
ABSTRACT 
Although precarious employment is a salient topic in both the societal and the scientific discourse, it has received limited 
consideration in the field of psychology. This study aimed at developing a psychological perspective on the topic rooted 
in sociological theory by classifying subjective experiences of precarious employment and developing a suitable mea-
sure. Following a thorough literature search, we chose the multidimensional concept by Klaus Dörre and colleagues as a 
comprehensive definition. We operationalized their five dimensions (reproductive-material, social-communicative, legal-
institutional, status and recognition, meaningful-subject-related) and tested the „Subjective Experience of Work-related 
Precariousness (SEWP)“ scale in two preliminary validation studies (n1 = 268, n2 = 216). Results on the psychometric 
properties of the SEWP scale and its associations with both health-related outcomes and work-related behavior suggest 
a comprehensive, reliable, valid, and economic measurement of precarious employment. Finally, we discuss current 
strengths and weaknesses of this new measure under development and line out avenues for future research.
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Changes in the labor market have increasingly led to 
the disappearance of structured and secure employ-
ment contracts (standard employment) and given 
rise to more flexible and unstructured forms of em-
ployment (atypical employment) instead (Eurofound, 
2018). This transformation of the character of paid 
work since the mid-1990s was driven by globalization, 
the opening up of markets, and associated political de-
regulation. As a consequence, continuous restructur-
ing processes are taking place in companies in order 
to react flexibly to market developments. However, re-
structuring is accompanied by negative impacts on the 
health of employees, organizations, and communities 
(Kieselbach et al., 2009). The development and wide-
spread use of new information and communication 
technologies (ICT) at the end of the 20th century also 
enabled work to be carried out with greater flexibility. 
Ubiquitous permanence of ICT now allows work tasks 
to be fulfilled any time and any place, i.e., detached 
from the workplace and working hours (Rosa, 2003). 

This socio-political development from structured to 
flexible working environments open up opportunities 
and benefits for employees on the one hand (such as 
increased autonomy, improved well-being and life-
domain balance within telework or flexible work-
ing time arrangements; Joyce, Pabayo, Critchley & 
Bambra, 2010). On the other hand, flexible working 
environments introduce new risks in terms of work-
related precariousness (Benach, Vives, Tarafa, Delclos 
& Muntaner, 2016; Vives et al., 2010), especially when 
flexibility requirements are high (Höge & Hornung, 
2015) and individual control (autonomy) over flexible 
arrangements is low (Glaser & Palm, 2016). 

Standard or „normal“ employment relationships 
(Benach & Muntaner, 2007; Mückenberger, 1985) are 
characterized by permanent full-time employment 
with secure income, full integration into social sys-
tems, identity of work and employment relationships, 
as well as employees being bound by instructions. A 
shift towards atypical employment relationships is 


