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Executive Summary

Introduction

The Fair Work Convention is independent of Government and brings together
employers and unions with academic expertise to advise Scottish Ministers on fair
work and to advocate for and promote fair work. The Fair Work Convention’s vision —
set out in 2016 and shared by Ministers — is that by 2025 people in Scotland will
have a world-leading working life where fair work drives success, wellbeing and
prosperity for individuals, businesses and society.

This 2025 progress report updates the International Fair Work Nation Framework,
first published in 2023: Measuring Scotland’s Performance as a Leading Fair Work
Nation (Alma Economics, 2023). It sets out Scotland’s performance over time (from
2016 to 2024 or the nearest year for which data are available) across a range of fair
work indicators. It also updates on Scotland’s relative performance benchmarked
against international comparators since the previous report, using 2024 data where
possible.

While published in 2025, this report is not the final verdict on whether Scotland has
achieved its aspiration of becoming a leading Fair Work Nation by 2025 due to the
lag that exists between data collection and publication. Given the significant gaps
between Scotland and the leading Fair Work Nation in some key areas, it is unlikely
Scotland will meet its aspiration to be leading on every indicator by 2025. However,
Scotland has made measurable progress on improving fair work, particularly when
considered over the ten-year life of its fair work agenda.

It is important to acknowledge the significant work that has been undertaken by both
the Fair Work Convention and the Scottish Government to lay the foundations for fair
work. This report considers progress over the lifetime of the fair work agenda,
reflects on the broader ways in which fair work has been embedded across the
economy, provides an update of progress since the previous report and considers
where further progress can be made.

Methodology

The International Fair Work Nation Framework, developed by the Fair Work
Convention in 2023 compares Scotland’s performance to that of Austria, Belgium,
Denmark, England, Finland, Iceland, Ireland and the Netherlands. The comparator
countries chosen offer a stretching yet realistic benchmark for Scotland,
incorporating a range of countries that are of a similar size, with a similar GDP and
where comparable data is available.

This updated report focuses on the same indicators and comparator countries, using
an analytical approach similar to that in the original report. The fair work indicators
analysed by fair work dimension are:

e Opportunity: Disability Employment Gap, Gender Economic Inactivity Gap,
Unemployment Rate for Young People

o Respect: Workplace Non-Fatal Injuries, Work-Related lll Health and Disease

o Effective Voice: Trade Union Membership, Collective Bargaining

e Security: Gender Pay Gap, Underemployment, Permanent Employment,
Involuntary Non-Permanent Work, Involuntary Part-time Work, Low Pay


https://fairworkconvention.scot/wp-content/uploads/2023/11/SCT10234932321.pdf
https://fairworkconvention.scot/wp-content/uploads/2023/11/SCT10234932321.pdf

e Fulfilment: Skills Underutilisation.

Details about the indicators, sources and methodology for the analysis are available
in the Methodology and Data Analysis section of this report. This report is based on
data available as at end of September 2025.

Strengthening and Embedding Fair Work

Since the publication of the Fair Work Framework in 2016, the Fair Work Convention
has continued to make significant progress in embedding fair work across Scotland’s
economy. The Convention’s core principle — that fair work is key to unlocking
Scotland’s economic and social potential — is now widely recognised and
increasingly reflected in policy, practice and the wider economic discourse.

While the Convention maintains that there is more work to be done to fully and
consistently embed fair work throughout the Government’s economic policy and
labour market interventions, it acknowledges the significant emphasis placed on fair
work by the Scottish Government over the last decade. This focus has been
fundamental to the success and profile of the fair work agenda to date.

The ongoing commitment of the Scottish Government, supported by the Convention,
has been key in the following areas:

Strategic Commitment and Policy Levers

e The Scottish Government continues to embed fair work across policy and
practice, with fair work playing a role in the National Strategy for Economic
Transformation, the National Performance Framework, and within consecutive
Programmes for Government including for 2025/26.

e Published in 2022, the Scottish Government’s refreshed Fair Work Action
Plan consolidates previous plans and sets out a clear path to support
employers, promote inclusive workplaces and embed fair work across
government.

¢ Since the implementation of Fair Work First began in April 2019, Fair Work
First has been applied to some £4 billion worth of public sector funding up
to March 2023.

e More stringent grant conditionality was introduced in July 2023, making it a
requirement for public sector grant recipients to pay at least the Real Living
Wage and provide appropriate channels for effective voice; it is estimated that
over £6 billion worth of public sector grants has been awarded with Fair Work
First criteria attached between 1 July 2023 and 31 March 2025.

e Scotland remains the best performing of all four UK countries with the highest
proportion of employees (18+) paid the Real Living Wage or more (88.6%),
ahead of Wales 84.2%, England 84.1%, and Northern Ireland 79.4%, as well
as the UK (84.3%) (ONS, 2024).

e Fair work directions have been issued by Scottish Ministers to the Scottish
National Investment Bank and South of Scotland Enterprise to embed fair
work conditionality. Scottish Enterprise and Highlands and Islands Enterprise
also regularly work to promote fair work and Fair Work First.

e Fair work is incorporated into major strategies including the Community
Wealth Building Bill, Women’s Health Plan, Equally Safe Strategy, and
National Events Strategy.



Sectoral Progress

Construction: Work to take forward the Convention’s Inquiry
recommendations is ongoing, with updated statutory guidance in
procurement, and the development of e-learning fair work resources for
procurement officials. A Fair Work Sub-Group of the Construction Accord has
been tasked with developing a Fair Work Charter which will be fundamental to
supporting the sector’s transformation agenda.

Hospitality and Tourism: The Convention published its Inquiry in September
2024 with recommendations setting out a potential Fair Work Agreement for
the Hospitality Industry. The industry-led National Tourism Strategy has also
recently committed to the adoption of fair work.

Social Care: Significant work has been undertaken by the Scottish
Government to take forward the recommendations of the Convention’s 2019
Inquiry. Sectoral bargaining development is underway.

Retail: Sector resource is in development to support fair work implementation.
Culture: Taskforce established to explore a sectoral fair work agreement.
Childcare: £125 million uplift enabled payment of the Real Living Wage for
staff, supporting gender pay gap reduction.

Support Tools

CIPD Scotland and the Convention have developed a free to access microsite
to support small employers.

Trades Union Congress (TUC) Education developed a Fair Work Toolkit to
support union representatives to build fair work effectively into workplace
bargaining.

The Scottish Government has developed a Fair Work Digital Support Hub to
provide centralised guidance and resources to employers.

Scottish Enterprise’s Employer Tool and the Convention’s new Self-
Assessment Tool for Workers support employers, unions and workers to
better assess experiences of fair work in their workplace.

Partnerships and Capacity Building

Ongoing Scottish Government funding for the Fair Work in Action Fund which
builds capacity within the trade union movement to promote all aspects of fair
work.

Ongoing Scottish Government funding for Living Wage Scotland which
promotes and supports employers to adopt both Real Living Wage and Living
Hours practices.

Ongoing Scottish Government funding to support flexible working across the
economy, with examples of positive change being promoted through the fair
work Resource Hub.

Scotland’s Progress Over Time

2016-2024: Longer Term Domestic Trends

One of the most valuable insights within this report is the inclusion of longer-term
trends since 2016 for each fair work indicator. This data allows for a clearer
understanding of Scotland’s progress over time.



Scotland has made long-term improvements between 2016 and 2024 in eleven
indicators. The indicators within each fair work dimension showing the largest
improvements from 2016 to 2024 are:

e Opportunity: the Gender Economic Inactivity Gap narrowed from 8.7
percentage points (p.p.) in 2016 to 6.0 p.p. in 2024 and the Disability
Employment Gap narrowed from 37.4 p.p. in 2016 to 31.5 p.p. in 2024.

e Respect: Workplace Non-Fatal Injuries fell from 630 per 100,000 in the
2015/16-2017/18 period to 530 per 100,000 in the 2021/22-2023/24 period

o Effective Voice: Collective Bargaining increased from 33.4% in 2016 to
37.4% in 2024.

e Security: Low Pay fell from 17.8% in 2016 to 2.8% in 2024, the lowest value
in the time series; (Low Pay estimates for 2024 are provisional); the
Underemployment rate fell from 8.4% in 2016 to 5.2% in 2024; Involuntary
Part-Time Work fell from 14.0% in 2016 to 9.9% in 2024 and the Gender Pay
Gap decreased from 15.0% in 2016 to 8.6% in 2024 (Gender Pay Gap
estimates for 2024 are provisional).

In two dimensions, two indicators worsened between 2016 and 2024:

e Respect: Work-Related Il Health and Disease increased from 3.5% to0 4.7%
between the three-year average periods 2015/16-2017/18 and 2021/22-
2023/24. However, Scotland has a relatively low rate of Work-Related llI
Health and Disease when compared to other countries (second lowest rate
when comparing 2018/19-2020/21 to data for other countries in 2020)

o Effective Voice: Trade Union Membership fell from 29.3% in 2016 to 27.0%
in 2024

For the Fulfilment dimension, Skills Underutilisation increased from 28% in 2020 to
30% in 2025. Data prior to 2020 is not available for this indicator.

2021-2024: Shorter Term Domestic Trends

e Of the eleven indicators that improved from 2016 to 2024, when looking only
at 2021 to 2024, eight improved and three worsened. The three that worsened
are:

o Under the Opportunity dimension, the Disability Employment Gap
widened from 31.2 p.p. in 2021 to 31.5 p.p. in 2024 and the
Unemployment Rate for Young People increased from 10.2% in 2021
to 10.8% in 2024

o Under the Respect dimension, Workplace Non-Fatal Injuries increased
from 510 per 100,000 in the 2018/19-2020/21 period to 530 per
100,000 in the 2021/22-2023/24 period

e For both 2016 to 2024 and 2021 to 2024 time periods, performance worsened
for Work-Related Ill Health and Disease and Trade Union Membership. Skills
Underutilisation worsened between 2020 and 2025.



Of the eleven indicators that improved from 2016 to 2024, three worsened
between 2021 and 2024.

Table 1 - Scotland’s performance in 2016, 2021 and 2024 and related changes in

performance.
Dimension | Indicator Change Change 2016 2021 2024
since 2016 | since 2021
Opportunity” EeIEE Y 374 p.p. | 31.2p.p. | 31.5p.p.
Employment Gap A
Gender Economic 8.7 p.p. 6.2 p.p. 6.0 p.p.
Inactivity Ga
o® | [
Unemployment 11.8% 10.2% 10.8%
Rate for Young A
People
Respect Workplace Non- 630 per 510 per 530 per
Fatal Injuries 100,000 | 100,000 | 100,000
N “ (2015/16- | (2018/19- | (2021/22-
2017/18) | 2020/21) | 2023/24)
Work-Related llI 3.5% 4.1% 4.7%
Health and 2015/16- | (2018/19- | (2021/22-
A | A
Disease 2017/18) | 2020/21) | 2023/24)
Effective Trade Union 29.3% 28.7% 27.0%
Voice Membership A A
Collective 33.4% 36.3% 37.4%
Bargaining
Security Gender Pay Gap 15.0% 10.3% 8.6%
Underemployment 8.4% 6.5% 5.2%
Permanent 94.2% 95.0% 95.4%
Employment
Involuntary Non- 32.0% 28.8% 24.5%
Permanent Work
Involuntary Part- 14.0% 13.7% 9.9%
Time Work
Low Pay 17.8% 13.0% 2.8%
Fulfilment Skills no data A N/A 28% 30%
Underutilisation (2025)

Scotland’s data/ position improved

Scotland’s data/ position worsened
Note: Estimates refer to years 2016, 2021 and 2024 unless otherwise specified.



2021-2024: Overview of the International Fair Work Nation
Framework

This section provides an overview of how Scotland’s performance relative to other
countries has changed since the Measuring Scotland’s Performance as a Leading
Fair Work Nation report (2023 report) (Alma Economics, 2023). It compares
Scotland’s performance in 2024 (or the latest year where data is available for most
countries) to its performance in 2021 (or closest year where data is available for
most countries). The term ‘position’ is used to indicate how Scotland’s performance
is ranked against the performance of the eight comparator countries (Austria,
Belgium, Denmark, England, Finland, Iceland, Ireland and the Netherlands).
Countries in the first position are performing better than the other countries for the
specified indicator.

Since the 2023 report, Scotland’s performance relative to other countries in the
International Framework:

e has remained in first position for Permanent Employment, although now
shares the position with England.

e has improved for two other Security dimension indicators: Underemployment
(from 6 to 5" position) and Involuntary part-time work (from 6t to 5t
position).

e has worsened for one Opportunity dimension indicator - Unemployment for
Young People (from 2" to 5") — and for one Security dimension indicator -
Involuntary Non-Permanent Work (from 7t to 8t).

e has remained unchanged for all other indicators: Disability Employment Gap
(6™); Gender Economic Inactivity Gap (3™); Trade Union Membership (5™") and
Collective Bargaining (7t out of 9 while previously 5™ out of 6 countries); and
the Gender Pay Gap (5').

For the remaining indicators, it has not been possible to look at changes in
Scotland’s performance relative to the other countries due either to a lack of updated
data or direct comparisons not being appropriate.

Considering Scotland’s performance from 2021 to 2024 in more detall, it is possible
to identify the following areas for improvement:

e Collective Bargaining: Scotland’s relative position remains similar to 2021
and domestically the indicator has improved from 36.3% in 2021 to 37.4% in
2024; however, Scotland has lower collective bargaining coverage compared
to countries like Belgium, Austria, Iceland and the Netherlands, all of which
have rates over 70%.

e Trade Union Membership: Although Scotland’s relative position remains
unchanged, Trade Union Membership continued to decline domestically from
28.7% in 2021 to 27.0% in 2024.

¢ Involuntary Non-Permanent Work: Scotland’s relative position dropped from
7" to 8", the lowest position (2024 data only available for 8 countries). Despite
this, the indicator improved domestically, with the proportion of non-
permanent employees in Scotland who would like a permanent job decreasing
from 28.8% in 2021 to 24.5% in 2024. However, this is still considerably
higher than the proportion for the leading country Austria (2.9%).



e Unemployment for Young People: Scotland’s relative position dropped from
2"d to 5 place and the indicator worsened domestically: in 2024, the
Unemployment rate for 16 to 24 year olds in Scotland was estimated at
10.8%, up from 10.2% in 2021. The Unemployment Rate for Young People
was 8.7% in the Netherlands (leading country) in 2024.

o Disability Employment Gap: Scotland’s position relative to other countries
remained unchanged (6!") and the indicator worsened slightly domestically: in
2024, the Disability Employment Gap was 31.5 percentage points (p.p.), up
from 31.2 p.p. in 2021. The Disability Employment Gap in Finland (leading
country) was 20.4 p.p. in 2024. Progress in this area is needed if the Scottish
Government is to meet its target to reduce the Disability Employment Gap to
18.7 p.p. by 2038.

Between 2021 and 2024, Scotland’s performance improved domestically in
eight indicators but, for four of them, relative to other countries, Scotland’s
performance remained unchanged.

Figure 1 - Domestic trends and changes in position internationally relative to other
countries, Scotland 2021-2024.

_ Inter- Leading Scotland’s . . Inter- Leading Scotland’s
Domestic npational Country Position Indicator Domestic pational Country  Position

Opportunity
Disability
Employment Gap “ [Finland ][ 6t/ 6th ] Gender Pay Gap “ Denmark | 5%/5%

Gender Economic
. 6tht
Nether- Permanent Scotland
I lands 2" to 5" Employment “ st/ qst

/ England
Involuntary Non- -
Respect . 7" to
- Permanent Work Austria gt

Workplace Non- ] [ . ]
= Not directly comparable Involuntary Part- Nether- 6% to
[ Fatal Injuries Time Work lands 5th

Work-Related Il
Health and Not ][ ] [ nd ] Low Pay Vv [ : ]
O [ updated Ireland (2nd) Not directly comparable

Indicator

Unemployment
for Young People

Trade Union [ ] [ ] [ Skills ] .
: “ Iceland 5th/ 5th
[ Membership ] Underutilisation Not directly comparable
Collective . 7th out of
[ Bargaining ] <:> 9to 5t
outof 6

Scotland’s data/position improved.
Scotland’s data/position worsened.
“ Scotland’s position did not change.

<:> The change in Scotland’s position relative to other countries is not

precise because the number of comparator countries differs in 2021 and
2024.



