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10 TRENDS SHAPING THE FUTURE OF WORK
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EUROPE’S LABOUR MARKET
KEY FACTS AT YOUR FINGERTIPS

A demographic breakdown

Total EU28 population
513.5

Total-working
age population
331

People in
employment
241

Source: European Commission

The EU 28’s labour market by employment
In millions, 2019 type

In percent, 2018
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without employees
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with employees
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Job creation is primarily in the services
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Employment rate is growing for all groups
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TREND 1

| WORK, | REDEFINED

Technology and new business models
are changing the very concept of work

e The nature of work has always undergone profound
changes, driven by technological progress, demographic
shifts, labour market regulations, and macroeconomic
fluctuations. But, what many are terming the
'Fourth Industrial Revolution' has significantly
accelerated the pace of change, transforming
what people do for a living; how they do it, what
skills they need; where they perform their work; how
work relations are structured, and how work is
organised, distributed and rewarded.

e While there is yet no evidence of massive
technological unemployment, the fast pace of
digitisation and automation, together with the
sustainability imperative, are reshaping labour
market needs across all sectors.

e Going forward, job creation is projected to be
highest among firms that are able to rapidly turn
around their operations and continuously reinvent
themselves, putting in place more agile, digital-based,
customer-oriented, and networked business models,*
as well as more sustainable and carbon-neutral
practices (such as clean tech, waste management or
sustainable banking, for example).?

e At the same time, jobs requiring relatively low levels
of formal education - involving routine manual tasks
and not requiring complex social interaction — are
most exposed to automation.

Job creation is primarily driven by

technological change
Net job growth, in percent

Elementary " 2016-2030
Skilled manual m2000-2016
Sales and services
Other high-skilled
IT, science and
engineering
-20 0 20 40 60

Note: According to the International Standard Classification of
Occupations (ISCO), 'elementary occupationse consist of simple, routine
tasks that require the use of hand-held tools and some physical effort.

Source: JRC based on Eurofound and Cedefop

The Internet and the spread of digital
technologies, apps and online platforms, have
also accelerated the splintering of work,
transforming it into an umbrella concept for tasks
performed under different legal, functional and
geographic frameworks.

Jobs are increasingly broken down into projects or
tasks that can either be outsourced to independent
professionals and experts, or reconfigured into
projects that assemble physical or virtual teams,
across borders and time zones.® This has created
a dynamic environment in which temporary
positions are more common and organisations
increasingly contract with freelance workers for
short-term assignments.

Still non-existent just a decade ago, the online
platform economy* has expanded the scope of
‘work’ to encompass activities formerly left
out of the production boundary, for example

by enabling the monetisation of previously unpaid
activities or personal assets — houses, cars or other
- for personal gain.® Despite its relative novelty, as
much as 10% of Europe’s adult population has
used online platforms as a source of income at
least once, with 6% gaining a significant share of
their income through platform work.®

Contrary to conventional modes of outsourcing,
where services are usually provided by companies
of significant size, the on-demand, online economy
enables the tasking out of both hyper-localised

(e.g. food delivery) and specialised services (e.q.
software development, graphic design, legal analysis
or accounting) to one-person micro-providers
anywhere in the world - most often mediated from
start to finish by a third-party digital intermediary.”



TWO SIDES OF THE CHALLENGE

How to help businesses transition into the new
world of work with a view to supporting the
creation of more good-quality jobs?

In this transformative context, charting a successful
course in the world of work depends to a large extent
on the quality of firms. The challenge ahead lies
in helping businesses across Europe — not just
a few high-performing firms concentrated in a
handful of European hubs — to transform their
operations so that they can succeed in the
digital age.

Yet, to date Europe has proven comparatively slow,
both in terms of integrating digital into existing
sectors and in terms of taking advantage of the
transformative nature of digital technologies. As
a result, the emerging champions of the transition
are today mostly found in the US and China. In this
context, supporting the diffusion and adoption of
digital tools, practices, business models in Europe,
as well as a more dynamic business and economic
environment will be critical.

The restructuring of sectors in difficulty towards
future-oriented activities is also essential to remain
competitive on a global level, to create and retain
high-quality jobs in Europe, and to support broad-
based convergence - both between Member States
and between regions.

Most EU enterprises slow to integrate
digital technology

% of enterprises with a high digital intensity index (>6), by sector
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Source: Digital Transformation Scoreboard 2018
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How to help Europeans transition into the new
world of work so that they benefit from new
jobs being created?

As economic restructuring progresses, the rapid
redeployment of skills to emerging high-growth
sectors and markets — such as the clean economy,
ICT or health and care - will be key.

It is not always specific skills that are needed but
rather the ability of workers to adapt and reskill
so as to be capable of moving from declining to
growing sectors. This is all the more true in the
digital age, where firms are increasingly looking
to develop flexible, diverse and versatile talent
bases to allow for maximum creativity, and
where tasks can be broken down and distributed even
more widely, to a global pool of workers, making
competition steeper than ever.

In this context, Europe urgently needs to upskill its
workforce, concentrating on essential horizontal
skills for the the digital age, which include not just
digital skills, but softer ones such as adaptability,
entrepreneurship and multidisciplinarity. Multi-
sector skilling partnerships and collaborations
between education providers, governments,
business and trade unions can anticipate skills
needs and help regions to develop those sectors
where they have greatest potential for competitive
advantage.

Soft skills more important than ever

Most sought after skills 2018-2019, (based on analysis of online
job-vacancy data in 18 EU Member States). M=million.

adapt to change
work as a team
use a computer
English
teamwork principles
assist customers
use microsoft office
foreign languages for intern.
create solutions to problems
adapt to changing situations
communication
think proactively
use office systems
customer service
show responsibility

OM 5M 10M 15M 20M 25M
Source: Cedefop’s Skills-OVATE 2019




TREND 2

[ NEW | OUTSIDERS

The rise of non-standard work requires an upgraded

social contract

e While full-time, salaried employment with a permanent
contract had become the norm in the 20% century, the
majority (almost 60%) of all employment growth in
OECD countries since the 1990s has been in the form
of non-standard work2 As a result, some 40% of the
European workforce is today engaged in ‘non-
standard’ forms of work. Younger, female, and
migrant workers are most concerned.

e Non-standard work can take many forms, ranging
from self-employment to part-time or temporary
work, as well as contractors, freelancers, agency
work, and on-demand or ‘zero-hour’ contracts.

o While self-employment itself has remained stable
at around 15%, more and more jobs are being
created at the boundary between independent
and dependent employment.® In particular, the
number of self-employed people on a part-time
basis and without employees has grown. This reflects
a growing trend by businesses to resort to
‘dependent self-employment’, whereby workers
perform services for them - sometimes as much as
full-time — but under a services contract rather than
an employment contract. This entails a shifting of risk
and responsibility to the individual, while reducing
labour costs for the employer.

» Non-standard work can offer benefits such as
enabling a wider range of workers to enter the job
market; facilitating the accommodation of family
or personal obligations or activities; or enabling
companies to restructure their activities or improve
their performance. However, while initially considered
a stepping stone towards the reqular labour market,
there is mounting evidence that suggests people are
being trapped in atypical employment contracts.’’

o Furthermore, as they are not formally part of an
employment relationship, workers on non-standard
contracts generally do not benefit from social
protections offered under national law, such
as minimum wage rates, social security coverage,
paid sick or maternity leave, or entitlements to
unemployment benefits and pensions.!! 54% of
self-employed Europeans, for instance, are at
risk of exclusion from unemployment benefits,
while casual, seasonal or freelance workers can be
formally excluded from benefits such as for sickness
or maternity, among others.*?

« This exclusion from the social contract also has
implications for other aspects of daily life - from the
standards of living that work enables for workers
and their families, to the relationships forged within
community life, and effects on one’s self-esteem and
social status.

New world of work driving growth in self-

employed, part-time and temporary work

Change in number of employees (%) between 2000 and 2017, by
professional status
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Trapped in transition? Fewer workers are
today able to move from temporary to

permanent contracts

Percent of workers moving from temporary to permanent contract
between two consecutive years, EU28
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e As union membership tends to be lower among
such workers, their fundamental working rights,
such as freedom of association and the right
to collective bargaining, are also challenged.
This is partly due to the difficulty of organising
workers who have no common workplace or switch
employers frequently, but also because many unions
operate along ‘insider’ models that seek to protect
employees - often leaving labour market ‘outsiders’
and ‘atypicals’ outside of their radar.

TWO SIDES OF THE CHALLENGE

How can the benefits of flexible and
independent work be preserved, while reducing
significant risks to earnings, protections and
wellbeing?

For those in high-paying jobs with sought-after
specialist knowledge, untethering from an employer
and hiring out their skills to the highest bidder can be
a liberating boon.

For others, however — often lower-skill or lower-
status employees — a more fragmented
relationship with employers and co-workers
translates into diminished pay and bargaining
power, unstable and sometimes inadequate
hours to secure an adequate income,'* and
limited access to social protections such as
pensions, sick pay, and anti-discrimination policies.

Public policy is beginning to respond to the risks that
accompany this new world of work. This includes
efforts to better classify employment relations and to
widen the coverage of social insurance schemes. In
effect, recent EU legislation has aimed for minimum
rights for workers on atypical contracts and in non-
standard jobs, such as gig economy workers.**

The establishment of the European Pillar of Social
Rights is an integral part of wider efforts to build a
more inclusive and sustainable growth model where
economic and social progress are intertwined.

Going forward, it will be crucial to monitor the
application of these rules in Member States, as
well as new developments in labour markets, to
ensure that all Europeans can benefit from adequate
protections.

e Moreover, the resulting contraction in overall union
density affects all forms of work, as it comes with a
decline in negotiating power and a deterioration in
the coverage of collective agreements, generating
profound change and steady fragmentation in
Europe’s traditional mechanisms for social
dialogue and collective bargaining - the key tools
that pioneered and secured social protections in the
first place.

How can Europe’s social model survive as
the rise in non-standard work erodes public
revenues?

