is the exploration of employment contracts and the psychological contract from the perspective of both the employee and the employer.  This chapter focuses on the employer’s perspective.  It starts by setting out a conception of the employment relationship as consisting of clusters of human resource practices offered to groups of employees and employee contributions that result in response to such practices.  A distinctive contribution of this chapter is an integration of the literature on the employment relationship and the psychological contract to provide a focus for the study.

The chapter explores the content of, and rationale for employment policy in the 200 organisations that participated in the study, placing particular emphasis on any differences in their policies and practices towards permanent and temporary workers and the reasons for hiring temporary workers..  These policies and practices are set in the context of information about employment trends and prospects in the organisations.  Particular attention is given to the human resource practices reported by the employer as being in place and to any differences in the practices applied to permanent and temporary workers.  Various types of statistical analysis are used to explore key combinations of practices and to identify clusters of organisations with respect to the organisation of their employment policies and practices and the factors that determine these clusters.  One indication of the effectiveness of human resource policies and practices is the extent to which there is agreement between the practices the managers say are present and the experiences of the workforce.   The chapter will explore the psychological contract from the employer’s perspective, comparing the kind of “deal” that offer and deliver to permanent compared to temporary workers and what they expect in return from each group of workers.

Employers in each organisation provided subjective ratings of the performance of permanent and temporary workers. We examine the factors associated with the more or less positive ratings and with differing assessments of the performance of permanent and temporary workers. 

Chapter 4: Individual and Organizational Outcomes of Employment Contracts. (Hans De Witte, Moshe Krausz, Gisela Mohr)

This chapter presents the core findings comparing workers on permanent  and temporary contracts.  First it explores differences in job insecurity, contract of choice, roles and employability.  The assumption is that temporary workers are disadvantaged in all these respects which should explain why they have lower levels of well-being.  Secondly, the chapter explores differences on the range of outcome variables that represent aspects of well-being, related issues such as work-life balance and life satisfaction and also various aspects of work performance.  Thirdly, there is a more detailed examination of the sample of temporary workers, in the context of debates about their heterogeneity, to explore differences between them relating to skill, contract of choice and other factors that have been identified as likely to characterise various sub-groups of temporary staff.  The final main section, still concentrating on the temporary workers, explores how far intermediate variables such as contract of choice and insecurity help to explain differences in their well-being.

The core results in this chapter show that there are some important differences between temporary and permanent workers.  Temporary workers report poorer intermediate outcomes, such as insecurity and employment contract of choice but more positive well-being.  This implies the need for a complex analysis to unravel these potentially contradictory links.   

Chapter 5: The Content of the Psychological Contract. (Rene Schalk, Gisela Mohr, Jose Maria Peiro and Kerstin Isaksson)

The chapter will start by developing some of the issues raised in the introductory chapter about the nature of the psychological contract and how it has been conceptualised.  Some of the recent key theoretical and research work will be discussed.  This will focus in particular on the content and dimensions of the psychological contract but also cover the causes and consequences of a more or less positive psychological contract.

The results for the various dimensions of the psychological contract measured in this study will be presented and their inter-relationships will be explored.  A key feature of this study is that we have data from both employees and employers; furthermore, both have provided information about their own psychological contract and also how they see that of the other party.  The results for both “sides” will be presented. There will then be a particular focus on matching aspects of the psychological contract and most notably the psychological contracts of employers and employees.  In this analysis,  particular attention will be paid to the differences between the psychological contracts of temporary and permanent workers and how they are perceived differently by employers.

The results of this chapter confirm that there are no clear-cut dimensions to the psychological contracts.  There are also only minor differences between the content of those of temporary and permanent workers.  However temporary workers are more likely than their permanent counterparts to report that their contracts have been fulfilled while permanent workers are more likely to report violation of their psychological contracts.  These results begin to provide some clues that might explain the differences in well-being.  They also expand our understanding of the nature of the psychological contract and the chapter concludes with some discussion about how the findings advance theory and knowledge.

