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Foreword

Dear representatives of the social partners and interested readers,

The digital transformation of the economy is a diverse topic with a 
major impact on everyday life for the world of work and society as a 
whole. EU Member States deal with it in different ways, due to differ-
ent social and economic situations, labour markets, industrial relations 
systems and existing initiatives, practices and collective agreements. 

There is no doubt that digital transformation brings clear benefits to 
employers, workers and job seekers alike, in terms of new job oppor-
tunities, increased productivity, new ways of organising work and im-
proved quality of services and products. This transformation requires 
serious and coordinated efforts at various levels to address the chal-
lenges identified and amplified by the COVID-19 pandemic.

With the right strategies, digitalisation can lead to employment growth 
and job preservation. The transition involves challenges and risks for 
workers and businesses, as some types of work will disappear and 
many others will change, including work organisation and working 
conditions, work-life balance and accessibility of technology and in-
frastructure in the economy and regions. This requires anticipating 
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change, providing the skills workers and businesses need to succeed 
in the digital age. Specific approaches are also needed for SMEs to 
embrace digitalisation in a way that is tailored to their specific circum-
stances. In this process, the labour market, education and training and 
social protection systems need to be adapted so that the transition 
brings benefits to both employers and workers.

In response to the problems and challenges of digitalisation for labour 
markets and the world of work, as well as for society as a whole, the 
European social partners signed the Autonomous Framework Agree-
ment on Digitalisation on 22 June 2020, which is designed to encour-
age and help employers and workers in the EU Member States to be a 
leading force and a corrective in the processes of digital transforma-
tions in the world of work. 

It is clear that, on the one hand digitalisation can bring better business 
competitiveness, new jobs and improved working conditions; on the 
other hand it can also result in risks to traditional jobs and work-life 
balance and access to these new technologies for all. 

Taking into account the profound transformations in the world of work 
and the further development of a human-centred approach to the fu-
ture of work, the International Labour Organisation (ILO), on the oc-
casion of its centenary, adopted a Declaration in which it commits it-
self and invites its Member States to work individually and collectively, 
based on tripartism and social dialogue, for:

... policies and measures that ensure appropriate privacy and 
protection of personal data and respond to the challenges and 
opportunities in the world of work related to the digital transformation 
of the labour market, including platform work1. 

So, in the coming decades, the digitalisation of labour through a just 
transition will be at the top of the agenda of both the European Com-
mission and the ILO.

At the same time, the need for higher levels of digitalisation  leads to 
an increase in a number of existing challenges and inequalities be-
tween those who have access to digital technologies and those who 
do not, including the disadvantaged. As a consequence of this “digital 
divide” older people with lower levels of digital skills will be more likely 
to have trouble finding work and when they do start work, they will be 
paid less than those with higher levels of digital skills. 

An OECD analysis shows that in most countries the demand for ba-
sic digital skills has increased. Many workers regularly use ICT without 
adequate ICT skills: on average, over 40% of workers who use office 

1 See: https://www.ilo.org/global/about-the-ilo/multimedia/video/events-cover-
age/WCMS_714846/lang--en/index.htm
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software every day lack the skills to use it effectively2. 

On the other hand, the Framework Agreement sets out some guide-
lines and principles for how and under what circumstances Artificial In-
telligence (AI) is applied in the world of work. The Agreement devotes 
a special place to the topic of the influence of machines and artificial 
intelligence over people, seeking a reverse mechanism to introduce 
human control over algorithmic management in the world of work. 
Human control over machines must be ensured in the workplace and 
should underpin the use of robotics and artificial intelligence applica-
tions, while respecting safety and security rules. It is unacceptable that 
algorithmic systems and artificial intelligence are used without control 
by the companies’ HRs as systems for collecting information, for evalu-
ations, for promotion and even for the dismissal of workers.

This is precisely why the TransFormWork Project, promoted by CITUB, re-
quired a common commitment by the national social partners, making 
the most of the opportunities of the digital transformation to deal with 
the challenges within the framework of social dialogue, respecting the 
different roles of the participants. That is why the implementation of 
the TransFormWork Project is appreciated as extremely significant for 
the dimensions of digitalisation at both Member States’ and EU levels.

CITUB is of the opinion that only together can the national social part-
ners contribute to the most adequate development of measures for 
the implementation of the European Autonomous Framework Agree-
ment on Digitalisation, and this project is an important tool for the 
achievement of these targets.

2 See Organisation for Economic Cooperation and Development (OECD) 
https://www.oecd.org/.../oecd-digital-economy-outlook-2020-bb167041-en.htm

Plamen Dimitrov 
President of CITUB
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Executive summary 

The TransFormWork Project, (Social partners together for digital transfor-

mation of the world of work. New dimensions of social dialogue deriving 

from the Autonomous Framework Agreement on Digitalisation), promoted 

by the Confederation of Independent Trade Unions in Bulgaria (CITUB), 

jointly with the Bulgarian Industrial Association (BIA), started on 1 March, 

2021, and was focused on the implementation of the European Social 

Partners Framework Agreement on Digitalisation, June 20201, in seven EU 

Member States (Bulgaria, Cyprus, Estonia, Ireland, Malta, Romania and 

Sweden), with the objective of exploring the impact of digitalisation on 

social dialogue at national level and to explore a number of good practice 

examples in the partner countries related to existing initiatives, practices 

and collective agreements in the context of the digital transformation of 

the world of work. The project sought also to raise awareness of how with 

the implementation of right strategies the digital transformation could 

bring clear benefits and added value for employers and workers by pro-

viding new labour market opportunities, new ways of organising work and 

improvement in working conditions.

The project aimed to support the implementation of the Framework Agree-

ment as a prerequisite to the anticipated change that comes with digital 

transformation; the delivery of skills needed for workers and enterprises 

to succeed; to support the creation of new approaches at national lev-

el to adapt labour markets; provide essential education and training; to 

enhance the role of the social partners by ensuring that the framework 

conditions allow and support employers and workers to benefit from the 

opportunities; and to assist them in finding appropriate solutions to deal 

with the challenges.

Digital transformation of economies and its impact on the whole spectrum 

of societal relations is of strategic importance for boosting economic po-

tential, thus improving working and living conditions. The rapid application 

of new technologies into the modern world brings numerous opportunities, 

but also raises many concerns for society at large, but, in particular for 

the world of work, concerns that need to be addressed. So, in the coming 

decades, the digitalisation of labour will be at the top of the agenda of 

both the European Union and the International Labour Organisation (ILO). 

As digitalisation is still a relatively new topic for collective bargaining, an-

other objective of this project is to help social partners in countries, ranked 

as lower performers according DESI2 (Bulgaria, Cyprus, Romania) to in-

crease their capacities through peer reviews and the exchange of good 

1  EU Social Partners Agreement on Digitalisation (2020), web resource available at 
https://www.etuc.org/en/document/eu-social-partners-agreement-digitalisation
Referred to as the Framework Agreement throughout this report

2 The European Commission Digital Economy and Society Index 2022
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practices with social partners from a better performing countries (Estonia, 

Sweden, Ireland and Malta).

The results of the project will contribute to the implementation of the 

Framework Agreement and promote awareness of the results of the au-

tonomous dialogue of the European social partners. This will strengthen 

the capacity of the less developed project partners to better address the 

labour market and industrial relations challenges associated with digi-

talisation. Through the exchange of good practices and experiences, the 

consortium partners improved the synergy between the social partners 

in the individual beneficiary countries in the process of implementing the 

Framework Agreement at the national level.

The implementation of the TransFormWork Project increased the capacity 

of the national social partners of the project consortium and led to their 

effective contribution to the challenges arising from digitalisation. It also 

contributed to the adaptation of social dialogue and collective bargain-

ing at national level to the changes in work related to digitalisation. The 

participation of ETUC and BUSINESSEUROPE as associated partners in the 

project contributed to the wide dissemination of the project results to all 

members of these two key European social partner organisations.

The project achieved its main objective to contribute to the proper imple-

mentation of the Framework Agreement and to disseminate and promote 

awareness of the results of the autonomous dialogue of the European so-

cial partners. This is supported by the national reports prepared for the 

project by the partner organisations and summarised in this comparative 

report.

This comparative report is part of the activities of the TransFormWorks 

Project, and through it, many different national practices for the intro-

duction and implementation of the Framework Agreement in each of the 

partner countries of the project have been highlighted.

1.1 Introduction to the project: European 
Social Partners Framework Agreement 
on Digitalisation: the rational for the 
project, partner organisations and a 
methodological overview

Following the prioritised areas of cooperation, the EU social partners en-

tered into negotiations with a view to concluding a non-legally binding 

Framework Agreement on digitalisation. After a two-year process of ne-

gotiations the Framework Agreement was signed by BusinessEurope, the 

European Trade Union Confederation (ETUC), European Centre of Employ-
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ers and Enterprises providing Public Services (SGI - CEEP) and SMEunited, 

June, 2020. 

The Framework Agreement supports integration of digital technologies at 

the workplace, investment in digital skills and maintenance of employabili-

ty. It enables employers and trade unions to implement digital transforma-

tion strategies following a people-centred approach at national, sector, 

company and workplace levels. It highlights the measures needed to over-

come digitalisation challenges. It covers all workers and employers in the 

public and private sectors and all economic activities, including activities 

using online platforms, where employment relationships exist as defined 

at national level. 

As outlined within its text body, the Framework Agreement aims to.

•	 Raise awareness and improve understanding of employers, 
workers and their representatives of the opportunities and challenges 
in the world of work resulting from the digital transformation

•	 Provide an action-oriented framework to encourage, guide 
and assist employers, workers and their representatives in devising 
measures and actions aimed at reaping these opportunities and 
dealing with the challenges, whilst taking into account existing 
initiatives, practices and collective agreements

•	 Encourage a partnership approach between employers, workers 
and their representatives

•	 Support the development of a human-oriented approach to 
integration of digital technology in the world of work, to support/
assist workers and enhance productivity. 

National social partner organisations publish yearly national reports on 

the steps taken to implement the Agreement. These reports are sent to 

the European Commission. By applying a content analysis on the reports 

published so far, it is evident that actions have taken focus on:

•	 Disseminating the (translated) Agreement among sector level 
organisations

•	 Running projects to promote the application of measures 
envisaged by the Framework Agreement

•	 Adopting and applying joint action plan on implementing the 
Framework Agreement

•	 Participation of different bodies (including government) to 
promote actions towards applying the pillars of the Framework 
Agreement.

The effective use of the Framework Agreement remains a challenging task 

since, so far, some of its provisions have not been addressed by the social 

partners. So the objective of this TransFormWiork Project is to unite the 

efforts of trade union and employer organisations from seven EU member 

states (Bulgaria, Cyprus, Estonia, Ireland, Malta, Romania and Sweden) to 
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facilitate the implementation of the Framework Agreement. The project, 

therefore, aims to support these national social partners to anticipated 

change that results from digital transformation. The project also supports: 

•	 The delivery of skills needed for workers and enterprises to 
succeed 

•	 The creation of new approaches at national level to adapt 
employees

•	 The role of the social partners in guiding organisational change.

The Co-beneficiaries in the project are:

•	 Confederation of the Independent Trade Unions in Bulgaria (CITUB) 

•	 The Bulgarian Industrial Association (BIA)

•	 The Cyprus Employers & Industrialists Federation (OEB) 

•	 The Cyprus Workers Confederation (SEK)

•	 Estonian Employers’ Confederation (ETKL) 

•	 The Services, Industrial, Professional and Technical Union (SIPTU) 

•	 The Malta Chamber of Commerce, Enterprise and Industry working 
jointly on the project with its affiliated entity Malta Business Bureau 
(MBB)

Project associated partners are: 

•	 European Trade Union Confederation (ETUC)

•	 The Confederation of European Business (BusinessEurope)

•	 Concordia Employers’ Confederation – Romania

•	 Irish Business and Employers’ Confederation (IBEC)

•	 The General Workers Union (GWU), Malta

•	 Swedish Trade Union Confederation (LO)

The general goal of the project was to contribute to the implementation of 

the Framework Agreement and to disseminate and promote awareness of 

the outcomes of the European social partners’ autonomous dialogue. The 

project consortium formulated and dedicated their efforts for the imple-

mentation of eight specific aims:

•	 To study the national context, existing strategies and 
methodologies related to the implementation of the Framework 
Agreement and the challenges faced by social dialogue deriving 
from the digital transformation of the world of work and the new 
opportunities presented by digitalisation

•	 To make a comparative analysis of the trends in the partner 
countries

•	 To raise awareness of the European autonomous social dialogue 
outcomes and improve understanding of employers, workers and 
their representatives of the opportunities and challenges in the world 
of work resulting from the digital transformation
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•	 Within the context of the Framework Agreement to exchange 
experience and good practice examples and the role of the social 
partners and social dialogue in this process

•  To develop a ‘Catalogue of Good Practices’ to assist the employers’ 
and workers’ organisations to mutually benefit from the opportunities 
and deal with the challenges in a partnership approach

•  To organise discussions and exchange between workers’ and 
employers’ representatives on the role of social dialogue in the 
context of its new dimensions at national and transnational levels by 
exchange of information and good practice examples

•  To promote good practices and positive outcomes of digital 
transformation and the role and impact social dialogue can play 
in the process for social development and economic effects in the 
partner countries and other EU Member States

•  To explore the necessity for amendment of the existing national 
legal frameworks in order to enhance the implementation of the 
Framework Agreement and to make suggestions to the relevant 
institutions.

The project partners developed a work plan divided into eight work pack-

ages and a methodology for the implementation of the research and an-

alytic activities.

The research was undertaken in four stages:

1. Stage 1 consisted of desk research on the national context, including 

collective agreements; the national legal framework; existing practices; 

strategies (including for digital transformation); methodologies related to 

the Framework Agreement; challenges faced by social dialogue resulting 

from digital transformation of the world of work; new opportunities and 

how enterprises can benefit from digitalisation; digital skills; work organ-

isation; and work satisfaction and motivation in five countries (Bulgaria, 

Cyprus, Estonia, Ireland, and Malta).

2. Stage 2 consisted of an online survey and expert interviews with se-

lected respondents from the social partners and other key institutions (e.g. 

national trade union officials, branch officials and shop stewards, HR of-

ficers, line managers, sectoral employers’ organisations, public policy ex-

perts, academia, etc.)

3. Stage 3 consisted of analysis, conclusions and recommendations 

for national stakeholders aimed at the implementation of the Framework 

Agreement 

4. Stage 4 included the comparative analysis of the national reports, 

including the main conclusions and remarks and a mapping of the existing 

‘State of Play’ in the five countries.

Based on these four stages of the research, five national reports, this 

Comparative Report and a Catalogue of Good Practices were developed 
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and disseminated at the Final Project Conference, on the project web-

site and, also, by the European social partners. Ten National Information 

Days were organised in each of the participating Member States. These 

information Days were used as a forum for social partner representatives, 

company representatives, academics and representatives of the relevant 

government institutions to discuss existing practices, issues and concerns, 

exchange of experiences, capacity building in terms of knowledge relat-

ed to digital transformation and the role and impact social dialogue can 

play. Three European Round Tables were held to discuss the European 

dimensions of the research and to compare the data and ‘good practice’ 

examples.

A Final International Conference was organised to present and discuss 

the overall outcomes of the project, to disseminate the key findings, to en-

courage a broader debate on how best to handle the benefit from digital 

transformation of the world of work.

1.2. Overview of the historical trends and 
development of digital transformation in  
the partner countries 

Economy performance indicators

The five partner counties contribute to 3,9% of the EU 27 GDP (with Ireland 

contributing the most). In terms of GDP per capita generated in 2021 it is 

worth noting that Bulgaria (with the lowest rate of EUR 10,330), Estonia, 

Cyprus and Malta are under the average EU rate of EUR 32,430. On the 

other hand, Ireland’s GDP per capita (EUR 84,940) is above the European 

average and along with Luxemburg topping the statistics of Eurostat in 

this category. 

Table 1: GDP (million, euro) and GDP per capita (euro) at current prices in 

2021 

2021

Bulgaria Estonia Ireland Cyprus Malta EU -27

GDP, 
million 
(current 
prices, in 
euro)

71077,0 31444,9 426283,4 24018,9 14681,3 14522342,2

GDP per 
capita 
(current 
prices, in 
euro)

10330 22 580 84940 26 680 28 310 32 430

Source: Eurostat, GDP and main components, Main GDP aggregates per capita 
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When compared to the EU 27 statistics on value generation by economic 
activities, the five partner countries do not differ, as a whole, in terms of 
sectors with lowest contribution to the total gross value added (GVA). In 
EU 27 the activities with smallest share in the total GVA rate are “Agricul-
ture, forestry and fishing” (representing 1,8% of the total GVA) and “Arts, 
entertainment and recreation; other service activities; activities of house-
hold and extra-territorial organizations and bodies” (2,9% respectively). 
With the exception of Bulgaria and Malta, the other three partner coun-
tries follow that pattern. The bottom two performing sectors in Bulgaria 
are “Construction” (contributing to 3,8% of the national GVA) and “Arts, 
entertainment and recreation; other service activities; activities of house-
hold and extra-territorial organisations and bodies” (1,7% respectively). In 
Malta both “Agriculture, forestry and fishing” (0,5% of national GVA) and 
“Construction” (4,3% respectively) are the lowest rates in comparison to 
the other sectors. 

In terms of higher contributing sectors to the GVA, (Gross Value Added), 
the partner countries do not follow the EU 27 model where the “Industry 
(except construction)” and the “Public administration, defence, education, 
human health and social work activities” represent 20.0% and 19.3% of 
the EU 27 GVA in 2021. Yet “Industry” is among the top two contributing 
activities to the national GVA generation in Bulgaria, Estonia and Ireland. 
Cyprus and Malta also register very high contributions to the GVA by the 
“Public administration, defence, education, human health and social work 
activities”. However, the top performing activities in the partner countries 
differ to the EU 27 averages. The “Professional, scientific and technical 
activities and administrative and support service activities” appear as a 
highly contributing sector in Malta (generating 16.5% of national GVA); the 
“Information and Communication” sector is well developed and profitable 
for the Irish economy (reaching 18.1% of national GVA); the Bulgarian, 
Estonian and Cypriot economies are being driven by the “Wholesale and 
retail trade, transport, accommodation and food service activities” which 

generate 23.3%, 19.7% and 19.8% of their national GVA. 

