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EXECUTIVE SUMMARY
Diverse forms of employment are on the rise: temporary work, agency work, platform work, and other multiparty
work relationships beyond full time, open ended contracts. The growing variety of workforce and workplace
configurations promises opportunities for greater labour market participation, increased worker autonomy and
dynamic career paths.
Integrating these different types of work arrangements within existing social protection schemes, education
systems and other institutional support programs calls for a collaborative approach among all relevant
stakeholders — companies, trade unions, advocacy groups, researchers, etcetera.
To contribute to that ongoing integration and inspire policy discussion, this report presents the output of a
multi-stakeholder dialogue that sheds light on the opportunities and complexities surrounding diverse forms of
employment. We concentrate on three main areas that deserve attention and could inform policy responses:
(1) access to good quality work, (2) social protections, rights and benefits and (3) skills and career development.
This report serves as a first step towards an enduring effort to improve work and working conditions for
workers across diverse forms of employment.

Access to Good Quality Work
Diverse, emergent forms of work, hold a number of opportunities, especially as Europe prepares for challenging
years ahead as a result of the COVID-19 pandemic. The relatively low entry barriers afforded by diverse
forms of work can facilitate immediate access to income streams for individuals without or in-between jobs.
Furthermore, the autonomy inherent in these diverse forms of work may help people improve work-life balance,
and assist governments seeking ways to address undeclared work.
On the other hand, the difficulties associated with accessing social protections and the legal barriers preventing
platforms from taking action in this regard, leave this new generation of workers more exposed to health and
safety risks. While some organisations have taken proactive steps to mitigate potential health risks (e.g. by
introducing contact free delivery of food), many refrain from doing so due to the risk of being reclassified as
employers. This disparity between what organisations could and are willing to do and what they are required or
may do based on the regulatory framework, puts workers in a disadvantaged position.
Some of the concerns include worker fatigue as a result of long or irregular schedules, unpredictability in
earnings, which can cause anxiety, and adverse effects of working remotely. When evaluating possible risks to
workers’ physical, financial, mental, and social well-being, it is important to differentiate among those working
on-location vs. those working off-location, as they may be combated with various different challenges.
Governments and organisations alike should find ways to embrace opportunities provided by diverse forms
of work, yet ensure that various mechanisms are put in place to mitigate potential risks to their well-being (e.g.
initiating peer-to-peer support groups).
With a prolonged economic crisis as a result of COVID-19 looming, the opportunities and complexities attendant
to novel job creation, working configurations and job retention must be assessed if we are to create good
quality jobs, instil fair working conditions, and foster cross-border harmonisation that supports diverse forms of
employment.
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Social Protection Rights and Benefits
Diverse forms of work, some of which are not currently an explicit part of social and regulatory frameworks,
are often performed by individuals classified as own-account workers. This limits workers’ access to the
social benefits typically enjoyed by workers who have full-time, open-ended contracts (e.g. unemployment
benefits, sick leave). To improve the quality of social and infrastructural support offered to the self-employed, it
is paramount that governments ensure social protection schemes are accessible to all workers, regardless of
their employment status.
The COVID-19 pandemic has exacerbated this situation, with some workers left with no income to fall back on.
To combat this, certain measures have been extended in a universal fashion to all workers — albeit temporary,
the ongoing adaptation of these measures presents an opportunity to revisit our current social system(s) and
develop more inclusive ones that provide protection to all workers in a manner that is systematic and enduring.
In this regard, it is important to note that even when diverse workers are formally protected, many of their
modalities do not meet specific requirements. As a result, when such workers seek to access social protection
benefits, they are unable to, in part due to gaps in national regulatory frameworks. In particular, a lack of
employment continuity or fewer working hours may result in insufficient coverage or limited social protection
benefits (e.g. pension, maternity and paternity benefits, sickness and health care benefits, and extended
benefits such as social vouchers). Minimum social protections standards are needed (e.g. injury insurance), at
least in the short run, to mitigate some adverse effects posed by this type of work.
Recent initiatives by the French and Italian governments serve as potential examples of how benefits for
platform-based business models might be upheld (e.g. efficiency, opportunity to engage in occasional work)
while still preserving workers’ autonomy. In particular, initiatives taken to this end grant some or all social
protection benefits to platform workers specifically, regardless of their employment status. Governments
seeking to take a similar approach should also acknowledge the diversity of people’s motivations for
participating in diverse forms of work (e.g. from earning supplemental income to full-time income), as well as
heterogeneity in the nature of work (e.g. task-based vs. shift work).
Furthermore, while better representation of workers across novel modes of work is believed to improve
working conditions, and in some cases balance out the power between workers and organisations, many
labour laws across Member States limit it. In order to advance workers’ position in this regard, new media
are needed that ensure workers are adequately and appropriately represented. Such media must consider
geographical dispersion and heterogeneity in the work performed (e.g. some workers perform work on
occasional basis only and may have little incentive to engage in collective bargaining). At the very least, social
dialogue should be encouraged to ensure interests of all actors (e.g. organisations, workers, consumers,
citizens) are heard, and accounted for (e.g. unions may be able to assist in this regard).
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Skills and Career Development of Diverse Workers
Skills and career development are critical to workers’ continual labour market participation. Reskilling
and upskilling opportunities are one way to prepare workers for the vagaries of the market, reduce their
dependency on a single work provider and increase labour market mobility overall.
While this responsibility largely rests with individuals, who predominantly learn from and through engagement
in everyday work (e.g. through deliberate practice), the private and public sector can play a role by (1) facilitating
reskilling and upskilling opportunities, (2) developing instruments that measure and support skills acquisition
and portability, and (3) participating in financing of training programs.
These new ways of working also open up the opportunity to imagine how continued training and education
might be provided to people. Some initiatives are already under way that could be scaled up. These include
(1) partnerships between organisations and third-party education providers (e.g. universities, online course
providers), (2) tapping into the power of online communities (e.g. facilitating peer-to-peer learning via forums),
and (3) encouraging/supporting informal learning opportunities on the job.
Furthermore, skills recognition is important if we are to utilize the full scope of workers’ talents as well as
tackle skills mismatch. In line with current labour market trends, micro-credentials seem a feasible means of
recognizing people’s achievements across a range of skills. In addition, acquisition and assessment of soft
skills is of paramount importance to the advancement of workers’ career prospects — especially in light of the
COVID-19 pandemic, which has effectively normalized remote working across a wide range of professional
domains.
Finally, skills portability is often contingent upon a worker’s existing reputation, for example in the platform
economy. This makes it challenging for workers seeking to switch organisations and for those workers just
starting on platforms. Individual Learning Accounts (ILA) could help bridge these barriers and provide a
mechanism to disburse financing equitably among all stakeholders.

Key Policy Recommendations
Regulatory clarity is needed on workers’ status that balances workers’ autonomy with adequate
social protection.
A common standard as to what constitutes a minimum level of social protection is needed, with
clear enforcement measures.
Policy makers should assess benefits that diverse forms of employment can offer in the COVID-19
post-recovery period, such as providing quick labour market access to the unemployed, those inbetween jobs, or marginalized groups.
Policy makers should ensure platform economy organisations provide greater transparency in
terms of how earnings are calculated and how tasks are assigned, which promises to provide
own-account workers with some level of predictability regarding their working conditions.
New social contracts should be made, in which insurance companies, platforms and legislators
work together to ensure diverse workers are protected from risks to physical, financial, social and
mental well-being, both during and after COVID-19.
Development of digital systems (e.g. for tracking working hours across different work providers) is
needed to adequately coordinate social protection in diverse forms of work.
Development of infrastructure is needed for issuance, storage and portability of micro-credentials
(e.g. such as EUROPASS).
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INTRODUCTION
Background and Policy Context
The way we work is changing. While full time employment remains the most prevalent, other forms of work
such as on-demand or platform based are on the rise across EU Member States (MS). These diverse forms
of employment, also referred to as ‘non-standard work’ (European Commission, 2016) and ‘new forms of
employment’ (Eurofound, 2020a), now account for 40% of the EU Workforce (European Commission, 2020a).
Diverse forms of employment include temporary work, agency work, on-demand work, platform work, and
other multiparty work relationships beyond full time, open ended contracts. To denote workers engaged in
these forms of work, and for clarity purposes, we refer to them as ‘diverse workers’.
EU Member States are generally praised for their generous social protection schemes, which promote social
cohesion and inclusion (European Commission, 2020a). Despite a number of compelling efforts by MS (e.g. in
Italy and France), there is a need to ensure social protection schemes (e.g. rights to unemployment benefits,
sick leave) are accessible to all workers, including those in diverse forms of employment, across MS. Even
when such rights are available (e.g. in the case of agency workers), they may be difficult to claim due to
stringent requirements (e.g. minimum number of working hours).
To reduce apparent disparities among full-time employed and diverse workers, some MS, unions and
companies have taken matters into their own hands. These efforts range from private sector companies
providing liability and or occupational insurance, safety gear and provision of sick leave, to state efforts to
administer more regulatory clarity (e.g. Germany). While offering an optimistic outlook, they represent isolated
efforts and discretionary choices. An effort to bring about regulatory clarity and cohesion on the Europe-wide
level is called for, to ensure adequate social protection for diverse workers.
It is imperative to explore such measures in the wake of COVID-19 pandemic. A number of services in which
diverse workers are engaged in (e.g. food delivery, parcel delivery) have proven to be essential, illustrating
the importance of these services, but also highlighting the workers’ position of vulnerability in terms of health
and safety risks (Eurofound, 2020a), even though many platforms have sought to mitigate potential risks (e.g.
through contactless delivery). It is additionally predicted that prolonged economic crisis will see a further rise
in diverse forms of work (Nordic Co-operation, 2020). Taken together, this calls for the urgent assessment of
opportunities and complexities related to job creation and retention, and a vision to create good quality jobs,
establish fair working conditions, and foster cross-border harmonisation for diverse forms of employment.
Equally important is the need to ensure diverse workers enjoy opportunities for skills development and career
advancement (Cedefop, 2020). While this responsibility largely rests with individuals — who predominantly
learn from and through engagement in everyday work (e.g. through deliberate practice, trial and error, and
coaching and mentoring) — the private and public sector can play a role in (1) facilitating reskilling and upskilling
opportunities, (2) developing instruments that recognize and ensure the portability of skills, and (3) (partially)
financing of training programs. The Council of the European Union (2018) recognizes investment in skills
development as an essential element in promoting lifelong learning and a more inclusive society (The Council
of the European Union, 2018).
Stemming from the output of a multi-stakeholder dialogue, this report aims to shed light on the opportunities
and complexities we face in regards to diverse forms of employment and also offer some policy pointers.
1

European Commission defines non-standard work as ‘fixed-term contracts, temporary agency work, part-time work and independent
contract work’ (Employment and Social Developments in Europe Report, 2014, p.30).
2

We opt for the term ‘diverse forms of employment’ or ‘diverse forms of work’ to acknowledge the scale and variety these work
engagements represent.
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In doing so, we hope to contribute to recent reports assessing the prevalence of diverse forms of employment,
including their scope and scale across MS (e.g. Eurofound, 2020a; CEPS, 2020), COVID-19 related risks
pertaining to diverse work (e.g. ILO, 2020a; ILO, 2020b; OECD, 2020a), potential policy frameworks (e.g.
Eurofound, 2020a; CEPS, 2020), and provision of training opportunities (e.g. Cedefop, 2020). In particular, we
add to this discussion an output from a unique setting that gathered a multitude of stakeholders with a common
goal to find intermediate, yet ambitious solutions to key questions concerning diverse forms of employment.
This report does not intend to be an end point to the discussions nor present an ultimate set of solutions; it
seeks to enable MS’ continued striving towards achieving a wider common good.

