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Executive summary 

This policy brief highlights aspects of job and life quality that must be considered to improve the well-
being of workers in the context of ageing societies and technological transformation. Ensuring work-
force well-being requires attention to three axes, highlighted in the figure below: (i) the quality of 
work, (ii) the quality of life at work, and (iii) the quality of life outside of work. This policy brief focuses 
on four areas where policy-makers recently proposed measures to improve one (or more) of these 
axes: (i) working from home, (ii) hyper-connectivity and the right to disconnect, (iii) platform work, 
and (iv) job creation in the health and long-term care sectors. Nevertheless, as the demands and 
views of employers and employees are not always aligned, we draw on a consultation with experts 
and a literature review to present the existing empirical evidence, the challenges involved and our 
policy recommendations.
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long-term care workersQuality

of work 

Workforce well-being
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Source: Authors’ own elaboration on a figure kindly provided by one of the consulted experts, Marc Eric Bobillier Chaumon 
(CNAM — CRTD, Paris), an expert of the use of technologies in the workplace. 

https://www.dunod.com/sciences-humaines-et-sociales/psychologie-du-travail-digitalise-nouvelles-formes-du-travail-et


UNTANGLED  POLICY BRIEF / DECEMBER 2023

3

Background 

The number of people working in the European Union (EU) has never been higher, and, importantly, 
the same is true for the share of people aged 20-64 years old. Since the COVID-19 health crisis,  
the number of countries and sectors reporting labour shortages has increased. In fact, disregarding 
the COVID period, many countries have had a persistent shortage of workers for the past five years.  

While the overall EU labour market is doing well, the major societal trends of demographic ageing 
and technological transformation are causing changes that will affect the number and quality of jobs 
in the coming years.  

Population ageing leads to increased demand for healthcare and long-term care services. At the same 
time, the shift in population from those in the labour force towards those in retirement results in pressure 
to extend working lives. To mitigate the adverse effects of demographic shifts on the economy and 
society, it is therefore crucial to promote age-friendly workplaces, support up- and reskilling of older 
workers, and encourage employers to recognise the value of older workers’ experience and expertise. 

How much and to what extent further technological transformation — e.g. AI and advanced robotics 
— will change the labour market is not yet clear. The influence of artificial intelligence (AI) on employment 
volume is increasingly studied. Some results suggest, contrary to the impact of earlier automation, 
that jobs held by high skilled employees may be negatively affected by the progress in automation 
and AI. However, other studies conclude that more recent automation advances do not affect high-
skilled jobs because these jobs require social skills. It should be noted that all these estimates were 
made before the emergence of Large Language Model tools such as ChatGPT, whose impact on the 
labour market is still in its infancy. The current evidence suggests that automation, thus far, has had 
a relatively small impact in the EU. Moreover, a recent study finds that impacts of robotisation  
on household income inequality have been mostly absorbed by tax and benefits systems. In addition, 
technological transformation adds pressure on retraining needs, life-long learning requirements and 
public sector employment services, as shown in another H2020 UNTANGLED Policy Brief. The impact 
of these technological developments on job quality are mixed. For instance, digitalisation and smart 
systems have facilitated an increase in working-from-home practices and platform work. These new 
forms of work organisation may challenge the work-life balance and team collaboration.  

This policy brief zooms in on four areas, each one connected to population ageing and technological 
transformation, which play an increasing role in the labour market and affect job creation and job quality. 
First, we look at the challenges of accommodating working-from-home practices. Second, we highlight 
the risk of hyper-connectivity and its potential impact on the well-being of workers. Related to this, we 
discuss platform work and the challenges induced by this new form of work. Finally, we focus on job 
creation and job quality in the health and social care sector, which is severely impacted by ageing.  

