
tions. In parallel, firms have developed a variety of strategies to re-
duce the cost per efficiency unit of labor.

COPING WITH THE COST OF LABOR AT LOW WAGE
LEVELS

Flat Wage Profiles Wage profiles appear to be relatively flat at low
wage levels. This is indeed the case for many minimum wage earners.
According to Sébastien Seguin (2006), in 2002 in firms with ten em-
ployees and more, more than 25 percent of workers at the SMIC level
had at least ten years of tenure. This means that their basic wage had
been “stuck” at the minimum level since they were hired. Of course,
various factors help to explain this phenomenon (which is not spe-
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Figure 2.1 The Minimum to Median Wage Ratio, 1959 
to 1998

Source: Carcillo and Delozier (2004).
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One consequence of the high capital intensity is that labor pro-
ductivity is high in France (see table 2.12). When measured per hour
worked, it is 13 percent above American levels and far above the Eu-
ropean Union average. However, given the small number of hours
worked, productivity per worker is below that of the United States, as
is the case for all European countries.

These aggregate ratios do not seem to result from a sectoral-com-
position effect. Estimates at the two-digit industry level by Geoff Ma-
son, Brigid O’Leary, Mary O’Mahony, and Kate Robinson (2007)
show that both hourly productivity and capital intensity are higher in
France than in the United Kingdom and Germany—and even the
United States—in sectors that are intensive in low-skilled work, such
as textiles, clothing, and leather goods, retail, and hotels and cater-
ing.11

There are several possible reasons for the high level of hourly labor
productivity. Part of it is due to the fact that workers are more effi-
cient while they are working because of the small number of hours
they work per week or per year. A second factor has to do with
changes in the production structure: firms tend to focus on high-
value-added businesses at the expense of low-productivity ones, thus
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Figure 2.2 Capital-to-GDP Ratio (in Volume)

Source: Artus and Cette (2004).
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thirty-six percentage points, respectively (see Afsa and Biscourp
2004). The changes introduced by the Fillon law (2003) increased
the legal maximum of overtime. This could lead, in the coming years,
to an increase in the number of hours worked while working time
flexibility remains. Fifty-nine percent of workers report an improve-
ment in the quality of everyday life following the reduction in work-
ing time (see Cette, Dromel, and Méda 2004). An improvement in
working conditions, however, is reported by only 26 percent of
workers. Life has been made more complicated and stressful for un-
skilled, blue-collar women: for 20 percent of them the quality of
everyday life has worsened (compared to an average of 13 percent in
the working population), and for 35 percent of them working condi-
tions have worsened, compared to an average of 28 percent in the
population.

In addition to working conditions, statistics on occupational
health and safety at work highlight the poor performance of France
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Figure 2.3 Percentage Change in the Proportion of
Workers Declaring that They Work at High
Speed at Least 50 Percent of the Time

Source: European Surveys on Working Conditions, various years.
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compared to other European countries. The number of (nonfatal) ac-
cidents per worker decreased much less in France than in the rest of
the European Union over the past decade and was much higher than
average in 2003 (see figure 2.4).

The number of occupational illnesses (musculoskeletal disorders,
cancers, and so on) is also growing fast. According to the National In-
stitute of Health Supervision, about 16 percent of female workers suf-
fer from musculoskeletal disorders, as do 13 percent of males. Epi-
demiologic work using data on cancers that have an occupational
origin suggests that the incidence of such cancers in France is far
above the European average (Banaei et al. 2000), and workers who
have worked in low-skilled occupations are the main victims. More
generally, one of the explanations for the low employment rate of
older low-skilled workers in France lies in this structural health
problem (Coutrot and Waltisperger 2005).

Overall, the French “equilibrium” relies on a mixture of a “high” min-
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Figure 2.4 Change in the Number of Work Accidents
(with Three Days or More Off Work) for
100,000 Persons Employed, 1995 to 2003

Source: Eurostat.
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ingly, a large proportion of long-term unemployed: 42.5 percent of
the unemployed had been so for more than twelve months in 2005,
compared to only 22.4 percent in the United Kingdom and 11.8 per-
cent in the United States.2 Such a high rate induces important risks of
exclusion from the labor market, in particular for unskilled workers.

At the lowest end of the skill distribution, unemployment is in-
deed rather high in absolute terms in France: 12.1 percent for work-
ers with less than a secondary education (see table 2.2). However, it
is not so high in relative terms: about 20 percent higher than the av-
erage unemployment rate in France (compared to about 100 percent
higher in the United States). Moreover, it should be noted that both
the participation rates and the employment rates of low-educated
workers are higher in France than in the United States, largely be-
cause the share of low-educated workers in the labor force is much
higher in France (as discussed later in the chapter) and these work-
ers are more concentrated in middle-aged generations.

Another characteristic of the French labor market is that the em-
ployment rate is very low at both ends of the age distribution: fewer
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Table 2.1 Annual Growth Rates of Real GDP,
Employment, and Labor Force in France, the
EU-15 and the United States, 1993 to 2005

1993 to 2003 2004 2005

France
GDP 2.2% 2.1% 1.4%
Employment 1.2 0.0 0.4
Unemployment 10.8 10.0 9.9
Labor force 0.9 0.2 0.2

EU-15
GDP 2.3 2.0 1.5
Employment 1.1 0.9 0.9
Unemployment 8.8 8.1 7.9
Labor force 0.9 1.0 0.7

USA
GDP 3.2 4.2 3.5
Employment 1.4 1.1 1.8
Unemployment 5.3 5.5 5.1
Labor force 1.3 0.6 1.3

Source: OECD, Employment Outlook (2006).



than 26 percent of people below age twenty-five and 41 percent above
age fifty-five are employed. The low level of labor market participa-
tion at both ends of the age distribution is due to continuing initial
education for the youngest group and early retirement for the oldest
one. The unemployment rate of younger workers is also very high—
22.8 percent compared to an average of 9.9 percent in 2005—espe-
cially among the least-skilled. This is not the case for older workers:
the unemployment rate was 6.8 percent in 2005 among fifty-five- to
sixty-four-year-olds. Overall, the French employment regime seems
to be characterized by a high employment rate only among middle-
aged workers and by, to a large extent, exclusion of the youngest and
oldest groups from the labor market.

Low-Wage Work and Labor Market Institutions 31

Table 2.2 Employment, Unemployment, and Labor Force
Participation in France and the United States, 2005

Employment Labor Force Unemployment
Rate Participation Rate

(Percent of (Percent of (Percent of 
Population) Population) Labor Force)

United United United
France States France States France States

Whole population fifteen to 
sixty-four years old 62.3 71.5 69.1 75.4 9.9 5.1

Gender
Men 67.8 77.6 74.5 81.8 9.0 5.1
Women 56.9 65.6 63.8 69.2 10.9 5.2

Age
Fifteen to twenty-four 
years old 26.0 53.9 33.7 60.8 22.8 11.3

Twenty-five to fifty-four 
years old 79.6 79.3 87.2 82.8 8.7 4.1

Fifty-five to sixty-four 
years old 40.7 60.8 43.6 62.9 6.8 3.3

Education (2003)
Less than upper secondary 
education 59.6 56.5 67.8 63.1 12.1 10.5

Upper secondary education 75.4 72.8 81.5 77.2 7.6 5.6
Tertiary education 81.7 82.0 87.1 84.7 6.2 3.3

Source: OECD, Employment Outlook (2006).



Increasing Employment by Sharing Work? Since the end of the
1990s, an attempt has been made to increase employment through
the sharing of hours worked. In 1996, 1998, and 2000, three laws
were successively passed to reduce legal working time (the so-called
Robien law in 1996 and the Aubry I and II laws in 1998 and 2000).
The latter two laws stipulate that the legal working time cannot ex-
ceed 35 hours per week on average over one year and the amount of
yearly overtime is strongly contingent (with a maximum of 130
hours per worker). These laws were relaxed in 2003, when the num-
ber of legal overtime hours was brought up to 180.

Overall, this legislation brought down the number of hours actu-
ally worked per week from 38.9 in 1993 to 35.6 in 2003, thus rein-
forcing the long-term trend toward a decrease in the number of hours
worked (see table 2.3). In 2005 the average number of hours worked
per person in dependent employment was 1,446—substantially be-
low the average number of hours worked in the United Kingdom and
the United States.

However, part of this long-term decrease is also due to the increas-
ing number of individuals working part-time (less than thirty-five
hours per week): from 1990 to 2005, the proportion of part-timers in
the working population went up from 10 to 17.2 percent (see table
2.4). This increase is almost entirely due to women: 30.8 percent of
women worked part-time in 2005 (compared to only 5.7 percent of
men). One characteristic of part-time work in France is that it is quite
long: 30.3 percent of part-timers work more than thirty hours per
week, so that the proportion of employed workers working less than
thirty hours per week (the OECD definition of part-time work) was
only 12 percent in 2005. Nevertheless, on average 28.7 percent of
French part-timers are underemployed in the sense that they would
like to work more. This is the case for 27.5 percent of women and
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Table 2.3 Numbers of Hours Worked per Dependent
Worker

United United
France Germany Netherlands Denmark Kingdom States

1979 1,711 — 1,591 — 1,750 1,839
1994 1,564 1,465 1,388 1,420 1,693 1,850
2005 1,446 1,372 1,322 1,420 1,652 1,809

Source: OECD, Employment Outlook (2006).



34.1 percent of men. This proportion is particularly high among
blue-collar workers and clerks: 34 percent of blue-collar female part-
timers (and 42.7 percent of men) and 32 percent of clerk female part-
timers (and 37.7 percent of men) wish to work more.