Objectives and Methodology
The debate on the future of work in the EU concerns a multilateral set of stakeholders —incumbent firms, SMEs
and micro businesses, labour unions, research institutes and activist groups. As the 2020 SPC annual review
of the Social Protection Performance Monitor (SPPM) points out, ‘social partners, civil society organisations and
other relevant stakeholders should be included in the design and monitoring of an adequate policy response’
(p. 71). We uphold and adhere to this approach .
This report is based precisely this kind of multistakeholder collaboration. The ultimate goal of this was to drive
discussions in three major areas: (1) access to good quality work; (2) social protections, rights and benefits; and
(3) skills and career development for workers in diverse forms of employment. While the debate is complex,
with a number of issues that call for attention, we focus on shedding light on key issues that require scrutiny, to
delve further into specificities and technical solutions in the later stages of a project.
The Future of Work project group gathered to jointly develop a report related to diverse forms of employment
and to inspire policy discussions. We chose to focus specifically on
Points of consensus among a multilateral set of stakeholders.
Cross-sectoral and national differences in regards to diverse forms of employment.
Good practices around EU Member States in regards to workers’ social protection, skills and
career development.
Policy pointers and innovative solutions.
The project hosted eight roundtable discussions in the period between September and December 2020,
as well as a workshop with the European Commission in order to receive feedback and elicit constructive
dialogue. To ensure transparency, project members were provided with meeting minutes after each roundtable
discussion. The meeting minutes were first transcribed and then summarised to reflect key discussion points. In
order to further substantiate arguments with available evidence and cutting-edge research insights, the project
developed and managed an exclusive online ‘resource library’, which collected relevant reports, academic
articles, white papers and policy briefings.
Roundtables were chaired by Fairwork Foundation, SMART Coop and Reshaping Work, whose members
include experts on the topics of the report, but who do not have a particular interest in influencing discussions.
Finally, the report was peer-reviewed by two external experts to ensure factual validity and address any omitted
arguments. Taken together, these steps ensured objectivity and transparency in the discussions, as well as the
validity of information contained herein.
The report reflects the views of its authors, based on the input of a wide range of stakeholders with different
viewpoints and positions. These discussions highlighted a number of differences of opinion, but also a desire
to improve work and working conditions for those in diverse forms of employment, across the EU.
3

We acknowledge that more meticulous sampling strategy is needed when it comes to project participants in order to ensure representativeness of all
relevant stakeholders (e.g. universities, social activists), scientific disciplines and geographic regions. However, such limitation was hard to overcome
due to the novelty of the project and time constraints; something we will strive to improve in the future.
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1 | Access to Good Quality Work
While some workers opt for diverse forms of employment due to their personal situation (e.g. opportunity to
generate extra income), others do so out of sheer need (Eurofound, 2019a). Thus, workers’ evaluation of the
positive vs. negative impact of diverse work will strongly depend on their personal circumstances (Eurofound,
2019a). While well-being is indeed highly subjective — depending on a person’s psychological traits, previous
experiences, or life-course trajectories, for instance — it is important to assess opportunities that may improve
workers’ well-being at the collective level, as well as possible adverse effects on their well-being.
The COVID-19 pandemic has made concern for workers’ well-being especially acute, with workers at the
forefront of efforts to deliver essential services (e.g. food, medical supplies) being particularly exposed to
contagion. During strict lockdown periods, platform workers faced a difficult choice: work, or avoid catching the
virus (Fairwork, 2020). This has further shed light on the disparity between workers in traditional employment
and those in diverse forms of employment (European Commission, 2020a). Many diverse workers who lost
their jobs found themselves without any income to fall back on. Ride-hailing drivers, for instance, have seen a
fall in transportation bookings of almost 80% (BBC, 2020). Other sectors that suffered significant losses, such
as tourism and hospitality, also happened to have the highest percentage of diverse workers, leaving them
especially exposed (ILO, 2020a).
On the other hand, the COVID-19 pandemic has demonstrated just how essential these services are. Food
delivery platforms, for instance, helped keep city residents safe by bringing food to their doorsteps, while at
the same time providing local restaurants with a lifeline. Similarly, ride-hailing platforms expanded the scope
of their services to provide transport of groceries and medical supplies to accommodate the growing demand
for those services. Slovakian platform HOPIN, for instance, turned their ride-hailing drivers into city couriers,
delivering food, medicines and parcels (Eurofound, 2020, July 3). These demands have also afforded income
opportunities to many who had been unemployed or seen their hours reduced due to lockdown restrictions.
Furthermore, it is important to acknowledge that diverse forms of employment hold considerable potential as
Europe prepares for the challenging years ahead. In particular, with EU unemployment projected to rise to 8%
in 2021 (European Commission, 2020a), diverse forms of work could lower the barriers of entry to the labour
market and provide those without jobs with immediate sources of income. These forms of employment (e.g.
in the platform economy) have been known to facilitate labour market access to marginalised groups (e.g.
stay-at-home mothers, people with disabilities) (Fabo, Karanovic, and Dukova, 2017), in this way contributing
to social inclusion (European Commission, 2020a). The flexibility enabled by diverse forms of work may even
improve the work-life balance of those trying to cope with the extra burden of managing their work and private
obligations simultaneously, and help policy makers tackle undeclared work (Eurofound, 2020a). Overall, there
is a potential for diverse forms of employment to enable greater labour market participation and assist Europe
through the economic recovery phase.
More than ever, it is crucial to ensure that the demands of the situation to get people back to work do not put
diverse workers in a vulnerable position, from a socio-economic and a healthcare perspective, with potentially
significant costs for social security systems. Creation of good quality jobs and assurance of a safe working
environment should be a priority. Relatedly, policies are needed to ensure compliance with measures that
safeguard workers’ well-being. This is in line with the Commission’s 2021 Work Programme, which includes
‘a legislative proposal to improve the working conditions of people providing services through platforms’ in
which fair working conditions and adequate social protection are central (European Commission, 2020d). In the
following section we seek to advance discussions in this regard.
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Worker Well-Being – Opportunities and Complexities
Worker well-being is generally understood to incorporate all aspects of working life, from the quality and safety
of the working environment and experiences with a specific organisation, to workers’ subjective satisfaction
with the work in its entirety. When it comes to the well-being of diverse workers, up to now the predominant
focus has been on the lack of safeguards to their physical and financial well-being (e.g. Huws et al., 2018;
Vandaele, 2018). However, well-being encompasses other aspects as well, such as social belonging and mental
health.
While diverse forms of work vary depending on the (platform) industry, they can be divided into two broad
categories: mobile labour (on-location work) (e.g. food delivery, ride-hailing, household services) and online
labour (off-location/freelance work) (e.g. graphic design, bookkeeping, programming). The former refers to work
where task matching happens online, and task execution requires physical proximity (Codagnone et al., 2016).
The latter, on the other hand, refers to when task matching and execution takes place online (Codagnone et al.,
2016). Each comprises different opportunities and complexities when it comes to workers’ well-being.

Mobile Labour Markets (On-Location Work)
Mobile labour markets can serve workers’ needs and enhance their well-being in a number of ways. Flexibility
is often regarded as a positive contribution towards workers’ work-life balance and autonomy to choose when
and how long to work provides freedom to fit work around other life commitments (Huws et al., 2017). For
instance, students may combine platform work with studying, providing them with complementary income to
ease financial pressure. Furthermore, individuals in between jobs may opt for part time, on-location platform
work while looking for a better job, or stay-at-home parents may find it convenient to engage in occasional
work in addition to their personal obligations.
Some platforms have also recently begun to experiment with passing the pricing baton over to workers (e.g.
Helpling allows service providers to set their own rates; Uber is also conducting experiments in Lyon , Geneva
and the US), which may lead to greater autonomy for some. While further research is needed to assess the real
benefits of price-setting by workers and the value it brings (e.g. for workers performing one-off or short duration
tasks, it may be costly and inefficient to engage in price negotiations), its potential certainly illuminates the
complex variety of organisation designs that diverse forms of work involve.
It is also important for us to acknowledge the complexities that can hinder workers’ well-being. While flexibility
is generally seen as a positive aspect of platform work, workers can often reap higher benefits by, for instance,
choosing when to make themselves available ‘on-demand’. For some workers, this can contribute to stress
and the feeling there is a lack of control over personal working hours (Pesole et al., 2018). Furthermore, working
during times of high demand can mean exposing oneself to severe weather conditions (e.g. in the case of food
delivery), which can cause inconvenience and potential health problems (Huws et al., 2017). Besides, earnings
unpredictability (Johnston and Land-Kazlauskas, 2018) can contribute to perceived financial insecurity as well as
mental health problems. Finally, workers that have a closer relationship with end users (e.g. household service
providers) may also be more exposed to workplace, exposing them to health and safety risks (Nielsen et al.,
2012).

Online Labour Markets (Off-Location Work)
Off-location work often requires higher-level skills (e.g. programming, graphic design), but there are some
exceptions. For instance, micro-tasks, such as those on Amazon Mechanical Turk, often require only basic
skillsets (e.g. filling in surveys). Similar to on-location work, online or off-location work is also praised for the
autonomy, improved work-life balance and increased productivity it affords (Eurofound, 2020a). These benefits
4

Visit https://www.leprogres.fr/economie/2020/12/28/lyon-ville-test-pour-les-chauffeurs-uber for more information.
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are further bolstered by potential reductions in office space and commuting costs. In addition, off-location
workers more often than on-location workers have the ability to set their own prices (e.g. on Upwork), which
allows them to optimise their effort as well as take advantage of global labour markets (e.g. for workers in
low-wage countries). Increased control and monitoring sometimes exercised in remote settings, may be
advantageous for disabled workers or those with health care problems, whom this may enable to carry out
work in an efficient and timely manner (Berg et al., 2018).
The complexities that come with off-location work, however, should not be neglected. For instance, the
‘constant availability’ required of off-location workers can lead to long working hours and a blurring of private
and professional life, potentially leading to high levels of stress (Eurofound and ILO, 2017) and adverse effects
on mental well-being. Furthermore, the greater level of monitoring and control inherent in these business
models can cause stress and anxiety (Eurofound, 2020d). This is commonly referred to as the ‘autonomy
paradox’ — flexibility and autonomy can make work more rewarding, yet lead to longer working hours and
increased stress levels, thus disrupting the apparent work-life balance (Eurofound, 2020a; Eurofound and
ILO, 2017). Moreover, the loneliness associated with off-location work, which was especially clear during
the COVID-19 crisis, can lead to a decreased sense of social well-being. Finally, looking for work requires a
substantial time investment (Berg et al., 2018), which can reduce motivation for these workers and contribute
to increased stress levels. Table 1 summarizes the opportunities and complexities associated with mobile and
online labour markets.
TABLE 1. Opportunities and complexities associated with diverse forms of work

Opportunities
On-Location Work
-Flexibility.
-Opportunity to
work for yourself.
-Extra income.
-Low-barriers to
labour market
entry.

Off-Location Work
-Inherent flexibility and
autonomy.
-Working for yourself and not
for others.
-Participating in the labour
market (e.g. for socially
marginalized groups, those
geographically isolated).
-Opportunity to work across
the globe and to share
knowledge.
-Potentially higher income
opportunities due to
‘borderless immigration’.

Complexities
On-Location Work

Off-Location Work

-Unpredictability of schedules.

-Social isolation.

-Inconsistent or irregular
earnings.

-Limited opportunities for
career development.

-Uncertain opportunities for longterm employment.

-Pressure to receive high
ratings and reviews.

