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Interestingly, both labour markets face similar challenges, which is indicated by this report, and what its true 

value is. Personally, I am most intrigued by the following dilemmas and questions: 

Why, despite the severe shock caused by the pandemic and long periods of economic freezing, have both 

labour markets dealt with the crisis so well and rebalanced so quickly? 

Will the pandemic experience change behaviour in the labour markets and how? Is it possible to move away 

from flexible employment in favour of flexible work organization, which would better build the relative job 

security of employees? 

How to deal with flexibility in the labour market in the future, and where are its limits? What will be our 

attitude towards civil law employment, self-employment, and temporary work? How to protect yourself from 

the progressive duality in the labour markets? 

Will the pandemic acceleration of digitization, and will the expansion of remote working have a lasting impact 

on employment relationships? How will the now expected acceleration of investments in digitization, 

robotization, and automation affect the future of work? 

The explanation of the phenomenon of leaving the pandemic without major losses (so far) of the labour 

markets in Poland and Germany should be sought, in my opinion, primarily in the institutional solutions 

adopted in both countries. During the global financial crisis in 2008-09, a similar method of dealing with 

economic and social problems was developed here and there. The ideas adopted in the form of subsidies and 

refunds for employers and employees made it possible to protect most jobs then and now. Due to the 

demographic situation and the shortage of employees, companies willingly used such instruments of 

"hoarding" employment. 

The effect was a very limited increase in unemployment, although at the same time there was a reduction in 

employment, the so-called additional personnel (self-employed and persons employed under civil law 

contracts) and the deterioration of the quality of work, including, in particular, a decrease in salaries. This 

process was more visible in Poland than in Germany, where many protective regulations were created, not 

only in labour legislation, but also in collective agreements, and where more funds were allocated to wage 

subsidies. 

The final effect is statistically impressive, in both countries unemployment has almost returned to the pre-

pandemic level, but in Poland the interest in foreign migration among young people (up to age 34) has 

increased again, mainly to Germany. In addition, it should be noted that, especially in Poland, some people 
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who lost their jobs due to the pandemic joined the ranks of the inactive professional, so they gave up looking 

for work, reducing the already low rates of professional activity and employment in Poland. 

Experiences from the pandemic period will certainly influence future behaviour in the labour market. While 

in 2018 we observed, especially in the youth group, a greater tendency to choose flexible forms of 

employment, now we can see an increasing interest in more stable contracts. Nevertheless, in my opinion, 

we will now observe a shift from flexible employment to flexible work organization, which has a chance, to 

build relative security. 

In practical terms, these new phenomena pose a serious challenge for the regulation of the labour market 

and labour law. Since companies will also be exposed to risks related to the costs of permanent employment, 

we must look for indirect models that will include the elements of stabilization either in flexible working time 

management (working time accounts) or in the context of civil law contracts and temporary contracts. Such 

an example is the regulation of the so-called dependent self-employment or a dependent contract, which 

after 6 months or a year of cooperation will guarantee certain legal and employment rights, such as, 

protection through the use of a notice period, acquisition of the right to minimum leave, and social security 

related to certain social risks. 

But the source of building employee job security in the modern labour market, even more than employment 

guarantees, is access to training and professional development. Only equalizing the rights of co-workers with 

the company's employees in terms of access to them will build a clearly better position of the former on the 

labour market. Here a question arises about public support for re- and upskilling processes, about the 

involvement of public funds for training and real changes in the adult education system. The scale of changes 

in the labour market, the necessity to change profession or increase qualifications require serious and 

responsible action not only on the part of companies, but above all on the part of the state. In this respect, 

Poland should follow the good examples and solutions adopted in Germany. 

For the Polish market, the experience of the pandemic was to some extent very beneficial. Remote work has 

become widespread, for years only theoretically present in the Labour Code in the form of teleworking 

regulations, but it is used in practice to a very limited extent. 

However, the real challenge for both labour markets will be automation and robotization. In the research I 

have conducted in recent months in Poland, almost all the companies from sectors and industries such as 

industrial production, finance and insurance, information and communication, health care and services, and 

primary business services, consider these processes to be inevitable. 
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Our German neighbours are definitely more advanced in this area. They hold the position of leaders in 

automation and robotization in Europe, and although Poland is yet to follow this path, the scale of challenges 

for our labour markets will be similar. In my opinion, in the short term, Polish and German workers will not 

be at risk of losing their jobs, which is confirmed by the results of the research and this report. In the short 

term, more than twice as many companies surveyed want to increase employment than to reduce it. 

The main barriers to adapting to technological changes may be, the high level of digital exclusion of Polish 

society and the lack of a systemic vision of the development of the public sector as a private sector partner. 

Companies invest in new technologies on their own initiative or through their foreign headquarters. Public 

support for such investments in Poland consists of individual projects rather than large programs. The leaders 

of change are industry, the financial and insurance sectors, information and communication, transport, and 

health care services. If the state built great development programs for these industries, there would be a 

chance for a leap in the competitiveness of the Polish economy. Our western neighbours provide us with 

positive examples of this. 

It is worth supporting projects that modernize the economy, create new development models, and 

successfully reach companies. They don't have to be "cosmic innovations" right away. It should be 

remembered that for the automation and robotization of processes, the greatest challenge is the 

qualification gap and the lack of top-class specialists who can design, implement, and develop new 

technologies. Companies are already reporting a need for professionals in such new professions as data 

analyst, artificial intelligence analyst, automation engineer, system developer, digitization expert, Robotics 

engineer, operator of robotic or automated workstations, programmer of robotic and automated 

workstations, cobot programmer, designer CAD / CAM or a specialist in artificial or augmented reality. These 

new professions cannot be found in the Polish Classification of Professions, and I think that German 

companies are also trying to deal with a similar problem. 

At the same time, today it is only while working in companies that you can obtain such qualifications, because 

the education systems do not keep up with the new market needs. This shows the real scale of the challenges 

we face as countries, economies and, finally, European partners closely linked by economic and social 

dependencies. And in this area, we have a lot of space to cooperate and use our common experience and 

achievements. 

In this report, readers will find a lot of data, information and analyses that complement and expand the above 

threads, so I cordially invite you to read it! 
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Review of comparable data from the Polish and German labour markets 

 

Indicator  Poland  Germany  Source 
 

 

The number of economically active people in 

2021 in million 

17,2 45,1 BAEL; The Federal 
Statistic Office 

 

Employment of people aged 20-64 in 2020 (%) 
 

73,6 

 

80,0 

 

Eurostat 

 

Number of self-employed in Q2 20201 in 

thousands 

 

2 886,9 

 

2 892,3 

 

Eurostat 

 

Self-employment rate (%) 

 

20,6 9,6 OECD 

 

Total unemployment in October 2020 (%) 

 

3,5 4,5 Eurostat 

 

Total unemployment in July 2021 (%) 

 

3,4 3,6 Eurostat 

 

The unemployment rate among young people 

under 25 years of age in July 2021 (%) 

 

12 7,5 Eurostat 

 

Women's unemployment rate in July 2021 (%) 

 

3,5 2,5 Eurostat 

 

Impact of the pandemic on the labour market in Poland 

According to Eurostat data, in the dramatic year 2020, Poland had the lowest unemployment rate in the 

European Union for the first time in history. It amounted to 3.1%, while the average in the European Union 

https://rynekpracy.org/statystyki/aktywni-i-bierni-zawodowo/
https://www.destatis.de/EN/Themes/Labour/Labour-Market/Employment/_node.html
https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Employment_-_annual_statistics
https://ec.europa.eu/eurostat/databrowser/view/lfsq_esgais/default/table?lang=en
https://data.oecd.org/emp/self-employment-rate.htm#indicator-chart
https://ec.europa.eu/eurostat/documents/2995521/10662309/3-02122020-AP-EN.pdf/3b4ec2e2-f14c-2652-80bd-2f5e7c0605c2
https://ec.europa.eu/eurostat/documents/2995521/11563247/3-01092021-AP-EN.pdf/e045fa11-8a9e-6e60-6967-19088d96af8a?t=1630482630262
https://ec.europa.eu/eurostat/documents/2995521/11563247/3-01092021-AP-EN.pdf/e045fa11-8a9e-6e60-6967-19088d96af8a?t=1630482630262
https://ec.europa.eu/eurostat/documents/2995521/11563203/3-30072021-CP-EN.pdf/35dbf525-da32-809f-0f9d-cd36a271a760?t=1627633423854
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was 7.3%. In turn, according to the methodology of the Central Statistical Office (CSO), the unemployment 

rate in January 2021 was 6.5% and was 1 percentage point higher than the year before. This does not change 

the fact that many sectors of the economy were affected by the serious crisis, and its effects on the labour 

market may be visible for many years to come. 

 

Eurostat measures the unemployment rate as the percentage of people aged 15-74 who are unemployed, 

but who are actively looking for one and are ready to take one in the next two weeks, for the entire working 

population. 

The Central Statistical Office (GUS) measures the percentage of the unemployed registered in labour offices 

in relation to the entire professionally active population. All jobseekers and those who want to maintain 

access to free health care, although they are not looking for employment, register with Polish labour offices. 

The Population Economic Activity Survey (PEAS) is conducted by the Central Statistical Office in accordance 

with the methodology of the International Labour Organization. This is a specific survey among statistically 

randomly selected households. In each successive wave, 1/4 of the sample composition is exchanged. 

Contrary to official government statistics, the LFS registers all manifestations of economic activity, even if it 

was only one hour of paid work in the analyzed week.  

 

A slight increase in unemployment 

The GUS data illustrating the situation on the labour market in 2020 indicate that the impact of the pandemic 

was most clearly visible in the first half of the year, right after the introduction of the first restrictions. If the 

registered unemployment rate in March was 5.4%, it rose to 5.8% in April and to 6% in May. In the following 

months, from June to November, it remained at the level of 6.1% in December, unemployment slightly 

increased to 6.2%, however, similar declines in employment were recorded at the end of the year also in 

previous years. 

 

 

 



 

 

12 
 

LABOUR MARKET IN NEW NORMALITY 

 

 

Source: CSO 

 

PEAS confirms the trends 

According to PEAS, the unemployment rate in 2020 remained at a constant level between 3.1% and 3.3 %. 

On the other hand, the employment rate fell only in the second quarter of 2020 and amounted to 69%, it 

decreased compared to the beginning of the year by 0.9 percentage points. However, in the third quarter, 

employment increased to 70.3% and in the last quarter it reached 70.8%, which is more than before the 

pandemic. 

At the same time, in the fourth quarter of 2020, 1,211 million people had work, but did not perform it during 

the analyzed week. It was 7.3% all working people. Interestingly, only every fourth of these people (26.7%) 

indicated that it was directly related to the pandemic. The end of the year was therefore a difficult period for 

many companies forced to close their operations due to COVID-19, but 323,000 could not work because of 

this. people. It is difficult to talk about the closure of the entire economy. 

 

 

 

5

5,2

5,4

5,6

5,8

6

6,2

6,4

Registered unemployment rate in Poland 2020

https://stat.gov.pl/obszary-tematyczne/rynek-pracy/bezrobocie-rejestrowane/stopa-bezrobocia-rejestrowanego-w-latach-1990-2021,4,1.html
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Prof. Joanna Tyrowicz from the Faculty of Economic Sciences at the University of Warsaw and president of 

GRAPE - Applied Economics Research Group in the round table discussion organized by the Friedrich-Ebert 

Foundation, Center for International Relations and THINKTANK. 

 

Regional and industry devastation 

However, slight changes in the national indicators were accompanied by large differences between the 

branches of the economy and geographical regions. The differentiation of unemployment levels in the 

voivodships was significant: the lowest was registered in the Wielkopolskie voivodship (3.7%), and the highest 

in the Warminsko-Mazurskie voivodship (10.1%). 