Chapter 6: Causes and Consequences of the Psychological Contract (David Guest and Jose Maria Peiro)

This chapter builds on the material presented in the previous chapter to explore the psychological contract in more detail.  However whereas the previous chapter focussed on the content of the psychological contract, this chapter examines the causes and consequences of the psychological contract.  The first part looks at the individual and organizational determinants of the employees psychological contract, the determinants of the psychological contract presented by the employer and the factors that determine whether or not there is a match between the perceptions of employer and employee.  The second part explores the consequences of the psychological contract in terms of indicators of well-being and various indicators of attitudes, behaviour and performance such as job satisfaction, organizational commitment, absence, intention to quit and self-rated performance.   While the major focus is on the outcomes reported by employees, the chapter will also describe the outcomes resulting from the fulfilment of the employer’s psychological contract and the consequences of a strong or weak match of employer and employee contracts.  The final set of data will explore how far the psychological contract mediates the link between type of employment contract and outcomes using the employee data.

The results show that even after controlling for a wide range of individual and organizational factors, temporary workers still report a more positive psychological contract.  They also show that the psychological contract partially mediates the link between employment contracts and well-being.  However, even after taking the psychological contract into account, temporary workers still report higher levels of well-being than permanent workers.

Chapter 7: Establishing the Main Determinants of Worker Well-Being: Evaluation of the Model (David Guest, Kerstin Isaksson and Jose Maria Peiro)

This chapter has two main aims.  The first is to answer the question – what are the causes of worker satisfaction and well-being of permanent and temporary workers?    Whereas the previous chapter focused in particular on the role of the psychological contract, this chapter widens the analysis to incorporate an additional range of potential influences on well-being and work behaviour.  This leads to the question: how robust is the link between employment contracts, the psychological contract and employee well-being after other possible explanations are taken into account?  .  These will include job security, volition (whether the worker in on contract of choice), job content and support within and from the organisation.  The results show that several of these have a significant impact on well-being and related outcomes.

The second aim is to compete the analysis of the data that enables us to test the full analytic model set out in Chapter 1.  The core question is – after taking account of all the alternative possible factors that we able to identify, is there still an association between type of employment contract and employee well-being?  We therefore test a mediation model in which psychological contract, job security, volition, job content and organizational support act as mediators between employment contract and well-being.  There are two key findings.  The first is that after taking all of these possible additional influences into account, there is still evidence that those on temporary contracts report more positive outcomes than those on permanent contracts.  The second is that the only variable that has a significant role as a mediator, for some of the outcomes, is the psychological contract.  This provides a fairly robust test of the model and reinforces the relative importance of the psychological contract compared to a number of other variables that have been identified in the literature as having a possible influence on well-being.

The important and provocative finding that emerges from this and the previous chapters is that those on temporary employment contracts appear to report more positive outcomes and to have higher well-being than those in what are traditionally regarded as being the standard ideal permanent job.  The chapter finishes by summarising the nature and level of well-being among workers in this study and the key determinants of well-being, attitudes and behaviour.  

Chapter 8: Differences in Psychological Contracts and Well-Being Across Countries  (Rita Claus and Rene Schalk)

The chapter starts by setting out in more detail the rationale for the comparative analysis, based on cross-national rather than cross-cultural differences and develops an institutional, comparative perspective based on research-based criteria.  Using six societal dimensions, which are described and justified, and assessments by experts, this proposes some initial differences between the seven countries in the study with respect to employment policy.

The core of the chapter explores any differences between countries both in the characteristics and experiences of the sample and in the responses on the core measures in the study, particularly as they relate to temporary and permanent workers.  The chapter also briefly discusses sector differences, since like country differences, these operate at a higher level of analysis. In most cases, the results confirm that sector explains little of the variation in responses.  Country differences do explain a significant amount of variation on some of the measures but in almost all cases, the individual-level variables are better able to explain differences in responses than the country-level data.  This suggests that despite the potential importance of national institutional differences, there are  considerable similarities in the experience of work among those in permanent and temporary employment across the European countries in this study.