Overall, the French labor market is characterized by only a rather
small proportion of the working-age population being actually em-
ployed. This is mainly due to a low participation rate at younger and
older ages and to a high rate of unemployment. Moreover, a substan-
tial proportion of part-time workers would like to work more, partic-
ularly those at low occupational levels. These characteristics suggest
that employment is in short supply, especially at the bottom end of the
skill distribution.
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Table 2.4 Part-Time Work, 2005

Total Men Women

Proportion of part-time workers 17.2% 5.7% 30.8%

Proportion of part-timers according to 
weekly working time
Less than fifteen hours 15.8 17.4 15.5
Fifteen to twenty-nine hours 53.4 54.2 53.3
Thirty hours and more 30.3 27 31.1
Unknown 0.5 1.4 0.1

Proportion of part-timers by main 
occupation
Managers, teachers, intellectual 
professions 8.4 3.9 16.0

Intermediate professions 14.9 4.7 25.3
Clerks 31.8 10.0 37.8
Blue-collar workers 8.9 4.5 27.0

Share of underemployment among 
part-timers 28.7 34.1 27.5
Managers, teachers, intellectual 
professions 25.1 28.6 16.5

Intermediate professions 27.5 29.2 18.3
Clerks 37.3 37.7 32.0
Blue-collar workers 39.2 42.7 34.0

Source: Authors’ compilation from Enquête Emploi (French Labor Force Survey),
2005.



One striking point, however, is that, whatever specification we
use, the share of low-wage earners remains quite low in France com-
pared to other European Union countries (see table 2.7). France’s
share of low-wage earners is lower than in all partner countries ex-
cept Denmark.
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Table 2.5 Minimum Wage and Low-Wage Cutoff, 1995 to 2002
(Before Tax, Net of Social Contributions)

1995 1996 1997 1998 1999 2000 2001 2002

Hourly minimum wage
Nominal rate (in euros) 4.37 4.48 4.66 4.75 4.81 4.97 5.17 5.29
Annual growth rate — 2.5% 4% 1.9% 1.3% 3.3% 4% 2.3%

Hourly cutoff wage
Nominal rate (in euros) 4.62 4.71 4.76 4.86 4.93 5.11 5.32 5.58
Annual growth rate — 1.9% 1.1% 2.1% 1.4% 3.7% 4.1% 4.9%

Source: Authors’ compilation from Enquête Emploi and Ministry of Labor.
Notes: Wages net of employees’ social contributions were about 80 percent of gross hourly
wages during the period. The hourly cutoff wage is computed on all wage earners except ap-
prentices.

Table 2.6 Incidence of Low-Wage Work, 1995 to 2002

Low-Wage
Earners in the 
Whole Workforce 1995 1996 1997 1998 1999 2000 2001 2002

Low-wage cutoff 
equals two-thirds of 
the median hourly 
wage, excluding 
apprentices 13.7% 13.5% 13.6% 12.6% 11.7% 12.6% 11.6% 12.2%

Low-wage cutoff 
equals two-thirds of 
the median hourly 
wage of all workers 14.5 14.2 14.4 13.4 11.8 13.2 12.1 12.7

Low-wage cutoff 
equals two-thirds of 
the median hourly 
wage of all workers, 
weighted by the num-
ber of hours worked 14.1 14.0 14.3 13.3 12.7 14.0 12.7 13.1

Source: Authors’ compilation from Enquête Emploi.
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Table 2.7 Employees Below Low Pay Threshold in the United Kingdom, France, Germany, the
Netherlands, and Denmark

United
France Germany Netherlands Denmark Kingdom

Year 2002 2004 2002 2002 2002

Employees below 
low pay threshold 12.7% 20.8%a 17% 8.5% 22.1%

Data source Enquête Emploi GSOEP LSO CCP/IDA ASHE
Definition of low Two-thirds median Two-thirds Two-thirds Two-thirds Two-thirds median 
pay threshold hourly wage net of median gross median gross median gross gross hourly wage,

social contributions, hourly wage, hourly wage, hourly wage, all employees
all employees all employees all employees all employees

except except
apprentices apprentices

Source: Mason, Mayhew, and Osborne (2008).
Note: GSOEP = German Socio-Economic Panel; LSO = Loonstructuuronderzoek (Dutch survey of earnings structures); CCP/IDA = Center for
Corporate Performance/Integrated Data Base for Labor Market Statistics; ASHE = Annual Survey of Hours and Earnings.
a Weighted average computed using two different low-wage thresholds for West and East Germany.
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Table 2.8 Incidence of Low-Wage Work, by Workers’
Characteristics

1995 2002

Average incidence of low-wage work 13.7% 12.2%

Gender
Men 9.2 8.0
Women 19.0 17.0

Age
Less than twenty-six years old 35.3 26.1
Twenty-six to thirty-five years old 13.1 10.7
Thirty-six to forty-five years old 10.7 10.6
Forty-six to fifty-five years old 9.5 10.3
Fifty-six and older 13.6 12.9

Education
Tertiary education 3.8 4.4

Less than twenty-five years old 19.4 17.6
Twenty-five to fifty-four years old 3.0 3.7
Fifty-five and older 3.4 3.1

High school 10.6 11.7
Less than twenty-five years old 39.3 31.8
Twenty-five to fifty-four years old 6.9 8.5
Fifty-five and older 4.1 6.4

Lower secondary 13.5 12.7
Less than twenty-five years old 40.1 29.8
Twenty-five to fifty-four years old 11.2 11.3
Fifty-five and older 8.1 10.9

No diploma 23.2 21.9
Less than twenty-five years old 52.4 38.8
Twenty-five to fifty-four years old 21.6 21.1
Fifty-five and older 21.0 20.2

Nationality
French 13.3 11.8

Born in France 13.4 11.9
Born in the European Union 15.1 11.3
Born outside of the European Union 11.5 10.3

Foreigners (European Union) 16.8 16.1
Foreigners (non-European Union) 22.7 21.0

Source: Authors’ compilation from Enquête Emploi.



rary agency work (19.3 percent). Of course, the proportion of low-
wage earners is highest among people employed on active labor mar-
ket policy schemes.

There are more low-wage workers in agriculture and services than
in construction and manufacturing. Low wages are particularly com-
mon in retail trade and real estate activities, and in services dedicated
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Table 2.9 Incidence of Low-Wage Work, by Job
Characteristics

1995 2002

Average incidence of low-wage work 13.7% 12.2%

Hours worked
Full-time 10.2 8.9
Part-time: more than thirty hours per week 24.2 27.1
Part-time: fifteen to twenty-nine hours per 
week 34.4 29.3

Part-time: less than fifteen hours per week 34.7 30.7

Occupation
Managers 1.5 2.1 
Supervisors and foremen 1.9 3.2 
Clerks 22.1 21.1 
Skilled blue-collar workers 10.8 9.2 
Unskilled blue-collar workers 27.1 20.2

Type of work contract
Open-ended 11.1 10.1 
Fixed-term 33.3 27.7 
Temporary agency work 26.4 19.3 
Labor market policy schemes 55.4 41.5

Public sector 6.5 6.4

Sector
Agriculture 38.6 29.2
Manufacturing 8.5 6.2
Construction 9.7 9.4
Services 15.1 13.6

Real estate 27.1 22.0
Household services 41.9 37.6
Retail trade 23.6 18.4

Source: Authors’ compilation from Enquête Emploi.



(including hard-discounters) and hypermarkets, which are mainly
high-end.

Is Low-Wage Work a Dead End? There have been few studies on the
wage mobility and career paths of low-wage workers in France. One
exception is a study by the European Commission (2004) that pro-
vides comparative data on earnings mobility based on the European
Community Household Panel (ECHP) database for the years 1994 to
2001. It takes into account only those workers working fifteen hours
per week or more and excludes those in paid apprenticeships or
other labor market policy training schemes. Regarding the transition
from low pay to higher pay, two main results arise from the period
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Table 2.10 Incidence of Low-Wage Work in Selected
Industries and Occupations, 2003

1995 2003

Hourly cutoff (net of social contributions), in euros 5.09 6.23

Proportion of low-wage workers 12.7% 10.4%

Food processing 23.0 11.6
Meat industry 16.8 10.1

Meat artisans 35.1 21.8 
Meat processing 13.4 7.2 

Pastry artisans 34.5 14.1 
Confectionery 9.3 6.2

Retail trade in general stores 20.1 18.0
Cashiers 36.8 29.1 
Food vendors 25.1 20.4 
Electric and electronic goods vendors 5.1 3.3 

Supermarkets 24.2 26.4
Hypermarkets 17.3 11.2

Hotels 19.3 20.4
Low-skilled employees 23.4 26.7 

Hotels with restaurant 21.1 17.9 
Hotels without restaurant 17.6 21.2

Health (private competitive sector)
Hospitalsa 5.5 3.5

Source: Authors’ compilation from Déclarations Aunnelles des Données Socialess (DADS).
a Computed on the basis of the official number of hours worked.



the SMIC level and are therefore irrelevant. The SMIC being a lower
bound, workers at the lowest levels of the job classification are paid
at the SMIC level and end up earning more than allowed by collective
agreements. According to the French Ministry of Labor (January
2005), this is the case in 55 percent of the branch-level collective
agreements; the proportion was about 70 percent in 1999. Conse-
quently, the SMIC is a more relevant reference than collective agree-
ments for the remuneration of most low-wage workers.