Even greater differences occurred between poviats. "There are counties in the country where unemployment 

exceeds 18 percent." - informed in February 2021 the Confederation Lewiatan. In the commentary to the 

data from the Central Statistical Office, an expert of this employers' organization recalled that the list has 

been opened for years by the Szydłowiec poviat, where unemployment reached 25.,3%. The following poviats 

have similarly high rates: Braniewski (20%), Kętrzyn (20.2%), Białogard (19.1%) and Choszczno (19%). Labour 

market problems are of a structural nature there and there has been no effective idea for solving them for 

many years. 

https://www.facebook.com/CIR.CSM/videos/157780129807496
https://www.facebook.com/CIR.CSM/videos/157780129807496
https://forsal.pl/praca/bezrobocie/artykuly/8103483,konfederacja-lewiatan-rynek-pracy-skutki-covid-19.html
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The regions that developed tourism and associated services were most affected by the effects of the 

pandemic in 2020. According to the analysis of the public think-tank Polish Economic Institute (PEI), prepared 

for the website 300Economy, almost every tenth person (12%) lost their jobs in the sectors most affected by 

the restrictions. 

Other sectors where employment decreased the most were administration and support services (by 10%), 

and culture, entertainment and recreation (by 8%). Employment rotation in these industries occurred earlier, 

but the pandemic intensified departures. A year earlier, the percentages of people leaving these sectors were 

twice as low. 

According to PIE data, the first reaction to job loss as a result of pandemic restrictions was most often 

professional inactivation. Among people who lost their jobs in the industries most affected by the 

restrictions, as many as 60% in Q2 2020 were not working and was not looking for a job. Another 20% of 

those injured wanted to find a new job and were looking for it, but only the remaining 20% found a job in 

other sectors of the economy. 

 

However, the increase in unemployment is not felt by large, strong urban centers with a diversified structure 

of employers, for which finding the right employee was a frequent problem. 

The pandemic has accelerated the digitization of many areas of economic activity and public services. 

Industries associated with these processes began to develop at an accelerated pace and are the involuntary 

beneficiaries of the pandemic crisis. Their revenues and the demand for new employees increased 

significantly. As indicated by the governmental Polish Agency for Enterprise Development (PAED in the e-

commerce industry alone, at the turn of July and August 2020 the number of job offers increased by as much 

as 40%, while at the same time the number of job offers for cashiers and sellers decreased year on year by 

39%.  

The possibility of using remote work has also become a decisive factor in the situation of the industry. 

Wherever it was possible to save oneself by digitization of processes and services, lockdowns did not have 

such negative effects. 

https://300gospodarka.pl/analizy/dokad-uciekli-byli-pracownicy-hoteli-i-gastronomii-pandemia-zmienila-strukture-zatrudnienia
https://www.parp.gov.pl/component/publications/publication/rynek-pracy-edukacja-kompetencje-sierpien-2020
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Piotr Wielgomas, President of the Management Board of Bigram SA, Poland, in a round table discussion 

organized by the Friedrich-Ebert Foundation, Center for International Relations and THINKTANK.  

 

How many Poles worked remotely? 

If we tried to answer this question based on the analysis of traditional and online media, it would have to be 

concluded that almost all Poles worked from home during the pandemic. This impression is completely 

wrong. 

First of all, most workers in the production and agricultural sectors could not work remotely. According to 

the Central Statistical Office (CSO), 41.3% of all working Poles were employed in them at the end of 2020. Of 

course, some of them are white-collar workers and they could perform their duties from home, but their 

number is estimated to be around 10%.  

The Polish economy has an increasingly higher share of services in generating GDP. The Polish Development 

Fund reports that in 2019 it was 57.6%, approaching the level in highly developed countries. Other data show 

that at the end of 2020, 58.8% of employees were working in services. Poles employed. The vast majority of 

them could work remotely. Because how would cooks, waiters, cleaners, drivers, cashiers and hundreds of 

other service professions do it? Only some of the employees of this sector, performing creative and 

https://www.facebook.com/CIR.CSM/videos/157780129807496
https://www.facebook.com/CIR.CSM/videos/157780129807496
https://rynekpracy.org/statystyki/pracujacy-w-rolnictwie-przemysle-i-uslugach/
https://rynekpracy.org/statystyki/pracujacy-w-rolnictwie-przemysle-i-uslugach/
https://pfr.pl/ekspertyzy-ekonomiczne/raport-specjalny-uslugi-w-gospodarce-i-handlu-zagranicznym-polski.html
https://pfr.pl/ekspertyzy-ekonomiczne/raport-specjalny-uslugi-w-gospodarce-i-handlu-zagranicznym-polski.html
https://rynekpracy.org/statystyki/pracujacy-w-rolnictwie-przemysle-i-uslugach/
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intellectual work, such as business consultants, architects, artists, journalists, some scientists, but also 

teachers, accountants, financial advisers, data analysts, etc. could work from home. 

So how many people actually worked outside their workplaces? The Central Statistical Office reports that at 

the end of December 2020, only 10.8% worked remotely due to the epidemiological situation. employed. 

According to the Labour Force Survey, from the beginning of the pandemic to the end of the second quarter 

of 2021, the number of people working at home due to COVID-19 permanently or occasionally reached 20% 

employed. 

 

 

Source: PEAS  

 

Optimistic summary 

Overall, the overall data for the last month of 2020 turned out to be optimistic. Instead of a sharp rise in 

unemployment, average employment in absolute numbers increased by approx. 47 thousand people and it 

was the highest increase in December since 2017. 

The decline in production and services, which is visible in all economies of the world, also affected Poland to 

a much lesser extent than it was forecasted by all forecasts. In 2020, the economic recession was one of the 

0

0,5

1

1,5

2

2,5

3

3,5

I 2020 II 2020 III 2020 IV 2020 I 2021 II 2021

Poles working at home 2020-21 (million)

Work at home usually or sometimes (million) Home workers usually or sometimes due to COVID-19 (million)

https://stat.gov.pl/obszary-tematyczne/rynek-pracy/popyt-na-prace/wplyw-epidemii-covid-19-na-wybrane-elementy-rynku-pracy-w-polsce-w-czwartym-kwartale-2020-r-,4,4.html
https://stat.gov.pl/wyszukiwarka/?query=tag:wska%C5%BAnik+zatrudnienia#!/strona-1
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lowest in the European Union. The smallest decline in GDP was recorded in Lithuania - 0.9%, and then Poland 

- 2.8%, although the European Commission forecast in the fall that this decline would amount to 3.6%. 

Already in the first half of 2021, the Polish labour market recovered its losses. According to Eurostat data, 

compared to the last quarter of 2019, employment increased by 1.9 percentage points and reached 75.3% 

at the end of the second quarter of 2021. At that time, there were 3 million fewer people working in the 

entire EU than before the pandemic, in Germany by over one million fewer people (-0.9%). 

 At the same time, in Poland, in July 2021, every fifth company surveyed by PEI and BGK declared a willingness 

to hire new employees, in October such readiness was declared by 13% enterprises. 

As reported by the Institute of German Economy (IGE), also in Germany in mid-2021 the number of 

companies expecting an increase in demand for new employees was greater than the number of companies 

announcing a decline in labour demand. 

 

Impact of the pandemic on the labour market in Germany 

The German labour market was in very good shape before the outbreak of the pandemic. In 2019, Germany 

employed over 45 million people for the first time. However, the restrictions related to the coronavirus have 

forced many employers to cut jobs or reduce working hours. 

 

Scale of unemployment 

As a result, in January 2021 the employment was almost 740 thousand. lower than in January 2020. The fact 

that, despite successive lockdowns, the jump in unemployment was not even greater, was due to the 

extensive use of shortened working time in Germany. This tool in the German economy is an important 

instrument for securing employment in a crisis situation. Workers who lose part of their earnings because of 

this, receive compensation from the state. 

According to the Federal Employment Agency, about 6 million people worked part-time in April 2020, and 

750,000 companies had to cut working hours. Prof. Lutz Bellmann, head of the research area "Companies 

https://300gospodarka.pl/analizy/praca-w-pandemii-wzrost-zatrudnienia-spadek-zatrudnienia
https://300gospodarka.pl/analizy/praca-w-pandemii-wzrost-zatrudnienia-spadek-zatrudnienia
https://www.iwkoeln.de/studien/holger-schaefer-oliver-stettes-beschaeftigungsplaene-der-unternehmen-2021.html
https://de.statista.com/statistik/daten/studie/2603/umfrage/entwicklung-des-bestands-an-kurzarbeitern/
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and Employment" at the Institute for Employment Research (IAB) and Head of Labour Economics at the 

Friedrich-Alexander-Universität Erlangen-Nürnberg emphasizes the unprecedented scale of this 

intervention. 6 million short-work benefits are four times more than during the strong recession of 2008-

2009. 

 

 

Source: Bundesagentur für Arbeit 

 

So far, unemployment has increased the most in April 2020, when the number of unemployed who 

previously had permanent employment increased by over 50% compared with the same month last year. 

Even in May, the number of unemployed was approx. 26% more than a year earlier. However, in the 

following months, this index was consistently below the previous year's level. 

The total number of unemployed in spring and summer 2020 exceeded the corresponding period of the 

previous year by approx. 29%. This has frustrated the progress made in this area over the past five years, 

when the unemployment rate has been steadily declining. In January 2021, this increase did not exceed 

20%, but in February it slightly increased to 21%. Specialists considered this to be the first effect of the 

second lockdown. It was particularly acute for the permanently unemployed. 
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https://www.iab-forum.de/die-covid-19-krise-treibt-entwicklungen-voran-die-bereits-vorher-begonnen-haben/
https://www.arbeitsagentur.de/
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Source: de.statista.com 

In addition to reducing working hours, the second quick response from companies to the pandemic was to 

give up new or re-employment. In the second quarter of 2020, 1.8 million new jobs were created, and in the 

same period last year it was 2.5 million. 

Sophie Debrunner Hall, Head of Labour Market Policy and European Social Policy, German Confederation of 

Trade Unions (DGB), Germany, in a round table discussion organized by the Friedrich-Ebert Foundation, 

Center for International Relations and THINKTANK.  
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https://de.statista.com/statistik/daten/studie/2603/umfrage/entwicklung-des-bestands-an-kurzarbeitern/#professional
https://www.facebook.com/CIR.CSM/videos/157780129807496
https://www.facebook.com/CIR.CSM/videos/157780129807496
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Large geographic and industry differences 

In Germany, as in Poland, the impact of the pandemic on the economy and the labour market varied 

depending on regions and industries. The IAB survey showed that in Baden-Württemberg, for example, the 

percentage of companies that were affected by the pandemic crisis in October 2020 was almost four times 

higher than in Saxony. These differences are due to the fact that the German regions differ in terms of 

industries and company sizes, and restrictions preventing economic activity were not uniform across them. 

However, the extent to which companies have been affected by the effects of the pandemic in different 

regions has not yet been comprehensively studied. 

German experts indicate that also in Poland, but also in many other countries, the pandemic wreaked serious 

havoc on the hotel, restaurant, tourist and cultural sectors. The crisis has particularly hit small retail 

businesses that do not sell everyday products such as bookstores and boutiques. They have competed 

fiercely with e-commerce before, and in a pandemic they lacked the necessary reserves to economically 

survive a prolonged loss of income, often as high as 100%. 

Particularly at risk were also persons employed periodically, employees with contracts for specific work and 

the self-employed. They were the first to lose sources of income when their companies fell into crisis. 

 

Remote work in Germany 

Also, in Germany before the pandemic, remote work was not a rule, although the percentage of people 

working outside the workplace was much higher than in Poland. According to the Federal Statistical Office, 

13% of all employees worked from home in 2019, with 7% did it occasionally, and 6% spent at least half of 

their working time in their home office. 

The restrictions related to the pandemic and the need to keep the organizations active forced their bosses 

to organize remote work on a much larger scale. For many companies, it was the first time that their 

employees were encouraging their employees to work from home. 

The averaged data shows that 40% of people in Germany worked permanently or from time to time in the 

home office model. employed, twice as many as in Poland. 