https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Employment_-_annual_statistics&oldid=563713#Employment_in_2022_compared_with_the_EU_target
https://www.eurofound.europa.eu/en/publications/2021/measures-tackle-labour-shortages-lessons-future-policy
https://www.ela.europa.eu/en/media/725
https://www.tandfonline.com/doi/full/10.1080/00036846.2021.1886238
https://www.tandfonline.com/doi/full/10.1080/00036846.2021.1886238
https://www.tandfonline.com/doi/full/10.1080/00036846.2021.1886238
https://www.ceps.eu/download/publication/?id=25657&pdf=Policies-for-an-ageing-work-force-1.pdf
https://www.nber.org/papers/w28257
https://www.nber.org/papers/w28257
https://www.nber.org/papers/w28257
https://www.jair.org/index.php/jair/article/view/12647
https://academic.oup.com/qje/article/132/4/1593/3861633
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4375268
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4375268
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4375268
https://ibs.org.pl/wp-content/uploads/2023/10/Automation_household_income_inequality_Europe_IBS_WP_06_2023.pdf
https://projectuntangled.eu/wp-content/uploads/2023/10/Untangled_policy-brief_2023_IBS.pdf
https://link.springer.com/referenceworkentry/10.1007/978-3-319-57365-6_388-1#DOI
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What is the empirical evidence? 

The COVID-19 crisis and the resulting lockdowns have accelerated the adoption of working from 
home (WfH). While in 2019 only 5.4% of people in employment in EU countries usually teleworked, 
and 9% teleworked sometimes, these figures were 10.2% and 12.2% respectively in 2022. Employees 
place a significant value on the opportunity to work from home for 2-3 days per week, in particular 
women, parents and commuters. 

There are both positive and negative impacts associated with working from home for employees.  
WfH has been shown to enhance autonomy, alleviate work pressure, and potentially increase work 
effort. However, WfH can hinder collaboration within teams, lead to feelings of isolation, and create 
role ambiguity. Furthermore, WfH also has an impact on the duration and organisation of working time.  
Teleworkers often tend to work longer hours than their counterparts and extend their work beyond regular 
working hours, including evenings, weekends, and holidays, which can affect their work-life balance. 

How are policy-makers responding to this challenge? 

In the context of WfH, one of the most crucial issues is the regulation of working time. In this regard, the 
European Framework Agreement on Telework of 2002 concluded by the EU social partners only states 
that the teleworker is responsible for managing his or her working time, within the framework of the 
applicable legislation, collective agreements or company rules (Article 9). This provision offers a degree 
of flexibility in terms of working hours, within the maximum limits set by law. According to the ETUC  
interpretation guide, it means that the general rules on working time and rest time are the same, but 
that teleworkers can decide when to start, pause and stop working. The main instrument for regulating 
working time in the EU is the Working Time Directive of 2003 (Article 2). There is an ongoing discussion 
on the need to update the 2002 Framework Agreement on Telework in light of recent digitalisation. 

The issue of WfH frequency per week requires attention within companies. Employers and employees 
often have divergent expectations, with employers typically aiming to offer fewer teleworking days 
than employees desire. These discussions should consider insights from existing evidence, which  
indicates an inverted U-shaped relationship between the number of WfH days per week and job satis-
faction. For instance, a study recommends WfH less than 2.5 days per week to guarantee the quality 
of workplace relationships.  

That quality could also be affected by certain inequalities between employees who have a teleworkable 
job (who tend to be male, older, high-educated and high-paid employees) and others. Moreover, it is 
important to consider the presence of inequalities in cross-border areas between resident workers and 
others. WfH by cross-border workers can be constrained by social and tax regulations. In response  
to this issue, the EU Member States have developed a new framework agreement in the field of social 
security which permits an increased number of teleworking days, up to a maximum of 50% of the worker’s 
total working time, without necessitating a change in affiliation. Before this agreement, European  
Regulation 883/2004 concerning the coordination of social security systems in Europe, which entered 
into application in 2010 and 2012, foresaw that employees who work more than 25% of their working 
time outside the State in which they have their employment contract will be disaffiliated from the social 
security of that State in favour of the State of residence.  

Lastly, it is worth noting that tax regulations implemented by different EU Member States have impli-
cations for the remuneration of certain teleworkers, the so-called ‘digital nomads’. Several European 
countries are actively trying to attract digital nomads by introducing tax incentives. 

