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Introduction and Key Findings

New Challenges,
New Tools




The world of work is changing.* On that we all agree. But how?? And with what consequences?? Most
importantly, do the policies in place today adequately prepare our citizens for a future based on
change, flexibility, knowledge and creativity? Do those same policies still provide what might reasonably
be called a social safety net?

To answer these and other questions, the Lisbon Council produced The 2019 Future of Work Index,
a 16-indicator ranking built around three pillars. See Table 1 on page 13 for a detailed overview and
description of the Index.* And Table 2 on page 14 for the 2019 results.

At its most basic level, the index measures and evaluates European Union member states based on
I. Modern Workforce, also known as “workplace inclusion,” which assesses the level and depth to
which traditionally marginalised groups — women, immigrants, young, old and disabled — participate

in the workforce, II. New Jobs and New Tools, which measures the enthusiasm and passion with which
individual countries are embracing digital technology and moving towards modern ways of organising
economic life, and lll. Transition Effectiveness, which measures the speed with which countries are
adapting their social models, ensuring that real protection is on offer against the background of a fast-
evolving set of social needs and offering genuine security in a time of deep-seated economic change.
Behind it all is a simple premise: policymakers shouldn’t set out to restore the workforce to the rules
and reality of the 19305 — or insure against social challenges that have long since been met in the
world’s richest, most developed countries. To the contrary, the goal should be to understand how and
where the world of work is changing in 2019 and the years ahead — and to define how and where policy
needs to change along with it.

Towards that end, we highlight six key trends:

1. Changing Workforce. People are living longer — and working longer, too.® And while calls to exclude
women from the workforce and positions of leadership within it still crop up occasionally in fringe
political appeals, the world itself has decisively moved on. More than 392 million women have
entered the global workforce since 1991, a 44% increase.® Men are no longer the sole breadwinner
in most families as they were a century ago in predominantly industrial and agrarian economies.
Two additional facts are worth noting. First, despite their long exclusion from the workplace and
despite still being denied equal representation in management and leadership positions, women are
outstanding workers in the areas where knowledge-economy success and failure are determined.
They do better than men on reading comprehension in every country surveyed in the OECD’s flagship
student assessment — and often on mathematics and science as well.” A study from Korn Ferry
Hay Group found that women outperformed men on 11 of 12 “emotional intelligence competences”
surveyed.® Second, these changes have contributed to deep shifts in family structure.

1 Several people agreed to read early drafts of this policy brief, and many others contributed to the thinking and discussions behind
itin a series of seminars held between March 2017 and June 2019 as part of The Future of Work Laboratory. A special thanks to
allwho contributed or took part in other ways. For a list, see the acknowledgements on page 104. The views expressed in this paper
are those of the authors alone and do not necessarily reflect the views of the Lisbon Council or any of its associates. As ever, all
errors of fact or judgment are the authors’ sole responsibility.

2 See, inter alia, Global Commission on the Future of Work, Work for a Brighter Future (Geneva: ILO, 2019); European Political Strategy
Centre, The Future of Work: Skills and Resilience for a World of Change (Brussels: European Commission, 2016); Max Neufiend,
Jacqueline O’Reilly and Florian Ranft (eds), Work in the Digital Age (London: Rowman, 2018).

3 Paul Hofheinz, “Making a Progressive Future of Work,” Policy Network, 22 May 2017. The paper was also presented at a Renner
Institut seminar in Vienna, Austria on 22 May 2017.

4 Alldatais for 2018 unless otherwise noted.

5  Hans Rosling, Ola Rosling and Anna Rosling Ronnlund, Factfulness: Ten Reasons We’re Wrong about the World — and Why Things
are Better than You Think (London: Sceptre, 2018).

6 International Labour Organisation, World Employment and Social Outlook, accessed 27 May 2019.

7  Women outperformed men on reading performance in every one of the 70 countries assessed in the OECD’s 2015 Programme
for International Student Assessment (PISA). Women did better than men in mathematics in 25 countries and better than men
in science in 30. See OECD, PISA 2015 Results (Volume [): Excellence and Equity in Education (Paris: OECD, 2016).

8 The 12 competences evaluated were achievement orientation, adaptability, coaching and mentoring, conflict management,
empathy, emotional self-awareness, inspirational ledership, influence, organisational awareness, positive outlook, teamwork
and emotional control. Women outperformed men in all categories except emotional control, where no gender difference was
reported. The study was based on a survey of 55,000 professionals in 9o countries. Korn Ferry Hay Group, “Women are Better at
Using Soft Skills Crucial for Effective Leadership and Superior Business Performance, Korn Ferry Hay Group, o4 March 2016.
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More than two-thirds of European families — some 145 million — are now one- or two-person households.
This amounts to tremendous social change, with the end results felt directly in every community and
in all 221 million households across the continent.?