Not only are non-standard forms of work

often left out of the scope of social protection, but
workers and employers are also often not required
to contribute (as much or at all) to public
protection systems.!®

Yet, labour taxes (i.e. personal income tax and

social security contributions) are a large source of
government revenue for most advanced economies
and the foundation of Europe’s social model. As this
revenue erodes, so will the ability to continue
providing welfare protection — all the more

so as ageing societies are putting upwards
pressure on the expenditure side. Already today,
an average 419% of EU28 government revenues are
spent on social protection. Addressing this gap will
require recalibrating taxation systems in order to
shift the burden away from labour to new forms of
taxation, and to ensure fairer corporate tax systems.

Decrease in employers' and workers'
contributions to social protection puts

pressure on Europe's social model
Social protection receipts by type (total = 100), EU25

m Employers’ social contributions

u General government contributions

m Social contributions paid by the protected person
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TREND 3

[ THE | WAGE | SQUEEZE

Middle-paying jobs are in decline

The combined effects of heightened global competition
and technological progress — but perhaps more
importantly, stagnating productivity growth in Europe
- have seen the share of middle-paying jobs decline
across all EU countries and sectors since 2002.1¢

In some countries — such as Austria, Germany or
Sweden - this trend was already visible well before
2008. In others, in particular in Mediterranean and
Eastern European countries, the financial and
economic crisis added to the stress.'”

Employment cuts in the public sector due to
tighter government budgets also contributed to
this hollowing out of middle-income jobs.'®

Most EU countries have now bounced back, with the
EU28 recording its highest ever annual employment
rate in 2018, at 73.1%. But large segments of the
workforce remain unable to benefit from the recovery,*®
due to years of stagnating wages, which have
only recently begun creeping up.

The long-lasting wage stagnation across Europe

is a result of a multitude of factors? including:
gradual labour market deregulation, coupled

with the decline of unions; a growing market
concentration in the digital era, which has enabled
the rise of new monopolies and monopsonies, further
distorting the ability of workers to negotiate market
level pay; unregulated and opaque wage-setting
mechanisms and an increased difficulty for workers
to organise in the platform economy;?! as well as
persistently high levels of ‘underemployment’
(i.e. under-use of a worker due to over-qualification or
involuntary part-time status), with one in four part-
time workers in the EU wanting, but unable, to get
longer hours.??

These factors have contributed to the proportion of
employed persons at risk of poverty rising from
8.3% in 2010 to 9.4% in 2017 - meaning that,
today, nearly one in ten employed people over the
age of 18 in Europe are at risk of poverty after social
transfers.?

Middle paying jobs are hollowing out

Change in shares of highest, middle and lowest paying jobs in the EU,
from 2002 to 2016 (percentage points)
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Despite record high employment in the
EU, long-stagnating wages have only

recently started creeping up
Negotiated wages in the euro area, annual percent change
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Underemployment is falling but remains
substantial
In percent of labour force
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o At the other end of the affluence spectrum, those in
high-wage jobs and/or with other sources of income
(property, capital) weathered the crisis much better.

» ‘Assortative matching’ then further exacerbates
the gap between low- and high-wage earners, by
concentrating rare skills and talent in firms that are
able to attract them with high rewards?* that smaller
or mid-sized companies and the public sector cannot
compete with.?

TWO SIDES OF THE CHALLENGE

How to keep labour costs competitive without
falling into a ‘middle-income trap’?

Wage moderation can help firms to expand by
growing their labour force and production while
containing labour costs. In the short run, this may
boost growth and attract investment - as it has done
for countries in Central and Eastern Europe.?® In the
longer term, the availability of low-cost labour
can disincentivise productivity-enhancing
activities, putting firms and economies at risk of
falling behind competitors who invest in their human
capital, as well as in their upgrading their equipment
and processes.

Moreover, wages that are lower than the
economic potential of the labour force risk
contributing to brain drain, as educated workers
seek opportunities to increase their earnings and
prospects elsewhere.

The end result can be the stifling of an economy’s
innovation and growth potential, ‘locking’ it in to the
production of goods and services that rely principally
on low-cost labour, and challenging its ability to
move up global value chains.

Wage convergence between East and West

has flattened since the financial crisis
Nominal compensation per employee, percentage of German level
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o Lastly, new business models have opened up
alternative opportunities for remuneration.
As an illustration, the rise of online activities such
as ‘influencer marketing,?® whereby individuals can
leverage social media to monetise their influence at
scales that are no longer negligible. However, these
new practices have further upended the link between
employment and wages, as well as the notion that
income progressively rises throughout a lifetime.?”

<@

How to ensure that work comes with a
guarantee of decent living standards?

Most employment policies tend to focus on getting
people into work — based on the standard belief
that having a job improves people’s situations.
Yet, the risk of in-work poverty will remain if
insufficient attention is paid to incomes.

Minimum wage-setting mechanisms can
contribute to ensuring fairer working conditions,

as well as providing greater incentives to work

and combatting in-work poverty.?® Sound working
conditions are also strongest where transparency
and predictability in setting wages go hand in
hand with productivity considerations.

In addition, in an age where even a good income on
the part of a single breadwinner no longer suffices to
keep families afloat, policies that better support
the dual or multiple-earner structure are
needed. Indeed, countries with a higher share of
working adults in households — and hence also with
a higher labour participation of women - tend to
have larger middle and upper classes.*® Yet, the EU28
female employment rate remains 11.5% lower than
for men.



TREND 4

‘ CONSTANT | TRANSITIONS

Lifelong learning is the new normal

» Higher levels of education across Europe have tended

to improve individuals’ employability** and future School-to-work transition is improving

earnings prospects. And yet, the transition from but is lower than it used to be
study to work is increasingly challenged, Employment rate of those who graduated in the last 3 years aged
L . . 25-39, by level of education; in percent
e Many new graduates find it increasingly difficult to m Hich W Medium
obtain graduate-level work - particularly in the 86 g
field in which they have been educated. Moreover, 84 .
employers consider they lack skills needed for 82 /K\\

work - even for entry-level work, raising questions as
to whether many Europeans may be over-qualified 80
yet under-skilled.?? 78

» As for those who are already in the workforce, 76
technological advances and industry-level 74
restructuring mean that job changes are more T
frequent than ever. In the space of a generation, N TN O N®E DS ONM ST nY

. O O O O O O O O O o o o o o o

the average European worker has gone from having N RN RN ARARANRNNNNNRRNRARR
a job for life to having more than ten in a career, Source: Eurofound
multi-tasking and zigzagging® rather than following a
linear trajectory. Lifelong learning: those who need it the

« In other cases, the tasks contained within a job most, participate the least
are being transformed. 43% of adult employees Participation rates in education and training by age and level of
in Europe report having recently experienced changes education, 2016 w534 15564
in the technologies they use at work, with 1 in 5 80
considering it likely that their skills will become 70
outdated in the next five years.> 60

« In this context of ‘permanent transition’, life-long 28 11
learning has become an economic imperative. 30 | | | |
By 2016, 45.2% of adults of working age (25-64 208Ny il
years old) in the EU28 had taken part in formal or o) U NN A OF N N ORI O 0N ON BN AN OH BN OH B A f 1M N
non-formal education or training over the past year, (oJp BA G Bh I N BR G Bh P B WA A Sh WA I SRR h R W RN WA En BF S B0 WA G BB

against just 35.2 % in 2007 .*° However, the figures

are much lower among those who need this type

of training the most, namely lower-skilled 100
and older workers, whose participation in adult 80
training schemes barely overtook 20% and 30%
respectively. In addition, while some countries are
able to experiment with new tools such as Individual 40 1 |
Learning Accounts, to better target these
groups, others Member States remain constrained
by limited resources to invest in lifelong learning, 0
despite high needs.
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TWO SIDES OF THE CHALLENGE

How to ensure that all new graduates have
equal opportunities in their first transition,
from school to work?

Despite great advances in education policies, latest
PISA assessments reveal that education is failing to
reduce initial inequalities linked to socio-economic
statuses. In many Member States, children from
the poorest 20% of households face significant
skills gaps across reading, mathematics, and
science compared to the richest 20%,® revealing
that Europe’s education systems continue

to be unable to break cycles of entrenched
inequalities *’

What’s more, as even multiple degrees are today
often insufficient to get an entry-level job, many
graduates seek to enhance their employability by
undertaking multiple internships — many of
which tend to be unpaid or paid very little. This
trend is already evident in the US for exaple, where
the share of college graduates participating in at
least one internship rose from less than 10% in the
mid-1980s to over 80% in the mid-2000s. In parallel,
the share of graduates getting their first full-time job
through an internship rose from 5% to 30%.%® Young
Europeans are on a similar trajectory.

The challenge going forward lies in levelling the
playing field between those who can afford to
gain such critical experience and those who
cannot - the latter often being those who already
under-achieve at school due to their socio-economic
background. Ensuring that internships pay living
wages, as well as developing inclusive schemes,
such as degrees that integrate internships into
the curriculum and therefore provide on-the-job
experience upon graduation, can have a positive
effect in this context.

Education unsuccesful at closing inter-

generational social mobility gap

Number of generations it would take for those born in low-income
families to approach the mean income in their society
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Source: OECD 2018, A Broken Social Elevator?
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How to share the responsibility of up/reskilling
between individuals, companies and the public
sector, in a fair and effective way?

A significant conundrum is emerging: on the one
hand, skills needs are becoming more complex
and faster-changing, requiring sustained
investment and re/upskilling. On the other, as
workers change jobs much more frequently than
before, and employers increasingly rely on temporary,
contingent workforces, they have fewer incentives to
invest in their staff. For instance, only 35% of 'own-
account' workers (i.e. self-employed workers with no
employees) participate in training yearly compared
with 57% of full-time permanent employees.

Going forward, there is an ever pressing need for
better concerted efforts between governments (to
design financial incentives and favourable tax policies
that are conducive to skills development); education
providers (to foster skills and provide forward-looking
career guidance); employers (to invest in motivating
their workers to upskill); labour unions (to ensure
that investments in training result in better-quality
jobs); and individuals (to take advantage of learning
opportunities and deploy their skills at work and in
everyday life).