-Difficulty assessing and
obtaining bank loans.
-Pressure to complete tasks in a
timely manner and obtain good
ratings.
*Note: These may not be
experienced by all diverse
workers; motivations and
individual experience play a role.

-Opportunity to work in
cutting-edge areas and to
develop cutting edge-skills

Sources: Berg et al., 2018; De Stefano, 2016; Eurofound, 2020d; Eurofound and ILO, 2017; Johnston and-Kazlauskas, 2018; Ropponen et al. (2019)

In the next section we present some avenues organisations might explore to mitigate the risks associated with
physical, financial, mental and social well-being, as well as the role policy makers might play in that regard.
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Mitigating Physical Risks
Depending on the nature of the job, diverse workers performing on-location work are generally more exposed
to health and safety risks (e.g. road traffic) than those working off-location. The COVID-19 pandemic has
particularly exacerbated this issue, with workers active in transportation, health care, catering, cleaning and
babysitting being more exposed to COVID-19 and financially more vulnerable should they become ill.
In this regard, some platforms have acted proactively to mitigate potential physical risks — for example, some
food delivery platforms sought to curb workers’ exposure to COVID-19 by introducing “contact free delivery/
payment”, instructing couriers to drop orders off outside, rather than meet their clients. Additionally, some have
offered diverse workers temporary ‘coronavirus hardship funds’ (sick leave), in exchange for medical evidence
of their inability to perform work. Finally, some platforms provided hand sanitizer, protective personal equipment
(PPE), and information on how to stay safe and healthy on the job.
A number of organisations have also partnered up with insurance companies to accelerate crisis response
and provide basic benefits related to occupational risks including accidents, third-party injury and property
damages, and in some cases even ‘off-the-job’ protections.
Despite these efforts, many potentially mitigating measures are at the discretion of organisations themselves,
which makes responses rather fragmented and inconsistent. The complexity lies in organisations’ fear of
reclassification (i.e. mandating workers to wear protective equipment could be used as a proof of control and
presume employment relationship), which ultimately leaves workers exposed. Indeed, some platform workers
have encountered problems accessing the aid provided by platforms (Fairwork, 2020). According to a survey
conducted among 745 gig workers from OECD countries, 35% of the 745 respondents answered that the
platforms they work with had taken measures to assist them during the pandemic, and just under half of this
number (44%) said that they were satisfied with the measures taken. Some reported dissatisfaction with PPE
provided or with the quantity of it for the duration needed (OECD/The Future of Work Institute, 2020).
Beyond the immediate need to tackle the health risks posed by COVID-19 pandemic, one particular issue
has become especially pronounced: fatigue, which is associated with long hours, extended shifts or irregular
hours. While worker fatigue is not exclusive to diverse workers and individual agency is at play — workers
may choose to work long hours or irregular shifts — the choice is not always entirely at their discretion. For
instance, algorithms of platforms can ‘nudge’ workers to stay logged-in by incentivising them to meet the preset earnings goals (Rosenblat, 2019). Fatigue is a problem for ride-hailing platforms and drivers for example, as
it poses risks both to drivers and others on the road. In order to address the potential safety risks, platforms
have taken measures, for example, limiting the amount of consecutive working hours, but there is a lack of a
common sectoral approach.
A robust policy response is needed if we are to identify and implement long-term solutions that mitigate
possible health risks for diverse workers. The fact that organisations are not always proactive to mitigate
workers’ exposure to health and safety risks (e.g. by providing PPE to workers) due to it potentially being used
as proof of employment relationship, is to the workers’ disadvantage. Thus, at least in the short run, this should
be addressed to deal with current challenges of COVID-19 (see Table 2 for a summary of opportunities and
complexities in this regard).

12

Mitigating Financial Risks
Online Labour Markets (Off-Location Work)
Ensuring fair earnings and generally a decent standard of living for workers in diverse forms of employment has
been a topic of debate for quite some time. In the early days, many ‘gig platforms’ were criticised for creating a
new class of low-income laborers. However, Eurofound (2019) has shown that the bad reputation in regards to
earnings is based on early evidence. Nowadays, according to their findings, earnings on platforms are higher
than the wages of comparable jobs sourced offline and thus generally deemed ‘decent’ (Eurofound, 2019a).
To ensure that organisations’ responses in this regard are not fragmented, the European Commission has
recently proposed that workers in the EU receive adequate minimum wages. The aim is to make sure that
workers have access to ‘a decent living’ and that gender inequalities in terms of earnings are reduced
(European Commission, 2020, October 28). Nicolas Schmit, EU Commissioner for Jobs and Social Rights,
recently pointed out that 10% of workers across EU Member States live in poverty. Fixing a minimum wage
would be to keep up with the overall growth trend of other wages (European Commission, 2020, October 28).
In reality, however, all Member States already have statutory minimum wages. The implications of changing
or fixing these wage rates differently raises concern among various stakeholders. ETUC, for instance, which
represents 45 million members from 90 trade union organisations in 38 European countries, believes that a
“statutory minimum wage” would improve workers’ financial well-being. ETUC maintains that statutory minimum
wage would prevent exploitative practices (e.g. paying workers low wages) and promote collective bargaining
as a worker’s right. They further add that such a treaty would work only if it prevents Member States from
setting their statutory minimum wages below a threshold of 60% of the median and 50% of the average wage
(based on national full-time gross wages). On the other hand, Sweden and Denmark (and Iceland and Norway,
outside the EU) with the backing of unions, oppose the directive as they fear that Brussels’ intervention could
result in lower wages for their workers (The Guardian, 2020).
In six Member States (Denmark, Italy, Cyprus, Austria, Finland and Sweden) minimum wages are determined
by collective agreement. The European Commission argues that ‘countries with high collective bargaining
coverage tend to have a lower share of low-wage workers, lower wage inequality and higher minimum wages’
(European Commission, 2020, October 28). The key to collective bargaining systems, especially in the Nordic
model, is not just the effective contribution of workers’ voices, but a system where both sides are adequately
represented and operate on a basis of trust and mutual self-interest.
Companies also point out that many business models working with diverse workers operate on the principle
of ‘non-exclusivity’ and workers’ ability to set their own times, schedules, rates (e.g. TaskRabbit, Helpling) and
work on a ‘gig to gig’ basis. When platforms have to give workers — often typically active on multiple platforms
at the same time — a minimum wage, this distorts their business model and requires them to convert to a more
classical business model in which workers have to formally sign in for and work pre-determined shifts. This
might reduce the efficiency of the service provided (Stein, 2020) and result in inappropriate matching of supply
and demand, which platforms are often praised for. Set shifts and obligations to work may also compromise the
flexibility and limit their earnings potential of self-employed workers as they will no longer be able to multihome
— argue platform companies.
Furthermore, the impact on consumers (end users) should be considered. Companies like Uber, Bolt and
Wolt have significantly reduced the cost of private transportation. For some groups of consumers — disabled
individuals living on low incomes, for example — using taxis regularly to visit doctors is a part of their reality. For
them, cheaper ride-hailing options (compared to traditional taxis) are very important.
Allowing workers to set their own rates may also be a way to ensure ‘fair earnings’. On TaskRabbit, for instance
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workers can set their own hourly rates, and as the company claims, the minimum wage is two to three times
the minimum wage in every country they operate. In order to avoid a race to the bottom in terms of pricing,
TaskRabbit has a floor in the EU, whereby workers cannot set a rate that is less than a minimum wage in a
particular country plus 20%. A German platform for household services called Helpling operates on a similar
basis. However, such a structure may not be economically efficient for short-duration tasks, where workers
would need to take multiple parameters into account to set an adequate price.
Overall, fragmented views and practices when it comes to ensuring ‘fair earnings’ call for more research in
regards to the possible consequences statutory minimum wages would pose for companies, workers and
consumers, as well as to Member States. Table 2 summarises what organisations and policy makers can do in
the short run to mitigate potential risk to workers’ financial well-being.

Ensuring Earnings Transparency
A major point of concern for many diverse workers is the uncertainty that surrounds their financial outlook. Prior
to the COVID-19 outbreak, diverse workers had already expressed some anxiety and stress due to the financial
insecurity that comes with their working model (Berger et al., 2018; Zurich-Oxford, 2020). Unsurprisingly, their
concern has become more pronounced during the COVID-19 pandemic. According to the OECD (2020a), many
diverse workers expressed a pressing need for more work opportunities. It is hence important to acknowledge
the anxiety surrounding ‘work uncertainty’, not only as a consequence of the pandemic, but also as a systemic
problem that is inherent to this type of work.
On the one hand, a core advantage afforded by diverse forms of work, particularly those that are technologydriven, is workers’ ability to swiftly respond to changing market realities. For example, in June 2020, to combat
the large number of ride-hailing drivers being left with no jobs, Uber introduced ‘Uber Direct’, in partnership
with several other organisations. Uber Direct utilizes Uber’s digital infrastructure to help drivers find new work
opportunities in sectors that have seen a rise in demand, such as parcels delivery (e.g. delivering parcels for
the national postal service CTT in Portugal). Another initiative, ‘Uber Medics’, which works in partnership with
governments, provides rides for healthcare staff in the UK, Brussels and Madrid, to name a few. The Adecco
Group has also supported Lufthansa workers, who faced a drastic drop in demand, to transition towards jobs in
e-commerce, which was booming in 2020.

Mitigating Risks to Social and Mental Well-Being
Many of the problems associated with diverse forms of work mentioned in the previous sections could also
have an impact on the mental and social well-being of the workers.
Isolation and loneliness have previously been reported to especially affect diverse workers, and these have
increased exponentially during the COVID-19 pandemic. A number of workers have seen adverse effects to
their mental health, and reported the strict lockdown periods as among the most stressful of their careers
(World Economic Forum, 2020; The Zurich-Oxford, 2020).
According to a survey conducted by the Future of Work Institute among gig workers on appjobs.com, 25% of
the 1300 gig workers surveyed indicated lack of interaction with colleagues as one of the biggest challenges
(Future of Work Institute, 2020, p. 47).
Some initiatives have been taken to combat this. In order to foster community and facilitate conversation,
TaskRabbit has established ‘Tasker Facebook pages’ for every country in which they operate. Through this
platform, Taskers can keep up with product changes and company news, create discussion groups with other
Taskers, and learn tips and tricks from each other. A Tasker can even create a poll in order to receive input from
the rest of the community. Such initiatives can allow companies to receive regular, up-to-date feedback and
respond accordingly, in addition to assuaging the feeling of isolation experienced by workers.
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At the policy level, some initiatives are also underway. One of these is ‘the right to disconnect’, in which workers
have a right to switch off their technological devices (e.g. the apps they work from), without facing professional
repercussions (Eurofound, 2020b). Having the protected right to switch off or disconnect is one way to reduce
fatigue and thus improve workers’ overall well-being. While many platforms already have such policies in place,
regulatory action would ensure consistency across platforms as well as compliance. Furthermore, the oversight
implied in the EU Directive on ‘transparent and predictable working conditions’ — organisations providing
on-demand work are mandated to be more transparent in terms of working conditions — could also have a
positive impact on workers’ mental well-being.
Considering all this, more research is needed to understand the extent to which diverse forms of employment
impact workers’ social and mental well-being and how these effects can be combated. New social contracts
should be made, in which insurance companies, platforms and legislators work together to ensure diverse
workers are protected from risks to physical, financial, social and mental well-being, both during and after
COVID-19. Table 2 offers an initial set of actions that can be taken to advance these goals, as well as some
complexities that surround them.
TABLE 2. Summary of opportunities and complexities for improving workers’ well-being

Opportunities

Complexities
Physical well-being

- Using technology-driven solutions (e.g. ‘contact free
delivery/payment’ as implemented by food delivery
platforms) to combat the health risks of COVID-19.
- Compensation for two weeks sick leave (administered
by the government, which may have better oversight
across workers’ sources of income) if workers have
come into contact with or have positively tested for
COVID-19.
- Providing basic PPE such as hand sanitizers, protective
masks and information on how to stay safe and healthy
on the job.
- Free of charge ‘occupational health and safety
insurance’.
- Protective equipment (e.g. fluorescent jackets) for
workers exposed to road hazards, for instance.