Evolving Workplace. The changing workforce has brought corresponding evolution to the workplace.
In the old days, jobs belonged primarily to men, many of whom had full households of dependents
to support.* That required a high salary (even when the value added by the work was relatively
low) and a virtual life-time guarantee of employment in one job to sustain it. Now, with both parents
taking on new levels of responsibility for children and family, different patterns of work are gaining
importance. The ability to arrange the day around multiple tasks has historically been (and still is)
very important to giving working parents the flexibility to take part in the workforce. The result is a
dramatic change in the way households organise and finance themselves. Many two-income
families now save relatively little for university tuition or retirement. Instead, they pay for expensive
childcare that allows both parents to stay in the workforce. The palpable strain on families — and
the concurrent need for more readily accessible childcare and more flexible work-time arrangements
— has not yet been successfully processed into the European social model or fully understood by
policymakers.

A Global Economy. The economy itself is more open and less forgiving than it used to be — partly as
a result of globalisation, but also thanks to the ever higher value-added content of work, particularly
in the so-called “developed economies.” Many middle-skilled jobs have simply disappeared.*

If you are high-skilled, globalisation has probably been a boon for you. But if you are under-skilled
and expensive — like many European workers — and you’re not able or ready to retrain to work with
modern tools and methods, you are probably in big trouble. The challenge here has not yet been
adequately built into Europe’s social-policy mix, which sometimes seems to be running on autopilot,
addressing the social challenges of the 20" century and leaving very important 21* century problems
largely unanswered. Paying benefits to the unemployed — while important — is not the same as
educating everyone adequately — or making sure that education is there not just for the young and
affluent but is available to people throughout their lifetime, including those who need it most, when
they need it most. The economy is fast dematerialising — especially for workers and the companies
that employ them at the high-value-added end of the scale.”* Knowledge work will be the way of
the future, even as manufacturing remains very important and services themselves come to be an
increasingly important part of the process we used to think of uniquely as “manufacturing.”*3

The world of work is changing. On that
we all agree. But how? And with what
consequences?

10
11

12

13

Eurostat, “People in the EU: Statistics on Household and Family Structures,” December 2017 update.

Arlie Hochshild and Anne Machung, The Second Shift: Working Families and the Revolution at Home (New York: Penguin, 2012).
David H. Autor, “Work of the Past, Work of the Future,” Richard T. Ely Lecture, American Economic Association Paper and Proceedings,
27 February 2019.

Laia Pujol Priego, David Osimo and Jonathan Douglas Wareham, “Data Sharing Practice in Big Data Ecosystems,” ESADE Business
School Research Paper, 2019.

Autor, op. cit.
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4.

New Careers, New Paths. The result is a key development often commented upon, even if its reality
is too seldom addressed; life-time employment has become a thing of the past. Most people will
switch jobs on average ten times during their working life — and possibly even change careers just
as many times.* There need to be more mechanisms for coping with this, allowing people to dip

in and out of the workforce — and in and out of the education system. As Andreas Schleicher of the
OECD has put it, “We used to learn to do the work. Now the learning has become the work.”*

Rise of Independent Work and Freelancing. Against the backdrop of an increasingly competitive
global economy and the ever-shifting competitive landscape within it, it is perhaps not surprising
that the fastest growing part of the workforce is made up of part-time and short-term (temporary)
workers.* The massive economic upturn of the last six years has seen an unprecedented surge in
job creation: more than 13.2 million people have joined the workforce in Europe since 2013.7 But
the figure obscures an equally important trend: the movement of an increasing number of skilled
workers to part-time and self-employment.*® Fully 42% of all active Europeans now work on contracts
that are not full-time and open-ended, according to Eurostat data.* Often, this movement is
disparaged as the rise of the “gig economy” made up of “McDonald’s jobs” that Europeans doesn’t
want or need.*® But the reality is much more complicated.* Part-time work and self-employment
are helping people fill in many gaps.** And, despite some evident problems around low-paying,
low-skilled jobs, part-time work has proven to be an extremely useful tool in fighting social exclusion,
helping immigrants to get a toehold on the social ladder, allowing employers to innovate and
putting people on the path towards happy, healthy and sustainable lives.?® It is time we find a
better way of referring to this work — and legislating for it — than dismissing it as “non-standard.”
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European Commission Staff Working Document, Impact Assessment, Accompanying the Proposal for a Council Recommendation
on Access to Social Protection for Workers and the Self-Employed (Brussels: European Commission, 2018); The U.S. Bureau of
Labour Statistics gives the figure of 11.7 jobs between the ages of 18-48 in the U.S. See also Jeffrey R. Young, “How Many Times
Will People Change Jobs? The Myth of the Job-Hopping Millennial,” EdSurge: Jobs and Careers, 20 July 2017.