Both old and young workers are
increasingly changing firms

Percent of workers employed in the same company by number of
years; breakdown by age

B<4years MW 5to9years ®m >10 years
25-39 40-64
100 % years old years old
80 %
60 %
40 %
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0%
1995 2015 1995 2015

Source: Eurofound
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DIGITAL [ SKILLS |

| AS | ANEW | BASIC |

As technology and digitalisation seep into all areas
of the economy and society, there is almost no
job that does not require at least basic digital
skills. To illustrate, in 2016, half of European
construction workers needed basic digital skills to
perform their jobs.>®

At the same time, there is an increased demand
for advanced digital skills across the economy:
employment of ICT specialists grew by 2 million over
the last 5 years in the EU.4°

Yet, in 2017, 35% of the EU’s active labour force
(employed and unemployed) still lacked such
basic digital skills. 10% had no digital skills at all
(essentially because they do not or only seldom use
the Internet), with some Member States home to as
many as one in four workers with no digital skills.**

Older, lesser-educated and lower-income
individuals are least likely to have strong digital
skills. In a context of polarising labour markets,
with falling demand for middle-skilled work and
rising competition for lower-paid jobs, these people
risk having even fewer opportunities to enter
and remain in the labour market. And, with the
rise of e-government, online shopping, banking and
smart mobility, lack of basic digital skills may lock
individuals not only out of work, but also out of
society.

The lack of highly-skilled tech professionals is already
holding back Europe’s digitalisation and, with it, its
economic growth. Over 70% of European firms
report that lack of skills is hampering their
investment strategies,* while 46% of firms
report difficulties in filling vacancies due to skills
shortages, for instance in the cyber-security
field.”

Basic skills still matter, and digital is now one of them

ICT skills increasingly needed in all jobs

Share of workers reporting low, medium or high intensity of ICT use at
work, EU28 (%)

100 = low ®Medium ®High
80
60
40
20

2005 2010 2015
Use of computer, Use of computer, Use of computer,
network or mainframe network or mainframe laptop, smartphone
Source: Eurofound and ILO 2017, drawing on European Working
Conditions Survey 2015

EU labour force fares poorly on digital
Digital skills of the EU labour force, 2017 (% of individuals, by skill level)
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Source: European Commission, Digital Scoreboard

Europe’s digital skills are unevenly distributed
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TWO SIDES OF THE CHALLENGE

How can digital skills be enhanced for
all without compromising on other core
competencies?

Just as numeracy and literacy skills are fundamental
for every citizen, regardless of discipline and
profession, so too are digital skills in today’s society
and labour markets where ubiquitous connectivity is
the new normal.

Yet, as public policy attention turns towards
improving the basic digital skills of the wider EU
population, it cannot afford to compromise on other
core competencies, especially as one in five 15-year-
old pupils still fails to meet minimum standards in
reading, maths and science.** The numbers are
starker for students of migrant background.

Educational systems need to adapt to better equip
Europe’s next generation with the full array of basic
skills needed to function and succeed in a digitised
society.

Share of under-achievers is increasing
in nearly all Member States when it

comes to reading

m2009 2015
50
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Source: Eurostat, based on OECD’s PISA assessments
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How to ensure Europe possesses the high-end
digital skills necessary for future growth?

As the demand grows for tech-savvy engineers,
computer scientists and statisticians, capable of
coding, setting up and securing digital networks and
infrastructure, developing programmes and apps, and
applying data analytics to improve anything from
healthcare and medical outcomes to urban planning
and transportation systems, it is estimated that the
EU will be home to 500,000 unfilled vacancies for ICT
professionals by 2020.4

The lack of mid- to specialist digital skills

is not only limiting Europe's current growth,
but the repercussions down the road could be
severe: In addition to ensuring that larger portions
of the workforce master basic coding and data skills,
Europe also needs to invest in specialist, high-end
technical skills if it wishes to become a global leader
in future technologies that build on digital, such as Al
or quantum computing.

As these skills tend to be more frequent among
younger individuals, matching offer and demand

will require rethinking labour markets based

on seniority and years of experience. Some
employers in fast-growth high-tech sectors are,
already foregoing the requirement of a 4-year degree
as ‘proof of abilities’, and turning their recruitment
priorities to digital skills certifications.*® Others
are experimenting with new ways of ‘teaching’ high-
tech skills, focusing on peer-to-peer learning (42;
Codam),”” data and coding boot camps.*® However,
beyond these pockets of innovation, there is a need
for EU-wide digital skills strategies that address
the full range of digital skills that businesses need to
thrive in an increasingly digital economy.

Lack of skills hampering EU digitisation

Percent of firms stating what is their main impediment

Uncertainty

Finance

Transport

Business reg&tax
Labour regulation
Digital Infrastructure
Energy costs

Skills

Demand

0% 20% 40%

m Services
® Manufacturing

Source: OECD
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[ BLURRING ] LINES

Work and leisure are increasingly overlapping in
today’s 24/7 streaming society

o Even though the introduction of the eight-hour
working day enabled a secular decline in working
hours across Europe in the 20" century, the number
of workers performing extreme working hours
(50 hours per week or more) is increasing
in most European countries and the US. The
phenomenon is strongest among high-skilled workers,
and among men, as well as in the corporate and
financial sectors, particularly in the years following
graduation.*

o This trend is being fed by the spread of digital
and mobile technologies, that have enabled -
and continue to facilitate — the decoupling of
work tasks from the physical workplace.>®

e One in three enterprises now provides portable
devices to at least 20% of their wokers, while a
growing share of employees use ICTs to work
flexibly at least occasionally. In 2015, 3% of EU
workers teleworked regularly from home and 10%
occasionally teleworked either from home or another
location.®!

* Flexible and remote work technologies and
policies have been linked to all sorts of
benefits: increases in productivity; reduced
absenteeism; decreased stress levels among
employees (particularly parents with children at
home); greater inclusion of specific segments of the
labour market that otherwise could not work, for
example people having to care for others or with
health or mobility problems; as well as reduced
commuting time and expenses; lower levels of
pollution in cities. 2 As such, they also serve to
improve firms’ ability to attract and retain valued
employees, by granting higher levels of work
autonomy and hence increasing job satisfaction.>®

o Yet, at the same time, they have fed a phenomenon
described as ‘workism’>* due to the implicit
expectation of being available for work — or at least
responding to work-related messages — outside
formal working hours, thereby no longer allowing for
a clear distinction between work and non-work time.>*

o As the link between workplace and working time has
eroded, it has also blurred the line between work and
leisure, with consequences for private and family
life, and also mental health, leading to efforts to
grant workers ‘the right to disconnect.®

Extreme working hours among full-time

employees by education group
Ratio of extreme working hours, in Western Europe and USA
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More and more firms provide portable

devices to their employees

Percent of enterprises providing portable devices to more than 20% of
their employed persons, EU28
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TWO SIDES OF THE CHALLENGE

How to counter the darker sides of blurring
work-life patterns?

Despite vast improvements in the legal
frameworks protecting workers since the
industrial revolution, the shift from industrial
production to service-oriented post-industrialism has
been accompanied by an increase in extreme work
and work intensity in most countries. It is nonetheless
noteworthy that strong welfare states, such as the
Nordic countries and France, have so far been able to
counteract this phenomenon.®’

This development is giving rise to a new set of
health issues within advanced economies. Rising
levels of stress, anxiety, fatigue and sleeping
problems are being recorded, while there is a growing
recognition of burnout as a result of work pressures
and workplace culture.®® Digitisation has also been
associated with a growing sense of loneliness and
disconnect from communities.>®

Going forward, it will be important to ensure that the
rise of ‘high-performance’ management practices,
driven by the constant pursuit of greater productivity
gains, does not ultimately have the counter effect

of depressing productivity due to human fallout:*° In
2013, the cost of work-related depression in Europe
was estimated at 617 billion euro annually.®*

In this context, policies that protect and improve
workers’ physical and mental well-being,
including initiatives promoting health at work and
work-life balance, will be key.

<@

How to maximise the broader societal
advantages of decoupling work tasks from the
physical workplace?

In a broader context, working remotely also holds
the potential to help address a number of structural
challenges faced by the EU.

For instance, it can contribute to reducing greenhouse
gas emissions and air pollution in major cities by
reducing commuting traffic.

In regions or countries that face large-scale
emigration and the fading out of local communities,
it can help counter the phenomenon, by enabling
workers to access better-paid jobs, without having to
relocate. Similarly, it can help to alleviate pressures
on overcrowded and congested cities. Some

cities and regions already offer incentives to
encourage remote workers to relocate and spend
their money there.%?

However, for this to happen on a meaningful scale,

it would require the creation of a real digital single
market, investments in relevant infrastructure and
upskilling, as well as a rethinking of wider public
services and taxation systems. Indeed, telework
makes it difficult to identify where transactions take
place and value is created, especially if gig-work
platforms are reluctant to collect taxes or share data.
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e Projections regarding the number and types of jobs

and tasks that will be created or destroyed through
automation vary widely. It could go either way. To
date, although technology has replaced workers in
some jobs, it is also estimated to have created more
than 23 million jobs across Europe from 1999
to 2016

What is clear, however, is that the transformative
nature of Artificial Intelligence and automation will
impact nearly all workers as the share of tasks that
can be shifted from humans to machine increases
fast. To date, as many as 6 out of 10 current
occupations contain at least 30% of activities
that are technically automatable.®

The deployment of machines and robots in

the work place is gradually freeing the human
workforce from ‘dull, dirty, dangerous work’®>
- be it routine, tedious, physically-strenuous, or
safety-critical tasks. As these tasks are replaced,
new ones are emerging, such as those related to
managing and troubleshooting automated systems
- requiring the worker’s skills profile to adapt
accordingly.®®

In parallel, rapid advances in Artificial
Intelligence mean that machines are becoming
capable of outperforming humans in a range of work
duties requiring cognitive capabilities - including in
skilled professions such as radiologists, lawyers or
accountants.