- Limiting worker protections to address only physical and
financial Well-being is too narrow
- Whilst some platforms offer accident and liability
insurance free of charge or at very favourable rates, not all
are mandated to do so by law, resulting in the fragmented
coverage seen to date (the provision of benefits —
including the purchase of equipment or insurance —
poses a risk for companies as it can be used as proof of
employment for the purposes of reclassification).

Financial well-being
-Transparency in terms of potential earnings can
mitigate workers’ fatigue.
- Financial education can allow workers to optimise
their working hours and equip them with needed skills
to manage their accounts and businesses.
- Cross-platform collaboration mediated by third parties
(e.g. Cachet) could shed light on the actual working
hours and allow platforms to provide better earnings
estimates for their workers and help them optimize
their working hours.
- Legal clarity regarding what constitutes fair earnings
could improve financial well-being of workers.
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- In most EU countries the hourly earnings of diverse
workers are generally deemed decent compared; risks are
associated with unpredictability of work availability rather
than the actual pay for the work itself.
- While platforms may signal opportune times for workers
to be active, they don’t always disclose crucial work-related
information (e.g. suggested routes, in the case of ridehailing apps), although this is industry-dependent and more
prominent in some than others.
- A minimum wage directive could artificially increase the
barriers to access for diverse workers if it causes online
platforms to change their business model from task- to
shift-driven.

-In many legislative frameworks (e.g. the Netherlands)
even those in employment relationship, such as temporary
agency workers, are not eligible to claim all social benefits
due to the sporadic nature of the work. To combat this,
policy makers should strive for a more universal system
that also includes diverse workers as indicated in the
Recommendation of November 8, 2019 on access to social
protection for workers and the self-employed (2019/C
387/01).
Social and Mental well-being
- The stress generated from financial instability has
been found to negatively impact the mental health and
subjective well-being of diverse workers.

- Greater understanding of how algorithms function could
aid in understanding potentially adverse effects.

- Flexibility has been shown to improve work-life
balance and is generally valued by workers.

- Technology-mediated work and work evaluations such
as rating systems can negatively impact workers’ mental
well-being.

- Initiation of workers’ forums (e.g. Facebook groups)
could allow organisations to understand workers’
concerns and direct them to the appropriate authority.

- There is no central place where diverse work is recorded,
complicating the task of tracking workers’ actual hours (and
potentially adverse effects such as fatigue).

- Capping the number of hours a worker can be logged
onto an app can combat workers’ fatigue (although
multi-homing needs to be considered).
- Financial education as well as mandatory
unemployment insurance could help alleviate negative
stressors when diverse workers are in-between jobs
(Zurich-Oxford, 2020).
-Technology-driven organisations can mitigate possible
risks to mental well-being (e.g. ‘nudging’ by algorithms)
by conducting extensive tests prior to implementation.

Policy Pointers
While a number of platforms have taken adequate steps to safeguard the health and safety of those who find
work through them, it is important to note that responses are fragmented and largely temporary. For instance,
while some platforms have introduced occupational insurance or protective safety gear (e.g. Glovo), others
refrain from taking such steps due to possible repercussions regarding workers’ legal status reclassification.
Hence, any initiatives taken thus far have been largely voluntary. It remains unclear who should be responsible
for providing benefits and insurance to workers. In summary, the following recommendations may advance
discussions in this regard:
Workers’ well-being should be measured according to physical, financial, social and mental wellbeing benchmarks. In addition, where it is not already taken into consideration, workers’ self-reported
satisfaction with the work they are doing should be taken into account.
Policy makers at the national level could consider partnering with organisations providing diverse forms
of work to tackle challenges in the post-COVID recovery period (e.g. swift labour market access for the
unemployed).
Policy makers should ensure organisations providing diverse forms of employment (platforms) provide
transparency in terms of potential earnings, work pattern organization and task allocation, taking into
account differences in the nature of work performed.
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Policy makers should ensure implementation of and compliance with basic protections at work, such as
injury insurance, by drawing inspiration from existing frameworks (e.g. French Charter). Any extension of
protections should be incentivized and paired with legal certainty.
More research should be initiated to understand how organisations can better safeguard the mental wellbeing of workers in the face of financial insecurity and remote working, especially following the COVID-19
pandemic.

2 | Social Protections, Rights & Benefits
Diverse forms of work, and specifically platform work, is predominantly related to self-employed status, with
workers usually lacking access to some social protections (e.g. unemployment benefits, paid sick leave). This
further adds complexity when workers are unaware of the potential risks that come with this type of work (e.g.
risk of injury) as well as potential long-term consequences (e.g. inability to access bank loans). Ursula von der
Leyen, President of the European Commission, has expressed her intent to ‘look at ways of improving labour
conditions of platform workers’ (von der Leyen, 2019).
The COVID-19 pandemic has intensified this situation, with some diverse workers left with no income to fall
back on. To combat this, some measures have been extended in a universal fashion to all workers (Lane,
2020). Although most of these are temporary, they present an opportunity to revisit our current social systems
and develop more inclusive ones that provide protection to all workers, regardless of their employment status,
in a manner that is systematic and enduring (Aloisi, 2020). While some diverse work, such as platform work, is
still considered marginal (1-2% of workforce is believed to be engaged in platform work as a main job and 10%
occasionally; Eurofound, 2020a), it is a growing trend that deserves attention.
When it comes to ensuring access to social protection for all workers, the debate has centred around the
accurate classification of platform workers. While they are predominantly classified as freelancers (Aloisi,
2020; Lane, 2020), they are not always completely independent or genuinely self-employed. For instance,
depending on the nature of the work, they may not be able to set their own prices and may be penalized for
rejecting tasks or for not providing services for an extended period of time (ILO, 2018; Lane, 2020). The latter
is especially problematic in the light of COVID-19, with workers reportedly not getting tested due to a fear of
testing positive and it negatively impacting their work on platforms (Tapper, 2021). Furthermore, control and
monitoring by algorithms can further blur the boundaries between employment and self-employment.
Beyond the binary classification of self-employed vs. employee, some MS have implemented intermediate
provisions to protect diverse workers. In France and Italy, for instance, some or all entitlements to social
protections, respectively, have been extended specifically to platform workers. These initiatives by France
and Italy stand as examples that the platform business model can be encouraged by MS for its efficiency
and acclaimed opportunities, yet also demonstrate that they must ensure that all workers, regardless of their
employment status, are entitled to social rights and benefits. Universal provisions would acknowledge the
diversity of motivations workers have for participating in this type of work - while some workers engage in it
only on an occasional basis in order to socialize or earn extra income, others do it for living (Rosenblat, 2016).
Regardless, under these provisions, all have the right to a certain level of social protection.
In addition, we need to acknowledge the changing nature of work. Diverse forms of work include ‘task-based
work’, which differs from the ‘shift-work’ more common in traditional employment. The former can be completed
in a matter of minutes, whereas the latter can be measured in hours worked. In practice, the distinction
between a ‘task’ versus a ‘shift’ is an important one, as the latter requires workers to sign in and commit to a
pre-set or ‘exclusive’ schedule that can last anywhere from two hours to a full workday. For example, a barista
at Starbucks cannot decide on an order-to-order basis whether or not to prepare customers’ coffee or stop
working at any given point in time.
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This distinction between task and shift-based work lies at the core of the platform way of organising. The
issue might lie in measurement — while shift work is based on a predetermined number of hours, task-based
work can take anywhere from a few minutes (e.g. delivering a parcel) to few days (e.g. web design), and it is
thus based on an outcome. Non-exclusive app-supported work has been shown to be highly efficient (as the
amount of work is tailored to constant fluctuations in demand) and greatly valued by consumers. Taking this into
account, it is essential not to hinder the benefits afforded by platform economy, while ensuring that workers’
interests are adequately protected.
To further advance discussions in this regard, we organise opportunities and complexities into three broad
streams: (1) extending social protection, rights & benefits to diverse workers, (2) classifying diverse workers, and
(3) workers’ representation.

Extending Social Protections, Rights & Benefits To Diverse Workers
The European Commission has acknowledged the need for the social system to adapt to changing labour
market trends. Currently, 40% of EU workers are either diverse workers or self-employed (European
Commission, 2019) and an average European worker changes jobs 10 times during the length of their career.
While self-employed workers are expected to organise their own safety needs, we need to acknowledge that
there is relatively small but a growing group of vulnerable self-employed workers who are not able to do so,
and who therefore may benefit from publicly organized social protections. The challenge of extending social
protection schemes to all workers lies in the fact that they often do not meet the threshold requirements
needed to access them.
Existing social protection schemes across MS mostly have an extensive set of requirements, such as a minimum
number of working hours, which diverse workers often do not meet on a single platform. For instance, nine
European countries have a minimum number of hours requirement, which leaves many workers out of social
protection schemes (European Commission, 2019). Similarly, while temping agency workers enjoy employee
status and are entitled to social protections, in practice, they often do not meet the threshold requirements
making them ‘eligible’ for these rights. In Belgium, for instance, workers only have access to social protection
benefits once they have worked for 312 days over a period of 21 months.
In general, diverse workers have similar social needs as any other type of worker (e.g. sick leave, medical
insurance, a meal during work day, affordable childcare services), however, in the current regulatory context,
they are left out of some of these programs (e.g. social vouchers for meal or childcare ).
In addition, social protection schemes are often linked to a single employer, not taking in account that workers
are increasingly working for multiple work providers — a practice called ‘multihoming’. Since workers that
multihome clock even less time for one specific account than temporary agency workers, meeting the legal
requirements to become eligible for social protections under current legislation is challenging.
Overall, building upon the European Commission’s suggestions (European Commission, 2019) to extend the
following rights to all workers, regardless of their employment status, promises to significantly improve their
situations, especially for the most vulnerable among them.
Unemployment assistance

Old-age benefits

Sickness and health care benefits

Benefits in case of accidents at work or workrelated diseases

Maternity and paternity benefits
Invalidity benefits
5

Extended benefits (e.g. social vouchers for food,
transportation, childcare)