Chapter 9: Overview and Evaluation: Implications for Psychological contract Theory, Employment Policy and Worker Well-Being. (Kerstin Isaksson, Hans De Witte and David Guest)  

This chapter will start by summarising the main results of the study.  Since the results are unexpected and potentially controversial, possible explanations for the results are considered.  One key issue to discuss is the methodology, including the cross-sectional nature of the data and the various measures of well-being.  Consideration is given to the nature of the sample, but since care was taken to select workers with varying skill levels, and the results remain strong, even for low skill temporary workers, this is ruled out as an explanation.  The statistical analysis, taking full account of control variables and mediating variables appears to be sound.  There are some interesting features that suggest that moderator factors are at work in some cases.  However these do not invalidate the general findings.  It is therefore concluded that the results are robust.  Temporary workers report levels of satisfaction and well-being that are at least as high and in some respects higher than those of permanent workers across seven countries.

Despite the positive responses of temporary workers, a majority would prefer permanent employment.  We have little data on their experience of permanent employment.  However, one possible explanation for the results is that permanent employment is developing many of the characteristics of precarious employment.  There may be factors associated with permanent employment that affect well-being.  A prime example of this is the relationship between longer hours, heavier workload and the interference of work with life outside work.   Therefore, returning to one of the core themes outlined in the opening chapter, there is a need to pay more attention to the quality of permanent employment.

The next section considers how the study contributes to our understanding of the psychological contract in the context of the conceptual framework that has informed the study.  It is argued that the study adds considerably to our understanding of the important role of the psychological contract; in particular, it sheds new light on the importance of the various dimensions of psychological contracts.  For example, our measure of violation appears to have stronger explanatory power than the more conventional measure of fulfilment – breach.  The assessment of mutual obligations and degree of fulfilment also provides fresh insights.  Finally, the broad conceptual framework within which the psychological contract is considered alongside other variables provides a useful approach to the analysis of the employment relationship from the perspective of both the employer and employees.

The final section develops three themes.  One is the comparative aspect of the research and the strengths gained by undertaking research across seven countries with different institutional arrangements and differences in such things as unemployment; and yet the unexpected results are found in all seven countries.  A second is the type of further research that might be useful.  The third concerns the policy implications.  These are addressed as much to the nature of permanent as temporary jobs and in particular to ways in which European and national-level policies, but more particularly organizational policy and practice might usefully be directed towards improving the quality of working life.

Each chapter is expected to be about 8,000 words or approximately 30 pages in length.  The key target audience is likely to be mainly academics like ourselves so the language will be scholarly but not highly technical.  There will scope to put particularly complex or detailed material in an Appendix.  This may be particularly appropriate for some of the material on Methods.

Proposed Timetable

First draft to editors by the end of April 2006

Response from editors by the end of May 2006

Final revised versions by the end of June 2006

Distribution of manuscript by the end of August 2006

Final comments and feedback by the end of September 2006
Manuscript sent to publisher in October 2006
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		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58



PRESS2-4

		





PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53



PRESS2-5

		





PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14
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PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36
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PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53



PRESS2-8

		





PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26



PRESS3-COMP

		





PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47



PRESS3-WORKERS

		





PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79



PRESS-4a

		





PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49



PRESS-4b

		





PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07
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PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47
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PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47



PRESS1A

		





PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083



PRESS1B

		





PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100



PRESS1C

		





PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45



PRESS2-1

		





PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48
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PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07
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PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58
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PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53



PRESS2-5

		





PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14
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PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36
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PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53
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PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26
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PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47
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PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79
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PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49
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PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07



PRESS-6COM

		





PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47
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PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69






_1198941786.xls
Gráfico16

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy
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Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16
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3.78
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PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083
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PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100
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PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45
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PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48
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PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07
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PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58
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PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53
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PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14
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PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36
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PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53
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PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26
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PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47
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PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79
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PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49
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PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07
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PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47
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PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to permanent and temporary workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47



PRESS1A

		





PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083



PRESS1B

		





PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100
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PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45



PRESS2-1

		





PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48



PRESS2-2

		





PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07



PRESS2-3

		





PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58



PRESS2-4

		





PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53



PRESS2-5

		





PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14



PRESS2-6

		





PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36



PRESS2-7

		





PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53



PRESS2-8

		





PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26



PRESS3-COMP

		





PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47



PRESS3-WORKERS

		





PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79



PRESS-4a

		





PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49



PRESS-4b

		





PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary workers in health variables and work outcomes

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07



PRESS-6COM

		





PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to permanent and temporary workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47



PRESS-6WORKERS

		





PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by permanent and temporary workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



PRESS1A

		





PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083



PRESS1B

		





PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100



PRESS1C

		





PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45



PRESS2-1

		





PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48



PRESS2-2

		





PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07



PRESS2-3

		





PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58



PRESS2-4

		





PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53



PRESS2-5

		





PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14



PRESS2-6

		





PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36



PRESS2-7

		





PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53



PRESS2-8

		





PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26



PRESS3-COMP

		





PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47



PRESS3-WORKERS

		





PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79



PRESS-4a

		





PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49



PRESS-4b

		





PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary workers in health variables and work outcomes

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07



PRESS-6COM

		





PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to permanent and temporary workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47



PRESS-6WORKERS

		





PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by permanent and temporary workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary workers in health variables and work outcomes

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4
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PRESS1A

		





PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083
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PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100
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PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45
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PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48
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PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07
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PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58
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PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53
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PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14
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PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36
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PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53
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PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26
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PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47
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PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79
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PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49
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PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary workers in health variables and work outcomes

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07
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PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47
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PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79



PRESS1A

		





PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083



PRESS1B

		





PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100
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PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45
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PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48
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PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07



PRESS2-3

		





PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58
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PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53



PRESS2-5

		





PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14



PRESS2-6

		





PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36



PRESS2-7

		





PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53
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PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26



PRESS3-COMP

		





PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47



PRESS3-WORKERS

		





PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79



PRESS-4a

		





PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49



PRESS-4b

		





PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07
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PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47



PRESS-6WORKERS

		





PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53



PRESS1A

		





PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083
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PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100
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PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45
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PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48
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PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07
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PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58
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PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53
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PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14
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PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36
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PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53
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PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26
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PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47
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PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79
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PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49
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PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07
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PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47
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PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26
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PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083
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PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100
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PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45
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PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48
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PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07
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PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58
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PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53
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PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14
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PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36
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PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53
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PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26
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PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47
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PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79



PRESS-4a

		





PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49



PRESS-4b

		





PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07
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PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47
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PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36



PRESS1A

		





PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083
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PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100
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PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45
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PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48
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PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07
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PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58
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PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53
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PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14
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PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36
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PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53
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PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26
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PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47
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PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79



PRESS-4a

		





PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49



PRESS-4b

		





PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07
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PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47



PRESS-6WORKERS

		





PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48



PRESS1A

		





PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083
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PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100
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PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45
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PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48
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PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07
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PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58
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PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53
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PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14
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PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36
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PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53
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PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26
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PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47



PRESS3-WORKERS

		





PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79



PRESS-4a

		





PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49



PRESS-4b

		





PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07
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PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47



PRESS-6WORKERS

		





PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58



PRESS1A

		





PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083
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PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100
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PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45
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PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48
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PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07
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PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58



PRESS2-4

		





PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53



PRESS2-5

		





PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14



PRESS2-6

		





PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36



PRESS2-7

		





PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53



PRESS2-8

		





PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26



PRESS3-COMP

		





PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47



PRESS3-WORKERS

		





PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79



PRESS-4a

		





PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49



PRESS-4b

		





PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07



PRESS-6COM

		





PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47



PRESS-6WORKERS

		





PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53



PRESS1A

		





PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083
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PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100
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PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45



PRESS2-1

		





PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48



PRESS2-2

		





PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07



PRESS2-3

		





PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58



PRESS2-4

		





PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53



PRESS2-5

		





PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14



PRESS2-6

		





PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36



PRESS2-7

		





PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53



PRESS2-8

		





PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26



PRESS3-COMP

		





PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47



PRESS3-WORKERS

		





PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79



PRESS-4a

		





PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49



PRESS-4b

		





PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07



PRESS-6COM

		





PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47



PRESS-6WORKERS

		





PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07



PRESS1A

		





PRESS1A

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



NO DIFFERENCES

SMALL DIFFERENCES

LARGE DIFFERENCES

Equal treatment from companies to permanent and temporary workers

0.5333

0.3538

0.1128

0.4074

0.5185

0.0741

0.6667

0.2222

0.111

0.3055

0.5278

0.1667

0.5

0.4545

0.0455

0.6875

0.25

0.0625

0.7441

0.1628

0.093

0.4167

0.375

0.2083



PRESS1B

		





PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden

		Germany		Germany		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium		Belgium		Belgium

		UK		UK		UK		UK		UK

		Spain		Spain		Spain		Spain		Spain

		Israel		Israel		Israel		Israel		Israel



HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14

16.49

25.26

7.65

98.38

18.52

11.11

7.41

13.85

96.3

14.81

15.38

12

0

100

8.33

20

44.44

8.82

100

5.26

4.54

27.27

5.26

100

13.33

25

12.5

0

100

18.18

23.08

38.1

13.95

95.24

17.39

13.04

13.64

14.29

100



PRESS1C

		





PRESS1C

		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden

		Germany		Germany		Germany

		Netherlands		Netherlands		Netherlands

		Belgium		Belgium		Belgium

		UK		UK		UK

		Spain		Spain		Spain

		Israel		Israel		Israel



Differences (% perms - % temps) in HR practices

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46

10.71

8.57

2.63

4.63

13.33

20.95

10.43

5.45



PRESS2-1

		





PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48



PRESS2-2

		





PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07



PRESS2-3

		





PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58



PRESS2-4

		





PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53



PRESS2-5

		





PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14



PRESS2-6

		





PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36



PRESS2-7

		





PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53



PRESS2-8

		





PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26



PRESS3-COMP

		





PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47



PRESS3-WORKERS

		





PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79



PRESS-4a

		





PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49



PRESS-4b

		





PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07



PRESS-6COM

		





PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47



PRESS-6WORKERS

		





PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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		Total sample		Total sample		Total sample
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		Total sample		Total sample		Total sample
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Difference (% perms - % temps)

Training and development

Performance appraisal

Performance-related pay

11.34

9.89

7.91

11.15

31.85

9.81

8.75

11.15

0.8

16.3

10

8.43

16.58

-10

4.5

8.46
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8.57
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13.33

20.95
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PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48



PRESS2-2

		





PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07
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PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58
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PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53



PRESS2-5

		





PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14
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PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36
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PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53
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PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26
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PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47



PRESS3-WORKERS

		





PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79
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PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49
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PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07



PRESS-6COM

		





PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47
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PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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HR inequality in favour of permanents (% "yes")
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Differences (% perms - % temps) in HR practices
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		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8
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PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07
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PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58
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PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09
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		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium
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PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36
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PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53
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PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47
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1.71
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1.74

2.11

1.63

2.26
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PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47
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PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79
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PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49
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PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07
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PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47
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PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69
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PRESS1B

		Total sample		Total sample		Total sample		Total sample		Total sample

		Sweden		Sweden		Sweden		Sweden		Sweden
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HR inequality in favour of permanents (% "yes")

Opportunities to express views

Interesting and varied jobs

Support with non-work responsibilities

Equal opportunities practices

Preventing harassment or bullying

14.14
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25.26
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Difference (% perms - % temps)

Training and development

Performance appraisal

Performance-related pay

11.34
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7.91

11.15

31.85

9.81
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11.15
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PRESS2-1

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Total sample

Reasons for hiring temporaries: Total sample

3.19

2.8

3.25

2.12

2

1.97

1.78

3.12

1.69

1.71

1.19

1.48
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PRESS2-2

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Sweden

Reasons for hiring temporaries: Sweden

2.85

2.96

3.85

1.74

1.65

1.33

1.73

4.22

2.3

1.44

1.07

1.07
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PRESS2-3

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Germany

Reasons for hiring temporaries: Germany

3.62

2.56

2.73

1.35

1.54

1.6

1.81

2.54

1.42

1.92

1.04

1.58
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PRESS2-4

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Netherlands

Reasons for hiring temporaries: Netherlands

3.22

2.72

3.39

2.09

2.39

2.69

1.89

3.11

1.53

1.94

1.22

1.53
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PRESS2-5

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Belgium

Reasons for hiring temporaries: Belgium

2.86

3.32

3.86

2.14

1.55

1.95

1.73

2.41

1.73

1.36

1.09

1.14



PRESS2-6

		