Looking ahead, the spread of Al and advanced
digital technologies across all sectors will lead to

a rise in human-machine interactions and

the likely creation of an entire new range of
human-machine employment prospects — from
Al-assisted healthcare technicians, to human-
machine team managers or quantum-machine
learning analysts. Social work may also take on new
dimensions with possibly growing need for juvenile
cybercrime rehabilitation counsellors, while lawyers

may have to also serve as virtual identity defenders.®”

Robots and algorithms are becoming
integral parts of business culture

Labour division between machines and
human projected to shift fast

Human Machine  Human Machine

71% | 29%
Reasoning and decision-making

Coordinating, developing,
managing and advising

Communicating and interacting

Administering
Performing physical and
manual work activities

Identifying and evaluation
job-relevant information

Performing complex and
technical activities

Looking for and receiving
job-related information

Information and data processing

2018 2022
Source: World Economic Forum, Future of Jobs Report, 2018

Speed and accuracy are Al’s strengths

Spotting legal 949% 26 secs
issues in 5 Al
Non-Disclosure . - 99 mi
Agreements o mins
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Lawyers
Diagnosing 87% 15 mins
brain tumours Al
in 225 cases

66% 30 mins
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Doctors

Source: LawGeex, Radiology Business



e Automation and Al are not just changing the
content of work, they are also transforming
human resource processes, from recruitment to
rewards. 63% of recruitment professionals surveyed
say that Al and big data have changed the way their
organisation recruits, with 69% saying that it allows
them to hire more qualified candidates and minimise
delays in the recruitment process.®® In a context of
growing skills shortages in advanced economies,
and an ever-larger global talent pool, Al can help
better connect talent with vacancies, not just
by performing vetting, skill-matching and
interview scheduling, but also the predictive
analysis of candidates based on speech
characteristics and attitudes in interviews.

TWO SIDES OF THE CHALLENGE

Now that robots have learnt how to work with
people, how do people learn how to work with
robots?

As Al and robotics break new ground in undertaking
cognitive and physical tasks, humans are, in turn,
having to adapt their skills and competences to

cooperate with machines as team-mates, as well

as as tools.”®

While the roll-out of machines frees up time for
humans to engage in more meaningful, creative
and safer work, there are also indications that co-

working with machines or under Al performance

management can generate stress, unease,
alienation, or even disengagement, with staff
reporting that they are losing their sense of purpose,
accountability and ownership over their time
allocation and work choices.”*

Going forward, it will be important to pay attention to
the impact that co-working with machines may have
on people’s well-being and sense of self-worth, as
well as to ensure that it does not inadvertently result
in a ‘de-skilling’ of workers.

e Within firms, algorithmic management is also
becoming more widespread, making use of big data
analytics and Al to monitor workers or for automated
or semi-automated decision-making. Automated
scheduling software®® can predict labour demand,
making it possible for employers to adjust schedules
and allocate shifts on short notice based on real-time
data. Workplace surveillance capabilities, such
as browser history retention of company computers,
employer-provided mobile phones, phone apps, but
also wearable or even implantable devices, facial
and iris scanners, electronic or thermal sensors,
or wearable fitness trackers, give managers the
possibility to oversee and monitor employee
performance, and to ‘nudge’ certain behaviours.

<@

How to protect people’s rights and freedoms in
the digital world of work?

As the benefits of Al and automation emerge,
so do significant ethical issues.

For instance, while Al promises to make healthcare
and surgery safer and more accurate, who would
be to blame in the case of Al-misdiagnosis or a
botched Al-operation? As algorithms are more
frequently being used to support decisions on who
gets a job interview or a promotion, the question of
bias is central, with the risk of ‘black-box’ processes
reinforcing structural societal injustices and
discriminations, compromising fundamental rights
and diffusing accountability.”?

In addition, with roughly one in five organisations
worldwide using employee-movement data or
monitoring work-computer-usage or Microsoft
Outlook- or calendar-usage data, employees are
increasingly concerned over this invasion of privacy.”
And rightfully so, as only 30% of business leaders
are very confident that their organisation is using
workforce data in a highly responsible way.”*

A core challenge ahead will be to ensure that
employers and employees alike are aware of
the risks and potential misuses of Al. Rules,
guidelines and processes will be needed to be able
detect and mitigate biases or misuses, and assign
accountability. Down the road, this could also result
in new professions, such as algorithm bias auditors
or chief trust officers.
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[ NEW | GENDER [ DIVIDES

The service economy helped put more
women to work, but progress is now stalling

The rate of female labour force participation
has risen impressively since the 1960s, namely
amid changing societal norms,”> and with the shift
from manual work to services.”® Today, 67.4% of
women aged 20-64 are employed in the EU28.
Though this represents a 5 percentage point increase
in the last decade alone, the female employment rate
is still 11 percentage points below the male one.

Gender differences are also still reflected in pay
levels, as well as in the types of activities that
men and women perform in the labour market.

While it varies widely across Member States, the
average EU 28 pay gap in 2017 still stood at
16% (against 17.1% in 201077). Women with

a tertiary degree face an even higher pay gap of
259%.78 The gender pay gap is also wider in the
private sector than in the public sector and is widest
in the financial and insurance sectors.”

Key to explaining the pay gap is that women are,

on average, more likely to be stuck in part-

time, non-standard, and/or low-paid jobs, with
fewer chances of promotion. For instance, 31.2%
of working women in the EU28 are in part-time
employment, against 8.2% of working men. 38% of
women with two children are in part-time employment,
against just 5.4% of men with two children.

Furthermore, despite the fact that more girls

are now completing higher education than
boys,2° not enough of them are entering fields

of education that result in higher-paying,
future-oriented occupations, such as science,
technology or engineering®! In 2015, only 24%

of graduates in engineering, manufacturing and
construction, and 25% of graduates in ICT were
women. Unsurprisingly, this is reflected in the
workforce, where 8 out of 10 ICT specialists are men.®?

At the same time, female-dominated jobs, such
as teachers, nurses, or secretaries, tend to
be less well remunerated and offer fewer career
development perspectives.

Finally, even though women are increasingly present
in the workforce, they are still more likely to put their
careers on hold to take up family or caring duties in a
world that is still tailored for families with one parent
that stays home.®*

e As aresult of all this, gender balance in leadership
positions remains a challenge. Fewer than 1
in 10 companies have a female chair or Chief
Executive Officer (CEO). Moreover, on average, only
25.3 % of board members of the largest publicly
listed companies in the EU in 2017 were women. This
marks a significant increase from 11.9 % in 2010
yet a deceleration in the pace of change has been
recorded in the past couple of years®

Female employment on a steady rise but

the gender employment gaps persists

Employment levels of men and women aged 20-64 in percent (right
hand axis), gender employment gaps (left hand axis)
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Glass ceilings remain in most Member
States

Representation of women and men on the boards of the largest listed
companies in the EU, October 2017
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TWO SIDES OF THE CHALLENGE

How to ensure that non-standard forms of
work provide flexibility without backtracking on
gender equality?

As women have a higher propensity to take on
non-work care obligations, the flexibility provided

by non-standard, temporary or part-time work

can be attractive. Yet, these jobs often come with
higher risks of exclusion from social protection —
including hard-won safeguards against gender-based
disadvantages, such as parental leave and childcare
provision. Across the European Union, an estimated
46% of self-employed women aged 15-49 are at risk
of not being entitled to maternity benefits.8>

Work-life balance provisions are fundamental to
encourage a better sharing of caring responsibilities
and to ensure that women and men alike are able
to choose how to balance between professional and
personal demands.

In addition, a revalorisation of professions and duties
that are becoming ever-more essential in Europe’s
ageing societies, and in the digital age, is needed.
This includes jobs such as teachers, care providers,
social workers — where women are a majority.

Temporary and part-time work: largely

a female matter
As percent of total employment
=Women part-time ®Total part time
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How to avoid new digital gender divides?

There is, to date, little evidence to suggest that

the socio-cultural factors dissuading women from
entering digital or tech fields are being overcome: At
15 years of age, on average across OECD countries,
only 0.5% of girls wish to become ICT professionals,
compared to 5% of boys, while twice as many boys
as girls expect to become engineers, scientists

or architects. Together with the fact that women

are often faced with ‘glass ceilings’ curbing their
professional ambitions, there is a strong risk that this
will translate into persistent — or even amplified —
labour market imbalances in the digital age.

As digital technologies and Al increasingly govern all
aspects of work and daily lives, the repercussions
for society at large could be even greater. Less than
149% of Al researchers are women - a result of

an ongoing decline since 2009.%¢ Yet, technologies
built and designed by a homogenous group of
people tend to discriminate favourably towards that
group compared to others. The lack of female
developers in Al can lead to a replication or
amplification of existing — often unconscious
— gender biases: Google’s ad system, for example,
was less likely to show women ads for high-paid
jobs than men.®” Conversely, there is evidence that
diversity brings tangible benefits: Al research
published with at least one female author tends to
be more applied and socially aware, focusing on
elements such as fairness and mental health.®®

Ensuring that women are involved in shaping Al going
forward requires tackling imperceptible biases

at all ages, from education to employment,

so that more women enter digital and tech
disciplines. Gender hiring quotas, initiatives aimed at
creating equal career progression opportunities,
and legislative quotas for gender balance on
company boards have already contributed to
widening diversity and inclusivity in the workplace and
in leadership, and could be considered more broadly.

Fewer women in IT jobs than before
Share of women employed in key IT occupations in the US (%)
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o Reflecting significant progress in public health, life

expectancy in Europe has increased to 81 years.

As a result, the old-age dependency ratio (people
aged 65 and above relative to those aged 15 to 64)
in the EU is projected to increase by 20 percentage
points, from 30.5% today to 51.6 % in 2060,%° while
the number of people aged 80 years or more is
expected to double by 2080, reaching 13% of the
whole population.