Since July 2006, the (gross) hourly SMIC has been set at j8.27—
that is, j6.49 per hour before tax but after social contributions. At
consumer price purchasing power parity, the corresponding wages
are $9.16 and $7.19, respectively.6 The proportion of workers earning
the SMIC as their basic wage was 15.1 percent in 2006 (Berry 2007).7

It may be noted that the purchasing power of the monthly SMIC (net
of social contributions for a full-time worker working 39 hours a
week) increased by almost 18 percent between 1990 and 2004, while
the average real monthly wage (net of social contributions for a full-
time worker) increased by only 7.3 percent over the same period.

The existence of the minimum wage is one key explanation for the
small number of low-wage workers in France. The SMIC strongly
compresses the wage distribution at the bottom with the ratio of the
fifth decile to the first decile (D5/D1) of hourly wages being only 1.6
in 2002 compared to 1.9 for the ratio of the ninth decile to the fifth
(D9/D5). The sharp increase in the SMIC since the beginning of the
2000s is likely to have further reduced wage inequality.8

At the same time, the increase in the SMIC has had little effect on
the low-wage cutoff, which is defined with reference to the median
wage. Thus, the main effect of the SMIC is to push wages up, toward
the cutoff. In this context, many workers may escape low-paid work
by only the effect of premiums and bonuses, in particular in relation
to seniority (see earlier section). This is even the case for many min-
imum wage earners. For instance, in 2002 the hourly earnings of 26
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Table 2.11 Distribution of Hourly Wages, 1995 and 2002

1995 2002

D5/D1 1.6 1.6
D9/D1 3.0 2.9
D9/D5 1.9 1.9

Source: Authors’ compilation from Enquête Emploi.



pushing up average productivity (see the discussion later in this sec-
tion on the debate about the job deficit in low-wage activities). Even-
tually, the high rate of unemployment among low-skilled workers
probably plays a role. It generates another selection effect owing to
the fact that the least-productive workers are not employed.

Work Intensification and Poor Working Conditions High hourly pro-
ductivity may also partly result from high work intensity. Work in-
tensification may be a strategy for firms to lower the cost per effi-
ciency unit of labor, and there is some evidence that it has been used
in France in recent years, especially in low-wage jobs. Along with
new information and communication technologies, firms have intro-
duced new forms of work organization. Just-in-time has been devel-
oped, as well as teamwork and job rotation. The organization of work
has become less hierarchical, and horizontal communication among
workers has become generalized. Total quality management has also
been widely adopted. Such organizational devices developed quickly
in the United States in the early 1990s (see Osterman 2000) but were
not introduced in France until the end of the 1990s (see Askenazy
1998); the country finally caught up at the beginning of the 2000s.

In many countries the development of these new organizational
devices has generated some form of work intensification (see Green
and MacIntosh 2001; Askenazy, Caroli, and Marcus 2002). This has
been the case in France, where work has become more stressful since
the mid-1990s. Evidence of such changes can be found in the
Surveillance Médicale des Risques (SUMER) surveys, which were
conducted in 1994 and 2003 by 1,200 occupational practitioners
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Table 2.12 Labor Productivity as a Percentage of United
States Productivity, 2002

Per Hour Worked Per Worker

France 113% 95%
Germany 93 79
Netherlands 102 80
Denmark 94 80
United Kingdom 79 78
European Union 82 78
United States 100 100

Source: Bourlès and Cette (2005).



Table 2.13 Working Conditions, by Occupation

Skilled Unskilled
Percentage of Supervisors Blue- Blue-
Workers and Collar Collar All
Affected By . . . Managers Foremen Clerksa Workers Workers Workers

Constraints on working time
Working on Sundays even occasionally

1994 24.3% 20.6% 33.6% 16.1% 11.2% 18.9%
2002b 24.7 22.1 33.3 16.4 11.5 20.0

Working at night even occasionally
1994 9.4 11.3 9.3 18.6 10.9 11.7
2002b 9.2 11.5 8.7 21.2 14.2 12.7

Organizational constraints
Permanent control by hierarchy

1994 12.5 22.9 30.3 33.0 41.0 28.4
2003 11.5 21.9 27.3 32.3 36.7 25.5

Electronic control
1994 13.6 19.0 9.2 11.5 8.7 14.5
2003 25.9 33.3 15.8 26.9 20.3 27.0

Frequently changing tasks to carry out 
unexpected tasks
1994 66.0 56.2 43.4 35.8 25.5 46.2
2003 75.6 67.9 52.6 45.5 39.5 58.4



Physical constraints
Noise (greater than eighty-five decibels)
for more than twenty hours per week

1994 0.6 2.5 0.3 13.1 14.1 5.8
2003 0.5 2.6 0.4 15.0 14.6 6.0

Carrying around heavy weights for more 
than ten hours per week 
1994 1.4 5.5 17.2 20.7 25.0 12.5
2003 0.7 4.9 16.8 21.2 26.6 11.8

Standing for more than twenty hours 
per week
1994 6.5 19.1 49.1 40.6 44.8 28.3
2003 3.5 16.3 46.8 43.1 46.8 26.7

Repeating the same movement for more 
than ten hours per week
1994 1.6 3.5 14.4 15.6 31.9 12.5
2003 1.5 2.8 12.2 14.0 26.0 9.5

Source: Arnaudo et al. (2004).
a Trade and service sectors.
b Enquête Emploi data. The question was not asked in the 2003 Surveillance Médicale des Risques (SUMER) survey. So we used the Labour
Force Survey (LFS) and computed the relevant information for the same scope as the one used for SUMER 1994.



and workers are on average very attached to job security and senior-
ity rules. Average tenure is quite high in France (about eleven years
in the beginning of the 2000s, compared to about six years in the
United States and eight years in the United Kingdom).

Job stability is promoted by employment protection legislation.
According to the OECD indicator, French EPL is rather strict (see
table 2.14).

Protection of regular (permanent) workers is actually close to the
OECD average—and is even lower than in some other European
Union countries (such as Germany and the Netherlands)—even if it
is clearly much higher than in the United States. Although perma-
nent contracts still characterize a wide majority of jobs, temporary
forms of employment have increased in the past years in response to
the need for labor flexibility expressed by firms.13 In 2005, 87.7 per-
cent of all workers were on open-ended contracts, and among the
12.3 percent on temporary contracts, 7.0 percent were on a fixed-
term contract, 2.2 percent were on a temporary agency work con-
tract, 1.3 percent were apprentices, and 1.7 percent were on a labor
market policy scheme.

The incidence of temporary employment is quite high among low-
skilled, low-paid workers: in 2002, 27.9 percent of unskilled blue-
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Table 2.14 Indices of Strictness of Employment Protection
Legislation, 2003

United United
Denmark France Germany Netherlands Kingdom States

Protection of regu-
lar workers against 
(individual) 
dismissal 0.61 1.03 1.12 1.27 0.46 0.07

Specific require-
ments for collec-
tive dismissal 0.65 0.35 0.63 0.50 0.48 0.48

Regulation on tem-
porary forms of 
employment 0.57 1.51 0.73 0.49 0.16 0.10

Summary (0 to 6 
scale) 1.83 2.89 2.48 2.26 1.10 0.65

Source: OECD (2004).



provided substantial social support to the unemployed. But this equi-
librium is under pressure. On the one hand, immigrant flows may in-
crease in the near future with the entry of Eastern European coun-
tries into the European Union. At the same time, questions have
arisen about the budgetary cost of social policies, and their potential
negative impact on individual incentives to work are increasingly de-
nounced.

THE POLITICAL ECONOMY OF THE FRENCH
EMPLOYMENT MODEL: OR WHY HAVEN’T THE
FRENCH BECOME AMERICANS OR DANES?

Even if the current equilibrium appears to be fragile, and despite the
persistently high level of unemployment, no large-scale reform of the
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Table 2.15 Differences Between the Household Incomes
of Minimum-Wage Earners and Unemployed
Persons Collecting the RMI and Other Social
Benefits

1993 2003

Single
Part-time worker (50 percent) –1% +10%
Full-time worker +50 +53

Lone parent with two children
Part-time worker (50 percent) +7 +11
Full-time worker +45 +36

Couple with two children
Part-time worker (50 percent) –2 +3
Full-time worker +13 +16

Couple with four children 
Part-time worker (50 percent) –1 +2
Full-time worker +25 +18

Source: Observatoire National de la Pauvretè, Rapport 2003–2004.
Note: These figures are calculated for households with only one person working or re-
ceiving the minimum income benefit (revenu minimum d’insertion, or RMI), the
amount of which depends on the composition of the household. A single person
working part-time (that is, half time) and earning the minimum hourly wage rate, in
1993, earned 1 percent less than if he or she were receiving RMI benefit (including
other social allowances). In 2003, the difference was positive and amounted to 10
percent. In 2003, a full-time minimum wage earner, with an inactive partner and two
children would earn 16 percent more than if he or she were on the RMI.



Table 2.16 Population That Has Attained at Least Upper Secondary Education, 2003

Twenty-five Twenty-five Thirty-five Forty-five Fifty-five
to Sixty-four to Thirty-four to Forty-four to Fifty-four to Sixty-four

Years Old Years Old Years Old Years Old Years Old

France 65% 80% 69% 59% 48%
Germany 83 85 86 84 78
Denmark 81 86 82 80 74
Netherlands 66 76 71 62 53
United Kingdom 65 71 65 64 57
United States 88 87 88 89 85
OECD mean 66 75 70 62 51

Source: OECD, Education at a Glance (2005b).



the meat-processing sector, compared to only 59 percent in confec-
tionary (see table 3.2).