Table 2: Gross value added by A*10 industry breakdowns, current prices, 

million euro, 2021 

Bulgaria Estonia Ireland Cyprus Malta EU-27

Total- all 
NACE activ-
ities

62177,8 27566,3 401447,5 21147,0 13348,3 12984075,8

Agriculture, 
forestry and 
fishing

3103,9 635,4 4338,6 408,4 60,4 235522,8

Industry 
(except con-
struction)

12478,4 5420,0 152382,4 1841,6 1302,1 2591983,8
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Construction 2338,4 1845,8 8 717,8 1309,2 579,6 718617,3

Wholesale 
and retail 
trade, trans-
port, accom-
modation and 
food service 
activities

14492,9 5424,6 34746,6 4 179,7 2092,5 23933,60

Information 
and commu-
nication

4 709,4 2 331,3 72472,6 1825,5 1 367,9 709763,0

Financial and 
insurance 
activities

4219,0 1268,7 18 971,5 2 284,1 1 215,5 578 293,9

Real estate 
activities

5659,0 2802,8 24979,9 1951,1 812,6 1404969,2

Professional, 
scientific and 
technical ac-
tivities; ad-
ministrative 
and support 
service activ-
ities

4121,6 2773,9 41775,1 2383,8 2202,9 1470412

Public admin-
istration, de-
fence, educa-
tion, human 
health and 
social work 
activities

10020,3 4 384,3 38 965,4 4 212,7 2 437,4 2 500 993,0

Arts, enter-
tainment and 
recreation; 
other service 
activities; 
activities of 
household 
and extra-ter-
ritorial organ-
isations and 
bodies

1 034,7 679,5 4 097,7 750,8 1 277,4 380 161,5

Source: Eurostat, Gross value added and income by A*10 industry breakdowns 

Looking further to the national economy structure, the five partner coun-

tries have similar patterns in terms of concentration of enterprises in a 

number of economic activities. In Bulgaria (40,5% of all enterprises), Es-

tonia (21,5%), Ireland (17,2%), Cyprus (28,6%) and Malta (26,8%) the en-
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terprise number in the “Wholesale and retail trade; repair of motor vehi-

cles and motorcycles” sector is quite substantial one. Enterprises within 

“Professional, scientific and technical activities” prevail in number to other 

sectors in Bulgaria (13,7% of all national enterprises are within the “Pro-

fessional, scientific and technical activities”), Estonia (17,9% respectively), 

Cyprus (17,5%) and Malta (17,2%). It must be also noted that 23,1% of 

all Irish enterprises are within the “Construction” sector. Sectors with the 

lowest number of enterprises are “Mining and quarrying” (having between 

0,1% and 0,2% of all enterprises of the partner countries), “Electricity, gas, 

steam and air conditioning supply” (representing below 0,5% of all en-

terprises in Ireland, Cyprus and Malta), “Water supply; sewerage, waste 

management and remediation activities” (representing below 0,4% of all 

enterprises in Bulgaria and Estonia). When compared to the picture of 

enterprise allocation within sectors in EU 27, it is obvious that the partner 

countries follow the European pattern.

Table 3: Number of enterprises– total and by NACE Rev. 2 activities, 2020

Bulgaria Estonia Ireland Cyprus Malta EU-27
Total business 
economy; re-
pair of comput-
ers, personal 
and household 
goods; except 
financial and in-
surance activities

341227 85480 271692 59076 30950 23382451

Mining and quar-
rying

310 154 452 42 63 17 052

Manufacturing 29872 7981 16894 5018 2186 2062589
Electricity, gas, 
steam and air 
conditioning 
supply

1926 348 760 87 14 166164

Water supply; 
sewerage, waste 
management 
and remediation 
activities

782 275 1 065 221 151 78026

Construction 21297 12958 62664 9310 4360 3536996
Wholesale and 
retail trade; re-
pair of motor 
vehicles and mo-
torcycles

138125 18359 46792 16895 8297 5686112

Transportation 
and storage

22422 5905 24127 3094 1944 1279440

Accommodation 
and food service 
activities

25 352 3 371 19 062 5970 2363 1842057
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Information and 
communication

15336 7449 17075 2490 1639 1153048

Real estate ac-
tivities

24315 7348 15 603 1354 2461 1348281

Professional, sci-
entific and tech-
nical activities

46649 15305 46 742 10309 5314 4492712

Administrative 
and support ser-
vice activities

11604 5636 18797 3848 1815 1532951

Repair of com-
puters and per-
sonal and house-
hold goods

3237 391 1659 438 343 187023

Source: Eurostat, Annual enterprise statistics by size class for special aggregates of activ-
ities (NACE Rev. 2) 

The backbone of the European economy is small enterprises. The project 
partner countries resemble the EU pattern and it can be seen that enter-
prises that employ up to nineteen persons are the majority of all business 
entities. In all five countries the share of these enterprises is above 92%. 
At the same time, large undertakings (with 250 persons or more employed 
represent just 0,2% of all national enterprises (note that there is no data 

for Cyprus) in 2020. 

Table 4: Number of enterprises in the non-financial business economy by 

size class of employment, 2020

Persons 
employed

250 or 
more

From 50 
to 249

From 20 
to 49

From 
10 to 

19

From  
0 to 9

Total

EU-27 
(2020)

42000 201000 442680 * 21851492 23382451

Bulgaria 650 4 103 8 387 13 647 314 440 341 227

Estonia 150 1 041 1 979 3 616 78 694 85 480

Ireland 602 3 073 6 227 * 251 136 271 692

Cyprus * * 1 257 2 504 54 694 59 076

Malta 73 396 801 1 347 28 333 30 950
Source: Eurostat, Number of enterprises in the non-financial business economy by size 

class of employment * Data not available

The European Labour Force Survey has valuable and comparable data on 
the rates of employment and unemployment. In 2021 the EU 27 employ-
ment rate was 68,4%. Except for Bulgaria (68,1%), the rest of the partner 
countries achieved even higher employment rates. In terms of unemploy-
ment, the partner countries perform well with only Cyprus (7,5%) above 
the average EU rate. 
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Table 5: Employment rate (%) for population aged 15 to 64 years and un-

employment rate (%) for population aged 15 to 74 years, 2021

Bulgaria Estonia Ireland Cyprus Malta EU-27
Employment 
rate (15- 64 
years)

68,1 74,0 69,8 70,8 75,5 68,4

Unemployment 
rate (15- 74 
years)

5,3 6,2 6,2 7,5 3,4 7,0

Source: Eurostat, Labour Force Survey, 2021 

Unfortunately, Eurostat does not provide data on the mean monthly earn-

ings for the years when the TransFormWork Project was underway. (2021-

2022). The most recent reliable and comparable data is from 2018 when 

the Structure of Earnings Survey produced remuneration rates for each EU 

Member State. Though information for Malta is missing, it could be said 

(even if the latest minimum wage statistics is taken into account) that 

Bulgaria is at the bottom of the wage statistics and ranking among the 

partner countries. Maybe it is not surprising (if we considered the data 

above) that Ireland (€3 616) has the highest remuneration level among 

the partner countries. 

Table 6: Mean monthly earnings (in euro) by sex in industry, construction 

and services (except public administration, defence, compulsory social se-

curity), 2018

  Total Males Females

Bulgaria 569 614 524

Estonia 1 305 1 457 1 175

Ireland 3 616 3 905 3 335

Cyprus 1 770 1 899 1 626

Malta * * *
Source: Eurostat, Mean monthly earnings by sex, age and economic activity  

* Data for Malta is not available

Digital performance indicators

Though Eurostat provides data for 2017, some basic conclusions can be 

made on the e-business environment. Three of the partner countries (Bul-

garia, Estonia, and Cyprus) were close to the EU 27 average measuring 

the percentage of enterprises whose business processes are automatically 

linked to those of their suppliers and/or customers. 

In 2021 Ireland (19%), Cyprus (25%) and Malta (31%) reached or were 

above the EU average of 19% of enterprises using software solutions, such 

as for Customer Relationship Management (CRM) to analyse information 

about clients for marketing purposes. Bulgaria (11%) and Estonia (15%) 

are still below the average EU level for this indicator. 

Up to 2019, Eurostat has calculated the percentage of the ICT sector on 

GDP for most of the EU Member States. Although data for Ireland and 
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Cyprus are missing, the other three countries register growth of the indi-

cator’s value over the years and it can be concluded that ICT generates 

more and more value to the economy and is expected to expand further. 

There is also a growing number of ICT personnel and its percentage on 

total employment is increasing, up to 2018 in Bulgaria, Estonia and Malta. 

In 2021 a significant share of SMEs, 55% in the EU-27, had, at least, a basic 

level of digital intensity while Cyprus (66%), Malta (73%) , Ireland (64%) 

and Estonia ( 54%) were above the average, while the rate for Bulgaria, 

was much lower, at 25%. 

Figure 1: SMEs with at least a basic level of digital intensity (%), 2021

Source: European Commission Digital Economy and Society Index (DESI) 2022

In 2021, 34% of EU enterprises purchased sophisticated or intermediate 

cloud computing services3 and incorporated cloud technologies. With the 

exception of Bulgaria (10% of enterprises using cloud services), the other 

partner countries were well above the EU average. 

Also, in 2021, 14% of companies in the EU conducted big data analytics. In 

Malta, almost a third of enterprises analyse big data and nearly a quarter 

of companies were engaged in big data analysis in Ireland, while Estonia, 

Cyprus and Bulgaria were below the EU average rate. 

The uptake of AI technologies in EU was, generally, quite low, at 8%. How-

ever, the adoption rate in Ireland (8%) equals the EU average, while in 

Malta (10%) it is even higher. Bulgaria, Cyprus and Estonia (where the 

uptake rate is 3%) had a very low adoption rate. 

3 At least one of the following: finance or accounting software applications; enterprise 
resource planning (ERP) software applications; customer relationship management 
(CRM) software applications; security software applications; hosting the enterprise’s da-
tabase(s);computing platform providing a hosted environment for application develop-
ment, testing or deployment application development, testing or deployment. 
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Figure 2: Adoption of digital technologies by enterprise (%), 2021

Source: European Commission Digital Economy and Society Index (DESI) 2022

These two figures show important milestones for the EU. The Commission’s 
proposal Path to the Digital Decade sets out the ambitious targets to be 
reached by 2030: 

•	 More than 90% of European SMEs to reach at least a basic level 
of digital intensity 

•	 Seventy-five per cent of EU companies to use cloud, AI and big 
data4. 

In terms of individual digital skills Eurostat’s statistics show that three out 
of the five partner countries are over the EU 27 average of individuals who 
have basic or above basic overall digital skills5. Digital skills development 
is expected to accelerate in the coming years. The European Commission’s 
Recovery and Resilience Facility6 will allocate substantial amount of re-
sources (€22 billion) on acquiring digital skills. There are also a number 
of other European funds (for example, Erasmus+, ESF, Digital Europe etc.) 

4 European Commission (2022), Digital Economy and Society Index (DESI) 2022. Thematic 
chapters, pp. 47,  available at: https://ec.europa.eu/newsroom/dae/redirection/docu-
ment/88764 

5 he Digital Skills Indicator 2.0 (DSI) is a composite indicator which is based on selected 
activities related to  internet or software use that individuals aged 16-74 perform in five 
specific areas (Information and data literacy, Communication and collaboration, Digital 
content creation, Safety, and Problem solving). The indicator is based  on the EU survey 
on the use of ICT in households and by individuals.

6 See: https://economy-finance.ec.europa.eu/eueconomyexplained/recovery-and-resil-
ience-facility_en
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dedicated to digital skills development7.

Figure 3: Individuals who have basic or above basic overall digital skills (as 

% of all individuals), 2021

Source: Eurostat, Individuals who have basic or above basic overall digital skills by sex 
[TEPSR_SP410]

Training initiatives related to acquiring (digital) competencies have been 

organised over the years by all partner countries. In Bulgaria, special at-

tention is paid to women, vulnerable youths and young children so that 

a wider audience is reached and equal access to training is guaranteed. 

The Cypriot Ministry of Education and Culture placed a lot of emphasis on 

developing measures that can contribute to the acquisition of the neces-

sary digital skills at all levels of education. The Digital Strategy for Cyprus 

(2020-2030)8 also aims to promote an accessible and inclusive society that 

has the skills to embrace the national digital transformation.

1.3. Overview of the national frameworks of 
digitalisation and collective bargaining 

All partner countries have introduced policy strategies to guide digital 

transformation of the economy. Apart from building the infrastructures 

needed, these strategies also aim to build skills, to regulate AI and tele-

work and so on. 

In general, collective bargaining on digital transformation is not a wide-

spread phenomenon within the observed partner countries. So far tele-

work seems to be highly prioritised in collective agreements (for example, 

7 European Commission (no date), Digital Economy and Society Index (DESI) 2022. Hu-
man Capital, pp.10,  available at: https://ec.europa.eu/newsroom/dae/redirection/doc-
ument/88765 

8 See: https://digital-strategy.ec.europa.eu/en/library/digital-strategy-cyprus 
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Bulgaria and Estonia), while other issues lag behind. Consequently, social 

partners should consider further addressing the implementation of the 

Framework Agreement by enlarging the collective agreements provisions. 

Collective bargaining can play a crucial role in organising and redistrib-

uting the efficiency gains in sectors in which automation (for example, 

robotics) enables new functions or changes processes, as a whole. Fur-

thermore, collective bargaining is crucial for determining how robots are 

integrated into work systems, existing hierarchies and management prac-

tices, as well as meeting risk requirements and safety norms.

Bulgaria

Bulgaria has adopted various national-level strategies related to digital 

transformation. These include: 

•	 National Programme DIGITAL BULGARIA 2015 (2012)

•	 National Reform Programme 2012-2020

•	 National Strategy for Scientific Research 2020

•	 Innovation Strategy of Bulgaria, National Strategy for Broadband 
Access Development, Common Strategy for e-Government 
Development 2011-2015. In December 2019, the Council of Ministers 
adopted an updated National Program “Digital Bulgaria 2025”. 

Digitalisation has been the focus of the social partners in recent years. In 

2010 all nationally representative organisations of employers and workers 

concluded a national agreement on arrangements for teleworking. This 

agreement was based on the EU Social Partner Autonomous Agreement 

on Telework (2002). Based on this agreement and on a joint request by the 

social partners, the Labour Code was amended. With these amendments 

a new section was introduced on arrangements for teleworking. 

Telework and digitalisation is a new topic for collective bargaining discus-

sions between the social partners. Only in 2020 the collective agreement 

in education was amended in order to reflect the new realities posed by 

the Covid-19 pandemic and the need to switch to mandatory telework. 

According to data provided by the National Institute for Arbitration and 

Conciliation (also responsible for analysing collective bargaining arrange-

ments) for the period end-December, 2017, and end-August, 2021, the 

number of collective agreements, covering telework have been constantly 

growing, but still remain low from eleven undertakings, covering 566 em-

ployees in 2017, to 74 undertakings, covering 5,668 employees in 2021 

(including 60 employees in the education sector). Of these, at a sectoral 

level, there are just 2 collective agreements, in the education and the con-

struction sectors.

In 2019 and 2020, the Bulgaria Economic and Social Council adopted three 

opinions, related to digital transformation. All three opinions were elabo-

rated by two co-rapporteurs from the employers’ and workers’ side. 
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Cyprus

Digitalisation has been poorly regulated in Cyprus and this has been crit-
icised in the media (for example, in the Cyprus Mail, noting the country 
was failing to deliver the benefits of EU digital legislation in the area of 
audio-visual media and telecommunications). 

In January 2020, the Government approved a national strategy on artifi-
cial intelligence (AI). To steer implementation of the strategy, a new Dep-
uty Ministry of eResearch, Innovation and Digital Policy, was established 
in March, 2020. This Deputy Ministry has overall responsibility for digital 
policy and digital transformation, including e-government, research and 
innovation. The Deputy Ministry will be focusing on:

•	 The adoption of strategies, such as the National Digital Strategy 
and E-Government Strategy

•	 Leading technologies, such as AI, Distributed Ledger Technologies 
(DLT), Big Data and Internet of Things (IoT)

•	 Infrastructures related to Electronic Communications and 
Information Technology

•	 Development of skills and competencies.

As part of a new holistic and integrated approach, a National Industrial 
Strategy, 2017-2030, was announced by the Ministry of Energy, Commerce, 
Industry and Tourism (MoECIT). The strategy focuses on increasing indus-
try’s innovation and productivity through digitalisation and the develop-
ment of digital skills. 

The Cyprus Recovery and Resilience Plan (2021-2026) (RRP) are structured 
around five policy areas: 

•	 Public health 

•	 Civil protection

•	 The green transition

•	 Economic resilience 

•	 Competitiveness. 

The actions identified incorporate recommendations stemming from the 
new National Digital Strategy (June 2020), which aims to achieve the digi-
tal transformation of the public sector, promote the digital transformation 
of the private sector and promote innovation in line with the country’s level 
of digital maturity. The RRP is a key means through which Cyprus will drive 
forward its digital transformation by devoting 23% of the estimated cost to 
digital objectives therefore complying with the Regulation (EU) 2021/241, 
establishing the Recovery and Resilience Facility.

The Government has developed and implemented data protection legis-
lation with adequate and co-ordinated levels of enforcement, addressing 
the development of fintech, retail, AI and digital health in order to ensure 
equivalent and adequate levels of protection.
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It is also worth noting that the Cyprus Government is planning to move 
up several gears to digitalise its economy, with a €283 million EU-backed 
recovery fund, while teaming up with Estonia, considered the champion of 
e-government. The President of Cyprus, Nicos Anastasiades, is planning to 
visit Estonia where the two countries will sign an updated Memorandum of 
Cooperation in E-government, Information, and Communication Technol-
ogies. 

The Human Resource Development Authority is also placing a lot of impor-
tance in the enhancement of digital skills and has developed forty training 
programmes for the acquisition of much needed knowledge. CyRIC is a re-
gional network hub of research, innovation, business and industry organi-
sations, utilising state-of-the-art infrastructure, in order to bring the fourth 
digital revolution to Cyprus, by offering cutting-edge digital technology 
innovations and services to the manufacturing sector.

There are also ongoing discussions involving the social partners and other 
stakeholders for the drafting of legislation that would regulate telework-
ing. This draft legislation would regulate many aspects of teleworking, 
such as the cost incurred by the employee when teleworking, issues relat-
ing to the employee’s health and safety, the right to disconnect and the 
right of the employee not to be monitored, amongst other issues. More-
over, the framework for teleworking, which was created in 2002, and has 
been dormant for many years, is now getting renewed attention, following 
the COVID-19 pandemic, which forced the need for teleworking and the 
discussions regarding the need for the creation of teleworking are under-
way. Besides this, the affiliated members of the EU social partners that 
have signed the Framework Agreement are of the opinion that this matter 
should also be regulated and become part of collective bargaining agree-
ments. 

Estonia

Generally, collective bargaining on the company or sectoral levels is quite 

rare in Estonia and most work / life issues and related matters are regu-

lated in law. There is a collective agreement at the confederation level to 

adopt the Framework Agreement. The most important strategies on digi-

talisation at the national level are:

•	 ‘Estonia 2035’

•	 Estonian Digital Society 2030’

•	 Research and Development, Innovation and Entrepreneurship 
Strategy 2035 (TAIE)

•	 Education Strategy 2021–2035. 

National strategies and development plans are generally reflected in gov-

ernment action plans, but do not always necessarily deliver results. Busi-

ness organisations, therefore, have an important role to play in both de-

signing development plans and ensuring their implementation. 
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The most visible manifestations of digitalisation in the context of employ-

ment are probably the expansion of teleworking opportunities and the in-

creasing need for digital skills. Teleworking is regulated by the Employment 

Contracts Act and employer-employee liability for teleworking is specified 

in the social partners’ agreement on teleworking, based on which the Min-

istry of Social Affairs has also drawn up a guide on teleworking. There 

are also a number of studies on forms of work facilitated by digitalisation 

(platform work, telework, etc.).

