Editors:

Gotz, Rudolf
Haydn, Franziska
OSB Studien & Beratung

The GIVE Textbook

Career guidance for clients in
New Forms of Work

Challenges and Solutions

Co-funded by the

Vocotmns in .
of the European Union




Project lead

a4

OSB Studien & Beratung gGmbH — Austria -' oo b
® OS

Contact: Rudolf Gétz | rudolf.goetz@oesb-sb.at ‘
Franziska Haydn | franziska.haydn@oesb-sb.at —

. Studien & Beratung

Project partnership

Biro fur berufliche Bildungsplanung (bbb) — Germany
Contact: Rosemarie Klein | klein@bbbklein.de

Gerhard Reutter | reutter@bbbklein.de

i-smARt Trust reg. — Liechtenstein = o
i-smARt ©

Contact: Peter Sommerauer | peter.sommerauer@i-smart.|i itllgent sotios o media 1 Augmentad Realy 4 ining

Vyzkumny Ustav prace a socialnich véci (VUPSV) — Czech

Republic vUPSVY

Contact: Jana Vanova | jana.vanova@vupsv.cz rilsa

December 2021

Imprint

©00]

This product is licensed under CC BY-SA 4.0 (Creative Commons Attribution-ShareAlike 4.0 Interna-
tional https://creativecommons.org/licenses/by-sa/4.0/legalcode). You must attribute the work in the
manner specified by the author or licensor. The attribution has to be provided in following way:
wHaydn, Franziska / G6tz, Rudolf et. al. (2021): The GIVE Textbook. Career guidance for clients in
New Forms of Work. Erasmus+ learning materials. Vienna.”

The licensor permits others to distribute derivative works only under the same license or one compat-
ible with the one that governs the licensor's work.

Disclaimer: The European Commission's support for the production of this publication does not con-
stitute an endorsement of the contents, which reflect the views only of the authors, and the Commis-
sion cannot be held responsible for any use which may be made of the information contained therein.

Vienna, 2021


mailto:rudolf.goetz@oesb-sb.at
mailto:franziska.haydn@oesb-sb.at
mailto:klein@bbbklein.de
mailto:reutter@bbbklein.de
mailto:peter.sommerauer@i-smart.li
mailto:jana.vanova@vupsv.cz
https://creativecommons.org/licenses/by-sa/4.0/legalcode

3
Content
Introduction to the GIVE Text Book 4
Module 1: New Forms of Work 7
Module 2: Challenges for the offer and praxis of guidance 23
Module 3: How to adress these challenges 53

10 1 The GIVE Textbook. Career guidance for clients in New Forms of Work — challenges and solutions, 2021



Introduction to the GIVE Text Book

What is at stake?

Boundaryless careers?) and new forms of work (NFW) such as platform work, own-account work,
portfolio work etc. are a crucial issue in our postmodern world of work (see Eurofound 2015; OECD
2019a). The spread of boundaryless careers and NFW are boosting an ongoing trend, starting in the
1990ties, towards (enforced) self-reliance and self-optimisation of modern employees, labeled “sub-
jectivation of work”. Subjectivation of work (self-management) and its opposite trend of digital driven
“agile neo-taylorism” (external micro-management), can be identified as the dominant trends of steer-
ing labour in today’s world of work, bringing about substantial hardship for not too small a fraction of
workers.

While NFW involve opportunities such as career entry points and flexible working conditions, they
also entail challenges of self-control and self-marketing. Furthermore, reduced regulations and job
security makes NFW risky for persons with few resources and low qualification, therefor often adding
to the group of working poor.

The spread of the subjectivation of work also entails a transformation of the concept of vocation.
While the (traditional) Fordist model of employee is built on a concept of vocation, characterised by
rigidly standardised qualifications and basic work virtues, the post-Fordist, subjectivated employee
has his very own “Individual Vocation” (Vo3 2003): “a personalized model of specific competence
and experience, integrated in a rationalized, though individual, way of life.”

Not least, this development is heralding a changing relationship between providers and users of hu-
man labor characterised by an increase of casualization and, of course, is influencing the situation of
employees in normal employment (comp. Crouch 2019).

The expansion of NFW and modified vocational identities are a CHALLENGE FOR GUIDANCE. ltis
not enough anymore to support clients in choosing and starting their career and in switching jobs.
Guidance has to empower a very diverse new client group to perform their boundaryless careers
and individual vocations, or support these clients in moving on to a more stable and secure form of
work.

1 Boundaryless careers: Working simultaneously for multiple employers in multiple projects in a short sequence
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What are we aiming at?

The GIVE Text Book aims at supporting an innovative and inclusive offer of career guidance by:

e Raising awareness about the rise of new forms of work in digitalised labor markets, the re-
sulting transformation of the concept of vocation and the impact of these developments on
guidance.

¢ Providing tools and strategies for addressing this challenge at the levels of governance, offer
and practice with a special focus on new disadvantaged groups.

What are we offering?