Mr Schleicher made this comment at a Future of Work Laboratory seminar on artificial intelligence, world-class schools and the
future of work. For more, see Andreas Schleicher, World Class: How to Build a 215 Century School System (Paris: OECD, 2018).
And watch the interview with Andreas Schleicher on the Lisbon Council YouTube Channel at https: //www.youtube.com/watch?

v=vaqNp8VYIU4.
Eurostat, Employment by Professional Status and Full-Time/Part-Time and Temporary Employees by Sex, Age and Occupation,

and Lisbon Council calculations.

Eurostat, Employment by Professional Status, and Lisbon Council calculations.

Eurostat, the statistical arm of the European Union, shows that the percentage of skilled workers among freelancers is rising. Europe
has 23,440,900 “solo self-employed workers without employees,” a 2% rise since 2008. Of that, 96% are medium- and high-skilled
workers. Low-skilled workers make up only 4% of freelancers, and they are falling as a total percentage. There are 18% fewer low-skilled
workers working as freelancers in 2018 than there were in 2008. See Eurostat, Self-Employment by Occupation.

Eurostat, Employees by Type of Employment Contract, Age and European Socio-Economic Group; Ibid, Employment by Professional
Status and Full-Time/Part-Time, and Lisbon Council calculations.

See Global Commission on the Future of Work, op. cit.

In a recent study, the U.S.-based Freelancers Union calculates that there are more than 56.7 million freelancers in the U.S., up
3.7 million in the last five years. Most of the growth is coming from people choosing to freelance and not from people who say
they are forced to do so through economic necessity. According to the study, Americans spent more than one billion hours
per week freelancing in 2018, an increase of 72 million hours per week since 2015. Similar data for the European workforce is
difficult to find and would be a useful area for Eurostat, the European Commission and the International Labour Organisation
to investigate and produce in frequent intervals. The lack of systematic official interest in freelancing has led to large data gaps
in Europe. See Freelancers Union, Freelancing in America: 2018 (New York: Freelancers Union, 2019). The study is based on an
online survey of 6,001 U.S. adults conducted by Edelman Intelligence.

James Manyika, Susan Lund, Jacques Bughin, Kelsey Robinson, Jan Mischke and Deepa Mahajan, Independent Work: Choice,
Necessity and the Gig Economy (San Francisco: McKinsey Global Institute, 2016).

Among important recent reform proposals, European Commission President Elect Ursula von der Leyen has proposed a “fair minimum
wage” for “every worker in our union” and a “European unemployment benefit reinsurance scheme.” See Ursula von der Leyen,
My Agenda for Europe: Political Guidelines for the Next European Commission 2019-2024 (Brussels: European Union, 2019).
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6. Policy Lags. The implications of these changes have not yet been fully understood — let alone
incorporated into a consistent body of thoughtful social legislation that provides a social safety
net fit for the modern age. The trends — and the role these trends now play in our daily lives —
have, however, set in motion an overdue debate about the large disparity of benefits between the
self-employed and full-time-contract workers. One school of thought has a simple solution: turn
the part-time workers into full-time contract labourers.?* But this response is problematic. For one,
it would create expensive new commitments in a workplace where many workers’ principal needs
are more about coping with permanent change and navigating complicated family commitments.
And it may simply be unsustainable in an economy where European companies face such fierce global
competition on quality, value-added and price. Other efforts show more promise — including reforms
that attach social benefits to individuals rather than jobs (see the box on New Systems: Individual
Accounts and the Role of the State on page 51 for some recent examples). Put simply, countries that
move the most quickly to adapt their benefit systems to modern challenges — offering more access
to education, more support for working families and more access to a broader, more diverse labour
market — are the ones destined to generate the most wealth and deliver the most social inclusion
and wellbeing over time. This may require a Copernican Revolution in thinking. But the asteroids of
reform have already been spotted coming from countries as diverse as Canada, Denmark, France,
Singapore and the United States.*

What, then, are the key findings of The 2019 Future of Work Index?

1. Sweden (No. 1), Denmark (No. 2) and The Netherlands (No. 3) top the list. All three score well on
the new jobs and new tools indicator, which measures transition to the knowledge economy.
And all three are within the top five on the transition effectiveness indicator and the top six on the
modern workforce indicator.

2. Finland (No. 4) also does well, but a low score (No. 15) on the modern workforce indicator brings
its overall performance down, indicating more work needs to be done there on broadening
workplace inclusion. But, with a healthy dose of progressive policies at the national level, Finland
does well on transition effectiveness with a No. 2 score. For a discussion of the Finnish situation,
see the country profile on page 68.

3. Despite its No.1 finish, Sweden is a surprisingly modest performer on the modern workforce indicator,
where it is No. 5, even though social inclusion is a flagship issue for Swedish national identity.
Sweden tops on gender balance, with a No. 1 finish on female participation in the workforce. And
older population inclusion, at No. 2. But its record on integrating immigrants into the workforce
(No.22) drags its overall performance down. For a discussion of the Swedish situation, see the country
profile on page 76.