Visit https://werk.belgie.be/nl/themas/werkloosheid-en-weer-aan-het-werk/volledige-werkloosheid#toc_heading_4 for more information.
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Classifying Diverse Workers
The things that often complicate workers’ access to social protections are their legal status and the
entitlements attached to it. In this regard the debate has centred around (1) reclassification to employee status,
(2) independent contractor status with social security benefits extended to all types of work, and (3) creation of
a ‘third category’.
In recent years, a number of court cases have been brought forward; while they are not inherently
contradictory, they are fact-dependent, reflecting the heterogeneity of realities. This makes it difficult to discern
the right way to classify diverse workers. For instance, the Court of Amsterdam ruled in mid 2018 that a
Deliveroo rider was not an employee, whereas the same court concluded differently in 2019 in a ruling brought
forward by trade unions, which is currently being challenged by Deliveroo .
The issue of appropriate classification is complex: it is important to achieve balance among the needs and
interests of workers, companies, customers and other relevant stakeholders. For instance, reclassifying
platform workers as employees would likely impact the size of the market (e.g. the number of prospective
workers), undermine differences in workers’ motivations (e.g. those that want to engage in platform work only
occasionally) and hamper consumer experience overall. The platform business model, which is focused on
AI-driven optimization of capacity, could also be significantly impacted. Other relevant stakeholders, such as
restaurants, could also experience negative impacts due to a lack of demand or inefficient matching. This
points out the need to assess impact on the ecosystem as a whole and balance the interests of different
parties.
Some countries have introduced the so-called ‘third category’, which includes elements such as ‘employee-like
persons’ (e.g. Austria), ‘economically dependent self-employed persons’ (e.g. Spain, Slovenia), and ‘dependent
contractors’ (e.g. Sweden) (CEPS, 2019). In the MS that have established this type of working status, workers
partly enjoy the social protection benefits afforded to employees. Some MS have also established other
mechanisms that allow individual persons to perform work outside of their usual jobs, such as the ‘special
business account’ in Estonia or the ‘free receivers’ in Denmark (CEPS, 2019). The latter may be beneficial for
those workers who engage in diverse forms of work only on an occasional basis.
In recent years, France and Italy have passed laws addressing platform workers directly. In France, platform
organisations must comply with a set of obligations, such as insurance and training of ‘dependent’ selfemployed workers. The El Khomri law, adopted in France in 2016, can be seen as an implementation of the
‘third category’ (Daugareilh et al., 2019): only economically and technically dependent people that do work
through platforms fall under the classification (Aloisi, 2020). The 2019 French reform further encourages the
adoption of codes of practice, identifying mutual rights and responsibilities for platform workers . While the
French government has specified certain rights applicable to platform workers, the Italian government, on the
other hand, has extended all mandatory social protection rights to a subset of self-employed workers, deemed
not ‘genuinely autonomous’ (Aloisi, 2020). The Italian law says that all workers who are etero-organizzato must
be offered social protections unless they specifically opt out of them through collective agreements (Aloisi,
2020).
In addition, the German Federal Ministry of Labour and Social Affairs is holding platforms accountable, asking
that they take greater responsibility for ensuring that their independent contractors are provided with adequate
working conditions and social protections that do not infringe on their worker status. ‘The aim is to give ownaccount workers in the platform economy access to basic protective mechanisms under labour and social law,
6

See more information on social vouchers here: https://association-svia.org/social-vouchers-efficient-tools-to-support-social-policies/.
ECLI:NL:RBAMS:2018:5183 Rechtbank Amsterdam, 23-07-2018, 6622665 CV EXPL 18-2673
8
ECLI:NL:RBAMS:2019:210 Rechtbank Amsterdam, 15-01-2019, 7044576 CV EXPL 18-14762
9
The legislation initially also contained provisions for a Charter, which would permit platforms to offer platform workers greater social protections without
this being used as evidence of an employment relationship.
7
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and to ensure that companies can be certain of a level playing field when it comes to key operating and
employment conditions’ (The Federal Ministry of Labour and Social Affairs, 2020, p. 3).
An appropriate assessment of workers’ status may require time and evidence gathering, and due to the
diversity in platforms and forms of work, assessment would likely need to be carried out on a case by case
basis. However, policy makers may focus on intermediate solutions that can alleviate the negative effects
diverse workers face, as the above examples in France, Italy and Germany illustrate.

Need for Regulatory Cohesion Across EU Member States
Multiple contributions to overlapping schemes across MS, which today represents a common shortcoming,
should be tackled. One way to overcome this would be by creating and maintaining a public database of
workers’ work history, which can increase transparency, verifiability and compliance. In this regard, as per
Council recommendation , MS are now encouraged to ensure that entitlements are preserved, accumulated
and/or transferable across all types of statuses and industries throughout a person’s career. It is also important
that we review the rules governing contributions and entitlements across MS so that they don’t infringe upon
rights of people who do their work for extremely short periods of time or in a discontinuous way, with limited
earnings.

Need for Regulatory Certainty
In general, compromise is needed between the more radical option of presuming all relationships are
employment relationships, or granting independent contractor status to platform workers, without them being
entitled to any social protections.
It is possible to imagine a scenario in which public and private mechanisms are combined to offer an adequate
level of social protection yet are still adaptable enough to suit different work configurations or individual
preferences. This ‘smart mix’ would ensure that organisations, governments and unions can work in sync
and take responsibility for monitoring agreed-upon social protections such as earnings, working hours and
application of health and safety standards (Potocka-Sionek and Aloisi, 2021). The European Commission had
considered such an option in its early days — based on the principles governing co-regulation — and that could
be revised considering new knowledge and evidence gathered since.
TABLE 3. Summary of opportunities and complexities associated with regulating diverse employment status

Opportunities

Complexities

Regulatory Cohesion Across Member States (MS)
- MS/EC should strive to create infrastructures that
scaffold and govern interoperable public databases
intended to increase transparency, verifiability and
compliance.
- MS/EC should strive to review the rules to ensure
contributions and entitlements are extended to
those performing work of short duration or limited in
frequency.
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- Cohesion across Member States is needed in order
to encourage business innovation and give companies
operating in Europe a level playing field.

Recommendation dated November 8, 2019 on access to social protections by workers and the self-employed (2019/C 387/01).
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Regulatory Certainty
- Regulatory clarity could significantly improve the
professional lives of diverse workers and compel
organisations to comply with legal measures.

- For platform organisations, reclassification would infringe
upon the on-demand business model and potentially
reduce labour market participation.

- An approach that takes into account diverse workers’
realities — such as their need for flexibility and their
tendency to multihome — can serve the interests of
workers and the organisations they work for.

- Even if workers are given employee status, there is the
risk that organisations’ not being able to assess basic social
protections due to stringent requirements.

- Hours completed on multiple platforms could be
aggregated to enable workers to meet the threshold
requirements (this may prove challenging as being
logged into an app doesn't always equate to time
working).

- Taking workers’ choices into account will be an important
task. They may wish to work independently or occasionally
depending on their personal situation.
- Reclassification may harm stakeholders such as
‘restaurants’ and ‘consumers’ across the ecosystem
(more research is needed on these potentially negative
consequences), harming the economy and hampering its
recovery potential.

Worker Representation
Worker representation and the provision of a collective voice is believed to improve workers’ conditions and
balance the power workers have vis-à-vis organisations (OECD, 2019). However, according to many labour laws
across MS, any form of collective bargaining for the self-employed could be seen as a cartel (Lane, 2020).
Some recent events, however, indicate a growing inclination towards extending collective bargaining rights
to diverse workers. For instance, the Italian government (Italy’s Law No. 128/2019) has 'established minimum
levels of protection for self-employed workers who carry out the delivery of goods on behalf of others, in urban
areas, through platforms, including digital ones’. In several other countries (e.g. France, Spain), independent
worker unions are de facto negotiating working conditions on behalf of their members (OECD, 2019). While this
poses potential risks due to antitrust laws, it is believed that this approach may be supported by the European
Commission in the future, which is looking to support workers in weak negotiating positions (White and Turner,
2020).

Implementing Adequate Infrastructure
In order to ensure the body that represents workers’ takes into account differences across sectors and types of
work arrangements, an adequate infrastructure must be in place.
Unlike traditionally employed workers, diverse workers perform work for multiple organisations, which
may make it challenging to safeguard their interests, which in turn demands coordination among multiple
stakeholders. Furthermore, diverse workers are often geographically dispersed and typically have limited
interactions with their peers, which makes collectively voicing their rights through face to face channels more
challenging. Finally, the majority of platform workers, for instance, work on a part-time or occasional basis and
for relatively short durations of time, which can diminish their motivation to invest time and effort in forms of
collective representation.
Unions could also play an important role in balancing the power between organisations and workers. Their long
experience representing workers and serving as mediators could be extended to this context. However, some
adaptation to new labour market realities may be needed from the union side — there are accounts of workers’
dissatisfaction with the way they are being represented, as expressed in the interviews with platform economy
11

Deliveroo's Rider Forum representatives in France are elected by electronic voting.
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workers in Finland (SAK, 2017). This points that the dynamics have shifted from one in which we speak of two
stakeholders (namely employers and employees) to contexts in which multiple stakeholders play a role (e.g.
riders, restaurants and consumers in the case of food delivery platforms). Nonetheless, given unions' long
history serving as ‘mediators’, there seems to be some room to adapt to these changing realities.
Utilizing technology could be a way to attenuate certain issues arising from diverse forms of work (e.g.
geographical dispersion). A number of online forums (e.g. uberpeople.net) initiated by workers or organisations
to engage workers in the debate generally admit to having a positive attitude towards collective effort, which
also includes union-led collectives.

Encouraging Social Dialogue
While implementing formal bargaining rights for diverse workers may take time, encouraging social
dialogue could be a way to empower workers as well as strike a balance among different stakeholders (e.g.
organisations, consumers). One such initiative was introduced in France — the 2019 Orientation des Mobilités
law allows platform organisations to provide a certain number of guarantees to workers without the risk of
it being used as a proof of employment relationship, provided that the workers have been consulted (Lane,
2020). Unions, relying on their extensive experience, could also be well positioned to facilitate dialogue among
all parties, being ever mindful of multiple constituents and their interests.
Overall, ensuring workers’ representation is of interest to all — workers, organisations providing diverse work
and the public sector. Thus, finding the right medium — one that allows worker representation to evolve in
line with new labour market developments — should be the priority. A proper medium should strive to find
ways to (1) incorporate voices of diverse workers, who are often geographically dispersed; (2) ensure that the
representation mechanisms developed represent the parties involved, (3) allow for representation from multiple
work providers (considering that workers often multihome) and (4) ensure implementation and enforcement of
collective agreements. Table 4 provides a summary of some initiatives that have been already put in place and
which could be shaped further to achieve common interests.
TABLE 4. Overview of existing initiatives
Workers’ representation

Description

Example

Trade union for diverse
workers

Operating mainly online and
connecting geographically
dispersed workers; providing
real-time guidance for diverse
workers.

Fair crowd work website established by IG Metall
(Germany) and Unionen (Sweden), together with AK
and ÖGB (Austria).

Trade union for diverse
workers

Reinvention of traditional trade
unions, more suited for recent
labour market developments
and with a particular focus on
diverse workers.

Independent Workers Union of Great Britain (IWGB).

Social dialogue

Facilitated by the public sector
as well as organisations
themselves (e.g. platforms)
to engage workers in policy
making as well as organizationlevel changes (e.g. changes in
algorithm).

TaskRabbit has set up a ‘Tasker Engagement
Programs’ to facilitate conversations and create
community discussion groups between active clients
and taskers to learn first-hand from their community
how to improve their services.
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Deliveroo established a Rider Forum in France at the
end of 2019 to promote social dialogue with riders. A
body is made up of elected representatives from the
French digital economy.

See https://digitalplatformobservatory.org/?s=representation&submit=Search&post_type=initiative for an overview of other similar
initiatives.
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Innovative Solutions for Improving the Benefits Provided to Diverse Workers
Building on a future scenario, in which the legal status of workers is clarified and minimum social protection
rights are extended to all, the next step would be to follow through with novel solutions and institutional
changes that reflect the current realities surrounding work for the 21st century workforce. Novel solutions that
warrant future attention include

Tailor-Made Protection Schemes that are Efficient, Reflect Worker Output and are
Affordable
According to the Recommendation of November 8, 2019 on self-employed and diverse workers’ access to
social protections , MS are requested to review the rules governing contributions and entitlements to ensure
they do not constitute undue obstacles to accessing benefits for those who perform work for an exceedingly
short duration or generate limited earnings.
Where there are remaining gaps in social protections for diverse workers, or to complement social protections,
private protection products, such as income protection insurance or pension savings products, could form
an efficient and made-to-measure addition. However, in practice, similar to social protection systems, private
insurance is also usually designed for traditional employees. Therefore, existing insurance products are often
not equipped to protect diverse workers. Since they are also not able to profit from employee benefits or social
security systems, it is even more relevant for organisations to find complementary, private protection solutions
(Zurich-Oxford, 2020). Platforms may consider facilitating such private protection (offering a subsidized group
agreement).
It is also worthwhile mentioning the rise of platform cooperatives — platforms owned and governed by workers,
users or both (Karanovic, Berends, and Engel, Working Paper). While they are far from being mainstream, coops are providing an alternative to the dominant platform model. Some successful examples include Partago,
an electric car sharing cooperative based in Belgium, and Canadian stock photography website Stocksy,
which operates globally. These cooperatively-owned platforms promise more fair income distribution, ensure
collective decision making and often have a social mission (e.g. promoting sustainable transportation by
utilizing electric vehicles only, i.e., Partago) (Karanovic, Berends, Engel, Working Paper). While these initiatives
are generally considered positive, they are often fraught with limitations, such as an inability to access funding.