Future Priorities

The Convention is committed to driving forward fair work with the aim of ensuring all
workers and employers benefit from our fair work ambitions and priorities.

The Employment Rights Bill, expected to become law by the end of 2025, provides
an important statutory basis for many elements of fair work. In the coming years, the
Scottish and UK Governments should work together to ensure the provisions of the
Bill are understood by employers and workers and adequately enforced in Scotland.
Elements of the Bill which are designed to strengthen industrial relations and social
dialogue also provide an important opportunity to further embed fair work across the
economy if they are effectively adopted.

The International Fair Work Nation Framework shows that transformative action is
still required on a range of indicators. This is particularly true for collective
bargaining, a key indicator of fair work. Despite the scale of the challenge, the
Scottish Government has undertaken important work that now needs to be fully
delivered to make progress in this area. The Convention recommends undertaking
the following key actions:

e Use sectoral bargaining to set wages, terms and conditions in social care from
2026.

e Support the development of sectoral bargaining in Early Learning and
Childcare in line with previous Fair Work Action Plan commitments.

To further strengthen and embed fair work, the Scottish Government should work
with the Convention to:

e Create a renewed vision for fair work with clear targets and actions identified
which support the overall ambition of becoming a leading Fair Work Nation.

e Consistently develop clear fair work objectives and measures to be included
within active labour market policies.

¢ Undertake further research based on the evidence in this report and consider
how international learnings can be applied within the Scottish context.

e Ensure that the evaluation of Fair Work First supports improvements in the
effectiveness of conditionality.

Conclusion

Scotland has made measurable progress towards becoming a leading Fair Work
Nation. While Scotland is unlikely to lead on all indicators by 2025, it is important to
acknowledge the significant work undertaken by both the Convention and the
Scottish Government to make fair work a reality in Scotland.

The Convention will work with the Scottish Government to refresh the fair work vision
post 2025 and to capitalise on the new Employment Rights Bill and the work already
undertaken with the aim of making transformative progress across key areas of the
economy.

The Convention remains committed to supporting Scotland’s fair work journey.
Becoming a leading Fair Work Nation is both challenging and aspirational and it will
take sustained effort to change the experience of work for the better, unlocking the
benefits of fair work for the Scottish economy.
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Introduction

The Fair Work Convention is independent of Government and brings together
employers and unions with academic expertise to advise Scottish Ministers on fair
work and to advocate for and promote fair work. The Fair Work Convention’s vision —
set out in 2016 and shared by Ministers — is that by 2025 people in Scotland will
have a world-leading working life where fair work drives success, wellbeing and
prosperity for individuals, businesses and society.

This 2025 progress report updates the International Fair Work Nation Framework,
first published in Measuring Scotland’s Performance as a Leading Fair Work Nation
(Alma Economics, 2023). It sets out Scotland’s performance over time across a
range of fair work indicators, and updates on Scotland’s relative performance
benchmarked against international comparators since the 2023 report. It helps us to
understand the progress that Scotland is making towards becoming a leading Fair
Work Nation by 2025, an ambition which is both stretching and aspirational.

While published in 2025, this is not the final verdict on whether Scotland has
achieved its aspiration of being a leading Fair Work Nation by 2025, due to the lag
that exists between data collection and publication. Looking at international trends
alone, the findings show a mixed picture. While Scotland has made progress in
several areas, challenges remain in others, with significant gaps between Scotland
and the leading Fair Work Nation in some key areas, for example, collective
bargaining coverage. Given these gaps, it is unlikely Scotland will meet its aspiration
to be leading on every indicator by 2025. However, this report also takes a wider
look at trends since 2016 which gives greater insight into Scotland’s fair work
journey. Scotland has made measurable progress on improving fair work, particularly
when considered over the ten-year life of its fair work agenda.

It is important to acknowledge the significant work that has been undertaken by both
the Convention and the Scottish Government to lay the foundations for fair work.
This report considers progress over the lifetime of the fair work agenda, reflects on
the broader ways in which fair work has been embedded across the economy,
provides an update of progress since the previous report and considers where
further progress can be made.

Finally, this report reflects on the Fair Work Convention’s 2023 response to the
Measuring Scotland’s Performance as a Leading Fair Work Nation report which
emphasised the need for consistent progress across all dimensions of fair work and
called for stronger action in areas where there is a significant gap between
Scotland’s performance and that of the leading Fair Work Nation within the
framework (Fair Work Convention, 2023). It also makes further recommendations on
how to strengthen fair work going forward.

12


https://fairworkconvention.scot/wp-content/uploads/2023/11/SCT10234932321.pdf
https://fairworkconvention.scot/wp-content/uploads/2023/10/SCT10236477761.pdf

Strengthening and Embedding Fair Work
Strategic Commitment and Policy Levers

The Convention welcomes the Scottish Government’s ongoing commitment to fair
work and our shared ambition to becoming a leading Fair Work Nation. This ambition
continues to play a key part in the Scottish Government’s economic thinking, with fair
work playing a role in the National Strategy for Economic Transformation, the
National Performance Framework and within consecutive Programmes for
Government including for 2025/26. While the Convention continues to believe there
is more work to be done to fully and consistently embed fair work throughout the
Government’s economic policy and labour market interventions, it is without doubt
that the Government has placed significant emphasis on the issue of fair work over
the last decade. This focus has been fundamental to the success and profile of the
fair work agenda to date.

A core element of the Scottish Government’s fair work agenda is the refreshed Fair
Work Action Plan, published in 2022. This report consolidates previous plans and
sets out a clear path to support employers, promote inclusive workplaces, and
embed fair work across government.

Fair Work First also remains a central element to this approach. Since its
implementation began in April 2019, some £4 billion worth of public sector funding
has been applied to Fair Work First up to March 2023. Since implementing more
stringent grant conditionality in July 2023, making it a requirement for public sector
grant recipients to pay at least the Real Living Wage and provide appropriate
channels for effective voice, it is estimated that over £6 billion worth of public sector
grants has been awarded with Fair Work First criteria attached between 1 July 2023
and 31 March 2025.

Scotland remains the best performing of all four UK countries with the highest
proportion of employees (18+) paid the Real Living Wage or more (88.6%). Ahead of
Wales 84.2%, England 84.1%, Northern Ireland 79.4%, as well as the UK as a whole
(84.3%).

The Convention particularly welcomes the fair work directions requiring the Scottish
National Investment Bank and South of Scotland Enterprise to embed Fair Work
conditionality in their investment and funding decisions. These developments
demonstrate leadership and reinforce the importance of fair work in Scotland’s
economic infrastructure. Added to this, Scottish Enterprise and Highlands and
Islands Enterprise also regularly work to promote fair work and Fair Work First,
working directly with businesses to make fair work a reality across workplaces in
Scotland.

Fair work has also been embedded in wider government strategies, including the
Women’s Health Plan, the Equally Safe Strategy, the Community Wealth Building
Bill, and the National Events Strategy. This work demonstrates that fair work

provides an important foundation for a fairer, healthier and more inclusive society.

Sectoral Progress

Embedding fair work requires a broader cultural shift. The Convention continues to
support this through sectoral inquiries, partnership working, and the development of
practical tools. Notably, the Convention has completed its Inquiry into the

13



Construction sector, identifying key levers for change in public procurement and
commissioning. The Convention is now a member of the Fair Work Sub-Group of the
Construction Accord, helping to develop a Fair Work Charter with the aim of making
this charter a condition of contract in all construction procurement undertaken across
the public sector. This work and the role of the Construction Accord more generally
is fundamental to supporting the sector’s transformation agenda.

In 2024, the Convention published its Inquiry into the Hospitality sector, highlighting
challenges and opportunities for improving job quality in one of Scotland’s largest
and most diverse industries. The Convention believes that the Inquiry’s
recommendations offer a roadmap to making progress in a sector known to have
specific fair work challenges. We will continue to encourage the Government and the
industry to engage meaningfully with the Inquiry’s recommendations which supports
and provides additional resource to take forward the industry-led National Tourism
Strategy, which already commits to embedding fair work principles to attract and
retain a skilled and valued workforce.

These Inquiries build on the Convention’s earlier work in Social Care, which led to
the establishment of the Fair Work in Social Care Implementation Group and the
development of sectoral bargaining for the social care sector. The Convention
believes that it is essential that sectoral bargaining now moves forward and that the
Scottish Government should commit to use sectoral bargaining to set wages, terms
and conditions in social care from 2026.

Fair work focus across other sectors also continues to expand. In retail, the Retail
Industry Leadership Group is developing a resource to support fair work adoption
across the sector. In culture, a Fair Work Taskforce has been established to
recommend priority actions and explore a sectoral agreement. In Early Learning and
Childcare, significant investment has enabled pay uplifts to the Real Living Wage,
supporting a predominantly female workforce and contributing to closing the gender
pay gap. The Convention believes that this work lays an important foundation in
Early Learning and Childcare that should now progress towards sectoral bargaining,
building on the approach in social care and delivering on previous Action Plan
commitments.

Support Tools

To support capacity building, the Convention has collaborated with partners to
develop a range of resources. A free-to-access microsite, developed with CIPD
Scotland, provides tailored advice to small employers on embedding the five
dimensions of fair work. Trades Union Congress (TUC) Education’s Fair Work
Toolkit offers practical guidance for union representatives and workers, helping to
strengthen effective voice and workplace equality. The Scottish Government’s Fair
Work Digital Support Hub signposts employers to a wide range of support and best
practice. Scottish Enterprise’s Employer Support Tool and the Convention’s new
Self-Assessment tool for Workers supports employers, unions and workers to better
assess experiences of fair work in their workplace and provides practical support on
how to make meaningful progress in their specific context.

Partnerships and Capacity Building

The Convention continues to work closely with trade unions, employer bodies, and
civil society organisations to promote fair work. The Convention welcomes the

14



positive engagement of COSLA and SCVO in advancing fair work principles. The
Convention also supports initiatives such as Scottish Government funding for the
Fair Work in Action Fund which builds capacity within the trade union movement to
promote all aspects of fair work; funding for Living Wage Scotland which promotes
and supports employers to adopt both Real Living Wage and Living Hours practices;
and ongoing Scottish Government funding to support flexible working across the
economy with examples of positive change being promoted through the fair work
Resource Hub.

Looking ahead, the Convention remains committed to supporting Scotland’s journey
to becoming a leading Fair Work Nation. Both employers and workers, and their
representative organisations, will need ongoing support to develop ways of working
that are built on fair work principles, maintaining strong and resilient relationships
over the longer term.

15



Methodology and Data Analysis
Methodology

This report follows the publication of Measuring Scotland’s Performance as a
Leading Fair Work Nation (Alma Economics, 2023) which updated the domestic Fair
Work Measurement Framework and developed the Fair Work Nation International
Framework.

The International Fair Work Nation Framework compares Scotland’s performance to
that of Austria, Belgium, Denmark, England, Finland, Iceland, Ireland and the
Netherlands. The comparator countries chosen offer a stretching yet realistic
benchmark for Scotland, incorporating a range of countries that are of a similar size,
with a similar GDP and where comparable data is available.

This updated report focuses on the same indicators and comparator countries, using
an analytical approach similar to that in the original report. The fair work indicators
analysed by fair work dimension are:

e Opportunity: Disability Employment Gap, Gender Economic Inactivity Gap,
Unemployment Rate for Young People

e Respect: Workplace Non-Fatal Injuries, Work-Related Ill Health and Disease

o Effective Voice: Trade Union Membership, Collective Bargaining

e Security: Gender Pay Gap, Underemployment, Permanent Employment,
Involuntary Non-Permanent Work, Involuntary Part-time Work, Low Pay

¢ Fulfilment: Skills Underutilisation.

This progress report provides:

e an overview of the domestic trends for the 14 indicators for the period from
2016 to 2024 (or the nearest years for which data are available)

e an update on Scotland’s performance compared to international comparator
countries for selected fair work indicators using the most recent available data
(2024 data where possible).

Data Analysis
Data Sources

For domestic data (Scotland and England), sources are:

e Office for National Statistics (ONS) Annual Population Survey (APS) for the
Disability Employment Gap, Gender Economic Inactivity Gap, Unemployment
Rate for Young People, Underemployment, Permanent Employment,
Involuntary Non-Permanent Work, Involuntary Part-Time Work

e ONS Labour Force Survey (LFS) for Workplace Non-Fatal Injuries, Work-
Related Il Health and Disease, Trade Union Membership, Collective
Bargaining

e ONS Annual Survey of Hours and Earnings (ASHE) for Gender Pay Gap and
Low Pay

e Working Lives Scotland survey for Skills Underutilisation.

As the countries chosen as the international comparators are European countries,
OECD and Eurostat data have been selected as the preferred sources. Data from
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ILOSTAT are used where the required datasets are not available through OECD or
Eurostat.

This report is based on information available as of the end of September 2025.
Please see Annex A for more details on data sources and indicator definitions.

Comparison Years

In the rest of the report, we comment on domestic trends and international
comparisons for each indicator. When presenting domestic trends, we include the
latest data that is available for Scotland (2024 for all indicators except for Skills
Underutilisation, for which we have 2025 data). When presenting international
comparisons, we compare data for the latest year where data is available for most of
the countries being compared (2023 or 2024). As a result, even if more recent data
is available for Scotland, this is not always included in the international comparison.

The Measuring Scotland’s Performance as a Leading Fair Work Nation report (AlIma
Economics, 2023) used a range of data from 2019 to 2021 depending on available
datasets. Where data has since been revised, this report provides updated
information. Data sources for some indicators have been changed due to continual
improvements and to ensure harmonisation with other published Scotland level
statistics.

As a result, some of the data used in this report differs from data in the 2023 report.
Details of such changes are provided below.

Finally, for one indicator, Work-Related lll Health and Disease, the international data
has not been updated since the 2023 report and therefore Scotland’s position for this
indicator could not be updated.

Data Improvement

Gender Economic Inactivity: OECD data has been used as the source of
international data, changing from ILOSTAT. The OECD data positions Scotland in
third place for both 2021 and 2024. In the 2023 report, Scotland was in 41" place in
2021 for this indicator using the ILOSTAT dataset (Note that the original ILOSTAT
data from Measuring Scotland’s Performance as a Leading Fair Work Nation cannot
be replicated using current ILOSTAT data. The ILOSTAT dataset may have been
updated since this data was retrieved. ILOSTAT data for this report was retrieved in
June 2024).

Workplace Non-Fatal Injuries: Data for Scotland and England has been adjusted
from ‘all non-fatal injuries’ to ‘non-fatal injuries with over three days absence’. For the
international comparator countries, data from the Eurostat dataset is now presented,
replacing the ILOSTAT data used previously. The Eurostat dataset reports rates of
non-fatal injuries with over three days absence. The Eurostat and ILOSTAT data are
similar (although not always identical). Data on non-fatal injuries for the UK is not
directly comparable to international data because of differences in data sources and
comparison years. Data for the UK is obtained from survey data (ONS Labour Force
Survey) and includes self-reported injuries. Data for other countries is administrative
data including injuries reported to social security agencies (national agencies or
private insurance). Data for Scotland and England is averaged across three years,
while international data is annual.
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Gender Pay Gap: following our quality assurance process, we have moved from
Eurostat data to OECD data for the international comparison. Eurostat data used in
the Measuring Scotland’s Performance as a Leading Fair Work Nation report (2023)
showed the difference between the average gross hourly earnings of all paid male
and female employees as a percentage of male average hourly Earnings.

OECD data used in this report shows the difference between median earnings of
male paid full-time employees and of female paid full-time employees as a
percentage of median earnings of male paid full-time employees. Data for Scotland
and England were analysed using the same methodology. The 2023 report
positioned Scotland in third place for 2021 using Eurostat data (Alma Economics,
2023). Using OECD data, Scotland was in the fifth position for the same year.

Permanent Employment: OECD data is used in place of ILOSTAT data for the
proportion of people on permanent rather than non-permanent contracts. This has
resulted in small changes to some of the previously published 2021 data but has not
affected the relative position of Scotland in either 2021 or 2023.

Trade Union Membership and Collective Bargaining: OECD data is now used in
place of ILOSTAT. For both indicators, this has resulted in small changes to some of
the 2019 data which was published in the 2023 report. This has not affected the
relative positions of the country.