Working from home

https://ec.europa.eu/eurostat/databrowser/view/LFSA_EHOMP__custom_6821655/default/table?lang=en
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4219442
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4219442
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4219442
https://www.econstor.eu/handle/10419/237583
https://link.springer.com/article/10.1007/s41464-017-0043-x
https://link.springer.com/article/10.1007/s41464-017-0043-x
https://link.springer.com/article/10.1007/s41464-017-0043-x
https://hbr.org/2014/10/balancing-we-and-me-the-best-collaborative-spaces-also-support-solitude
https://www.sciencedirect.com/science/article/abs/pii/S0378720621000057?via%3Dihub
https://www.sciencedirect.com/science/article/abs/pii/S0378720621000057?via%3Dihub
https://www.sciencedirect.com/science/article/abs/pii/S0378720621000057?via%3Dihub
https://www.sciencedirect.com/science/article/abs/pii/S0378720621000057?via%3Dihub
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---cabinet/documents/publication/wcms_649907.pdf
https://www.eurofound.europa.eu/en/publications/2021/rise-telework-impact-working-conditions-and-regulations
https://resourcecentre.etuc.org/sites/default/files/2020-09/Telework%202002_Framework%20Agreement%20-%20EN.pdf
https://resourcecentre.etuc.org/sites/default/files/2019-09/Telework_ETUC%20interpretation%20guide%20-%20EN.pdf
https://resourcecentre.etuc.org/sites/default/files/2019-09/Telework_ETUC%20interpretation%20guide%20-%20EN.pdf
https://resourcecentre.etuc.org/sites/default/files/2019-09/Telework_ETUC%20interpretation%20guide%20-%20EN.pdf
https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32003L0088&from=IT
https://www.eurofound.europa.eu/en/publications/2021/rise-telework-impact-working-conditions-and-regulations
https://www.eurofound.europa.eu/en/publications/2021/rise-telework-impact-working-conditions-and-regulations
https://resourcecentre.etuc.org/sites/default/files/2020-09/Telework%202002_Framework%20Agreement%20-%20EN.pdf
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4219442
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4219442
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4219442
https://psycnet.apa.org/doiLanding?doi=10.1037%2F0021-9010.92.6.1524
https://link.springer.com/article/10.1007/s00148-020-00800-7
https://socialsecurity.belgium.be/en/internationally-active/cross-border-telework-eu-eea-and-switzerland
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What is the empirical evidence? 

Digitalisation brings numerous benefits to both companies and employees, yet it also entails certain 
drawbacks, most notably the escalation of hyper-connectivity, i.e. overreliance on digital technology, 
which can impact teleworkers as well as other professionals. Technology has blurred the boundaries 
between work and private life by providing individuals with the spatial and temporal freedom to work 
from any location and at any time. This can have negative consequences for employees’ work-life 
balance and induce work-life conflict.  

Companies need to be vigilant about the practices they put in place to reduce issues with work-life 
balance and work-life conflicts. Current evidence on the impact of the use of digital tools outside work 
hours is mixed. Comparing employees who do not use e-communication tools outside work hours  
with those who do, a study reveals that the latter have a better work-family balance. On the other 
hand, another study supports the rationale that those not using company digital tools outside working 
hours experience more work/family conflicts. Companies should also consider the type of technology 
they employ. Distinguishing between two types of technologies, i.e. e-communication and remote  
access to the companies’ networks, it is shown that regular e-communication outside office hours has 
a negative impact on life satisfaction, but no link with job stress. Conversely, using remote access  
to a company's networks is positively correlated with life satisfaction and negatively correlated with 
job stress, particularly for women in the case of the latter. 

A right-to-disconnect policy can be a solution to limit the flow of information, communication and 
workload outside regular working hours.  

Hyper-connectivity and right to disconnect

Main recommendation  

Effective social dialogue is essential to facilitate a mutual agreement between employers 
and employees regarding the optimal number of WfH days to ensure employees’ well-
being and the quality of workplace relationships. Companies should actively consider the 
risks of inequalities between employees who can telework and others, to ensure they  
do not negatively impact the working climate. They should be mindful of such disparities 
to prevent any detrimental effects on the working atmosphere and make concerted efforts 
to create an inclusive working environment that accommodates all employees. 