* Increasing longevity boosts opportunities for
personal fulfilment post-retirement, in particular
as today’s older adults are generally healthier than
those of past generations. But it also has far-
reaching implications for the future of work
and welfare in Europe.

o Firstly, it is harder to maintain a sustainable
relation between working life and time in
retirement, and hence, to build up sufficient
entitlements for an adequate pension. This is
even more the case for women than men: currently,
the average time spent in retirement for women is
over half (56%) of that spent in employment.

o Attempts to address this growing imbalance have
led to an increase in official retirement ages across
the OECD: from an average of 60.9 in 2000 to 63.6
in 2017 for women, and from 63.1 in 2000 to 65.3
in 2017 for men.*® These measures mean Europe’s
workforce is gradually growing older, with some
57.1% of people aged 55 to 64 in employment in
2017, and roughly one in ten 65 to 74 year olds still
economically active.®* Nevertheless, save for a few
exceptions, the average retirement age still generally
remains lower than the official retirement age
of Member States - substantially so in the case of
countries like Belgium, Spain, Italy or Poland.

People are working longer but
how long is long enough?

o With fewer workers for every pensioner, the
sustainability of Europe’s social security
systems, and the ability to ensure that population
ageing goes hand-in-hand with higher living standards,
are coming under significant pressure.®> By 2050,
countries such as Italy, Greece or Poland could actually
be home to as many — or more - people aged over 50
who are out of the labour force (because of inactivity
or retirement) than workers.%*

Employment rates of Europe’s older

workforce catching up with overall rates
Employment rate by age group, EU28, in percent
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Source: European Commission, Employment and Social Developments in
Europe (ESDE), 2019

More older workers active across the EU
Employment rate of 50-64 year olds, in percent
m 2003 m=2018
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TWO SIDES OF THE CHALLENGE

How can Europe keep its workforce active and
productive longer?

The raising of formal retirement ages has faced
much contestation and significant political backlash,
driving some governments to reconsider their
policies. It is clear that ensuring that people are able
and willing to work longer requires accompanying
measures: healthy workplaces and working
conditions; promoting the employability of
workers throughout their working lives;
incentives for workers to continue working

at an older age (including tax incentives);
encouraging employers to retain and hire
older workers, including tackling age-based
discrimination.®

Flexible working arrangements, which allow
people to combine work with their own and their
dependents’ caring needs, encourage rather than
demotivate from staying on. It is noteworthy that
those EU Member States with highest numbers of
active 55 to 64 year-olds are also those where these
were able to reduce their working hours as they
approached retirement (e.g. the Netherlands, Finland,
Sweden, Denmark, and the Czech Republic).

It equally involves addressing the challenge that
many face of being ‘too young’ to retire but ‘too old’
to train or find a new job. This requires incentives
for employers and worker representatives

to retain and hire older workers, including
reviewing their practices in setting pay to
reflect productivity and competences, not age,
and sharing good practices in managing an age-
diverse workforce. Increasing access to training
so that they can reskill and upskill, and adapting
the workplace to facilitate older workers to continue
working through technological advances in
ergonomics, exoskeletons and health at work
are all factors at play.

How to overcome labour shortages associated
with ageing populations and create new job
opportunities?

As its population ages, Europe could find itself
confronted with potential labour force shortages, in
particular when it comes to meeting the needs of this
ageing population. As an illustration, over 3.5 million
high-skilled new job openings are anticipated in the
EU’s health and long-term care sectors between
2018 and 2030, and another 327,000 for mid-skilled
professions®>.

Labour shortages can either provide immigration
opportunities or push firms to invest in technologies
such as automation and robots.

This is already visible in rapidly-ageing countries

(such as Germany, Japan and South Korea) which

have responded to the relative scarcity of middle-
aged workers by developing and deploying industrial
automation technologies to perform manual production
tasks. These technologies are then easily exported

to other countries, contributing to higher growth

at home.* Similarly, in countries with high
emigration rates and/or industries that rely
strongly on low-cost labour, such as some Central
European countries, investment in automation has
helped to avoid putting a brake on economic growth.
For example, new robot installations in the Czech
Republic rose by 40% between 2010 and 2015.%”
Today there are around 101 robots for every 10,000
workers — albeit still far from Germany, which averages
309 robots per 10,000 workers, the most in Europe.

Estimated worldwide annual shipments

of industrial robots by regions

300 H Asia/Australia mEurope ® America

‘000 of units

0. ‘
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Source: International Federation of Robotics, World Robotics 2018
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Europe is struggling to attract the world’s best talent

The global labour force is growing fast, and mostly
in developing economies. India alone adds 12 million
people each year to its workforce.®®

This global workforce is increasingly skilled and
educated. By 2020, 65% of the world’s 16+
population will have at least a lower secondary
education.!® Gross enrolment in tertiary
education around the world has more than
doubled from 13.6% to 29.2% since the 1990s.1°!
By 2030, developing economies will be home to
3 times more skilled workers than high-income
(OECD) countries — up from 2 times more in 2012.
China and India are already home to the highest
numbers of university and STEM graduates.

In contrast, the workforces of many advanced
economies — in Europe in particular — are slated
to contract or stagnate as fertility rates drop

and baby boomers retire. To minimise the negative
impacts of an ageing and shrinking population,
European economies will need to consider attracting
young economic migrants from around the world.

In 2017, the EU28 was already home to some 38.2
million migrants born outside of the EU (or 7.5%

of the total EU28 population). The EU’s internal
labour market is also becoming more mobile: In
2017, 12.5 million EU citizens of working age (20-
64), resided in an EU Member State other than that

of their citizenship. This represents 4.19% of the EU’s
working age population — against just 2.7% in 2008.1°%

Yet, only a fraction of new non-EU arrivals to the

EU are labour migrants. Instead, nearly two thirds
of migration flows to the EU Member States are
driven either by family reunification — or are
based on humanitarian grounds. And, compared
to similar economies like the US, Canada or Australia,
Europe also attracts a fewer highly-skilled
migrants.

And, while EU mobile citizens tend to be well
integrated in labour markets — performing better
even than native-born citizens - third-country
nationals tend to have much lower employment rates
- with family reunion migrants and refugees faring
considerably worse than those who move to work or
study.!%

Developing economies home to 560

million more skilled workers by 2050

m High-income countries ® Eastern Europe & Central Asia
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Asylum and family reunification — rather

than work — driving EU immigration

First residence permits (issued for 12 months or over) and first asylum
claims in EU28, absolute numbers (thousands)
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EU losing ground when it comes to
attracting high-skilled migrants

Distribution of foreign-born residents with a high-level of education,
by OECD destination countries
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Notes: EU=EU28 without Croatia. Only non-EU immigrants included.
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TWO SIDES OF THE CHALLENGE

How to attract and retain talent in a wider
context of global competition for skilled workers?

Europe’s projected skills shortage risks being
further exacerbated as the global geography of
human capital shifts East, and competition to
attract talent intensifies. As emerging economies
become more attractive destinations and actively
seek out high-skilled professionals, the labour force
in these countries will be able to command an ever-
greater share of middle- and higher-paying jobs.

To avoid labour shortages and economic slowdown,
the EU needs a forward-looking legal immigration
system with a focus on the recruitment and/or
admission of talent and skills needed in jobs and
sectors that are likely to grow.’°> The availability of
more residence and work permits can also reduce
incentives to use irreqgular routes and give the EU
greater leverage in negotiating returns of irregular
migrants with countries of origin. Currently, only
Germany has made real use of the Blue Card
Directive to attract fresh talent — issuing 85% of the
24,310 permits issued in 2017. France is in second
place with just 1037 permits issued.}’® Innovations
in immigration rules and new visa pathways
will have to be pursued as the traditional ‘employer-
sponsor’ model that has driven most high-skill
migration appears increasingly outdated given
shifts towards more flexible, non-standard forms of
employment and changing skills needs across sectors.
Germany for example is experimenting with ways to
admit self-employed migrants or freelancers.!?”

But attracting skilled individuals is not just the domain
of immigration and visa policy, it also requires further
improving the EU's own internal labour market, as
well as policy efforts in other fields — such as research
and innovation or industrial policy — aimed at ensuring
the vibrancy of Europe’s economic model.

Recognition of qualifications in the host labour
market plays a role here, but so does discrimination.
While 1 in 4 migrants in Europe are highly
educated, 40% are over-qualified for the job
they do.!**

o As a result, third-country migrant workers
remain over-represented in low-skilled, labour-
intensive sectors of the economy, such as
retail and hospitality, agriculture, construction, food
processing and packaging — particularly in jobs which
are poorly compensated, and performing tasks that
are often dangerous or socially undesirable.

<@

How to better integrate Europe’s migrant
population in the labour market?

Despite progress on the recognition of qualifications,
skilled migrants continue to face entry barriers to
jobs for which they would be qualified. The main
exceptions are migrants who arrive as students and
graduate in an EU country, as well those recruited for
a particular qualified position (e.g. medical doctors
and nurses). This indicates that there is not only

a failure to attract migrants with ‘the right skills’,

but also a failure to recognise and fully utilise their
qualifications.

As a result, Europe continues to host large
numbers of un- or under-employed immigrants
who feel little or no connection with their host
societies.!®® This is true not only of first-generation
immigrants, but also of second-generation, EU-

born, children of immigrants. Not only is this an
opportunity cost for Europe at a time when it
faces labour shortages and lagging productivity,
but it also comes with fiscal and social costs.

This situation also creates a vicious circle given that
entering the world of work is the most important
route to integration in general. As an example

of this, migrants entering the EU on work visas

are considerably more likely to be able to rapidly
integrate the labour market than those arriving on
family reunion visas.

More rapid labour market integration of
third-country immigrants — based not just on
more selective admission processes, but also
investments in training and education - would
therefore play a crucial role in minimising the social
and fiscal costs of immigration, thereby also making
it more acceptable for native populations, and helping
to combat discrimination.




22

Notes

1

2.

10.

11.

12.

13.

14.

15.

16.

17.
18.

19.

20.

21.

Joint Research Centre, Job Creation in Europe: A firm-level analysis,
2019.