Low Pay: Low Pay is the share of workers earning less than two-thirds of median
earnings in a country. In the 2023 report (Measuring Scotland’s Performance as a
Leading Fair Work Nation) data for the United Kingdom was presented but not for
Scotland nor England. In this report, we present data for Scotland and England,
however this is not directly comparable with data for other countries. For Scotland
and England, data refers to all employees. OECD data for other countries refer to
full-time workers only. The Convention is working towards a methodological review
of the indicator in order to be able to make direct comparison and position Scotland
in the international scenario with regard to this indicator.

Despite our efforts and continuous improvement, there are still gaps in our data.
Country comparator data cannot be provided for comparisons of different ethnic
groups. While this data is available at a Scotland level for the ethnicity employment
gap and pay gap, this is not comparable to data in other countries.

Fulfilment data is limited due to the dataset used in the original 2023 report no longer
being accessible on the OECD website. No comparable dataset has been found.
International time series data on Work-Related Il Health and Disease was also
interrupted. The Convention is contacting the responsible statistical authority to find
out whether this data will be available again in the future.
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Results Overview

Summary

Scotland’s domestic performance between 2016 and 2024 has improved for 11 out
of 13 indicators where data for this period is available.

When considering both domestic trends and changes within the international
scenario, the picture is more complex. In more recent years:

e There is one indicator where Scotland has improved domestically and where it
also showed the best performance comparative to other nations at an
international level: Permanent Employment.

e There are two indicators where Scotland has improved both domestically and
comparatively to other nations at an international level: Underemployment and
Involuntary Part-Time Work.

e There are six indicators where Scotland’s international performance has held
steady; for four of them the domestic performance has improved: Gender
Economic Inactivity Gap, Collective Bargaining, Gender Pay Gap and
Permanent Employment, and for the remaining two the domestic performance
has worsened: Disability Employment Gap, Trade Union Membership.

e There is one indicator where Scotland’s domestic performance has fallen and
its relative international performance has also fallen, albeit this is falling from a
relatively positive position: Unemployment for Young People.

e There are four indicators where we could not update Scotland’s performance
in relation to that of other countries. Scotland’s domestic performance has
improved for one of them: Low Pay, and worsened in the remaining three:
Workplace Non-fatal Injuries, Work-Related Ill Health and Disease, Skills
Underutilisation.

Recent years above refer to the period 2021-2024 or the closest years for which data
is available, as specified in detail in the rest of the report.

Scotland’s Progress Over Time

Domestic Trends

One of the most valuable insights within this report is the inclusion of data for the
past ten years for each fair work indicator. This data allows for a clearer
understanding of Scotland’s progress over time.

The charts in this section show changes in Scottish trends focusing on the following
key years: 2016 - the year the Fair Work Framework was established; 2021 - the
year when Scotland’s progress was measured for the 2023 report (Alma Economics,
2023); and 2024 - the latest year for which the data is available for most indicators at
the time of writing.

e Between 2016 and 2024, eleven indicators have improved and two have
worsened.

e The indicators improving between 2016 and 2024 were Disability Employment
Gap, Gender Economic Inactivity Gap, Unemployment Rate for Young
People, Workplace Non-Fatal Injuries, Collective Bargaining, Gender Pay
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Gap, Underemployment, Permanent Employment, Involuntary Non-
Permanent Work, Involuntary Part-Time Work and Low Pay.

¢ The two indicators worsening between 2016 and 2024 were Work-Related llI
Health and Disease and Trade Union Membership.

e Of the eleven indicators that improved from 2016 to 2024, three worsened
between 2021 and 2024: Disability Employment Gap, Unemployment Rate for
Young People and Workplace Non-Fatal Injuries.

e For Work-Related lll Health and Disease and Trade Union Membership,
performance worsened from 2016 to 2024 and from 2021 to 2024.

e Skills Underutilisation worsened between 2020 and 2025 (data are not
available for previous years).

A summary comparing the domestic performance of Scotland across the fair work
indicators which appear in the Fair Work International Framework is available in
Table 2 below. It compares 2024 available estimates to estimates for 2016 and 2021
(or the closest available year) in Scotland.
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Of the eleven indicators that improved from 2016 to 2024, three worsened
between 2021 and 2024.

Table 2 - Scotland's performance in 2016, 2021 and 2024 and related changes in
performance.

Dimension | Indicator Change Change 2016 2021 2024
since 2016 | since 2021

Opportunity” EeIEE Y 374 p.p. | 31.2p.p. | 31.5p.p.
Employment Gap ‘ A
Gender Economic 8.7 p.p. 6.2 p.p. 6.0 p.p.
Inactivity Gap ‘
Unemployment - 11.8% 10.2% 10.8%
Rate for Young

People

Respect Workplace Non-
Fatal Injuries

630 per 510 per 530 per
100,000 100,000 100,000
(2015/16- | (2018/19- | (2021/22-
2017/18) | 2020/21) | 2023/24)

Work-Related Ili 3.5% 41% 4.7%
(2015/16- | (2018/19- | (2021/22-

2017/18) | 2020/21) | 2023/24)

> B P

Diccass A
A

Effective Trade Union 29.3% 28.7% 27.0%
Voice Membership
Collective 33.4% 36.3% 37.4%
Bargaining
Security Gender Pay Gap 15.0% 10.3% 8.6%
Underemployment 8.4% 6.5% 5.2%
Permanent 94.2% 95.0% 95.4%
Employment
Involuntary Non- 32.0% 28.8% 24.5%
Permanent Work
Involuntary Part- 14.0% 13.7% 9.9%
Time Work
Low Pay 17.8% 13.0% 2.8%

Fulfilment Skills no data A N/A 28% 30%
Underutilisation (2025)

Scotland’s data/ position improved

Scotland’s data/ position worsened

Note: Estimates refer to years 2016, 2021 and 2024 unless otherwise specified
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Scotland’s Trends within the International Scenario

This section provides an overview of domestic trends, together with how Scotland’s
performance relative to other countries has changed since the Measuring Scotland’s
Performance as a Leading Fair Work Nation report (Alma Economics, 2023). It
compares Scotland’s performance in 2024 (or the latest year for which data is
available for most countries) to its performance in 2021 (or closest year for which
data is available for most countries).

The term “position” is used to indicate how Scotland’s performance is ranked against
the performance of the eight comparator countries (Austria, Belgium, Denmark,
England, Finland, Iceland, Ireland and the Netherlands). Countries in the first
position are performing better than the other countries for the specified indicator.

Since the last report, Scotland’s performance relative to other countries in the
international framework:

e has remained in first position for Permanent Employment, under the Security
dimension, although now shares the position with England

e has improved for two indicators under the Security dimension:
Underemployment (from 6" to 5™ position) and Involuntary Part-Time Work
(from 6" to 5" position)

e has worsened for one indicator under the Opportunity dimension and one
under the Security dimension: Unemployment for Young People (from 2" to
51) and Involuntary Non-Permanent Work (from 7t to 8t")

e has remained unchanged for all other indicators: Disability Employment Gap
(6™) and Gender Economic Inactivity Gap (3™), both under the Opportunity
dimension; Trade Union Membership (51") and Collective Bargaining (7™ out of
9 while previously 5™ out of 6 countries) (Effective Voice dimension); Gender
Pay Gap (5™) under the Security dimension.

For the remaining indicators, it has not been possible to look at changes in
Scotland’s performance relative to the other countries due to updated data not being
available or direct comparisons not being appropriate.

Considering Scotland’s performance from 2021 to 2024 in more in detail, it is
possible to identify the following areas for improvement:

e Collective Bargaining: Scotland’s relative position remains similar to 2021
and domestically the indicators has improved from 36.3% in 2021 to 37.4% in
2024; however, Scotland has lower collective bargaining coverage compared
to countries like Belgium, Austria, Iceland and the Netherlands, all showing
rates over 70%.

e Trade Union Membership: Although Scotland’s relative position remains
unchanged, trade union membership is continuing to decline domestically
from 28.7% in 2021 to 27.0% in 2024.

¢ Involuntary Non-Permanent Work: Scotland’s relative position dropped from
7t to 8™, the lowest position (2024 data only available for 8 countries),
although the indicator improved domestically: the proportion of non-
permanent employees in Scotland who would like a permanent job decreased
from 28.8% in 2021 to 24.5% in 2024. However, this is considerably higher
than the proportion for the leading country Austria (2.9%).
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e Unemployment for Young People: Scotland’s relative position dropped from
2"d to 5t place and the indicator worsened domestically: in 2024, the
Unemployment rate for 16 to 24 year olds in Scotland was estimated at
10.8%, up from 10.2% in 2021. The Unemployment Rate for Young People
was 8.7% in the Netherlands (leading country) in 2024.

o Disability Employment Gap: the Scottish position relative to other countries

remained unchanged (6!") and the indicator worsened slightly domestically: in
2024, the Disability Employment Gap was 31.5 percentage points (p.p.), up
from 31.2 p.p. in 2021. The Disability Employment Gap in Finland (leading
country) was 20.4 p.p. in 2024. Progress in this area is needed if the Scottish
Government is to meet its target to reduce the Disability Employment Gap to

18.7 p.p. by 2038.

Between 2021 and 2024, Scotland’s performance improved domestically in
eight indicators but, for four of them, relative to other countries, Scotland’s
performance remained unchanged.

Figure 2 - Domestic trends and changes in position internationally relative to other
countries, Scotland 2021-2024.

Inter- Leading Scotland’s Inter-  Leading

Indicator Domestic pational Country Position Indicator Domestic ,ational Country

Opportunity

[ Emp?;?/?r:)(iel:'?Gap ’ “ [ Finland ][ gth/ gth ] Gender Pay Gap “ Denmark
(Gﬁggstrifi:;g;:ic] “ Finland || 3rd/3rd Underemployment Austria
[ e | o aaw] o[]S0t
— Permanent Work Austri

Not directly comparable ] Involuntary Part- Nether-
[ Time Work lands

[ Workplace Non- ]
Fatal Injuries

Scotland’s
Position

5th / 5th

6t to
5th

18(/18(

7t to
8th

6% to
5th

Work-Related Ill
Health and Not ] d Low Pay ..\/ ;
) [ updated Ireland (2nd) Not directly comparable

Trade Union Skill
[ Membership ] “ [Iceland][ 5M/5" ][ o~ ] [ Not directly comparable ]

Underutilisation

Collective . 7t out of
[ Bargaining ] @ 9to 5th

out of 6

Scotland’s data/ position improved

Scotland’s data/ position worsened
0 Scotland’s position did not change

<:> The change in Scotland’s position relative to other countries is not

precise because the number of comparator countries differ in 2021 and 2024
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Figure 2 illustrates the need to consider progress both domestically and
internationally. The International Fair Work Nation Framework considers relative
performance, therefore it is important to remember that international comparative
trends reflect both on performance in Scotland and in comparator countries, and
positive trends for Scotland could reflect both an improving picture for Scotland or a
worsening picture in comparator countries and vice versa.

The nature of fair work is complex and cannot be measured by a single indicator.
Becoming a leading Fair Work Nation means improving performance across a range
of indicators relative to a set of comparator countries. The value of the International
Fair Work Nation Framework is that it allows us to explore this concept of leading
performance and to track Scotland’s performance over time.

Table 3 outlines the relative performance in the fair work indicators using varying
shades from blue (indicating the best performance) to white (representing worst
performance). A dash signifies no data for the year. Data for the indicators Work-
Related lll Health and Disease, Skills Underutilisation and Low Pay are excluded
because direct comparison with other countries is not possible and/or because there
is no available updated data since the previous report.

Table 3 allows for an overview of Scotland’s performance in relation to other
countries and shows that all comparator countries have areas which require focus,
emphasising the aspirational and stretching nature of the aim to be a leading Fair
Work Nation.
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Countries’ performance varies for different indicators.

Table 3 - Country performance by indicator (data year for each indicator and position
of each country in brackets)

Indicator Scotland| Austria |Belgium | Denmark |[England| Finland | Iceland

Disability
Employment gap | 31.5 (6) ANAPN 33.5 (7)
(2024)

26.1(5) |25.8 (4) PAUNED)

Gender Economic
inactivity gap 6.0 (3)
(2024)

7.2 (6) BZNED)
'Young people
unemployment 10.8 (5) | 10.3(3) | 17.4 (8)

14.6 (7) 9.1(2) 1(3')6 8.7 (1)
rate (2024)
Trade union
membership 20.3 (8) 20.8 (7) 90.6 (1)
(2023)

Collective 37.4 (5) LK BRI -

bargaining (2024)
10.2 (5) | 12.1 (6) [OEK( 1) . . . . 9.8 (4)

13.8 (9)

Gender pay gap
(2022)

Underemployment
(2023)

5.9 (5) BPANE); 3.4 (2)

Permanent
employment
(2023)

Involuntary non-
permanent work
(2024)

24.5 (8) BENEN 20.7 (6)

13.9 (3) |23.5(7) | 16.4 (5)

Involuntary part-

time work (2024) | 29 ()

17.7 (8) 10.0 (6) | 27.1 (9) | 11.8 (7) | 8.3 (4) X))

Sources:

Disability Employment Gap: APS for UK data, EUI- SILC- Eurostat for other
countries

Gender Economic Inactivity Gap: APS for UK data, OECD for other countries.
Young People Unemployment rate: APS for UK data, ILOSTAT for other countries.
Trade Union Membership and Collective Bargaining: ONS Labour Force Survey;
ICTWSS - OECD for other countries

Gender Pay Gap and Low Pay: ASHE for UK data, OECD for other countries.
Underemployment: ONS Annual Population Survey for UK data, Labour Force
Survey, ILOSTAT for other countries

Permanent Employment: ONS Annual Population Survey for UK data, Labour Force
Survey — OECD for other countries

Involuntary Non-Permanent Work and Involuntary Part-Time Work: ONS Annual
Population Survey for UK data, Labour Force Survey — Eurostat for other countries.
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Opportunity
Disability Employment Gap

International comparison year | 2024

Scotland’s position | 6" (out of 8) «»

Scotland’s estimate | 31.5 p.p.

Narrowest estimate | 20.4 p.p. (Finland)
(first position)

Gap to narrowest estimate | 11.1 p.p.

The Disability Employment Gap shows the percentage point (p.p.) difference
between the employment rates for disabled people and non-disabled people. The
wider the gap, the poorer the performance. UK data includes the population of
people aged 16-64 and disability is based on the Equality Act 2010 definition. This
definition is based on self-reported health conditions. A condition will have lasted at
least 12 months and have a substantial impact on a person's ability to carry out
normal day-to-day activities. Data for other countries includes people aged 16 and
over and refer to disability lasting at least 6 months. Caution is needed comparing
Scotland and England to other countries.

The employment rate for disabled people in Scotland (aged 16-64) increased by 1.8
p.p. between 2021 and 2024 (not a significant change) and by 8.6 p.p. since 2016 (a
significant change). The employment rate for non-disabled people has also
increased over that period, although not by as much (2.2 p.p. since 2021 and 2.8
p.p. since 2016).

Figure 3 shows that the Disability Employment Gap in Scotland has been decreasing
between 2015 and 2021 (38.4 p.p. in 2015 and 31.2 p.p. in 2021). However, it was
31.5 p.p. in 2024, slightly higher than in 2021.

The Disability Employment Gap for England has reduced between 2014 and 2022
(from 30.8 p.p. in 2014 to 25.5 p.p. in 2022) and it was 25.8 p.p. in 2024, similar to
2022. In England, the Disability Employment Gap has been consistently narrower
than in Scotland between 2014 and 2024.

In 2024, Finland’s Disability Employment Gap was 20.4 p.p., a gap just below that of
Austria (20.7 p.p.) and the Netherlands (20.9 p.p.). Ireland had the widest gap
compared to the other analysed countries for the whole time series (2014-2024). In
2024, the gap in Ireland was 38.2 p.p.. Austria’s Disability Employment Gap has
increased between 2014 and 2021 (from 19.3 p.p. in 2024 to 26.3 p.p. in 2021), but it
decreased in recent years to 20.7 p.p. in 2024.
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In Scotland, the Disability Employment Gap has been narrowing over time.
However, Scotland has had one of the widest Disability Employment Gaps
among comparator countries throughout the time series.

Figure 3 - Disability Employment Gap by country, percentage points, 2014 — 2024.
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Source: European Statistics of Income and Living Condition (EU-SILC), Eurostat
(retd 30/04/25); Annual Population Survey (Jan — Dec), ONS.
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Finland had the narrowest Disability Employment Gap among comparator
countries in 2024.