For instance, in Spain, there is no income tax for stays up to 183 days, and above that threshold,  
a reduced tax rate is applied. Portugal is recognized as one of the most tax-friendly countries for 
digital nomads within the EU. It offers preferential tax rates through non-habitual residence status, 
exempting foreign sources of income from taxation, applying a 20% rate on domestic income, and 
imposing a 10% social security rate.

https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0265131
https://www.tandfonline.com/doi/full/10.1057/ejis.2014.13
https://www.tandfonline.com/doi/full/10.1057/ejis.2014.13
https://journals.sagepub.com/doi/10.1177/0018726715601890
https://www.tandfonline.com/doi/full/10.1080/1369118X.2021.1933564
https://journals.sagepub.com/doi/10.1177/08944393211061273
https://www.immigrationspain.es/en/nomad-visa-spain-tax/
https://www.newco.pro/en/blog/new-table-of-high-value-added-activities-for-nhr-in-portugal
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How are policy-makers responding to this challenge? 

There is currently no European legal framework directly defining and regulating a right to disconnect, 
even though the Working Time Directive of 2003 refers to several rights that indirectly relate to similar 
concepts, in particular the minimum daily and weekly rest periods that are required to safeguard  
workers’ health and safety. Moreover, the European Framework Agreement on Digitalisation seeks  
to maximise the benefits and meet the challenges induced for employees. This agreement was signed 
in 2020 by European cross-sectoral social partners: BusinessEurope, SMEunited, Central Europe Energy 
Partners (CEEP), and the European Trade Union Confederation (ETUC). 

More and more EU Member States are introducing a right to disconnect in their labour law. The pioneering 
country is France, with the El Khomri Law of 8 August 2016, which adapts the Labour Law to the 
Digital Age (Article L. 2242-8 of the French Labour Code; the article 55(1) on the right to disconnect 
entered into force on January 1, 2017). This law, which concerns only the private sector, lets companies 
reach an agreement with their employees to define the terms and conditions of the right to disconnect. 
The French case has inspired other EU countries. In 2018, with an amendment in 2022, the private 
sector of Belgium introduced a right to disconnect that obliges employers to discuss disconnection  
at regular intervals within the Committee for Prevention and Protection at Work — but without any 
penalties for noncompliance. The right to disconnect also exists for the public sector since 1 February 
2022 (arrêté royal du 2 décembre 2021, Moniteur belge). In Portugal, a new law (Law 83/2021 of  
6 December 2021 which entered into force on 1 January 2022) amended the Teleworking Framework 
set forth in the Portuguese Labour Code. Restrictions include a ban on companies soliciting employees 
by e-mail, messaging or telephone outside regular working hours. In Luxembourg, in 2023, the right 
to disconnect will be enshrined in the Labour Code, according to the bill passed by Parliament on  
Tuesday 13 June followed by the new Law of 28 June 2023 amending the Labour Code. Companies 
will be free to decide on measures to ensure that employees’ right to disconnect is respected. 

Main recommendation  

Except for Portugal, regulations regarding the right to disconnect are generally non-binding 
and do not impose specific practices to ensure implementation. Consequently, companies 
may choose between various degrees of restrictions. These can range from a non-obligation 
for employees to respond to emails after working hours, or promoting awareness about 
responsible use of digital tools, to more stringent measures such as blocking server access 
or restricting email usage during evenings and weekends. Regulations also often seem  
to target specific companies and sectors in particular, for example larger organisations. 

The degree of restriction adopted is therefore mainly at the discretion of companies, and  
a one-size-fits-all approach to mitigating hyper-connectivity is not ideal. It is crucial to consider 
the specific types of employees and technologies that can be used outside working hours. 
Tailoring strategies based on these factors is essential for effective implementation.  

https://eur-lex.europa.eu/legal-content/EN/TXT/HTML/?uri=CELEX:32003L0088&from=IT
https://www.businesseurope.eu/sites/buseur/files/media/reports_and_studies/2020-06-22_agreement_on_digitalisation_-_with_signatures.pdf
https://www.eurofound.europa.eu/en/publications/2021/right-disconnect-exploring-company-practices
https://www.ejustice.just.fgov.be/cgi/article_body.pl?language=fr&pub_date=2022-11-10&caller=summary&numac=2022206360
https://files.dre.pt/1s/2021/12/23500/0000200009.pdf
https://wdocs-pub.chd.lu/docs/exped/0124/097/248977.pdf
https://data.legilux.public.lu/filestore/eli/etat/leg/loi/2023/06/28/a344/jo/fr/pdfa/eli-etat-leg-loi-2023-06-28-a344-jo-fr-pdfa.pdf
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What is the empirical evidence? 