Ireland

The Industrial Development Authority (IDA) was set up by the Government 

in 1949 to attract Foreign Direct Investment (FDI) into the economy. It was 

established in 1969 as a non-commercial semi-State enterprise and this 

status was under-pinned by the Industrial Development Acts, 1986-2019. 

The IDA continues to be the major agency attracting multi-national com-

panies to establish offices and subsidiaries in Ireland. 

From 1987 to 2009 a series of Social Partnership Programmes were agreed 

between successive governments, the trade unions, employers’ organisa-

tions and a number of civil society organisations. While, in the early na-

tional programmes, there was very little mention was made of ‘technology 

and work’, it became an increasingly important item for agreement in lat-

er programmes. 

Government policies continued to build on the progress made during the 

era of Social Partnership agreements and following the inconclusive out-

come of the 2020 General Election, three parties, Fianna Fáil, Fine Gael 

and the Irish Green Party, negotiated a Programme for Government, 

which included a section on a National Digital Strategy. This National Dig-

ital Strategy builds on the work of previous governmental strategies over 

many decades.

The role of another State agency, Enterprise Ireland, is to assist Irish based 

and indigenous enterprises to develop new export markets. It was es-

tablished by the Industrial Development (Enterprise Ireland) Act, 1998. It 

provides funding, advice and introductions in key international markets. 

It funds prospective exporters to participate in trade shows and business 

events in key export markets. Local Enterprise Offices (LEOs) were set up 

to support the work of Enterprise Ireland at local levels. There is a LEO in 

each local authority area with dedicated teams offering a wide range of 

experience, skills, services and funding. LEOs also promote enterprise and 

entrepreneurship and foster a culture of enterprise. These offices provide 

key supports for digitalisation of SMEs and up-skilling of workers.

Indeed, for the past five years Enterprise Ireland and the IDA have collab-

orated on and jointly sponsored market-focused strategic research and 

development carried out through a network of ten technology centres that 
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allow Irish companies and multinationals to work together on R&D projects 

in collaboration with national research institutions. The technology centres 

span a range of sectors, including pharmaceuticals, food, manufacturing, 

microelectronics and composite materials and have access to the exper-

tise of highly qualified researchers based in the universities and, in partic-

ular, the new technology universities.

Following the establishment of EU €750 billion recovery package for Mem-

ber States, Ireland adopted its National Recovery Plan, which addresses 

digitalisation, with key Priority 2 committed to Accelerating and Expanding 

Digital Reforms and Transformation. Following the assessment of the Na-

tional Recovery Plan by the European Commission, Ireland was allocated 

just under €1 billion from this fund, which was adopted by the ECOFIN 

Council on 13 July, 2021. Of this, Ireland is allocating 32% (€293 million) 

to various aspects of the digitalisation. These digital reforms are designed 

to address the ‘digital divide’ and would ensure that all those in education 

can develop the skills to engage in the digital economy and take advan-

tage of the digital transition. 

With so many technology companies locating their EMEA Headquarters 

and other facilities in Ireland, in particular software and social media com-

panies, and with the enactment of the EU General Data Protection Regu-

lation (GDPR) Regulation 2016/679, the role of the Irish Data Protection 

Commission (DPC) has taken on a particular importance within the EU and 

in the ‘policing’ of the electronic sectors.

The DPC was set up under the Data Protection Act, 2018, which also trans-

posed the GDPR into Irish law, but it also works within the framework of 

earlier data protection legislation, the Data Protection Acts, 1988-2003. It 

is the national independent authority responsible for upholding the rights 

of EU citizens to have their personal data protected and it is the supervi-

sory national authority responsible for monitoring the application of the 

GDPR. This includes the Law Enforcement Directive (LED), (EU Directive 

2016/680), which was enacted in parallel to the GDPR.

The DPC also has statutory powers related to other regulatory frameworks, 

including the ePrivacy Regulations (2011) which transposed the ePrivacy 

Directive 2002/58/EC (as amended by Directive 2006/24/EC and 2009/136/

EC) into Irish law. 

Another key organisation in IT security is the National Cyber Security Cen-

tre (NCSC) which was set up in 2011 as an office within the Department 

(Ministry) of the Environment, Climate and Communications (DECC). This 

Centre is responsible for advising Government IT and critical national IT 

infrastructure providers of current threats and vulnerabilities associated 

with network information security. It is mainly focused on the cyber securi-

ty of Government networks and the security of the national infrastructure.
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Malta

The Malta Digital Innovation Authority Act (MDIA Act) came into force in 
July 2018 with the objective of establishing the Malta Digital Innovation 
Authority (MDIA). The role of MDIA’s can be summarised under two key 
points: 

•	 The MDIA was established to promote and develop the innovative 
technology sector in Malta 

•	 To give it the State’s stamp of approval while developing the 
necessary framework of regulation around them. 

 The Innovative Technology Arrangement and Services Act (ITAS Act) was 
introduced in 2018 and the objective of this legislation is to support and 
add to the previously MDIA Act. With the introduction of the ITAS Action 
Regulation innovative technology arrangements (ITAs) and designated in-
novative technology services providers (ITSPs) was provided for.

The Virtual Financial Assets Act (VFA Act) came into force in November, 
2018, and was aimed at regulating Initial Virtual Financial Asset Offerings 
(VFA) and Virtual Finance. This legislation allows for the classification of 
cryptocurrency as a VFA with a comprehensive regulatory framework to 
ensure that consumer protection and the growth of this sector occur side 
by side. This Act was pioneering legislation in the field of virtual financial 
assets. 

The list of strategic documents with regard to the digitalisation of the 
companies includes: 

•	 National eCommerce Strategy (2014): this strategy is divided into 
four pillars: (i) engendering trust in eCommerce; (ii) transforming 
micro-enterprises; (iii) taking SMEs and industry to the next level; (iv) 
making Malta a Global eCommerce player

•	 Digital Malta Strategy (2014): the Strategy outlines three major 
themes, namely, the Digital Citizen, Digital Business and Digital 
Government, which in turn are supported by three strategic enablers: 
Regulation and Legislation, Infrastructure and Human Capital. 

•	 The Malta: AI Strategy “Malta: The Ultimate AI Launch Pad” (2019): 
this document sets out a series of three pillars which are then paired to 
three enablers. The Pillars are as follows: (i) Investment, start-ups and 
innovation; (ii) Public sector adoption; (iii) Private sector adoption: 
The strategic enables for these pillars as outlined by the document 
are as follows: (i) education and workforce; (ii) ethical and legal; (iii) 
ecosystem infrastructure9.

•	 National eSkills Strategy 2019-2021: the stated aim of this strategy 
was to complement initiatives at both local and EU levels to address 
the need for existing and new digital skills. The National eSkills is 
formed of twelve main recommendation areas. 

9 See https://oecd.ai/en/wonk/documents/malta-the-ultimate-ai-launchpad-2019-2030
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1.4. Overview of the social partners’ role in 
the digital transformation 

Introduction and methodology

This and the following sections are dedicated to the perceived roles of 

the social partners and other stakeholders, including HR managers, line 

production managers, data protection officers and representatives of em-

ployees, regarding the Framework Agreement in digital transformation, 

based on the national reports from the project partners from Bulgaria, 

Cyprus, Estonia, Ireland and Malta.

The Framework Agreement highlights the transformation of the econo-

my as a result of the growing application of digitalisation and states that 

this transformation brings clear benefits for employers, workers and job 

seekers in terms of new job opportunities, increased productivity, improve-

ments in working conditions and new ways of organising work and improv-

ing quality of services and products.

Goal

The main goal is to reveal and compare the bipartite/tripartite partner-

ship processes between Government, employers and employee represen-

tatives in order to achieve a smooth transition and successfully integrate 

digital technologies into workplaces, which have been accomplished in 

the various partner countries during the implementation of the Framework 

Agreement. 

Subject and object of the research

The subject of the comparative study is the approach to an agreed and 

jointly managed dynamic circular process for the implementation of the 

Framework Agreement, while respecting the roles/responsibilities of the 

social partners in the project partner countries.

The object of the study is to examine the current state of the role of the 

social partners in the digital transformation, including the systems applied 

and an interpretation of the opinions and feedback of the three target 

groups in the surveys.

1) Representatives of the social partners and other stakeholders regard-

ing the Framework Agreement

2) HR managers/line production managers/data protection officers 

3) Representatives of the employees.

In the process of work, for the purposes of this comparative report, a sur-
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vey was conducted among representatives of these three target groups. 

This analysis of the current state of social dialogue, with regard to digital 

transformation, is based on the findings of the research undertaken by 

social partners in the partner countries, taking into consideration the dif-

ferences in national characteristics and stages in the implementation of 

the agreement. 

Context

The comparison of the social partners’ and managers’ replies to the ques-

tionnaires is made in the context of the objectives and scope of the Frame-

work Agreement and seeks to assess to what extent implemented and/or 

planned processes and activities in different countries correspond to the 

main goals for:

•	 Raising awareness and improving the understanding of employers, 
workers and their representatives about the opportunities and 
challenges in the world of work arising from the digital transformation

•	 Encouraging, guiding and supporting employers, workers and 
their representatives in the development of specific measures and 
actions, taking into account existing initiatives, practices and collective 
agreements

•	 Promotion of a partnership approach between employers, workers 
and their representatives for an agreed and jointly managed dynamic 
circular process for implementation of the agreement

•	 Supporting a human-centred approach in the integration of digital 
technologies in the field of work, to support workers and increase 
productivity.

In addition, this comparative report considers the impact that the avail-

ability and introduction of digital technologies or tools at different stages 

of the implementation process has on several interrelated areas of the 

work environment: 

a) Job content and skills

b)  Working conditions (terms of employment, work-life balance) 

c) Working conditions (working environment, health and safety) 

d)  Labour relations 

e)  The organisation of work.

Criteria

The main criteria for comparing achievements in practical terms for the 

different project partner countries, which have been discussed and taken 

into account as part of the process of digital transformation in the world of 

work, are the four pillars outlined in the Framework Agreement:

•	 Digital skills and job security
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•	 Connection and disconnection modalities

•	 Artificial Intelligence (AI) and ensuring the principle of human 
control

•	 Respect for human dignity and monitoring.

Social dialogue at EU level

This section is intended to explore the extent to which the concerns of en-

terprises and worker organisations about the future of work and employ-

ment have been translated into actions through social dialogue. With this 

objective, the comparative report will first review the experiences of social 

dialogue in at EU level, then at the level of the project partners’ countries. 

It is important, however, to highlight, once again, the huge diversity across 

EU Member States and particularly among project partners, in terms of 

both their level of economic development, their economic structure and 

the introduction of digital technologies. To give an example of such differ-

ences, Figure 4 summarises the digital performance and the progress of 

EU countries:

Figure 4: European Commission’s Digital Economy and Society Index, 202210

These DESI 2022 results show that while most of the Member States are 

making progress in their digital transformation, the adoption of key digital 

technologies by businesses, such as AI and big data remains low, even 

among the EU ‘frontrunners’. Insufficient levels of digital skills will hamper 

the prospects of future growth, deepen the digital divide and increase 

risks of digital exclusion as more and more services, including essential 

ones, are shifted online. The survey findings indicate that efforts need to 

be stepped up to ensure the full deployment of ubiquitous connectivity 

infrastructure (notably 5G) that is required for highly innovative services 

and applications.

10 Database available at: https://digital-strategy.ec.europa.eu/en/policies/desi
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In the context of the TransFormWork Project, comparing the DESI index, 

two groups of the partner countries stand out - the first includes Ireland, 

Estonia and Malta, for which the DESI index is higher than the EU average, 

and Cyprus and Bulgaria, for which the DESI index is lower.

To give an example of such differences, Figure 5 reproduces two of the 

sub-indexes): the Business Digitalisation Index and the E-Commerce Index 

that form the so-called Integration of Digital Technology dimension:

Figure 5: European Commission’s Digital Economy and Society Index (DESI) 

2022, Integration of Digital Technology

Although this index only touches on some of the items related to digitalisa-

tion, such as the importance of e-commerce for SMEs and the use of social 

media, e-invoices or cloud solutions, the results, in terms of the incidence 

of digital technologies in national firms, are quite revealing, with the coun-

try with the highest value, Ireland (43,8), registering a value almost three 

times (2,8) higher than the value registered by the country with the poor-

est result, Bulgaria (15.5).

Social dialogue at EU level11

The European Commission defines social dialogue as: 
…discussions, consultations, negotiations and joint actions involving 
organisations representing the two sides of industry (employers and 
workers).

According to the International Labour Organisation (ILO), 
…social dialogue includes all types of negotiation, consultation or 
simply exchange of information between, or among, representatives 
of governments, employers and workers, on issues of common 
interest relating to economic and social policy. It can consist of 

11  This subsection uses information from Eurofound report “Impact of digitalisation on 
social dialogue and  collective bargaining”, see: https://www.eurofound.europa.eu/data/
digitalisation/research-digests/impact-of-digitalisation on-social-dialogue-and-collec-
tive-bargaining
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bipartite relationship between labour and management (or trade 
unions and employer organisations), or a tripartite process with 
the government as an official party to the dialogue. It can be 
interprofessional or sectoral and take place at national, regional, 
company or workplace level12.

Collective bargaining is the process of negotiation between worker repre-

sentatives, including trade unions, staff associations and other represen-

tative organisations and employers regarding the terms and conditions of 

the employment of employees and the rights and responsibilities of trade 

unions. It is a process of rule-making, leading to joint regulation.

The digital transformation of the economy has considerable implications 

for working conditions and therefore for collective employment and work-

place relations. At the same time, industrial relations systems contribute 

to shaping the deployment of digitalisation in the economy and the labour 

market. Digital strategies, such as Industry 4.0, tend to be developed with 

the involvement of social partners

The Framework Agreement is an example of the importance of social di-

alogue for addressing the implications of digital change. The agreement 

recognises that digitalisation requires specific approaches in a way that 

is tailored to specific circumstances. Since the gains are not automatic, 

we need to adapt our labour markets, education and training, and social 

protection systems to make sure the transition is mutually beneficial for 

employers and workers.

This requires a focus on and anticipation of change and, among other 

things, the delivery of the skills needed by workers and enterprises, work 

organisation and working conditions, work–life balance and the accessi-

bility of technology, including infrastructure, across economic sectors and 

regions.

Policy pointers

•	 Social dialogue involving workers affected by digitalisation is 
key for creating new, more appropriate agendas for negotiation and 
identifying new areas for employer–worker cooperation

•	 The more disruptive the technology, the greater the impact it 
has on the labour force and on working conditions and thus on social 
dialogue

•	 Managing the impact of technological change and the effect 
of digitalisation is already on the cross-industry and sectoral policy 
agendas of employer organisations and trade unions, at both EU and 
national levels

•	 Collective bargaining aids in effectively managing transition 
periods, supporting companies and sectors to restructure and adapt 
accordingly and in dealing with the risks of increasing wage inequality 
and polarisation in working conditions

12 See www.ilo.org/ifpdial/areas-of-work/social-dialogue/lang--en/index.htm)%20%20a 
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•	 A new wave of collective agreements on: 

- managing the digital transformation 

- the digital organisation of work through changes in working time 

flexibility 

- reskilling and upskilling

- improvements in work–life balance and working conditions – such 

as health and safety, including reducing psychosocial risks is leading 

the way in revising existing structures of collective bargaining.

•	 It is likely that the increasing dispersal of workers as a result of 
remote working will render unionisation more difficult to organise.

Over the past few years, social dialogue initiatives have been established 

at national level and cross-industry and sectoral social dialogue address-

ing the digital transition has also taken place. These initiatives, which are 

usually based on structural change approaches, are aimed at implement-

ing comprehensive strategies and accompanying policies for navigating 

the digital transition and the adoption of technologies. Most of these ap-

proaches entail both tripartite and bipartite social dialogue, as it is widely 

acknowledged that trade unions and employer organisations must engage 

in managing change, particularly around anticipating skills requirements 

and implementing upskilling and reskilling measures.

The social partners are playing an increasing role in addressing the effects of 

the digital transformation at both macroeconomic and microeconomic lev-

els. The former refers to discussions on industrial policies, employment and 

labour market reforms, skills policies, social protection and pensions and tax 

reforms. The latter concerns the reorganisation of work, the impact on jobs 

and working conditions, labour and social costs resulting from restructuring 

at company level and the negotiation of productivity gains, if these occur. 

Collective bargaining and digitalisation

In general, digital transformation as a process has not yet been fully inte-

grated in collective bargaining. Instead, the effects of technological trans-

formation at company and workplace levels are being addressed step by 

step through collective bargaining, through a combination of working time 

measures and skills policies.

Opportunities

•	 The impact of technological change on work organisation, 
productivity, employment, skills and working conditions, to a greater 
or lesser extent, triggers constructive social dialogue

•	 A cooperative approach by social partners, with an anticipatory 
and non-deterministic view on technological change and its impacts 
on jobs and working conditions, are developed
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•	 Working conditions are improved through collective bargaining at 
company and sectoral levels

•	 The combination of workplace cooperation and consultation 
over the introduction of digital technology and collective bargaining 
can help ensure that the benefits and progress made, even beyond 
impacts on working conditions, are also shared with workers

•	 Over the past few years, tripartite social dialogue has increasingly 
recognised the importance of digitalisation. It has become part of 
employers’ and trade unions’ agendas, resulting in an increase in the 
number of national tripartite agreements on digitalisation. This joint 
approach has also been adopted at sectoral level between the social 
partners themselves.

The impact of digitalisation provides an opportunity to rethink skills poli-

cies at company and sector levels. Furthermore, digitalisation provides an 

opportunity to discuss labour market regulations and institutions.

Digitalisation processes also enlarge the scope and ways in which human 

resources and employment relations at company level are viewed by man-

agers and worker representatives. They provide a new arena for discussion 

and may revitalise social dialogue.

Overall, the impact of digitalisation on collective employment relations 

depends on the nature and degree of deployment of each technology 

and the sector or economic activity considered. Social dialogue, there-

fore, plays a central role in managing the digital transformation, which 

also requires strong social partners to reach agreements to ensure that 

technological change benefits both employers and workers.

Risks

•	 The social dialogue agenda is focused more on traditional topics 
and priorities (business as usual)

•	 Collective bargaining lags behind digitalisation, as it usually 
reacts slowly to structural change

•	 Labour demand caused by digital transformation tends to favour 
more highly skilled profiles, for which the level of unionisation is lower

•	 There is a lack of involvement of employee representatives in the 
early stages of digital transformation.

Social dialogue is challenged when digitalisation impacts employment 

levels or job profiles within sectors. Potential job losses or changes in pro-

duction and work organisation shape collective employment relations, re-

quiring worker representatives and trade unions to adapt to the changing 

work environment and workforce. Ultimately, this requires responses that 

may deviate from traditional approaches. This is even more challenging 

when considering that the impact of digitalisation takes place in a wider 

context of change and, especially, higher levels of competition in certain 

business activities, for example, in the automotive, finance and banking 
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and telecom sectors. These changes in production and provision of ser-

vices require significant changes in work organisation, working conditions 

and skills and have an impact on collective employment relations.