Module 1: News Forms of Work

Module 1 provides an overview on current trends of labour market transformations and the future
nature of work. Some insight is given on the digitalisation of the labour market and its effects on work
and employment as well as on structural changes in the organisation of labour. Special attention is
payed to new forms of work (NFW), the central subject of research in the context of the Text Book: A
clear cut definition is identified, the emergence of NFW historically contextualised and a typology of
NFW along criteria of guidance and education elaborated.

Module 2: Challenges for the offer and praxis of guidance

Module 2 provides extensive deliberations on challenges for guidance deriving from current labour
market transformations with a focus on NFW. Starting with an analysis of the historic development of
the actual situation of the labour market and its challenges for guidance, the text moves on to deal in
depths with guidance challenges of selected NFW including the introduction of the concepts of “entre-
ployees” and “individual vocations”. Subsequently, a typology of persons working in NFW as clients of
educational guidance is presented. These new client types for guidance are exemplified by using the
persona approach and their special counselling needs are identified. The text concludes with pointing
out selected obstacles for offering guidance to persons performing NFW.
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Module 3: How to address these challenges

Module 3 stars with advocating for the emancipatory guidance approach? as appropriate guidance
response to the challenges of current labour market transformations. Following this introductory part,
module 3 offers an analytical raster for analysing special guidance needs of persons working in
NFW, picking up the client types introduced in chp2. In the next section, the issue of accessing new
client types is addressed, using the persona approach again. The rest of module 3 offers a selection
of innovative approaches and tools for counselling persons working in NFW. Namely: Checklists for
identifying precarious work and (self)entrepreneurial skill needs in the context of NFW; Career guid-
ance in communities; Co-Careering in online communities; “The practice portrait”; giving feedback to
the system with the “Bildungsradar”.

Who is it for?

Career guidance practitioners will be supported in getting a firm understanding of the ongoing trans-
formation of labour and professions and the resulting challenges for guidance.

2 Emancipatory guidance approach Guidance should support users to challenge their (unfavourable) status quo rather than help them to fit
into it (see Sultana 2018, p. 64/65)
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Introduction

This Text Book should be a learning tool for guidance practitioners to support them to orient in the
new situation on the labor market and world of new forms of work which are constituting quite rapidly
due to the different accelerators. One of those reasons is introduction of the ICT to the industry, newly
we can feel the impact of pandemic situation to specific form of remote work.

The digital revolution can be defined as a general acceleration in the pace of technological change in
the economy, driven by a massive expansion of our capacity to store, process and communicate in-
formation using electronic devices. Although some of its key underlying technologies and scientific
foundations were developed between the 1950s and 1970s, the ‘big bang’ of innovations and applica-
tions of digital technologies was triggered by the invention of the microprocessor in the early 1970s —
a general-purpose programmable electronic device capable of processing digital information. The con-
tinuous increase in performance and decrease in the cost of microprocessors over the next four dec-
ades facilitated a very rapid spread of different digital technologies, such as the personal computer,
the internet and mobile phones (Eurofound (2018), Automation, digitisation and platforms: Implications
for work and employment, Publications Office of the European Union, Luxembourg)

Digitalization has transformed both the market economy and supply-and-demand dynamic of the labor
market on a scale unprecedented since the industrial revolution. In contrast to the standard employ-
ment contract, which is a result of a tripartite dialogue between employee, employer and the social
partners applicable across the world, the new forms of employment are driven by the needs of the
market. As countries move away from large-scale employment in manufacturing and automatize re-
petitive processes, there is a growing need for staff with specialized skills. Thanks to the free move-
ment of goods and services, businesses can be established where they are most economically viable.

1. European Context

During the last decade we can see on the European level much broader policy debate concerning the
future of work. Standard employment—permanent, full-time and subject to labour law—is still domi-
nant in Europe and non-standard work, with the exception of part-time work, has been growing only
to a rather limited extent. But it is more and more acknowledged that something is happening on the
European labour market.

The combined effects of technological progress, demographic and climate change and globalisation
are transforming modern lives. Increasing digitalisation, robotisation and automatization consequently
with the development of the digital platform economy drive profound changes in the labour market,
with significant implications for work organisation. These changes offer new work opportunities and
may contribute to social inclusion, but also present challenges. New forms of work may challenge
traditional employment arrangements, with an impact on decent work and fair working conditions and
the safety and health of workers. To tackle this development the European Commission is preparing
and implementing new approaches and activities to ensure the quality of work and employment in the
European Union. Below you can find some activities ensured by the European Commission to handle
this topic.

10 1 The GIVE Textbook. Career guidance for clients in New Forms of Work — challenges and solutions, 2021



I 10

The European Commission launched a proposal for the establishment of a European Labour Authority
in March of 20182. The Authority would have three main roles:

e acting as a source of information for citizens and business people

e enhancing collaboration and communication between national authorities in order to protect
and supervise the mobility of the labour force in the Member States, and it would mediate in
the case of cross border labour disputes.

In addition, the EC presented proposals regarding ensuring and facilitating the access to social pro-
tection within the Council Recommendation on access to social protection for workers and the self-
employed®. The Recommendation states that, regardless of the type of employment, each employee
and/or self-employed person should have access to and receive adequate social protection.