 

 

https://www.iab-forum.de/folgen-der-covid-19-pandemie-fuer-die-regionalen-arbeitsmaerkte-die-unterschiede-nehmen-im-zeitverlauf-ab/
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Źródło:  The Institute for Employment Research  

 

It must be remembered that despite the common impression, remote and hybrid work is possible only in 

some sectors of the economy and not in all workplaces. According to the IAB, in Germany, due to the 

structure of the economy, half of the employees cannot perform their duties remotely. In Poland, according 

to the author's estimates, this indicator may refer to even 2/3 of the employed. 
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https://www.iab-forum.de/potenzial-fuer-homeoffice-noch-nicht-ausgeschoepft/
https://www.iab-forum.de/potenzial-fuer-homeoffice-noch-nicht-ausgeschoepft/
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Jobs are already disappearing 

Most often, the pandemic accelerated those phenomena in the labour markets that were already outlined 

in them. For employees, this means, among other things, that they must not be hypothetically, but 

realistically switch to the necessity of continuous learning and mentally accept major changes in their 

professional life, including the high probability of changing the profession several times. In order to keep up 

with the technological revolution, employers will have to try harder to keep highly skilled workers with them. 

The state must help both in this, because the scale of the challenge exceeds their capabilities. 

Even if workers, employers and governments all work together, will it be possible to avoid technological 

unemployment as people are being replaced by robots, automation and other digitization processes in the 

economy? 

Experts agree that changes in the structure of European economies have been a clear trend in the last dozen 

or so years, which translates into labour markets. There is a growing demand for high-class specialists whose 

work cannot be easily automated yet. These are occupations that require cognitive and analytical skills, etc., 

most often needed in the specialized services sector. On the other hand, the demand for workers with 

medium qualifications, whose scope of tasks is of a routine nature, and which so far was most needed by the 

processing industry, is falling. Their competitions are easier to automate, and this process is already taking 

place. 

 

Source: PwC 
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https://www.pwc.com/hu/hu/kiadvanyok/assets/pdf/impact_of_automation_on_jobs.pdf
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According to the consulting company Deloitte, almost 6 million jobs were lost due to the automation and 

development of new technologies in industrial processing in the EU (28) in the years 2000-2015. This means 

that 1 of the 6 existing posts has disappeared. These changes mostly concerned industries such as textiles, 

metallurgy, production of wood and paper products, rubber and plastics, and electrical devices. 

At the same time, many experts emphasize that in addition to the decline in the number of jobs in some 

industries, the demand for employees in others is growing rapidly. Will it, however, eliminate losses on the 

labour market? It is not certain. The challenge will be to retrain and raise the qualifications of many 

professional groups. However, it is highly probable that even if we do this, we will not avoid periodic increases 

in unemployment and even rising technological unemployment. 

In Poland, these changes have not been so visible in the last two decades. On the contrary, we have become 

a beneficiary of investments transferred from the old EU countries. 

 

The impact of artificial intelligence 

The vision of robots taking people's jobs is now very popular, not only in the media, but also in research. 

However, experts on the impact of artificial intelligence (AI) on labour markets do not agree. The most radical 

estimates say that 800 million people in the world will lose their jobs to machines and intelligent systems 

within a decade. The more cautious ones give the number 10 million. 

In opposition to them, there are optimists who believe that AI, like any previous revolutionary technology, 

will free us from simple, repetitive activities, but will create completely new, as yet non-existent professions. 

The optimistic vision in recent years seems to be taking over. 

Due to artificial intelligence in Poland and Germany, there will be both far-reaching reductions in 

employment and a sharp increase in the demand for skilled workers. 

A recent report by the IBM Institute for Business Value on the creation of skilled teams in organizations 

suggests that due to AI, the global economy will face both far-reaching job cuts and a sharp increase in 

demand for skilled workers. In the first case, this is to affect 60 million people in the 12 largest economies in 

the world in the next 2-3 years. They will lose their jobs if they do not retrain immediately. Another 120 

million will be forced to significantly increase their competences, but by 2030, 85 million qualified employees 

will still be lacking in the economy. 

https://alebank.pl/trendy-europejskiego-rynku-pracy-automatyzacja-opoznia-start-zatrudnienia-mlodych/?id=260995&catid=625
https://www.ibm.com/downloads/cas/EPYMNBJA
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In recent years, automation and robotization processes have accelerated thanks to artificial intelligence. 

Devices, machines, robots and entire production and logistic processes managed by AI algorithms are 

significantly gaining in efficiency, which, in the opinion of scientists and practitioners, will reduce the need 

for people to perform many tasks. 

Microsoft's report on the "AI & Skills" research conducted in 2020 among 12 thousand employees and leaders 

in larger enterprises in 20 markets around the world, including Germany and Poland, leads to similar 

conclusions. According to the authors of the report, artificial intelligence will trigger such business changes 

that will generate up to 120 million jobs in these countries over the next three years. 

The report "The Future of the Labour Market. Trends, Challenges and Possible Initiatives" by the European 

Parliamentary Research Service estimates that by 2025 people and robots will work in the EU in equal 

proportions. 

 

According to the report "Europe's new dawn - Reinventing industry for future competitiveness", prepared by 

Accenture in cooperation with the headquarters of European employers BusinessEurope, accelerated 

investments in both digitization and sustainable development can increase the net number of jobs in the 

region by up to 5.7 million by 2030. The areas in which new jobs will be created are primarily the production 

of industrial equipment, advanced technologies, software, municipal services, automotive, life sciences, and 

communication and media. 

As many as nine out of ten large companies in Europe planned to increase investments in digital 

transformation and implementation of the sustainable development goals in 2021, while a year earlier only 

58% enterprises increased their investments in these areas. 

Experts from the World Economic Forum are also optimists. They forecast that in 26 most developed 

countries of the world (including the USA, China, Russia, India, France, Germany and Poland) by 2025, robots 

and artificial intelligence algorithms will lead to the liquidation of 85 million jobs. At the same time, 97 million 

new positions will be needed to operate them and in connection with the development of new products and 

services. Above all, blue collar positions, low-paid administrative workers and drivers' positions will 

disappear. 

https://przemyslprzyszlosci.gov.pl/microsoft-2-3-duzych-firm-w-polsce-juz-stosuje-ai/
https://www.europarl.europa.eu/RegData/etudes/BRIE/2021/679097/EPRS_BRI(2021)679097_EN.pdf
https://www.accenture.com/_acnmedia/PDF-155/Accenture-Reinventing-Europe-Industries.pdf
https://www.weforum.org/press/2020/10/recession-and-automation-changes-our-future-of-work-but-there-are-jobs-coming-report-says-52c5162fce/
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As a result of the automation and digitization of processes, more new jobs will be created, confirmed 

employers when asked by ManpowerGroup about the impact of these solutions on employment in their 

companies. The results of the global study are presented in the report "Skills Revolution - a restart under the 

sign of the three P: extend, retrain, reorganize" published in April 2021. 

Among Polish entrepreneurs who take advantage of the latest technologies, 97% forecasts that as a result 

of automation and digitization, the number of employees in their companies will increase or will remain 

at the current level. Companies have slightly less optimistic plans in global terms, where 86% expects such a 

positive impact on employment. 

The other extreme is 2% companies on the Vistula River estimating that automation and digitization will lead 

to job cuts. 11% employers in the world have a similar opinion. 

While it is difficult to compare all these projections and establish a common degree of probability, they rely 

on two assumptions. The first: the reduction of jobs for people due to automation is inevitable, but not in 

the coming years, and the second: to operate new technologies, competences so different from the existing 

ones must be created that completely new professions will have to be created. 

 

Digitization will not make Germany unemployed ... 

 

Like almost all over the world, the pandemic accelerated the digitization of the economy also in Germany. 

According to Dr. Wenke Klingbeil-Döring from BPB (Federal Agency for Civic Education – ger. 

Bundeszentrale für Politische Bildung), against the background of current labour market forecasts, contrary 

to common fears, no reduction in employment should be expected, even when machines and computers 

will be taken over by more and more human tasks and activities. 

According to the forecast of the Federal Ministry of Labour and Social Affairs on the development of the 

future of work in Germany by 2035, the working population will decrease by 4.5 million compared to 2019. 

The reason is demography, and more precisely - the aging of the population. This decline is not only intended 

to compensate for the numerically lower supply of labour but may result in its shortage. In particular, there 

will be an increasingly shortage of highly qualified employees in the modern engineering and information 

technology sectors and in the healthcare sector.

https://www.manpowergroup.pl/wp-content/uploads/2021/04/ManpowerGroup_Rewolucja-umiej%C4%99tno%C5%9Bci_-raport-2021_-PL-dane-dla-Polski-i-%C5%9Bwiata.pdf
https://www.manpowergroup.pl/wp-content/uploads/2021/04/ManpowerGroup_Rewolucja-umiej%C4%99tno%C5%9Bci_-raport-2021_-PL-dane-dla-Polski-i-%C5%9Bwiata.pdf
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Along with digitization, the percentage of activities requiring physical effort as well as routine and 

monotonous tasks will decrease. Industry's share of value added will remain high, but its share of 

employment will decline. The reason is the already visible robotization of manufacturing processes and their 

digitization, forced by international competition, and the difficulties in finding a sufficient number of 

specialists needed by companies. 

 

 

Source: The Institute for Employment Research 

 

The consulting company McKinsey & Company prepared the report "Germany 2030 - creative renewal". It 

points to the greatest challenges facing Germany in this decade: 

• maintaining the level of prosperity at least at today's level 

• ensuring that all citizens participate in the progress of civilization 

• effective management of climate change. 

The authors of the report forecast that by 2030 approximately 4 million employees, almost 10% of labour 

force, will be forced to move to other occupations. In addition, more than 6.5 million will have to significantly 

develop new skills to adapt to increasing digitization. They recommend the creation of a new education 

system focused on lifelong learning. This will determine whether employees in Germany will be able to meet 

the demands of the future world of work. 

Other experts point out that the future is today. ABBYY, a digital economy analysis company, investigated 

how the pandemic affected business processes and daily work life. As much as 61% companies in Germany 

have introduced new technologies in recent months. The vast majority, because 86% of their employees see 

Which professions will be superseded by 

digitization? 

Which are safe for now? 

related to production technology specialized services 

activities related to the management and 

organization of enterprises 

construction, health, safety 

transport, logistics, trade social welfare, culture 

https://www.mckinsey.com/featured-insights/europe/germany-2030-creative-renewal
https://www.it-daily.net/it-management/digitalisierung/26395-auswirkungen-der-corona-pandemie-auf-geschaeftsprozesse-und-den-arbeitsalltag
https://www.it-daily.net/it-management/digitalisierung/26395-auswirkungen-der-corona-pandemie-auf-geschaeftsprozesse-und-den-arbeitsalltag
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the positive impact of new solutions in their daily work. 38% perceives their work as more efficient, and every 

third one finds it easier to relate with colleagues. 

 

... and not in Poland either 

In Poland, by 2035, the number of people of working age will decrease by over 1.5 million (The Central 

Statistical Office). The greatest decrease will affect the mobile working age group - people between 18 and 

44 years of age who are able to change their place of work or residence. By 2035, more than 20% of them 

will be lost. By popularizing remote work, well-qualified employees can look for employment outside the 

country, without necessarily changing their place of residence. This especially applies to Polish IT specialists 

who have good opinions on the global IT market.  

 

 

Interesting facts from the history of the England and Wales labour market 

When 32.5 million people lived in England and 

Wales in 1901, there were 200,000 professional 

workers dealing with laundry. In 2011, with a 

population of 56.1 million, only 35,000 people 

were doing such work. 

 

 

Between 1992 and 2011, the number of 

teachers in England and Wales increased by 

580%, nurses by 909% and social workers by 

183%. 

 

In 1871, in England and Wales, professions 

involving the use of physical force accounted for 

23.7% all professions. In 2011, this percentage was 

8.3%. 

 

Care occupations in 1871 accounted for only 

1.1%, and in 2011 as much as 12.2%. There was 

also rapid growth in industries related to 

technology and business. 

 

Between 1992 and 2011, the number of 

agricultural workers decreased by 50%, 

shoemakers and related professions by 82%, 

In 1871, 9.8 thousand accountants worked in 

England and Wales. In 2011 this number 

increased to over 215 thousand people. 
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weavers by 79%, and the number of typists and 

shorthand typists decreased by 57%. 