Figure 4 - Disability Employment Gap by country, percentage points, 2024.
Ireland
Belgium
Scotland
Denmark
England

Netherlands

Austria
Iceland [c]

Source: European Statistics of Income and Living Condition (EU-SILC), Eurostat
(retd 30/04/25); Annual Population Survey (Jan — Dec), ONS (retd 13//25).

Note: Data for Iceland for 2024 is not available.

Scotland’s position in the country rankings is unchanged compared with 2021,
remaining in 6th place in relation to the comparator countries. The gap to the leading
country has widened to 11.1 p.p., increasing from 9.0 p.p. in 2021.
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Gender Economic Inactivity Gap

International comparison year | 2024

Scotland’s position | Third «—

Scotland’s estimate | 6.0 p.p.

Narrowest estimate (first | 2.0 p.p. (Finland)
position)

Gap to narrowest estimate | 4.0 p.p.

The Gender Economic Inactivity Gap shows the percentage point (p.p.) difference
between the inactivity rates for women and men. Positive gaps mean women have
higher economic inactivity rates than men. People are defined as economically
inactive when they are not in employment and do not meet the criteria for
unemployment. UK data refers to those aged 16-64. Data for other countries
includes people aged 15-64. Caution is needed comparing Scotland and England to
other countries.

In Scotland, the proportion of inactive women aged 16-64 declined from 27.5% in
2016 to 26.2% in 2024 - a decrease of 1.3 percentage points - despite fluctuations
over the period. The percentage of inactive men 16-64 increased between 2016 and
2022 (from 18.8% to 20.7%) but decreased afterwards (20.2% in 2024). The Gender
Economic Inactivity Gap narrowed from 8.7 p.p. in 2016 to 4.4 p.p. in 2022, but it
increased since, up t0 6.0 p.p. in 2024.

Figure 5 shows trends in the Gender Economic Inactivity Gaps since 2016 by
country. Overall, the Gender Economic Inactivity Gap has narrowed over time for all
countries, except for Iceland. Ireland and England have seen a greater reduction in
their Gender Economic Inactivity Gap between 2016 and 2024 than Scotland
(Ireland narrowed by nearly 5 p.p. and England by almost 4 p.p. compared with 1.3
p.p. for Scotland over this period). Even so, Scotland has maintained a consistently
narrower Gender Economic Inactivity Gap compared to Ireland and England
throughout that time.
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The Gender Economic Inactivity Gap has narrowed in Scotland between 2016
and 2022, but it has widened in recent years.

Figure 5 - Gender Economic Inactivity Gap by country, percentage points, 2016 —
2024.
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Source: OECD data; Annual Population Survey (Jan — Dec), Nomis (retrieved
13/08/25).

Figure 6 shows that Finland is the leading country for the Gender Economic Inactivity
Gap, with a gap of 2.0 p.p. in 2024. This compares with Ireland which has the widest
gap of all comparator countries at 8.2 p.p. for 2024.

Note: There is a break in Iceland data between 2019 and 2020.
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Finland has the narrowest Gender Economic Inactivity Gap of 2.0 percentage
points in 2024.

Figure 6 - Economic Inactivity Gap by country, percentage points, 2024.
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Source: OECD data; Annual Population Survey (Jan — Dec), Nomis (retrieved
13/08/25).
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Unemployment Rate for Young People

International comparison year | 2024

Scotland’s position | Fifth |

Scotland’s estimate | 10.8%

Lowest estimate (first | 8.7%
position) | (Netherlands)

Gap to Lowest estimate | 2.1 p.p.

The Unemployment Rate for Young People is the proportion of young people who
are economically active and are unemployed (as opposed to in employment). Young
people are defined as those aged 16-24 years in Scotland and England and those
aged 15-24 years in all other countries, therefore caution is needed comparing
Scotland and England to other countries.

Overall, the Unemployment Rate for Young People aged 16-24 in Scotland has
reduced from 17.1% in 2014 to 10.8% in 2024. However, it decreased from 2014
(17.1%) to 2019 (8.3%) and increased in 2020 to 13.2%. It decreased in the
following years until 2022 (9.7%), to increase again to 9.9% in 2023 and 10.8% in
2024.

In England, the Unemployment Rate for Young People aged 16-24 followed a similar
trend, decreasing between 2014 (17.1%) and 2019 (11.7%), increasing in 2020
(13.9%) and decreasing to 10.7% in both 2022 and 2023. It increased to 12.7% in
2024. During the period 2015-2024, the Unemployment Rate for Young People in
Scotland was lower than the equivalent rate in England.

In most comparator countries, the Unemployment Rate for Young People has
decreased until 2019 but followed an inverted u-shaped trend around the pandemic
years. The Unemployment Rate for Young People increased between 2023 and
2024 in all examined countries, with the exception of Ireland. The Netherlands have
consistently had the lowest Unemployment Rate for Young People between 2019
(6.7%) and 2024 (8.7%) among the examined countries. Please note that young
people are defined as those aged 15-24 years in comparator countries.
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Unemployment Rate for Young People increased between 2023 and 2024 in all
countries, with the exception of Ireland.

Figure 7 - Unemployment Rate for Young People by country, percentage rates, 2014
—2024.
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Source: Annual Population Survey, Nomis (retrieved 13/08/2025), ILOSTAT
(retrieved 30/04/2025).

Note: There are various breaks in the series for all countries - except Austria,
Scotland and England - mainly between 2020 and 2021 and 2016 and 2017
depending on the country. Changes in the timeseries at these periods should be
treated with caution.
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Netherlands had the lowest Unemployment Rates for Young People at 8.7% in
2024, and Finland the highest at 18.8%.

Figure 8 - Unemployment Rates for Young People by country, percentage rates,
2024.
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Source: Annual Population Survey, Nomis (retrieved 13/08/2025) ILOSTAT
(retrieved 30/04/2025).
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Respect

Workplace Non-Fatal Injuries

International comparison | 2021/22-2023/24 for UK
year | and 2022 for other
countries

Scotland’s position | n/a
Scotland’s estimate | 530 per 100,000

Lowest estimate (first n/a
position)

Gap to Lowest estimate | n/a

Workplace Non-Fatal Injuries rates are the rate of injuries per 100,000 workers with
over three days absence. Data for Scotland and England are obtained from Labour
Force Survey data and includes self-reported injuries with over three days absence
for people working in the last 12 months. Data for other countries are administrative
data including injuries notified to the relevant national authorities through two main

types of notification systems: the insurance based and the universal social security
based systems.

Due to the different methods of data collection, the data on Workplace Non-Fatal
Injuries for Scotland and England cannot be directly compared to that for the other
countries in the International Framework. Trends for Scotland and England are
therefore presented in separate charts. In addition, data for Scotland and England
are measured as a three-year average, while international data are annual data.

As can be seen in Figure 9, the Workplace Non-Fatal Injuries rate overall decreased
in Scotland between the periods 2000/01-2002/03 and 2021/22-2023/24. However, it
increased between 2018/19-2020/21 and 2021/22-2023/24, from a rate of 510 per
100,000 workers to a rate of 530 per 100,000 workers. This was not a statistically
significant increase. Workplace Non-Fatal Injuries rates are higher in England
compared to Scotland since 2015/16-2017/18. In the period 2021/22-2023/24, the
rate of Workplace Non-Fatal Injuries was 580 per 100,000 workers in England and
530 per 100,000 workers in Scotland.
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Overall, the Workplace Non-Fatal Injuries rates declined between 2000/01-
2002/03 and 2021/22-2023/24 in Scotland and England. In 2018/19-2020/21 they
were at their record-low for the period 2000/01-2002/03 to 2021/22-2023/24.

Figure 9 - Workplace Non-Fatal Injuries per 100,000 workers by country, Scotland
and England, 2000/01-2002/03 to 2021/22-2023/24 (three-year average).
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Source: LFS, Health and Safety Executive (retrieved 12/06/2024).

Looking at the other countries in the international scenario (Figure 10), Workplace
Non-Fatal Injuries rates decreased or remained similar in most countries between
2014 and 2022, with the exception of Denmark. In Denmark, such rates increased
from 1608.2 per 100,000 workers in 2017 to a record-high of 3581.3 per 100,000
workers in 2022. It is not known whether this increase is due to more accidents or
more companies reporting accidents, or both (Danish Working Authority, 2023).
Iceland had the lowest rate of Workplace Non-Fatal Injuries among the non-UK
countries examined for the whole period 2014 to 2022. In 2022, the Workplace Non-
Fatal Injuries rate in Iceland was 571.6 per 100,000 workers.

However, caution should be used when comparing Workplace Non-Fatal Injuries
rates between different countries. Eurostat notes that incidence rates and
standardised incidence rates often vary strongly between the two main types of
notification systems (the insurance based and the universal social security based
systems) and incidence rates are often only comparable between Member States of
the same notification system (insurance or universal social security).
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Workplace Non-Fatal Injuries rates have increased in Denmark since 2018.

Figure 10 - Non-fatal occupational injuries per 100,000 workers by country, 2014 —

2022 (Scotland and England excluded from the chart).
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In 2022, Iceland had the lowest Workplace Non-Fatal Injuries rate among
comparator countries (data excluding Scotland and England).

Figure 11 - Workplace Non-Fatal Injuries rates, Non-Fatal Occupational Injuries per
100,000 workers, by country, 2022 (Scotland and England not included).

Denmark
Belgium
Austria
Finland
Netherlands
Ireland

Iceland

1378.1

1057.1

7941

571.6

Injuries per 100,000 workers
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Work-Related lll Health and Disease

International comparison | 2020 and 2018/19-
year | 2020/21 for UK

Scotland’s position | 2"

Scotland’s estimate | 4.1%

Lowest estimate (first | 3.1% (Ireland)
position)

Gap to lowest estimate | 1.0 p.p.

The Work-Related Il Health and Disease indicator shows the prevalence of work-
related ill health and disease among workers. It is presented as a percentage rate,
which is the percentage of workers reporting a work-related health problem.

Scotland and England use a three-year average figure, while international data uses
annual data. The data may not be directly comparable as a result. Comparisons
used in this report are: 2005/06-2007/08 compared with 2007; 2011/12, 2013/14-
2014/15 compared with 2013 and 2018/19-2020/21 compared with 2020. 2020 is the
most recent international data available. Data for 2021/22-2023/24 is also available
for Scotland and England. Given that the time periods for the data for Scotland and
England are different compared with other countries, the trend over time may provide
a more complete picture than the individual data points alone. Data for Scotland has
been revised since the Measuring Scotland’s Performance as a Leading Fair Work
Nation report (Alma Economics, 2023).

As can be seen in Figure 12, Scotland’s Work-Related Ill Health and Disease rate
has remained similar from 2005/06-2007/08 to 2018/19-2020/21, moving from 4.2%
to 4.1%, with no significant change over this period. In 2021/22-2023/24, the rate
was 4.7% but the change from previous years is not significant. England shows a
similar trend over the same period, with no significant change noted (4.3% in
2005/06-2007/08, 4.7% in 2018/19-2020/21 and 5.2% in 2021/22-2023/24).
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Trends in Work-Related Il Health and Disease rates were similar in Scotland
and England between 2004/05-2006/07 and 2020/21-2023/24.

Figure 12 - Work-Related Ill Health and Disease percentage rates, Scotland and
England, 3-years average 2005/06-2007/08 to 2021/22-2023/24.
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Source: LFS, Health and Safety Executive (retrieved 12/06/2024).

Figure 13 shows the Work-Related Ill Health and Disease percentage rates by
country for the period 2007 — 2020 (2018/19-2020/21 for England and Scotland).
Over the period considered, Ireland, Scotland and England show the lowest rates of
Work-Related Il Health and Disease among workers. In 2020, the rate was 3.1% in
Ireland and 4.1% in Scotland and 4.7% in England. Finland had the highest rate of
Work-Related Ill Health and Disease compared with the other countries at 25.7% in
2020. Itis unclear whether differences in reporting or social insurance system could
account for this (Eurostat, 2025).

The rates for all countries either remain similar between 2007 and 2020 or
decreased slightly over time, with the exception of Finland and Iceland, where the
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rates increased slightly. Denmark and Netherlands had the largest decreases at 3.8
percentage points and 3.7 percentage points between 2007 and 2020.

Scotland has had consistently the second lowest rate of Work-Related Il
Health and Disease, outperformed only by Ireland.

Figure 13 - Work-Related lll Health and Disease percentage rates by country 2007 —
2020.
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Source: Scotland and England: LFS, Health and Safety Executive (retrieved
30/05/24); other countries: LFS, Eurostat (retrieved 30/05/24).

Notes: Estimates for Scotland and England are three-years averages and estimates
for other countries are annual. Three-years average for 2005/06-2007/08 are
compared to 2007 annual data; three-years average for 2011/12, 2013/14-2014/15
are compared to 2013 and three-years average for 2018/19-2020/21 are compared
to 2020.
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Ireland, Scotland and England show the lowest rates of Work-Related Il Health
and Disease among workers.

Figure 14 - Work-Related lll Health and Disease, percentage rates by country, 2020.
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Source: Scotland and England: LFS, Health and Safety Executive (retrieved
30/05/24); other countries: LFS, Eurostat (retrieved 30/05/24).

Notes: Estimates for Scotland and England are three-year averages and estimates
for other countries are annual. Three-year averages for 2018/19-2020/21 are
compared to 2020.
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Effective Voice

Trade Union Membership

International comparison | 2023
year

Scotland’s position | 51" «

Scotland’s estimate | 29.1%

Highest estimate (first | 90.6% (Iceland)
position)

Gap to highest estimate | 61.5 p.p.

The Trade Union Membership indicator represents the proportion of employees that
are members of a trade union. Sources vary by countries: membership is declared
by unions for Austria, Denmark, Finland and Belgium. Membership is declared by
employees (employee-based survey such as Labour Force Survey or social survey)
for Scotland, England, Ireland and Iceland. Caution is needed comparing countries
with different sources of data.

As can be seen from Figure 15 Scotland’s Trade Union Membership, while
remaining consistently higher than England, has not changed substantially between
2016 and 2024. In Scotland, the proportion of employees with Trade Union
Membership had decreased to 27.0% in 2024 compared to 29.4% in 2019 and
29.3% in 2016. The estimate for Scotland has been consistently higher than
England’s Trade Union Membership across the series. In 2024, the proportion of
employees with Trade Union Membership was 20.6% in England.

Countries seem to be split in two groups. The first group shows Trade Union
Membership rates consistently over 45% between 2016 and 2023 (Iceland,
Denmark, Finland and Belgium); the other group shows rates consistently under
30% during the same period (Scotland, Ireland, England, Austria, Netherlands). Most
countries saw little change in Trade Union Membership in the last decade, with
Finland seeing the largest decrease in membership.
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Scotland has had consistently a higher proportion of employees with Trade
Union Membership compared to England between 2016 and 2024.

Figure 15 - Proportion of employees with Trade Union Membership by country, 2016
to 2024.
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Source: ICTWSS, OECD (retrieved 01/10/2025); ONS Labour Force Survey
(October to December data)

Notes:

Data reported in the OECD Table refer to the UD _hist variable of the OECD/AIAS
ICTWSS database and combine estimates based either on administrative sources or
labour force surveys or both.

Data from January to March 2019 onwards has been reweighted, causing a
discontinuity between 2018 and 2019 for Scotland and England.

Data for Iceland, Belgium and the Netherlands are not available for 2024. For a more
comprehensive comparison, Figure 16 shows Scotland’s position in 2023, when
Scotland’s position was 5. The largest proportion in 2023 was 90.6% for Iceland,
compared with the smallest proportion which was in the Netherlands with 13.8%.
Insight into the range differences in Trade Union Membership is discussed in the
2023 report (Alma Economics, 2023).
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The union membership rate was above or close to 50% in Iceland, Denmark,
Finland and Belgium in 2023.

Figure 16 - Proportion of employees with Trade Union Membership by country, 2023.
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Source: ICTWSS, OECD (retrieved 01/10/2025); ONS Labour Force Survey
(October to December data).

Note: Data reported in the OECD Table refer to the UD _hist variable of the
OECD/AIAS ICTWSS database and combine estimates based either on
administrative sources or labour force surveys or both.
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Collective Bargaining

International comparison year | 2024

Scotland’s position | 51" (out of 6) <

Scotland’s estimate | 37.4%

Highest estimate (first | 100.0% (Belgium)
position)

Gap to highest estimate | 62.6 p.p.