4. Atthe bottom of the index is Greece (No. 28), which suffers from poor performance in all three
categories (modern workforce, new jobs and new tools and transition effectiveness). it comes dead
last at No.28 in the modern workforce and transition effectiveness indicators. For a discussion of
the Greek situation, see the country profile on page 70.

5. lItaly (No.24) does worst among Europe’s large, industrialised economies. It ranks No. 26 on the
modern workforce, No.17 on new jobs and new tools and No. 26 on transition effectiveness
indicators. Put simply, with an annual gross domestic product of €1.7 trillion and a population
of 61 million, Italy will have to do better if Europe is to do better. See the Italy country profile on
page 72.

24 See Global Commission on the Future of Work, op. cit.

25 France pioneered the “compte personnel d’activité” programme. Denmark launched Flexicurity. Canada gave us parental benefits
and the U.S., under President Barack Obama, put in place the first effort to provide health insurance to all Americans regardless
of their employment status. Singapore introduced the SkillsFuture initiative, which is discussed in a box on page 51. See Hofheinz,
Progressive Future of Work, op.cit.
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6. Romania (No.25), Croatia (No.26) and Bulgaria (No.27) also do poorly with low scores in all categories.
Romania in particular comes dead last (No.28) on new jobs and new tools. See the Romania country
profile on page 74.

7. Among the countries that perform well are the United Kingdom (No.5) and Germany (No. 8). The
United Kingdom, for one, is helped by a healthy labour market and a remarkably inclusive labour
force; it ranks No. 1 on overall workforce inclusion. But its policies on transition effectiveness are a
disappointing No.7. Germany, meanwhile, does reasonably well on workforce inclusion and new
jobs and new tools. But its No. 15 finish on transition effectiveness shows that the country urgently
needs better, more modern policies to help its evolution. See the United Kingdom country profile on

page 78.

8. Other surprises are Estonia (No. 6) and Belgium (No. 17), which might have been expected to do
better. Estonia scores well on modern workforce (No. 2) and transition effectiveness (No. 4),
meaning its workforce is well integrated and its policy framework effective; but it does surprisingly
poorly on new jobs and new tools (No.13). Belgium, too, surprises at No. 17, below the EU Average.
On new jobs and new tools, it is above the EU Average at No. 8; but its workforce remains weak
on inclusion, giving it a shocking No. 23 finish on this key indicator, largely due to poor integration
of immigrants (No. 24), high youth unemployment (No.22) and early retirement age (No. 23).
Future governments will need to tackle these problems — for the sake of the economy and for the
sustainability of the social system overall. See the Estonia and Belgium country profiles on pages
66 and 64.

9. Estonia (No.6) is the only “new member state” reaching the top ten.

10. Overall, there is a large gap between the top and the bottom performers — more than 60 points
according to the scoring. Sweden tops the list at No. 1 with an overall score of 81.29, indicating real
strength on all three pillars. Greece (No. 28) is at the bottom with an overall score of 21.31. Croatia
(No. 26, with a 33.06 score) and Bulgaria (No. 27, with a 31.89 score) also do poorly, although, in the
Croatian case, there are only 12 of 16 available indicators, which prevents definitive analysis.

More than 392 million women have
entered the global workforce since
1991, a 44 % increase.
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How the Index Works

We believe there are three crucial components for measuring the quality and depth of highly developed
countries’ commitments to preparing their workforces for the future and ensuring their social system
addresses modern needs. First and foremost, the workforce must be mobilised and integrated; economies
that exclude workers on the basis of age, nationality or sex are doing themselves no favours. To the
contrary, a modern knowledge economy can and does rely on the participation of everyone. We must
fight for our position in this world. There are no gifts or handouts; certainly not for nations which are
already, prima facie, rich.

But if the workforce is integrated and mobilised, an equally important question is how well is that
workforce prepared for the modern economy? Do they have the right skills for the digital economy? And
are the digital jobs there for them if they want and need them? This is a trickier point to evaluate, though
basic measures of digital literacy, digital skill levels and the percentage of industry that has been
digitised or takes some part in the digital economy are a good starting point. Our discussion and analysis
of these points begins on page 26.

Finally, nothing is certain in this world except the notion that what we see today will be different tomorrow.
Politics and policymaking in the modern age are in many ways a matter of preparing for and managing
change. How do we help people develop, starting from the time they are children? How do we help them
continue developing once they are adults? And just as importantly, how do we care for them and
nurture them at those ages and in those times when they need our help and assistance? Here we
believe several public-policy achievements are important. Access to labour and product markets is
key; it doesn’t matter how well-prepared people are if the jobs and opportunities aren’t there too. One
important indicator of this is the speed with which the unemployed are able to get new jobs. This
varies widely in European states. In Sweden, the average wait is eight months. In Greece, it runs around
2.5 years.?