The proportion of women is higher in confectionary than in meat
processing (about 49 percent compared to 42 percent). The propor-
tion of workers of foreign origin seems small overall in both sectors,
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Table 3.1 Characteristics of the Meat-Processing and
Confectionary Sectors, 2004

Firms with More than Twenty Workers All Firms

Meat Average Food Average Food
Confectionary Processing Processing Processing

Value-added per 
average worker j75,000 j45,000 j62,000 j50,000

Labor cost/
value-added 55% 68% 58% —

Capital intensity j115,000 j71,000 j110,000 j84,000
Imports/turnover 25.2% 8.2% 10.7% 9.9%
Exports/turnover 21.2% 4.1% 15.4% 14.1%

Source: Authors’ compilation from Statistiques structurelles d’entreprises, Accès en Ligne aux
Statistiques Structurelles d’Entreprises (ALISSE) database, Institut Nationale de la Statistique
et des Études Economiques (INSEE).
Note: The data also include firms with fewer than twenty workers, but only with a turnover
higher than j100,000.

Table 3.2 Characteristics of Workers in the Meat-
Processing and Confectionary Sectors, 2000

Meat Processing Confectionary

Occupationa

Managers and engineers 3.4% 10.9%
Technicians and supervisors 5.6 7.9
Clerks 12 22.3
Blue-collar workers 79 58.9

Blue-collar workers working 
in unskilled jobs 60 45.8

Genderb

Men 58 51.3
Women 42 48.7

a Authors’ compilation from Déclarations Annuelles des Données Sociales (DADS)
(2000).
b Authors’ compilation from DADS (2002).
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especially in the rural areas where many firms are located.3 (This was
particularly the case in our case study firms.) Although there are
some differences between the two branches in terms of working con-
ditions, these are generally more difficult than in the manufacturing
industry as a whole, especially with respect to the predictability of
hours from one week to the next and physical labor (the number of
hours that workers spend on their feet, handling heavy loads, and do-
ing repetitive manual operations; see table 3.3).

Regarding earnings, even if wages tend to be lower than in the rest
of the manufacturing sector, both subsectors display a small propor-
tion of low-wage workers: 7.2 percent and 6.2 percent, respectively,
in 2003, compared to 10.4 percent on average (for all sectors except
the public sector and the domestic services; see table 2.10). Why is
this so?
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Table 3.3 Working Conditions in Meat Processing and
Confectionary, 2003

All
Meat Manufacturing

Processing Confectionary Sectors

Constraints on working time
Working at least ten Sundays per 
year 3% 19% 11%

Not knowing hours to be worked 
in following week 34 21 9

Organizational constraints
Permanent hierarchical supervision 43 45 42
Computerized control 31 37 37

Physical constraints
Noise greater than eighty-five 
decibels, for more than twenty
hours per week 32 22 29

Standing for more than twenty 
hours per week 76 66 54

Handling heavy loads for more 
than twenty hours per week 45 30 23

Repetitive manual operations for 
more that twenty hours per week 59 39 29

Source: Authors’ compilation from Surveillance Médicale des Risques (SUMER) survey, 2003;
data provided by Jean-François Chastang, Institut National de la Santé et de la Recherche
Médicale (INSERM).



meat-processing sector, for instance, the real hourly wage for a job
coefficient of 120 rose by 19.6 percent between the beginning of 1998
(before the implementation of the thirty-five-hour week) and the be-
ginning of 2006. But at the same time, the real monthly wage rose
only by 6.9 percent. In addition, the wage distribution was slightly
compressed during this period: for example, the monthly wage for
the 190 coefficient was 17.6 percent higher than for 120 in 1998, but
only 16.7 percent higher in 2006.

Moreover, up until the early 1980s in the confectionery sector and
the start of the 2000s in meat processing, annual agreements on wage
increases concerned effective wages: a firm had to increase its wages
according to the rate decided at the branch level, even if those wages
were above the basic branch wage. This is no longer the case. Conse-
quently, effective wages at the bottom of the wage distribution tend to
converge on collective branch wages in many firms, and hence on the
legal minimum wage. (The SMIC amounted to j1,217.91 gross per
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Table 3.4 Wage Levels in Branch-Level Collective Agreements, 
Beginning of 2006 (Full-Time Operators, Thirty-Five 
Hours a Week, 151.67 Hours a Month)

Meat Processinga Confectionaryb

Gross Gross
Minimum Wages Minimum Wages

Coefficient Coefficient
in the Job in the Job 
Classification Monthly Hourly Classification Monthly Hourly

120 j1,231.35 j8.12 120 j1,221.03 j8.05
130 j1,235.65 j8.15 130 j1,228.68 j8.10
140 j1,240.85 j8.18 140 j1,236.49 j8.15
150 j1,265.70 j8.35 150 j1,260.24 j8.31
160 j1,302.27 j8.59 160 j1,284.70 j8.47
170 j1,341.46 j8.84 170 j1,312.82 j8.66
180 j1,389.44 j9.16 180 j1,344.92 j8.87
190 j1,437.57 j9.48 190 j1,377.84 j9.08

Source: Author’s compilation from the collective agreements of the two subsectors.
a Main collective agreement of the activity (signed by the FICT (Fédération française des in-
dustriels charcutiers, traiteurs, et transformateurs de viands), employers’ organization); the
majority of slaughterhouses are covered by other collective agreements.
b Collective agreement (signed by the Alliance 7 employers’ organization) covering, among
others, sugar confectionary and chocolate confectionary.



Table 3.5 The Case Study Food-Processing Companies

Name of Firm Type and Size of Firm Product Local Labor Market

Meat processing
Canpat Independent, mainly family- Medium- and high-quality Rural labor market

owned firm; 190 permanent products (mainly canned 
workers pâté and sausage) own-brand 

and RCB products
Hambac Owned by an American group; Mass production of RCB and Quasi-rural labor market, but

560 permanent workers first price products (mainly in an area where other food 
ham and bacon) factories operate

Multiprod Independent, mainly family- Medium- and high-quality Urban labor market in a 
owned firm; two establish- products (ham, pâté, con- rural region
ments, with 80/250 perma- venience food); own-brand
nent workers and RCB products

Regsaus Independent firm; 90 per- High-quality products (re- Rural labor market
manent workers gional labeled sausage); own-

brand and RCB products

Confectionary 
Chochris Owned by a French group; Medium- and high-quality Urban labor market in a 

250 permanent workers products (Christmas and depressed area
Easter chocolates); own-
brand and RCB products

Chocind Owned by a French group; Mass production of industrial Urban labor market
120 permanent workers chocolate with no brand

Regsweet Independent firm; 62 High-quality, regional labeled Urban labor market
permanent workers sweets; own-brand and RCB 

products

Source: Authors’ compilation.
Note: RCB products are medium-quality products sold by retail chains under their own brand. First price products are low-quality products
sold by retail chains under no brand label.



The Role of Low-Wage Work Table 4.1 shows the incidence of 
low-wage work for both nurse’s aides and hospital service workers.
The differences between the public and private sectors are in-
significant.

We must qualify that assessment, however. On the one hand, these
data do not include government work programs (i.e., active labor
market policy schemes; see chapter 2) in public hospitals. These are
usually half-time, fixed-term contracts set aside for the chronically
unemployed, whose wages are paid by government subsidies and cost
the hospitals almost nothing. These jobs, intended to reintegrate re-
cipients into the workforce, are restricted to the public sector and
nonprofit organizations (see chapter 2). For these contracts, workers
receive the legal minimum wage (SMIC) with no possibility of in-
creases. In our cases, they represented between 3 and 10 percent of
staff (3.2 percent was the national average in 2003), which would
have to be factored in. On the other hand, we shall later note the scope
of the “reserve army” of workers in temporary jobs, on primarily
fixed-term contracts. The severance pay that temporary employees re-
ceive at the end of their contracts (see chapter 2, note 14) places them
slightly above the low-wage threshold. At the same time, however,
these employees do not accumulate seniority. Given the time they
spend waiting for a permanent contract (a few months to five to seven
years), we may consider them on the borderline of low-wage work.
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Table 4.1 Hourly Wages and Incidence of Low Wages

Public Private For-Profit

Hospital Hospital
Nurse’s Service Nurse’s Service

Nurse Aide Worker All Nurse Aide Worker All

Mean net hourly 
wage j12 j10 j9 j11 j11 j8 j7 j9

Median net hourly 
wage j13 j10 j8 j10 j11 j8 j7 j8

Low wage 1.9%a 0.9% 3.2% 1.4% 0.3% 4.6% 4.4% 2.9%

Source: Direction de la Recherche des Études de l’Evaluation et des Statistiques (DREES) work-
ing conditions survey, 2003, calculations by the authors.
Note: The data for this table are different from those provided in chapter 2. They concern a
sample of employees working in private and public hospitals in 2001. For technical reasons,
we have considered only full-time employees.
a Trainees only.



these were generally encouraged by the institution (through aid in
preparing for the exam and payment of wages and tuition costs, in
both the public and private sectors). That prospect plays a strong sym-
bolic role. One public hospital nurse’s aide shared her experience:

I came to the hospital as a hospital service worker, and afterward I
took classes, while remaining on the job. After I was licensed, I had
my three years of seniority with patients, so I asked to go to nurse’s
aide school. I took the entrance exam . . . the hospital financed it. Dur-
ing the year of schooling, I was paid normally. We were paid, and we
did our training, which didn’t last a whole year. We started in Septem-
ber and ended in June, [when] we took the final exam. At the time,
there were nine in the hospital and one outside going to school to be-
come a nurse’s aide. . . . This year there are only two.