PRESS2-6

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



UK

Reasons for hiring temporaries: UK

3.2

3.2

3.2

2.47

2.4

1.57

2.14

2.29

1.71

1.43

1.29

1.36
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PRESS2-7

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Spain

Reasons for hiring temporaries: Spain

3.18

2.69

3.21

2.93

2.13

1.95

1.53

3.1

1.54

1.65

1.17

1.53
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PRESS2-8

		It helps to match staff to peaks

		It covers staff short-term absence

		It covers maternity or longer periods staff absence

		We are otherwise unable to fill vacancies

		We can bring in specials skills

		We need to freeze on permanent staff numbers

		It can improve our performance

		We offer trial periods before employing a permanent employee

		We would like to have personnel for unusual working hours

		It saves wage costs

		It saves training costs

		It saves fringe-benefit costs



Israel

Reasons for hiring temporaries: Israel

3.47

2.42

2.21

1.71

2.06

2.39

1.94

3.84

1.74

2.11

1.63

2.26
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PRESS3-COMP

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers 
(% of companies who made each promise)

Temporary

Permanent

59.41

59.41

62.87

80.69

65.35

67.33

59.9

63.86

55.94

73.27

43.56

61.88

83.17

85.15

83.17

85.64

57.43

66.34

80.2

80.2

61.39

79.7

83.66

84.65

45.54

51.98

78.22

77.72

45.05

53.47
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PRESS3-WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

53.96

53.96

77.23

78.71

76.73

81.68

77.72

82.18

79.7

80.2

83.17

85.64

86.63

86.14

78.71

84.65

75.74

79.21

73.27

74.75

86.14

85.64

63.86

62.87

58.91

68.32

73.76

80.69

88.12

88.61

92.57

78.71

60.89

70.79
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PRESS-4a

		Job insecurity		Job insecurity

		Employability		Employability

		Job of choice		Job of choice

		Profession of choice		Profession of choice

		Role clarity		Role clarity

		Autonomy		Autonomy

		Skill utilisation		Skill utilisation

		Workload		Workload

		Organisational support		Organisational support

		Supervisory support		Supervisory support



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

2.73

2.01

3.19

3.16

3.56

3.78

3.55

3.72

4.25

4.33

3.23

3.51

3.46

3.62

2.83

3.2

3.33

3.24

3.65

3.49
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PRESS-4b

		Occupational self-efficacy		Occupational self-efficacy

		Positive work-life interference		Positive work-life interference

		Irritation		Irritation

		Affective well-being: Anxiety		Affective well-being: Anxiety

		Affective well-being: Depression		Affective well-being: Depression

		General health		General health

		Life satisfaction		Life satisfaction

		Job satisfaction		Job satisfaction

		Organisational commitment		Organisational commitment

		Intention to quit		Intention to quit

		Self-reported performance		Self-reported performance



Differences between permanent and temporary employees in work and organisational variables

Temporary

Permanent

3.94

3.98

2.93

2.91

2.73

3.04

2.4

2.52

2

2.12

4.03

3.93

5.23

5.22

4.03

3.95

3.89

4

1.76

1.9

4

4.07
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PRESS-6COM

		Interesting work		Interesting work

		Reasonably secure job		Reasonably secure job

		Good pay for the work		Good pay for the work

		A job that is challenging		A job that is challenging

		To participate in decision-making		To participate in decision-making

		A career		A career

		A good working atmosphere		A good working atmosphere

		Fair treatment		Fair treatment

		Matching demands of non-work roles		Matching demands of non-work roles

		To work together in a pleasant way		To work together in a pleasant way

		Opportunities to advance and grow		Opportunities to advance and grow

		Safe working environment		Safe working environment

		Future employment prospects		Future employment prospects

		An environment free from violence and harassment		An environment free from violence and harassment