The outcome of this reflection is an index with three pillars: Modern Workforce, New Jobs and New Tools
and Transition Effectiveness. Each pillar is made up of sub-indicators (four for modern workforce, six
for new tools and new jobs and six for transition effectiveness). There are also four boxes — scattered
throughout the text — focusing on key themes: the move towards individual accounts and new models
of social-benefit provision (page 51), the rising trend towards increasing parental benefits (page 14),
wages, agency and the minimum wage (page 42) and the training dilemma (page 59).

Not all of the research is contained in this study. There is also a Policy Bank, which catalogues reform
efforts in EU member states. It is available online at http://policybank.eu/. This is an effort to chronicle
the reform steps that countries are taking to prepare themselves for the modern economy. Future editions
of this study hope to have more to say on which reforms do or do not work. For now, we have to be satisfied
just to ask, “is there a reform?” to give us insight into which countries are at least trying.

We close the policy brief with eight country profiles, where each country’s performance — its strengths
and weaknesses — are detailed and described. The aim is not to flatter some or embarrass others. To
the contrary, every country has areas where they can improve. The aim is to help countries understand
what those areas are — where the weak spots in their social fabric and policy framework lie — and to
find ideas and inspiration from other countries that might be doing things a little bit better. We start
from the premise that every country can be a top performer. But the crucial thing is to get the policy
mix right.

26 Eurostat data on unemployment by sex, age and duration of unemployment, Lisbon Council calculations. The averages were
calculated based on the Eurostat data on duration of unemployment. The breakdowns for unemployment duration were
less than one month, one to two months, three to five months, six to 11 months, 12-17 months, 18-23 months, 24-47 months
and 48-60 months. A person remaining longer than five years in unemployment is considered inactive.
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Table 1. The Future of Work Index

I. Modern I.1. Women Employment Rate
Workforce I.2. Immigrant Population Employment Rate (Foreign-Born Citizens)
1.3. Youth Employment Rate (age 15-29)

l.4. Active Older Adults Employment Rate (age 55-74)

1. New Jobs and 1l.1. Digital and Il.1.1. Percentage of Population (16-74 Years
New Tools Creative- 0ld) Who Can Use the Internet and Do
(The Digital Economy Skills So At Least Once a Week
Economy)

Il.1.2. Problem Solving in Technology-Rich
Environment (Percentage of Adult
Population Scoring Above Proficiency
Level 2)

Il.2. Digital Industry Il.2.1. Adoption of Digital Technology
(Digitisation and e-Commerce) by
Businesses

Il.2.2. Share of the Data Economy in Gross
Domestic Product

11.3. Investment 11.3.1. Average Investment in Intangibles
in Intangible as Percentage of Gross Fixed Capital
Assets Formation

I1.3.2. Average Public Investment in Intangibles
as Percentage of Gross Fixed Capital
Formation

Ill. Transition lll.1. Speed of Finding a New Job

Effectiveness 11l.2. Percentage of Active Workforce Engaged in Training and Lifelong

Learning

111.3. Access to Social Security Benefits and Transition Assistance for
the Self-Employed and Workers Other Than Full-Time, Long-Term

Employees
Il.4. Access: Ill.4.1. Access to Licensed Professions
Labour and
Product .
Ill.4.2. Ease of Becoming an Entrepreneur
Market 4 INg an Entrepreneu
Openness Ill.4.3. Product Market Openness

Policymakers shouldn’t set out to
restore the workforce to the rules and
reality of the 1930s — or insure against
social challenges that have long
since been met in the world’s richest,
most developed countries.
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Table 2. The 2019 Future of Work Index — Overall Results
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Sweden
Denmark

The Netherlands
Finland

United Kingdom
Estonia

Ireland
Germany
Cyprus

Austria

Czech Republic
Luxembourg
Malta

EU Average
Portugal
Slovenia
Lithuania
Belgium

Latvia

Spain

France

Poland
Hungary
Slovakia

Italy

Romania
Croatia
Bulgaria

Greece

81.29
79:13
75.83
74.58
73.18
70.73
66.80
64.55
60.75
60.56
56.63
56.09
55.90
55.33
53.26
53.15
52.36
50.67
50.55
48.96
45.82
42.76
41.95
41.47
35.79
34.61
33.06
31.89
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Canada: Why Helping Families is Good Politics
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Women entering the workforce have had a profound effect on the workplace — and on family
life as well. More and more, men and women find themselves splitting chores that one or
the other once fulfilled alone. Even more challengingly, moms and dads are forced to figure
out ways to raise children and maintain healthy households while pursuing careers that take
up much of their waking time and attention, five days a week.
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This is an incredibly daunting task, and in many ways an unfair one. Back when German Social
Democrats (and their nemesis Otto von Bismarck) were devising the world’s first comprehensive
welfare system, no one was thinking about a challenge like this. To the contrary, the economy
was built around a male hierarchy — men were to bring home the bread and women were

to raise the family. That it seldom happened quite that way is largely irrelevant — the policies
were conceived around that version of reality. And so it is largely to this day.