 

Employment in manufacturing fell from 38% in 

1948 to 8% in 2012. Thanks to the development of 

technology, efficiency has increased significantly in 

both sectors. 

 

Between 1992 and 2011, the number of people 

working in entertainment (including actors, 

dancers, directors) increased by 156%. 

 

 

Source:  Deloitte  

 

According to the analyzes of McKinsey & Company, automation, which is already dynamically changing the 

world labour market, will not solve the challenges related to the deficit of qualified employees in Poland 

(similarly to Germany). It is true that up to 49% working time in Poland (equivalent to 7.3 million jobs) are 

occupied by activities that could be automated by 2030, but in reality this process will be slowed down. This 

is due to technological, economic, legislative and social barriers. 

At the same time, McKinsey analysts predict that thanks to the developing automation, many new jobs will 

be created. “First, new technologies increase productivity by allowing companies to lower prices, increase 

wages and increase profits. This stimulates demand by creating additional jobs. Second, new jobs will be 

created by the automation technologies themselves. An example is data analysts who create and develop 

automation algorithms. Third, new positions will arise as a result of the interpenetration of global trends such 

as population aging or the development of technology”, they write. 

At the end of 2020, the THINKTANK center conducted a survey on the implementation of SI applications in 

Poland and the Czech Republic for the purposes of the report of the Center for International Relations and 

The Aspen Institute Central Europe. Private sector companies and public institutions in Poland were 

surveyed. The answers clearly show that artificial intelligence does not threaten workplaces so far. Wherever 

AI-based solutions have been implemented or are planned to be adapted, no redundancies are planned 

yet. The public sector indicates three approximately equivalent responses to IS implementations: 

• AI adaptation will free employees from routine activities and allow them to be directed to new, 

previously not undertaken tasks 

• workers will not be laid off, but will need to acquire new competencies to fully use AI solutions 

• employment will increase because employees with new competences will be needed to operate AI 

systems. 

https://www2.deloitte.com/content/dam/Deloitte/uk/Documents/finance/deloitte-uk-technology-and-people.pdf
https://www.mckinsey.com/pl/our-insights/ramie-w-ramie-z-robotem
https://think-tank.pl/wykorzystanie-sztucznej-inteligencji-w-sektorze-publicznym-i-prywatnym-w-polsce-i-czechach-analiza-porownawcza/
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On the other hand, among private companies that answered THINKTANK's questions, half see no reason for 

layoffs in connection with the introduction of AI solutions. As a representative of one of them said, they will 

"keep employment at a similar level and develop our current workforce towards more creative tasks". 

The other half even plan to increase employment, arguing, for example, that "savings from automating the 

company can be used to increase the employment of specialists in other fields" or that they anticipate "an 

increase in employment as additional types of products will be developed". 

Even if the technological revolution and the green transformation create new professions, which is highly 

probable, the most important question is: will we, as humanity, be able to acquire new qualifications? For 

now, no one on a large scale prepares us to deal with this new world. Nor are the general education systems 

ready for this. In Poland, for example, the school seems to preserve educational methods and content 

straight from the 19th century. 
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Dual labour market 

Trade unions and political left-wing groups strive to limit the freedom of employers in the use of various 

types of employment contracts as much as possible. They are criticized in particular about employment on 

the basis of civil law contracts and self-employment. Trade unions in Poland are reluctant to increase 

employment as part of temporary work. Employers and liberal parties, in turn, explain that without such 

solutions, unemployment would be higher and economic development would be slower. In Poland and 

Germany, these disputes are extremely hot, and the pandemic has made them even hotter. 

The dual labour market is based on the coexistence of two types of employment contracts and the resulting 

differences in the quality of employment and remuneration in a given country: 

• permanent contracts for an indefinite period with full employee benefits, such as the prohibition to 

terminate the contract without a significant reason, the right to holiday leave and contributions to all 

social insurance provided for by state regulations 

• other employment contracts, devoid of all or some contributions and benefits, but much easier to 

terminate. 

  

The result of duality is segmentation of the labour market. There are segments with different qualitative 

types of employment and the amount of remuneration. Access to the most valuable segments is limited and 

not everyone who would like to work in them can get such employment. Both phenomena occur in the labour 

markets of Poland and Germany. 

 

Polish fundamental dispute 

Poland is one of the EU and OECD countries that have followed the liberalization of the labour market since 

the end of the 1990s. It was and is still seen as a factor supporting economic growth. One of the symptoms 

of a flexible labour market is the high percentage of people who work but do not have permanent 

employment contracts. It is difficult to precisely determine their number. This group consists mainly of: 

• employed on temporary employment contracts (according to the Central Statistical Office in 2020, it was 

2.43 million people) 

https://stat.gov.pl/obszary-tematyczne/rynek-pracy/zasady-metodyczne-rocznik-pracy/wybrane-aspekty-rynku-pracy-w-polsce-aktywnosc-ekonomiczna-ludnosci-przed-i-w-czasie-pandemii-covid-19,11,1.html
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• employed under civil law contracts, ie contracts for specific work and mandate contracts (according to 

the Central Statistical Office, on the basis of PEAS, in 2020 it was 299 thousand people, but in real terms 

their number is higher, which is described below) 

• self-employed. 

The self-employed are people running a sole proprietorship (according to PEI it is 1.63 million people) and 

not employing any employees (about 1.3 million). It is believed that many of them are apparently 

entrepreneurs who were forced by their employers to start a sole proprietorship. Unfortunately, there is no 

precise data as to which part of this group may be affected. The Institute for Structural Research estimates 

that it is about every tenth person running their own business, which is generally about 130-160 thousand 

people. 

In total, the number of employees without permanent employment contracts in Poland can be estimated at 

2.9 - 3.87 million (with 17 million economically active people at the end of 2020). In this report I will refer to 

this group as "flexible employment" and the above-mentioned various forms of employment other than 

permanent employment contracts for an indefinite period "flexible employment". 

In recent years, the existence of such a large group of people deprived of a sense of existential security due 

to unstable sources of income has been subject to growing social criticism. Especially civil law contracts are 

often called "junk" contracts. This term seems to reflect the negative attitude of trade unionists, the media 

and some political forces towards all types of part-time employment. 

Flexible employment is defended by the other party, that is employers, political parties and liberal media. 

They argue that without the possibility of concluding flexible contracts, employers will give up creating new 

jobs, which will significantly increase unemployment and limit the development of their companies and the 

entire economy. 99.8 percent economic entities in Poland are micro, small and medium-sized companies, 

which must be able to flexibly shape employment depending on the economic situation. 

This dispute seems to be endless, and during the pandemic its next stage has appeared. At the beginning of 

2021, the media circulated that the Polish government was preparing changes to civil law contracts. The new 

regulations would eliminate or limit these forms of employment. Jeremi Mordasewicz, advisor to the 

management board of the Lewiatan Confederation, one of the largest Polish employers' organizations, warns 

against this step. At the same time, he admits that the duality in the labour market is unfavorable, when 

some employees have a very stable situation and the rest only have short-term contracts. And these groups 

should certainly be brought closer together, he argues. 

https://stat.gov.pl/obszary-tematyczne/rynek-pracy/zasady-metodyczne-rocznik-pracy/wybrane-aspekty-rynku-pracy-w-polsce-aktywnosc-ekonomiczna-ludnosci-przed-i-w-czasie-pandemii-covid-19,11,1.html
https://pie.net.pl/wp-content/uploads/2021/04/Tygodnik-Gospodarczy-PIE_14-2021.pdf
https://ibs.org.pl/app/uploads/2019/03/IBS_Policy_Paper_01_2019.pdf
https://www.parp.gov.pl/component/content/article/71999:raport-parp-msp-najwazniejszym-ogniwem-polskiej-gospodarki
https://www.prawo.pl/kadry/jakie-skutki-dla-rynku-pracy-mialaby-likwidacja-umow,507528.html
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Zbigniew Żurek, vice-president of BCC, another employers' organization, is of the opinion that if the 

government were to abolish temporary contracts, it should first seriously put the labour market in order, for 

example, abolish sectoral privileges, including special uniformed and mining pensions. 

Prof. Paweł Wojciechowski, chief economist of Employers of the Republic of Poland, former Minister of 

Finance, sees the need to unify the principles of premiums for temporary contracts. In his opinion, this should 

be done as part of a broader reform that would allow for a systemic reduction in employment costs and more 

flexible employment contracts. 

Interestingly, "Solidarity", the largest trade union organization, emphasizes that the union has never 

demanded the liquidation of contracts of mandate or specific work, as well as self-employment, because 

these solutions are important and necessary. But organization suggests that they should not be used in places 

where there should be a full-time job by law. And supports the solution under which the National Labour 

Inspectorate representatives who find the wrong form of the employment contract during the inspection, 

change it by means of an administrative decision. 

Think-tank Instrat, dealing with public policy consultancy, believes that "the duality of the Polish labour 

market is unique on a European scale." And he explains that "this state of affairs is contributed by the 

possibility of avoiding contributions due to the confluence of insurance titles, which make self-employment 

and employment under civil law and temporary contracts much more advantageous for employers. (…) In 

some European countries it is possible to manipulate the level of paid social security contributions. However, 

only in Poland and Malta it is possible not to pay contributions on a part of the income in the case of more 

than one contract. (…) Ultimately, the costs of this failure are borne by employees who will experience 

weaker social protection and lower pensions in the future”. 

 

Precise data is missing 

PEI estimates that in 2019 the rate of flexible employment in Poland was 21.7%. This is indeed a high figure, 

the second highest in the EU. The fastest increase in such contracts took place in 2001-2007, and their level 

was fixed in the 2008-09 crisis. However, since 2015, a gradual decrease in the rate of flexible contracts has 

been observed. The reason is, on the one hand, legal restrictions on their application, on the other hand, the 

decline is fostered by a good situation on the labour market, often referred to as the "employee's market". 

https://instrat.pl/wp-content/uploads/2020/12/Instrat-Policy-Paper-07-2020.pdf
https://pie.net.pl/wp-content/uploads/2020/09/PIE-Dualizm.pdf
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According to PEI, in Poland, 1.1 million taxpayers settle PIT accounts only on the basis of a civil law contract. 

The number of people insured with SII is similar. On the other hand, the CSO survey shows an approx. 3 times 

lower number of civil law contracts. The CSO survey is carried out using the PEAS method and concerns only 

activity in the studied week. 

However, the most important thing in this case is the information that half of people working on temporary 

contracts declare that they would like to have a permanent employment contract but cannot find one. 

The share of temporary employment in Poland is the highest among young people. In the 15-24 age group, 

almost 60% people have such contracts, and in the group of 25-34 27%. Average for groups 35-64 is 15%. 

Over 3% employees in Poland work under a contract shorter than 3 months. 

Based on scientific research, the Polish Economic Institute indicates the negative effects of temporary 

contracts. Persons employed in this way rarely go into permanent employment and are much more exposed 

to the risk of unemployment, and companies invest less in them. They are also discriminated against in wages, 

they earn less than employees on permanent contracts; they are more often affected by poverty. In addition, 

they are more physically and mentally burdened with work, more often overtime and working at night or on 

weekends. As a result, they stop their procreation plans. Especially women who start work under a temporary 

contract more often postpone the decision about the birth of their first child. 

If young people, after completing their education, start working with a civil law contract (contract for specific 

work or mandate contract), they have 42% the chance that they will work on a permanent contract after 3 

years. Most are still on a temporary contract. Only 20% finds a permanent job for an indefinite period, 22% 

for a fixed period. The rest of them fall into unemployment. 

However, over 80% people who started their professional career with a fixed-term contract, 3 years after 

graduation are still working under the same type of contract (55%) or have obtained an indefinite contract 

(26%). 

 

Corona crisis and the dual labour market 

The economic crisis in 2020 in sectors affected by significant reductions in activity, such as gastronomy, 

entertainment and the hotel industry, resulted in job cuts. In the first place, employees with civil law 

contracts, which are easier to terminate, were dismissed. The Central Statistical Office reports that in 2020 

https://pie.net.pl/wp-content/uploads/2020/09/PIE-Dualizm.pdf
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the number of people employed on a fixed-term basis fell by as much as 14.3% and at the same time the 

number of contracts for an indefinite period increased by only 2.9%. 