Collective Bargaining is the percentage of employees whose pay/conditions are
determined by collective agreement. Sources vary by countries. Data for Austria and
Belgium are based on interpretation of national collective bargaining legislation and
expert advice. Data for Denmark and the Netherlands are based on administrative
data. For Iceland there is no official estimate available, the reported figure relies on
estimates from Prof Jelle Visser. Data for Scotland and England is based on survey
data.

Scotland’s Collective Bargaining increased from 33.4% in 2016 to 37.4% in 2024
(not statistically significant change). Scotland’s proportion of Collective Bargaining
has remained consistently above England between 2016 and 2024. Collective
Bargaining in England’s was 25.1% in 2024.

Data is sparse for Denmark, Finland and Ireland. Between 2016 and 2024, Belgium,
Austria and Iceland show the highest percentages of Collective Bargaining. In the
Netherlands, during the same period there has been a decrease from 74.9% in 2016
to 72.1% in 2024.
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Collective Bargaining rates have increased slightly in Scotland and England
between 2016 and 2024, but are still low compared to rates in Belgium, Austria,
Iceland, Netherlands.

Figure 17 - Proportion of employees whose pay/conditions are determined by
collective agreement by country, 2016 to 2024.
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Source: ICTWSS, OECD (retrieved 01/10/2025); Labour Force Survey (October to
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Note: The adjusted Collective Bargaining coverage rate is defined as the number of
employees covered by a collective agreement in force as a proportion of the number
of eligible employees equipped (i.e., the total number of employees minus the
number of employees legally excluded from the right to bargain).

Data reported in this Table refer to the AdjCov_hist variable of the OECD/AIAS
ICTWSS database and combine estimates based either on administrative sources or
labour force surveys or both.

Where LFS is used as a source (i.e. for Scotland and England), the data is self-
reported by workers, who may not be aware of collective agreements in place in their
organisations.

Figure 18 shows the range of Collective Bargaining by country in 2024, ranging
between 100% in Belgium and 25.1% in England. This is likely to be due to differing
approaches being taken to collective bargaining across countries with legislation
accounting for the high proportions in Belgium, Austria, and Iceland. Estimates for
Denmark, Finland, and Ireland were not available in 2024.
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In Belgium, Austria and Iceland pay/conditions were determined by collective
agreement for at least 90% of employees in 2024.

Figure 18 - Proportion of employees whose pay/conditions are determined by
collective agreement by country, 2024.
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Source: ICTWSS, OECD (retrieved 01/10/2025); ONS Labour Force Survey
(October to December data)

Note: Most recent data for Denmark, Finland, and Ireland is from 2023, 2022 and
2017 respectively and have not been included in the chart.

Collective Bargaining coverage is an important measure of fair work as it provides a
mechanism to advance all aspects of fair work. It should also be noted that the
relationship between Trade Union Membership levels and Collective Bargaining
coverage are not directly related. For example, Austria has a high level of Collective
Bargaining coverage at 98% but Trade Union Membership levels below that of
Scotland. This suggests that institutional approaches to collective bargaining are
vitally important when considering levels of Collective Bargaining coverage.
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Security

Gender Pay Gap

International comparison year | 2022

Scotland’s position | 5" (joint with
Iceland) <

Scotland’s estimate | 10.2%.

Narrowest estimate (first | 0.9%
position) | (Belgium)

Gap to narrowest estimate | 9.3 p.p.

The Gender Pay Gap is calculated as the difference between median earnings of
male full-time employees and of female full-time employees as a percentage of
median earnings of male full-time employees. The indicators of Gender Pay Gap are
based on gross earnings of full-time employees reported in the OECD Distribution of
earnings database. Gross annual earnings are used for Austria and Finland, gross
monthly earnings are used for Belgium, Iceland, Ireland, and Netherlands, gross
hourly earnings are used for Denmark. Gross weekly earnings are used for England
and Scotland. The distinction between full-time and part-time is according to national
definitions.

Figure 19 below shows trends in the Gender Pay Gap by country. Data is available
for the period 2016-2023 for most countries. In Scotland, the Gender Pay Gap
narrowed from 15.0% in 2016 to 10.3% in 2021. The Gender Pay Gap was 8.1% in
2023 and 8.6% in 2024. 2024 data for Scotland and England is provisional and not
shown in the chart. In addition, 2023 and 2024 data for these countries are not
directly comparable with data for 2022 and earlier years, due to methodological
changes in the series.

Trends in other countries are mixed but the Gender Pay Gap has generally
decreased in most countries. Between 2022 and 2023, the Gender Pay Gap
decreased in all countries, with the exception of Ireland - however we cannot
comment on Belgium and Iceland, for which data is not available for 2023.
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Between 2022 and 2023, the Gender Pay Gap has decreased in all countries,
with the exception of Ireland - however 2023 data is missing for Belgium and
Iceland.

Figure 19 - Gender Pay Gap (median full-time pay) by country 2016 - 2023.
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Source: Structure of earnings survey (SES), OECD (retrieved 11/07/2027); Statistics
Austria, Wage Tax Statistics, OECD (retrieved 11/07/2025); Income Distribution
Survey Statistics Finland, OECD (retrieved 11/07/2025); ONS Annual Survey of
Hours and Earnings

Note: Scotland and England data have breaks between 2020 and 2021 and data for
2020 and 2021 are subject to more uncertainty and should be treated with caution
because of the effect of the coronavirus (COVID-19) pandemic on the data and
collection. Due to a methodological change, data for 2023 and 2024 are not directly
comparable with data for 2022 and earlier years. Some 2021 country data was
provisional and has been revised since the publication of Measuring Scotland’s
Performance as a Leading Fair Work Nation.

The last year for which we have data for all countries in the international framework
is 2022, when Scotland was in the fifth position together with Iceland, both countries
showing 10.2%. In 2022, Belgium was in first position with a Gender Pay Gap of
0.9%. The 2023 report (Alma Economics, 2023) reported on the Gender Pay Gap for
all paid employees as opposed to full-time employees. The methodological change
has resulted in a change for the position of Scotland in 2021, from 4t to 5™ position.
In 2021, the Gender Pay Gap in Scotland as measured in this report was 10.3%.
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Belgium had the narrowest Gender Pay Gap at 0.9% in 2022.
Figure 20 - Gender Pay Gap (median hourly full-time pay) by country, 2022.
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Source: Structure of earnings survey (SES), OECD (retrieved 11/07/2027); Statistics
Austria, Wage Tax Statistics, OECD (retrieved 11/07/2025); Income Distribution
Survey Statistics Finland, OECD (retrieved 11/07/2025); ONS Annual Survey of
Hours and Earnings
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Underemployment

International comparison year | 2023

Scotland’s position | Fifth 1

Scotland’s estimate | 5.9%

Lowest estimate (first | 2.8% (Austria)
position)

Gap to lowest estimate | 3.1 p.p.

The time-related Underemployment rate is a measure of labour underutilisation that
provides information regarding the share of employed persons who are willing and
available to increase their working time (out of all employed persons). The definition
of Underemployment for Scotland and England includes those who are in work but
would prefer to work more hours in their current job (at their basic rate of pay), in an
additional job or in a new job with longer hours to replace their current job. For
comparator countries, the definition includes those who are willing to work additional
hours, available to work additional hours and worked less than a threshold relating to
working time (this is different depending on the country) (ILOSTAT, Retrieved
October 2025). Underemployment is hours-based. Caution should be used when
comparing data for Scotland and England to data for other countries.

The most recent estimates for Scotland and England are for January to December
2024, with 5.2% in Scotland and 6.3% in England.

For, Scotland, this is not a significant change from 2023 and 2022 (both 5.9%). This
proportion was lower than in 2021 (6.5%). There was a 2.5 percentage points (p.p.)
decrease in Underemployment between 2016 (8.4%) and 2023 (5.9%). England has
had higher proportions of Underemployment than Scotland since 2021, with 6.3% of
workers underemployed in 2023 (compared with 5.9% in Scotland).

As can be seen in Figure 21, Underemployment in the comparator countries is
variable. In 2023, Underemployment was at 7.9% in Ireland and 2.8% in Austria.
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Scotland’s Underemployment has reduced between 2016 and 2023 by 2.5
percentage points.

Figure 21 - Proportion of those in employment who are underemployed by country
2016 - 2023.
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Source: Labour Force Survey, ILOSTAT (retrieved 11/07/2025); ONS Annual
Population Survey (January to December data)

In 2023, Scotland had the fifth lowest Underemployment amongst the comparator
countries with 5.9% of people wanting to work longer hours. In comparison, Austria
had the smallest proportion of underemployed workers (2.8%) and Ireland the largest
(7.9%).
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Scotland’s Underemployment was more than twice as large as Austria, the
country with the lowest proportion in 2023.

Figure 22 - Proportion of those in employment who are underemployed by country,
2023.
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Source: Labour Force Survey, ILOSTAT (retrieved 11/07/2025); ONS Annual
Population Survey (January to December data)
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Permanent Employment

International comparison year | 2024

Scotland’s position | First &

Scotland’s estimate | 95.4%

Highest estimate (first | 95.4%
position) (Scotland, England)

Gap to highest estimate | N/A

Permanent Employment is the employees who are on a permanent contract rather
than a non-permanent contract and refer to survey respondents aged 16 and above.
The definition varies slightly in different countries, and data for some countries refers
to the population aged 15 and over. Caution should be used when comparing data
for Scotland and England to data for other countries.

In Scotland in 2024, 95.4% of employees were in Permanent Employment. This is a
statistically significant increase from 2023 (94.2%) and an increase since 2016
(94.2%). England’s proportion of employees in Permanent Employment has been
similar to Scotland’s over the past decade and it was matching that of Scotland in
2024 (95.4%).

Between 2016 and 2024, the proportion of employees on permanent contracts has
been above 85% in most countries. Trends appear to be stable in most countries,
however, please note there is a break in the series due to a revised methodology
between 2020 and 2021 for some countries.
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Between 2016 and 2024, the proportion of employees on permanent contracts
has been above 85% in most countries.

Figure 23 - Proportion of people in employment who are on permanent rather than
non-permanent contracts by country, 2016 - 2024.
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Source: Labour Force Survey, OECD (retrieved 11/07/2025); ONS Annual
Population Survey (January to December data).

In 2024, Scotland had the joint highest proportion at 95.4% of employees on
permanent contracts, with England having the same proportion. Netherlands had the
lowest proportion of employees on permanent contracts at 73.6% in 2024.
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In Scotland in 2024, 95.4% of employees were on permanent rather than non-
permanent contracts, joint highest proportion alongside England.

Figure 24 - Proportion of people in employment who are on permanent rather than
non-permanent contracts by country, 2024.
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Source: Labour Force Survey, OECD (retrieved 11/07/2025); ONS Annual
Population Survey (January to December data).
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Involuntary Non-Permanent Work

International | 2024
comparison year

Scotland’s position | Eighth (out of eight) |

Scotland’s estimate | 24.5%

Lowest estimate | 2.9% (Austria)
(first position)

Gap to lowest | 21.6 p.p.
estimate

Involuntary Non-Permanent Work is the proportion of non-permanent employees
who report that they cannot find a permanent job. For Scotland and England,
estimates are based on survey respondents aged 16 and above. The definition
varies slightly in other countries, and data for other countries refers to the population
aged 15 - 64. Caution should be used when comparing data for Scotland and
England to data for other countries.

In 2024, 24.5% of employees on a non-permanent contract in Scotland had been
unable to find a permanent job. As can be seen in Figure 25, this proportion has
decreased from 32.0% in 2016. England’s estimates have tended to follow a similar
trend and were slightly lower than Scotland in 2024 at 23.5%.

Times series in the chart below are affected by a break in the time series between
2020 and 2021 (excluding Scotland and England) and the impact of the COVID-19
pandemic on temporary employment in 2020. (Regulation (EU) 2019/1700 came into
force on 1 January 2021 and induced a break in the LFS time series for several EU
Member States, including each of the international countries in this chart. There is no
break for England or Scotland data between 2020 and 2021. There was a significant
impact of the COVID-19 pandemic on temporary employment in 2020, with the
overall number of temporary workers (including those in involuntary non-permanent
work) decreasing.

Between 2021 and 2023, Finland and Belgium have seen a notable drop in
employees who cannot find a permanent job. Finland fell from 25.0% in 2021 to
16.4% in 2024 and Belgium from 29.8% to 20.7% over the same period. All countries
had a share of involuntary non-permanent workers below 25% in 2024.
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In Scotland, the proportion of non-permanent employees who would like a
permanent job has fallen from 32.0% to 24.5% between 2016 and 2024.

Figure 25 - Proportion of non-permanent employees who cannot find a permanent
job by country 2016 — 2024.
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Source: Labour Force Survey, Eurostat (retrieved 11/07/2025); ONS Annual
Population Survey (January to December data)

Note: Data for Austria for 2022 to 2024 has low reliability. Most recent data for
Iceland data is for 2019.
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In 2024, Austria had the smallest proportion of non-permanent employees who were
unable to find a permanent job at 2.9% (Note: Data for Austria for 2022 to 2024 has
low reliability). Although the data is of low reliability in 2022 and 2023, Austria has
tended to have the lowest proportion compared to the other countries. Scotland had
the largest proportion at 24.5% in 2024, which was only slightly higher than England
at 23.5%. Estimates for Iceland were not available in 2024.

In 2024, Scotland had a comparatively large proportion (24.5%) of non-
permanent employees looking for permanent work.

Figure 26 - Proportion of non-permanent employees who cannot find a permanent
job by country, 2024.
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Source: Labour Force Survey, Eurostat (retrieved 11/07/2025); ONS Annual
Population Survey (January to December data)

Note: 2024 data for Iceland is not available.
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Involuntary Part-Time Work

International comparison year | 2024

Scotland’s position | Fifth 1

Scotland’s estimate | 9.9%

Lowest estimate (first | 2.2% (Netherlands)
position)

Gap to lowest estimate | 7.7 p.p.

Involuntary Part-Time Work is the proportion of part-time workers who could not find
full-time employment. England and Scotland data follow ONS methods which is
based on workers age 16+, data for other countries refers to workers aged 15 — 64.

The distinction between full-time and part-time work is generally based on a
spontaneous response by the respondent and refers to their main job. The
exceptions are the Netherlands and Iceland where a 35-hour threshold is applied
(Eurostat, 2021). Caution should be used when comparing data for Scotland and
England to data for other countries.

In 2024, 9.9% of people in employment in Scotland were in involuntary part-time
work, a decrease of 3.8 p.p. from 13.7% in 2021. The proportion of people in
involuntary part-time work has decreased by 4.2 p.p. since 2016, despite increasing
over the COVID-19 period. England has tended to have a slightly lower proportion in
involuntary part time work than Scotland but was 10.0% in 2024.

The drop between 2020 and 2021 for the other countries may be due to a change in
methodology and/or the effects of COVID-19. Involuntary part-time work has
decreased in all countries between 2021 and 2024.
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Most countries saw a decrease in the proportion of people in employment who
were in involuntary part-time work between 2021 and 2024.

Figure 27 - Proportion of people in part-time employment who cannot find full-time
employment by country 2016 - 2024.
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Source: Labour Force Survey, Eurostat (retrieved 11/07/2025); ONS Annual
Population Survey (January to December data)

Notes: The large drop between 2020 and 2021 for some countries is likely to be due
to a change in methodology and the impact of COVID-19.

Regulation (EU) 2019/1700 came into force on 1 January 2021 and induced a break
in the LFS time series for several EU Member States, including each of the
international countries in this chart.

There are also breaks in the data for Belgium, Denmark and Ireland between 2016
and 2017.

There is a break in the data for Iceland between 2019 and 2020.
There is no break for England or Scotland data between 2020 and 2021.
Netherlands data is unreliable from 2012-2017
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In 2024, Netherlands had the smallest proportion of people in part-time employment

seeking full-time employment at 2.2%. This was considerably lower than Finland
which had the highest proportion for this indicator (27.1%) and Scotland (9.9%).

In 2024, Netherlands had the smallest proportion of people in part-time
employment seeking full-time employment at 2.2%, considerably lower than
Scotland (9.9%).

Figure 28 - Proportion of people in part-time employment who cannot find full-time
employment by country, 2024.