Build New Tools to Help Workers Make the Right Private Protection Choices
Diverse workers may also lack the knowledge required to make informed decisions about their individual
protections (Zurich-Oxford, 2020). There is a need to invest in financial education to help them make adequate
and cost-effective choices. Whereas assuming responsibility for one’s income protection is not an easy task
for many workers, for diverse workers who may work less or fluctuating hours and on several platforms, it may
be even more complicated. Future research could look into effective digital tools that allow workers to make
reasoned decisions regarding the pros and cons of private protection schemes related to unemployment,
disability and pension saving.
Future research could investigate if ‘educating’ workers is sufficient to ensure that they make sound decisions.
For some risks, protection may be necessary, while for others it could be voluntary. To that end, clearer policy
guidelines mandating that diverse workers are protected by certain minimum rights may also help platforms
take a more proactive stance.
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See https://eur-lex.europa.eu/legal content/EN/TXT/?uri=uriserv:OJ.C_.2019.387.01.0001.01.ENG&toc=OJ:C:2019:387:TOC for more
information.
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Build New Administrative Systems to Help Equalize the Administrative Treatment
of Diverse Workers
Diverse workers must also comply to a number of administrative duties. For example, self-employed workers
are own-account workers responsible for their tax duties, even though these workers typically lack the
administrative know-how to do so (European Commission (2019). Moving forward, research should showcase
best practices that help diverse workers overcome such hurdles.
A good example is Uber’s partnership with the authorities of Sweden, Estonia and Lithuania (Uber, 2018). Due to
this partnership, Uber has been able to update their app so that drivers can (at the push of a button) ask Uber
to share their fare and other tax related relevant information with tax authorities on their behalf. In the future,
similar mechanisms can be implemented to assist workers in this regard.

Decouple Social Protection Rights from One Single Employer
Individual Activity Accounts, wherein social protection rights are attached to an individual, rather than to a job
or a status, could be a solution to ensuring access to social protection schemes for diverse workers. According
to CEPS and Iza (2018, p. 94), Individual Activity Accounts involve ‘creating a record that holds information on a
person’s entitlement; in that way making rights portable. The option would also make earning fluctuations and
combining income from multiple sources less problematic, and also give individuals more freedom to use their
rights’.
Some multi-stakeholder collaborations have taken up the issue. Examples of such bi- or tripartite initiatives
or funds in which social partners have together developed innovative portable rights solutions are currently
being tested in 7 European countries with varying ranges of benefits (WEC, 2018). Bipartite initiatives ‘involve
unemployment benefits and pensions, health insurance, access to mortgages, maternity leave, training etc.’
(WEC, 2018: 48). Future research is needed to track their efficacy.
Creating portable benefits through tripartite initiatives could create new systems that are more flexible and
equally as efficient as the old ones at securing workers’ rights. Furthermore, some of these initiatives also
tackle the more hidden ‘disadvantages’ that independent workers face, related to, for example, the difficulty of
attaining a mortgage (European Commission (2019). In France, for instance, the social benefits provided by Fastt
include ‘loans and housing advice’.

Policy Pointers
Our policy recommendations for ensuring the social protection and benefits of diverse workers are
Gain regulatory clarity on workers’ status that balances workers’ autonomy with adequate social
protection.
Develop a common standard as to what constitutes a minimum level of social protection.
Extend the following rights to all workers, regardless of their employment status: unemployment
assistance, sickness and health care benefits, maternity and paternity benefits, invalidity benefits, oldage benefits, benefits in case of accidents at work or work-related diseases, and extended benefits (e.g.
social vouchers for food, transportation, childcare).
Tailor make policy interventions that accommodate cross-sectoral differences as well as differences in the
nature of work (e.g. on-location, off-location).
Encouragement of new forms of social dialogue for workers’ representation (e.g. involving organisations,
unions, workers, universities etc.).
Invest in educating diverse workers about financial matters, so they can make appropriate, cost-effective
choices about potentially complementing social protection with private protection products.
Remove obstacles preventing platforms from assisting diverse workers seeking access to private
protections against (income) loss or other work-related risks.
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3 | Skills & Career Development
Skills and career development are crucial for continued labour market participation. The first principle of
the European Pillar of Social Rights acknowledges the importance of skills development for ensuring ‘equal
opportunities and access to the labour market’ (European Commission, 2017). Consequently, skills and
development of key competencies have been placed at the heart of the European agenda.
Developing the skillsets of diverse workers is a radically different task to training those who have traditional
jobs or work for agencies, where organisations are expected to continually train their employees. Platform
workers are mostly responsible for their own skills development and learning (Cedefop, 2020). This is
problematic because no (paid) time is allotted towards skills development, and workers are often not aware
of the skills that are in demand that might ensure their long-term employability or they may lack the resources
needed to take advantage of such opportunities.
While some platform workers choose this type of work (e.g. ride-hailing) due to relatively low entry barriers
(Rosenblat, 2016), that lack of requisite qualifications keeps them from continuing their educations, for example
by partaking in formal degree programs offered by formal education institutions (e.g. universities). It is thus
crucial that we look beyond conventional educational institutions when we identify sources of continuing
education. Novel solutions to reskilling and upskilling may make use of new technological tools (e.g. algorithms)
to identify emerging skill needs and adequately match them with individuals’ existing skills (Cedefop, 2020).
Considering that diverse workers often work with multiple organisations, it is also crucial to ensure skills are
recognisable and portable (Cedefop, 2020).
The private sector has already taken steps in this direction. Initiatives taken range from facilitating the
improvement of practical skills needed on the job and helping workers improve their soft skills, to full degree
programs that can facilitate labour mobility (see Table 6 for overview of best practices). However, there is a
need to ensure private and public sector work is in sync and that such initiatives are available across all MS.
The COVID-19 pandemic has intensely highlighted the need for digital skills and competences in the workforce
and created a sense of urgency for policy makers, organizations and workers alike to be agile and address
skills gaps moving forward (The Adecco Group, 2020). In times of economic crisis, workers may also be more
receptive to learning new skills, which provides an opportunity to initiate change.
Importantly, personal motivation and individual willingness to engage in reskilling and upskilling opportunities
must be the core of any continuing education initiative taken by the public or private sector. Policy makers
should thus also look at ways workers can individually monitor and control their ongoing skills development,
rather than being dependent on educational institutions and the organisations they work for (Cedefop, 2020).
In doing so, it is important that training outreach efforts reach the most vulnerable groups, who may be less
aware of such opportunities.
The European Commission has taken a number of steps to ensure Europe is on the right track when it
comes to skills and career development. The European Skills Agenda was adopted in June 2016 in order to
encourage training and skills development and offer sufficient support to individuals across the Member States.
In July 2020 this was extended to include the Skills Agenda for sustainable competitiveness, social fairness,
and resilience. The initiative encompasses 12 key actions as well as four indicators for monitoring and statistical
analysis of targeted goals.
Overall, as the European Commission acknowledged in its European Skills agenda, the path towards
reskilling, upskilling, and the proper recognition and portability of skills requires an ecosystem-wide approach
that engages the private sector, public sector, formal and informal education institutions and the workers
themselves. In this regard, industry-wide standards as well as cross-border standards are needed to ensure a
level playing field across EU MS. Next, we discuss these topics in more detail.
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Providing Reskilling and Upskilling Opportunities
The European Skills Agenda (2020) acknowledges that upskilling and reskilling opportunities should be made
available to all workers. While adults learn every day through work and life experiences and through
engagements and interactions with others, there is a need to ensure that training opportunities that might
improve their labour market mobility and participation are available and encouraged. In this regard, the
European Commission calls for organised learning (European Commission, 2020c, p. 4).

Definition Box
Reskilling - Learning new sets of competencies to transition to completely new roles/ occupancies.
Upskilling - Learning new competencies to be able to stay in one’s current role, perform new
functions for the current role, or to enhance personal potential for career progression. (ZurichOxford, 2020)
Notably, marshalling upskilling and reskilling opportunities will require a multi-stakeholder, collaborative and
ecosystemic approach that looks beyond formalised learning, which is often slow to adapt to new labour
market demands. For example, a recent study among crowd workers revealed their scepticism in enrolling
in training initiatives provided by formal education providers because they (1) doubted the efficacy of such
courses as well as their relevance (i.e. they have not kept up with the latest trends) and (2) felt that their primary
motivation was profit (Cedefop, 2020). To complicate matters further, higher education training programs may
be inaccessible to those diverse workers who lack minimum enrolment requirements, meaning that access to
these programs is effectively denied to a significant portion of the workforce.
When it comes to the reskilling and upskilling opportunities of diverse workers in particular, it is important to
note that while skills development is relevant for all sectors, the urgency is even greater for diverse workers
employed in low-skill occupations and sectors (CEPS and HIVA, 2020). Even though, as Cedefop (2020) has
indicated, some platforms are indeed reluctant to take a proactive stance toward education provision — any
stance that could be used to presume a formal employment relationship, for that matter — some platforms are
finding ways around barriers (see Table 6 for overview of best practices). Platform-based services and temp
agencies alike view skills enhancement and training as a way to stay ahead of their competitors, increase
workers’ loyalty and offer better service provision by advancing the skills of their workers.
To this end, we also recognize that vulnerable groups most in need of re/upskilling (Zurich-Oxford, 2020)
are often the least well informed. Moving forward, our call to action extends towards building awareness and
providing adequate information about the usefulness of training initiatives currently in place. Counselling
support can play an important role here, as workers willing to transition into new careers often lack awareness
regarding their strengths, new opportunities and where to gain the training needed to develop the skills that fit
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with both their competencies and developing market demands. It is also critically important that we build an
international ecosystem that validates and recognises new training opportunities, as prior research has shown
that workers are often confused and conflicted about the efficacy of training initiatives presented to them
(Cedefop, 2020).
While regulatory clarity and cohesion are needed to ensure private and public sectors are working jointly
towards Europe’s vision for skills development, an intermediate solution that holds potential is partnerships
with third-party education providers and enabling hard and soft skills development opportunities via online
communities. Alternatively, organizations can outsource their training provision to an external provider who is
specialized in reskilling or upskilling. We discuss below what these entail as well as some ongoing practical
examples of such initiatives that could be potentially adapted to other sectors.