For more, see OSHA: https://osha.europa.eu/en/emerging-risks/green-
jobs and the OSHA Report (2013), Green jobs and occupational safety
and health: Foresight on new and emerging risks associated with new
technologies by 2020, available at: https://osha.europa.eu/en/tools-and-
publications/publications/reports/green-jobs-foresight-new-emerging-
risks-technologies/view; ILO (2017), A Just Transition to a Sustainable
Future, Next steps for Europe, available at : https://www.ilo.org/wcmsp5/
groups/public/-—-europe/--—-ro-geneva/——-ilo-brussels/documents/
publication/wcms_614024. pdf

European Political Strategy Centre, ‘The Future of Work Skills and
Resilience for a World of Change’, Strategic Note No. 13, June 2016
‘Platform-work,” is a form of employment in which organisations or
individuals use an online platform to access other organisations or
individuals to solve specific problems or to provide specific services in
exchange for payment.

See: https://www.lawliberty.org/2017/09/25/how-the-sharing-economy-
helps-the-middle-class-by-enlivening-capital

See: Pesole A. et al (2018), Platform Workers in Europe Evidence from
the COLLEEM Survey, JRC, available at: http://publications.jrc.ec.europa.
eu/repository/handle/JRC112157;

For a thorough literature review and analysis see Lehdonvirta V. et al,
(2018), ‘The Global Platform Economy: A New Offshoring Institution
Enabling Emerging-Economy Microprovider’, Journal of Management
45:2, available at: https://doi. org/10.1177/0149206318786781;
http://publications.jrc.ec.europa.eu/repository/bitstream/JRC112157/
jrc112157 pubsy_platform_workers_in_europe_science_for_policy.pdf
OECD (2015). ‘In it together: Why Less Inequality Benefits All' Chapter
4: Non-standard work, job polarisation and inequality. https:/www.oecd-
ilibrary.org/lemployment/in-it-together-why-less-inequality-benefits-all/
non-standard-work-job-polarisation-and-inequality 9789264235120~
7-en;jsessionid=7csxJuZldJj_A6-5L6Jhiil W.ip-10-240-5-164;

Eurostat, https://ec.europa.eu/eurostat/statistics-explained/index.php/
Employment_statistics#Rise_in_part-time_and_temporary_work ;
Eurofound (2017), Aspects of non-standard employment in Europe,
available at: https://www.eurofound.europa.eu/publications/ customised-
report/2017/aspects-of-non-standard-employment-in-europe
European Political Strategy Centre, ‘The Future of Work Skills and
Resilience for a World of Change’, Strategic Note, No. 13, June 2016;
Eurofound (2017) Exploring self-employment in the European Union,
Publications Office of the European Union, Luxembourg, available at:
https://www.eurofound.europa.eu/sites/default/files/ef publication/
field ef document/ef1718en.pdf

European Parliament (2016), A Study on Precarious Employment in
Europe: Patterns, Trends and Policy Strategies, available at: http:/
www.europarl.europa.eu/RegData/etudes/STUD/2016/587285/IPOL,
STU(2016)587285_EN.pdf

ILO (2019), Disguised employment / Dependent self-employment,
available at: https://www.ilo.org/global/topics/non-standard-
employment/WCMS_534833/lang—en/indexhtm

European Commission (2018), Employment and Social Developments
in Europe, Annual Review 2018 (ESDE) https://ec.europa.eu/social/ main.
jsp?catld=738&langld=en&publd=8110&furtherPubs=yes

See https://ec.europa.eu/social/main.
jsprcatld=89&furtherNews=yes&langld=en&newsld=9378

For an overview see: https://ec.europa.eu/commission/sites/beta-
political/files/social_priorities_juncker _commission_en.pdf

Differences between tax levels applied to different categories of labour
play a significant role in driving firms’ employment policies, and have
significant labour market effects. See Milanez A. and B. Bratta (2017),
Taxation and the Future of Work: How Tax Systems Influence Choice of
Employment Form, OECD Taxation Working Papers, https://www.oecd-
ilibrary.org/taxation/taxation-and-the-future-of-work_20f7164a-en
European Commission, ‘Employment and Social Developments in
Europe’, 2018: High, middle and low-paying jobs in the EU.

Eurofound, ‘Europe’s Shrinking Middle Class’ (2017).

International Labour Organisation, ‘Europe’s Disappearing Middle Class?
Evidence from the World of Work’ (2016).

The Broker, ‘Who are the “middle”?”, The struggle of the European
middle class to improve their living standards’, (2015).

OECD (2019). ‘The Future of Work: OECD Employment Outlook 2019’,
https://www.oecd-ilibrary.org/employmen d-employment-outlook-
2019 9ee00155-en

Recent evidence reveals that a majority of independents

working in the on-demand economy gain lower total incomes

than independents who are not using online platforms and
marketplaces. Over half (56%) report total earnings of $40,000 or
less (versus 46% of independents not working in the On-Demand

22.

23.

24.

25.

26.

27.

28.

29.

30.

31

32.

33

34,

economy) and 36% report total earnings of $25,000 or less (versus
22% of those not working in the On-Demand Economy). See http://
info.mbopartners.com/rs/mbo/images/On-Demand-Economy-2014.
pdf. See also Eurofound, The level of remuneration varies across
different types of platform work. Historically, in manufacturing and
other sectors, workers earning on a ‘per piece’ basis accrued less per
hour than workers who were paid hourly wages, and this is now the
case for platform workers. Project-based (larger) tasks and on-location
delivered services tend to be compensated at market prices. However,
as platform workers are often in arrangements which do not specify

a guaranteed volume of work, sometimes equated with zero-hours
contracts, overall earnings may be low even when tasks or projects are
relatively well paid.

Eurostat, Underemployment and potential additional labour force
statistics, https://ec.europa.eu/eurostat/statistics-explained/index.php/
Underemployment_and_potential additional labour force_statistics;
European Commission (2019), Employment and Social Developments
in Europe, Annual Review 2019 (ESDE).

International Labour Organisation, Europe’s Disappearing Middle Class?
Evidence from the World of Work, 2016; OECD (2019). ‘The Future

of Work: OECD Employment Outlook 2019’; Eurostat (2018) ‘In-work
poverty in the EU” https://ec.europa.eu/eurostat/web/ products-eurostat-
news/-/DDN-20180316-1

WEF (2016), Human Capital Report, available at: http://www?3. weforum.
org/docs/HCR2016_Main_Report.pdf

Between 2012 and 2016, some 562 European start-ups were bought
by foreign firms, ‘sucking up’ sought-after talent together with these
acquisitions, see: Bloomberg (2019) ‘Google and Facebook are
Sucking the Brains out of Europe’, https://www.bloomberg.com/opinion/
articles/2019-07-01/ google-and-facebook-are-sucking-the-ai-brains-
out-of-europe

See: https://ec.europa.eu/info/sites/info/files/annex-1-5-legal-
assessment-of-problematic-practices_en.pdf

Although there are limited opportunities for career advancement within
platform work, there is also limited interest of workers to progress
within this line of work. On-location platform-determined workers
often perceive their work as a temporary situation, giving them access
to some work and (additional) income during a specific phase in their
(working) life. In contrast, worker-initiated and particularly online
contestant workers may use the experience they gain through platform
work to build their business contacts or their portfolio to start or
enhance a self-employed or freelance activity. See Eurofound.

ETUI (2018), Why are wages still lower in eastern and central Europe?,
https://www.etui.org/Publications2/Working-Papers/Why-are-wages-
still-lower-in-eastern-and-central-Europe

As proposed by European Commission President-elect Ursula von

der Leyen in her political guidelines for 2019-2024. For more, see

also: Eurofound (2019), Minimum wages in 2019: Annual review,
Publications Office of the European Union, Luxembourg, https:/
www.eurofound.europa.eu/sites/default/files/ef _publication/field_ef
document/ef19028en.pdf ; Eurostat, Underemployment and potential
additional labour force statistics, https://ec.europa.eu/eurostat/statistics-
explained/index. php/Underemployment_and_potential additional
labour_force_ statistics; European Commission (2019), Employment
and Social Developments in Europe, Annual Review 2019 (ESDE)

International Labour Organisation, ‘Europe’s Disappearing Middle Class?
Evidence from the World of Work’ (2016).

See: https://ec.europa.eu/eurostat/statistics-explained/index.php/
Employment_statistics#Employment_rates_by_sex.2C_age_and
educational_attainment_level

European Commission (2017), Education and training monitor

2017, DG EAC, https:/publications.europa.eu/en/publication-detail/-/
publication/38e7f778-bacl-11e7-a7f8-01aa75ed71al; For data

on employment rates by level of education, see Eurostat: https:/
ec.europa.eu/eurostat/statistics-explained/index.php/Employment.
statistics#Employment_rates_by_sex.2C_age_and_educational
attainment_level; For the wider discussion on skills and qualifications
mismatches and gaps see the work of the OECD, notably: Montt, G.
(2015), The causes and consequences of field-of-study mismatch: An
analysis using PIAAC, OECD Social, Employment and Migration Working
Papers, No. 167, OECD Publishing, Paris; Quintini, G. (2011), Right for
the Job: Over-Qualified or Under Skilled?, OECD Social, Employment
and Migration Working Papers, No. 120, OECD Publishing, Paris; OECD
(2016), Skills Matter: Further results from the Survey of Adult Skills,
OECD Publishing, Paris

As of 2016, less than 60% of the EU’'s working population

was employed in full-time permanent contracts, see EU-

LFS or ESDE 2018, pg. 56: https://ec.europa.eu/social/main.
jsp?catld=738&langld=en&publd=8110&furtherPubs=yes

CEDEFOP (2018) ‘Insights into skills shortages and skills mismatch’




35.

36.

37.

38.

39

40.

41.

42.

43.

45,
46.

47.

48.

49,

50.

51

52.

53.

54.