		Problems outside work		Problems outside work



Promises made by companies to workers
(% of companies who made each promise)

Temporary

Permanent

46.91

50.43

50.38

77.53

51.13

61.27

47.42

56.55

38.08

56.25

29.35

45.81

70.4

71.8

62.92

68.73

50.03

53.18

69.79

69.83

51.63

64.16

68.84

80.63

40.54

47.93

57.45

66.99

29.65

38.47
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PRESS-6WORKERS

		Go to work even if you don’t feel particularly well		Go to work even if you don’t feel particularly well

		Protect your company’s image		Protect your company’s image

		Loyalty to the organisation		Loyalty to the organisation

		Work overtime or extra hours		Work overtime or extra hours

		Be polite to customers or the public even when they are rude and unpleasant to you		Be polite to customers or the public even when they are rude and unpleasant to you

		Be a good team player		Be a good team player

		Turn up for work on time		Turn up for work on time

		Assist others with their work		Assist others with their work

		Tasks outside job description		Tasks outside job description

		Skills perform well in the job		Skills perform well in the job

		Meet the performance expectations for your job		Meet the performance expectations for your job

		Accept an internal transfer		Accept an internal transfer

		Innovative suggestions for improvement		Innovative suggestions for improvement

		New and improved skills		New and improved skills

		Respect the rules		Respect the rules

		Work enthusiastically on jobs you would prefer not to be doing		Work enthusiastically on jobs you would prefer not to be doing

		Responsibility career development		Responsibility career development



Promises made by workers to companies
(% of workers who made each promise)

Temporary

Permanent

48.42

57

69.34

78.42

72.6

82.36

75.87

83.62

74.06

81.34

87.41

90.48

89.61

91.73

83.79

89.76

74.36

81.41

80.03

86.69

90.22

91.32

51.18

51.54

53.59

68.9

69.49

79.35

91.17

93.02

72.5

80.81

68.29

76.69



DATOS

		

		PRESS RELEASE 1

		Equal treatment

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		NO DIFFERENCES		53.33%		40.74%		66.67%		30.55%		50.00%		68.75%		74.41%		41.67%

		SMALL DIFFERENCES		35.38%		51.85%		22.22%		52.78%		45.45%		25.00%		16.28%		37.50%

		LARGE DIFFERENCES		11.28%		7.41%		11.10%		16.67%		4.55%		6.25%		9.30%		20.83%

		HR inequality in favour of perms (% "yes")

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

				14.14		18.52		14.81		8.33		5.26		13.33		18.18		17.39

		Interesting and varied jobs		16.49		11.11		15.38		20		4.54		25		23.08		13.04

		Support with non-work responsibilities		25.26		7.41		12		44.44		27.27		12.5		38.1		13.64

				7.65		13.85		0		8.82		5.26		0		13.95		14.29

				98.38		96.3		100		100		100		100		95.24		100

		Difference (% perms - % temps)

				Total sample		Sweden		Germany		Netherlands		Belgium		UK		Spain		Israel

		Training and development		11.34		11.15		8.75		16.3		16.58		8.46		2.63		20.95

		Performance appraisal		9.89		31.85		11.15		10		-10		10.71		4.63		10.43

		Performance-related pay		7.91		9.81		0.8		8.43		4.5		8.57		13.33		5.45

		PRESS RELEASE 2

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Total sample		3.19		2.8		3.25		2.12		2		1.97		1.78		3.12		1.69		1.71		1.19		1.48

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Sweden		2.85		2.96		3.85		1.74		1.65		1.33		1.73		4.22		2.3		1.44		1.07		1.07

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Germany		3.62		2.56		2.73		1.35		1.54		1.6		1.81		2.54		1.42		1.92		1.04		1.58

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Netherlands		3.22		2.72		3.39		2.09		2.39		2.69		1.89		3.11		1.53		1.94		1.22		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Belgium		2.86		3.32		3.86		2.14		1.55		1.95		1.73		2.41		1.73		1.36		1.09		1.14