Forming partnerships with third-party education providers
Even though organisations providing diverse forms of work are not always legally obliged to offer training
opportunities, some platforms, particularly those where the quality of work is easy to asses or improve, have
an incentive to do so. Platform operations are funded by commissions earned for services provided by the
workers; thus, it is in their interest that clients are satisfied with the level of services. To provide training
opportunities, some organisations have partnered with third-party education providers.
Seldia — a direct sales operation — provides an illustrative example. Since the majority of sellers that Seldia
hosts are self-employed, they need entrepreneurial skills that will help them successfully run their businesses.
A national association-member of Seldia provided a training program of thirteen modules that helped its
members learn about marketing tools (e.g. social media presence), communication and other skills critical to
success in the direct selling industry.
Organisations are increasingly seeing investments in training infrastructures as a way to differentiate
themselves from competitors, increase workers’ loyalty or simply help workers reskill as they plan the next
stage in life. For instance, Uber introduced the ‘Uber Pro scheme’ at the end of 2019, in which active, wellrated drivers can earn points that make them eligible for rewards, one of them being free tuition at the
Open University (UK) for themselves or a family member (The Guardian, 2020). Similarly, Deliveroo provides
scholarships to their food delivery riders who meet certain threshold requirements (i.e. 60 orders).
These kinds of schemes make it possible for workers to earn some income while completing their degree
programs. More research is needed to assess the long-term effects of these programs, including the added
value they provide to both organisations and workers, including positive impact on social mobility and longterm employability.
Another effective means of closing the skills gap is for companies to collaborate with external training partners
whose expertise resides in vocational training (i.e. gaining access to skills that are needed and learned on the
job). A good practice example is the Grande École de l’Alternance, developed by the Adecco Group in France,
which unites the companies’ needs, the expertise of training partners and the career ambitions of job seekers
(CEPS and HIVA, 2020).
Unique about the initiative spearheaded by the Adecco Group is that they create training profiles around
unmet market needs, and also work with public institutions trying to connect with workers who are currently
unemployed. The vocational positions they have include apprenticeships for those wanting to learn how to be
a truck driver, account manager or nurse assistant, to name a few, illustrating the potential of apprenticeship
programs in reskilling a wide group of workers (should they wish to take advantage of such opportunities).
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Unlocking the Power of Online Communities
Platforms are in a unique position to unlock the power of their communities and facilitate peer-to-peer learning
of job-related skills, the internal onboarding process or general skills that are useful across professions (e.g.
filling out taxes).
For instance, SMART — a cooperative that supports diverse workers by organizing their invoices and providing
certain social protections — utilizes the power of its community to encourage peer-to-peer knowledge sharing.
SMART organizes informal get-togethers when workers get a chance to interact with one another and share
their knowledge and experience (e.g. with marketing, negotiation).
Organisations may also leverage their communities by introducing formal programs for upskilling and reskilling.
For instance, TaskRabbit — an online and mobile marketplace that matches diverse workers with local demand
(e.g. gardening, moving) — enables 'taskers' to bring assistants on tasks. A tasker could, for example, invite an
apprentice on the job, who assists with the task while learning specific job-related skills. Training workers on
the job via a form of apprenticeship program can be cost-effective and increase the supply of workers with rare
skills, for instance.
A report by Cedefop (2020) recognizes that such ‘micro-internships’ could be means for those new to the
platform to gain a foothold (e.g. it is often difficult for newcomers to get started because they lack ratings — this
is common on platforms). Adjunct to this, internships might also improve workers’ sense of social well-being, as
they provide the opportunity for social interaction with peers (see section ‘Mitigating risks to social and mental
well-being’).
Table 5 offers an overview of opportunities and complexities related to skills development and Table 6
provides some examples pf practices utilized by organisations to provide re- and upskilling opportunities.

Encouraging Informal Learning on the Job
Worker engagement can also be increased through the provision of soft and technical skills. Some initiatives
have been taken in this regard:
Temper actively supports their workers with ‘soft skills’ development, such as helping them improve their
profiles on the platform (e.g. updating their profile picture, CV, biography).
TaskRabbit also has localized teams in every jurisdiction they operate in to help workers improve their
profiles, increasing the likelihood of them being selected for specific tasks.
Deliveroo launched the ‘Rider Academy’ in 2019 in the majority of its markets, including the UK, Ireland,
the Netherlands, Belgium, France, Singapore, Australia and Hong Kong. The initiative gives riders the
opportunity to develop their skills and job preparedness while riding with Deliveroo, providing all riders
with over 700 free online courses, from web development to business management, as well as soft
skills enhancements that help them ‘build their career’ (Deliveroo, 2020). In 2020, access to the Rider
Academy was extended to riders’ spouses and children, giving learning opportunities to the riders’ wider
families while they were in isolation. Over 6,400 riders have taken part in courses since the program
began.
Young people especially tend to lack the necessary awareness and understanding of the soft skills needed
to position themselves favourably on the labour market (CEPS and HIVA, 2020). While this report recognises
the important role platform work can play in integrating skilled unemployed youth into the current job market,
‘working remotely’ limits the number of opportunities workers might get to learn from more experienced peers,
and does obstruct soft skills development.
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TABLE 5. Opportunities and complexities related to skills development
OPPORTUNITIES

COMPLEXITIES

- Establishing partnerships with
organisations that can provide training
opportunities.

- Education programs are mainly offered to full-time employees, limiting access to
a significant portion of the workforce (Trainzone, 2020).

- Partnership sometimes means splitting
training costs.
- Leveraging the power of communities
to encourage peer-to-peer learning and
knowledge transfer.
- Creating ‘loyalty schemes’ that award
workers committed to the organisation
by providing training opportunities.
- Creating bespoke educational
programs that correspond to the
needs of the targeted audience and
application processes that remove
administrative barriers.

- Some highly skilled platform workers find it difficult to transition to standard
employment and so end up performing low-skilled jobs, which infringes upon the
proper utilization of their talents and capacities.
- It is up to the discretion of individual organisations whether or not to offer upand reskilling opportunities.
- Platform organisations run the risk of being reclassified as employers instead of
intermediaries if they provide or facilitate training programs, hence they may opt
not to take the risk.
- Artificial barriers are also enacted by local municipalities. For example, in cities
where the threshold and costs associated with becoming a professional taxi
driver are high, this hampers the freedom of drivers to find both the time and
money to upskill.
- Training initiatives are only effective if workers are motivated. For such an
approach to succeed, workers must believe that they both have the opportunity
and permission to take on the commitment.
-Vulnerable groups, notably low-income workers, are less willing to retrain, even
though they benefit from it the most (Zurich-Oxford, 2020).

TABLE 6. Overview of best practices by the private sector
OPPORTUNITIES
- Increased worker engagement/
loyalty.
- Skills advancement.
- Development of soft skills (CV
development; successful job
interview tactics).
- Potential to develop individual
business ideas.

- Reskilling for professions that have
market demand.
- Guaranteed employment once
training is completed.
- Allows those organisations offering
training to meet client and market
needs.
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PRACTICE EXAMPLES
Uber Pro Scheme (launched in the UK in 2019) provides well-rated drivers
with points for every trip they make. Drivers can use these points to enrol
themselves or their family members into free courses provided by the UK’s
Open University on a module by module basis.
Deliveroo Rider Academy (launched in the UK, the Netherlands, Belgium,
France and Ireland) offers access to 700 courses for riders or their family
members.
Seldia Prior to the COVID-19 outbreak, most direct selling was based on
face to face interaction. Since the pandemic began, many companies have
developed new strategies centred around how they can help direct sellers
reach potential customers through social media
e.g. technical skills to help them sell on Facebook and Instagram; soft skills
that allow them to improve their communications strategy and showcase their
products.
Adecco’s training programme (launched in France in 2020) recruits and trains
their workers to satisfy the requirements of 17 specific job profiles that correspond
to current market shortages in account management, truck driving, IT support
and nurse auxiliary. 3000 positions were filled in 2020 and an additional 12,000
apprentices will be recruited and start their training by the end 2022, with the
promise of an open contract once their training is complete.
Temper’s partnership with Yellowstone Academy (The Netherlands) allows
diverse workers active in the hospitality sector to gain free access to practical skills
needed to perform better on the job, by learning how to draft a beer or make a
cappuccino for example. These trainings are funded by their clientele as it gives
them access to a stronger freelance pool to select from.

OPPORTUNITIES

PRACTICE EXAMPLES

- Opportunities for in-house workers
to reskill for new jobs.

Zurich Insurance ‘Talent Mobility’ Programme redeploys existing workers
swiftly from stagnant to growth sectors through ‘stretch assignments’ that aid
in developing on the job skillls. Illustrative example: redeploying workers from
personal claims to business claims during the COVID-19 crisis in Spain.

- Opportunity to switch from stagnant
sectors to growth sectors.
- Improve the marketability of workers
through the provision of soft skills

Temper Some diverse workers are reliant on their online ‘profiles’ to book jobs.
Besides user reviews, success rates are also contingent on the presentation of
the online profile. To increase the marketability of its workers Temper provides
soft skills training that improves the attractiveness of online profiles (e.g. picture,
biography writing and community support).

Skills Recognition
Skills recognition is important for utilizing the full scope of workers’ talents as well as tackling skills mismatch.
Systems developed with the purpose of assessing and validating skills of individuals are important tools for
employment and skills development policies (ILO, 2016). The mismatch between labour market demands and
available skills can result due to the lack of information in regards to which skills are needed, as well as slow
response of formal educational institutions to close this gap.
While the most widely used proxy for one’s skills is formal education and qualification, such as a university
degree (ILO, 2016), individuals acquire skills in a variety of ways. The big part of learning is the socalled ‘informal learning’ - learning acquired through planned activities not explicitly designed for skills
development (Cedefop, 2014). Platform workers in particular have been forced to develop certain skills,
which are not part of the formal education, yet necessary for any platform-mediated work (e.g. accepting
tasks via a platform; setting prices). Furthermore, diverse workers more generally by the nature of their jobs
have developed a range of transversal or soft skills such as communication skills. These informal routes to
skills acquisition in some countries account for the majority of the workforce (Singh and Jaykumar, 2019).).
Were these skills recognized, they would allow workers to utilize these skills and provide them with better
labour market opportunities. In addition, recognition of skills makes them more visible and valuable to society
at large (OECD, 2010).
Therefore, it is crucial to develop credentials that would allow for skills that go beyond formal learning to be
recognised (Cedefop, 2020). We may also look beyond traditional systems and make use of technological
solutions such as a software that maps people’s skills and employability on the basis of algorithms, matrices
and computer consultancy. This can then be used to create tailor-made training solutions.
For example, large IT companies such as Microsoft are currently utilizing their data and digital technology to
locate the current (un)met demand for skills as well as workers who may qualify for these jobs through reupskilling.
Microsoft has launched ‘a global skills initiative’ which combines their resources from LinkedIn GitHub
using existing data to (1) identify in-demand jobs and the skills needed to fill them (2) provide free access to
learning paths that will help people develop these skills and (3) offer free-job seeking tools to help people
find new jobs (European Commission, 2020d; Microsoft, 2020).
Below we further discuss micro-credentials as one possible route towards skills recognition.
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Micro-credentials
Micro-credentials is one possible instrument that is in line with the current labour market trends and could assist
in recognizing a range of skills. Micro-credentials prove ‘the learning outcomes that a learner has acquired
following a short, transparently-assessed learning experience’ (European Commission, 2020d, p.10). Although
the definition is straightforward, executing training programs that are both validated and recognized by outside
parties have proven very challenging to develop in practice. This is especially the case when training falls
outside university-mandated, higher-level education schemes.
Platforms have been working with partners to create ‘open classrooms’ that offer free courses that come
with a ‘Certificate of Achievement’. The certification, once obtained, demonstrates completion of a course.
To earn these certificates, participants need to earn a final score greater than or equal to 70% on all
coursework. These courses have been created in partnership with universities, schools and expert companies
(www.openclassrooms.com). To date, however, the certificates/diplomas are only recognized by France,
demonstrating the need for Europe-wide accreditation standards.
Similar to how a university degree underwrites the competence of future employees, trust needs to be built for
the credentials that are awarded to diverse workers who enlist in online modules to update their skills. Table 7
provides an overview of opportunities and complexities.
TABLE 7. Opportunities and complexities of micro-credentials
OPPORTUNITIES

COMPLEXITIES

- Allows for acquisition and recognizability of skills
beyond formal qualifications.