A drop in hospital financing for training has been noted, a result of
the higher cost of training, other demands on the budget, and a
higher priority given to training specialized nurses, who, at two of
the public hospitals and one of the private hospitals, are in shorter
supply. But that little door to promotion remains open and con-
tributes, if only symbolically, to the attractiveness of these jobs.

By contrast, internal lateral mobility is high. For the “licensed”
staff, it is voluntary, with no differences among our case studies. A
job vacancy is posted, applicants respond, and the selection is made
based on the applicant’s experience. This process gives rise to subtle
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Table 4.2 Seniority and Stability

Public Private

Hospital Hospital
Nurse’s Service Nurse’s Service

Nurse Aide Worker Nurse Aide Worker

Seniority more than 
ten years 57% 62% 60% 47% 58% 54%

Change of workplacea 6 6 1 2 3 1
Salary increase with 
seniorityb 43 39 20 31 30 23

Source: Direction de la Recherche des Études de l’Evaluation et des Statisques (DREES) work-
ing conditions survey, 2005, calculations by the authors. 
a Between 2001 and 2003.
b Differential between full-time workers with three to six years of seniority and those with
more than twenty years.



Table 4.3 Methods for Managing the Reserve Labor Force Using “Atypical” Contracts

Long 
Short Fixed-Term
Fixed- Contract (Three Open- Government
Term Months Ended Work Temp Full-Time 

Case Contract or More) Contracta Programb Agency Equivalent Focus

A Yes Yes Yes Many No 18% Hospital service 
worker

B Yes Many No Yes, few No 18% Hospital service 
worker, 52%

C Yes Yes Yes Many No 36% Hospital service 
worker, nurse’s 
aide

D Yes Yes No Yes, few No 24% Hospital service 
worker, 44%

E Many Yes No n.a. Hospital service 
worker, nurse’s 
aide

F Many Many Yes 14% Hospital service 
worker, nurse’s 
aide

G Yes Yes Yes 12.5 Hospital service 
worker, nurse’s 
aide

H Yes Yes Yes 16.5 Nurse, nurse’s 
aide, hospital 
service worker

Source: Authors’ compilation from hospital case studies.
a Open-ended contracts are considered atypical in the public sector, where civil service jobs are the rule, but not in the private sector.
b Government work programs exist only in the public sector. They are labor market policy schemes, thus special employment statuses:
fixed-term part-time jobs, paid usually at the hourly legal mimimum wage (SMIC) and leveled mainly by goverment budget.



APPENDIX

Table 4A.1 Characteristics of the Case Study Hospitals

A B C D E F G Ha

Sector Public Public Public Public Private Private Private Private
Labor market Soft Tight Soft Tight Soft Tight Soft Tight
Structural information

Beds (number) 440 654 128 749 159 251 268 133
Medical, surgical, and obstetric 
specialization 63% 43% 61% 54% 100% 100% 100% 100%

Subcontractorsb No No L No K K/L/part C K/L K/L/C
Public-private partnerships Yes Yes Yes Yes No ? Yes Yes
Activities

Rate of beds occupied  78% 89% 104% 83% 88% 98% 91% 81%
Proportion of outpatient care 1.7 0.5 1 0.8 0.6 0.6 0.5 0.3

Days per bed (medical units) 4.7 6.4 5.5 6.5 8.9 4.9 5.5 6.5
Days per bed (total) 6.2 12.6 8.6 10.6 5.3 4.8 4.4 10.6



Table 4A.1 (Continued)

A B C D E F G Ha

Staff full-time equivalent (FTE), ex-
cluding doctors
Nurses 232 459 66 530 63 123 140 86
Nurse’s aides 231 313 113 497 49 125 146 48
Hospital service workers 84 169 31 224 64 95 56 49
Total full-time equivalent 1,074 1,529 312 1,918 245 458 503 223

Staff per 1,000 days 
Nurse 2 2 1.3 2.3 1.3 1.5 1.7 2.1

(1.6)c (2.4) (0.6) (2.4) (1.4) (1.9) (1.9) (1.4)
Nurse’s aides 1.9 1.4 2.2 2.1 1 1.6 1.7 1.2

(1.5) (1.8) (0.9) (1.8) (1.3) (1.3) (1.3) (1.3)
Hospital service workers 0.7 0.8 0.6 0.8 1.3 1.2 0.6 1.2

(0.6) (0.7) (0.5) (0.7) (0.8) (0.8) (0.8) (0.8)

Human resource management 
indicators
Part-time nurse’s aides 39% 23% 31% 20% 27% 28% 6% 4%
Part-time hospital service workers 60 12 5 14 5 22 1 8
Absenteeism, full-time equivalentd 7 7 5 6 n.a. 9 7 6

Source: Authors’ compilation from hospital case studies.
a Before outsourcing of housekeeping tasks.
b K/L/C = kitchen, laundry, cleaning.
c National average for institution of the same size is in parentheses.
d Illness and accidents, no maternity leave.



prospects for a captive labor force? And finally, how have firms’
strategies affected the quality of working conditions and career lad-
ders? For example, what is the effect on room cleaners themselves
of hotels’ choice either to manage them directly or to subcontract
this service?

This research was conducted in two phases to answer these main
questions. One study of the main trends and characteristics of the ho-
tel industry in France (see also Guégnard et al. 2005) is followed by
a case study of eight hotels. The criteria used (see table 5.1) when se-
lecting the hotels were category (four high-service-quality, three- to
four-star hotels and four medium-service-quality, one- to two-star
hotels), location (four in Paris, four in provincial towns), status
(three independents, five chains), and size (ten or more employees
only). Interviews were held with the managers, middle management,
and floor staff of each hotel. They were supplemented by interviews
with sector representatives, unions, the main hotel chains, and train-
ing organizations, for a total of sixty-five individuals interviewed, in-
cluding thirty-three room attendants. There are two kinds of room at-
tendants: the “housekeepers,” or “valets,” who are responsible for the
daily cleaning of guestrooms and bathrooms, and the “room clean-
ers,” who tend to be in charge of cleaning the common areas of the
hotel and who help the housekeepers (with carpet cleaning, laundry
transport, and so on). In addition, the large hotels have a layer of
middle management, including one or more “floor supervisors” and
an “executive housekeeper” who organize the cleaning of the bed-
rooms and common areas and manage the floor staff reporting to
them.
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Figure 5.1 Dynamics of Hotel Jobs for Room Attendants

Source: Authors' compilation.
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Figure 5.2 Floor Staff Competencies (from Housekeeper to Executive Housekeeper)

Source: Authors’ compilation, case study hotels.
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THE FRENCH HOTEL INDUSTRY 
IN THE TWENTY-FIRST CENTURY

Historically, small independent units, low rates of staff representation,
and governance by employers have largely characterized management in
the French hotel industry. The mid-2000s have been economically crucial
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Table 5.1 The Case Study Hotels

Upper Market: 
Midmarket: Three- to Four-

Location One- to Two-Star Star and Deluxe

Paris 
Chain H5: Two-star; 195 rooms; 63 H3: Four-star; 294 rooms; 

employees; one room 141 employees; four house-
cleaner, three housekeepers, keepers, one floor supervisor, 
two floor supervisors, one executive housekeeper, 
one manager one HRD manager, one 

manager
H6: Four-star; 384 rooms;
163 employees; four house-
keepers, one room cleaner, 
one floor supervisor, one 
manager

Independent H4: Three-star; 72 
rooms; 15 employees; 
one housekeeper, one manager

Provincial towns 
Chain H7: Two-star; 46 rooms; H2: Four-star; 134 rooms; 

13 employees; three house- 130 employees; three house-
keepers, one floor supervisor, keepers, one executive house-
one assistant manager keeper, two floor supervisors, 

one manager, one HRD 
manager

Independent H1: Two-star; 31 rooms; 
10 employees; one house-
keeper, two managers, one 
outsourced manager

H8: Two-star; 34 rooms;  
10 employees; one room cleaner, 
two housekeepers, one manager

Source: Authors’ compilation, case study hotels.
Note: Italics represent staff interviewed in each hotel.



for the hotel and catering industry, not only with higher room occupation
numbers but also in social terms: major negotiations resulted in three si-
multaneous changes: new working conditions, new wage-calculating
rules, and a new right to continuing training (not specific to the branch).

A TWO-STREAM MARKET
WITH EVER-DEEPENING SEGMENTATION

France has Europe’s fourth-highest hotel room capacity, with over
602,000 rooms on January 1, 2006 (table 5.2). For several years the
French hotel fleet has stabilized at around 18,000 establishments,
with an average of thirty-three rooms per hotel. These numbers have
benefited large chain hotels at the expense of the smaller independ-
ent hotels,2 which suffered from four main trends: the sluggishness of
the rural and mountain tourist industry, their own lax management,
their failure to make enough investments, and increased market pres-
sure from the chains, which caused a permanent price war. Indepen-
dent hotels still account, however, for the lion’s share of the market,
both in establishment numbers and revenues, despite the continual
inroads made by both the associative and integrated chains.