Awareness of women’s right to an equal role in society is rising and, indeed, the principle of
gender parity has been accepted for the first time at the highest level in the European Union
with Ursula von der Leyen’s pledge to achieve full gender balance at the European Commission
by the end of her term. But Ms von der Leyen — a former German defence minister and mother
of seven — will surely know that quotas and aggressive recruitment are only one part of the
story. Families still struggle with a social system that frankly does very little for them. The system
of day-care facilities is overcrowded and underfunded — many families face long waiting lists
or must pay privately at often exorbitant cost just to keep both parents in the workforce. Child
benefits are patchy at best — often designed more as poverty prevention than vital support
for working families in need. And part-time work itself — often the only way a working parent
can successfully structure his or her week — is officially frowned upon even though it is the
fastest growing type of work on offer, and not always for involuntary reasons.

Canada has been an outlier in the effort to change this. In 2015, Justin Trudeau ran for prime
minister largely on a pledge to massively extend “parental benefits,” proposing to consolidate
a host of earlier child-benefit reforms into an easier-to-manage package and dramatically
extend the amount of funding available to assist working families (including single-parent
households). The programme was expensive — but it resonated with Canadian voters. In the
end, Mr Trudeau inspired a massive 22% shift in voter preferences and picked up 184 seats
for his Liberal Party of Canada — the largest swing in Canadian history — to become prime
minister. Many credit the popularity of his expanded childcare policy and the obvious connection
it showed with social dilemmas that other parties were only beginning to spot.

The heart of the Trudeau policy is fairly simple. First and foremost, Canadian parents are now
entitled to an increased amount of family leave — up to 18 months — and on more flexible
terms. Dads can now take part. And the length of time that both or either parent can qualify
for employment insurance-funded leave is subject to an adjustable formula, making it both
more generous and more flexible. Basic payments to families with children under the age
of 18 — more than 3.3 million families — grew substantially; more than 1.8 billion Canadian
dollars [€1.15 billion] of additional benefits have been made available. And even the over-run
day-care system was attacked aggressively; in 2017, the government announced that it would
invest 7.5 billion Canadian dollars [€4.98 billion] over 11 years to “support more accessible
and affordable early learning and child care.”

The jury is still out on the Trudeau reforms: the Liberal leader faces a difficult re-election in
October 2019. But for one bright and shining moment, Justin Trudeau proved one important
thing: families matter. Governments that can make it easier for families to navigate the
massive social transition we are living through and make it easier for bosses and employees
to be better moms and dads are likely to benefit electorally. And they will make the world a
better place.
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Table 3. Modern Workforce — Composite Ranking

1 United Kingdom 79.65
2 Estonia 78.50
3 The Netherlands 77-35
4 Germany 74.10
5 Sweden 73.78
6 Denmark 7377
7 Czech Republic 69.82
8 Lithuania 69.53
9 Ireland 67.93
10 Austria 64.43
11 Latvia 62.85
12 Malta 60.09
13 Portugal 59.48
14 Cyprus 59.04
15 Finland 58.58
16 Slovenia 55.71
17 Poland 54.63

EU Average 53.19
18 Slovakia 50.79
19 Luxembourg 48.35
20 Romania 45.42
21 Hungary 42.23
22 Bulgaria 39.11
23 Belgium 36.23
24 France 34.41
25 Spain 33.91
26 Italy 28.69
27 Croatia 24.65
28 Greece 10.76

Source: Eurostat (Lisbon Council calculations)

Life is not what it used to be. That’s for certain. But the question is, how is it changing? And how do
we — as a society, as mothers, fathers, working people and policymakers — need to be changing along
with it?

These days, the discussion on the future of work is often seen as little more than an extension of the
debate around artificial intelligence — how will this new technology be deployed?* What will it change
in the way we take decisions and how we organise our workforce? What will the effect be on wages

and wage negotiations? And, most controversially, how many people will it render jobless, unemployable
orjust plain superfluous?

27 See, for example, Giorgios Petropoulos, J. Scott Marcus, Nicolas Moés and Enrico Bergamini, Digitalisation and European
Welfare States (Brussels: Bruegel, 2019): Michel Servoz, The Future of Work? Work of the Future (Brussels: European Commission,
2019).
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A discussion of the effects of artificial intelligence on the workforce is beyond the scope of this paper
- though many stabs have been taken, some relevant, some highly speculative.?® But our contention is
that — well beyond the effects of automation on the workforce — old-fashioned social change has driven
more disruption than any computer will ever create. Put simply, the world has moved decisively from

a male-dominated society built around single-income households to one based on a broad, expansive
working population with opportunities (in theory, if not always in fact) open to all. This means first and
foremost the work-place arrival of social groups previously excluded en masse from the workforce —
women, the young, older adults and immigrants.