55.

https://www.cedefop.europa.eu/files/3075_en.pdf

Eurostat, https://ec.europa.eu/eurostat/statistics-explained/index.
php/Adult_learning_statistics_-_characteristics_of_education
and_training#Employer-sponsored_job-related non-formal_adult.
education_and_training

Brookings, ‘Education’s hollow promise of social mobility in Europe’,
December (2016).

See UNICEF (2018), ‘An unfair start : inequality in Children’s Education
in Rich Countries’, available at: https://www.unicef-irc.org/unfairstart:
“children aged 15 with parents in high-status jobs are much more likely
to expect to continue into higher education than those with parents in
low status jobs.”

NACE (2019) ‘Current Research on the Impact of Internships’ https://
www.naceweb.org/job-market/internships/nace-center-current-
research/

European Commission, ‘ICT for Work: Digital Skills in the Workplace’, 10
May 2017.

European Commission. The Digital Skills and Jobs Coalition. https:/
ec.europa.eu/commission/news/digital-economy-and-society-index-
2019-jun-11_en

Digital Economy and Society Index (DESI) (2019), See: https://ec.europa.
eu/digital-single-market/en/desi

European Investment Bank (2018). ‘Investing in Europe’s future: the
role of education and skills” https://espas.secure.europarl.europa.eu/
orbis/sites/default/files/generated/document/en/EIB-investing _in
europes_future_the_role_of education_and_skills_en.pdf

CEDEFOP (2018) ‘Insights into skills shortages and skills mismatch’
https://www.cedefop.europa.eu/files/3075_en.pdf

European Commission (2016), PISA 2015: EU performance and initial
conclusions regarding education policies in Europe.

European Commission, Digital Skills & Jobs

CNBC (2018), ‘The future of work won't be about college degrees,

it will be about job skills’, https://www.cnbc.com/2018/10/31/the-
future-of-work-wont-be-about-degrees-it-will-be-about-skills.

html ; CNBC (2018), ‘Google, Apple and 12 other companies that no
longer require employees to have a college degree’, https://www.cnbc,
com/2018/08/16/15-companies-that-no-longer-require-employees-
to-have-a-college-degree.html; Glassdoor, https://www.glassdoor.com/
blog/no-degree-required/.

Financial Times, 18 October 2018, ‘France faces growing threat of
skill shortage’https://www.ft.com/content/f8f4be92-d083-11e8-a9f2-
7574db66bcd5

Lohr, Steve. “As Coding Boot Camps Close, the Field Faces a Reality
Check.” The New York Times, The New York Times, 24 Aug. 2017, www.
nytimes.com/2017/08/24/technology/coding-boot-camps-close. html;
Robert Duffner, Salesforce.com. “The Rise of the Coding Boot Camp.”
Wired, Conde Nast, 7 Aug. 2015, www.wired.com/insights/2014/08]rise-
coding-boot-camp/.

Burger, A, ‘Extreme working hours in Western Europe and North
America: A new aspect of polarization’, London School of Economics,
2015. See also: https://blogs.Ise.ac.uk/politicsandpolicy/extreme-
working- -radically-increased-in-many-western-european-
countries-since-the-start-of-the-1990s/

ILO (2018) New technologies are bringing opportunities and challenges
to working lives http://www.ilo.org/global/topics/future-ofwork/trends/
WCMS_545675/lang--en/index.htm:;

https://www.eurofound.europa.eu/sites/default/files/ef publication/
field_ef document/ef19056en.pdf

Entrepreneur (2015). ‘How Telecommuting Reduced Carbon Footprints
at Dell, Aetna and Xerox’ https://www.entrepreneur.com/ article/245296
See literature reviews included in: Felstead, A. and Henseke, G. (2017),
Assessing the growth of remote working and its consequences for
effort, well-being and work-life balance. New Technology, Work and
Employment, 32: 195-212. doi:10.1111/ ntwe.12097; and Kelliher

C and D Anderson (2010), Doing more with less? Flexible working
practices and the intensification of work, in Human Relations 63(1)
83-106.

Thompson D. (2019), ‘Workism is Making Americans Miserable’,

The Atlantic, available at: https://www.theatlantic.com/

ideas/ archive/2019/02/religion-workism-making-americans-

miserable/583441/

For example, working in one’s free time to meet work demands is

carried out by one worker in five (22%) several times a month, with 7%

reporting that they do this several times a week and 2% doing it every

day. Eurofound (2017), Sixth European Working Conditions Survey

- Overview Report, available at: https://www. eurofound.europa.eu/

publications/report/2016/working-conditions/ sixth-european-working-
conditions-survey-overview-report ; Eurofound (2017) Working time

developments in the 21st century: Work duration and its regulation in

the EU, available at: https:// www.eurofound.europa.eu/sites/default/

files/ef publication/field ef document/ef1573en.pdf

56.

57.

58.

59.

60.

61

62.

63.

64.

65.

66.

67.

68.

69.

Eurofound (2017), Sixth European Working Conditions Survey —
Overview Report, available at: https://www.eurofound.europa. eu/
publications/report/2016/working-conditions/sixth-european-working-
conditions-survey-overview-report ; Eurofound (2017) Working time
developments in the 21st century: Work duration and its regulation

in the EU, available at: https://www.eurofound.europa. eu/sites/
default/files/ef_publication/field_ef_document/ef1573en.pdf; http://
www.bbc.com/news/world-europe-38479439, https://www. nytimes.
com/2018/03/23/nyregion/new-york-today-the-right-to-disconnect.
html

Burger, A, ‘Extreme working hours in Western Europe and North
America: A new aspect of polarization’, London School of Economics,
2015. See also: https://blogs.Ise.ac.uk/politicsandpolicy/extreme-
working-hours-have-radically-increased-in-many-westermn-european-
countries-since-the-start-of-the-1990s/

Eurofound (2010), Work-related stress, available at: https://
www.eurofound.europa.eu/sites/default/files/ef _files/docs/ewco/
tn1004059s/tn1004059s.pdf European Agency for Safety and
Health at Work, OSH in figures: stress at work — facts and figures,
available at: https://osha.europa.eu/en/tools-and-publications/
publications/ reports/TE-81-08-478-EN-C_OSH _in_figures_stress

at_work ; ESDE 2018 available at https://ec.europa.eu/social/main.
jsp?catld=738&langld=en&publd=8110&furtherPubs=yes,

The Pew Research Center has already been reporting on this since
20089, https://www.pewinternet.org/2009/11/04/social-isolation-and-
new-technology/ Check for more sources: https://www.forbes.com/ sites/
abdullahimuhammed/2018/12/21/10-remote-work-trends-that-will-
dominate-2019/#737e5f6d7c72

ILO- Eurofound (2019), Working Conditions in a Global Perspective,
available at: https://www.eurofound.europa.eu/sites/default/files/
ef_publication/field_ef_document/ef18066en.pdf

Tucker P. and Folkard S. (2012), Working Time, Health and Safety: a
Research Synthesis Paper, ILO Conditions of Work and Employment
series no. 31, available at: http://www.ilo.org/wcmsp5/groups/ public/—
ed_protect/---protrav/---travail/documents/publication/ wcms_181673.
pdf; National Center for Chronic Disease Prevention and Health
Promotion (2009), The Power of Prevention. Chronic disease . . . the
public health challenge of the 21st century, available at: https://www.
cdc.gov/chronicdisease/pdf/2009-Power-of-Prevention.pdf; EU-OSHA
(2014), Calculating the cost of work-related stress and psychosocial
risks. European Risk Observatory Literature Review, available at: https://
osha.europa.eu/en/tools-and-publications/publications/literature
reviews/calculating-the-cost-of-work-relatedstress-and-psychosocial-
risks

See for example: https://www.fastcompany.com/90284932/
vermontwill-give-you-10000-if-you-move-there-and-work-remotely

; https://www.marketwatch.com/story/these-9-cities-states-
andcountries-will-pay-you-to-move-there-2018-10-26 ; http://www.
regionalaustralia.org.au/home/wp-content/uploads/2019/04/RAl_SIP-
2018-2-1-2_FutureRegionalJobs_Booklet_Print_3.pdf

World Bank (2019) The Changing Nature of Work; and Gregory,

T, Salomons, A, & Zierahn, U,; (2016). Racing with or against the
machine? Evidence from Europe. Evidence from Europe (July 15, 2016).
ZEW-Centre for European Economic Research Discussion Paper, (16-
053).

See: https://www.mckinsey.com/featured-insights/future-of-work/ai-
automation-and-the-future-of-work-ten-things-to-solve-for

Marr, B. (2017) ‘The 4 Ds Of Robotization: Dull, Dirty, Dangerous
And Dear’, for Forbes, available at: https://www.forbes.com/sites/
bernardmarr, the-4-ds-of-robotization-dull-dirty-
dangerous-and-dear/#1c2b542e3e0d

McKinsey Global Institute (June 2018) Executive Briefing on ‘Al,
Automation and the Future of Work: Ten things to solve’, available
at: https://www.mckinsey.com/featured-insights/future- of work/ai-
automation-and-the-future-of-work-ten-things-to-solve-for#part2

; Frontier Economics (2018), The impact of Artificial Intelligence on
Work: An evidence review prepared for the Royal Society and the British
Academy, available at: https://royalsociety.org/-/media/policy/projects
ai-and-work/frontier-review-the-impact-of-Al-on-work.pdf

For more fascinating descriptions on futuristic yet plausible jobs see:
Cognizant (2017), 21 Jobs of the Future: A Guide to Getting — and
Staying - Employed for the Next 10 Years, Centre for the Future

of Work, https://www.cognizant.com/whitepapers/21-jobs-of-the-
futurea-guide-to-getting-and-staying-employed-over-the-next-10-
yearscodex3049.pdf; Cognizant (2018), 21 More Jobs of the Future: A
Guide to Getting — and Staying — Employed Through 2029, Centre for
the Future of Work, https://www.cognizant.com/whitepapers/21-more-
jobs-of-the-future-a-guide-to-getting-and-staying-employedthrough-

2029-codex3928.pdf
Kom Ferry Global Survey (2017), De10|tte HR Trends (2018) see:
h bi ib f

recrU|tment

See: https://datasociety.net/wp-content/uploads/2019/02/DS

23



24

70.