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		UK		3.2		3.2		3.2		2.47		2.4		1.57		2.14		2.29		1.71		1.43		1.29		1.36

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Spain		3.18		2.69		3.21		2.93		2.13		1.95		1.53		3.1		1.54		1.65		1.17		1.53

				It helps to match staff to peaks		It covers staff short-term absence		It covers maternity or longer periods staff absence		We are otherwise unable to fill vacancies		We can bring in specials skills		We need to freeze on permanent staff numbers		It can improve our performance		We offer trial periods before employing a permanent employee		We would like to have personnel for unusual working hours		It saves wage costs		It saves training costs		It saves fringe-benefit costs

		Israel		3.47		2.42		2.21		1.71		2.06		2.39		1.94		3.84		1.74		2.11		1.63		2.26

		PRESS RELEASE 3

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		59.41		62.87		65.35		59.9		55.94		43.56		83.17		83.17		57.43		80.2		61.39		83.66		45.54		78.22		45.05

		Permanent		59.41		80.69		67.33		63.86		73.27		61.88		85.15		85.64		66.34		80.2		79.7		84.65		51.98		77.72		53.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		53.96		77.23		76.73		77.72		79.7		83.17		86.63		78.71		75.74		73.27		86.14		63.86		58.91		73.76		88.12		92.57		60.89

		Permanent		53.96		78.71		81.68		82.18		80.2		85.64		86.14		84.65		79.21		74.75		85.64		62.87		68.32		80.69		88.61		78.71		70.79

		PRESS RELEASE 4

				Job insecurity		Employability		Job of choice		Profession of choice		Role clarity		Autonomy		Skill utilisation		Workload		Organisational support		Supervisory support

		Temporary		2.73		3.19		3.56		3.55		4.25		3.23		3.46		2.83		3.33		3.65

		Permanent		2.01		3.16		3.78		3.72		4.33		3.51		3.62		3.2		3.24		3.49

				Occupational self-efficacy		Positive work-life interference		Irritation		Affective well-being: Anxiety		Affective well-being: Depression		General health		Life satisfaction		Job satisfaction		Organisational commitment		Intention to quit		Self-reported performance

		Temporary		3.94		2.93		2.73		2.4		2		4.03		5.23		4.03		3.89		1.76		4

		Permanent		3.98		2.91		3.04		2.52		2.12		3.93		5.22		3.95		4		1.9		4.07

		PRESS RELEASE 6

		Promises made by companies to workers

				Interesting work		Reasonably secure job		Good pay for the work		A job that is challenging		To participate in decision-making		A career		A good working atmosphere		Fair treatment		Matching demands of non-work roles		To work together in a pleasant way		Opportunities to advance and grow		Safe working environment		Future employment prospects		An environment free from violence and harassment		Problems outside work

		Temporary		46.91		50.38		51.13		47.42		38.08		29.35		70.4		62.92		50.03		69.79		51.63		68.84		40.54		57.45		29.65

		Permanent		50.43		77.53		61.27		56.55		56.25		45.81		71.8		68.73		53.18		69.83		64.16		80.63		47.93		66.99		38.47

		Promises made by workers to companies

				Go to work even if you don’t feel particularly well		Protect your company’s image		Loyalty to the organisation		Work overtime or extra hours		Be polite to customers or the public even when they are rude and unpleasant to you		Be a good team player		Turn up for work on time		Assist others with their work		Tasks outside job description		Skills perform well in the job		Meet the performance expectations for your job		Accept an internal transfer		Innovative suggestions for improvement		New and improved skills		Respect the rules		Work enthusiastically on jobs you would prefer not to be doing		Responsibility career development

		Temporary		48.42		69.34		72.6		75.87		74.06		87.41		89.61		83.79		74.36		80.03		90.22		51.18		53.59		69.49		91.17		72.5		68.29

		Permanent		57		78.42		82.36		83.62		81.34		90.48		91.73		89.76		81.41		86.69		91.32		51.54		68.9		79.35		93.02		80.81		76.69