The independents have the highest number of establishments and
the greatest accommodation capacity (half the hotels and 48 percent
of rooms). They are often family-managed businesses whose assets
are mainly held by the hotelkeeper (or the hotelkeeper’s relatives).
The integrated chains are relentlessly gaining ground and already 
account for 37 percent of rooms (or 16 percent of hotels). The 
best-known names are Formule 1, Ibis, Novotel, Mercure, Sofitel
(under the Accor umbrella, the leading group with 1,300 hotels in
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Table 5.2 The French Hotel Industry

Chains Independents Total

Rooms Hotels Rooms Hotels Rooms Hotels

No-star 49,934 690 17,353 1,329 67,287 2,019
One-star 9,032 154 24,046 1,450 33,078 1,604
Two-star 78,096 1,181 196,165 8,550 274,261 9,731
Three-star 55,147 588 113,559 3,165 168,706 3,753
Four-star and deluxe 33,064 188 25,512 589 57,288 777
Total 225,273 2,801 376,635 15,083 601,908 17,884

Source: Institut Nationale de la Statistiques et des Études Économiques (INSEE), Direction du
Tourisme (2006).



wage exactly, with no benefits, and even those who work full-time or
have seniority are no better off. A number of historical and recent sur-
veys present the same findings. The most recent survey, conducted in
2005, emphasizes that the gross monthly mean wage for housekeepers
(j1,350 (US$1,913.56)) is considerably lower than for all the other
hotel occupations (j1,608 (US$2,278.03)) (see table 5.3). Other data
show that about 27 percent of hotel employees can be considered low-
paid workers, compared to 10 percent of the total working population
(see table 5.4). Moreover, this share is increasing (23 percent in 1995),
whereas the general trend in France is a drop in low-wage workers (see
chapter 2). Women represent about two-thirds of the workforce con-
sidered low-paid. These results are underestimated because these data
do not include undeclared or illegal work and family help. Wages in
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Table 5.3 The Gross Monthly Wage in the Hotel Industry
(for a Thirty-Nine-Hour Working Week), 2005

Monthly Wage

SMIC employees j1,286
Housekeeper 1,350
Waiter 1,463
Receptionist 1,515

Average hotel employees 1,608
Cook 1,617
Executive housekeeper 1,683
Manager 3,109

Source: Authors’ compilation from ConsoCHD, 2005 survey of a sample of hoteliers
and restaurant owners, 342 establishments; L’Hôtellerie supplement no. 2930, May
23, 2005, pg. 16.

Table 5.4 Share of Low-Wage Workers in the Hotel
Industry

1995 2003

Hotels with a restaurant 21.1% 17.9%
Hotels without a restaurant 17.6 21.2
Low-skilled employees 23.4 26.7
Total hotel industry 19.9 20.4
Total all sectors 12.7 10.4

Source: Déclarations Annuelles des Données Socials (DADS) 1995 and 2003, Institut Na-
tionale de la Statistique et des Etudes Économiques (INSEE), calculated by Cepremap.
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Table 5.5 Job Quality Management for Housekeepers

Chain Hotels Independent Hotels

Housekeepers’ Women, mainly of foreign extraction, low- Women, mainly of foreign extraction, low-
characteristics skilled or unskilled skilled or unskilled

Type of management Directly managed; paternalistic and hierar- Directly managed, family-owned businesses; 
chical management in large hotels; controls paternalistic management; direct control of 
or self-controls for room cleaning (for senior room cleaning by the manager-owner
workers); in large hotels; some male room 
cleaners do physical tasks (carpet cleaning, 
stairs or window cleaning, laundry 
transportation)

Number of rooms to Thirteen to eighteen rooms Fourteen to eighteen rooms
clean per day

Subcontracting practices Used for common areas (lobby, meeting Internalization or externalization of room 
rooms, window cleaning) and for outside cleaning and other common areas
areas or gardens; sometimes used for room 
cleaning, except in deluxe hotels



Labor contracts
Up-market segment Full-time permanent contracts (based on 

thirty-nine or sometimes thirty-seven hours 
per week) and some “extra” contracts

Midmarket segment Combination of part-time contracts (perma- Regardless of the market, many full-time 
nent and fixed-term for thirty hours) and an permanent contracts based on thirty-nine 
increasing number of “extra” contracts hours per week) and some “extra” contracts

Wages and other benefits Basic pay; a thirteenth month after one year, Basic pay; specific bonus may exist for 
sickness and pension schemes, profit-sharing, loyalty or for very specific opportunities 
travel card offering discounts in the chain (such as Christmas); unlike on-the-job 
brands; a continuing training program training, continuing training is not a priority

Career ladders Few opportunities Few promotional opportunities and none 
toward managerial positions when occupied 
by the owners

New practices Developing social monitoring and communi- Developing a social watch and guidance
cation practices; organizing work-family 
balance; innovating multiskilling; introduc-
ing working in pairs

Source: Authors’ compilation, case study hotels.



tive regulation for existing retailers (see figure 6.1) (for methodology,
see Boylaud and Nicoletti 2001).

Retail zoning regulation was introduced in 1973 (the Royer law).3

The creation of any new, large retail establishment now required ap-
proval by a regional zoning board composed of store owners, con-
sumer representatives, and regionally elected politicians.4 From April
1993 to 1996, new authorizations of large stores were partly frozen
by conservative governments. Finally, the limits were restricted to a
threshold of 300 square meters in 1996 (the Raffarin law), which is
low by international standards, while large outlets (6,000 square me-
ters) became subject to special investigations. These laws also
changed the composition of zoning boards, giving more power to the
elected representatives of small retailers. The freeze and the Raffarin
law led to a dramatic drop in store creations (see table 6.1).5

The law has increased the market power of existing groups, pro-
tecting this sector against the entry of innovative competitors.6 Dur-
ing the second half of the 1990s, only thirteen new hypermarkets
were opened, and the number of approved supermarkets declined
substantially, despite annual growth in consumption of 3 percent and
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Figure 6.1 Barriers for New, Large Retailers, in 2003:
OECD Index of Specific Regulation of Large
Outlets and OECD Index of Protection of
Existing Firms

Source: OECD indicators of product market regulation.

Ba
rr

ie
rs

 S
co

re

12

10

8

6

4

2

0

Fra
nce

Gre
ec

e

Be
lgi

um

Den
m

ar
k

Austr
ia

Ger
m

an
y
Jap

an

M
ex

ico

Unite
d 

St
ate

s

Fin
lan

d
Ita

ly

Pol
an

d
Sp

ain

Nor
way

Tu
rk

ey

Austr
ali

a

Can
ad

a

Ice
lan

d

Neth
er

lan
ds

Sw
ed

en

New
 Z

ea
lan

d

Slo
va

k 
Rep

ubl
ic

Ire
lan

d
Kor

ea

Hunga
ry

Por
tu

ga
l

Sw
itz

er
lan

d

Unite
d 

Kin
gd

om



Table 6.1 Regulations Dramatically Reduced Creation, 1993 to 2004

1993 1994 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004

New hypermarkets or extensions 
(thousands of square meters) 327 246 289 165 65 103 132 173 157 321 180 236

New supermarkets (excluding 
super discounters) (thousands 
of square meters) 81 75 92 49 33 31 32 42 42 50 31 50

New super discounters (thou-
sands of square meters) 170 225 160 133 94 50 50 32 73 74 73 94

Total growth per inhabitant 4.1% 3.8% 3.6% 2.1% 1.0% 0.9% 0.9% 1.0% 1.1% 2.2% 1.1% 1.7%

Source: Authors’ compilation from Institut National de la Statistique et des Études Économiques (INSEE) trade database.



tions. Therefore, even if they have still kept their traditional business
model, especially relating to human resources, insider food and elec-
trical and electronics retailers are being challenged by the emergence
of such new competition.

WORKERS AND UNIONS IN LARGE FOOD
RETAILERS

Our work focuses on three low-skill occupations: cashiers (the main
occupation in food outlets), delicatessen sales staff, and electrical and 
electronics sales staff. This section presents their main characteris-
tics, wages, and union activities, as well as the collective agreements
that cover them.

NOT SUCH LOW WAGES

According to the Labor Force Survey, workers in these retail jobs gen-
erally have similar educational achievements: about 10 percent—
mainly students—have some college education, 45 percent have the
French baccalaureate (France’s general or vocational high school
diploma), and 45 percent are less educated.7 In large cities or in tourist
zones during summers, students can represent up to 20 percent of the
workforce. However, students are not the sole workers on short-term
contracts, which cover on average one-fifth of the workforce.8

French Women in the Food and Mixed Electrical and Electronics Sectors
Not surprisingly, cashiers are mostly female. According to the Labor
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Table 6.2 Labor’s Share in Value-Added: Falls in Hyper- and
Supermarkets, 1994 to 2002

1994 1995 1996 1997 1998 1999 2000 2001 2002

Share in 
retail trade 67.0% 67.1% 6.4% 67.8% 66.9% 66.5% 65.5% 65.1% 65.0%

Share in 
hyper- and 
supermarket 
trade 79.3 79.0 78.6 76.4 74.2 73.5 70.3 68.4 67.1

Source: Authors’ compilation from Institut Nationale de la Statistique et des Études Econo-
miques (INSEE) trade database (2005).



High Wages for Electrical and Electronics Sales Staff Conversely, only
3 percent of electrical and electronics sales staff are on low wages. In
the four chains we studied, the average gross wage for a full-time
worker was j2,000 to j2,500 (US$2,858 to US$3,573) per month
(including performance bonuses and profit-sharing earnings), which
was twice the monthly minimum wage. Because of differences in in-
dividual performances, gross wages of full-time staff ranged from
j1,500 to j3,500 (US$2,144 to US$5,003), which are very high
wages for low-skilled workers. Average wages are similar in high-end
and low-end stores. Because the electronics sector is more active than
the electrical market, the wages of electrical sales staff are 10 to 20
percent lower than for sellers of electronics. This has induced a slight
gender gap among electrical and electronics vendors. These workers
are also relatively young (see table 6.4).

Cashiers Are Mostly Part-Time Workers Cashiers and food sales staff
are also young, but often work part-time, thus earning low monthly
wages. So the monthly wage gap between cashiers or delicatessen sales
staff and electrical and electronics staff is huge—by a factor of one to
three or four—while these workers have similar educational levels.