- Quality assurance and standardisation are needed to ensure
recognizability and portability.

- Promises to be more flexible and easier to adapt
than formal education programs.

- It is important to ensure that micro-credentialing doesn’t hinder
but rather increases the efficiency of formal education programs.

- Promotes lifelong learning and offers opportunities
to those lacking resources for formal education, thus
particularly benefiting disadvantaged groups.

- Creating awareness of these programs will require effort
from the public and private sectors.

- Might be a good starting point for workers that lack
experience.

- Career guidance for novice workers may be needed to ensure
that after acquiring a micro-credential they have the prospect of
entry into the labour market.

- An open dialogue with platforms could improve
the visibility and portability of micro-credentialing
by translating reputational scores into informal
certificates.

- Ascertaining how to recognize credentials acquired in the
platform economy within national and European skills qualification
frameworks will require concerted effort.

Source: European Commission, 2020d; Cedefop, 2019

Recognising Soft Skills
Job market success is also determined by soft skills. Soft skills are defined as ‘skills that are cross-cutting
across jobs and sector(s) and relate to personal competence (confidence, discipline, self-management) and
social competences (teamwork, communication, emotional intelligence’ (CEPS and HIVA, 2020, P.11). Since
soft skills are even more difficult to recognise, validate and measure they tend to be overlooked. However,
especially during the COVID-19 period — which has brought with it a massive uptick in remote working — soft
skills become all the more crucial to secure work.
For example, Europe’s direct seller association Seldia explained that since sellers can no longer interact with
their customers face to face, they now need to learn completely new skills to market their goods online.
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Diverse workers who rely on their online profiles to secure jobs also enjoy higher success rates if they are
taught how to present themselves. Finally, the ability of diverse workers to start new careers is also contingent
on how they present their CVs, prepare for interviews and interact professionally.
Another example of how such soft skills can be recognized is the Phyd HUB website developed by Adecco
Group Italy, Microsoft and HUDI-SKilla. It uses AI technology to help workers understand their skills and choose
the career and/ or training paths that best suit their capabilities. What distinguishes Phyd HUB from other
initiatives is that the platform also tests and evaluates participants’ soft skills (CEPS and HIVA, 2020).

Building Assessment Tools for New Platform Entrants
Aside from working on the portability of skills across digital platforms, it is also important to build tools that
provide an objective metric of the hard and soft skills diverse workers possess at the start of their (online)
careers (Cedefop, 2020). In practice, platforms such as Upwork have removed most of their skills tests because
they were susceptible to fraud and therefore not objectively representative of a person’s capabilities (Cedefop,
2020). However, a credible ‘pre-rating’ skills system is essential for newcomers on a digital platform, as well as
job recruits for offline work, a means of overcoming barriers related to signalling their skills (Cedefop, 2020).
Moving forward, organizations and policy makers should invest in partnering and strengthening the credibility
of neutral outside third parties that can properly map out workers’ hard and soft skills. A new initiative that has
gained much attention is TestGorilla. Initially devised to help companies find better recruits during the wave of
remote work opportunities that arrived with COVID-19, this digital platform utilizes remote, efficient and bias-free
assessment tools, they argue, to measure the cognitive skills of applicants and role-specific skills based on a
wide array of measurements (Innovation Origins, 2020). They have also implemented control mechanisms that
ensure workers’ integrity, and thus the trustworthiness of their services (TestGorilla, 2020).

Skills Portability
Skills transferability and portability are important issues to address from both an economic and social
development standpoint. In the context of today’s rapid technological advancements, it is crucial to ensure
skills are verifiable and that they can be easily recognised by other organisations – i.e. that they are portable.
For workers in diverse forms of employment particularly, skills portability can have a positive impact on their
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mobility as well as reduce dependency on a single organisation through which they may have built a
reputation. Furthermore, skills transferability would ensure that organisations can obtain accurate information
on workers’ skill levels, which can allow for a smoother labour market transitions as well as support regional
and international migration.

Definition Box
Skills portability = Transferability of + credible information about skills
Source: ILO, 2007
Traditionally, portability has been highly contingent on accreditation by formal institutions (e.g. universities), which
determines the scope of skills recognition and thus portability (ILO, 2007). The complexity lies in organisations’ overt
reliance on educational institutions’ reputations and the trust that those reputations elicit from relevant stakeholders.
Very often, the reach of higher education institutions’ reputations is strongly linked to their personal and social
networks, and often confined to their immediate vicinity (ILO, 2007). In this regard, certificates and various reference
mechanisms often compliment workers’ formal qualifications and, in this way, broaden the scope of skills validation
and portability.
In the digital economy, skills transferability is the organisations’ responsibility. They may work with informal and formal
institutions to aid this process. To achieve transferability, it is crucial to come to a consensus as to which skills should
be recognised (Cedefop, 2020). Diverse forms of work are said to improve workers entrepreneurial and transversal
skills, which may be tacit and difficult to certify, whereas more specific, job-related skills could be recognised based
on industry-determined standards. Some processes employed in nursing and accounting to this end could serve
as guidance (Cedefop, 2020) and be complimented with technical innovations afforded by large amounts of data
gathered by platform organisations (Cedefop, 2020).
On online platforms, client reviews that signal trustworthiness and form the backbone of the worker’s reputation and
desirability exist regardless of skills (Cedefop, 2020). This may lead to clients opting for a less skilled person due to
higher degree of trustworthiness, as communicated by reviews. Similarly, a lack of client feedback can negatively
affect workers’ ability to signal skills and reputation and thus reduce their skills utilisation (Pallais, 2014). This means
that workers’ reputation is highly contingent on the platform's reputation system. Therefore, some codes and
guidelines that adequately assess workers’ reputation are needed for it to be transferable to other organisations.
Portability of reputation could help workers successfully transition into new organisations by bringing a track record
and reputation built on a comparable platform with them (Teubner et al., forthcoming). It is important to note that
portability can also cause negative externalities. For instance, if a worker is allowed to decide which reviews can be
portable, for instance, that may lead to a lack of trust from the client side as the worker may ‘cherry-pick’ the best
reviews (Cedefop, 2020). Furthermore, if a worker wants to transition into a new career, existing reputation may have
little added value. Table 8 provides an overview of opportunities and complexities when it comes to skills portability.
TABLE 8. Opportunities and complexities relative to skills portability
OPPORTUNITIES
- Workers can make full use of their skills and
competences.

COMPLEXITIES
- Organisations may be reluctant to invest in transferability
of skills due to the risk of losing the work to a competitor.
- Technical infrastructure needs to be developed to facilitate
transferability of skills (Cedefop, 2020).

- Track record and reputation built via one organisation
will not be lost.
- Improves labour market efficiency by lowering search
and recruitment costs.
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- Public sector may be reluctant to make investment due to
increased potential for migration (this could be especially
problematic for less developed countries).
- Possible GDPR concerns need to be addressed (Cedefop,
2020).

OPPORTUNITIES

COMPLEXITIES

- Recognition of marginalised groups’ skills can reduce
discrimination and promote economic and social
inclusion.
- ’Micro-internships’ that include pay subsidised by
platform clients could help workers lacking a platformspecific reputation (Cedefop, 2020).

- These ‘micro-internships’ could be exploited by platform
clients looking to hire cheap labour (Cedefop, 2020).

Financing Skills Development
While financing skills development has traditionally been in the hands of the government, employers or workers
themselves, these diverse forms of employment call for an ecosystem-level approach in which stakeholders
can work together to optimise solutions. There are multiple reasons for this. First, organisations providing this
type of work do not always have any incentive to finance skills development. The platform model, for instance,
is praised for swift service delivery times and lower overhead costs (Corporaal and Lehdonvirta, 2017), which
means that platforms often look for individuals that already have the right skills. Second, the retention rate of
many workers is rather low, making it difficult to recoup investments. Third, employees often work for multiple
organisations, thus organisations may be reluctant to bear the entire cost of training in skills that can be used
with competing organisations.
Therefore, skills financing is crucial if we are to develop an ecosystem-level approach in which all relevant
stakeholders, including private and public sector actors, can jointly contribute to skills development.
One possible instrument that supports an ecosystem-level approach to developing diverse workers skills is
Individual Learning Accounts (ILA).

Individual Learning Accounts
The European Commission President, Ursula von der Leyen, suggests exploring the concept of Individual
Learning Accounts (ILA) to support reskilling and filling skill shortages. The OECD (2019) defines ILAs as,
“virtual, individual accounts in which training rights are accumulated over time. They are virtual in the sense that
resources are only mobilized if training has actually taken place.”
ILAs are indispensable for reskilling workers as they tie the training rights to the individual as opposed to the
job (OECD, 2019). Thus, such an account would allow individuals to gain training rights that are transferable
between jobs, which consequently promotes individual investments in life-long learning. Furthermore, the study
by BCG and the Adecco group (2019) found that ‘public institutions can ensure under-represented groups have
equal access to training by creating “a right to learn” or by establishing a minimum number of hours that must
be spent in learning. Their role may include providing tools to assess skills needs.’
In practice, not a lot is known about ILAs. Based on a report by the OECD (2019), there are multiple approaches
and modes of organizing and implementing effective individual learning schemes. MS predominantly opt
for voucher learning schemes and thus, the only real example of an ILA currently exists in France, known as
Compte Personnel de Formation (CPF). France has made learning a fundamental right by providing all workers
with a Personal Learning Account, which provides them with up to 24 hours of training credit per year to be
used on pre-approved courses. In Singapore, the Government’s SkillsFuture credit programme gives all citizens
over the age of 25 regular subsidies for training.
Despite similarities in providing job training for those in need, what distinguishes ILA from vouchers is the
capacity it has to transfer skills and training obtained by the worker from one organization to another. In
essence, this allows the individual to gain a portfolio of training that is applicable in more than one job.
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Policy Pointers
Reskilling and upskilling opportunities for workers require an ecosystem approach in which multiple
stakeholders collaborate with one another.
Individual Learning Accounts could provide a viable instrument for joint financing of skills development for
diverse workers.
For micro-credentialing to be used as an instrument for skills recognizability, we need (1) cross-national
quality assurance standards, (2) guidelines explaining how ECTS can be utilised to support microcredentialing, and (3) the development of infrastructure for issuing, storing and sharing micro-credentials
(e.g. such as EUROPASS).
Clarity is needed in regards to how workers’ skills data could be transferred, without infringing upon the
EU’s General data protection regulation (GDPR).
Special assistance should be devoted to marginalized groups and platform newcomers. In regards to
the former, training outreach activities should be developed with them in mind. In regards to the latter,
mechanisms should be developed to assist workers with underdeveloped or zero online reputation who
are having difficulty getting hired (e.g. subsidised ‘micro-internships’).
Career guidance programs should be developed at the national level to provide advice to those willing
to transition into new professions (e.g. The Netherlands and Belgium are already experimenting with
granting workers a free session with experts active in new areas of professional activity).
The government should incentivise organisations to provide training opportunities along the vision of the
European Skills Agenda. Financial incentives may include tax reductions, paid training leave schemes, or
subsidised training programs.
Policy makers, as well as organisations, should encourage the development of self-directed learning
opportunities and acquisition, granting greater educational autonomy to workers; jobs and tasks should
also be designed so as to support, reward and facilitate self-directed learning.
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