1.1Collaborative economy (sharing economy)

The European Commission also published a guide® to the application of European policy and law in
the context of the collaborative economy with the aim to clarify the problematic issues with which the
Member States are confronted. The European Union must provide clarity on applicable

EU rules and policy recommendations to help citizens, businesses and all EU countries fully benefit
from the new business models and promote the balanced development of the collaborative economy.
In order to combat the fragmentation of the welfare systems of the different EU Member States, the
Communication encourages that a basic level of social protection be ensured across European level,
through the development of a European agenda. The main recommendations are:

¢ the establishment of market-entry conditions;

¢ the establishment of accountability in the case of problems;

e ensuring the correct application of the EU legislation regarding consumer-protection;
e and defining the types of work relationships and the application of fiscal law.

The following recommendations are of special interest to the present text book. The first recommen-
dation is that the Member States should differentiate between natural persons who provide occasional
services and those who do it at a professional level, by establishing thresholds based on the type of
activity. This should not be done though by imposing “disproportionate obligations on natural persons
who provide these services occasionally.” The second recommendation would be that online platforms
should assume responsibility for the services that the offer directly, like payment services. The third
recommendation is that service providers should pay income taxes. Member States, however, are
encouraged to simplify fiscal procedures and regulations applied to the collaborative economy. Finally,
the Commission states that while the Labour Code must be applied according to the legal specifica-
tions of each Member State, each State must have in mind that the minimum social standards set by
the EU must be met. Furthermore, the EC recommends that each Member State take into considera-
tion criteria such as the subordinate relationship between the platform and user, the type of work
provided and the associated payment when it decides whether or not an individual is actually a plat-
form employee.

8 Authority and for access to social protection. http://europa.eu/rapid/press-release_|IP-18-1624 en.htm
4 Ibid.
5 European Commission. Press Release. (2 June 2016); http://europa.eu/rapid/press-release_IP-16-2001_en.htm
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1.1 New forms of work and social protection systems

The Employment Committee within the European Parliament published a study® analysing the impact
of the development of the new forms of employment upon working conditions and social benefits. The
authors of the study, although recognizing the importance of adapting the paradigm of the digital econ-
omy, propose recommendations from an inclusive and social perspective, within their argument to
reform the legislative framework in such a manner as to include all those active on the labour market.
In other words, the guiding philosophy behind the reforms should take into consideration the inclusion,
and not the exclusion through rigid definitions, of all those who require social protection in the new
framework. For example, one of the recommendations is that the participation in state pension sys-
tems should be compulsory for all employees, regardless of their statute according to the law. Another
recommendation is the encouragement of universal benefits for all the citizens of a state or the ending
of all fiscal benefits for self-employed workers in order to discourage the proliferation of these types of
contracts.

In 2015, Eurofound, the EU agency in charge of the development of social and employment policy,
published a report on the topic of the new forms of employment and identified above mentioned dif-
ferent categories’.

6 European Parliament. Directorate-General for Internal Policies. Policy Department A. Employment and Social Affairs. November 2017. The
Social Protection of Workers in the Platform Economy. http://www.europarl.europa.eu/Reg-
Data/etudes/STUD/2017/614184/IPOL_STU(2017)614184_EN.pdf

7 Eurofound (2015) New forms of employment, Publications Office of the European Union, Luxembourg.
https://www.eurofound.europa.eu/sites/default/files/ef_publication/field_ef_document/ef1461en.pdf
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TERMS

There is a number of possible content perception, however the partners within the project
agreed on the identification of the new forms are according those defined by Eurofound®

1. EMPLOYEE-SHARING — where an individual worker is jointly hired by a group of employ-
ers to meet the HR needs of various companies

2. JOB-SHARING — where an employer hires two or more workers to jointly fill a specific job,
combining two or more part-time jobs into a full-time position;

3. INTERIM MANAGEMENT — in which highly skilled experts are hired temporarily for a spe-
cific project or to solve a specific problem, thereby integrating external management capaci-
ties in the work organisation. However, "In this report we use a broader definition of "Interim
Management" (also labelled “temporary work”) dominated by low qualified blue-collar worker
(see also "Leiharbeit" in German);

4. ICT-BASED MOBILE WORKING (also TELEWORK) — where workers can do their job
from any place at any time, supported by modern technologies;

5. CASUAL WORK — where an employer is not obliged to provide work regularly to the em-
ployee, but has the flexibility of calling them in on demand;

6. VOUCHER-BASED WORK — where the employment relationship is based on payment for
services with a voucher purchased from an authorised organisation that covers both pay and
social security contributions;

7. PORTFOLIO WORK — where a self-employed individual works for a large number of cli-
ents, doing small scale jobs for each of them;

8. CROWD EMPLOYMENT — where an online platform matches employers and workers, of-
ten with larger tasks being split up and divided among a ‘virtual cloud’ of workers;

9. COLLABORATIVE EMPLOYMENT — where freelancers, the self-employed or micro en-
terprises cooperate in some way to overcome limitations of size and professional isolation.