Finland

Belgium

Iceland

England

Scotland

Ireland

Austria

Denmark

Netherlands

Source: Labour Force Survey, Eurostat (retrieved 11/07/2025); ONS Annual
Population Survey (January to December data)
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Low Pay

Year | 2024
Scotland’s position | N/A

Scotland’s estimate | 2.8%

Lowest estimate (first position) | not comparable

Gap to lowest estimate  N/A

Low Pay is the share of workers earning less than two-thirds of median hourly
earnings in a country. The most common earnings pay reporting periods in OECD
data are weekly and monthly earnings of full-time employees. However, Austria and
Finland report using gross annual income and Denmark, Scotland and England
reports using gross hourly earnings. The distinction between full-time and part-time
is according to national definitions. For Scotland and England, Low Pay data refers
to all employees. OECD data for other countries refer to full-time workers only. For
this reason, data for Scotland and England are not directly comparable with data for
other countries and they are presented in separate charts. The Convention is
working towards a methodological review of the indicator in order to be able to make
direct comparison and position Scotland in the international scenario. Please note
that the words “workers”, “employees” and “jobs” are used interchangeably in the
data sources and narrative within this section of the report.

In Scotland and England, the percentage of workers on Low Pay decreased since
2016. More recently, it fell from an estimated 8.4% in 2023 to 2.8% in 2024 in
Scotland and from an estimated 9.8% in 2023 to 3.3% in 2024 in England. England
had a higher proportion of low paid employees compared with Scotland between
2016 and 2024, although in 2024 the gap was the narrowest in the time series (0.5
percentage points).

The decrease in the proportion of low-paid employees over time can be partly
explained by increases in the_National Minimum Wage (NMW) and National Living
Wage (NLW) rates (ONS, 2024) and by changes to the age range for those receiving
the NLW rates. In addition, in Scotland and England, between April 2016 and April
2024, the average hourly pay (excluding overtime) has increased in all percentiles,
but the increase has been larger in the lower deciles.

Note that 2024 data are provisional and, due to methodological changes in the data
source, data for 2023 and 2024 may not be directly comparable with earlier years.
Data for 2020 and 2021 are subject to more uncertainty and should be treated with
caution because of the effect of the coronavirus (COVID-19) pandemic on the data
and collection.
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The percentage of low paid employee jobs decreased between 2016 and 2024
in Scotland and England.

Figure 29 - Proportion of low paid workers by country 2016 — 2024.
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Source: ONS, Annual Survey of Hours and Earnings, 2016 — 2024.

Notes:

Estimates for 2024 are provisional.

Employees are on adult rates, where pay is unaffected by absence.

Low Pay is defined as the value that is two-thirds of median hourly earnings.

Due to methodological changes, data for 2023 and 2024 might not be directly
comparable with data for 2022 and earlier years. Data for 2020 and 2021 are subject
to more uncertainty and should be treated with caution because of the effect of the
coronavirus (COVID-19) pandemic on the data and collection.

Data for comparator countries are sparse. Complete or nearly complete time series
for the period 2016 to 2023 are available only for Austria, Belgium and Finland
(OECD source dataset). During this period, Low Pay decreased slightly in Austria
(from 15.4% in 2016 to 14.3% in 2023) and increased in Belgium (from 4.1% in 2016
to 11.4% in 2023) and in Finland (from 7.1% in 2016 to 9.9% In 2023).

Figure 30 below shows Low Pay data for comparator countries in 2023. Most
countries show rates just under or above 10%. Of the compactor countries with data
available for 2023, Austria shows the highest percentages of low paid jobs at 14.3%
and the Netherlands show the lowest (6.7%). Data for Iceland and Denmark are not
currently available for 2023. The latest data for these countries was 9.8% in 2022 in
Denmark and 7.6% in 2018 in Iceland.
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In 2023, 14.3% of full-time workers were in low paid jobs in Austria.

Figure 30 - Proportion of full-time low paid workers by country, 2023 (Scotland and
England not included in the chart).
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Source: Low pay incidence, OECD (retrieved 08/10/2025)
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Fulfilment

Skills Underutilisation

International comparison year | n/a

Scotland’s position | n/a
Scotland’s estimate | 30% (2025)

Lowest estimate | n/a

Gap to lowest estimate | n/a

For Scotland, overqualification measures the proportion of employees aged 18 and
over who have self-reported as being overqualified. This is a subjective measure,
survey respondents are asked whether they feel they have the right qualifications for
their job and whether they have the skills to cope with their current duties.

For other countries, we collected OECD data on qualification mismatch. This
calculates the share of workers in each economy/occupation that are under- or
overqualified relative to the requirements of a given job. The requirement is
computed using the mode (i.e. most common) highest educational attainment of
workers in each occupation in each country and point in time. A worker is over-
qualified if their highest educational attainment is above the requirement of their job.

Data for Scotland is not directly comparable to data for other countries and therefore
the data are presented on separate charts. Data for Scotland refers to a subjective
measure of overqualification, while data for other countries are calculated comparing
individual qualifications to the modal qualification in a given group of workers. The
latest data available for international comparison is 2019 and data for Scotland is not
available for that year.

The Convention is continuing to explore the data to look for an alternative indicator
for the Fulfilment dimension.

Figure 31 below shows that the proportion of respondents who feel they are
overqualified increased from 29% in 2020 to 36% in 2023, dropping back to 30% in
2025 (CIPD, 2020, 2023, 2024, 2025).
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The proportion of workers in Scotland who reported being overqualified for
their job is 30% in 2025, similar to 2020 (29%).

Figure 31 - Percent of workers feeling they are overqualified, Scotland, 2020 - 2025.
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Source: Working Lives Survey 2020 - 2025, CIPD.

For countries other than Scotland, the latest data available on Skills Underutilisation
is for 2019 and has not been updated since the previous Measuring Scotland’s
Performance as a Leading Fair Work Nation report. However, data for Scotland is
not directly comparable to data for other countries and therefore data for other
countries is reported on a separate chart below.
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Finland has the smallest proportion of overqualified workers (Scotland and
England excluded from the chart).

Figure 32 - Over-qualification by country, 2019 (Scotland and England excluded from

the chart).
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Source: OECD (retrieved 24/05/24); Working Lives Scotland, CIPD. Data for
Scotland and England are not available for 2019. Data for Scotland is shown in the
Figure 31 above, because its data is not directly comparable with data for other
countries.
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Progress on Convention’s 2023 Recommendations

The Convention’s response to the Measuring Scotland’s Performance as a Leading
Fair Work Nation (Alma Economics, 2023) report highlighted that there are areas of
relatively positive performance in the Scottish economy, but that Scotland’s
performance could also improve on a number of measures to become a leading Fair
Work Nation. The Convention’s response made one overarching recommendation:

Scotland should strive to have leading performance across all indicators in the
International Fair Work Nation Framework by 2025.

To achieve this overarching recommendation, the Convention set out seven key
actions for the Scottish Government to take. Progress to date on each of the actions
is set out below.

Convention Recommended Action set out 2023 Response Paper:

Action 1: The Scottish Government should work with the Fair Work Convention to
consider each indicator in the International Fair Work Nation Framework in turn,
identifying clear targets for 2025. On indicators where there are significant gaps
between Scotland’s performance and that of the leading Fair Work Nation for that
indicator, an appropriate and achievable target for 2025 should be set. However, a
longer-term target to become a leading nation should also be developed, which
includes a clear timeframe for when this will be achieved.

Scottish Government’s 2025 response highlighting action taken forward since
2023:

e Scottish Government has published the Fair Work Evidence Plan, which includes
identification of indicators, data gaps and appropriate evaluation of Fair Work
interventions.

e A lead indicator from this set has not been chosen by Scottish Government
recognising the complexity, lead in times and interconnectedness of the many
facets of Fair Work and different fair work challenges in different industries. The
Scottish Government is committed to working jointly with the Convention in
developing their Scottish and International Frameworks, and on collaborating to
develop shared approaches to reporting Scotland’s Fair Work progress and how
this contributes to meeting our wider objectives on a Fair Work and Wellbeing
economy.

Fair Work Convention’s 2025 Response:

e The Convention is disappointed that there has been limited engagement on this
recommendation.

e The Convention is committed to working with the Scottish Government to create
a renewed vision for fair work with clear targets and actions identified which
support the overall ambition of becoming a leading Fair Work Nation.
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Convention Recommended Action set out 2023 Response Paper:

Action 2: The Scottish Government should consider its relative investment in Active
Labour Market Policies in comparison with the leading Fair Work Nations and should
ensure effective fair work objectives and measures are included in all

Active Labour Market Policies.

Scottish Government’s 2025 response highlighting action taken forward since
2023:

The Scottish Government has long supported a progressive approach to
industrial relations, with stronger protections for workers. Scottish Trades Union
Congress (STUC) has had a Memorandum of Understanding with successive
Scottish Governments since 2002.

The Scottish Government remain focused on Fair Work Principles and in using
the levers available to promote fair work through grant conditionality and
government contracting. There is evidence to show the FW approach is having a
positive impact on Scotland’s labour market.

The devolved employability offer (No One Left Behind) supports a flexible,
person-centred approach to getting people into work.

The Scottish Government has a convening role in Industry Leadership Groups
and should continue to facilitate a partnership approach between business and
labour.

In sectors where low pay and precarious work are prevalent, existing
commitments to sectoral Fair Work agreements (FWAs) are being pursued which
will act as test cases for future sectoral work. Acknowledging that this is a
complex task and will take different forms across sectors, progress in policy
areas such as Adult Social Care, Construction, retail and culture is encouraging
and provides a platform to build upon.

The Fair Work Evidence Plan sets out the intention to undertake evidence
reviews on international practice on supporting employment for disabled people
and international practice on skills utilisation. The Active Labour Market policy
mix in Scotland contains devolved and reserved elements, for instance with
regards to Job Centre Plus, so the wider UK context is relevant too.

Fair Work Convention’s 2025 Response:

The Convention continues to believe that understanding relative spend on Active
Labour Market Policy between Scotland and other countries in the Fair Work
Nation International Framework would be valuable.

The Convention will continue to work with Government to support clear fair work
objectives, measures and evaluations to be included within active labour market
policies.
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Convention Recommended Action set out 2023 Response Paper:

Action 3: The Scottish Government should focus on drawing lessons from countries
that are doing well on fair work indicators and Active Labour Market Policies.
Particular focus should be given to:

Denmark on the Disability Employment Gap.
Finland, Belgium and Ireland on skills utilisation.

Scottish Government’s 2025 response highlighting action taken forward since
2023:

We are committed to improving the evidence base around Fair Work. The
Convention’s recommendation in this space has informed the content of the Fair
Work Evidence Plan, which sets out the intention to undertake evidence reviews
on international practice on supporting employment for disabled people and
international practice on skills utilisation.

In relation to the Disability Employment Gap, there are some challenges around
the extent to which data and policy interventions are directly comparable due to
differences in definitions of disability and the regulatory framework, though we
continue to look at and try to learn from other countries, including other devolved
nations.

An internal review of existing evidence on supporting disabled people into and
sustaining work from selected countries, including Denmark, was shared with the
Fair Work Oversight Group at their June meeting. This paper, Disability
employment initiatives: review of recent evidence from Denmark and Sweden,
was published on 30 September (Scottish Government, 2025).

Fair Work Convention’s 2025 Response:

The Convention welcomes the research into disability employment relationships
in Demark and Sweden and will work with the Government to draw out the
learning from this work.

The Convention will work with the Government to identify and undertake further
research and consider how international learnings can be applied within the
Scottish context.
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Convention Recommended Action set out 2023 Response Paper:

Action 4: The Scottish Government should undertake an evaluation of the
effectiveness of Fair Work First in promoting fair work outcomes across the
economy.

Scottish Government’s 2025 response highlighting action taken forward since
2023:

e Considering the Business Regulatory Impact Assessment (BRIA), the former
Minister for Employment and Investment concluded that the Fair Work First
conditionality policy for Real Living Wage and effective voice will not be changed
and will continue to be implemented in line with the Scottish Government’s Fair
Work First guidance. The BRIA report was published on 21 February 2025
(Scottish Government, 2025).

e A full evaluation into Fair Work First has now been commissioned, work started in
July 2025 and is due to complete in July 2026. Working with stakeholders, the
evaluation aims to understand how effectively Fair Work First is being delivered
and what more can be done to strengthen the approach.

Fair Work Convention’s 2025 Response:

e The Convention is working closely with the Scottish Government to undertake
this evaluation, providing detailed feedback and support at each stage of the
evaluation.
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Convention Recommended Action set out 2023 Response Paper:

Action 5: The Scottish Government should seek to strengthen fair work
conditionality and the effectiveness of fair work interventions on:

reducing insecurity (including, but not limited to, reducing the prevalence of Zero
Hours Contracts);

tackling the Gender Pay Gap and supporting diversity and inclusion;

increasing the use of flexible working arrangements; and

addressing in-work poverty.

Scottish Government’s 2025 response highlighting action taken forward since
2023:

This action will be considered following the completion of the evaluation of Fair
Work First.

The National Strategy for Economic Transformation (NSET) commits us to
considering options for conditionality and the evaluation of Fair Work First will
inform this consideration.

The current focus on conditionality is on the successful implementation and
business and regulatory impact assessment of the Real Living Wage and
effective voice requirement introduced for grants in July 2023, before exploring
the scope to take further steps to add requirements or introduce conditionality
elsewhere

The number of accredited Living Wage employers is up from 14 in 2014 to over
3,800 in 2025.

Since the launch of the Living Hours Accreditation Scheme (LHAS) for Scotland
in 2021, over 100 employers have accredited, including the Scottish Government.
LHAS requires workers be provided a guaranteed minimum of 16 hours a week,
4 weeks’ notice of shifts. and guaranteed payment if shifts are cancelled within
this period.

LHAS recognises that in addition to payment of the Real Living Wage, number
and frequency work hours are critical to tackling in-work poverty.

With regard to strengthening Fair Work interventions to reduce the gender pay
gap and supporting diversity and inclusion, a key aim of the Fair Work Action
Plan is to reduce the gender pay gap in Scotland by the end of this Scottish
parliamentary term.

Since 2020/2021, the Scottish Government has provided over £1.1 million in
funding to help promote the benefits of flexible and hybrid working and support
employers across Scotland to adopt flexible workplaces. This is of particular
benefit to women who mainly take on caring responsibilities.

Our Programme for Government commits to funding pilot projects over the
course of 2025-26 to help employers implement flexible working, improve
recruitment practices to create a more diverse workforce and offer enhanced
support for disabled employees.

In November 2024, we published updated Fair Work First guidance in response
to stakeholder feedback which, amongst other amendments, provided updated
wording within the Fair Work First criteria and good practice. This guidance
provides information on the challenges that women can face in the labour market
and signposts employers to best practice and resources under the revised
principle ‘Address workplace inequalities, including pay and employment gaps for
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disabled people, racialised minorities, women and workers aged over 50’ (Fair
Work First Guidance, Scottish Government).

e In April 2025 we launched our Fair Work Resource Hub for employers where they
can find all relevant guidance, advice, case studies, signposting and networking
opportunities on removing barriers to Fair Work for many workers, including
women and includes a section on how to reduce the gender pay gap (Scottish
Government, 2025).

Fair Work Convention’s 2025 Response:

e The Convention welcomes the work done to date and recognises the importance
of undertaking and learning from the evaluation of Fair Work First. The
Convention will work with the Government to ensure that evaluation work informs
improvements in the effectiveness of conditionality in these key areas.
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Convention Recommended Action set out 2023 Response Paper:

Action 6: The Scottish Government should undertake an evaluation of how current
childcare policy supports labour market outcomes for women. This evaluation should
then inform work with the Fair Work Convention to strengthen early learning and
childcare policy to better support women'’s participation in the labour market.

Scottish Government’s 2025 response highlighting action taken forward since
2023:

Working with our Monitoring and Evaluation Working Group, we have set out a
multi-year strategy (2018-2025) for evaluating the impact of the expansion to
1,140 hours of funded Early Learning and Childcare (ELC) on outcomes for
children, parents and families.

Our Evaluation Strategy was published in October 2022, alongside the ‘Best
Start: Strategic early learning and school age childcare plan'.

The strategy sets out at a national level how we will assess the contribution of the
policy change to outcomes for children, parents and families. This includes
assessing the extent to which the ELC expansion has supported parents / carers,
particularly mothers/female carers, to take up or sustain work, training or study.
As set out in our Evaluation Strategy, alongside the evaluation of the funded ELC
expansion, an economic evaluation will be undertaken to assess the economic
costs and benefits of the expansion.