Platform work is a distinct form of non-traditional work where individuals perform specific tasks for 
clients mediated through online platforms such as Uber, Deliveroo or Upwork. There are two main 
types of labour platforms: those that provide services requiring a physical presence, such as delivery 
services, and those that offer services performed online, such as professional services. Workers using 
platforms typically have non-standard employment arrangements and are classified as independent 
contractors. As a result, they do not have access to the usual labour protections such as social insurance, 
fixed working hours, minimum wages, or the right to organise. They are also not covered by European 
and national legislation and frameworks on occupational safety and health. Platform workers differ 
vastly in terms of their skills and previous work experience, orientations towards platform work, and 
motivations underlying it. 

Platform work is characterised by several challenges as regards the quality of work. First, platform 
workers are usually classified as independent contractors by default, which means they lack many  
labour protections. Second, their income is often low, irregular and unpredictable, which can lead  
to financial difficulties, especially for those solely reliant on platform work. Recent studies suggest that 
this group is growing, and that an increasing number of platform workers is combining this type of work 
with other non-standard forms of work, such as zero-hours contracts. Third, despite being considered 
independent contractors, platform workers in general have limited control over their working conditions, 
including pay rates. 

While platform work currently represents a small percentage of overall employment (around 5%  
in countries with available data), the risks associated with the shift from traditional employment  
to (often exploitative) self-employment through platforms are significant. In addition, despite growing  
interest in the potential stepping stone function of platform work, in most cases it is clear that such work 
becomes a trap rather than a springboard to sustainable employment. Many researchers emphasise 
the prevalence of these problems and the need for regulation. 

However, regulating platform work is challenging. There is a lack of clarity regarding the legal status 
of platform workers, and establishing a level playing field is difficult because platform companies 
operate under different rules and regulations in different countries. Additionally, striking a balance 
between flexibility (which attracts many to platform work) and social protection is crucial. This is especially 
important in the context of the heterogeneity of platform work and the variety of motivations and 
orientations towards it. Studies have shown that while most workers prefer employee status, their  
preferences for working hour flexibility vary depending on their economic attachment to the platform. 
Therefore, the benefits of platform work’s flexibility are not uniformly distributed. The current regulatory 
framework at the level of the Member States is a patchwork of different approaches, and very few 
measures directly target platform work, include all forms of such work and all such workers, and only 
a few measures consider job quality. 

How are policy-makers responding to this challenge? 

Certain EU Member States, including France, Italy, and Spain, have already implemented protective 
legislation for specific categories of platform workers. In addition, employment tribunals in several 
countries, including those three, have dealt with the matter by reclassifying platform workers who 
were incorrectly categorised as self-employed as “workers” in accordance with the national labour 
and social laws. Other countries, such as Estonia, have established national frameworks for self-employ-
ment that include platform workers. However, in other EU countries, the issue of working conditions 
of platform workers has not been addressed by any regulation yet. 