The new types of employment were valued in terms of their impact on working conditions (flexibility,
social protection and job security) and on the labour market in general. The forms of employment
which proved to have the best working conditions for employees were employee-sharing and job-
sharing. Additionally, the advantages of mobile-based work were listed as being flexibility, autonomy
and the employee-emancipation. For those who work as freelancers, working on the basis of a port-
folio, collaborative or collective employment are the most advantageous choices. The study also iden-
tified certain drawbacks to the new forms of employment such as: stress, income insecurity, lack of
social protection (due to the transfer of responsibility from employer to employee) and a blurring of the
demarcation lines between an individual’'s private and professional life. The report concludes that de-
spite the fact that all of these new forms of employment facilitate the integration of certain groups on
the market, they do not significantly contribute to job creation. Nevertheless, the authors admit that
the new forms of employment contribute to innovation in the labour market.

Eurofound makes the following recommendations: it is necessary to create a specific, country-tailored
approach as well as facilitating the exchange of information and best practices between countries.

8 Eurofound is the EU Agency for the improvement of living and working conditions: https://www.eurofound.europa.eu/about-eurofound/who-
we-are
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The second recommendation is that the new forms of employment which have been evaluated as
having positive effects on working conditions should be encouraged through awareness campaigns in
order to encourage more people and inform them as to their advantages.

The third recommendation is the need to identify a point of balance between flexibility and social pro-
tection. Eurofound also emphasizes the need for clear, consistent employment legislation and the
simplification of existent frameworks in order to allow for the development of the new forms of employ-
ment. Furthermore, the study recognizes the need to include atypical employment contracts in state
welfare and health schemes but warn against interfering with their flexible nature. Finally, the study
recommends the coordination of policies regarding the new forms of employment across multiple do-
mains, such as regional development or entrepreneurship.

In conclusion, the EU debate regarding the framing of the new forms of employment is ongoing from
the perspective of their inclusion in state welfare systems. However, it is very important to note that all
of the published studies and Communications present a firm reality which is expected to grow and
develop into the future. Thus, there is no question of implementing measures of stopping it or reversing
its progress. On the contrary, even if some of the measures proposed by some of the studies might
take an extreme approach in terms of ensuring social benefits for workers which would affect the very
flexible nature of these employment contracts, the most important conclusion of all is that the legisla-
tive framework must be adapted so that it takes into account the present real evolution of the labour
market.

Throughout the course of the study it will become clear that the issues discussed at European level
are also present to some extent in the countries discussed. The terms proposed by Eurofound as
defining the new forms of employment will frequently be mentioned and used.

2. New forms of work — actually not to new!

While labelled as “new”, new forms of work have quite a history. In the 1970ties, the fundamental
structural transformation of the economy from an economy characterised by Fordist production and
heavy industry to an economy dominated by the service industry brought a strong increase of the
freelance economy. Informal homework, own-account worker, casual work, fix-term employment etc.
became widespread forms of work, especially amongst women. In the 1980thies, the flexibilization
and deregulation of working time and forms of employment accelerated this trend further. Part-time
work, outsourcing of tasks, bogus self-employment, subcontracting etc. became increasingly common
forms of work. Finally, the global implementation of ICT from the 1990ties onwards gave this trend
another boost, enabling (global) outsourcing of (virtual) tasks and new forms of matching demand and
supply of labour via virtual platforms (platform economy).®

9 See: VoR, Prongratz (1998) Der Arbeitskraftunternehmer, S. 3-5

CEDEFOP (2019) Literature review. Skills formation and skills matching in online platform work: policies and practices for promoting
crowdworkers' continuous learning (CrowedLearn), p. 4-6
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Opportunity for reflection

Do you have an experience with the new types of employment and which kind of?

If yes can you also see any impact of those forms on the employee’s performance (skills, obtained
knowledge, flexibility, responsibility, self — organisation, etc?).

Do you have any experience or suggestions how to use challenges of new forms of work in posi-
tive way to reach the best possible working conditions and balance between flexibility and social
security?

3. Structural changes in the organization of the labour

In the direct connection with the also the form of the work as such is changing.
The availability of advanced information technologies enables their massive deployment in the form
of new machines and tools, which can partially replace routine human work and increase the produc-
tivity and the quality of work (still in the cooperation with human being). The interconnectivity and the
interoperability of information systems both vertically and across sectors open up new opportunities in
the organization and optimization of logistics, production and in the production chain. It is possible to
say that changes in digitalisation and technologies will require a paradigm change in the organisation
of economy, which in turn most probably bring new social structures and need for new institutions.

In last year’s processes of corporate reorganization have been taking place in almost all sectors of
modern economies. They are comparable to the fundamental economic and social changes of 19t
and early 20™-century industrialization. Mainly because of the aggravation of competitive conditions
corporate management is increasingly forced to reduce costs massively and increase their companies'
possibilities for flexible and innovative reaction to turbulent business environments. The strategy of
subjecting employees to a highly rigid and detailed surveillance of work activities (often based on
Taylorist principles) that has prevailed in most firms up to now, is now increasingly considered a severe
obstacle. Today the attempt is taking place — not everywhere, but at least in several areas — to free up
the usual boundaries of the traditional employee in the workplace in nearly all dimensions — time,
space, content, qualifications, cooperation etc. — and enhance their own responsibility through strate-
gies of (for the German discussion of
this see for ex. Kratzer, 2003; Minssen, 2000; VoR3, 1998).