There are also structural risks that may prevent social dialogue and collec-

tive bargaining from finding compromises and regulating the implications 

of the digital transformation. For example, employers and trade unions 

consider wage setting and working time as priorities in their negotiation 

agendas, without properly evaluating the effects of the implementation 

of technological change as a significant element in collective bargaining. 

Generally, the introduction of technology in production processes is treat-

ed rather vaguely and often just included in general statements in col-

lective agreements. This is because the deployment of digitalisation, for 

example, the introduction of new equipment, machinery and work-related 

and organisational processes in production are traditionally considered 

a discretionary power of employers – the owners of the ‘means-of-pro-

duction’ or ‘productive property’ and it is assumed that issues associated 

with this should not be subject to negotiation as such, unless they have 

substantial implications for technical adaptation (reskilling), work organ-

isation and working time (work shifts) and aspects related to privacy in 

the workplace. Furthermore, technological change and innovation may be 

introduced gradually in the form of small incremental projects, which may 

overlap with worker representatives’ lack of training and vision about the 

medium and long-term implications for working conditions and changes 

in job tasks.

Overview of social dialogue initiatives regarding digitalisation 

The existence of social dialogue at EU level provides the context for more 

specific agreements at national, subnational and at workplace levels. An 

analysis of the national reports on the role of social partners and actions in 

relation to digitalisation in the project partner countries is conducted both 

on country and sectoral levels and reveals a big diversity, due to specific 

national characteristics and the different stages of digital transformation 

in the partner countries. Also, the huge diversity of employment regula-

tions and labour market characteristics, their so-called “employment re-

gimes” are taken into consideration.

The Framework Agreement calls on public authorities and social partners 

at various levels to assess how best to adapt skills policies, labour market 

regulations and institutions, as well as work organisation and information, 

consultation and participation procedures, in order to derive maximum 

benefits for all from the digital transformation.The following common 

overview of social dialogue focuses on the main goals of the Framework 

Agreement, as presented in the five national reports:
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The role of public authorities and social partners and level of awareness 

and concern across project partners: 

1 Raising awareness and improving the understanding of 
employers, workers and their representatives about the 
opportunities and challenges in the world of work arising from 
the digital transformation.

The Irish Nevin Economic Research Institute (NERI) has undertaken a num-

ber of research studies under the overall title of Employment and the Fu-

ture of Work, including the effects of automation and the green transition 

on employment.

........................

The discussions, consultations and negotiations between employers and 

trade unions are set out in the Cyprus Industrial Relations Code (IRC) and 

a Social Partner Agreement signed in 1977. This agreement was conclud-

ed between the Cyprus Employers & Industrialists Federation (OEB), the 

Cyprus Workers Confederation (SEK), the Pancyprian Federation of Labour 

(PEO) and the Minister of Labour and Social Insurance.  Two Agreements 

have been adopted through the joint signing of policy statements, namely 

the agreements on Work – Related Stress and Violence and Harassment 

at Work.

........................

On 29 March 2021, the Estonian social partners agreed on a social part-

ners’ action plan for the implementation of the Framework Agreement. 

The adaptation of the 2017 telework agreement; Discussion and agree-

ment on the right to disconnect, October 2021; Funding/promotion of dig-

ital training through  the Unemployment Insurance Fund in April 2021.

........................

The Maltese national social partners, in tripartite format discuss and pro-

mote their views at the Malta Council for Economic and Social Develop-

ment (MCESD), which is an advisory council issuing opinions and recom-

mendations to the Maltese Government on social and economic matters. 

The MCESD is the official forum for social dialogue in Malta. 

........................

In the period 2019-2020, the Economic and Social Council of the Republic 

of Bulgaria (comprised of three groups:  employers, workers and  various 

other interests) adopted three opinions, related to digital transformation, 

challenges faced by workers and businesses in terms of digitalisation, as 

well as challenges and opportunities for digital transformation.

2 Encouraging, guiding and supporting employers, workers and 
their   representatives in the development of specific measures 
and actions, taking into   account existing initiatives, practices 
and collective agreements
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In March 2020, the Irish National Economic and Social Council (NESC) pro-

duced a set of recommendations to the Government aimed at addressing 

employment vulnerability in the delivery of interconnected green and dig-

ital transitions. The NESC recommended that the government adopt fur-

ther social dialogue and an inclusive approach that included continuous 

pre-emptive workforce development, resilient enterprises and high-impact 

funding to support transition, in an enterprise policy context that positions 

the creation of quality jobs as a top objective.

........................

Under the scheme “Development of Digital Skills”, the Bulgarian social 

partners launched joint projects in partnership with the Ministry of Labour. 

The projects aim to develop, test and approve unified profiles of the digital 

skills of the workforce in Bulgaria for key professions in 97 out of 99 in line 

with the European DigComp 2.1 framework economic activities.

........................

The role of the Cypriot social partners, in monitoring the needs of the la-

bour market and formulating training programmes in the context of digital 

transformation is even more prominent. It is also noted that social part-

ners also operate training centres, providing specialised programmes for 

their members.

........................

The activities of the Estonian Trade Union Confederation: i) Google proj-

ect: helping employees adapt to digitalisation and process manage-

ment,2021-2022; ii) Discussion  on  the Framework Agreement  at the an-

nual autumn conference of the ETUC, to identify possible implementation 

actions in sectoral and company level collective agreements, September, 

2021. 

........................

The activities of the Estonian Employers’ Confederation: I) Mapping the 

needs, opportunities and impact of digital transformation; II) making rel-

evant recommendations for 2022 to employers and the government; and 

III) digital transformation activities in working groups.

3  Promotion of a partnership approach between employers, 
workers and their representatives for an agreed and jointly 
managed dynamic circular process for Implementation of the 
agreement.

The Irish employers’ organisation Technology Ireland, a sectoral associ-

ation within the Irish Business and Employers Confederation (IBEC), pub-

lished Future Needs, Future Thinking in 2020, which sets out four key pillars 

to shape the future and puts forward a vision for the Technology Sector in 

Ireland.
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The Bulgarian Labour Code was amended, based on the social partners’ 

agreement, providing extensive regulation of teleworking. For that reason, 

clauses in the sectoral collective agreements cover mainly issues related to 

pay and digital tools available for teleworking. On a sectoral level there are 

just 2 collective agreements – in the education and construction sectors. 

........................

The Cypriot Framework Agreements on Telework, Inclusive Labour Mar-

kets, Active Ageing and an Intergenerational Approach and Digitalisation 

have yet to be officially adopted.

........................

A second important tripartite institution for social dialogue in Malta is the 

Employment Relations Board (ERB), which is set up under the provisions 

of the Employment and Industrial Relations Act and is tasked with making 

recommendations on national standards for conditions of employment.

Trade union density accounts to around 45% of Malta’s workforce and is 

mostly concentrated in the public sector and other traditional sectors, 

such as manufacturing.  Unionisation is less in other established sectors, 

such as financial services, gaming, construction, and tourism. In the pri-

vate sector collective bargaining is characterised by a decentralised sys-

tem. In the absence of multi-employer and sectoral collective agreements, 

collective bargaining takes place at company level. As such the employers’ 

associations are not direct participants to the process.

4  Supporting a human-centred approach in the integration of 
digital technologies in the field of work, to support workers and 
increase productivity.

In consultation with their members, both the Irish Congress of Trade Unions 

(ICTU) and IBEC have responded to the Irish Government’s public consulta-

tion (April 2021) on the introduction of a statutory right to request remote 

working. The Government’s policy document Make Work Remote includes 

a commitment to legislate for this right during 2021. In both representa-

tive bodies also participated in the development of a Workplace Relations 

Commission’s Code of Practice for employers and employees on the right 

to ‘disconnect’.

........................

There are no specific rules neither in Bulgarian legislation nor in collec-

tive bargaining that cover the modalities of connecting and disconnecting. 

Also, there are no regulations on the possibility to use digital tools for pri-

vate purposes during working time. Neither is AI covered by the legislation, 

nor by collective bargaining. With regard to respect of human dignity and 

surveillance, the only provisions in place are those deriving from the GDPR 

regulation.
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In relation to the topic of working conditions in Cyprus, a number of issues 

are dealt with through collective bargaining and the conclusion of col-

lective agreements, such as, working hours; time off; agreed paid leave 

periods; etc., while other issues such as health and safety matters, are 

discussed by Social Partners at the Pancyprian Health and Safety Council, 

which is the advisory body to the Minister of Labour, Welfare and Social 

Insurance.

1.5. State of play: empirical findings from 
the partner countries

1.5.1. Comparison of social partners’ involvement in the digital 
transformation as envisaged by the four pillars of the Framework 
agreement

The national surveys  are a good starting point for identifying the level of 

concern and involvement of social partners (trade unions and other stake-

holders, such as  i) HR managers; ii)  Line production managers; iii)  Data 

protection officers; and iv)  Representatives of the employees) with regard 

to the implementation of Framework Agreement. 

The introduction of digital technologies had a positive impact on some 

aspects of working conditions, such as training or the introduction of 

flexible work, but also contributed to the deterioration of others, such as 

stress, work/life balance or information overload. Regarding the ethical 

implications of digital technologies, most survey respondents showed con-

cern about the implications for privacy of digital technologies, followed by 

transparency and labour rights.

Analysis of questionnaires

Bulgaria

The survey was conducted among eleven branch/sectoral organisations, 
affiliated to CITUB and BIA. Some organisations are actively involved in col-
lective bargaining at the branch/ sectoral level, while others are not. The 
organisations covered in the study are as follows: i) Beer, Food and Bev-
erages Union (SBHN); ii) Trade Union Federation “Metallici”; iii) Indepen-
dent Trade Union Federation of Trade, Cooperatives, Tourism and Services 
(NSFTKTU); iv) Federation of the Independent Trade Unions in Construction 
(FNSS); v) Union of Brewers in Bulgaria (UBB); vi) Bulgarian Association for 
Business Software Development (BABSD); vii) Bulgarian Tourist Chamber 
(BTC); viii) National Transport Chamber (NTC); ix) Bulgarian Association 
of the Metallurgical Industry (BAMI); x) Bulgarian Soft Drinks Association 
(BSDA); xi) Association of employees in the National Revenue Agency.
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Cyprus

The online surveys and expert interviews were conducted by the Cypriot Em-
ployers & Industrialists Federation (OEB) and the Cypriot Workers Confeder-
ation (SEK) respectively. The two organisations held a meeting prior to the 
commencement of the second stage of the research so as to coordinate 
their actions. A total number of five replies were received from Employer 
Organisations (EOs). Out of the respondents, 80% were national organisa-
tions and 20% were a sectoral/branch organisation. The respondents to the 
Cyprus HR manager, Line production managers, and Data protection offi-
cers’ questionnaires totalled twenty-nine replies and covered a wide range 
of economic activities. More specifically, the sectors of economic activity 
covered included: Construction, Services, Manufacturing Industry, Retail, 
Commerce, Health; Shipping; Education and Restaurants.

Estonia

Five social partner representatives answered the questionnaire. One re-
spondent answered the questionnaire from each field or sector: employers’ 
confederation; chemical industry trade union; railway workers’ trade union; 
food industry association; pharmaceutical manufacturers’ association.

Ireland

The Irish responses to the questionnaire, which was circulated widely, were 
limited with the following returned questionnaires (and not all were fully 
completed):

A.  Employers: none  B. Trade union members: 3

C.  Trade union officials: 3  D. HR managers: 5

E.  Board-level Employee Representatives (Worker Directors); 3

Malta

The Maltese cross-sectoral social partners that responded to the question-
naire are the following: I) Malta Chamber of Commerce, Enterprise and 
Industry; II) Malta Employers Association; III) Malta Chamber of SMEs; IV) 
General Workers Union; and V) UHM Voice of the Workers.

I. Digital skills and securing employment

Bulgaria

The national level social partners take part in various advisory bodies relat-

ed to education and training. In this context, social partners (and through 

them, in accordance with their internal procedures and their members) 

are being consulted both in the development of strategic documents and 

in the regulatory changes, the elaboration and implementation of vari-

ous vocational training programmes, as well as in the development of the 
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State educational standards.

In collective bargaining, the topic of digital skills is gradually beginning to 

fall within the scope of issues discussed. Collective agreements are con-

cluded at various levels, including the sectoral and branch levels. At the 

national level 62% of social partners answered that collective bargaining 

agreements cover digital transformation and training opportunities.

Some industries are already beginning to discuss the topic of ‘digitalisa-

tion’, generally speaking, in order to create a framework that can be fur-

ther developed at enterprise level. For example, the social partners in the 

brewing industry, with several consecutive Branch Collective Agreements 

(BCA), have adopted rules for upgrading the competencies of those work-

ing in the sector, including digital skills of workers and employees. In the 

tourism sector, the activities for raising the qualification of workers and 

employees, including digital skills, are conducted in cooperation with the 

branch CITUB federation from the tourism sector - NTUF of Trade, Coop-

eratives, Tourism and Services; and with the branch federation of CL Pod-

krepa - NF Trade, Services, Control Bodies and Tourism. A positive impetus 

to the joint work of the social partners in this regard is provided by the 

project, My Competence National Information System for Competence As-

sessment, established by the BIA, together with the trade unions.

In the transport sector, based on an agreement between the social part-

ners, the national funds allocated for workers and employees’ training 

programmes are been used, in view of the plans for the development of 

competencies in the digital environment.

With the objective of ensuring the sustainable development and compet-

itiveness of enterprises, employers in the metallurgical industry provide 

organisational and financial conditions for training and qualification of 

workers and employees in accordance with the necessary business objec-

tives and company development programmes.

The producers of soft drinks also positively acknowledge the contribution 

of the initiatives of the nationally represented employers’ organisations, 

which provides modern and specifically developed tools for addressing 

problems and mitigating challenges caused by the deficit of digital skills 

to the branch organisations in their members and the industries they rep-

resent, both enterprises and employees.

In the construction sector, the Chamber of Builders together with the Fed-

eration of the Independent Trade Unions in Construction have developed 

a programme to ensure an efficient workforce. The core concept 0f this 

programme is based on three pillars:

a) creation of training centres for qualification and re-qualification

b) development of an inter-institutional unit for construction planning

c) development of a model for active employer participation.
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The cooperation between the social partners in construction is also mani-

fested in the vocational training centres that both branch organisations of 

the social partners have established.

At national level, 33% of social partners have set up and licensed their 

own training institutions/vocational training centres, either as part of their 

internal structures or as independent legal entities owned by them. These 

centres provide training to their members as well as undertaking mar-

ket-based training. For example, the Bulgarian Industrial Association has 

licensed two Vocational Training Centres, one of which is aimed entirely at 

developing digital competencies. As far as the sectoral and branch levels 

are concerned, trainings are mostly conducted in-company and rarely at 

the sectoral or branch levels.

Sectoral trainings in the brewing industry, seminars and other forms of 

‘knowledge exchange’ are usually organised by BIA, CITUB and some oth-

er institutions specialised in this type of activity, such as the University of 

Food Technology in Plovdiv and other academic units.

Seventy-one per cent of Bulgarian branch organisations covered by the 

survey are aware of the importance of skills and take various actions to 

increase the motivation to participate in trainings.

Cyprus

The responses to the question on how do national/ cross-industry/ sector 

levels social partners address the need of upskilling/ reskilling workers and 

employees, so that digital challenges can be mitigated, the Cypriot Em-

ployer Organisations (Eos) responded the following:

i) Recognising and addressing the challenges

ii) Use of technology for training purposes

iii) Working closely with relevant government bodies

iv) Skilling and upskilling; Implementation of Digitalisation Agreement.

On cross-industry and sector levels, social partners have been consulted 

or involved in the adoption of the measures – 40% are involved in national 

and sectoral training funds and 60% are involved in competence develop-

ment in vocational training.

On whether national and sector levels collective agreements address the 

digital transformation of the enterprise and envisage training opportuni-

ties for employees/ workers, 50% of Cypriot Employer Organisations re-

plied positively.

On the question about cross-industry and sector level social partners hav-

ing their own training institutions/vocational centres and/or provide train-

ings to affiliated members and or provide trainings on digital skills, 75% of 

Cypriot Employer Organisations replied positively.

Eighty per cent of Cypriot Employer Organisations responses were positive 
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when asked if they respond to the need to motivate staff to take part in 

training, for example, supporting enterprises in their efforts to set up skills 

plans; encourage enterprises to introduce digital transformation strate-

gies in a partnership approach; and/or mobilise the workforce’s positive 

attitude to change.

Estonia

The social partners at the national, cross-industrial, and sector levels ad-

dress the need of upskilling and reskilling of workers and employees, so 

that digital challenges can be mitigated by:

•	 Looking for solutions to involve people in continuing studies, how 
to make training programmes more relevant etc., both in bipartite 
and tripartite social dialogue

•	 As the members of the Council of Unemployment Fund, social 
partners’ confederations participate in the design of labour market 
measures

•	 Established the Estonian Qualifications Authority (“Kutsekoda”) 
and participates in the management to improve and update people’s 
skills

•	 Participate in projects to diagnose and solve the challenges 
related to digitalisation and to popularise digitalisation and digital 
skills.

The social partners have been consulted or involved in the adoption of 

competence development plans in the system of vocational training (100%) 

and national training funds/sectoral training funds (20%). Eighty per cent 

of respondents answered that national/sector level collective agreements 

address the digital transformation of the enterprise and envisage training 

opportunities for employees/ workers.

Eighty per cent of cross-industry and sector level social partners either 

have their own training institutions/ vocational centres or they provide 

trainings to affiliated members or trainings on digital skills.

Also, 80% of the social partner respondents stated that they do respond to 

the need to motivate staff to take part in training.

Ireland

Irish Trade Union Officials

It is the view of the two SIPTU respondents that ‘training, upskilling and/or 

re-training is an enterprise-level activity’ and there are no sectoral-level 

agreements on this issue.

The ICTU respondent notes that the trade unions at the national-level ad-

dress these issues primarily through engagement with the Government in 

tri-partite and bi-partite social dialogue fora, such as the Labour Employ-

er Economic Forum (LEEF) and the National Economic Dialogue, through 
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membership of a range of advisory bodies to Government and through 

responses to public consultations at national and European levels, such as 

through the European Semester process.

Malta

The Maltese cross-sectoral social partners reported several activities in 

the area of digital skills. They all reported their involvement through con-

sultation or adoption in national training funds, competence development 

plans, voucher schemes and/or a combination of these activities.

As for their views on the impact of digital transformation on work organi-

sation and on training opportunities, the social partners are very support-

ive. A common understanding is that digital transformation is inevitable 

and brings about a huge cultural change at the workplace and organisa-

tions themselves, which will require the upskilling of the whole workforce. 

Companies are encouraged to embrace the change needed in industries 

to remain competitive in both the national and global labour markets. 