Platform work

https://op.europa.eu/en/publication-detail/-/publication/f7d9af38-5224-11ea-aece-01aa75ed71a1/language-en
https://www.eurofound.europa.eu/en/publications/2015/new-forms-employment
https://osha.europa.eu/en/publications/digital-platform-work-and-occupational-safety-and-health-overview-regulation-policies-practices-and-research
https://onlinelibrary.wiley.com/doi/10.1111/ntwe.12167
https://onlinelibrary.wiley.com/doi/10.1111/ntwe.12167
https://onlinelibrary.wiley.com/doi/10.1111/ntwe.12167
https://www.eurofound.europa.eu/en/publications/2015/new-forms-employment
https://www.eurofound.europa.eu/en/publications/2015/new-forms-employment
https://www.eurofound.europa.eu/en/publications/2015/new-forms-employment
https://www.ilo.org/wcmsp5/groups/public/---ed_protect/---protrav/---travail/documents/publication/wcms_479693.pdf
https://www.europarl.europa.eu/RegData/etudes/STUD/2020/652734/IPOL_STU(2020)652734_EN.pdf
https://www.europarl.europa.eu/RegData/etudes/STUD/2020/652734/IPOL_STU(2020)652734_EN.pdf
https://www.europarl.europa.eu/RegData/etudes/STUD/2020/652734/IPOL_STU(2020)652734_EN.pdf
https://journals.sagepub.com/doi/10.1177/0950017018785616
https://www.etui.org/sites/default/files/2022-02/The%20platform%20economy%20in%20Europe_2022.pdf
https://www.etui.org/sites/default/files/2022-02/The%20platform%20economy%20in%20Europe_2022.pdf
https://www.etui.org/sites/default/files/2022-02/The%20platform%20economy%20in%20Europe_2022.pdf
https://hiva.kuleuven.be/nl/nieuws/projecten/copy_of_een-platform-als-opstap/onderzoeksrapport.pdf
https://www.etui.org/sites/default/files/2022-02/The%20platform%20economy%20in%20Europe_2022.pdf
https://www.etui.org/sites/default/files/2022-02/The%20platform%20economy%20in%20Europe_2022.pdf
https://journals.sagepub.com/doi/10.1177/00104140221089651
https://academic.oup.com/ser/article-abstract/19/4/1397/6314581?redirectedFrom=fulltext
https://academic.oup.com/ser/article-abstract/19/4/1397/6314581?redirectedFrom=fulltext
https://academic.oup.com/ser/article-abstract/19/4/1397/6314581?redirectedFrom=fulltext
https://www.europarl.europa.eu/RegData/etudes/STUD/2017/614184/IPOL_STU(2017)614184_EN.pdf
https://osha.europa.eu/en/publications/digital-platform-work-and-occupational-safety-and-health-overview-regulation-policies-practices-and-research
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3982738
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In 2021, the European Commission proposed a new directive with the aim of enhancing platform 
workers’ working conditions. In contrast to the existing national legislation, the directive should cover 
platform workers in all sectors, including online and offline platforms. At the heart of the proposal  
is a legal presumption of an employment relationship between digital platforms and platform workers. 
The directive sets criteria to determine employment status based on the level of control exerted by the 
platform over the work process (see Article 4 for details). This includes factors such as rate-setting, 
work specifications, and limitations on the worker’s ability to build their own customer base. The proposed 
directive estimates that approximately 5.5 million workers are at risk of being misclassified in terms 
of their employment status. Besides this focus on the employment relationship, the proposed directive 
contains provisions on algorithmic transparency and increased enforcement, transparency and  
traceability, for example by obliging platforms to share data with the public authorities. Negotiators 
from the European Parliament and Council reached a provisional agreement on the proposed directive 
on 13 December 2023. The agreed text still needs to be formally adopted by both European Parliament 
and Council to enter into force. 

The inclusion of platform workers in collective agreements is also of interest. There are three types  
of collective bargaining agreement covering platform workers: 

•  Extending the scope of established collective agreements to cover platform workers. Nevertheless, 
the extent to which digital platforms have actually adhered to these agreements remains uncertain. 

•  Specific collective agreements covering platform workers. This approach was used in Denmark, 
first for the Just Eat platform and extended afterwards. In France, the government implemented  
in 2021 specific regulations parallel to collective labour law for “social dialogue in the platform 
employment sector”, covering ride-hailing services and delivery of goods. Within this framework, 
two collective agreements were concluded on 18 January 2023 establishing negotiation methods 
and setting minimum tariffs. 

•  Company agreements by trade unions. These agreements allowed workers who were previously 
self-employed to automatically obtain the status of employee if they exceeded a certain threshold 
of hours worked through the platform. The 3F union in Denmark followed this approach in 2018 
for a digital platform providing household cleaning services. 

An additional approach to regulate platform work is to establish codes of conduct as a collection  
of “voluntary guidelines for large crowdsourcing platforms”. In 2017, eight crowdsourcing platforms 
developed a code of conduct, which received support from the main German union IG Metall.  

Main recommendation  

The main challenge arising from the discussions regarding the legal status of platform 
workers is the question of whether they should be classified as employees or independent 
workers. Digital platform companies often position themselves as mere “intermediaries” 
between service providers and clients, aiming to evade the responsibilities of an employer. 
This issue constitutes a central concern that the forthcoming EU legislation on digital platform 
work needs to address. Furthermore, ensuring collective bargaining rights is crucial to  
complement labour law and enhance social protection and working conditions for platform 
workers. The Commission’s guidelines on collective agreements for solo self-employed 
people are also particularly relevant here, as most platform workers are classified as  
independent contractors, which limits their opportunities for inclusion in social dialogue.