On top of this a crucial role can be seen in the which means that any trade can be
potentially ensured on international level. The European Union Single market already eliminated bar-
riers between Member States and thanks to the free movement of goods and services, business are
usually established on the most (economically) appropriate place. This trend affects the labour market
and employment relationships and this is again supported by possibility to work remotely and despite
some negative limitations it is the reality which cannot be denied.

is expressed by both employees and employers the main
interest is regarding working hours, location, and a results-oriented remuneration system. In its 2015
report, Eurofound identified nine new forms of employment, which could broadly be divided into two
categories: new forms of employer-employee relations and new methods of working. The first category
contains employee sharing, job sharing, and voucher-based work and the second category contains
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interim management casual work, ICT-based mobile work, crowd employment, portfolio work and col-
laborative employment™°.

All the above-mentioned new phenomena leads to the and social relations in
the workplace and stronger social fragmentation.
This subjectivation of work confronts employees with new work — related demands, thereby challeng-
ing their habitus on individual as well as on a group level. Primarily, employees are expected to acquire
more entrepreneurial dispositions and self-responsibility at work (The Subjectivation of Work and Es-
tablished-Outsider Figurations, G. Becke, 2017).

Opportunity for reflection

Do you have any specific experience with the subjectivation of work? If yes, how the obtaining of an
entrepreneurial skills and/or self-responsibility skills can be support?

4. Effects digitalisation and automation on work and employment

The Eurofound study Eurofound (2018), Automation, digitalisation and platforms: Implication for work
and employment, is mentioning four different aspects of the implications of technological change for
work and employment, which are differentiated as follows:

e Tasks and occupations: the distribution of tasks in the economy and the occupational struc-
ture that are directly and continuously changing as a result of technological advances (every
new technology involves some new way of carrying out a particular process, and therefore a
change in the associated tasks).

e Conditions of work: the physical, psychological and environmental requirements and condi-
tions of work (also directly affected by the technology used).

e Conditions of employment: the contractual and social conditions of the work, including is-
sues such as stability, opportunities for development and pay (these mostly depend on the
institutional framework and labour regulation, with the effect of technology being more indi-
rect).

¢ Industrial relations: the relatively institutionalised ways in which workers and employers or-
ganise their relations and settle their disputes; the effect of technological change on this do-
main is also indirect (affecting the three previous aspects in the areas of interests, power and
organisational capacity of workers and employers).

Tasks and occupations and conditions of work are two aspects of the division of labour and part of the
material attributes of the economy where the effect of technological change is direct and immediate (it
can change directly the types of tasks needed in production and the conditions in which work takes
place). In contrast, conditions of employment and industrial relations are part of the social and institu-
tional attributes of the economy; the effect of technological change on them is indirect and more inde-
terminate.

10 Eurofound (2015), New forms of employment, Publications Office of the European Union, Luxembourg.
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The same study is mentioning three vectors of change which are corresponding to three broad cate-
gories of application of digital technologies in economic processes, with different implication for work
and employment, which are:

e Automation of work: the replacement of (human) labour input by (digitally-enabled) machine
input for some types of tasks within production and distribution processes. Although machine
automation predates even the Industrial Revolution, the use of digital technologies allows the
algorithmic control of machinery and, therefore, many more possibilities for automation. With
digitally enabled machines and artificial intelligence, all kinds of tasks can be potentially auto-
mated.

e Digitisation of processes: the use of sensors and rendering devices to translate (parts of)
the physical production process into digital information (and vice versa), and thus take ad-
vantage of the greatly enhanced possibilities of processing, storage and communication of
digital information. This is the main way in which the attributes of the digital economy have
spread to sectors and industries beyond ICT, as discussed in the previous module.

e Coordination by platforms: the use of digital networks to coordinate economic transactions
in an algorithmic way.

These three vectors of change rely on digital infrastructures, technologies and skills already widely
available in the economy.

Automation has particularly strong implications for the evolution of the types of task input necessary
for the production process, and therefore the structure of employment by occupation and sector, as
well as the skill levels required. However, it also has direct implications for working conditions (since
the automation of certain tasks eliminates some types of work and creates others) and indirect impli-
cations for employment conditions and industrial relations (for instance, it can alter the balance of
power within workplaces).

The effect of digitisation is most direct and clear on working conditions, since it involves a change in
the environment and nature of work processes. But, for the same reasons, it also involves changes in
tasks and occupations, and has an indirect effect on employment conditions and industrial relations.
Digital technologies become more widespread and production and work process become more digit-
ised, the impact can also be observed in manufacturing, retail and social services, gradually trans-
forming economic processes in these sectors.

Finally, platforms represent most directly a change in the social organisation of production, since they
are themselves a new type of economic institution: therefore, their most obvious and direct impact is
in terms of the conditions and regulation of employment. However, they can also change the division
of labour (for instance, they enable a much more detailed breakdown of tasks) and affect industrial
relations.