Digital transformation should be seen as an opportunity for innovation 

within organisations. It also results in collective agreements addressing 

digital transformation by stating that every opportunity for training should 

be given to employees.

The social partners also engage in the provision of training through differ-

ent forms. Some are registered training providers with the Malta Further 

and Higher Education Authority (MFHEA), collaboration with education 

institutions, such as the Maltese College for Arts, Science and Technolo-

gy (MCAST), EU Funded projects and promoting programmes provided by 

other accredited organisations.

As part of their mission and contact with respective members, the social 

partners promote the need to motivate their employees to participate in 

training. Some social partners pointed out specific topics such as:

•	 Digital ways of thinking, such as digital creativity, innovation 
and problem-solving knowledge, cognitive and practical knowhow, 
competence and attitude that employers require and/or employees 
own

•	 Digital ways of working, such as analytics, communication, 
collaboration, teamwork knowledge, cognitive and practical knowhow, 
competence and attitude required by employers and/or employees 
own

•	 Digital tools for working include Information, Communications 
Technology (ICT) and information systems knowledge, cognitive and 
practical knowhow, competence and attitude required by employers 
and/or employees own. These may also be specific like industry 
related software.

Living in the digital age encompass digital safety, security, knowledge of 
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social and ethical responsibility, cognitive and practical knowhow, compe-

tence and attitude that employers require and/or workers possess.

II. Modalities of connecting and disconnecting

Bulgaria

The right to disconnect from the digital working environment refers to the 
right of the worker to disengage from work and refrain from participat-
ing in work-related electronic communications (including emails or other 
ICT communications) during non-working hours. This concept has evolved 
as a result of advances in communications technology and its impact on 
people’s daily lives. The widespread use of smartphones and other digital 
devices means that constantly ‘being available’ has become a reality in 
many workplaces and continuous remote access can create pressure on 
employees to be constantly accessible.

The social partners at national and branch sectoral levels address compli-
ance with the rules on working hours and the ones on remote/teleworking 
and mobile working through ICT.

The view of software manufacturers is that the issue is not being addressed 
by neglecting the right to reporting / recording working hours. In the brew-
ing industry, these issues are generally discussed, but it was decided not to 
explicitly include and regulate the topic in the Branch Collective Bargain-
ing Agreements (BCLA) at this stage.

The social partners in the tourism sector are working to enforce company 
internal rules, as well as the rules on remote/teleworking and mobile work 
through ICT, especially in the context of the COVID-19 pandemic.

In the transport sector, the issues of compliance with the rules on working 
hours and the rules on remote/teleworking and mobile work through ICT 
are addressed through periodic briefings on health and safety at work.

The Federation of Independent Trade Unions in Construction (FNSS) is 
actively involved in the topic of working hours, insisting that the right to 
disconnect from work during non-work hours should be regulated by law. 
Observations by the construction sector show a tendency for ‘self-ex-
ploitation’ of home workers, as well as a tendency to depression. For this 
reason, collective agreements are recognised as a tool for imposing com-
pensatory mechanisms in the form of additional breaks and holidays for 
people working from home.

Employers and trade unions in the metallurgical industry have adopted 
social partnership as a form of joint action aimed at sustainable develop-
ment and prosperity of the sector, increasing its competitiveness, creating 
good working conditions and responsibility for the development of enter-
prises and personnel. In view of its particular production process, which is 
continuous and requires constant monitoring and control, remote work is 



45

FINAL PROJECT COMPARATIVE REPORT

to a greater extent, not applicable. At this stage, remote working is mainly 
for administrative employees who are not directly related to the produc-
tion processes.

The soft drinks manufacturers are not involved in any specific discussion 
on this topic. Companies in this sector adopt a strict observance of the 
legal requirements, including on working hours, mobile and remote/tele-
working, which is a non-compliance practice found to be extremely rare, 
by control bodies, as a whole, in the industry, as well as applying practices 
that exceed the regulatory requirements in an effort to create the most 
favourable working environment. The COVID-19 pandemic resulted in the 
widespread use of remote/teleworking, but, so far, this does not indicate 
that there are practices that require intervention to ensure compliance 
with rules.

In the tourism sector, the Independent Trade Union Federation of Trade, 
Cooperatives, Tourism and Services (NSFTKTU) says that the rules for re-
mote working and mobile working, through ICT, were not the focus of at-
tention during dialogue with employers. However, because of the type of 
work involved in this sector requiring a physical presence at the workplace, 
which in some commercial and tourist sites can exceed the eight-hour 
working day, as well as the use of the cumulative calculation of working 
hours, predetermines the commitment of this federation to compliance 
with working time rules.

In general, topics related to the right to disconnect, preventing isolation 
of workers when working in a digital environment, as well as developing 
policies regulating the use of digital tools for personal use during working 
hours are only now starting to be highlighted in the activities of the social 
partners at all levels. Ninety per cent of the respondents discuss workload 
and health and safety at work. These issues are usually settled at the en-
terprise level, within the role of human resources management.

Cyprus

When asked whether national, cross-industry or sector levels, social part-

ners address the issue of respecting working time rules, teleworking and 

mobile work rules, employer organisations responded as following:

•	 There are currently ongoing tripartite discussions on draft 
legislation on telework, which is expected to be enacted in 2022

•	 There are frequent tripartite discussions on the Working Time law 
with the objective of making improvements, if deemed necessary

•	 Through collective bargaining, there are discussions on how to 
link telework and mobile work with benefits and other arrangements.

•	 Due to the impact of the COVID-19 pandemic, there are multiple 
company level discussions on how to regulate, at the enterprise level, 
these issues.
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The employer organisations specified that their participation in campaign 

activities were limited only on workload arrangements and occupational 

safety and health (OSH) while on the question of whether they provide 

guidance and information to their members on how to observe working 

time rules with respect to “the right to disconnect”, they responded that 

this is done mostly through seminars and the dissemination of information.

Estonia

The issue of respecting working time teleworking and mobile work rules is 

often addressed at the central and confederation levels. Confederations 

have carried out surveys and developed proposals for changes to legisla-

tion, as well as best practice.

One sectoral level employers’ organisation representative answered that 

working time and safety related to telework is broadly discussed and man-

aged in organisations by HR managers.

A trade union representative in the sectoral level (three State-owned com-

panies) replied that the rules were not discussed previously, but only after 

coming into force.

At least one of the national, cross-industry sector level social partners are 

currently participating in a campaign on the right to disconnect and a 

commitment from management to create a culture that avoids ‘out-of-

hours’ contact and workload arrangements and occupational safety and 

health (OSH). Two other national, cross-industry sector level social part-

ners are currently participating in campaign activities concerning other 

modalities of connecting and disconnecting.

Sixty per cent of the social partners’ responses provide guidance and in-

formation to their members on how to observe working time rules with 

respect to “the right to disconnect”.

The Estonian Employers’ Confederation has arranged seminars with the 

help of the Labour Inspectorate, which is a government agency whose 

main tasks include supervision of requirements of laws regulating health 

and safety at work and labour relations, notification of the general public, 

employees and employers about hazards in the workplace and the reso-

lution of individual labour disputes through an extrajudicial labour dispute 

resolution body.

Malta

The social partners confirmed that they address the issue of respecting 

working time rules, teleworking and mobile work rules within their mem-

bership, albeit indicating different topics. The most common is the right 

to disconnect. Other issues mentioned include occupational health and 

safety (OSH) and established policies on the use of digital tools for private 

purposes during working time. One social partner has developed policy 
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guidelines for members, while other social partners discuss their views 

through public events or by working with companies to change the culture. 

One trade union also mentioned that a reference is made in collective 

agreements.

III.	Artificial	 intelligence	(AI)	and	guaranteeing	 the	 ‘Human	 in	
Control’ principle

Bulgaria

There are no agreements in place that include policies or instructions relat-

ed to the introduction of AI systems at company level. Only one organisa-

tion reported initiatives related to an impact assessment of AI deployment 

in enterprises and this was mainly related to personal data protection.

None of the organisations involved in collective bargaining addressed the 

topic of controlling the use of AI systems applied in human resource man-

agement procedures (e.g., recruitment, appraisal, promotion and dismiss-

al).

Cyprus

On whether their organisations have agreements based on common prin-

cipals or guidelines, related to the deployment of AI systems at the en-

terprise level, in order to assist their members and to ensure it is lawful, 

fair, transparent, safe and secure, all employer organisations replies were 

negative.

Furthermore, only one organisation replied that it has undertaken initia-

tives to assess the impact, including the risks from the adoption of AI in 

enterprises and they referred to the implementation of the Framework 

Agreement. None of the employer organisations said that they have col-

lective agreements on the use of AI systems, controlling human-resource 

procedures, such as recruitment, evaluation, promotion and dismissal.

Estonia

Only one social partner organisation has agreements based on common 

principles or guidelines to assist their members and to ensure it is lawful, 

fair, transparent, safe and secure, related to the deployment of AI systems 

at the enterprise level,

None of the respondents has undertaken initiatives to assess the impact, 

including the risks from the adoption of AI in enterprises. However, one re-

spondent has a collective agreements on the use of AI systems controlling 

human-resource procedures, such as recruitment, evaluation, promotion 

and dismissal.
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Ireland

Trade union officials

None of the respondents’ workplaces have AI.

Malta

The social partners generally do not have agreements relating to com-

mon principals or guidelines related to the deployment of AI systems at 

the enterprise level to assist their members and to ensure it is lawful, fair, 

transparent, safe, and secure. Only one trade union mentioned that, while 

still at its infancy, it has a policy on how to use AI systems for the benefit 

of work without entering the personal realm. However, none of the trade 

unions mentioned that these aspects are included in collective agree-

ments. Eighty-nine per cent of the HR staff confirmed that they are aware 

of what AI is, while a third of HR employees responded positively that AI 

systems are used within their respective enterprises.

An interesting statistic from the responses to the HR questionnaire is that 

only 48% replied positively to whether AI used within their respective en-

terprise complies with existing law (including the GDPR) in guaranteeing 

the privacy and dignity of employees. The general comments from HR 

managers on how AI impacts work practises within the enterprise support 

the idea that with increased use of AI, the more time there is to focus 

on other priorities (thereby increasing efficiency). Following the same line 

of reasoning, the HR respondents were also asked whether specific work 

tasks had changed after the introduction of AI. They confirmed that AI had 

not, in fact, impacted on their specific work tasks - 60% in the case of HR 

tasks. The other 40% of the HR respondents who answered that there were 

changes, were asked to elaborate, however, most did not do so and, if 

they did, their answer was not specific (an example reply would be ‘’within 

the digital department’’).

Only 8% of Maltese HRs replied positively as to whether enterprises have 

internal OSH rules related to AI, guaranteeing that the use of robotics and 

artificial intelligence applications are respecting and complying with safe-

ty and security control. Only 14% of HR responses answered the question 

positively as to whether their respective workplaces have rules on the con-

trol of decisions, related to AI (if the human in control principle is applied).

IV. Respect of human dignity and surveillance

Bulgaria

Similarly, to issues related to artificial intelligence, the social partners are 

expected to develop their own policies ensuring the protection of rights 

and freedoms of employees regarding processing their personal data in 
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the context of their employment relationship. As far as there was a broad 

campaign when the GDPR came into force, issues concerning employees’ 

personal data have been regulated, but mainly at company level. The 

Bulgarian Industrial Association (BIA) has been particularly active in the 

awareness-raising campaign and draft rules have been developed which 

can be further applied by its member regional and branch affiliates. These 

rules also cover personal data collected, processed and stored in the 

framework of employment relationships.

Cyprus

All employer organisations replied negatively to the question as to wheth-

er their organisations have guidelines, by means of collective agreements, 

setting out specific rules to ensure the protection of the rights and free-

dom with regards to the processing of personal data of employees in the 

context of employment relationships.

The final questions related to the respect of human dignity and surveil-

lance and 93% of the respondents indicated that there are no policies in 

place related to work monitoring of employees using digital tools or AI 

surveillance systems. Once again, none of the respondents who replied 

positively failed to specify what these policies are.

Estonia

None of the respondents had guidelines, by means of collective agree-

ments, setting out specific rules to ensure the protection of the rights and 

freedom with regards to the processing of personal data of employees in 

the context of employment relationships.

Ireland

Trade union officials

One of the SIPTU respondents noted that there is a Data Protection Unit 

within this trade union

Malta

The social partners do not have guidelines on the issue of surveillance as 

such, but address this within the broader GDPR requirements. One employ-

er organisation emphasised that businesses should operate ethically and 

within the rights of the law and believes in striking the right balance be-

tween the employer and employee which may ultimately boost productivi-

ty. A trade union mentioned that it strives to implement proper systems at 

the workplace so that the workers are not deprived of their human dignity 

by being monitored during working hours.
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1.5.2. Comparison of digital transformation at the workplace: 
the management and workers’ views

Analysis of the management views13

Description of the respondents covered

Bulgaria

The study of the target groups consisting of representatives of managers 

covered twenty-two representatives of enterprises from over ten different 

economic activities in manufacturing, processing industry, trade and com-

merce, services, education and cultural sectors. Micro and small enterpris-

es as well as medium and large companies are also covered.

Forty-one per cent management respondents said that there are func-

tioning trade unions in their enterprises. According to the responders in 

36% of the enterprises, collective agreements, covering working condi-

tions were concluded in the processing industry, education, culture, hotels 

and restaurants sectors. In three-quarters of these cases the agreement 

does not cover issues related to digital transformation within enterprises. 

The clauses covered by the collective agreements and related to some of 

the Framework Agreement issues are mainly to develop digital skills and 

provide employment.

Cyprus

The total number of employees in absolute numbers, covered by the 

companies of the manager respondents was 6,158 and in just over half 

of these companies there was trade union representation. Where trade 

unions were active, the density of their involvement varied, but it is worth 

noting that in port activities, construction, industry, services and education 

the percentage of unionised employees was over 80%, while in manufac-

turing, commerce and other shipping activities, the percentage was below 

a quarter.

According to managers responses there are collective bargaining agree-

ments in 46% of the companies and out of these collective agreements, 

only one included provisions on digitalisation. The respondent in this case 

specified that the provisions relate to training, the right to disconnect, re-

spect of human dignity and supervision.

Estonia

Seventeen managers responded to the survey, but just thirteen of them 

answered the questionnaire.

13 The term manager in this section encompasses all Maneger/Line production manag-
ers/Data protection officers’ 
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Fifty-four per cent of these managers, represented companies with 51 to 

250 employees, 31% with 1 to 50 employees and 15% with more than 250 

employees. There were two respondents from the chemistry manufactur-

ing, retail and construction sectors and one respondent from each of the 

wholesale, security service, bakeries, research and development, general 

manufacturing, medical wholesale and construction material manufactur-

ing sectors. None of the managers had trade unions in their organisations 

nor collective agreements covering any aspects of work life.

I. Digital skills and securing employment

Bulgaria

According to forty-five of manager respondents, their enterprises have a 

digital strategy in place. As would be expected, these are companies in 

the IT sector, but also hotels and restaurants, ‘outsourcing’, the processing 

industry and education. However, the share of enterprises lacking such a 

strategy remains in the majority, at 55% of the enterprises surveyed.

A significant proportion of manager respondents (82%) said that new 

technologies had been introduced into their enterprise in the past five 

years. The introduction of new technologies has brought to various chang-

es concerning: employment levels, indicated by 47% of the manager re-

spondents),

•	 Qualification and/or skills requirements (77%)

•	 Health and safety policies and procedures (66%)

•	 Organisation of working hours (47%).

New forms of production systems and/or changes in work organisation 

have been introduced in forty-eight per cent of enterprises as a result 

of new technologies. Managers’ respondents noted that workplace inno-

vation, in particular in the hotels and restaurants, IT, culture, education, 

services and processing industries sectors, as the main change related to 

production systems (41%), followed by Lean Production (in the processing 

industry) (27%), ‘Just-in-time’ production and Total Quality Management 

(TQM) and the processing industry (9% in each).

In terms of changes related to work organisation, the leading share is tak-

en by the increase of working groups and teamwork is indicated by 68% of 

managers’, with increased individual responsibility (50%) and job rotation 

(18%).

An interesting example in an IT company introduction of a SAFe Agile14 en-

vironment , aimed at increasing productivity and quality, reducing time for 

products and services’ release to the market, increased employee com-

mitment and job satisfaction.

14 See: https://scaledagile.com/what-is-safe/safe-and-agile/



52

FINAL PROJECT COMPARATIVE REPORT

The introduction of new technologies has not generally led to changes in 

workers and employees’ labour contracts, as only 11% of management 

respondents answered in the affirmative to this question (in the process-

ing industry and IT sectors). In 70% of cases, workers and employees and/

or their representatives, such as trade unions or other workers/employ-

ee representatives, have been involved in the process of introducing new 

technologies into enterprises. In forty-five per cent of enterprises where 

this occurred, involvement was at every stage of the process, including 

planning, testing, implementation, training and in 55% of cases employees 

and/or their representatives were informed. Overall, however, the topic 

remains outside the scope of collective bargaining.

When asked how the introduction of new technologies has affected the 

organisation of work, 75% of managers responded that the organisation 

of work has improved, such as

•	 The qualifications and skills of the workforce (70%)

•	 The organisation of working time (50%).

Only 20% believe that the introduction of new technologies has led to im-

proved levels of health and safety at work, the working environment and 

the well-being of workers. According to 25% of respondents, the introduc-

tion of new technologies has improved work-life balance and increased 

job satisfaction and motivation.

According to 65% of manager respondents, new technologies do not nega-

tively affect employees. However, among the negative impacts mentioned 

is the risk of increased stress (20%); increased work intensity (15%); less 

collective action/solidarity in industrial relations (10%); changed working 

hours (10%); and more responsibilities without increased remuneration 

(0.5%).

Thirty per cent of the enterprises surveyed (mostly in the manufacturing 

sector), the introduction of new technologies has led to changes in the 

enterprise’s remuneration systems. In more than 80% of the enterprises 

surveyed, there is a procedure allowing managers and employees to com-

municate what kind of training they would like to participate in and in 9 out 

of 10 enterprises, the introduction of new technologies is accompanied by 

training for the workers who are going to operate these technologies.

All respondents said that employees’ basic digital skills were essential. 

In terms of the importance, they placed on interpersonal ‘soft’ skills; the 

weight of responses was evenly split between fairly and very important. 

These attitudes go some way to explaining the proportion of the workforce 

that need to improve their digital skills.

HR managers do not expect a sharp jump in digital skills development in 

the next 5 years. Significant increases (27%) are predicted by the IT sec-

tor and parts of the processing industry. The vast majority of respondents 

(69%) expect a slight increase and just 14% foresee no change.
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Particularly interesting is the share of management respondents who be-

lieve there is no shortage of digital skills in their businesses (68%). This in-

formation is different from the official data, which shows the level of digital 

skills in Bulgaria remains significantly low. Companies that have identified 

a shortage of digital skills have either provided on-the-job training or en-

gaged external training providers. A positive note, however, is that there 

was not a single response stating that the enterprise had not responded 

to identified training needs. When asked how important a lifelong learn-

ing approach to competency development is for employees, 76% strongly 

agree, while 24% ‘tend to’ agree.