This development has brought much change in its wake — not the least of which in the needs and
requirements individuals have for jobs, work and study. Put simply, a family is no longer a large group
of dependents with a full-time employed man providing for them.? Today, every family member is
demanding the same opportunities that were previously only there for the male head of household.
And they are demanding the same recognition, the same pay and access to the same jobs.

In policymaking terms, this has a simple but profound implication: a job is no longer something that
always needs to be 1) full time, 2) highly paid, and 3) guaranteed for a lifetime. These were virtual
requirements in the old economy — indeed, they were fundamental to the social contract built around
the prevailing social structure of the time. But the new economy demands something else. First and
foremost, it demands equal access, including for those who might not be able to spend 40 hours a week
sitting in an office or manning an assembly line because of family or other commitments. This means
the era of “one-size-fits-all” jobs is gone. The new workplace can and should be defined by a plethora
of opportunities, open to all — including freelancing, part-time work, even the gig-economy — which
can and should co-exist with the long-term, full-time jobs that still make up such an important part of
some people’s lives.

The new jobs and new tools indicator
measures the enthusiasm and passion
with which individual countries are
embracing digital technology and moving
towards modern ways of organising
economic activity.

28 See, interalia, Carl Benedikt Frey and Michael A. Osborne, “The Future of Employment: How Susceptible are Jobs to Computerisation?”
Oxford Martin School, 17 September 2013; Martin Ford, The Rise of the Robots: Technology and the Threat of Mass Employment
(London: Penguin, 2013).

29 Hochschild and Machung, op. cit.
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Flexible work arrangements have one very important characteristic: what they lose in economic guarantees
is made up for in other ways: most notably, women, the young, older adults and foreign-born now have
multiple entry points into the economy. They cannot and never should be excluded. And, indeed,
societies which do best at mobilising and including people from those traditionally marginalised
groups not only solve a moral dilemma; they also reap immense economic benefit by putting so much
of their rich human capital to work in the creation of value which all of society can enjoy. An inclusive
workforce is a strong workforce. The more opportunities we provide for entry, exit, re-training, re-
deployment and re-engagement, the better off society will be.

In order to track the progress of European countries on these key deliverables, we built the Modern
Workforce indicator, which measures the success with which individual countries have managed to
engage and mobilise traditionally marginalised groups within the workforce. It forms the first of three
pillars in The Future of Work Index, and is itself made up of four easy to quantify sub-indicators: the
employment rates for women, the young, older adults and immigrants. In producing this indicator, we
deliberately chose to exclude some things. It does not measure, for example, the level of inequality
within these economies or among these groups — that calculation, as important as it is, is a subject for
another study.? Nor does it measure the unemployment rates — which have done so much to shatter
lives and generate headlines in countries when they ran excessively high in recent recessions. What it
does is look at the raw figures: how many people from each group as a percentage of the population
are working? The statistics themselves all come from Eurostat and other publicly available sources.

Among the key findings:

1. The United Kingdom (No. 1), Estonia (No. 2) and The Netherlands (No. 3) top the ranking — but for
very different reasons. The United Kingdom wins mostly by scoring consistently high across all four
categories. On women in the workforce, it is No.7. On youth employment, itis No.5. And on
active older adults, it is No. 6. But where you really see the difference is on working immigrants
where it ranks No. 3 — well ahead of other large European economies (only Czech Republic and
Poland with relatively small immigrant communities do better). Long before immigration became
a flashpoint in the Brexit debate, the United Kingdom had one of the highest success rates of
employing immigrants in the economy — as almost any recent visitor to London will have surely
noticed. The United Kingdom has also avoided the sky-high youth unemployment that has plagued
its continental counterparts. On this crucial indicator, France (No. 21), Greece (No. 28), Italy (No.27)
and Spain (No. 26) do particularly poorly.

2. The secret of Estonia (No. 2) is the overall inclusiveness of its economy. It scores No.1 on active
older adults workforce, with around 50% of its 55-74-year-olds still in work. On female participation
rates, it only lags behind league-leader Sweden. But Estonia’s relatively poor scores on immigrant
population employment rate (No. 14) and youth employment (No. 8) keep it just short of the top slot
- and show policymakers where this Baltic out-performer could still improve.

3. The Netherlands (No.3) is another success story. Most notably, it scores extremely well on youth
employment, where its 70% employment rate drives it to the No. 1 slot. The Netherlands also
scores well on female inclusion (No. 3) and active older adults (No.7), but its performance on
working immigrants (No. 15) shows policymakers where more work can and should be done.

30 See, inter alia, OECD, “Going Digital: The Future of Work for Women,” The Pursuit of Gender Equality (Paris: OECD, 2017); ILO,
Women at Work: Trends 2016 (Geneva: ILO, 2016).
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. Among the genuine surprises is Sweden (No.5). Not surprisingly, it tops the league for female
participation — at No.1 — and active older adults — at No. 2. But the country’s recent problems show
more clearly in other areas. Its performance on youth employment is a not quite league-leading
No.7 —though itis above the European Union average. But on employment of migrants, it is only
No.22 — a sign of the trouble Sweden has had integrating the recent flux of migrants despite its
open-door policies.