5. How does these forms of new work look like?

From the methodological point of view, the very notion of “new forms of employment” / “new forms of
work” (the professional literature also contains other terms such as “atypical forms of employment”,
flexible forms of employment”, “non-traditional forms employment”, “non-standard forms of employ-
ment” etc.) takes on new meanings over time. Whereas in the recent past, new forms of work meant

part-time work, flexible working hours, agency employment etc.

This Textbook will focus on the new forms of work from the point of view of the guidance and counsel-
ling perspective, focusing on disadvantages groups. Accordingly, we analyse new forms of work with
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regard to skill needs, career opportunities and the degree of providing a professional/vocational iden-
tity.

From this approach the following matrix of selected new forms of work is aggregated based on new
forms of work as defined by Eurofound (see above) and the OECD?: (Platform work, own-account
work, fix term contracts, variable hours contracts):

s ‘ Characteristic

Platform work ‘

o high end — crowd work s-elf-entrepre.neurial skills high,
(informal) skills demand high,

learning benefit high,

precarization mixed,

freedom low,

subject professionality mixed

. self-entrepreneurial skills mixed,
Crowd work / micro tasks — local on ) P

learning benefit low,
precarization high,
freedom low,

subject professionality low

T2

Own-account work ‘
high end — opportunity se!f—entreprenegrial skills high,
entrepreneurship skills demand high,
learning benefit high,
precarization low,
freedom high,
subject professionality high

T3

. self-entrepreneurial skills high,
low end — necessity .
learning benefit mixed,
precarization high,
freedom mixed,

subject professionality low

T4

Interim Management
. self-entrepreneurial skills low,
T5 Interim Management )
skills demand low,
learning benefit low,

11 OECD (2019) Policy Responses to New Forms of Work, OECD Publishing, Paris.
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precarization high,
freedom low,
subject professionality mixed

Precarious / flexible modes of work

(casual work, voucher-based work, portfolio work, variable hour contract)

high end — chosen flexibility se-lf—entreprenel-mal skills high,

learning benefit high to low,
precarization low,

freedom high,

subject professionality mixed to low

low end — enforced flexibility self-entrepreneurial skills high,

(more precarious forms) skills demand low,
learning benefit low,

precarization high,
freedom mixed,
subject professionality low

T7

6. Qualification and training in the platform economy

One of the most significant area which is having impact to the individual skills is the area of platform
economy, where individuals who want to find work must respond by taking responsibility for their ed-
ucation, skills, professional presentation. They have to be also rather flexible and financially capable.
The temporary nature of platform work can also have impact on social ability of an individual, as this
kind of work can become “traps! As opposed to “bridges” into permanent or more regular work (Huws
et al., 2017). Positives of platform-based work argue that it offers temporal and spatial flexibility which
is making easier to combine work and private duties. Some cases are also proving that platform work
can prolong work life (Barnes et al., 2015).

Crowdworkers can need some special support via various types of learning to improve skills both
technical and non-technical. The most notable examples (Upwork and Samasource) in this regard is
“upwork”, which provides the following range of self-study and social learning and development re-
sources for workers:
e Upwork freelancer education hub: a set of resources to enable freelancers to get started
on the platform
or

e Upwork community forum: a discussion forum where workers can ask questions and share
experiences of the platform

e thetraining data platform using machine learning models:
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In general, training for platforms workers is rare, notable example is mentioned in Samasource (Leh-
donvirta and Jernkvist, 2011; Gino and Staats, 2012). Samasource is a microtask platform, which was
established work centres in different developing countries in Africa and South Asia targeting disad-
vantages workers and representatives of marginalised groups. Workers are trained in different basic
professionals’ skills such as management, following a schedule, communication, building of self-con-
fidence. There is an utilization of a “train the trainer” approach, by working closely with instructors.
Some learning sources are provided as well — examples of tasks, tips, videos.

Cedefop study Skills formation and skills matching in online platform work: policies and practices for
promoting crowdworkers” continuous learning (CrowdLearn) is mentioning some areas concerning
the training and space for further reflection as follows:

e the need to adapt regulatory frameworks to promote and sustain the continuous learning and
skills adjustment of platform workers;

e the need to improve the visibility in a dialogue on how to translate individual’s reputation
scores into informal certification and how to potentially integrate or recognise credentials ac-
quired in the online platform economy within national and European qualification and skills
validation frameworks;

e ensuring equal access to training benefits and competency development for platform work-
ers, together with portability of training rights across platforms;

e incentivising platforms to promote the continuing vocational training of its registered crowd
workforce via quality-assured courses, in collaboration with certified training providers;

e the need to revise type of qualifications and curricula in VET programmes drawing on intelli-
gence regarding the skill needs of different types of crowd work;

e the significance of cooperating with platforms in adopting and integrating EU-wide compe-
tency frameworks, with an aim to providing greater skills transparency and equal opportuni-
ties for rewarding work to especially lower qualified individuals or first starters;

e the importance of designing appropriate policies that will promote and enhance the value
and benefits of independent platform working without raising its relative cost for firms and in-
dividuals.