Laws passed in the early 1990s led to a rapid extension of this part-
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Table 6.3 Incidence of Low-Wage Work, by Sex, 1995 and
2003

1995 2003 Male Female

Private sector and state-owned 
firms in the competitive sector 12.7% 10.4% 8.9% 12.6%

Retail trade in general stores 20.1 18.0 15.8 19.1
Cashiers 36.8 29.1 27.8 30.3
Food sales staff 25.1 20.4 6.1 24.7
Furniture and household equip-
ment sales staff 5.1 3.3 3.2 4.6

Supermarkets (including hard 
discounters) 24.2 26.4 13.1 33.2

Hypermarkets 17.3 11.2 10.2 11.7

Source: Authors’ compilation from Institut Nationale de la Statistique et des Études
Economiques (INSEE), Déclarations Annuelles des Données Sociales (DADS).
Note: Low-wage workers are defined as those earning less than two-thirds of the me-
dian net hourly wage of full-time staff. These figures are based on hourly wages and
include collective bonuses but exclude profit-sharing schemes.



time work to cut social security contributions. Despite the subse-
quent removal of these laws, firms have kept up such practices.

UNIONS AND COLLECTIVE AGREEMENTS

Relatively high wages in some sectors of retail trade can a priori be
directly linked to favorable collective agreements. But paradoxically,
unions are weak in retail trade.

Lifeless Unions Union membership is particularly low in retail
trade, about 2 percent compared to 5 percent in the private sector
generally. Some structural factors have caused this phenomenon,
such as high job turnover and a young workforce. The anti-union
policies of some firms have also effectively kept union membership
low, particularly in discount stores. For example, despite having
forty-five workers (employers are legally obliged to organize elec-
tions of representative for firms with ten or more workers), a fran-
chise store studied here had neither workers’ representatives nor
unionized workers. According to the store director:

An employee who joins a union has to be fired immediately. We find a
virtual fault as justification. In any case, the legal proceedings in labor
tribunals [prud’hommes] are long. . . . Actually, I have no room for

Working Hard for Large French Retailers 221

Table 6.4 Part-Time Work and Age Structure, 2003

Younger Older
Than Than 

Part-Time Thirty Fifty
Years Old Years Old

Private sector and state-owned firms 
in the competitive sector l6.5% 18.3% 27.0%

Retail trade in general stores 48.0 43.0 19.9
Supermarkets (including hard 
discounters) 50.2 42.9 20.0

Hypermarkets 45.5 43.0 19.9
Cashiers 66.9 52.5 14.6
Food sales staff 34.6 33.8 23.1
Furniture and household equip-
ment sales staff 18.4 32.5 13.5

Source: Authors’ compilation from Institut Nationale de la Statistique et des Études
Économiques (INSEE), Déclarations Annuelles des Données Sociales (DADS).



Table 6.5 Working Time and Wages in Three French Nonfranchise Subsidiaries of the Carrefour
Group, 2005

Carrefour Hypermarkets Champion Supermarkets Ed Super Discount Stores

Working time
Full-time (except 35 hours per week (effective work) + 1.75 hours for breaks
managers)

Minimum part-time 
(except for students and 
for medical reasons) 29 hours + 1.45 hours for 28 hours + 1.40 hours for 26 hours + 1.30 hours for 

breaks breaks breaks
Maximum weekly positive +/–6 hours (full-time) +5/–7 hours full-time +13/–35 hours full-time 
or negative variation in +/–4 hours (part-time) +/–4 hours (part-time) +/–4hours (part-time)
worked hours (except 
overtime hours)

Paid vacations At least 2.5 days per month
Benefits

Vacation bonus 0.5 × basic monthly wage (if 0.1 to 0.5 × basic monthly Less than 0.15 × reference 
working at least three wage (if tenure greater than monthly wage (if tenure 
months between January one year in the Carrefour greater than one year in 
and June in a Carrefour group) the Carrefour group)
hypermarket)

Annual bonus One basic monthly wage (if One basic monthly wage (if One basic monthly wage (if 
working at least three tenure greater than one tenure greater than one 
months between June and year in a Champion super- year in the Carrefour 
December in a Carrefour market) group)
hypermarket)



Collective bonuses for 0% in 2005 (linked to turn- Proportional to hours Two types (linked to 
nonmanagerial workers over performance; tenure worked, about j400 for a turnover, theft levels): 0 to

greater than three months full-timer in 2005 (linked to 8% (all workers) and 0 to 
in a Carrefour hyper- turnover, theft levels) 8% (tenure greater than 
market) one year in the Carrefour 

group)
Profit-sharing scheme, 6.5% in 2005 (tenure greater than three months)
Carrefour group

Wages
Minimum gross hourly j8.03 (= minimum wage)
wage for a cashier

Minimum gross hourly j10.17 (= 127% minimum About j9.85 (= 123% mini- j9.79 (= 122% minimum
remuneration for a cashier wage) mum wage) wage)
if tenure less than one 
year

Minimum gross hourly Linked to the counter’s per- j8.03 (= minimum wage) (no delicatessen)
wage for food staff if formance, but at least j9.55
tenure less than three (= 119% minimum wage)
months

Health insurance paid About 2% About 2% 1% to 2.6%
Employer participation in 
social activities 0.5% of total wages 0.5% of total wages 0.45% of total wages

Other significant benefits Six to nine paid days per year — —
for taking care of sick 
children

Sources: Company collective agreements and authors’ calculations.



it is possible to compare large French and American retailers. As-
suming that one euro equals one dollar (as it did in 2004), the value
of sales per hour worked in large stores is about twice as high in
France as in the United States.

A first, obvious point concerns price differences. The anticompet-
itive laws should have caused higher prices in France. However, their
cumulative impact is estimated to be less than 5 to 10 percent
(Canivet 2004). A second source of productivity could be the high
level of the minimum wage (and thus of labor costs), which would
lead to choices of fewer services per store and then less labor-inten-
sive organizations (Gadrey and Jany-Catrice 2000; Piketty 1998).
Nevertheless, the only significant service that is not available in
France is bagging: baggers and greeters, who are the lowest-paid
workers in American retailing, simply do not exist in France. Thus,
employment does differ owing to the minimum wage, by up to 10
percent (for United States figures, see Carré, Holgate, and Tilly
2005). However, for a similar surface area, retailers in France use
more labor (in terms of hours worked) than in the United States (see
table 6.7), even though most French stores are closed at night and on
Sundays, unlike American stores. The managers we interviewed
thought that, because of high productivity, the minimum legal wage
was not too high for their sector, and again, the Keynesian effect of
the minimum wage seems dominant in this market, especially for
discount stores. The minimum wage should have more consequences
in other retail sectors.
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Table 6.6 Employment in Retailing Nomenclature of Economic
Activities in the European Communities (NACE 52) 
in the European Union, 2003

Value-Added Percent 
per Worker of Total 

Employment (in Thousands National Barriers
(in Thousands) of Euros) Workforce to Entry

Denmark 2.289 27.9 8.0% 8%
Germany 184 28.8 7.0 10
France 1.538 35.9 6.4 12
Netherlands 626 23.8 8.0 3
United Kingdom 2.920 24.4 10.7 0

Source: EUROSTAT, OECD (graph 1).



Table 6.7 Labor Performances of Large French and U. S. Food Retailers, 2004 (j1 = $1)

Workers Hours Total 
Annual Sales Sales per Ten Worked per Labor 

per Sales per Hour Sales Sales Square Gross Costs 
Square Meter Worked Square Meter Meter Margin per Hour

French super-hypermarkets j9,800 j200 0.33 50 21 to 23% j13.70
United States supermarkets/
centers $4,200 to $6,500 $120 to $140 0.25 to 0.35 35 to 46 25 to 29 $12.10 (2005)a

Wal-Mart US $4,700 $110 0.25 42 24 $10.40 (2005)

Sources: French retailers: Données sociales de la FCD and Institut Nationale de la Statistique et des Études Economiques (INSEE); U.S. re-
tailers: Food Marketing Institute, Progressive Grocer, Food Industry Center, Dube, Eidlin, and Lester (2005); Wal-Mart: estimates using var-
ious Wal-Mart reports (accessed at http://www.walmartstores.com).
Notes:French supermarket = food store greater than 400 square meters; U.S. supermarket = food store turnover more than $2 million (about
500 square meters or greater). Data for France come from exhaustive or representative surveys. Data for the United States are corporate fig-
ures from Wal-Mart or results from private panels, except for total labor costs estimated by Dube, Eidlin, and Lester (2005).
a Retailers with 1,000 or more workers.



suffer from them. Workers may have suffered from muscle and joint
pains but did not associate these with their work. Others were aware
of the cause, but afraid of losing their jobs if they admitted such pains
to company doctors. According to our interviews, company doctors
were also reluctant to declare illnesses officially, because French labor
law states that an employer may dismiss a worker who is recognized
as disabled.