According to the Social Insurance Institution data, the number of people insured under civil law contracts fell 

by 6-7 percent in the first half of 2020. At the same time, there was a noticeable increase in the number of 

businesses insured persons (+2% from the beginning of 2020). Some experts explain this phenomenon of 

pushing some employees to bogus self-employment.  

The unemployment caused by the coronavirus pandemic has primarily affected young people. The total 

number of unemployed aged up to 30 has increased by as much as 23%. In addition, the decline in youth 

employment was several times greater than the rise in unemployment. 

This creates the impression that young people in Poland are on a completely different labour market than 

everyone else. In general, in 2021 the number of employees and economic activity will increase, while the 

number of economically inactive and the unemployment rate will decrease. Only in the group under 25 it is 

the other way around: the number of employees and the economic activity rate have decreased, and the 

number of economically inactive people and the unemployment rate have increased. 

Andrzej Kubisiak, deputy director of the Polish Economic Institute, fears that the crisis caused by the 

pandemic may raise a "coronation generation" that will suffer the effects of the current situation on the 

labour market throughout his professional career. 

There are no in-depth data on how specifically, broken down by all age groups, industries and market sectors, 

the above-mentioned phenomena on the labour market in 2020 and in the first half of 2021 affected people 

employed on flexible contracts. From the overall figures, it can be seen that the duality of the Polish labour 

market has deepened. Only a clear improvement in the economic situation and an increase in labour demand 

observed in the second half of the 2021 may reverse this trend. But does this mean the end of duality? 

 

 

Flexibility is trendy? 

All those calling for the abolition or reduction of temporary contracts seem oblivious to the pace at which 

the digital revolution, globalization and demographic trends are changing all economies today. According to 

EY experts, the pandemic accelerated the transformation of the labour market by 5-10 years. The so-called 
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GIGeconomy - economy in which self-employed specialists provide their services to many employers on the 

basis of civil law contracts, often via digital platforms. Data from the US Bureau of Labour Statistics indicate 

that as early as 2017, the US economy had 55 million such GIGworkers, and their services were already used 

by a third of companies. 

In Poland, this phenomenon is also known as the platform economy or the sharing economy. Many 

professional environments, especially young and well-educated specialists, not only do not mind working 

from order to order, but also treat it as an obvious element of the lifestyle in times when more and more 

advanced technologies shape collective and individual life. But it is not easy to establish the detailed 

dimensions of this phenomenon. 

GIGeconomy is the opposite of the traditional model of full-time employment based on a well-known 

employment contract, which is associated with 8-hour working time and the place where it is performed in 

the employer's office. This model worked for many years, until it ceased to meet the needs of the market, 

companies and, most importantly, the employees themselves. Today, companies expect efficiency and speed 

in action. And although the Labour Code gives the possibility to make the basic formula of a contract of 

employment more flexible, e.g. by introducing flexible or task-based working time, these solutions are often 

outdated and do not meet today's needs. 

The answer to these expectations is GIGeconomy. Its essence is a flexible model of work, often performed 

for more than one client at the same time. Tasks and projects are performed by independent collabourators 

(GIGers) who provide their services depending on the needs and requirements. Collabouration consists in 

performing a variety of short-term and long-term jobs, each of which can be remunerated separately. 

EY Polska Report "GIG on. New Deal on the Labour Market", September 2021 

The report of the consulting company EY Polska "GIG on. New Deal on the Labour Market" shows that 

currently every tenth person is a "GIGer" in Poland, but in 5 years there will be twice as many people. So, 

20% workforce will soon be part of a flexible segment of the labour market, consciously or necessarily. 

Being a GIGger gives you a lot of freedom. You can work from anywhere in the world and at any time. GIGers 

decide for themselves when and what they will do and how much time they will spend on it. Another EY 

report, "Global Contingent Workforce Study", indicated in 2018 that as much as 80 percent of of the 

respondents, the flexibility of work was the greatest advantage of the "GIG economy". Another benefit is the 

variability of tasks and challenges. 

https://assets.ey.com/content/dam/ey-sites/ey-com/pl_pl/noindex/2021/ey-raport-gig-on.pdf
https://assets.ey.com/content/dam/ey-sites/ey-com/pl_pl/noindex/2021/ey-raport-gig-on.pdf
https://www.ey.com/en_gl/tax/how-the-gig-economy-is-changing-the-workforce
https://www.ey.com/en_gl/tax/how-the-gig-economy-is-changing-the-workforce
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The Covid pandemic further loosened the ties that previously linked some highly qualified specialists with 

the companies that employed them. It happened thanks to remote work. Employers had to give up the 

control of working time of such employees and accept the definition of specific tasks for them. And this is 

conducive to accepting orders from various clients. 

Work for many employers is preferred by people who can effectively manage their own time, have mature 

self-discipline and determination. Among them, the greatest chances of a constant flow of orders are those 

whose knowledge and skills are so unique and well-paid that it is not profitable for companies to hire them 

full-time but need them from time to time. It is also an opportunity for people who have been excluded from 

professional life so far, such as women with young children or people with disabilities. Another group of 

interested parties are those who, despite having a permanent job, need additional sources of income. 

However, not all people like this smooth work. The freedom of occasional assignments does not compensate 

for their sense of belonging and security. Labour market regulators should ensure that such people are not 

forced into the game. 

 

 

Disputes also in Germany 

Eurostat data show that the share of temporary and part-time work in recent decades has steadily increased 

across the European Union, reaching 14.8% in the fourth quarter of 2019, respectively and 18.3% working 

age population. 

In the last dozen or so years, the German labour market has also undergone a major transformation towards 

more flexible types of employment. And just like in Poland, these changes are assessed differently, depending 

on the ideological attitude of the parties to the dispute to this issue. Some believe that without the reforms 

initiated by Chancellor Schroeder, the German economy would not have fared so well in the 2008-09 crisis 

or in the current pandemic crisis. According to the supporters of these changes, the plan to reduce the 

welfare role of the state and make the economy more flexible has led to an increase in employment in 

Germany, reduced unemployment and stabilized the state's finances. 

But the famous Agenda 2010 also raises serious controversy. According to her critics, it has had many 

negative side effects. They point out that the low wage and junk contracts sectors have grown rapidly in 

Germany in recent years. Many people, despite having a job, are unable to live on their wages. The authors 

of the reforms are accused of, among other things, a significant deepening of social inequalities. 
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The Institute for Employment Research (IAB) calls various forms of employment in Germany other than 

permanent employment contracts of an indefinite duration "atypical employment" and divides them into the 

following main categories: 

• regular part-time employment 

• marginal part-time work ("mini-jobs", the income of which does not exceed 450 euros per month) 

• fixed-term contracts 

• temporary job. 

As in Poland, it is difficult to precisely calculate the scale of this phenomenon. A study by the European 

Parliament think-tank "The employment and social situation in Germany" from May 2020 shows that the 

share of atypical forms of employment has slightly decreased over the past few years due to the continued 

improvement in the German labour market. 

In June 2019, there were 7.9 million (approx. 8% of employees) in Germany, the so-called mini workers 

earning up to 450 euros a month. They are mainly school and university students, pensioners, housewives, 

as well as people with a second job. The share of fixed-term employees in 2018 was 8.3%. Temporary workers 

accounted for approx. 2% of all employees in June 2019. These data are incomparable and impossible to sum 

up, they only give a general picture of the scale of the phenomenon of atypical employment in Germany. 

Since the beginning of this century, the accelerated technological revolution has also influenced the more 

flexible labour market in Germany. The platform economy offers a variety of but highly flexible ways to hire 

and earn. Along with its rapid development, the number of freelancers who consciously or necessarily make 

a living from the activities organized in this way is growing. This creates a new quality on the labour market 

and eludes the existing classifications of employment, and causes more and more trouble for regulators, 

trade unions and those who work in this way. Work performed via platforms is a phenomenon that reflects 

the civilization trend. The question is whether it should be treated in the same way as other forms of atypical 

employment. 

 

 

 

 

https://www.europarl.europa.eu/RegData/etudes/STUD/2020/648803/IPOL_STU(2020)648803_EN.pdf
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GIGers in Germany 

In June 2020, companies Malt and the Boston Consulting Group conducted a survey of over 2,324 

respondents working on flexible employment contracts in three countries (France, Germany, Spain). The 

study authors collectively refer to them as freelancers. In these three countries, they turned out to be mainly 

men (65%). Most of the respondents are over 40 years old, and as many as three-quarters have completed 

at least 3-year higher education. 

They mostly live in big cities and 5-9 years ago they switched to a flexible form of employment consciously 

and deliberately, and not because of the lack of a better choice. 95% has already had solid professional 

experience behind him. Over 80% of the respondents work in the technology sectors, data analytics, 

communication, marketing and a variety of traditional and online media. 

They chose this type of work due to the autonomy of managing their own time (81%), the freedom to choose 

orders and clients ((76% and 73%). They considered the difficulties resulting from the pandemic crisis to be 

temporary and 80% of them do not intend to give up their professional situation. On average, each of them 

spends more than 5 hours a week on self-education or external training to maintain high qualifications and 

adapt to the market. In their opinion, they are appreciated by clients for their above-average skills, flexibility 

and efficiency. 50 percent German respondents have been working in this way for at least 8 years and 

consider their professional position to be well-established. 

Research shows that in Germany, GIGers / freelancers are not only millennials, as is often believed. Their age 

structure is as follows: 

• 21-24 years old - 4 percent 

• 25-39 years old - 60 percent 

• 40-59 years old - 30 percent 

• Over 60 years - 6 percent.  

The vast majority of people working via platforms are dissatisfied with the current level of legal protection 

of their form of earning money. Only 10% do not expect improvement.  

These needs are gradually being met by European Union bodies and national governments. The European 

Commission is currently conducting a consultation on improving working conditions for people working 

under the platforms. Systems organizing passenger transport and food delivery are to be subject to special 

control. 

https://web-assets.bcg.com/77/62/07a1c84f4be6b671ca10ec16f6f1/malt-bcg-freelancing-in-europe-2021.pdf
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Also in Germany, the approach to legal protection of the self-employed is changing. In late 2020, the Federal 

Labour Court (FLC) ruled that a freelancer on one of the platforms was in fact an employee. The case is known 

as the "Crowdworker Case" and has generated a lot of attention, especially as lower courts have previously 

refused to classify crowdworkers as employees. The decision of the FLC could significantly change the 

business models of platform service providers in Germany. 

Freelancers also establish their own organizations. In September 2021, there was registered the first Self-

employed Trade Union in Poland. The Self-Employed Association of Germany (VGSD), based in Munich, was 

established in June 2012, is nationwide and operates in a wide range of industries. 
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Global background 

The Future of Jobs 2020 study conducted by the World Economic Forum shows that due to the emergence 

of new technologies in business, companies are convinced of the need to restructure their workforce. By 

2025, 43% of them predict a reduction in current employment due to automation, but also every third 

(34.5%) plans to find new employees due to the technological transformation and the intention to expand. 

42% companies will extend the outsourcing of specialist tasks to external contractors. 

Workers and their trade unions should draw appropriate conclusions from these data. The most important 

of them indicates the urgent need for a wide, mass campaign to raise professional qualifications and mentally 

prepare people to change their profession. 

 

The authors of the report write that the algorithms and machines entering the next 5 years will be used 

primarily for searching and processing data, in administrative tasks and some types of traditional manual 

labour. People are to maintain their comparative advantage in management, decision making, reasoning, 

communication and building social relationships. 

New technologies will drive growth in certain industries as well as increase the demand for new jobs and skill 

sets. There is no doubt, however, that in the long run the jobs previously occupied by people will be reduced. 

The process will vary depending on the occupations and skills of the workers. 

https://www.weforum.org/reports/the-future-of-jobs-report-2020/in-full/chapter-2-forecasts-for-labour-market-evolution-in-2020-2025
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What will shape the work of the future 

The Institute for the Future, a non-profit think tank based in Palo Alto, California, in the "Future Work Skills 

2020" report, indicates the factors influencing changes in the current labour markets, most important for 

the professional competences of the future. 