7. The future nature of work

The substitution of individual tasks will most probably change the nature of work as such and individual
job positions (Frey and Osborne, 2013). Technologies are overtaking routine manual and routine cog-
nitive tasks, employees will have opportunity to spend bigger proportion of working time by comple-
mentary tasks, based mainly on creativity and human interaction. Bigger cooperation in between tech-
nology and humans is expected. For example, in the situation of stated the diagnoses of a patient, the
bigger part can be automated by IA.

Jobs will require more training and good understanding of technologies. Open question concerns to
the quantity of time spend on work. At the moment two main opinions can be recognized: 1/ employ-
ees might spend less of their time on work, resulting in shorter working weeks; 2/ the working time
should stay constant and eventual “free” time can be used for the training. The role of Trade Unions
can be important in this item.
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In the meantime, of the project realisation, an unexpected factor appeared which is COVID-19, that
has effectively become a tipping point for remote workers, and this pandemic has forced workers in
almost every sector to adopt working tools and techniques, which has changed the dynamic of work.

The COVID-19 pandemic has forced people and businesses to adapt to remote working—whether
they were ready for it or not. Workers discover the productivity that can be found in this arrangement,
and companies see the potential overhead savings.

At the moment it seems to be that investments in platforms, and technology, will need to be made to
maximize efficiency in this new paradigm. There will be a significant, permanent, transition to more
remote working—even when COVID-19 clears.

Opportunity for reflection
Are you expecting bigger space for training of employed/working people in the connection with the

introduction of new technologies?
Which sectors will be according your experience the most tackled by this need?
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8. Conclusions

The labour market has undergone a fundamental transformation in recent years. There is strong de-
mand on the flexibility both on the employees and employers’ side, although the reasons can differ on
both sides.

This Textbook is researching new forms of employment based on relatively new concept of Eurofound
(2015) recognising above mentioned 9 types of new forms of employment: employee sharing, job
sharing, interim management, casual work, mobile work (remote/home office work), voucher-based
work, portfolio work, crowd employment and collaborative employment. Not all of these new forms are
equally developed and used.

In some cases, it is difficult to distinguish between new forms of work and standard ad long-term
practice in particular in some EU countries.

It is also useful to mention, that some of those above-mentioned new forms of work are not considered
in the national labour legislation, however it does not mean that heir implementation is not possible. It
is also clear that new forms of work will exert a considerable impact on labour market, on the relation-
ship between employers and employees and on what employers (if existing) expect from their employ-
ees and vice versa. Both groups can potentially benefit from new forms of employment, the most
significant feature of which consist of enhanced flexibility, wiliness to work on professional skills. At
the same time, it is important to bear in mind that they may also result in a number of disadvantages
and threats, out of which one can be the possibility to properly oriented on the labour market and to
receive any professional support.

There can be seen a great increase of the platform economy in few last years. Work mediated by
online platforms can be seen as a continuation of broader transformation in the economy and labour
markets. In this form of work the individual’s responsibility over career and skill development is em-
phasized. At the same time, it is part of the digital transformation of labour markets that among other
things heightens the pace of change in skill requirements in labour markets that among other things
heightens the pace of change in skill requirements in many occupations. The online platforms play a
role not just in matching skilled workers with demand but also in the workers” skill development and
learning processes, through means such as skill tests and facilitating access to learning and skill de-
velopment provisions by the platform companies, and what constrains there may be on their further
development.

In standard employment the employer has an interest in ensuring that its workforce’s skills stay up to
date. Policy frameworks usually operate but crowd work individualized the responsibility over skills
development to the individual worker. This can increase flexibility and allow workers to better respond
to the rapidly changing skills requirements of recent labour markets. On the other hand, it can be also
reason for the skills mismatch and dead end, when individual is in not favour situation to consider
changes in skills demand.
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About this module

While the first module of this textbook concerned itself with Trends in new forms of work and careers,
this one focuses on the challenges which may result for educational guidance; in so doing, we take
account of both the offering level and the challenges for specific guidance practice. It will become
apparent that no simple answers can be given to the questions surrounding the challenges for educa-
tional guidance in the new forms of work, because there are various forms and types.

This becomes clear when one looks in more detail at the challenges which result for educational guid-
ance. We have taken two different approaches to these challenges: on the one hand characterising
the new forms of work, on the other providing a typology of the persons working in the new forms of
work as new target groups for guidance. We have tried to make the latter clear using personas.

You can focus on the following aspects in this module:

¢ Which historical processes have produced today’s labour market, and which challenges do
these present for guidance?

e Which forms of work are new, and which are just new labels for old forms? You will also learn
about Vol and Pongratz’s “entreployee“!? as a prototype for the new forms of work.

e How can the new guidance target groups and their needs be standardised?
¢ Which different guidance needs do the various new guidance target groups have?
¢ Which stumbling blocks should you look out for in guidance?