Respondents refer to several approaches to motivate staff to participate 

in training. For example, one-third is attributed to both linking training to 

performance appraisals and to the bonus system, while 19% have a man-

datory policy to training. It is also a positive signal that the majority man-

agers (55%) say that their enterprise has a system to recognise informally 

acquired skills that are not validated by a diploma.

Over 90% of work-related training to improve workers and employees’ dig-

ital skills is paid for by the employer and survey data shows that 82% bear 

the full cost of training’, while 14% of enterprise only cover part of the cost. 

In some cases training vouchers are provided.

Cyprus

According to managers a majority (54%) of companies state that they 

have a digital strategy in place, while 87% have introduced new technolo-

gy in the last five years. Out of all respondents:

•	 Seventy-two per cent replied that there were changes, but did not 
specify in which areas

•	 in 70% of replies the introduction of new technology led to the 
introduction of both new forms of production systems and changes in 
the organisation of work in their companies.

•	 3% of respondents answered positively to the question ‘whether 
employment contracts were changed due to the introduction of new 
technology’. However, they do not specify whether these changes 
were positive, negative or neutral, as there was just one reply which 
indicated that the changed contracts had improved.

In terms of the employee representatives’ involvement in the processes 

that followed the changes resulting from the introduction of new technolo-

gy, 57% were informed and involved. When asked whether the introduction 

of the new technologies resulted in changes to the organisation of work, 

the replies ranged from 48% to 97%. Only 6% of the respondents said that 

the introduction of technology brought changes to remuneration, again 

without specifying whether these changes were positive or negative.

In terms of training, 83% of managers respondents say that there are pro-
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cedures in place in their places of work that allow managers and workers 

to report the kind of training they would like to participate in.

At the same time, 97% replied positively when asked whether the intro-

duction of new technologies at the workplace is accompanied by relevant 

training, while 87% also replied positively to the question whether the in-

troduction of new technologies or the process of digitalisation at the work-

place is accompanied with related training.

When asked to assess the importance of basic digital skills, 53% of the 

respondents answered that these skills are ‘very important’, while 40% re-

plied that they are ‘simply important’. It should be noted that only one 

respondent replied that basic digital skills are ‘not important’.

In relation to how important the respondents consider ‘soft skills’, 63% 

mentioned they are ‘very important’, while the remaining (37%) said that 

they are ‘important’.

The pattern on how important digital skills are for enterprises was also 

clear from the replies to the question on ‘how reliant on digital skills the 

respondents considered their companies to be in the next five years’: the 

vast majority registered slight or significant increases, while a small major-

ity of respondents (53%), mentioned that their enterprises are experienc-

ing a digital skills gap. When asked to specify how the companies respond-

ed to this gap, most replies (30%) focused again on ‘on-the-job training’. 

The respondents were then asked to comment on what their view was on 

whether a competence development approach to lifelong learning is es-

sential for employees with 67% of them ‘strongly agreeing’ and 33% ‘tend-

ing to agree’. When asked whether there is a system in their workplace to 

recognise informally gained skills, which are not validated by a diploma, 

47% replied ‘yes’ and 47% replied ‘no’. Only one respondent mentioned 

they did not know. A staggering 93% of all the Cypriot HR manager/Line 

production managers mentioned that the employer provides internal/ex-

ternal trainings to improve digital skills, which are organised and paid in 

full by the employer.

Estonia

According to managers, digital strategy is being implemented in 85% 

of Estonian companies. All companies had introduced new technologies 

in the past five years. Most companies had implemented new computer 

software (92%), automated (77%) their processes; 54% had implemented 

intranet or other digital communication channels, 46% had bought new 

hardware and 31% used working platforms or used platform workers with-

in the past five years.

Based on the interviews with mangers almost all companies have had 

to deal with facilitating telework and home offices, splitting energy bills, 

buying office equipment, protecting data, such as virtual private networks 
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(VPN and cloud), ensuring effective communications and the sustainability 

of the organisational culture.

The biggest obstacles noted in the responses were related to the fear of 

digital solutions or even computers, the building trust and controlling sys-

tems, digital capacities, and skills and, in general, ‘change management’. 

The main types of digitalisation introduced were e-service/self-service and 

automated client satisfaction surveys, management accounting and en-

terprise resume planning (ERP) systems.

According to managers responses in 85% of the cases the digitalisation 

did not lead to changes in working contracts.

•	 In 46% of cases the representatives of workers engaged in the 
digitalisation process

•	 In 38,5% the employees were involved in the early stage of the 
process

•	 In another 38,5% the employees were simply informed.

One HR manager’s response that in most cases, employees themselves are 
leading the introduction of new technologies and are very closely related 
to the process.

All respondents stated that work efficiency has improved due to digi-
talisation and that turned out to be the main reason for digitalisation. 
Ninety-two per cent of manager respondents specified that digitalisation 
helped to make working time more efficient, while 77% of respondents 
found that through digitalisation, worker’s skills had improved. The work 
environment (69%) and safety (46%), as well as work satisfaction (62%) 
and balance of work and free time improved (31%).

Another 31% of respondents said that workers had more responsibility due 
to digitalisation without an increase in compensation packages. In 69% of 
the cases the introduction of new technologies had not resulted in chang-
es to remuneration systems.

Regarding training for the new technologies, 77% of managers said there 
are systems in place that allows employees to notify management if they 
need training and what sort of training is required, while all managers said 
that necessary training was offered to employees when implementing new 
technologies.

Just one manager said that basic ICT skills are not important for their em-
ployees, while all the other managers considered basic ICT skills ‘import-
ant’ or ‘very important’.

With regard to the need for higher levels of ICT skills, 16% of managers 
answered that more than 50% of their employees actually need to be at 
a higher level: 28% said that ‘26% to 50% of employees need it and 46% 
responded that 1% to 25% of their employees need ‘above average’ ICT 
skills in their work.

Eighty-five per cent of employers were of the view that their companies’ 
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dependency on digital skills will increase in the next 5 years (46%: a signif-
icant increase’ and 38.5% a ‘slight increase’), while another 23% thought 
the reliance would stay the same.

Almost two-thirds of managers see a digital skills gap; 90% see training as 
a solution for this lack of skills, while 61.5% of respondents ‘strongly agree’ 
that a competence development approach to lifelong learning is essential 
for employees.

Only one manager said that the enterprise had not done anything to re-
spond to the need to motivating staff to take part in training. Most (61.5%) 
companies link trainings with assessments and appraisals and 23% make 

trainings mandatory, while one respondent said that they:
show leadership in their companies, meaning explaining why it’s 
important, involving people in planning and convincing them to 
participate. “

and that
Some trainings concerning data protection for example have to be 
made mandatory.

Although no respondent mentioned linking bonus systems with trainings, 

formal qualification do correlates with income levels in Estonia.

According to managers 61.5% of companies don’t have a system to recog-

nise informally gained skills, which are not validated by a diploma.

Eighty-five per cent of employers provide internal/external trainings for 

employees which are organised and paid in full by the employer, while an-

other 8% provide internal/external trainings to improve digital skills where 

a part of the training cost is covered by the employer and another and 

a similar percentage provide vouchers or a specific amount of money to 

employees which covers training activities outside the enterprise.

Ireland

All the responding enterprises have introduced some form of the new 

technologies listed in the questionnaire within the past five years. These 

new technologies have resulted in changes to:

•	 Qualification and/or skill requirements in the aviation services 
and consulting respondents

•	  Health and safety rules and procedures in both the pharmaceuticals 
and consulting enterprises.

The ‘manufacturing’ respondent was the only one to indicate that, as a 

result of the introduction of new technologies, new forms of production 

systems and/or changes to the organisation of work there were changes, 

in particular to:

A. Production systems: a) lean production and d) workplace innovation;

B. Work organisation: job rotation.
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Malta

Fifty-seven per cent of management respondents confirmed that their en-
terprises have implemented a digital strategy. Almost all (90%) confirmed 
that in the past five years their enterprises had introduced new technol-
ogies, such as software (30%); computer hardware and communications 
systems (both 20%) and automation (18%).

Regarding the changes or new forms of work organisation as a result of the 
introduction of new technologies, there were 58% of positive replies. Work-
place innovation was the most common change. In a related sub-question, 
HR managers were asked to choose the types of changes to work organi-
sation that were brought about by the application of new technology. Here 
work groups and team working were the most common answer in the case 
of HR managers, followed by increased individual responsibility. Respon-
dents’ also replied to the question on whether ‘any negative impacts were 
identified or experienced’ as a result of the introduction of new technology 
and the most common replies were a) the increase in workplace stress; b) 
increases in work intensity; and c) more responsibility without an increase 
in remuneration.

Sixty-seven per cent of responses confirmed that workers can indicate the 
training that they wish to participate in, while 83% of respondents con-
firmed that the introduction of new technologies was accompanied by the 
relevant training. While 60% of said that their respective employers did not 
recognise skills gained informally, which are not validated by a diploma.

The most common approach to training was that employers would provide 
internal or external training to improve digital skills, organised and paid 
in full by the employer. In 17% of enterprises the introduction of the new 
technologies resulted in changes to workers’ employment contracts and in 
44% of cases t employees and/or employee representatives are involved 
in the introduction of the new technologies. Also, 44% of responses were 
that the introduction of new technologies at the workplace is accompa-
nied with the relevant training. The majority of replies also confirmed that 
enterprises responded to any digital skill gaps by providing on- the-job 
training.

About 19% of respondents of the questionnaire also confirmed that em-
ployees were informed of the new initiatives, ensuring their involvement 
in the introduction of new technologies. Eighty-five per cent of respons-
es confirmed that the introduction of new technologies did not result in 
changes to the remuneration system and most respondents do not believe 
that their enterprise’s reliance on digital skills will be increasing in the next 
5 years.

Most respondents also agree to the statement that a ‘competence devel-
opment approach to lifelong learning is essential for employees’ and also 
believe that in motivating staff to participate in training, they need to link 

training with assessments and appraisals.
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II. Modalities of connecting and disconnecting

Bulgaria

According to replies of managers, 45% of enterprises surveyed have some 

system in place to control (monitoring, calculating and recording) regular 

working hours, including remote/teleworkers and/or /mobile workers (i.e., 

on-site control). When the other 55% of respondents were asked ‘why such 

a system was not in place’, there were a variety of reasons, including the 

nature of the work, a focus on the outcome of the work rather, than the 

amount of time it takes. Financial reasons were also referred to.

The results are also significant with regard to the discussion with workers 

on the organisation of working time with regard to the “right to discon-

nect from the digital working environment”. Twenty-four per cent gave a 

positive response, including in the context of flexible working hours. These 

replies were mainly from those working in the IT and education sectors. A 

possible explanation for this result could be the Covid-19 pandemic, which 

has resulted in a significant share of distance learning, as well as working 

“online” in the IT sector and the overall introduction of digitalisation into 

Bulgarian society.

In one third of the companies, there are rules about the use of digital tools 

(software and electronic devices) for personal purposes during working 

hours. Some companies have imposed restrictions on access to certain 

groups of sites and personal accounts; others have restrictions on the use 

of personal electronic devices.

The share of managers with company policies to prevent isolation in the 

workplace, when remotely/teleworking or working individually, without a 

team, on the employer’s premises, is alarmingly low, just 14%. All of these 

enterprises operate in the IT sector. A possible explanation for this re-

sponse is the low share of teleworking and remote work, as well as the 

inability of companies to adapt during the pandemic.

Cyprus

The section on modalities of connecting and disconnecting included the 

following questions and replies. The respondents were asked whether in 

their companies there was a system in place to control (monitoring, cal-

culating and recording) regular working time in the enterprise 83% of re-

sponses were positive. However, it is noted that the replies did not spec-

ify what kind of systems these included. It should also be noted that, out 

of the negative replies, two respondents mentioned that they only have 

clock-in-clock-out systems and this is due to the number of mobile workers 

in the sector they operate in.

When asked whether working time arrangements are discussed with work-
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ers within the enterprise, 87% of the responses were negative. Out of the 

few positive replies, one manager said that this took place intra-depart-

mentally and according to the circumstances of each individual case.

On whether there are policies in place on the use of digital tools for private 

purposes during working time in place, 67% of the respondents said that 

there were no such policies. The respondents that replied positively, said 

that these rules were included in the employee manuals and/or that the 

companies provide the digital tools, such as mobile phones and tablets, so 

that their use is monitored for working purposes.

Finally, the question on whether there are policies and/or established rules 

in place to prevent isolation at work, in 87% of replies were negative and 

those who replied positively failed to specify what these policies are.

Estonia

According to the managers’ responses, 38,5% of companies surveyed dis-

cuss the right to disconnect with employees. Some employers only do this 

with some groups of workers, for example, with flexible work schedules. 

Thirty-nine per cent of companies have policies and/or established rules 

on the use of digital tools for private purposes during working time, but 

only 8% have policies and/or established rules to prevent isolation at work 

when teleworking or any other digital solution are used.

Almost 70% of managers said their employers had a system to control, 

monitor, calculate and record regular working time and on-site controls, 

including teleworkers and mobile workers. Just one company had the sys-

tem that only applied to blue-collars and another enterprise planned to 

do so.

Ireland

There are systems in place for the control of regular working time in the 

workplaces of four of the five HRM responses – in aviation services; consult-

ing services; pharmaceuticals; and manufacturing. Working time arrange-

ments, including ‘the right to disconnect’, are discussed with employees 

and there are also policies and rules in place on the use of ‘digital tools 

for private purposes’ in two of the five responses – in consulting services 

and pharmaceuticals.

While the aviation services enterprise also has working time arrangements 

and ‘rules regarding the use of digital tools for private purposes’ in place, 

these were not discussed with employees.

While in the manufacturing response these workplace arrangements are in 

place, it does not have ‘rules regarding the use of digital tools for private 

purposes’.

The outlier in the HRM responses is from the IT enterprise where there are 

no controls or rules in place for working time, or for ‘the use of digital tools 
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for private purposes’. Regarding policies / rules to ‘prevent isolation at 

work’, only the consulting services company have policies to address this 

problem (but does not elaborate).

Malta

Three-quarters of responses from HR staff confirmed that there are sys-
tems in place to control, monitor, calculate and record regular working 
time, including teleworkers and mobile workers. An interesting point in this 
context is that some HR staff also say that, as a company, they do not be-
lieve that they should micromanage their staff.

Twenty-eight per cent of HR staff confirmed that working time arrange-
ments in the light of the “right to disconnect”, are discussed with workers 
within the enterprise, while 64% of gave a negative reply to this question. 
Consequently, more than half of the enterprises that replied to the survey 
do not consult their employees on the right to disconnect.

Those respondents, who provided a positive answer, were asked to elabo-
rate on how this is done. Some sample answers stated that: i) rosters are 
done according to one’s activities or personal requests; and ii) that work-
ers are free to choose from where to work, as long as they are available 
during core hours. Half of the respondents claimed that there are policies 
in place against personal use of equipment, especially when it comes to 
social media.

Three-quarters of respondents confirmed that their enterprises have rules 
or policies in place to prevent isolation at work, especially in the case of 
teleworking.

III.	 Artificial	 Intelligence	 (AI)	 and	 guaranteeing	 the	 human	 in	
control principle

Bulgaria

All management respondents were aware of AI, even though only a third 

of the enterprises surveyed use AI systems. Among its uses, the most fre-

quently mentioned are for marketing purposes, for example, chatbots, vir-

tual/smart assistants and chats between teams in companies.

Managers were evenly divided (46% each) as to whether AI is compliant 

or not with current personal data protection legislation to ensure employ-

ee privacy and dignity. Only 8% of mangers could not determine whether 

there was such a link between AI and the current personal data protection 

legislation.

When asked about the impact AI has on work practices, the respondents 

point out that it facilitates workflow and time savings; it facilitates employ-

ee engagement through the use of chatbots and identifies segments and 

exceptions in large volumes of data. These impacts are seen in a positive 
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light. However, according to 86% of respondents no change in specific 

work tasks was observed after the introduction of AI.

Only 13% of managers said they have internal health and safety policies 

related to AI, so as to ensure that the use of robotics and AI applications 

comply with safety and security controls. Given the nature of AI tools de-

scribed above, this percentage, though low, is not considered a matter for 

concern at this stage.

An interesting question is the existence of rules to control decisions relat-

ed to the principle of ‘human control’, so that final decisions are made by 

humans and not by the AI technology. Less than a quarter of respondents 

(22%) answered positively and these were employed in the IT and process-

ing industry sectors.

The proportion of companies using AI systems in HR management proce-

dures, such as recruitment, appraisal, promotion, dismissal and perfor-

mance analysis was also low, at 13%. In these companies, transparency 

is ensured by providing information or by giving affected employee the 

opportunity to request human intervention and/or to challenge decisions, 

along with testing the results produced by the technology.

Cyprus

Almost all of the respondents were aware of what AI is. Despite this, only 

7% say AI is used in the companies they represent, while 70% say that AI is 

not used and the remainder (23%) did not know.

The majority of the respondents (53%) seemed not to be aware if the use 

of AI in their companies is aligned with GDPR rules and legal compliance. 

Of the remainder, 27% stated that their systems do comply, while another 

20% said that they do not comply.

When asked what the impact of AI is on work practices within the enter-

prise, once again, the respondents failed to specify any impact, with the 

exception of one reply that said that it provides more flexibility in the day-

to-day workings and it increases productivity, with almost all replies stay-

ing that the introduction of AI did not lead to and changes in the work 

tasks.

The respondents were also asked about any internal occupational health 

and safety rules related to AI and guaranteeing that the use of robotics 

and artificial intelligence applications respecting and complying with safe-

ty and security control. To this, 46% replied that there are no such rules 

and 50% replied they did not know.

The following question related to whether there are rules on control of de-

cisions related to AI, i.e., if the ‘human in control’ principle is applied and 

that final decisions are taken by humans and not by the AI algorithms? 

Almost two-thirds of replies said that this is not applicable and the remain-

der (38%) said that no such rules are in their workplace.
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Finally, 92% of respondents claimed there is no use of AI systems in human 

resources procedures, such as recruitment, evaluation, promotion and dis-

missal and performance analysis.

Estonia

Eighty-five per cent of managers are familiar with AI, but only 15% of the 

respondents had AI systems in their companies (such as, smart assistants 

and smart security systems) and, in one case, the respondent did not 

know. Also, almost a third of respondents did not know if the AI systems 

used in enterprises comply with existing law, including GDPR, thus guaran-

teeing privacy and protecting the dignity of employees. There was just one 

response saying that its AI systems do comply.

Most of the respondents could not describe the impact of AI on work prac-

tices and almost a quarter said that they do not use AI nor is there any 

significant impact on work. Fifteen per cent do not expect any impact of 

AI in the future, while just one respondent expects AI to help employees.

Specific work tasks have not changed after the introduction of AI in any of 

the respondents’ companies.

Only one respondent has internal health and safety (OHS) rules related to 

AI, guaranteeing that the use of robotics and AI applications are respect-

ing and complying with safety and security control. A quarter of the enter-

prises has AI, but does not have related internal OSH rules. Over a half of 

respondents don’t use AI and, consequently, don’t have any internal OSH 

rules related to it.