Bottom of the league table are Italy (No.26), Croatia (No.27) and Greece (No.28). Italy is hampered by
below European Union average performance in all areas. On youth employment, it fares particularly
badly, at No. 27, ahead of only Greece. And the same is true for women employment (No.27). On
active older adults, it does slightly better — at No. 17 — despite having a relatively large cohort of
older adults. Its scores for integrating migrants — despite recent controversy in this area — is slightly
better. There, it finishes at No. 18 — in the middle of the EU pack but still below the EU Average.

. Croatia (No.27) also has weak scores in all areas. It finishes at No. 26, No. 27, No. 24 and No. 26 on
female, immigrant, youth and older adult employment rates, respectively.

Few countries in recent years have suffered as much as Greece (No. 28), the victim of a double-dip
recession, an internal devaluation and a massive fiscal adjustment taken in response. One hopes
(and likes to think) that Greece has used this moment to fix some long-term structural problems.
But the early verdict is that the economy remains inflexible and closed to many of those whose creative
talents it needs most. It ranks dead last (No.28) on female, youth and older adults employment
rates. Its marginally better No. 26 performance on immigrant employment levels (50%) is better than
France (No. 28, with a 49% rate) but well below the EU Average (60%).

Transition effectiveness measures the
speed with which countries are adapting
their social models, ensuring that real
protection is on offer against the back-
ground of a fast-evolving set of social
needs and offering genuine security in a
time of deep-seated economic change.
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I.2. Women in the Workforce

Table 4. Women Employment Rate — Ranking
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Sweden
Estonia

The Netherlands
Germany
Lithuania
Denmark
United Kingdom
Latvia

Austria

Finland
Slovenia
Portugal
Luxembourg
Czech Republic
Ireland

Cyprus

EU Average
Bulgaria
Slovakia
France
Hungary
Belgium
Poland

Malta

Romania
Spain

Croatia

Italy

Greece

66.3%
64.1%
63.2%
63.1%
62.7%
62.4%
62.2%
61.7%
60.3%
59.6%
58.2%
58.2%
57.5%

57.4%
57.4%
57.1%

55.0%
53.5%
53.5%
53.2%
52.9%
52.6%
52.0%
51.7%

49.9%
49.5%
47.6%
42.7%
39.1%

100.00
92.78
89.54
89.41
87.86
87.08
86.22
84.70
80.18
77.89
73.28
73.20
70.78
70.61
70.53
69.54
62.64
57.70
57.66
56.54
55.51
54.71
52.59
51.70
45.60
44.40
38.16
21.89

10.00

Sweden (No. 1), Estonia (No. 2) and The Netherlands (No. 3) top the list while Croatia (No. 26), Italy

(No.27) and Greece (No.28) make up the bottom. The disparity marks a wide gap in European social

performance. Sweden leads with a 66.3% female participation rate. In Greece, the figure is 39.1%. The

EU Average employment rate for women is 55% — with 16 countries above and 12 below.
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I.2. Immigrants at Work

Table 5. Immigrant Population Employment Rate — Ranking
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Czech Republic
Poland

United Kingdom
Ireland

Malta

Slovenia
Romania
Portugal
Luxembourg
Slovakia
Denmark
Austria

Cyprus

Estonia

The Netherlands
Lithuania

EU Average
Germany

Italy

Spain

Finland
Hungary
Sweden

Latvia

Belgium
Bulgaria
Greece

Croatia

France

79-5%
72.9%
72.0%
70.6%
70.3%
67.6%
66.7%
66.4%
66.3%
65.7%
63.6%
63.2%
62.8%
62.4%
62.0%
61.6%
60.9%
60.9%
60.3%
57.0%

56.5%
56.4%
56.3%
54.5%
53.7%

51.3%

50.3%
50.0%

49.3%

100.00
80.27
77-43
73:24
72.40
64.55
61.66
60.96
60.71
58.91
52.47
51.40
50.23
49.04
47.65
46.67
44.37
44.36
42.73
32.83
31.46
31.19
30.70
25.45
22.98
16.01
13.06
12.06

10.00

Czech Republic (No. 1), Poland (No. 2) and the United Kingdom (No. 3) top the ranking, but the comparison is
in some ways spurious. Some countries, like Austria (No. 12), Germany (No. 17) and Spain (No. 19),
have large immigrant populations, with 1,083,200 (16.34% of the overall working age population),
8,340,500 (13.46%) and 3,865,500 (10.98%) working-age immigrants, respectively. While the high
employment figures for Czech Republic and Poland derive from a relatively small community of

migrants to draw from (168,200 and 137,000, respectively).*

31 We have relied on Labour Force Survey data. Other sources, including the National Bank of Poland, give different figures. See
Iza Chmielewsk