The situation as regards the new forms of work certainly varies across European countries. We have
taken this into account with regard to the four countries participating in this project. We saw it as
important to give concrete examples of the challenges using the different situations for the new forms
of work in European countries. For this reason, there are contextualised descriptions in the text from
Germany, Austria, Liechtenstein and the Czech Republic.

1. Which challenges are there in educational practice — a first approximation

1.1 From the industrial society to the knowledge or service society

Counsellors come into contact in their practice with people seeking guidance who have very different
ideas about work society, and correspondingly have very different views on occupational categories
and job requirements (see also Module 1). In particular, older people seeking guidance orient them-
selves by the ideas of the first modern period which shaped their view of work and career. “The first
modern period delivered normal biographical basic knowledge which served as requirements for indi-
vidual identity models. Within these outlines, partial occupational identity played a central role which
created order requirements for subjects identity development. In the second modern period, these
order requirements became less binding, and the question arises of how identity should now be con-
structed.” (Keupp 2006, 8)

You as a counsellor will encounter people who see the loss of norm specifications and obligations
as liberating and enriching, but also people who find this change scary, because binding societal re-
quirements and values are important to them and offer them security. For the former group, liberation
from requirements sometimes leads to an irritating phenomenon for you as a counsellor. There is an

12 Den von VoR/Pongratz vorgelegten Begriff des Arbeitskraftunternehmers nutzen wir in diesem Text durchgehend ohne ihn zu gendern.
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increasing fear of being boxed in (‘fixeophobia’), because this is associated with a loss of options (see
also Keupp 2006, 19). In guidance practice, this fixeophobia can lead to enormous demands on coun-
sellors and people seeking advice, because every solution found jointly between the counsellor and
the person seeking advice is met with the question from the person seeking advice of whether this
determination does not obstruct other, better options.

The second modern period is actually an “ambiguous experience... the disintegration of stabilising
dependencies, which in hindsight seem authoritarian, the release from orienting and protecting, but
equally prejudicing and restrictive relationships. In short, delivery from a strongly integrated living en-
vironment releases the individual into the ambivalence of growing option margins.” (Habermas 1998,
126 et seq.)

In your guidance practice, you will mainly be involved with target groups who see this ambiguous
experience mainly as a threat. This is also a consequence of and a reaction to the increasing blurring
of the boundary between work and life.

Which challenges result for guidance practice becomes even clearer, however, when we orient our-
selves using the milieu concept in relation to the concept of target groups. A concept of target groups
uncoupled from the milieu focuses on other characteristics, but what is decisive for the individual's
actions is “the structure of the relationships between all relevant characteristics.” (Bordieu 1982, 182)
The model below is based on these considerations.

Abb. 1: Die Milieus der alltaglichen Lebensfiihrung im sozialen Raum Deutschlands 2004

G
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Quelle: agis.uni-hannover.de 2004, nach Zahlen von SIGMA, in Anlehnung (grafisch bearbeitet von der Redaktion)

If we consider the axes of differentiation, it becomes clear to us that the spectrum of groups of em-
ployees which are relevant to our context ranges from avant-garde in the postmodern milieu through
to authoritarian in the bourgeois milieu. What relevance this might have for guidance practice can be
seen in the representation of the basic forms of education strategies in various social milieus:

10 1 The GIVE Textbook. Career guidance for clients in New Forms of Work — challenges and solutions, 2021



- 27

Tab. 1: Soziale Milieus — Grundformen der Bildungsstrategien

Grundmuster der Grundprinzip der Grundmuster der Bild .
Bildungsmotivation Bildungsstrategie rundmuster der Biidungspraxis

Obere Milieus Selbstverwirklichung Soziale und kulturelle Slenltl:;rtlz:igr
(KONT, LIBI, POMO) und Identitst Hegemonie Aktiv suchend

Respektable Milieus T Pragmatische Horizonterweiterung
~ Niitzlichkeit . : )
(KLB/MOBU, TRA/LEO/ (Mehr) Autonomie/Status Ambivalenz: Zumutung oder Chance?
und Anerkennung : - h
MOA, HED) Teilnahme iiber soziale Netze

Bildung als Birde
Unterprivilegierte Milieus Notwendigkeit Vermeide A Unsicherheit

(TLO) und Mithalten efmeiden von Ausgrenzung Selbstausschluss (, Auswartsspiel “)
»aufsuchende Bildungsarbeit”

Quelle: eigene Darstellung (grafisch bearbeitet von der Redaktion)

1.2 Blurring of the work-life boundary

The classic separation of work and the private sphere in which the employee “sells” their labour to the
employer, is increasingly being dissolved in the new forms of work. “This is a collection of the ‘whole’
person, who where possible places their subjective potential and resources, including the motivational
orientations, aspirations and competences that guide their non-occupational actions, at the disposal
of work. At the same time, this means that the separation between work (or professional life) and
leisure time (or private life) which was fundamental to industrial companies is becoming obsolete.”
(Ewers et al. 2006, 37)

In guidance, you will encounter target groups who welcome this “colonialisation of the life-world” (Ha-
bermas), because they can participate in work with their whole personality. Target groups who find
themselves in precarious work situations will see this change as a t