Increase in longevity. Increasingly, people will continue to work well beyond the age of 65 for demographic 

reasons. It will become more common to pursue several different professions throughout the career. 

Therefore, it will be necessary to continue education due to changes in the profession and constantly 

accelerating the development of knowledge and technology. For employers, this means a change in 

traditional career paths and greater employment diversity and flexibility. 

Development of intelligent machines and systems. In this decade, new intelligent machines will enter 

offices, factories and homes in numbers we have never dreamed of. They will replace people in many tasks 

and assist in other tasks. This will require a redefinition of the subject of our work, the division of tasks and 

work culture. We will form specific partnerships with the machines we build to build on each other's 

strengths. 

Programmed world. The penetration of sensors, telecommunications and computing power into our 

environment and everyday objects will cause a huge flood of data. This will enable modeling of social systems 

on both micro and macro scales and help to discover dependencies and relationships previously invisible. As 

a result, our work and personal life will increasingly require interacting with data, seeing regularity in it, 

making decisions based on data, and using it to design the results you want. 

A new media ecosystem. New multimedia technologies are changing our current methods of 

communication. The technologies of video production, digital animation, augmented reality, games and 

interactive media will shape the new ecosystem and language of social communication. In this way, people 

get new spaces for meetings and cooperation, but both our work and personal life will become transparent 

like never before. At the same time, the new ecology of the media will radically change our sensitivity to 

reality and truth. We will have to learn to approach content with a greater degree of skepticism and the 

awareness that what we see today may turn out to be quite different tomorrow.  

https://alogic.pl/blog/raport-kompetencje-zawodowe-przyszlosci-2020-institute-for-the-future
https://alogic.pl/blog/raport-kompetencje-zawodowe-przyszlosci-2020-institute-for-the-future
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Super-organizational structures. Strengthened by a new level of collective intelligence and resources at our 

fingertips, and by socializing with tons of other people, we will have opportunities to operate at the scale and 

scope previously only available to the largest organizations. 

Globally connected world. In a globally connected world, the United States and Europe no longer have the 

monopoly of job creation, innovation and political power. In some areas - for example in mobile technology 

- organizations in markets with limited resources and infrastructure, such as India and China, are the ones 

that innovate faster. Confrontation with them cannot be avoided due to the strategic importance of these 

areas. To meet this challenge, it will be crucial not only to establish branches in these countries, but also to 

effectively include local employees and local business processes in the infrastructure of global organizations. 

 

Job announcements of tomorrow 

A growing demand for data analysts and scientists, artificial intelligence specialists, robotics engineers, 

programmers and digital transformation specialists is expected in the next 5-10 years. The most recent 

demand also includes process automation specialists, information security analysts and IoT specialists. This 

is the result of accelerating automation and increasing cybersecurity threats. 

There is also a new demand in developing industries. For example, it applies to material engineers in the 

automotive sector, e-commerce and social media specialists in the consumer sector, renewable energy 

engineers in the energy sector, FinTech engineers in financial services, biologists and geneticists in health 

and healthcare, as well as scientists and remote sensing technicians in the mining and metallurgical 

industries. What is new is not so much the names of their positions as the expected skills corresponding to 

the scale of technological progress in these industries. 

By 2025, new technologies are expected to force data entry workers, administrative and executive 

secretariats, accountants, payroll specialists, auditors, assembly and production workers, and business and 

administrative service managers out of the markets. 

The World Economic Forum's Jobs of Tomorrow report, developed in collaboration with partner companies 

Burning Glass Technologies LinkedIn and Coursera, outlines for the first time a methodology for measuring 

and tracking emerging new jobs. The report identifies 96 such positions for which the demand for which is 

https://www.weforum.org/reports/jobs-of-tomorrow-mapping-opportunity-in-the-new-economy
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constantly growing in the 20 largest economies in the world. They were grouped into seven clusters according 

to the similarity of required qualifications. Until 2022, in each of the clusters an increase in demand for 

candidates for new occupations is expected, although the distribution of future demand is not even. 

Cluster 

Expected 
increase in 
demand 2020 vs 
2022 in% 

Data processing and 

artificial intelligence 

16 

Cloud engineering and 

computing 

12 

People and culture 8 

Product development 37 

Sales, marketing and 

content management 

17 

Welfare economy 37 

Green economy 1,9 

 

Source: Report „Jobs of Tomorrow” 

 

The most dynamically developing jobs of tomorrow cover all seven professional clusters. Analysts noted that 

in the employers' announcements, among others are visible new competences such service of the platform 

TensorFlow, water resources policy management, viral marketing, parallel computing, spatial data analysis, 

knowledge of time series, natural language processing, basics of clinical simulations in various medical 

professions, well-being management, nursing IT management, pain management, techniques for assessing 

and reducing human error. 

 

 

 

 

https://www.weforum.org/reports/jobs-of-tomorrow-mapping-opportunity-in-the-new-economy
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The revolution of competences 

On January 21, 2019, in Davos, thousands of young people delivered a simple message to leaders assembled 

at the World Economic Forum: "We need more jobs and better education”. The appeal was the result of an 

online survey of 10,000 young people from over 160 countries, conducted by UNICEF. Worldwide, they are 

the demographic group most affected by disruptions affecting today's labour markets. 

“There are 1.8 billion young people aged 10 to 24 on Earth today. It is the largest youth group in the world in 

history. Each month, 10 million of them reach productive age. And they discover that the skills acquired in 

schools do not fit into today's job market anymore,” summed up the survey Henrietta Fore, Executive 

Director of UNICEF. 

Young people demand skills adequate to future professions in digital and green technologies, modern 

agriculture, business and other fields requiring entrepreneurial attitudes. 

In this way, the youth made themselves known to the growing frustration with the mismatch between 

educational programs and the expectations of the labour markets. But this challenge is not just for the young. 

All people, regardless of age, face the unprecedented necessity to "go back to school" for the serious, 

demanding and long-term education that the technological revolution demands. According to WEF experts, 

in the next 5 years, half of the employees will have to acquire completely new or additional qualifications. 

This is a challenge not only for companies, but also for governments, which, in order to counteract 

technological unemployment and expenditure on benefits, should invest in raising and changing the 

qualifications of almost all workers. In Germany, these processes are very advanced, in Poland they are still 

in the phase of postulates and discussions, this time conducted jointly by employers and trade unions. 

The talent shortage observed in the market is at its highest in 15 years. It has never been so difficult to find 

employees with the desired hard and soft skills, say the authors of the previously mentioned 

ManpowerGroup report, "The Skills Revolution - a restart under the sign of the three P: extend, retrain, 

reorganize". As much as 81%. entrepreneurs in Poland find it difficult to fill vacancies. 

With the pandemic in 2020, the biggest transformation of skills since World War II began. Even those 

competences that were required in the initial phase of the crisis have now lost their importance and no longer 

meet the needs of employers. In the face of the accelerating technological revolution, employers want to 

https://www.unicef.org/press-releases/young-people-davos-leaders-more-jobs-better-education
https://www3.weforum.org/docs/WEF_Future_of_Jobs_2020.pdf
https://www.manpowergroup.pl/wp-content/uploads/2021/04/ManpowerGroup_Rewolucja-umiej%C4%99tno%C5%9Bci_-raport-2021_-PL-dane-dla-Polski-i-%C5%9Bwiata.pdf
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recruit employees with both advanced digital skills and developed soft skills. Among the latter, they 

indicate as the most needed: responsibility, reliability, discipline, logical and critical thinking, problem solving, 

initiative, analytical skills, resilience and flexibility. The ability to cooperate is gaining importance. 

Entrepreneurs in Germany point to almost exactly the same problems in the ManpowerGroup study. They 

also complain about the growing shortage of qualified job candidates and point out that one of the main 

difficulties is finding employees with the right combination of hard and soft skills. They argue that in times of 

rapid change and uncertainty, these soft skills are more important than ever. Many employers even report 

that they are looking for people with soft skills and then are ready to teach them hard skills. 

Several large companies, including Amazon, IBM, Nationwide, PwC, are already investing millions of dollars 

in programs that help their employees hone digital skills. In their case, the response to the shortage of needed 

candidates is internal, professional training. There is no doubt that this is the path all organizations will have 

to follow. 

 

From the office or home? 

The limited functioning of companies and institutions during the pandemic meant that even if many of them 

had not used remote work before, they were now forced to try this possibility. 

The basic challenge faced by any employer in such a situation is to switch to a completely different mode of 

work management and evaluation. Not all owners and CEOs easily get used to the new formula and accept 

the truth that ultimately the value of working from home is not the time spent at the computer, but its 

efficiency and the ideas that arise then. 

The employees themselves adapted to working remotely with almost enthusiasm. They appreciate its 

benefits, such as saving time and money on commuting, relatively free working hours and the related 

flexibility of reconciling home and professional duties. After a year and a half of experience, these bonuses 

are no longer so clear cut. After several months of the pandemic, it turns out that the so-called work life 

balance may be more difficult to achieve at home than in the current workplace. The reasons? Remote work 

requires much more self-discipline from employees. 
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The need to independently plan and organize the day is difficult for people who cannot or have no experience 

managing their time, concentration and determination. This is why they often complain that they are at work 

from wake up until late at night. And even so, to cope with their tasks, they give up breaks and weekends. As 

a consequence, they are physically and mentally exhausted. Moreover, the deficit of direct contacts with 

colleagues and superiors turned out to be very troublesome. 

For these reasons, the acceptance of purely remote work among employees around the world decreased 

significantly, but enthusiasm for hybrid work persisted. In this model, the working week is shared between 

the employer's headquarters and any other location chosen by the employee. 

Ipsos survey for the World Economic Forum among 12.5 thousand of people employed in 29 countries 

showed that most of them want flexible work to become the norm. And nearly a third said they would 

consider finding another job if forced to return to the office full-time. Support for greater flexibility was 

strongest among women, parents of school-age children, adults under 35, and those with higher education 

and income. 

This trend is also confirmed by the results of a survey conducted in June 2021 in the USA by Morning Consult 

on behalf of Bloomberg News. It showed that 39% adults would consider leaving if their employers were not 

flexible about working remotely. Also 40% managers said they would likely be looking for a new job if they 

couldn't work from home after the pandemic ended. More than half (56%) of managers want to work in the 

employer's office only 1-2 days a week. 

In Germany, after the end of the pandemic, 35% of employees would like to work from home two days a 

week and 31% one day in week. Only 5% plans to work exclusively from home throughout the week and only 

1.5% prefers to work all week in the employer's office. 

In Poland, according to a study by Antal and Cushman & Wakefield, the willingness to work remotely varies 

depending on age. Millennials - people born in 1984-1994, 39% of whom are willing to work at home is ready 

to give up the office entirely or to visit it only occasionally. One-fifth (22%) would most likely work remotely 

two days a week, while 17% would choose three days away from the office. In second place in terms of the 

need to work remotely are the youngest people from the Z generation. 27% of them would like to stay home 

all week. 

However, their employers do not share this positive attitude towards remote work. In the United States, as 

much as 72% managers currently overseeing remote workers would prefer all of their reports to be in the 

office. In Germany, too, the expectations of employees run counter to the vision of managers. 42.5 p% of 

https://www.weforum.org/agenda/2021/07/back-to-office-or-work-from-home-survey/
https://www.bnnbloomberg.ca/employees-are-quitting-instead-of-giving-up-working-from-home-1.1611591
https://www.wuv.de/agenturen/home_office_unterschiedliche_erwartungen
https://forsal.pl/praca/aktualnosci/artykuly/8243092,praca-zdalna-millenialsi-dom-badanie.html
https://www.bbc.com/worklife/article/20210908-what-bosses-really-think-about-remote-work
https://www.wuv.de/agenturen/home_office_unterschiedliche_erwartungen
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them accept the work of their subordinates from home one day a week, 36.5% two days a week, but their 

work only from home is imaginable for only 0.5% managers. 