The economic evaluation of ELC expansion will include an element of standard
economic appraisal technique using Cost Benefit analysis, but we also recognise
that it will not be possible to capture all of the possible impacts of ELC expansion
by focusing purely on monetizable benefits.

Therefore, the traditional cost-benefit analysis will be accompanied by a cost-
consequence analysis — a type of analysis most commonly used in health-
economics, which allows economists to draw on a wider range of data that
monetary impacts and present a more comprehensive picture of the impacts of a
policy intervention by reporting outcomes separately from each other.

The economic evaluation will also include a section specifically analysing the
distributional impacts of the expansion, to identify whether outcomes vary by
Socio-economic group.

In the meantime, we will facilitate engagement between FWC and childcare
teams on how future decisions around childcare funding and provision might take
labour market outcomes into account.

We expect to publish the 2018-2025 Evaluation Final Report in December 2025.
The final report will summarise and synthesise key findings from analysis of all
the research and data that form part of the evaluation programme, across the
three strands.

Right now, it is too early to draw conclusions on the impact of the 1140 expansion
as analysis of the Scottish Study of Early Learning and Childcare data, the key
evidence source for the evaluation, is still underway.

In August 2024, Scottish Government published an Interim Evaluation report,
which considers progress against the intermediate outcomes above. The report
showed that uptake of the expanded hours is high, and there are promising signs
that the expansion is delivering improvements in quality, flexibility, accessibility
and affordability. However, families’ experiences of funded ELC vary across
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Scotland and there is more to do to understand how well the expansion is
meeting different families’ needs.

Our investment to support sustainable rates and the ELC Real Living Wage has
already led to increases in pay across private and third sector providers.

The 2025-26 budget includes funding to provide local authorities with an
additional £9.7 million from to increase the pay of early learning and childcare
workers delivering funded childcare at least the Real Living Wage from April.
This means an average increase of over £1,000 per year in gross salary for the
eligible staff who are working full time.

Fair Work Convention’s 2025 Response:

The Convention is pleased to see work to evaluate the impact of the
Government’s expansion to Early Learning and Childcare in Scotland, which
includes a consideration of the role that is has played in supporting women'’s
labour market outcomes.

The Convention will work with the Government to consider the outcomes of this
evaluation and will support work to increase the labour market benefits of this

policy.
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Convention Recommended Action set out 2023 Response Paper:

Action 7: The Scottish Government should seek to effectively implement accepted
Fair Work Convention recommendations and Fair Work Action Plan commitments on
collective bargaining including in social care, construction and early learning and
childcare.

Scottish Government’s 2025 response highlighting action taken forward since
2023:

Social Care:

Work is progressing with the development of a constitution for the operation of
Sectoral Bargaining arrangements for the Adult Social Care Sector. Unions,
Providers, the Scottish Government and Local Government have been working
together along with academic support to design a model which will address the
unique challenges posed by the fragmented nature of the delivery landscape.
The Fair Work Convention has also been invited to join the main Sectoral
Bargaining workstream when it next meets, which will be after Ministerial and
legal views have been sought.

All five dimensions of Fair Work will be at the heart of the National Care Service;
and Fair Work principles will be applied across the whole social care sector.

It is anticipated that through ethical commissioning and ethical procurement Fair
Work Principles will be embedded in the Care Reform Bill and Fair Work
principles will be applied across the whole social care sector in service tenders,
grants and contracts, where doing so is non-discriminatory, proportionate and
relevant to the subject matter of the contract.

Construction:

In transposing the last set of Public Procurement Regulations, Scotland took a
distinct approach from England, Northern Ireland and Wales that allowed
enforcement of collective agreements. Having created and shared model terms to
facilitate use of this provision across the wider public sector, we are undertaking
a range of activities to clarify and promote it during 2024-5.

The Scottish Government has published updated practical guidance on Fair Work
and procurement (March 2024).

Following on from the publication of Fair Work in Procurement guidance in March
2024, the Scottish Government launched complementary e-learning in December
2024. This product has been promoted across the public, private and 3rd sector.
As of 31st March 2025, 145 individuals had completed the e-learning.

The Construction Leadership Forum Fair Work Working Group is developing a
Fair Work Charter for the construction sector. The Scottish Government will
consider whether further amendments to the Client Guide to Construction
Projects are required considering the guidance issued, which applies to all
procurement including works, and any recommendations from the Construction
Leadership Forum Fair Work Working Group.’

Early Learning and Childcare:

The Scottish Government is working with local authorities and other partners to
develop long-term workforce plans that support staff retention, recruitment
challenges and support staff wellbeing across the ELC sector as a whole. We are
committed to the principles of Fair Work and enhancing the conditions in which
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childcare staff work; ultimately supporting increased attractiveness of the
profession and retention amid an extremely challenging labour market.

In 2025/26 we are providing £9.7 million to local authorities to enable payment of
the Real Living Wage to childcare workers in private and voluntary services
providing funded ELC. Building on last year’s recurring investment of £16 million,
this funding for the further increase to at least £12.60 per hour demonstrates our
commitment to the Fair Work agenda.

Fair Work Convention’s 2025 Response:

The Convention welcomes the extensive work that has been undertaken to
design a structure for sectoral bargaining in social care.

The Convention believes that it is absolutely essential that sectoral bargaining
now moves forward and the Scottish Government should commit to use sectoral
bargaining to set wages, terms and conditions in social care sector from 2026.
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Future Priorities

The Convention is committed to driving forward fair work with the aim of ensuring all
workers and employers benefit from our fair work ambitions and priorities.

The Employment Rights Bill, expected to become law by the end of 2025, provides
an important statutory basis for many elements of fair work. In the coming years, the
Scottish and UK Governments should work together to ensure the provisions of the
Bill are understood by employers and workers and adequately enforced in Scotland.
Elements of the Bill which are designed to strengthen industrial relations and social
dialogue also provide an important opportunity to further embed fair work across the
economy if they are effectively adopted.

The International Fair Work Nation Framework shows that transformative action is
still required on a range of indicators. This is particularly true for collective
bargaining, a key indicator of fair work. Despite the scale of the challenge, the
Scottish Government has undertaken important work that now needs to be fully
delivered to make progress in this area. The Convention recommends undertaking
the following key actions:

e Use sectoral bargaining to set wages, terms and conditions in social care from
2026.

e Support the development of sectoral bargaining in Early Learning and
Childcare in line with previous Fair Work Action Plan commitments.

To further strengthen and embed fair work the Scottish Government should work
with the Convention to:

e Create a renewed vision for fair work with clear targets and actions identified
which support the overall ambition of becoming a leading Fair Work Nation.

e Consistently develop clear fair work objectives and measures to be included
within Active Labour Market Policies.

e Undertake further research based on the evidence in this report and consider
how international learnings can be applied within the Scottish context.

e Ensure that the evaluation of Fair Work First supports improvements in the
effectiveness of conditionality.
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Conclusion

The Fair Work Nation International Framework Progress Report sets out Scotland’s
relative performance across a range of fair work indicators, benchmarked against
international comparators. This Progress Report also takes a wider look at trends
over the past decade which gives greater insight into Scotland’s fair work journey.
The findings show a mixed picture: while Scotland has made progress in several
areas, challenges remain in others.

While published in 2025, this report is not the final verdict on whether Scotland has
achieved its aspiration of being a leading Fair Work Nation by 2025 due to the lag
that exists between data collection and publication. Given the significant gaps
between Scotland and the leading Fair Work Nation in some key areas, it is unlikely
Scotland will meet its aspiration to be leading on every indicator by 2025. However,
Scotland has made measurable progress on improving fair work, particularly when
considered over the ten-year life of its fair work agenda.

It is important to acknowledge the significant work that has been undertaken by both
the Convention and the Scottish Government to lay the foundations for fair work and
to make fair work a reality in Scotland. Despite the scale of the challenge, the
Scottish Government has undertaken important work that now needs to be fully
delivered.

Going forward, the Convention asks the Scottish Government to commit to continued
collaboration to refresh the fair work vision post 2025 and to capitalise on the new
Employment Rights Bill and the work already undertaken. To this end, there must be
a focus on setting clear targets, learning from good practice, addressing structural
inequalities, and promoting a culture of fair work.

The Convention remains committed to supporting Scotland’s fair work journey.
Becoming a leading Fair Work Nation is both challenging and aspirational and it will
take sustained effort to change the experience of work for the better, unlocking the
benefits of fair work for the Scottish economy.
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Annex A — Data Sources

The International Fair Work Nation Framework comprises 14 indicators measured
across nine countries. This annex contains the data sources used in this report.

Opportunity
Disability Employment Gap:

Publisher/ Source Link Method
International Eurostat [hith dIm200] The Eurostat indicator
Comparator Disability measures the gap in
EU-SILC
employment gap by | employment between
level of activity those with some or
limitation and sex severe activity
(source EU-SILC) limitation, and those
without. Metadata.
UK Data ONS Scottish Percentage point
Annual Population Goverr)ment difference between
S Analysis the employment rate
urvey )
of people with a
disability and the
employment rate of
those without a
disability.
Gender Economic Inactivity Gap:
Publisher/ Data Link Method
International | ILOSTAT: The leading Difference between
Comparator | EIP._ DWAP_SEX AGE_RT_A | source of labour | male and female
statistics - inactivity rate
Labour Force Survey ILOSTATLabour
force
rate
UK Data ONS Nomis - Query Difference between

Annual Population Survey

Tool - annual

opulation
survey

male and female
inactivity rate
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https://ec.europa.eu/eurostat/databrowser/view/HLTH_DLM200__custom_16456724/default/table?lang=en
https://ec.europa.eu/eurostat/databrowser/view/HLTH_DLM200__custom_16456724/default/table?lang=en
https://ec.europa.eu/eurostat/databrowser/view/HLTH_DLM200__custom_16456724/default/table?lang=en
https://ec.europa.eu/eurostat/databrowser/view/HLTH_DLM200__custom_16456724/default/table?lang=en
https://ec.europa.eu/eurostat/databrowser/view/HLTH_DLM200__custom_16456724/default/table?lang=en
https://ec.europa.eu/eurostat/databrowser/view/HLTH_DLM200__custom_16456724/default/table?lang=en
https://ec.europa.eu/eurostat/cache/metadata/en/hlth_silc_01_esms.htm
https://ilostat.ilo.org/
https://ilostat.ilo.org/
https://ilostat.ilo.org/
https://ilostat.ilo.org/
https://ilostat.ilo.org/
https://data-explorer.oecd.org/vis?df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_LFS%40DF_IALFS_LF_WAP_Q&df%5bag%5d=OECD.SDD.TPS&df%5bvs%5d=1.0&pd=2016%2C2024&dq=GBR%2BNLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT.LF_WAP.._Z.N.M%2BF%2B_T.Y15T64..A&to%5bTIME_PERIOD%5d=false&vw=tb
https://data-explorer.oecd.org/vis?df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_LFS%40DF_IALFS_LF_WAP_Q&df%5bag%5d=OECD.SDD.TPS&df%5bvs%5d=1.0&pd=2016%2C2024&dq=GBR%2BNLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT.LF_WAP.._Z.N.M%2BF%2B_T.Y15T64..A&to%5bTIME_PERIOD%5d=false&vw=tb
https://data-explorer.oecd.org/vis?df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_LFS%40DF_IALFS_LF_WAP_Q&df%5bag%5d=OECD.SDD.TPS&df%5bvs%5d=1.0&pd=2016%2C2024&dq=GBR%2BNLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT.LF_WAP.._Z.N.M%2BF%2B_T.Y15T64..A&to%5bTIME_PERIOD%5d=false&vw=tb
https://www.nomisweb.co.uk/query/construct/summary.asp?mode=construct&version=0&dataset=17
https://www.nomisweb.co.uk/query/construct/summary.asp?mode=construct&version=0&dataset=17
https://www.nomisweb.co.uk/query/construct/summary.asp?mode=construct&version=0&dataset=17
https://www.nomisweb.co.uk/query/construct/summary.asp?mode=construct&version=0&dataset=17

Young People Unemployment Rate:

Publisher/ Data | Link Method
International | ILOSTAT Data tools to | Proportion of young people who are
Comparator Labour Force find and economically active and are
Survey download unemployed (as opposed to in
labour employment) aged 15-24.
statistics -
ILOSTAT
(SDG_0852_
SEX_AGE_R
T_A)
UK Data ONS Nomis - Proportion of young people who are
Annual Query Tool - | economically active and are
Population annual unemployed (as opposed to in
Survey population employment) aged 16-24
survey
Respect
Workplace Non-Fatal Injuries:
Publisher/ Source Link Method

Internatio | Eurostat https://doi.org | Incidence rate of non-fatal accidents
nal European /10.2908/HS | involving more than 3 calendar days
Comparat W_PH3 08 of absence from work. Metadata.
or Statistics on
Accidents at Work
(ESAW)
UK Data Health and Safety LFS - Labour | Incidence rate of non-fatal accidents
Executive Force Survey | involving more than 3 calendar days

Labour Force Survey

- Self-
reported
work-related
ill health and

workplace
injuries: Index

of LFS tables

(LFSINJREG:
Table 2)

of absence for people working in the
past 12 months (3 year average).
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https://doi.org/10.2908/HSW_PH3_08
https://doi.org/10.2908/HSW_PH3_08
https://doi.org/10.2908/HSW_PH3_08
https://ec.europa.eu/eurostat/cache/metadata/en/hsw_acc_work_esms.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://rplumber.ilo.org/data/indicator/?id=UNE_DEAP_SEX_AGE_RT_A&lang=en&type=label&format=.xlsx&channel=ilostat&title=unemployment-rate-by-sex-and-age-annual
https://rplumber.ilo.org/data/indicator/?id=UNE_DEAP_SEX_AGE_RT_A&lang=en&type=label&format=.xlsx&channel=ilostat&title=unemployment-rate-by-sex-and-age-annual
https://rplumber.ilo.org/data/indicator/?id=UNE_DEAP_SEX_AGE_RT_A&lang=en&type=label&format=.xlsx&channel=ilostat&title=unemployment-rate-by-sex-and-age-annual
https://rplumber.ilo.org/data/indicator/?id=UNE_DEAP_SEX_AGE_RT_A&lang=en&type=label&format=.xlsx&channel=ilostat&title=unemployment-rate-by-sex-and-age-annual
https://rplumber.ilo.org/data/indicator/?id=UNE_DEAP_SEX_AGE_RT_A&lang=en&type=label&format=.xlsx&channel=ilostat&title=unemployment-rate-by-sex-and-age-annual
https://rplumber.ilo.org/data/indicator/?id=UNE_DEAP_SEX_AGE_RT_A&lang=en&type=label&format=.xlsx&channel=ilostat&title=unemployment-rate-by-sex-and-age-annual
https://www.nomisweb.co.uk/query/construct/summary.asp?mode=construct&version=0&dataset=17
https://www.nomisweb.co.uk/query/construct/summary.asp?mode=construct&version=0&dataset=17
https://www.nomisweb.co.uk/query/construct/summary.asp?mode=construct&version=0&dataset=17
https://www.nomisweb.co.uk/query/construct/summary.asp?mode=construct&version=0&dataset=17
https://www.nomisweb.co.uk/query/construct/summary.asp?mode=construct&version=0&dataset=17

Work-Related lll Health and Disease:

Publisher/ Link Method
Source
Internatio | Eurostat https://doi.org/10.2908/H | Rate of persons reporting a
nal SW_PB1 work-related health
Compara ;?J?\?g; Force problem during the last 12
tor months (age 15-64)
UK Data | Health and LFS - Labour Force Rate of self-reported iliness
Safety Survey - Self-reported caused or made worse by
Executive work-related ill health work during the last 12
Labour Force and workplace injuries: months (age 16-64)
Survey Index of LFS tables
(LFSILLREG, Table 1)

Effective Voice

Trade Union Membership:

Publisher/ Link Method
Source
International | OECD OECD Data Proportion of employees with
Comparator ICTWSS Explorer » trade union membership. Data
Trade union reported in the OECD Table
density refer to the UD _hist variable of
the OECD/AIAS ICTWSS
database and combine
estimates based either on
administrative sources or
labour force surveys or both.
UK Data ONS Scottish Proportion of employees with
Government trade union membership. This
;i?\?g rForce Analysis is self-reported based on the
y —
question ‘Are you a member of
a trade union or staff
association’.
Collective Bargaining:
Publisher/ Link Method
Source
International | OECD OECD Data Collective bargaining rate is
Comparator ICTWSS Explorer ¢ defined as the number of
Collective employees covered by a
bargaining collective agreement as a
coverage proportion of the number of
eligible employees equipped
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https://doi.org/10.2908/HSW_PB1
https://doi.org/10.2908/HSW_PB1
https://www.hse.gov.uk/statistics/lfs/index.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://www.hse.gov.uk/statistics/lfs/index.htm
https://data-explorer.oecd.org/vis?tm=trade%20union&pg=0&snb=81&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TUD_CBC%40DF_TUD&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=1.0&pd=2013%2C&dq=NLD%2BGBR%2BIRL%2BISL%2BFIN%2BDNK%2BAUT%2BBEL..&ly%5bcl%5d=TIME_PERIOD&ly%5brs%5d=REF_AREA&to%5bTIME_PERIOD%5d=false
https://data-explorer.oecd.org/vis?tm=trade%20union&pg=0&snb=81&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TUD_CBC%40DF_TUD&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=1.0&pd=2013%2C&dq=NLD%2BGBR%2BIRL%2BISL%2BFIN%2BDNK%2BAUT%2BBEL..&ly%5bcl%5d=TIME_PERIOD&ly%5brs%5d=REF_AREA&to%5bTIME_PERIOD%5d=false
https://data-explorer.oecd.org/vis?tm=trade%20union&pg=0&snb=81&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TUD_CBC%40DF_TUD&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=1.0&pd=2013%2C&dq=NLD%2BGBR%2BIRL%2BISL%2BFIN%2BDNK%2BAUT%2BBEL..&ly%5bcl%5d=TIME_PERIOD&ly%5brs%5d=REF_AREA&to%5bTIME_PERIOD%5d=false
https://data-explorer.oecd.org/vis?tm=trade%20union&pg=0&snb=81&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TUD_CBC%40DF_TUD&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=1.0&pd=2013%2C&dq=NLD%2BGBR%2BIRL%2BISL%2BFIN%2BDNK%2BAUT%2BBEL..&ly%5bcl%5d=TIME_PERIOD&ly%5brs%5d=REF_AREA&to%5bTIME_PERIOD%5d=false
https://data-explorer.oecd.org/vis?tm=collective%20bargaining&pg=0&snb=2&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TUD_CBC%40DF_CBC&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=1.0&pd=2010%2C&dq=GBR%2BNLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT..&ly%5bcl%5d=TIME_PERIOD&ly%5brs%5d=REF_AREA&to%5bTIME_PERIOD%5d=false
https://data-explorer.oecd.org/vis?tm=collective%20bargaining&pg=0&snb=2&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TUD_CBC%40DF_CBC&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=1.0&pd=2010%2C&dq=GBR%2BNLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT..&ly%5bcl%5d=TIME_PERIOD&ly%5brs%5d=REF_AREA&to%5bTIME_PERIOD%5d=false
https://data-explorer.oecd.org/vis?tm=collective%20bargaining&pg=0&snb=2&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TUD_CBC%40DF_CBC&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=1.0&pd=2010%2C&dq=GBR%2BNLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT..&ly%5bcl%5d=TIME_PERIOD&ly%5brs%5d=REF_AREA&to%5bTIME_PERIOD%5d=false
https://data-explorer.oecd.org/vis?tm=collective%20bargaining&pg=0&snb=2&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TUD_CBC%40DF_CBC&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=1.0&pd=2010%2C&dq=GBR%2BNLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT..&ly%5bcl%5d=TIME_PERIOD&ly%5brs%5d=REF_AREA&to%5bTIME_PERIOD%5d=false
https://data-explorer.oecd.org/vis?tm=collective%20bargaining&pg=0&snb=2&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TUD_CBC%40DF_CBC&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=1.0&pd=2010%2C&dq=GBR%2BNLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT..&ly%5bcl%5d=TIME_PERIOD&ly%5brs%5d=REF_AREA&to%5bTIME_PERIOD%5d=false

(i.e., the total number of
employees minus the number
of employees legally excluded
from the right to bargain). The
data is from either
administrative source, labour
force surveys or both.

UK Data ONS Scottish % of employees whose
Labour Force Goverr?ment pay/condi.tions are determingd
Survey Analysis by collective agreement. This
is self-reported, with
respondents being asked
whether their pay and
conditions of employment are
directly affected by agreements
between your employer and
any trade unions or staff
associations.
Security
Gender Pay Gap:
Publisher/ Link Method
Source
International | OECD OECD Data Difference between gross
Comparator Multi Explorer ° median earnings of male full-
ultiple :
S Gender wage | time employees and of female
ources .
gap full-time employees, as a
percentage of gross median
earnings of male paid full-time
employees.
UK Data ONS Scottish Gender Pay Gap is calculated
Government as the difference between the
Annual Survey ASHE median gross weekly earnings
of Hours and L .
Publication for full time of men and

Earnings

Annual survey
of hours and
earnings: 2024

women as a proportion of the
median gross weekly earnings
for full time men.
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https://data-explorer.oecd.org/vis?lc=en&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_EARNINGS%40GENDER_WAGE_GAP&df%5bag%5d=OECD.ELS.SAE&dq=AUT%2BBEL%2BDNK%2BFIN%2BISL%2BIRL%2BNLD.....MEDIAN._T&pd=2016%2C&to%5bTIME_PERIOD%5d=false&vw=tb
https://data-explorer.oecd.org/vis?lc=en&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_EARNINGS%40GENDER_WAGE_GAP&df%5bag%5d=OECD.ELS.SAE&dq=AUT%2BBEL%2BDNK%2BFIN%2BISL%2BIRL%2BNLD.....MEDIAN._T&pd=2016%2C&to%5bTIME_PERIOD%5d=false&vw=tb
https://data-explorer.oecd.org/vis?lc=en&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_EARNINGS%40GENDER_WAGE_GAP&df%5bag%5d=OECD.ELS.SAE&dq=AUT%2BBEL%2BDNK%2BFIN%2BISL%2BIRL%2BNLD.....MEDIAN._T&pd=2016%2C&to%5bTIME_PERIOD%5d=false&vw=tb
https://data-explorer.oecd.org/vis?lc=en&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_EARNINGS%40GENDER_WAGE_GAP&df%5bag%5d=OECD.ELS.SAE&dq=AUT%2BBEL%2BDNK%2BFIN%2BISL%2BIRL%2BNLD.....MEDIAN._T&pd=2016%2C&to%5bTIME_PERIOD%5d=false&vw=tb
https://www.gov.scot/publications/annual-survey-of-hours-and-earnings-2024/documents/
https://www.gov.scot/publications/annual-survey-of-hours-and-earnings-2024/documents/
https://www.gov.scot/publications/annual-survey-of-hours-and-earnings-2024/documents/

Underemployment:

Publisher/ Link Method
Source
Internatio | ILOSTAT Data tools to | Includes people in employment who
nal find and wanted to work additional hours, had
Comparat gitr)\?;; Force download worked less than a specified hours
or labour threshold (all jobs), and were available to
statistics - work additional hours. Note that the
ILOSTAT specified hours threshold may differ from
(TRU_DEM country to country. Data for some countries
P SEX AG refers to workers aged 15 and over.
E_RT_A)
UK Data | ONS Scottish People aged 16 and over who are in work
Annual Government | but would prefer to work more hours in
Population analysis their current job (at their basic rate of pay),
Survey in an additional job or in a new job with
longer hours to replace their current job.
Permanent Employment:
Publisher/ Link Method
Source
International | OECD OECD Data Definition is: Temporary employees are
Comparator Labour Force Explorer ¢ wage and salary workers whose job
Survey Employment has a pre-determined termination date
by as opposed to permanent employees
permanency | whose job is of unlimited duration.
of the job They include:

e persons with a seasonal job;

e persons engaged by an
employment agency or business
and hired out to a third party for
carrying out a “work mission”;

e persons with specific training
contracts (including apprentices,
trainees, research assistants,
probationary period of a
contract, etc.).

Some data is 15+.
UK Data ONS Scottish Proportion of workers aged 16+ in
Annual Government permanent employment. Survey
Population Analysis respondents are asked if their job is a
Survey permanent job or if some way it is not
permanent.
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https://ilostat.ilo.org/data/
https://ilostat.ilo.org/data/
https://ilostat.ilo.org/data/
https://ilostat.ilo.org/data/
https://ilostat.ilo.org/data/
https://ilostat.ilo.org/data/
https://data-explorer.oecd.org/vis?lc=en&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TEMP%40DF_TEMP_D&df%5bag%5d=OECD.ELS.SAE&dq=ISL%2BGBR%2BNLD%2BIRL%2BFIN%2BDNK%2BBEL%2BAUT.EMP%2BEMP_PERM.._T._T.ICSE93_1.A&pd=2013%2C&to%5bTIME_PERIOD%5d=false&vw=tb
https://data-explorer.oecd.org/vis?lc=en&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TEMP%40DF_TEMP_D&df%5bag%5d=OECD.ELS.SAE&dq=ISL%2BGBR%2BNLD%2BIRL%2BFIN%2BDNK%2BBEL%2BAUT.EMP%2BEMP_PERM.._T._T.ICSE93_1.A&pd=2013%2C&to%5bTIME_PERIOD%5d=false&vw=tb
https://data-explorer.oecd.org/vis?lc=en&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TEMP%40DF_TEMP_D&df%5bag%5d=OECD.ELS.SAE&dq=ISL%2BGBR%2BNLD%2BIRL%2BFIN%2BDNK%2BBEL%2BAUT.EMP%2BEMP_PERM.._T._T.ICSE93_1.A&pd=2013%2C&to%5bTIME_PERIOD%5d=false&vw=tb
https://data-explorer.oecd.org/vis?lc=en&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TEMP%40DF_TEMP_D&df%5bag%5d=OECD.ELS.SAE&dq=ISL%2BGBR%2BNLD%2BIRL%2BFIN%2BDNK%2BBEL%2BAUT.EMP%2BEMP_PERM.._T._T.ICSE93_1.A&pd=2013%2C&to%5bTIME_PERIOD%5d=false&vw=tb
https://data-explorer.oecd.org/vis?lc=en&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TEMP%40DF_TEMP_D&df%5bag%5d=OECD.ELS.SAE&dq=ISL%2BGBR%2BNLD%2BIRL%2BFIN%2BDNK%2BBEL%2BAUT.EMP%2BEMP_PERM.._T._T.ICSE93_1.A&pd=2013%2C&to%5bTIME_PERIOD%5d=false&vw=tb
https://data-explorer.oecd.org/vis?lc=en&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_TEMP%40DF_TEMP_D&df%5bag%5d=OECD.ELS.SAE&dq=ISL%2BGBR%2BNLD%2BIRL%2BFIN%2BDNK%2BBEL%2BAUT.EMP%2BEMP_PERM.._T._T.ICSE93_1.A&pd=2013%2C&to%5bTIME_PERIOD%5d=false&vw=tb

Involuntary Non-Permanent Work:

Publisher/ Link Method
Source
International | Eurostat [Ifsa_etgar] Temporary employees are
Comparator Labour Force Temporary wage apd salary workers
Survey employees by | whose !ob has a pre-
sex, age and determined termination date
main reason as opposed to permanent
employees whose job is of
unlimited duration. They
include: i) persons with a
seasonal job; ii) persons
engaged by an employment
agency or business and hired
out to a third party for carrying
out a “work mission”; iii)
persons with specific training
contracts (including
apprentices, trainees, research
assistants, probationary period
of a contract, etc.). Some data
refers to respondents aged
15+.
UK Data ONS Scottish For Scotland and England,
Annual Government survey respondents aged 16+
Population Analysis are asked |f thelerb isa
Survey permanent_pb or if there is
some way it is not permanent.
Involuntary Part-Time Work:
Publisher/ Link Method
Source
International | Eurostat Ifsa_eppgai This is when respondents
Comparator Labour Force Involgntary report that they work part-time
Survey part-time b.ecause.they are unable to
employment find full-time work. The
as percentage | distinction between full-time
of the total and part-time work is generally
part-time based on a spontaneous
employment, response by the respondent
by sex and and refers to the main job. The
age (%) exceptions are the

Netherlands and Iceland
where a 35-hour threshold is
applied. FTPTREAS variable
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https://ec.europa.eu/eurostat/databrowser/view/lfsa_etgar__custom_17604684/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_etgar__custom_17604684/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_etgar__custom_17604684/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_etgar__custom_17604684/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_etgar__custom_17604684/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_eppgai__custom_17604665/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_eppgai__custom_17604665/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_eppgai__custom_17604665/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_eppgai__custom_17604665/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_eppgai__custom_17604665/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_eppgai__custom_17604665/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_eppgai__custom_17604665/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_eppgai__custom_17604665/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_eppgai__custom_17604665/default/table
https://ec.europa.eu/eurostat/databrowser/view/lfsa_eppgai__custom_17604665/default/table

UK Data ONS Scottish This is when respondents
Annual Government report that they work part-time
Population Analysis pecause.they are unable to
Survey find full-time work
Low Pay:
Publisher/ Link Method
Source
International | OECD OECD Data Low pay is the proportion of
Comparator Distribution of EXQ' lorer low-paid workers, defined as
earnings Inmdence_of the §hare of workers working
database. low and high full time who earn less than
pay two-thirds of the gross median
earnings of full time workers.
The most common earnings
pay reporting periods in
OECD data are weekly and
monthly earnings of full-time
employees. However, Austria
and Finland report using gross
annual income and Denmark,
reports using gross hourly
earnings. The distinction
between full-time and part-
time is according to national
definitions.
UK Data ONS Scottish Low pay is the proportion of
Annual Survey Goverrjment low-paid workers, defined as
analysis the share of workers who earn

of Hours and
Earnings

less than two-thirds of the
gross median earnings of all
workers. Scotland and
England reports use gross
hourly earnings.
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https://data-explorer.oecd.org/vis?lc=en&tm=PAY_INCIDENCE&pg=0&snb=1&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_EARNINGS%40PAY_INCIDENCE&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=&pd=2012%2C2023&dq=NLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT.LP_I....._T&to%5bTIME_PERIOD%5d=false
https://data-explorer.oecd.org/vis?lc=en&tm=PAY_INCIDENCE&pg=0&snb=1&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_EARNINGS%40PAY_INCIDENCE&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=&pd=2012%2C2023&dq=NLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT.LP_I....._T&to%5bTIME_PERIOD%5d=false
https://data-explorer.oecd.org/vis?lc=en&tm=PAY_INCIDENCE&pg=0&snb=1&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_EARNINGS%40PAY_INCIDENCE&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=&pd=2012%2C2023&dq=NLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT.LP_I....._T&to%5bTIME_PERIOD%5d=false
https://data-explorer.oecd.org/vis?lc=en&tm=PAY_INCIDENCE&pg=0&snb=1&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_EARNINGS%40PAY_INCIDENCE&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=&pd=2012%2C2023&dq=NLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT.LP_I....._T&to%5bTIME_PERIOD%5d=false
https://data-explorer.oecd.org/vis?lc=en&tm=PAY_INCIDENCE&pg=0&snb=1&vw=tb&df%5bds%5d=dsDisseminateFinalDMZ&df%5bid%5d=DSD_EARNINGS%40PAY_INCIDENCE&df%5bag%5d=OECD.ELS.SAE&df%5bvs%5d=&pd=2012%2C2023&dq=NLD%2BIRL%2BISL%2BFIN%2BDNK%2BBEL%2BAUT.LP_I....._T&to%5bTIME_PERIOD%5d=false

Fulfilment

Skills Underutilisation:

Publisher/ Link Method
Source
International | OECD Data no Calculates an average
Comparator Labour Force longer attainment for each occupation
Survey available at | and considers whether each
original link. | respondent’s skills are above or
below the average.
UK Data CIPD Working The CIPD survey question asks
. : Lives the respondent to self-assess
\é\ﬁo;/l:r;g Lives Scotland | their level of skills utilisation.
Reports
CIPD

90


https://www.cipd.org/uk/knowledge/reports/working-lives-scotland/#gref
https://www.cipd.org/uk/knowledge/reports/working-lives-scotland/#gref
https://www.cipd.org/uk/knowledge/reports/working-lives-scotland/#gref
https://www.cipd.org/uk/knowledge/reports/working-lives-scotland/#gref
https://www.cipd.org/uk/knowledge/reports/working-lives-scotland/#gref
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