file:///Users/sylwia/Downloads/COM_2021_762_1_EN_ACT%20(4).pdf
file:///Users/sylwia/Downloads/COM_2021_762_1_EN_ACT%20(5).pdf
https://www.europarl.europa.eu/news/en/press-room/20231207IPR15738/platform-workers-deal-on-new-rules-on-employment-status
https://www.europarl.europa.eu/news/en/press-room/20231207IPR15738/platform-workers-deal-on-new-rules-on-employment-status
https://www.europarl.europa.eu/news/en/press-room/20231207IPR15738/platform-workers-deal-on-new-rules-on-employment-status
https://www.bloomsburycollections.com/monograph-detail?docid=b-9781509956227&tocid=b-9781509956227-chapter1
https://www.bloomsburycollections.com/monograph-detail?docid=b-9781509956227&tocid=b-9781509956227-chapter1
https://www.bloomsburycollections.com/monograph-detail?docid=b-9781509956227&tocid=b-9781509956227-chapter1
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What is the evidence? 

Population ageing will increasingly strengthen job demand for care and health occupations. The number 
of people above the age of 80 years (the most care-intensive group) will increase by 88% towards 2050, 
and potential care recipients will have fewer children able to provide informal care. This pressure from 
population ageing comes on top of an existing need for upgrading both sectors in many member states. 

Occupations in the health and long-term care sectors are therefore likely to be a source of job creation 
in the coming years. While robots will find their way into health and caregiving, core tasks are difficult 
to automate, or may not be preferable to automate. One estimate implies up to 7 million job openings 
by 2030 in the long-term care sector alone. Health and long-term care occupations are already faced 
with shortages and high turnover of staff in many countries, due in some measure to unfavourable 
working conditions. Part-time work is prevalent and many of those working part-time would like to work 
more hours if the option was available. Temporary contracts and shift work are also important factors. 
On the other hand, most employees (71%) indicate that they find they are doing useful work, and due 
to shortages, job security is often good. However, further policy attention to the health and care sector 
is needed. 

How are policy-makers responding to this challenge? 

The European Pillar of Social Rights (EPSR) emphasises everyone’s right to affordable and high-quality 
long-term care, particularly homecare and community-based services. The implementation of these 
rights is supported by the EPSR Action Plan and by the European Care Strategy, which strives to deliver 
high-quality, affordable and accessible care services (including early childhood education and care, 
and long-term care) while improving working conditions and training for care staff and attracting and 
retaining more workers to the health and care sector. For member states to deliver on these social 
rights, adequate staffing is indeed important. The European Commission has set up a technical support 
project to assist ministries in designing and implementing reforms in the health and long-term care 
sectors. The Commission has also established a funding instrument to increase research in transforming 
and improving health and care systems. Efforts to improve working conditions, career development, 
skills, and job attractiveness in social services are also included in this initiative. 

While efforts at the EU level are important, it is member states that are responsible for their health 
and long-term care systems, and member states’ governments that have to ensure adequate funding 
and personnel. Member states are putting forward a number of policies to secure an adequate  
long-term care work force. To improve career perspectives within the care sector, several countries (e.g. 
Bulgaria, Germany, Estonia, Malta, the Netherlands, and Sweden) are supporting measures to increase 
upskilling opportunities for long-term care workers. This includes increased training (Bulgaria), certifi-
cation (Malta), and upward career mobility (Sweden). 

There are also efforts to improve the public perception of the health and care sectors. In Belgium and 
the Netherlands, there are initiatives of using long-term care (LTC) workers as ‘Care ambassadors’  
to inform others about the nature of LTC work, while in Denmark there has been a public campaign 
to promote care professions. 

An important obstacle to recruitment is low pay. However, several countries have increased wages 
significantly in the wake of the COVID-19 pandemic. Prominent examples are Hungary and Slovenia, 
with increases of 20% and 16% percent. Under the European Care Strategy, attention is also devoted 
to improving occupational safety and health and work-life balance, reducing discrimination, and  
promoting collective bargaining and social dialogue. 