A recent epidemiological survey found that 12 percent of female
workers in stores suffer severe mental depression (Dousson et al.
2002). Depression is also an increasing source of absenteeism, affect-
ing 10 percent of cashiers. We found no significant disparities on this
point between high-end and low-end outlets. However, workers in
one high-end hypermarket seemed to be significantly less stressed
and to suffer fewer illnesses than those in a second high-end hyper-
market, though we did not observe any differences in workload. Ac-
tually, the former store had developed a type of stress management,
with systematic controls of workers and pressure not only coming
from the store director but being put on him as well. Thus, the qual-
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Table 6.8 Increasing Physical and Psychological Strains for
French Retail Staff, 1984 to 2005

Percent of Supermarket
Workers Including
Claiming to Face: 1984 1992 1998 2005 Discount Hypermarket

Being on one’s feet for 
long periods 75% 77% 76% 75% 76% 64%

Long or recurrent walks 16 34 45 38 47 49
Handling heavy loads 29 47 57 60 73 66
Painful postures 12 27 46 33 51 43
Psychological strain
Irregular job rotation 
linked to company activity n.a. n.a. 29 30 40 30

Not being able to perform
job correctly because of 
insufficient staff n.a. 23 29 32 38 32

Tensions with customers n.a. 39 49 44 40 44
Irregular schedules 18 20 29 37 48 30
Working on Sundays 14 19 17 17 19 18

Source: Authors’ compilation from French working conditions surveys.



mented. The high turnover rate contrasts with the 80 percent pro-
portion of workers with tenure of more than a year and the 80 per-
cent with permanent contracts. It may be noted that because of sig-
nificant “natural” labor turnover in all types of stores (about 15
percent for permanent workers), all of the human resource managers
we interviewed thought that France’s strict employment protection
legislation had no significant impact on their business.

But the main management concern is the absenteeism in high-end
stores. Hard working conditions and related health problems induce
important, unexpected rates of absenteeism, up to 25 percent among
the checkout cashiers in one of the hypermarkets. In “lean” organi-
zations that deal with large customer flows, the absence of a food
vendor or a cashier can rapidly induce congestion at the rayons tra-
ditionnels or even the outlet. Absenteeism is of less critical concern
in discount stores because all workers in these stores carry out mul-
tiple tasks and service is poor.

UNDERSTANDING THE HIGH ROAD

Overall, working conditions for cashiers and food sales staff in high-
end food retailers are as hard as in discount stores. Yet classic super-
markets and hypermarkets offer better hourly wages to basic workers
than do discount stores. What are the sources of this difference? Why

244 Low-Wage Work in France

Table 6.9 Labor Turnover in Super- and Hypermarkets

Hyper- and 
Supermarket, 

Including Total 
Super-Discount Private Sector

2000 2003 2000 2003
to 2002 to 2005 to 2002 to 2005

Labor turnover 67.4% 69.3% 40.1% 40.5%
Fewer than fifty workers 66.7 67.9 42.5 42.8
More than 250 workers 53.1 53.4 32.0 31.9

Entries on normal contracts 15.2 15.9 26.8 27.2
Entries on short-term contracts 79.4 79.7 64.1 64.9
Exits from short-term contracts 68.4 69.0 55.2 55.3

Source: Déclarations Mensuelles de Main-d’Oeuvre-Enquête Mensuelles de Main-
d’Oeuvre (DMMO-EMMO) French Ministry of Labor, authors’ calculations.



NOTES

1. Super discounters have a relatively small share of the market; but because
they buy basically one good for one need, they represent a potentially im-
portant market for suppliers (see the chapter on food industries).

2. Because firms operating in this heterogeneous sector are classified in
various industries, it is impossible to obtain relevant overall data on
profits or on the evolution of labor’s share in value-added.

3. For a detailed history of French zoning regulation, see Askenazy and
Weidenfeld (2007).

4. This arrangement was an important source of local corruption in
French politics in the 1980s.
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Table 6A.1 Regular and In-Depth Case Studies of Food and
Electrical/Electronics Retailers

A: Super- B: Hyper- C: Hyper- D: Maxi-
South IDF South South

Store type Large super- Hypermarket Hypermarket Franchise
market super 

discount
Food High-end High-end High-end Low-end
Electrical High-end Low-end

Region Downtown, Suburbs, Suburbs, Suburbs, 
Southeast IDF large city, large city, 

Southeast Southeast
Number of 
workers 140 620 420 Forty-five

Study type In-depth In-depth In-depth Regular
Delicatessen Yes Yes Yes No
Percent of low 20 to less Less than 10 Less than 10 100
wages among than 40
cashiers

Union delegates Yes Yes, but wife Yes No, anti-union 
of the mayor policy
of the city

Source: Authors’ compilation.
Note: In-depth study includes various ergonomic observations, analyses, and more inter-
views. IDF = Ile-de-France.

APPENDIX



5. The period between authorization by the commission and the opening
of a store is two to three years, so the consequences of the 1993 freeze
and the Raffarin law were delayed.

6. This explains why the stock value of the French retail groups jumped
when the Raffarin law was announced.

7. Electrical/electronics staff is not a distinct category in the Labor Force
Survey. We use “furniture and household equipment staff” as a proxy
for this occupation.

8. The proportion of temporary workers is only 1 percent. In fact, man-
agers consider temps too expensive and believe that using numerous
short-term contracts offers a sufficient solution for demand peaks.

9. Note, however, that the notions of productivity in retailing are not par-
ticularly robust (Blanchard 2005).
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Table 6A.1 (Continued)

E: Elec- F: Hi-fi- G(a): Super- G(b): Super- H: Maxi-
South Paris IDF IDF IDF

Discount Electronics Supermarket Supermarket Super 
discount

Low-end High-end Low-end
Low-end High-end
Suburbs, Suburbs, Suburban- Downtown, Suburbs, 
large city, IDF rural, IDF IDF IDF
Southeast

100 Eighty Forty Eighty Ten to twenty 
(two stores)

In-depth Regular In-depth In-depth Via unions
Yes Yes No

n.a. n.a. 20 to less than 10 to less than Less than 50
40 20 (2005); 

20 to less than
40 (2006)

Yes No, anti-union Yes Yes Yes
policy



exist, but it comprises only independent centers and was not offi-
cially identified by France’s National Institute for Statistics and Eco-
nomic Studies (INSEE) until late in 2003.1 Consequently, the infor-
mation provided here comes mainly from surveys conducted by the
Centre d’Études Strategiques pour le Moyen-Orient (CESMO) in
2003 and 2004 and the Laboratoire d’Economie et du Sociologie du
Travail (LEST) for the Russell Sage Foundation; these surveys in-
clude both in-house and independent centers.2

Call center activity is growing very rapidly worldwide, and France
is no exception, though its sector took off later than elsewhere: the
main expansion of centers did not begin until the mid-1990s, when
annual growth in the number of centers rose systematically by more
than 12 percent (CESMO 2004). In 2005 there were estimated to be
about 3,500 centers.

In 2004 the 205,000 employees working in call centers repre-
sented 0.75 percent of France’s working population. This share is rel-
atively low compared to 3 percent of the workforce in the United
States. According to all available data, workers in call centers are
young on average and mainly women, and they usually hold
post–high school qualifications. (Most have at least two years of
higher education or more.)

The size distribution of centers is extremely varied across the sec-
tor: while the average center has sixty employees, more staff may be
found in independent centers (more than one hundred), while centers
in the banking, IT, and telecommunications sectors or in business-to-
business (B2B) trade are much smaller (fewer than forty workers).

Some restructuring in the market suggests that the independent
call center sector may have started concentrating, via mergers and ac-
quisitions. It may be noted that nearly three-quarters of the turnover
by independent centers is generated by the nine largest companies
(with 250 employees or more) (INSEE 2006).
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Table 7.1 Recent Trends in Call Centers

2005 
2002 2003 2004 (Estimation)

Number of call centers 3,000 3,100 3,300 3,500
Number of employees 191,000 195,000 205,000 210,000
Average size (staff per center) 63.7 62.9 62.1 60

Source: Centre d’Études Stratégiques pour le Moyen-Orient (CESMO) (2003, 2004).
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APPENDIX

Table 7A.1 The Case Study Call Centers

Presence of Number Dominant
Unions in Local of Jobs in Degree of Type of 
the Call Rate of Un- the Call Complexity Labor
Center employmenta Center of the Work Contract

Bank 1 No, but 8.4% Sixty Medium + Permanent
strong in the (two sites)
company

Bank 2 No, but 9.1 Ninety Medium + Permanent
strong in the (two sites)
company

Bank 3 No, but pre- 9.1 Sixty Medium–/+ Permanent;
sent in the (three sites) 25 percent of 
company contracts are

temporary
Utility 1 Yes 10.6 120 Medium –/+ Permanent

(two sites)
Utility 2 No, but very 10.0 Seventy Medium + Permanent

strong in 
the company

Utility 3 Yes 9.7 Sixty Medium Permanent;
20 percent
are part-time

EXT1 (telecom- No 9.9 Eighty-five Low Permanent
munications, contracts with
press, etc.) variable hours; 

two-thirds
are part-time

EXT2 (press, No 8.6 190 Low/high Permanent; 
mechanical (three sites) temporary con-
and legal assis- tracts for begin-
tance, etc.) ner operators

Source: Authors’ compilation.
a Institut Nationale de la Statistique et des Études Economiques (INSEE), rate of unemployment
(employment catchment area), third quarter 2005.
b Data ranked by scale; estimated from available information.
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Table 7A.1 (Continued)

Total 
Hourly 
Pay as a 

Function of the
Basic Actual Number 

Wage as a of Hours 
Weekly Percentage Worked (as a Average

Hours for of the Percentage of Duration 
Full-Time Low-Wage the Low-Wage of Initial Career Work
Worker Thresholdb Threshold)b Training Progression Environment

Thirty-two 114% 145% Three weeks + + + +

Thirty-five 123 125 Three weeks + + + +

Thirty-five 113 113 Four weeks – + +

Thirty-five 103 107 Three weeks – + +

Twenty-six 137 183 Eight weeks + + + + +

Thirty-five 117 159 Eight weeks + + + +

Thirty-five 92 94 One day — –

Thirty-five 101 110 One to three weeks — + +
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