With regard to the ‘human in control’ principle, a quarter of respondents 

said that there are no such rules in their enterprises. However, none of the 

enterprise used AI systems in human resource procedures, such as recruit-

ment, evaluation, promotion and dismissal, performance analysis.

Ireland

HR managers

All respondents know what AI is.

In the pharmaceutical company the following AI tools are used:

•	 Manufacturing robots

•	 Smart assistants

•	 Proactive healthcare management

•	 Virtual travel booking agent

•	 Social media monitoring

•	 Inter-team chat tool

•	 Natural language processing tools

This response notes that AI:
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…frees up employees to work on more meaningful work and have greater

Impact by moving up the value chain and it allows for quicker processing

times and greater data analysis.

The manufacturing response also has AI in place, using manufacturing ro-

bots and inter-team chat tools. AI allows for:
… less handling of the product for the operator.

In both these enterprises

•	 AI rules comply with GDPR and related Irish legislation

•	 Work tasks have changed

•	 There are internal occupational health and safety rules relating

•	 to AI

•	 Final decisions are taken by humans and not by AI.

However, AI is not used for HR procedures in either company.

Malta

When asked to elaborate in the case where the employer has adopted a 

policy, respondents alluded to the policies centring on CCTV systems and 

most also answered that employees, or their representatives, were not 

consulted in formulating this policy. Over half of responses said that there 

are no AI surveillance systems or other monitoring systems in their enter-

prises. A similar percentage of respondents confirmed that trade unions or 

other employees’ representatives are consulted/informed on issues relat-

ed to data privacy protection.

IV. Respect of human dignity and surveillance

Bulgaria

The issues related to monitoring the performance of workers and em-

ployees through digital tools or AI monitoring systems are of particular 

interest. A third of managers said that such a policy is implemented in 

their companies; in 36% of enterprises with such an AI surveillance system, 

measures are reported to limit the risk of intrusive surveillance of work-

ers and employees and misuse of personal data, as required by the Data 

Protection Regulation. Almost 90% of respondents indicate that workers 

and employee representatives are informed on personal data protection 

issues, while, to the question as to whether workers and employee repre-

sentatives are equipped with the hardware and software tools to support 

their activities in a digital working environment, 82% of managers said 

that such facilities are available.
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Cyprus

To the question as to whether, in cases where AI surveillance systems or 

other monitoring systems are in place, if there are any measures to limit 

the risk of intrusive monitoring of employees and misuse of personal data, 

80% of the respondents replied that there were no such measures. .

Importantly, in 58% of responses, employees’ representatives are consult-

ed and/or informed on issues related to data privacy protection, 58% of 

the respondents mentioned that this does happen.

To the question related to whether employees’ representatives are 

equipped with facilities and (digital) tools, for example, digital notice 

boards, to fulfil their duties in a digital working environment, 69% of the 

respondents claimed that such facilities are provided.

Estonia

Almost a quarter of management respondents confirmed that there are 

policies in place in their enterprises on work monitoring of employees, us-

ing digital tools or AI surveillance systems. Two managers mentioned a 

working time monitoring system Begin being used. In all cases the moni-

toring is discussed with the employees and in some cases, it is part of the 

employment contract15.

In 15,4% of companies, where there is an AI surveillance system or other 

monitoring systems in place, there are measures to limit the risk of intru-

sive monitoring and the misuse of personal data.

According to 69% of responses, employees’ representatives are consulted 

and or informed on issues related to data privacy protection. Employees’ 

representatives are provided with facilities and (digital) tools, e.g. digital 

notice boards, to fulfil their duties in a digital working environment in 69% 

of replies.

Ireland

The aviation services organisation, the consulting services and the phar-

maceutical enterprise all have policies in place on work monitoring using 

digital tools and:

•	 Employees and/or their representatives are consulted

•	 They are also consulted on issues related to data privacy protection

•	 There are measures in place in all three enterprises to limit the 
risk of intrusive monitoring and the misuse of personal data.

Regarding facilities for employee representatives, only the aviation ser-

vices company does not provide such facilities.

15 See https://www.begin.eu.
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Malta

Most of the respondents either answered that they do not know or an-

swered negatively on whether the employer has adopted a policy related 

to worker monitoring, using digital tools or AI surveillance systems. When 

asked to elaborate in the case where the employer has adopted such a 

policy, respondents alluded to policies centring around the CCTV systems 

and most also answered that the employees or their representatives were 

not consulted in formulating such a policy.

Respondents were also asked whether there is an AI surveillance system 

or other monitoring system in place in their enterprises and, if so, are any 

procedures to limit the risk of intrusive monitoring and misuse of personal 

data: 53% of the replies said that there are not such systems.

Fifty-six per cent of the respondents confirmed that trade unions or oth-

er employees’ representatives are consulted/informed on issues related 

to data privacy protection, while just 28% of the respondents confirmed 

having trade unions or other employees’ representatives in the enterprise 

equipped with facilities and (digital) tools.

Analysis of the workers’ views

Reaching nearly 170 employees16  in the five partner countries, the project 

provides valuable information on companies’ policies on the development 

of digital skills and the uptake of telework, AI and surveillance rules.

The ILOSTAT database on trade union density provides comparable sta-

tistics on the membership level within the five partner countries. The low-

est rates are registered in Estonia (6,0% in 2019) and Bulgaria (13,7% in 

2016). A quarter (25,4%) of the Irish employees are trade union members. 

The density is even higher in Malta (47,5% in 2016 and 41,9% in 2020) and 

Cyprus (43,3% in 2016)17.

I. Digital skills and securing employment

The two countries with lowest rate of trade union density appear to have a 

larger share of enterprises where no collective agreements are concluded. 

Even where such agreements exist, most still do not address issues related 

to the digital transformation of the enterprises.

The poor interest towards regulating the digital transformation by the 

unions is not surprising having in mind that the majority of the responses 

point to the lack of digital strategy implemented from the employer’s side. 

The digital transition is mostly prioritised in Bulgaria and Estonia.

Though not following a strategic plan, enterprises seem interested in in-

vesting in new technologies. A very large proportion of all employees (over 

16 Out of the total number there are 3 respondents who are Board-level Employee 
Representatives.

17 See https://ilostat.ilo.org/  Own account calculations of CITUB, however, suggest 
that in 2020 the rate of unionisation in Bulgaria is about 20%. 
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50% in all partner countries) said that new technologies have been intro-

duced in the last five years. The most popular technologies introduced are 

computer hardware and software systems, followed by communication 

technologies, platform algorithms and automated services.

The introduction of new technologies seems to be linked to the introduc-

tion of new forms of work organisation. About half of the respondents 

from each partner country (Ireland even with higher rates) reported on 

such correlation. The most frequently cited new form of work organisation 

was “remote working / teleworking”. It is mainly followed in all national 

rankings by “working groups/teamwork” and “increased individual respon-

sibility”. Job rotation remains popular in Bulgaria and Cyprus in particular.

It is interesting to point out that almost all surveyed employees were able 

to list at least one negative impact because of the introduction of new 

technologies. The only exceptions are Cyprus (with 16% of the employees 

did say that they do not see any negatives stemming from the digitalisa-

tion of their workplace) and Estonia (where 35% did not point to any neg-

atives). Among the top-rated negative consequences in all partner coun-

tries is the “increased labour intensity”. Other consequences topping the 

national rankings include:

•	 Burdening workers with more responsibilities ( only in Ireland is 
this mentioned as a top impact)

•	 The changes in working time (Bulgaria, Cyprus, Ireland)

•	 “Less collective action/ solidarity” (Cyprus, Estonia, Ireland); stress 
level having increased (Estonia, Ireland, Malta and Bulgaria).

Digitalisation should not be treated as having only a negative impact on 

the workplaces; it is also connected with certain advancements. All part-

ner countries ranked high in the improvement of work organisation. Four of 

the countries pointed to better work-life balance as a major achievement 

(only Cyprus was more positive about this!). Other major enhancements 

include up-skilling of the workers (in Bulgaria, Cyprus and Estonia), better 

working conditions (in Cyprus, Ireland and Malta) and time management 

(in Estonia) and fewer technical tasks performed (in Bulgaria, Cyprus).

Companies’ human resource practices can be improved to allow more and 

better training opportunities. With the exception of Estonia, all other coun-

tries report a low rate of companies where a procedure for reporting train-

ing needs is established. However when a new technology is introduced, 

the employers are willing to train staff and all countries point to a high 

rate of in-company digital training. The overall employee satisfaction of 

the digital training is high (though Cyprus has a lower rate of satisfaction) 

and it can be concluded that these tend to be effective in terms of acquir-

ing the necessary knowledge and experience to handle newly introduced 

technologies.

A very small share of all employees stated that there is workplace pro-
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cedure for recognising informally acquired skills. Still the majority of the 

workers are not aware if such company procedures exist. It can be con-

cluded that skills acquired through informal training are not yet prioritised 

as an essential element in company policies for documenting employee 

profiles and capabilities.

It should also be mentioned that all partner countries indicated that em-

ployers typically pay the training costs, either in full or partially. However, 

despite being a small share in total employee answers, there appear to be 

companies that fail to communicate their training strategy and employees 

are not aware of existing education programmes (this is indicated by the 

Bulgarian, Cypriot, Estonian and Maltese responses).

II. Modalities of connecting and disconnecting

It is surprising that employees’ answers suggest that a relatively small 

share of European enterprises have introduced on-site systems to control 

(monitor, calculate and record) for regular working time, including work-

ing time for teleworkers and mobile workers. This is the situation in around 

half of the enterprises in Bulgaria and Malta and less than 40% of the en-

terprises in Cyprus and Estonia. Ireland scores a little bit higher, but results 

might be questioned as the sample is so small.

Even more surprisingly, employees tend not to accept the idea of being 

controlled by a system for counting working hours. The vast majority of 

workers in Bulgaria and Estonia do not believe that on-site systems to con-

trol and monitoring regular working time is needed. However, employees 

in Malta and Cyprus are not that much convinced.

Reporting overtime appears to be a challenge in all partner countries. 

Though a relatively high share of workers in Cyprus, Estonia and Malta 

stated that it is not difficult to report overtime, still below a third of the 

surveyed employees in Bulgaria can easily state overtime hours. Again it’s 

a concern that half of the respondents in Bulgaria are neither aware of a 

system to monitor overtime, nor are satisfied with the existing system to 

register extra work hours. The proportion of such workers is not significant 

in Cyprus, Estonia and Malta but are still above 10%.

Data shows that many enterprises in Bulgaria, Cyprus and Malta do not 

consider discussing working time arrangements with employees (indicated 

by about half or more of the surveyed employees). There is not enough 

data for Ireland and Estonia to outline communication patterns concern-

ing the topic (either data is missing, or the employees are not aware of 

the issue).

Survey results suggest that a high number of employers in Bulgaria and 

Malta still fail neither to set formal barriers on the use of digital tools 

for private purposes during working hours nor to communicate these to 

employees. The rate of internal rules adopted is much higher in the other 
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three countries, but improvements can be made here as well.

The implementation of company rules to prevent isolation of (individual) 

remote workers appears to be quite low in Cyprus, Bulgaria and Malta. 

Half of the Estonian employees interviewed share existing rules aiming to 

support communication between teleworkers.

With the Covid-19 pandemic spreading across the EU, teleworking has been 

on increased. However, Eurostat data for 2021 shows that the percentage 

of employed persons (aged 15 to 64) who usually work from home was 3% 

in Bulgaria; 15% in Estonia; 32% in Ireland; 7% in Cyprus; and 15% in Malta. 

It is not surprising that there is a lack of isolation rules for teleworkers in 

Bulgaria and Cyprus, as remote working is quite low. On the other hand, 

Malta appears to perform much better and missing rules seems to corre-

spond to its ranking.

It is crucial therefore, that the Framework Agreement be implemented in 

full so as to guarantee better national performances in teleworking. As a 

recent Eurofound report points out:
Social dialogue can play a critical role in implementing telework 
regulations to protect employees and create positive outcomes for 
both employers and workers18.

III. Artificial intelligence and guaranteeing the ‘human in control’ 
principle

In all five countries, the majority of employees are familiar with AI. This is 

strongly related to the fact that the researchers have provided an exten-

sive glossary where they have explained all the important terms used so 

that the respondents can refer to this glossary and be fully aware of the 

meaning of the terms used throughout the questionnaire.

The percentage of people who use AI in the workplace is much smaller. Al-

though the majority of respondents are aware of what AI is, its usage rate 

is quite low (with no respondent relating to the issue in Estonia). From the 

responses that say AI is used within the workplace used to revolve around 

а range of issues (listed starting with the most popular ones):

•	 Marketing chat bot (Bulgaria, Malta)

•	 Chat tool between teams (Bulgaria, Malta)

•	 Natural language processing tools (Bulgaria, Malta)

•	 Automated financial investing (Bulgaria, Malta)

•	 Smart assistants (Bulgaria, Cyprus)

•	 Manufacturing robots (Bulgaria, Cyprus)

•	 Healthcare management (Cyprus)

•	 Social media monitoring (Cyprus).

18 Eurofound (2022), Telework in the EU: Regulatory frameworks and recent updates, 
web article available at: https://www.eurofound.europa.eu/publications/report/2022/
telework-in-the-eu-regulatory-frameworks-and-recent-updates#tab-02
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Furthermore, the introduction of AI seems to have had a limited impact on 

work tasks in some countries (Cyprus, Malta) and a much more significant 

impact in others (for example, in Bulgaria, a significant share of respon-

dents say that AI has impacted on work tasks). One key finding from the 

research is the fact that there are no set of internal occupational health 

and safety rules related to AI which would guarantee that the use of robot-

ics and artificial intelligence applications respect and comply with safety 

and security controls. However, this would need further investigation by 

the social partners.

None of the respondents from Bulgaria, Malta and Ireland reported having 

such rules at the company level. Only Cyprus appears to have introduced 

such policies. Of course, these findings call for immediate actions, since 

AI has to operate under specific rules that safeguard personal data, as 

well as the fact that the algorithms should not be making decisions that 

impact on employees. Therefore, the extent to which robotics and desktop 

applications are controlled to ensure workers’ safety cannot be measured 

from this study.

However, countries should focus on developing rules to control decisions 

of AI by ensuring the application of the ‘human in control’ principle. Bul-

garia is to the forefront in relation to controls over AI decision-making and 

Cyprus is taking steps towards such controls. However, in conclusion from 

this study it can be said that there is still a lack of active communication 

from employers to employees about the controlled empowerment of AI, or 

ensuring that final decisions are made by humans, not by AI algorithms.

IV. Respect of human dignity and surveillance

Most of the employees in the countries participating in this project do not 

know if the employer has adopted policies related to work monitoring 

through digital tools or AI monitoring systems. A very small share of re-

spondents says employers have adopted such policies, in Bulgaria, Cyprus 

and Malta. Typically, employees are not aware if there are measures in 

place to limit the risk of intrusive monitoring and misuse of personal data 

when work monitoring is performed through varies forms of digitalisation. 

Employees are also not aware of what happens to the accumulated infor-

mation from their workplace duties. Only in Cyprus and Malta a few work-

ers stated that such measures are applied.

Consultation of and information to workers’ representatives on personal 

data issues are not sufficiently visible to employees. Although a significant 

proportion of respondents (in Bulgaria, Cyprus, Estonia and Malta) said 

that such processes are in place for releasing specific information to em-

ployee representatives. However, a major share of employee respondents 

is not aware if such consultation and/or information meetings take place.

No general conclusion can be made on the provision of digital tools and 

other facilities to trade unions and other workers’ representatives to assist 
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in the performance of their tasks. A small number of respondents believe 

that these representative groups are provided with the relevant equip-

ment (in Bulgaria, Cyprus, Estonia and Malta), while others do not have 

any information on this issue. Bearing in mind the small share of union 

and workers’ representatives in some partner countries, it is not surprising 

that active dialogue and information dissemination from management to 

employees is missing.

1.6. Challenges to social dialogue arising 
from the digital transformation in the world 
of work

These challenges vary country by country. However, following a compara-

tive analysis of the survey data, there were some shared challenges iden-

tified in terms of applying the arrangements in the Framework Agreement, 

through social dialogue. Section 1 of this chapter presents the unique 

challenges to social dialogue arising from the workplace digital transfor-

mation, as described by the project partners. Section 2 outlines issues re-

sulting from comparisons of the managers and employees’ questionnaires. 

These topics are considered by the social partners in the five countries in 

order to successfully implement the Framework Agreement.

Section 1: Country overview of challenges to social dialogue 
arising from the digital transformation in the world of work

Bulgaria

In Bulgaria digital transformation has been treated by the national level 

social partners. The topic is not really an outstanding issue at sectorial 

level social dialogue and none of the four topics of the Framework Agree-

ment are treated in full by sectorial level collective agreements. Moreover, 

company collective agreements are not yet recognised as a tool for setting 

policies under the four pillars of the Framework Agreement. Companies 

have their own digital strategies for the introduction of new technologies 

to work processes and in the vast majority of cases employees are either 

informed and / or consulted. It can be concluded from this that there is 

an unexploited potential for collective bargaining that can increase the 

benefits and reduce the possible risks for both parties in the employment 

relationship when digitalisation is introduced into the workplace.

Work-related training is primarily paid for by employers. Some of the ques-

tionnaire employees’ responses indicate that, there is still a lack of funding 

for training or a lack of a clear communication strategy about available 

training by a small number of employers. It is vital for employers to estab-
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lish and communicate clearly training procedures to employees. It is also 

a of good performance management to allow anyone to address the need 

to be involved in training. Training practices should be further developed 

by some companies that do not provide training about exploitation of the 

newly introduced technologies or fail to recognize skills acquired through 

non-formal training.

Companies still do not pay enough attention to the right to disconnect. 

This issue is addressed by the IT and education sector employers who pro-

moted telework during the COVID-19 pandemic. Telework appears to be 

problematic, taking into account the small share of employers taking mea-

sures to prevent employee isolation.

Working time needs to be prioritised in terms of accounting for its dura-

tion. Monitoring the duration of working time is still not prioritised by many 

companies, and many employees who participated in the survey, are not 

aware of whether their employers reports overtime and they also experi-

ence difficulties in reporting it to the relevant unit (HR/line manager).

The survey results also suggest that there are few employers who ap-

ply rules on the use of digital tools (software and electronic devices) for 

personal purposes during working hours. The regulation of AI, regarding 

health and safety considerations also scored low, as few companies had 

such policies related to AI, or rules to control decisions made by AI tech-

nology.

Cyprus

The need for the reskilling and upskilling of employees is recognised by the 

employer organisations and the trade unions, so their efforts have been 

focused on training. As the impact of digitalisation and, in particular AI, on 

the content of training programmes and their effectiveness is not yet fully 

developed, these programmes should be assessed over time. Having in 

mind that both social partners stress certain aspects of workplace digital 

transformation, then training strategies need to be analysed and identi-

fied, so as to make sure that all concerned are on the same wavelength.