Higher demand for health and long-term care workers 

https://ec.europa.eu/social/main.jsp?catId=738&langId=en&pubId=8396&furtherPubs=yes
https://ec.europa.eu/social/main.jsp?catId=738&langId=en&pubId=8396&furtherPubs=yes
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC10028516/
https://www.ela.europa.eu/sites/default/files/2023-09/ELA-eures-shortages-surpluses-report-2022.pdf
https://www.eurofound.europa.eu/en/publications/2020/long-term-care-workforce-employment-and-working-conditions
https://www.eurofound.europa.eu/en/publications/2020/long-term-care-workforce-employment-and-working-conditions
https://www.eurofound.europa.eu/en/publications/2020/long-term-care-workforce-employment-and-working-conditions
https://www.europarl.europa.eu/RegData/etudes/STUD/2021/695476/IPOL_STU(2021)695476_EN.pdf
https://www.europarl.europa.eu/RegData/etudes/STUD/2021/695476/IPOL_STU(2021)695476_EN.pdf
https://www.europarl.europa.eu/RegData/etudes/STUD/2021/695476/IPOL_STU(2021)695476_EN.pdf
https://ec.europa.eu/social/main.jsp?catId=1606&langId=en
https://ec.europa.eu/commission/presscorner/detail/en/ip_22_5169
https://commission.europa.eu/funding-tenders/find-funding/eu-funding-programmes/technical-support-instrument/technical-support-instrument-tsi_en
https://commission.europa.eu/funding-tenders/find-funding/eu-funding-programmes/technical-support-instrument/technical-support-instrument-tsi_en
https://commission.europa.eu/funding-tenders/find-funding/eu-funding-programmes/technical-support-instrument/technical-support-instrument-tsi_en
https://www.thcspartnership.eu/
https://ec.europa.eu/social/main.jsp?catId=738&langId=en&pubId=8396&furtherPubs=yes
https://www.europarl.europa.eu/RegData/etudes/STUD/2021/695476/IPOL_STU(2021)695476_EN.pdf
https://www.oecd.org/publications/beyond-applause-improving-working-conditions-in-long-term-care-27d33ab3-en.htm
https://www.oecd.org/publications/beyond-applause-improving-working-conditions-in-long-term-care-27d33ab3-en.htm
https://www.oecd.org/publications/beyond-applause-improving-working-conditions-in-long-term-care-27d33ab3-en.htm
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Main recommendation  

Some steps have been taken to improve working conditions for long-term care and health 
workers in EU member states. To ensure adequate staffing — i.e. to replace coming retirees, 
recruit additional staff to upgrade long-term care systems and expand staffing to follow 
the rapid trend of population ageing — continues to be a challenge. Detailed policies 
and solutions will differ among member states but will involve higher pay and better working 
conditions overall. This is particularly the case if current tight labour market conditions 
continue. Immigration of workers into the health and care sectors may offer some relief, 
but for many countries the language barriers will limit the scale of immigrant workers. 

Governments can enhance job quality in long-term care (LTC) by setting high standards 
that also influence the private sector. This includes raising wages in public LTC facilities 
and increasing staffing ratios to lessen workloads. Additionally, they can mandate that 
LTC institutions receiving public funds comply with collective bargaining agreements  
or higher job-quality standards, such as minimum wages. Collective bargaining, crucial 
for determining wages and working conditions, offers protection to workers with limited 
bargaining power. It complements statutory wage and working condition rules, giving 
workers a voice and allowing employers and employees to jointly tackle challenges. 

The policy brief underscores the vital role of collective bargaining in enhancing the quality of new 
and existing jobs in the face of demographic aging and technological transformation. It emphasises 
the need for robust collective bargaining mechanisms in various sectors, such as platform work, health, 
and long-term care, and when it comes to arrangements around working-from-home and hyper-
connectivity. Collective bargaining emerges as a crucial tool for aligning the interests of employers 
and employees, particularly in areas like work-from-home arrangements and platform work, where 
traditional labour protections are often lacking or inadequate. In the health and long-term care sectors, 
collective bargaining is essential to address challenges such as staff shortages, low pay, and high  
turnover, ensuring better working conditions and pay. By facilitating dialogue and agreement between 
employers and employees, collective bargaining can address inequalities and ensure fair working 
conditions across different job types and sectors. This approach is especially critical in adapting  
to the changing nature of work, where flexibility, technological advances, and evolving worker demo-
graphics necessitate dynamic and inclusive labour policies.

Conclusions
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