In Poland, the majority of entrepreneurs also do not support the remote work model. In a study by the 

international recruitment company ManpowerGroup, they declare that 88% employees will return to 

perform tasks at the company's headquarters after the pandemic. Only 9% will receive a job offer in a hybrid 

model. staff, with only 5% this group for most of the week. This is mainly due to concerns about the well-

being of employees and the quality of cooperation in remote teams. 

Thus, the research conducted so far shows a clearly opposite approach to hybrid work of employees and their 

bosses. In the coming months and years, this may cause a serious conflict in this part of the labour market 

where remote work is possible. 

 

From anywhere? 

The Covid-19 pandemic significantly loosened the ties that previously linked work to a particular geographic 

location. Many organizations and professionals in the service sector have practiced the model where certain 

tasks can be performed from anywhere in the world and often at a lower cost. Of course, this option does 

not apply to traditional, routine production and office jobs that have already been or will soon be automated. 

Nevertheless, the number of non-routine tasks that can be performed from anywhere is growing steadily. 

British experts estimated that in the UK Britain may already be 18% (5.9 million) jobs. Their analysis shows 

that people whose professional duties are characterized by at least one of the following features can work 

from anywhere: 

• limited physical activity, usually non-routine work, requires some degree of technical, specialized or 

creative knowledge, is digitally performed and does not have to be linked to a physical location 

• asynchronous and attention-to-detail tasks, but rarely, if ever, must be performed in the same location 

or time zone as the work of other people in the company 

• limited liability, tasks that do not require frequent decision-making and have limited direct commercial 

consequences, while being relatively independent, but also peripheral to the core business of the 

company. 

During the IAB Symposium "Science meets Practice", which took place in the fall of 2021, Marcel Quantity, 

Senior Vice President of Operations at ESL Gaming company, based in Cologne, said about his organization: 

https://www.manpowergroup.pl/wp-content/uploads/2021/07/MPG_2021_Niedob%C3%B3r-talent%C3%B3w-2021_-infografika-PL.pdf
https://voxeu.org/article/anywhere-jobs-and-future-work
https://www.iab-forum.de/die-covid-19-krise-treibt-entwicklungen-voran-die-bereits-vorher-begonnen-haben/
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"We are global, we have over 500 employees in 13 countries". His company is constantly looking for people 

who want to pursue their hobbies at work. "We can't always find enough local talent, so we started looking 

for capable employees globally", said Quantity. 

“We currently employ over half a thousand people from all over the world. Although we differ in many ways, 

from our values to the language we use every day, we share one thing - a passion for games. It defines who 

we are, how we operate and where we are going. We have one goal ahead of us - we want to provide players 

all over the world with entertainment at the highest level and create games that will permanently enter the 

canon of world pop culture "- says the dynamically developing Polish gaming company CD Project on its 

website. 

These statements prove that the growing “work anywhere” phenomenon is not about employees of marginal 

importance for companies. On the contrary, this is how people who are particularly talented and have unique 

qualifications can and probably will. This means that the international race to obtain them is already 

underway. Companies and governments that want to avoid losing their most valuable specialists should 

create for them the conditions that encourage them to stay in their countries, such as good childcare, 

convenient transportation, high-speed broadband internet connections, and adequate housing and 

workspace. 

 

Humanization of work 

Many experts and social circles hope that the pandemic will change the organizational culture in modern 

companies and institutions. They hope that the pandemic shock will favor a far-reaching humanization of 

work. Moreover, they expect that along with the next stages of development of new technologies, a radical 

reconstruction of social structures, including the widely understood work culture, will take place. 

Today, among others, the ideas of Frederic Laloux, who in his book entitled "Work differently" published in 

2014, postulate the flattening of the hierarchy and the existing organizational structures. His concept of 

turquoise organizations has inspired and continues to inspire the work and managerial community around 

the world, as it turns the work organization as we know it by 180 degrees. In the companies of the future, 

there will be no formal authority, no incentive systems such as commissions and bonuses, competition or 

periodic appraisal interviews. In return, there will be freedom, flexibility, full partnership, trust and 

https://www.cdprojekt.com/pl/kariera/
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cooperation. A team of people who like and understand well is to share tasks on their own and work 

collaboratively on the final result. 

Joost Minnaar and Pim de Morree are also calling for a thorough overhaul of outdated structures and working 

methods in companies and institutions around the world in their recently acclaimed book “Corporate Rebels. 

Make work fun". The rebellion designed by them is to make employees feel like true partners in their 

organizations, they will have full joy at work, and thanks to this, the companies employing them will achieve 

better financial results than the rest. 

It is difficult to say to what extent and when the vision of such changes may come true. However, any action 

in this direction will be the right choice, protecting companies against employees leaving the competition, 

attracting talents, creating motivation for teams to rapidly improve competences and acquire new ones. 

In companies that want to meet these challenges, people and their needs must be at the center of attention. 

Only then will employees identify with the company's goals, methods of work and their leaders. Only then 

will it be possible for employees to take joint actions with employers to protect the climate, save energy, 

care for local communities and support the weak. This means that when implementing business goals, 

companies must take into account the views and needs of their employees and their social environment to 

a much greater extent. 
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Consequences of new trends in the labour market 

Acceleration of automation 

The pandemic is accelerating automation in industries where it has not been widespread until now. For 

example, in large-format supermarkets, self-service checkouts are being introduced, and there are also 

completely self-service stores, without any employees in the customer's field of view. Store applications are 

also implemented faster, which enable self-scanning of products, offer promotions and build customer ties 

with the brand. 

In the coming years, both in Poland and Germany, many other industries will accelerate automation, because 

they have noticed that it can be done, and secondly, it may be the only answer to the growing deficit of 

labour. At the same time, the demand for specialists who can construct, program and service devices and 

software necessary for automation will increase. 

 

Changing the expectations of employers 

In job advertisements, the role of competences related to the use of digital technologies, as well as time 

management and stress-resistance skills, is growing. Practical use of remote communication applications is 

needed. Many tasks require the use of the cloud, simultaneous editing of documents by many people or 

proficient handling of constantly modernized applications used within the organization. 

Apart from digital competences, the weight of soft skills has increased dramatically. Among other things, the 

ability to quickly adapt to changes, communication skills, including online communication, and emotional 

intelligence are important. 

 

Changing the expectations of employees 

The pandemic turned out to be such a strong shock that workers no longer want to return to what it was. 

They expect a transformation of the work culture taking into account the experiences from the periods of 

economic freezing. This is an opportunity for their employers, the best time to develop new solutions and 

introduce changes that will meet these expectations, and at the same time give their organizations 

development impulses. 
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Today, subordinates want more flexibility in the organization of the week and working day, as well as a 

flexible organizational structure. Contrary to the resistance of many of their bosses, they demand the 

possibility of continuing to work in the hybrid model. They even put this issue on the edge of a knife - refusal 

to work from home for part of the week may result in dismissal. They also care about organizational changes 

that will lead to a better work-life balance than ever before. 

Relationships based on mutual trust will also be appreciated. The efficiency control model consisting in 

recording the time spent by employees at the company's headquarters or office is becoming a thing of the 

past. Employees prefer to receive specific tasks with the freedom to decide how and when they will be 

performed. 

 

Increase of atypical forms of employment 

Both in Poland and Germany, atypical (flexible) employment is a serious social problem and the cause of a 

political dispute. However, in recent years this phenomenon is changing its nature and the pandemic has 

paved the way for its widening. In addition to employers replacing standard, permanent contracts with 

flexible contracts, new types of relationships appear on the labour markets, voluntary and needed by 

companies and their contractors. 

This does not mean, however, that self-employment or work via digital platforms should not be covered by 

state regulations. However, it must be done with caution so as not to inhibit the chances of a better 

adjustment of various employee competences to the new needs of an economy undergoing deep digital 

transformation. 

 

More difficult leadership 

The challenges facing post-pandemic leaders are much more difficult than before. Digitization and 

automation at the current stage of implementation require highly qualified employees, and these are 

increasingly lacking. Attracting talent becomes more difficult and costly. It is imperative to build the 

employer's brand strategically and consistently. If a potential candidate finds negative opinions about a 

company on the Internet, its beautiful image created in social media will immediately crumble into ruins. 

Credibility must be based on real values and compliance with declarations. It is especially noticed by the 

young generation. 
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All this coincides with the new expectations of employee teams that want a much more flexible work 

organization and partnership relations. Employees who, by virtue of their tasks, cannot benefit from the 

privilege of working from home will demand other forms of flexibility at work. 

The new task for leaders is to find, within this jittery, more fluid, and diverse structure, effective ways for an 

organization to achieve its goals and results, and to develop continuously. 

 

Recommendations for public policies 

Meeting changes 

Public institutions must be prepared for the huge unstable labour markets in the years to come. As a result 

of the implementation of highly productive technologies, entrepreneurs will reduce employment, replacing 

it with robots, automatic machines or artificial intelligence. Wages, forms of employment, work organization, 

international flows of workers, and the structure of the economy will be subject to changes. Before new, as 

yet unknown occupations, forecast by experts, begin to emerge, technological unemployment may appear 

in a transitional period. 

These phenomena are largely independent of the social and economic policies of any government. However, 

this does not mean that the relevant state institutions are to wait helplessly and passively observe the 

changes. It will be necessary to closely monitor the situation on the labour market, to quickly adapt legislative 

solutions to new trends, and to agree them with trade unions and employers' representatives. 

In order to avoid an extreme imbalance in the technological development of large and small enterprises, it 

will be necessary to support the latter with investment incentives, training, and protection against 

discrimination by large entities. 

Governments also need to conduct expert analysis and initiate a public debate to answer the question of 

how economic activity should be taxed with the help of automatic machines, robots and artificial intelligence, 

and with almost no or minimal human input. 

 

 

 



 

 

57 
 

LABOUR MARKET IN NEW NORMALITY 

 

Counteracting the effects of technological unemployment 

Governments should closely monitor the ongoing process of automation and the introduction of new 

technologies. It will have significant social consequences. First of all, in the long run, it will lead to the 

disappearance of the demand for people with low qualifications, performing manual or routine work. Their 

tasks can be easily taken over by digitally controlled systems and devices. A gradually growing army of the 

unemployed will emerge, with no chance of finding a job. 

Z drugiej strony będzie rosło społeczne i ekonomiczne znacznie grupy wysoko wykwalifikowanych 

specjalistów z najbardziej potrzebnymi gospodarce kompetencjami technologicznymi i społecznymi.   

W efekcie pogłębiać się będzie dualizm rynku pracy nie tylko w wymiarze dochodowym, ale również w 

dostępie do zatrudnienia, poczucia bezpieczeństwa egzystencjalnego i odczuwania przez jednostki swojej 

wartości społecznej. Konsekwencją zlekceważenia tego problemu będą poważne napięcia i konflikty 

społeczne.  

 

Reconstruction of education 

States must assist workers and employers in successfully massaging reskilling and upskilling. Two areas in 

particular require the involvement of public institutions. The first is the reform of education, so that the 

school prepares students for life in the coming world much better than today, and also shapes the attitudes 

of students' readiness for lifelong learning. The second is not easy work on changing the attitudes of adults, 

so that all of them understand and accept the necessity of lifelong learning and open to the need to raise or 

even change professional qualifications. 

In Poland, various studies show that adults are strongly opposed to the idea of lifelong learning. This applies 

especially to people with the lowest competences and equally low development opportunities. Appeals will 

not help in this matter. It is necessary to prepare a long-term social campaign with the participation of 

experts, diversified in terms of the perception of various recipients, leading to a change in reluctant or 

indifferent attitudes. This has to be accompanied by an offer of good adult education programs. 
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Retention of local talent 

The pandemic made many specialists realize that they can work from virtually anywhere in the world. 

Moreover, more and more companies are ready to accept the fact that even key tasks for them are carried 

out with the participation of external experts. At the same time, the rapid digitization and the accelerating 

green transformation of the economies in Poland and Germany mean that the shortage of qualified 

employees is already noticeable. This means joining the global competition to attract talent. 

Companies and governments that want to avoid the drain of their most valuable specialists must create joint 

programs to encourage them to stay in their countries. Good childcare, convenient transport, broadband 

internet connections with the highest capacity and adequate work space, as well as an organizational culture 

based on values and focused on people will count. 