71

72.

73.

74.

75.

76.

77.

78.

79.

80.

81.

82.

Algorithmic_Management_Explainer.pdf
See MIT, Knight W. (2015) Robot See Robot Do, available at: https://
www.technologyreview.com/s/541871/robot-see-robot-do-how-robots-
can-learn-new-tasks-by-observing/ ; Rus D. (2018) Rise of the Robots:
Are you Ready?, Financial Times, available at: https:// www.ft.com/
content/e31c4986-20d0-11e8-a895-1balf72c2c11 Seeber |, et al
(2019), Machines as teammates: A research agenda on Al in team
collaboration, Information & Management, https:/ doi.org/10.1016/j.
mZQlELlQ;iLM available at: https://www. sciencedirect.com/science/
article/pii/S0378720619303337
Business Review, available at: 019/05,
algorithms-make-managers-worse ; Washington Post (2019), As
Walmart turns to robots its human workers who feel like machlnes
available at: .washingtonpost.com/gdpr-cof
natl0n—°/02ftechnolouv°/02f2019%2f06%2f06°/02fwalma|1 turns—
robots-its-human-workers-who-feel-like-machines%2f%3f&utm
term=.34521c0Oea2cc
Council of Europe (2018), Consultative Committee of the Convention
for the Protection of Individuals with Regard to Automatic Processing
of Personal Data, (Convention 108) Report on Artificial Intelligence,
Artificial Intelligence and Data Protection: Challenges and Possible
Remedies, available at: https://rm.coe.int/report-on-artificial-
intelligence/16809020f0 ; Courtland R. (2018), Bias detectives: the
researchers striving to make algorithms fair, Nature, available at:
https://www.nature.com/articles/d41586-018-05469-3 ; Chowdhury R.
and Mulani N. (2018), Auditing Algorithms for Bias, Harvard Business
Review, available at: https://hbr.org/2018/10/auditing-algorithms-
for-bias, Amazon already uses complex algorithms to track worker
productivity in its fulfillment centres, and can automatically generate
the paperwork to fire workers who don’t meet their targets. IBM’s
Watson reviews employees to assess the skills they have acquired
to make bonus, pay and promotion decisions based on its prediction
of future performance - it claims it has a 96 percent accuracy rate.
Meanwhile, experiments underway on the use of virtual or augmented
reality technologies are exploring how or whether they could facilitate
training, or reduce employee workload in sectors that rely on manual
tasks by offloading some of the worker’s tasks and responsibilities
to wearable devices, as well as simplify workplace tasks to improve
worker safety particularly in high-risk environments. Roos K. (2019),
A Machine May Not Take Your Job, but One Could Become Your Boss,
New York Times, https:// www.nytimes.com/2019/06/23/technology/
artificial-intelligence-ai-workplace.html; Lecher C. (2019), How Amazon
automatically tracks and fires warehouse workers for ‘productivity’,
The Verge, https:// www.theverge.com/2019/4/25/18516004/
amazon-warehouse-fulfillment-centers-productivity-firing-
terminations; Greenfield R. (2018), Your Raise Is Now Based on Next
Year’s Performance, Bloomberg, https://www.bloomberg.com/news/
articles/2018-07-09/ your-raise-is-now-based-on-next-
performance. Eurofound (2019), Digital age: Virtual and augmented
reality: Implications of game-changing technologies in the services
sector in Europe, Working Paper, available at: https://www.eurofound.
europa.eu/sites/ default/files/wpef19004.pdf
A 2018 survey by Gartner found that 22% of organizations worldwide
are using employee-movement data, 17% are monitoring work-
computer-usage data, and 16% are using Microsoft Outlook- or
calendar-usage data. See: https://www.cnbc.com/2019/04/15/employee-
privacy-is-at-stake-as-surveillance-tech-monitors-workers.html
See: https://www.accenture.com/be-en/insights/future-workforce/
workforce-data-organizational-dna
This includes changes in men’s attitudes towards married women
working, changes in women'’s beliefs about the effect of maternal
employment on children, as well as changes in women’s own sense of
self. See Olivetti C. and B. Petrongolo (2016), The Evolution of Gender
Gaps in Industrialized Countries, available at: https://www.bc.edu/
m/files/s Is/cas_sites/economics/pdf/worki ers
wp889.pdf
In 2017, employment in services accounted for 74% of total
employment in the EU28, compared with 66% in 2000, while
employment in industry decreased from 26% in 2000 to 22% in 2017
and agriculture halved from 8% to 4%.
Eurostat Labour market (including Labour Force Survey, https:/
ec.europa.eu/eurostat/wi our-market/earnings/database
European Institute for Gender Equality (EIGE), https:/eige.europa.eu/
news/better-work-life-balance-would-shrink-gender-pay-gap
Eurostat, https://ec.europa.eu/eurostat/statistics-explained/index.
php/Gender_pay_gap_statistics#Gender_pay_gap_levels_vary.
significantly_across_EU
See Eurostat data: 44% of women aged 30-34 in the EU 28 have
completed tertiary education, against 34% of men.
European Commission, She Figures 2018 report, DG RTD, file:///C/Users/
faullna/Downloads/KI0418555ENN.en.pdf

Eurostat, https://ec.europa.eu/eurostat/statistics-explained/images/0/0d/

83.

84.

85.

86.

87.

88.

89.

S0.

I,

92.

SEi,

94.

95

96.

e

98.

59

100.

101.

102.

103.

104.

105.

106.

107.

Distribution_of_persons_employed_as_ICT_specialists_by_sex%2C_
education_level and age%2C 2008 and 2018 %28%25%29.png
See: https://www.economist.com/international/2017/10/07/the-gender-

pay-gap
European Commission (2018), 2018 Report on equality between men
and women in the European Union, Luxembourg: Publications Office of
the European Union; European Commission (2016), Fact Sheet: Gender
balance on corporate boards: Europe is cracking the glass ceiling.
European Commission (2015), Non-standard Employment and Access
to Social Security Benefits, Research Note 8/2015, Directorate-General
for Employment, Social Affairs and Inclusion Employment & Social
Governance, Brussels; OECD, Policy Brief (July 2017), Going Digital: The
Future of Work for Women, https://www.oecd.org/employment/Going-
Digital-the-Future-of-Work-for-Women.pdf
Nesta (2019). ‘Gender diversity in Al research’ https://www.nesta.org.uk/
L i)

The Guardian (2015). ‘Women less likely to be shown ads for high-
paid jobs on Google study shows h];tp& ZZMtheguardlan ggm[
2015/jul/08,

technolo

study

Nesta (2019). ‘Gender d|ver5|ty in Al research’ https://www.nesta.org.uk/

r nder-diversity-ai

ESDE (2019) available at: https://ec.europa.eu/social/main.

jsp?catld=738&langld=en&publd=8219

OECD, Ageing and Employment Policies - Statistics on average effective

age of retirement, https://www.oecd.org/els/emp/average-effective-age-

of-retirementhtm

Gains in older people’s labour participation can also be attributed

to new, better-educated age cohorts replacing previous ones. See:

European Commission, ort 2018 - Current and

future income adequacy in old age in the EU (Volume 1), 2018.

For further explanations, Eurostat’s Statistics Explained, available at:

https://ec.europa.eu/eurostat/statistics-explained/index.php/Main_Page;

Eurostat, People in the EU - statistics on an ageing society.

OECD, Governments must take further action to boost job opportunities

at an older age, Www, gggg g g[gmplgmenthovernments must-take-
ld h

OECD (2018), Council Recommendation on Early Retirement, available
at: www.oecd.org/els/emp/Flyer_ AE_Council%20Recommendation.
pdf; Age discrimination remains an issue, while a significant proportion
of workers believe that they will simply be unable to keep up their
level of work beyond the age of 56. See: UN, World Population Ageing
Report (2015) available here: https://www.un.org/en/development/
desa/population/publications/pdf/ageing/WPA2015_Report.pdf ; The
Economist (2019), ‘Slower growth in ageing societies is not inevitable,’
https://www.economist.com/finance-and-economics/2019/03/28/
slower-growthin-ageingeconomies-is-not-inevitable?frsc=dg%?7Ce ;
Eurostat, Population Structure and Ageing https://ec.europa.eu/eurostat/
statisticsexplained/index.php/Population_structure_and_ageing#The
share_of_elderly people_continues_to_increase

Cedefop, Skills Panorama, available at: https://skillspanorama.cedefop.
europa.eu/en/occupations/health-professionals

Acemoglou D. and P. Restrepo (2019), Demographics and Automation,
available at: http://economics.mit.edu/files/16788

International Federation of Robotics (IFR), https://ifrorg/ifr-
pressreleases/news/world-robotics-report-2016

World Bank (2017), Skilling India, available at: http://www.worldbank.
org/en/news/feature/2017/06/23/skilling-india

World Bank Group, Global Inequality in a More Educated World, 2017
UNESCO Institute for Statistics; EIU, What's Next. Future Global
Trends Affecting Your Organization Engaging and Integrating a Globa
Workforce, 2015.

Eurostat, EU citizens living in another Member State - statistical
overview, data for 2017

In addition to often lacking sufficient language skills, limitations to use
existing qualifications and cultural differences, refugees and asylum
seekers often face additional barriers to enter the labour market such
as legal obstacles or mental health issues.

European Commission (2019), Sustainable Inclusion of Migrants into
Society and Labour Market, Publications Office of the EU: Luxembourg
Papademetriou D. et al (2019), Equipping Immigrant Selection Systems
for a Changing World of Work, Migration Policy Institute, Washington
DC

Eurostat, Residence permits — statistics on authorisations to reside and
work, data for 2017.

See for example the Visa for Freelance Visa that the German Federal
Government offers: /[[www.make-it-in-germany.com/en/jobs
setting-up-a-business/visa/freelance/

Immigration Policy Lab, The Struggle to integrate Muslims in Europe,
accessed June 2019