There are still companies where employees cannot propose their own 

training needs and, as a result, courses may be both inefficient and inef-

fective. The right to identify and request their own training needs must be 

communicated to employees.

Despite the fact that (national) social partners have been consulted with 

regard to vocational training, employees are not active in the design pro-

cess of the training. As a result, their voices have not been taken into ac-

count with regard to training design and content. This is certainly an issue 

to be addressed by trade unions.

Social partners have the means to provide their own training to employees 

and businesses. Even if the State vocational training agencies, such as the 
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Human Resource Development Authority (HRDA), is reluctant to reskill or 

upskill, social partners can offer training schemes relevant to skill needs 

and motivate employees’ participation19.  

Although there are national and company level discussions about tele-

working, it seems that this new form of employment is not yet regulated 

and no solid agreements have been reached. Teleworking can be both 

beneficial, but also have risks. That is why this issue must be addressed by 

cooperation between the national social partners.

There are no policies in place to address the risk of workplace isolation of 

teleworkers. Only a very small number of companies apply such measures.

There are gaps amongst the sectoral trade unions on the way they man-

age digitalisation and its impacts on the workplace. There are instances 

where there are no references to the steps taken and this needs further 

clarification, since the discrepancies might be quite high.

Digital strategies are not well communicated to the employees. This is one 

of the major problems associated with communication within workplaces, 

where there are actions being taken that are not communicated effective-

ly. Where digital strategies are not adopted it can be suggested that they 

negatively impact on working time arrangements, the rules regarding the 

control of the decisions, the policies and measures for work monitoring 

using digital tools and the health and safety rules related to AI.

Estonia

Estonia faces some major challenges posed by digital technologies. These 

include:

•	 The digital gap and rising inequalities

•	 Equal deployment of digitalisation among companies and some 
aspects, such as e-commerce, can be improved

•	 Ensuring fixed broadband coverage

•	 A lack of awareness of the benefits when taking up digital 
technologies in companies

•	 A lack of corporate strategic planning.

Based on the survey all aspects of the Framework Agreement are being 

addressed and dealt with by employers and social partners, but there is 

less attention to some parts of the Agreement. Employers, trade unions 

and government have dealt with digital skills, securing employment and 

modalities for connecting and disconnecting. Less focus has been given 

to AI and guaranteeing the ‘human in control’ principle and respect of hu-

man dignity and surveillance. It can be assumed that this level of attention 

is related to the level of relevance of AI related issues and will be more 

pressing when the technology is being implemented more broadly.

19 See CEDEFOP Data for vocational training in all EU Member States:https://www.
cedefop.europa.eu/en/tools/vet-in-europe/about-us 
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It must be noted that trade union density and the number of signed col-

lective agreements remains low and that is why social partners must find a 

way to address digitalisation in a number of ways, including through enter-

prise-level collective bargaining. As Estonia is well known for its flexibility 

in labour law, digital developments can also be treated by amendments 

to legislation. Recently, social partner confederations have made several 

efforts to find a suitable balance between employment security or bene-

fits and flexibility. For example, flexible standard hour contracts are to be 

piloted in the retail sector as a result an agreement between the trade 

unions and employers organisation for the sector and a such pilot is being 

planned for the hospitality sector. Thus the special regulation is adapted 

in law because of the low trade union membership it doesn’t allow for it to 

be a collective agreements to the whole sector.

Following the four pillars of the Framework Agreement, it can be said that, 

because of poor ICT skills among employees, the national performance 

in the supply and demand of digital skills shows significant room for im-

provement. A substantial number of companies encounter problems find-

ing skilled employees despite the existence of national programmes like 

“OSKA” which analyses labour demand and the skills necessary for eco-

nomic development over the next 10 years. The so-called STEM subjects 

(science, technology, engineering and mathematics) are not that popular 

among current students and the educational dropout level remains high.

There is a need to develop teleworking as a successful company practice. 

Employers find it harder to maintain organisational culture, control and 

team spirit with remote workers. Employees complain more about com-

munication barriers, stress and confusion regarding working and rest time. 

In addition to working time, there is confusion between employee and em-

ployer over the allocation of tools, resources and responsibilities. Social 

partners need to address the following issues regarding telework:

•	 The blurring of boundaries between work and family life and the 
stress this can cause

•	 Prevention of overwork

•	 Social isolation and losing the sense of unity within the organisation

•	 Applying efficient control mechanisms to remote workers, 
especially with regard to the time management

•	 Maintaining occupational health and safety standards, especially 
if employees do not manage their own working conditions

•	 The potential for losing control over the time an employee devotes 
to work.

Ireland

Irish policies on electronic, digitalisation, automation and AI development 

have been fully supported by industry and business organisations as well 
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as by the trade union movement. These policies have resulted in the provi-

sion of high-skilled employment and successful Irish spin-off global enter-

prises in hardware, software and, more recently, automation and robotic 

developments. The main challenge arising out of the rapid advances in the 

application of new technologies are the unknown impacts for economic, 

employment and social developments of robotics and AI into the future.

In this ever-growing complex workplace, Irish legislation, including the 

transposition of the GDPR, provides some protection from monitoring and 

surveillance for employees, while allowing employers’ discretion when 

there is a perceived security or commercial threat to the business.

A further challenge for the Irish and EU enterprises and workforces is the 

shift in sentiment, the postCOVID-19 pandemic, to ‘globalisation’ and the 

necessary realignment and re-establishment of fractured supply-lines.

Malta

On the positive side, industrial relations in Malta are generally harmonious 

and social dialogue takes place at the Malta Council for Economic and 

Social Development (MCESD), a tripartite institution. Social partners are 

open to discuss matters of national importance and come up with solu-

tions that are mutually beneficial. Nonetheless, the role of social partners 

within the industrial relations framework is a consultative one. In the ab-

sence of collective bargaining by social partners due to the decentralised 

system, they can only come up with policy recommendations. Depending 

on the relevance of the topic, this is either legislated for by Government, 

or communicated to members for voluntary action.

Nonetheless, in the context of Malta’s size and economy, the social part-

ners are small organisations. Despite all good intentions, they often lack 

the capacity to engage on an extensive range of issues and can only focus 

resources on selective topics. It is crucial to invest in capacity building of 

the social partners (the European Social Fund may contribute to this) so 

that all four pillars of the Framework Agreement are treated in full. Howev-

er, the on-going collective bargaining at company level does not prioritise 

the topics covered by the Framework Agreement.

In terms of the four pillars, a number of challenges have been identified 

through the analysis of the survey results from the responses of the em-

ployers and employees. These challenges feed into social dialogue topics 

and should be further investigated and addressed.

Many companies still have not implemented a digital strategy. Having a 

defined digital strategy is crucial, especially given that the majority of 

enterprises have confirmed that they introduced new technologies in the 

past five years. Social dialogue needs to keep abreast with the technolog-

ical advancement and adoption within enterprises. Failure to keep up with 

these new advancements, newly introduced technologies might impact 
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the competitiveness of enterprises with a consequence for job security 

and on the organisation of work in general. Without a digital strategy, it is 

more difficult to begin social dialogue, given that elements for negotiation 

and exchange are not clearly defined.

The introduction of new technologies leads to new forms of production 

systems and / or changes to the organisation of work. Apart from the pos-

itive impacts on the work processes, employees complain about increased 

work intensity, increase in workplace stress and more responsibility without 

increased remuneration as the main negative effects from the introduc-

tion of new technologies.

Although the introduction of new technology is accompanied by appropri-

ate training, there are still companies where training policies give employ-

ees an opportunity to report their training needs. The fact that informally 

gained skills are, in general, are not recognised by employers is another 

point to be considered.

Having a system in place which monitors, controls and records regu-

lar working time is also an issue to be addressed. Since employees are 

not sure whether they would prefer having such a system and employers 

claiming that they prefer not to micromanage their staff, the topic remains 

ambiguous. More effective dialogue between the employees and employ-

ers might be warranted in this case.

Many companies still lack structured dialogue on the ‘right to disconnect’. 

Other issues appeared as important milestones to be part of the bargain-

ing agenda. These include:

•	 The establishment of rules on the use of digital tools for private 
purposes during

•	 Working hours adoption of policies to prevent isolation at work

•	 Establishing rules on the right to disconnect.

AI and guaranteeing the ‘human in control’ principle score low in the pri-

ority list of issues that could be addressed through social dialogue. Some 

areas to be improved include:

•	 The privacy of employees: less than 50% of the responding 
employees unable to confirm that the implementation of AI in their 
enterprise complies with the GDPR. This is not to say that enterprises 
are not compliant, but a question of communication. Moreover, most 
employees claimed that their work tasks are not impacted by AI 
systems. Given the increasing use of such systems, it is possible that 
more awareness is required in this area

•	 Occupational health and safety regulations (OSH) related to AI, 
respondents were not able to confirm that compliance and respect to 
these safety and security controls were adhered to or respected

•	 Conversations and knowledge among both employees and 
employers when it comes to the “human in control” principle
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•	 Transparency on the use or application of AI systems at the 
workplace.

Respect of Human Dignity and Monitoring is the least discussed topic 

among enterprises and employees. The creation of company policies that 

include more consultation with employees on limiting the risk of intrusive 

monitoring or misuse of personal data would clearly improve the current 

situation.

Data privacy and protection also needs to be prioritised. With a small 

number of enterprises confirming that trade unions or other employees’ 

representatives are consulted on issues related to data privacy protection, 

it is an area that would benefit with more discussions through the social 

dialogue process.

Section 2: outlining issues arising of the managers and 
employees’ questionnaires

Social dialogue on the four Framework Agreement pillars is already hap-

pening but still needs to advance in terms of effectively incorporating the 

topic of digital transformation within collective agreements. Efforts should 

start from the national level organisations and then cascade down to sec-

tor level organisations.

In terms of training policies and the development of digital skills, social 

partners are challenged to ensure companies establish:

•	 Reporting procedures on training needs accessible to all 
employees (all partner countries except for Estonia)

•	 Workplace procedure for recognising informally acquired skills 
(all partner countries)

•	 Information channels of existing education programmes (Bulgaria, 
Cyprus, Estonia and Malta).

Regarding the second pillar, social partners should overcome challenges 

related to company level practises on:

•	 Establishing an on-site control system on working time regulation, 
including working time for teleworkers and mobile workers (all partner 
countries)

•	 Easy to use procedures allowing overtime monitoring (Bulgaria)

•	 Initiating dialogue between workers and managers on working 
time arrangements (Bulgaria, Cyprus and Malta)

•	 Imposing (where necessary) formal barriers to employees on 
digital tools usage for private purpose during working hours (Bulgaria, 
Malta)

•	 Preventing isolation of (individual) remote workers (all partner 
countries but specifically in Cyprus, Bulgaria and Malta).

As stated within the Framework Agreement most enterprises in Europe are 

still in the early stages of using new AI-based possibilities to optimise work. 
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Bearing this in mind, social partners need to be proactive and address 

challenges related to:

•	 Understanding the nature and risks of AI and identifying companies 
where it is used (all partner countries)

•	 Adoption of internal health and safety policies related to AI usage 
in enterprises (all partner countries)

•	 Developing written rules to control AI decisions so that final 
decisions are made by humans in each enterprise (all partner 
countries).

•	 The fourth pillar of the Framework Agreement reveals some 
challenges to be addressed by social partners:

•	 Establish transparent rules on the processing of personal data 
as part of the human resource system of the enterprises (all partner 
countries).

•	 Incorporating within company trade unions’ practises the issue 
of personal data collection by the employer (all partner countries). 
Even if this is currently a sensitive and confidential topic, employees 
should be informed that all measures have been taken to protect their 
interests.

1.7. Recommendations for the social 
partners and collective bargaining with 
a view to the implementation of the 
Framework Agreement

The project itself contributed to outlining the issues of the Framework 
Agreement that are not included, so far, within the agenda of the social 
partners. Because of this missing knowledge for actions on certain issues, 
social partners might need initial training to understand the ideas behind 
the proposed measures by the Framework Agreement. Training sessions 
could introduce the risks related to digitalisation for working people and 
outline best practice examples for dealing with these risks.

As a result of this TransFormWork Project, all the partner countries are ad-
vised to initiate social partners’ discussions on implementing the Frame-
work Agreement pillars at both national and sectoral levels. This would 
require the setting up of new bi-partite organisation comprising experts in 
digitalisation and AI from both national employers’ and employees’ organ-
isations. Discussions, leading to the development of actions within this new 
organisation would strive to find a common approach towards implement-
ing the four pillars of the Framework Agreement. The very basis underlying 
adopting this approach is to overcome the “fear” of introducing digital 
solutions to businesses in the partner countries. Commitment would be 
required to ensure certain follow-on actions, such as the adoption of joint 
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policy recommendations, running promotional campaigns and awareness 
raising events for their respective members. All of these should be guided 
and supported with a package of easy- to-use and accessible materials.

Social partners should investigate which business sectors and which occu-
pations are undergoing digital transformation and these should be ranked 
among the first to focus agreed measures on. Social partners need to find 
a way to broaden the scope of collective bargaining and use it as a way to 
guide company digital transformation in line with the pillars of the Frame-
work Agreement. Collective bargaining would assist in effectively manag-
ing transition periods, supporting companies and sectors to restructure 
and adapt accordingly and dealing with the risks of increasing wage in-
equality and polarisation in working conditions.

A new wave of collective agreements on managing digital transforma-
tion and the digital organisation of work through changes in working time 
flexibility, reskilling and upskilling, improvements in work–life balance and 
working conditions, such as health and safety, including reducing psycho-
social risks, should be leading the way in revising existing structures of 
collective bargaining.

Trade unions should fully cooperate with management towards achiev-
ing the best possible outcomes for workers with the deployment of digital 
technologies. Information and consultation can contribute to avoiding any 
negative consequences of digital transformation. Skills development has 
been prioritised by all partner countries and efforts on the other three 
pillars of the Framework Agreement have lag behind or are absent in 
some countries. Though acknowledging the significance of up-skilling and 
re-skilling with the spread of technologies, a balanced approach needs to 
be adopted by all partner countries, ensuring that equal attention is paid 
to all issues of the Agreement.

In order to ensure digital skills training, cooperation between social part-
ners and educational institutions on a bilateral level can be established. 
One should explore if tripartite cooperation in specific areas relating to 
re-skilling and up-skilling concerning the digital transformation of the 
workplace adds value and yields lasting results.

Despite recent innovative experiences, social dialogue and collective bar-
gaining are still at a very early stage of development for the digital and 
platform economies. Social partners, and particularly trade unions, are 
making efforts to reach agreements addressing social protection and oth-
er standards on working conditions. It is likely that the increasing dispersal 
of workers as a result of remote working will render unionisation more dif-
ficult to organise. The use of digital technology and platforms could allow 
social partners themselves to better organise their activities and increase 
their influence, as well as monitoring and extending their capabilities and 
increase their membership.

Partner countries, however, recognise that AI is an issue to be addressed 
even beyond national efforts to control its usage. That is why the Frame-
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work Agreement may serve as an additional stimulus to encourage EU-lev-
el monitoring of AI for its (yet unknown) effects on workplace safety and 
health.

As noted by the Irish partner in the current project there are many specif-
ic Directives which have been enacted since 1989 and the EU Agency for 
Safety and Health at Work (OSHA) has undertaken a wide range of studies, 
proposed guidelines and set standards. Yet there is an urgent requirement 
to update and bring the 1989 Framework Directive (89/654/EEC) in line 
with the expected impacts of automation, robotics and AI in EU workplac-
es. The European Parliament itself published a Resolution calling on the 
Commission and the Member States, to devise a legislative proposal on AI 
in the workplace to ensure appropriate protection for workers’ rights and 
well-being, including their mental health and fundamental rights, such as 
non-discrimination, privacy and human dignity in an increasingly digital-
ised workplace.

EU Member State governments should prepare guidelines for employers 
and employees to guarantee the safety, protection of human rights and 
control of humans over machines and AI, in accordance with national 
strategies for its successful implementation.

As observed by all project partners the four pillars of the Framework 
Agreement guide the direction of company evolution but may not be firm-
ly bound with a package of practices and measurable outcomes. Effective 
implementation of the Framework Agreement can be ensured by the es-
tablishment of a formal body with social partner representatives, as sug-
gested by Ireland with the establishment of a body within a joint Labour / 
Employer Economic Forum. This organisation would have the responsibility 
to report back to the European social partners’ joint monitoring group for 
the implementation of the Framework Agreement and continue to support 
its implementation on a national level.

It would also produce common positions and agreed joint proposals. It 
may also be the organisation to contact the national government or EU 
institutions, such as the European Social Fund (ESF) to ensure the alloca-
tion of necessary resources. It could also contact other national level insti-
tutions, for example, like Health and Social Care ministries to incorporate 
OSH strategies for digitally advance companies (especially where AI and 
telework are applied).

Recommendations following the identifying of the challenges outlined in 
previous chapters are highlighted below. Securing digital skills and em-
ployment requires establishment of:

•	 Reporting procedures on training needs accessible to all 
employees (all partner countries except Estonia)

•	 Workplace procedure for recognising informally acquired skills 
(all partner countries)

•	 Information channels of existing education programmes (all 
partner countries, except Ireland).
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•	 Modalities of connecting and disconnecting should be addressed 
with company level practises on:

•	 On-site control system on working time regulation, including 
working time for teleworkers/mobile workers (all partner countries)

•	 Overtime monitoring (Bulgaria)

•	 Promotion of dialogue between workers and managers on working 
time arrangements (Bulgaria, Cyprus and Malta)

•	 (Where necessary) regulating the use of digital tools for private 
purpose during working hours (Bulgaria, Malta)

•	 Preventing isolation of individual remote workers (all partner 
countries but specifically in Cyprus, Bulgaria and Malta).

In all partner countries company level practices on AI monitoring and 
guaranteeing the human in control principle shall be focused on:

•	 Making a risk-assessment of AI and its implementation in HR 
practices

•	 Adopting a set of written internal occupational health and safety 
rules related to AI (together with trade unions or with other employee 
representatives)

•	 Adopting clear written internal rules applying to the ‘human in 
control’ principle (so that algorithms should not be deciding instead 
of the employees; the action to be performed together with trade 
unions or other employee representatives)

•	 Proactive communication campaigns about the controlled 
empowerment of AI, ensuring that final decisions are made by 
humans, not by AI algorithms, to be undertaken by trade unions or 
other employee representatives, directed at employees.

Having undertaken this study, the partners in the TransFormWork Project 
note the ongoing developments on the proposals by the European Com-
mission for a legal framework on AI. The project partners believe that the 
findings of this project may contribute to such proposals and will follow all 
developments related to the AI Act and the recently adopted AI Liability 
Act.

The fourth pillar of the Framework Agreement requires all partner coun-
tries to introduce measures related to:

•	 Ensure that existing company digital monitoring and surveillance 
systems are in accordance with legislation and national regulation

•	 Informing and consulting with trade unions about organisational 
policies on privacy protection and surveillance

•	 Proactive communication campaigns directed at employees 
about organisational policies on privacy protection and surveillance 
(the action to be performed together with trade unions or other 
employee representatives).
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