 

Adaptacja sztucznej inteligencji  

In Poland and Germany, business is far ahead of the public sector in adapting artificial intelligence solutions. 

Thanks to AI, companies accelerate their development, increase efficiency, and improve their ability to 

compete on international markets. If public institutions lag behind, especially when it comes to processing 

data and improving public services, this imbalance could affect our countries' ability to cope with the 

challenges ahead. 

Businesses by nature undertake projects that promise a quick and reliable return on investment. This, 

however, means that important areas of social life that require long-term modernization processes may 

remain neglected. Governments should initiate, order and produce solutions and innovations in their 

subordinate units to improve all important areas of state activity, so as not to lose control over them due to 

technological backwardness. 

 

The use of green transformation 

Climate change and the transformation towards a green economy are a challenge in our countries, but also 

an opportunity. The more systemic measures taken in this area will be, the better the results will be. 

Therefore, it is governments in dialogue with business that must set goals and set measures of the 

effectiveness of environmental policy. At the same time, they must anticipate the demand for skilled workers 
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necessary for the green transformation. Their deficiency may turn out to be one of the most serious brakes 

for her. 

To this end, programs at all levels of school and higher education, as well as adult education policies, need 

to be properly targeted. A serious challenge will be the retraining of employees in industries and sectors of 

the economy that are currently the greatest threat to the climate. 
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Figure 1: Development of short-time work in Germany, January 2020 until October 2021  

 

Źródło: Estimations provided by the Federal Employment Agency and the Ifo Institute Munich 

 

Following a strong reduction, the number of short-time workers increased again in the spring of 2021. 

Since then, it has decreased to approximately half a million in October 2021. Against this trend, the figures 

were rising in the manufacturing industry recently. 

During the pandemic the rules on short-time work allowances have been relaxed as follows: 

• The period for which short-time work allowance can be received has been extended up to 24 months. 

• For a limited period, the minimum percentage of a company’s workforce affected by a cut in working 

hours with a reduction in pay in order for the short-time work allowance to apply has been lowered 

to one-tenth of the workforce. 

• To compensate losses, the short-time work allowance has been increased for employees whose pay 

has been reduced by at last 50 %, from the fourth month in which employees receive the allowances, 

it is increased to 70 % (77 % for employees with a child), and for the seventh month to 80 % (87 % for 

employees with a child). 

• To reduce the burden on employers, the social security contributions are reimbursed at a flat rate by 

the Federal Employment Agency (i.e. 50 % of normal contributions between September and 

December 2021). 

• The rules have been changed to cover temporary agency work. 
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• Most of these changes apply until 31 December 2021 if short-time allowances were requested until 

March 2021. 

The incidence of short-time work was highest in the sectors of accommodation and food services. 

Unfortunately, short-time work and (subsidized) further vocational training were not combined very 

often. 

 

Is technological unemployment coming? 

In recent years, the adoption of new technologies such as robots, has increased in Germany 

(Deng/Plümpe/Stegmaier 2021). Analyses conducted in German by Dengler/Matthes (2021) used a similar 

methodology and data as Frey/Osborne (2013). Their results reveal a large potential to substitute routine 

tasks by the use of new technologies. The proportion of employees working in an occupation with a high 

substitutions potential (70 and more percent) rose from 15 % (2013) to over 25 % (2016) to 34 % (2019). In 

2019, the substitution potential differs with respect to the level of qualification requirement and reached the 

following in 2019: 

• 59 % for employees without vocational training (2016: 58 %) 

• 58 % for employees with vocational training (2016: 54 %) 

• 45 % for employees with a bachelor’s degree (or similar degree) (2016: 40 %) 

• 26 % for employees with a master’s degree (or similar degree) (2016: 24 %) 

The Institute for Employment Research (IAB) and the Centre for European Economic Research conducted a 

survey among conducted a survey among German establishments to establish the rate of digital technologies 

(Arntz et al. 2016). This study reveals that for the manufacturing and service sector:  

• 7 % regard new technologies as central for their business. 

• 30 % use these technologies. 

• 3 % plan to invest into digital technologies. 

• 14 % cope with these technologies. 

• 30 % haven’t considered the adoption of digital technologies. 

Data from the IAB Establishment Panel Survey 2020 Deng et al. (2021) found that only 0.9 % of all German 

establishments adopted robots, but 8.2 % of all manufacturing establishments. 
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The IAB and Centre for European Economic Research employer survey, Genz et al. (2021) estimated a small 

decline in employment and wages in those establishments adopting new technologies. According to the 

sector-level analyses carried out by Dauth et al. (2017, 2021) the intensive use of new technologies in 

Germany between 1994 and 2014 was accompanied by a moderate employment loss and lower wage growth 

(in relation to other establishments). However, new jobs evolved in other establishments compensating for 

these losses. German manufacturing industries benefitted from the fact that they do not only use robots, but 

also produce them. 

 

Changes in the organization and culture of work 

While short-time work was used at an unprecedented level in Germany during the first lockdown, other 

personnel measures such as the reduction of holiday credits, time credits and working hours were also 

implemented. Results from the new high-frequency implemented employer survey “Establishments during 

the COVID-19-crisis” conducted in August 2020 by the IAB reveal that 23 % of establishments introduced 

working-from-home opportunities, and 17 % extended already existing schemes (Bellmann et al. 2021a). 

In January 2021, the German Federal government introduced compulsory working from home. This 

regulation expired at the end of July 2021. Employees were required to work from home if their tasks allowed 

for this. Results from the employer survey “Establishments during the COVID-19-crisis” reveal that in October 

2020 42 % of the private establishments offered their employees the option to work from home. At the 

beginning of 2021, this proportion increased to 46 % and reached 50 % in July 2021. 

 Figure 3: Options to use remote work before and within the COVID-19-crisis (percentage of employees) 
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Remark: Based on information from employers who provide working-from-home opportunities for their 

employees. 

Source: Bellmann et al. (2021b) 

However, considering only employers who provide working-from-home-opportunities for their 

employees, Figure 3 reveals that the proportion of employees who could work from home decreased 

in the first half of 2021: Whereas during March and April 2021 this proportion has reached 45 %, it 

then declined to 40 % in July 2021. 

Also noteworthy, according to the same survey, the proportion of establishments that plan to expand 

working from home has increased from 18 % in October 2020 to 21 % in July 2021. However, 

approximately every tenth establishment plans to reduce remote work to a level lower than before 

the pandemic. 
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It is therefore important how workers, enterprises and social partners respond to the opportunities and 

threats of the fourth industrial revolution. Robotization does not affect all employees in the same way. Low 

skilled workers carrying out routine work are more likely to be replaced by robots than highly skilled workers. 

This phenomenon may increase income inequality, especially during a pandemic, which is why it is so 

important to improve the quality of public policies implemented by the state. Most important is the 

reconstruction of the current educational system in Poland, so that it can provide employees with more 

flexible qualifications, as well as lifelong learning programs, in particular targeted at employees most affected 

by changes in the labor market. 

However, the state must have funds at its disposal to adapt the economy to these challenges, including 

counteracting the negative effects of robotization and automation processes. They can be ensured by 

taxation of robotic labor, thanks to which it would be possible to support the unemployed in their retraining 

and returning to the labor market. 

The digital revolution is also a question of the ethical use of artificial intelligence algorithms at work via digital 

platforms. On the one hand, they create new jobs, and on the other hand, they lead to market segmentation 

through the use of non-code forms of employment, including bogus self-employment. A way out of this 

situation would be to recognize platforms such as Uber as employers, and people providing work for them - 

as employees. 

Taking into account that the algorithms already today decide who will get the job and determine the amount 

of the employee's earnings, social supervision over these processes becomes necessary. Employees must be 

sure that the algorithms are developed in accordance with ethical principles and are not an instrument of 

surveillance and discrimination. They should also be guaranteed the right to be informed about how the 

algorithm works and what impact the algorithm has on their employment. It must be remembered that even 

the most advanced technologies are not of a value greater than the man himself. 
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Notwithstanding, the Covid-19 pandemic revealed that we actually need much more data to make adequate 

decisions at times of massive uncertainty, while the data we have is insufficient for policymaking and crisis 

management. Despite being in the pandemic mode for nearly two years, we are still too often in the Dark 

when it comes to public safety as well economic and social implications of the current crisis. Increased 

uncertainty about the current conditions and future developments reveals that we need different data. It has 

also made it abundantly clear that the traditional ways of collecting and processing the data needs to be 

complemented (if not replaced) by a modern approach to public statistics.  

The problems arise in several areas. First, the data concerning health and public safety, has proven to be 

impossible to collect. While many of us disclose very private information (admittedly, often unconsciously) 

to big tech companies, the governments and the local authorities around the world have been unable to 

implement test-and-trace policies to contain the spread of the virus and reduce individual uncertainty about 

social interactions. The few notable exceptions, such as Singapore and South Korea, consider their current 

solutions more of a prototype than a functional protocol. In some cases, the employers were able to 

implement health-enhancing policies, relying on wearable devices, monitoring air conditioning, and sewage 

systems, etc. However, these cases were far too few to reasonably affect public safety in societies. 

Admittedly, these efforts were focused on containing the spread of Covid-19 and have not been reaching 

beyond this immediate threat to generally improve public health through early detection/diagnosis. Lessons 

learned from the pandemic in this regard show that with currently available technology and sufficient 

leadership we are able to: 

• improve instantaneously public safety regarding all contagious diseases, including seasonal and endemic 

ones. 

• reduce both the degree and the length of uncertainty associated with social interactions. 

• gradually perfect the safety measures through closely monitored and controlled experimentation. 

Second, the data concerning labour market implications of social isolation and lockdowns have proven to 

more often mislead than inform. Virtually all labour force surveys massively understate the prevalence of 

work-from-home, under-employment, and diminished job-seeking opportunities. In many countries, labour 

force surveys continue to be collected in person (admittedly, personal interviews were replaced by phone or 

web interviews), which makes this process lengthy. Furthermore, equally lengthy processing of the data 

before the results can be released to the public sphere has made the data-collection effort almost futile, 

because a publication delay amounting to a few months, makes the data more of historical interest than of 

actual policy use. Similarly, in many countries the administrative data was uninformative. According to the 
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legislation, most firms do not have to report dismissals until they become effective (the end of employment 

contract, which can be between several weeks and several months later than the fact of termination). Around 

the world, we have observed that registering with the public employment services is not a priority for 

dismissed workers at the time of pandemics, especially not for the most vulnerable groups of workers. 

Consequently, in parallel to data provided by central statistical offices, the administrative statistics are not 

providing timely and accurate information about the developments in the labour market. To address these 

shortcomings of the data, scientists across many countries engaged in collecting better, timely data 

(occasionally, these efforts were backed up with public funding). These efforts have provided the public with 

insights on the situation in the critical moments of the pandemic development, helping to alleviate the panic 

by giving insights into the actual scale of events. Raj Chetty and his team from the Equality of Opportunity 

Initiative, have combined digital traces from multiple platforms (in addition to big tech companies, he 

collected the data from credit card processing, online orders platforms, etc.) to provide a daily synthetic 

tracker of economic activity across states in the US. Ingenuity of employing and combining new sources of 

data opens opportunities for improving the functioning of the labour markets in the post-pandemic future. 

Overcoming data shortages permits: 

• improving the search and matching process as well as facilitating the job-to-job transitions rather than 

letting individual workers experience prolonged job-search spells. 

• knowing more about which workers and which employers need assisting the most, and what kind of 

assistance is statistically superior across those groups, thus, improved targeting of assistance 

instruments. 

Last but not least, the pandemic has seen an unprecedented wave of public support flowing to the firms and 

households. This wave of support was typically ad hoc and rather universal, which prevents applying 

conventional methods of evaluation to these instruments. The lack of counterfactual (control group) and a 

broad set of policy objectives formulated for these instruments, blur the cost-benefit analysis as well as 

making learning from these lessons especially difficult. The endeavour to study the effects of these massive 

public interventions is still ahead of us, but clearly this will be as much of a data challenge as providing public 

safety, and timely information about economic consequences during the pandemic. 
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