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NEPEAYMOBW HECTAHOAPTHOI 3BAMHATOCTI B €C TA YKPAIHI: MOPIBHANBbHUA AHANI3

Mixaenb LWedep
OkcaHa NeTbmaH

Y cmammi po3kpumi ocobriugocmi HecmaHOAapmHoi 3atiHamocmi 8 €C i YkpaiHi. [NpoeedeHo nopieHsMbHUL
aHarniz HecmaHOapmHux ¢bopm 3aliHamocmi 8 €C i YkpaiHi. byno dosedeHo, w0 pobomodasui 8 KpaiHax, Wo
po38uBarOMbCs i PO3BUHEHUX KpaiHax Mo8UHHI CKOpoYysamu 8UKOPUCMAaHHS cmaHOapmu308aHoi 3aliHAmocmi,
roe's3aHoi 3 8UCOKUMU eumpamamu Ha rnodamku i couianbHe 3abe3rnieyeHHsl, i esaxkalmb 3a Kpauwe
BUKOpPUCMaHHS1 ~HecmaHOapmHUX payi8HuKie, HaUHAMUX Ha yMO8ax MmMuUM4Yaco8uUX KOHMpakmis,
BUKOPUCMAaHHS SKUX HEe msieHe 3Ha4yHUX (hiHaHCo8uUX sumpam.

B YKpaiHi Halbinbw pO38UHEHOK € MO3uKosa rpaus, 8 sKil pobimHuk, HauHamul odHUM pobomodasuem,
nepedaembcsi 8 PO3NOPSOKEHHST IHWO020. Y mumyacosux ymMogax 8 pamKax M0o3UKoeoi npaui eudinissromsb
aymcopcuHe, ni3uHe rnepcoHary i aymemadine.

B €C oopmu 3aliHamocmi OugpepeHuitiosaHi 8 3anexHocmi 6i0 moeo, 4u e8i0Hocsimbcsi 80HU 00
cniigpobimHukie abo Ao iHOugIOyanbHUX MidNpUEMUi8 i ¢bpinaHcepie; 8OHU MOXYymb MakoX polansdamucs
oboma epynamu. Y 38'a3Ky 3 Hogumu mpydosumu 8iOHOCUHaMU, 5Ki 8iOpi3Hsaombcs 8i0 mpaduuyiliHux ¢popm
3alHsmocmi, 8 €C 3'aensombcs 08i Hosl ¢hopMu 3aliHAMOCMI: CrifibHe BUKOPUCMAaHHs CriigpobimHuUKie |
po3nodin pobomu. OcmaHHIM YacoMm po3gusarombCsi maki HecmaHOapmHi eudu 3alHsamocmi, K mum4yacose
ynpaseniHHs, sunadkosa poboma, mobinbHa poboma Ha b6asi IKT, eayyepHa poboma, nopmapesibHa poboma,
00Ho4acHe ducmaHuiliHe rnpayesnawmyeaHHs, criifibHa poboma.

E€C-peeynreaHHs1 HecmaHOapmHuUx opM 3aliHimocmi puduyHo obrpyHmosaHe. [Ipasose peayroeaHHs
mpydosux GiOHOCUH 8 YkpaiHi 30iliCHIEMbCSI Ha OCHO8i OuchbepeHuiauii, HacriOkoM 4020 € POo38UMOK
HecmaHOapmHoi 3atHamocmi. Ceped ocobriugocmel, enacmusux makil 3alHamocmi, rpaeosi HOPMU
suokpemmorome Oesiki: 1) meopemuyHa nidcmaea HecmaHOapmHOI 3alHsamocmi repedbavyae Hemurosgy
3alHsamicme; 2) cmopoHU OOMOBSIAIoMbCS Mpo mpydosi 8i0HOCUHU OOUH 3 OOHUM i NpPoO ymoeu rfpayi, He
nepedbayeHi mpydosum 3akoHodascmeomM; 3) 8i0cymHsi nucbmMosa yao0a MK CmopoHamu, siKi doOMO8USILCH
npo HecmaHdapmHy 3alHsAmicmb, SKi Xxapakmepusyrombscs cmilkum 3micmom; 4) npauyigHuk 8ukoHye pobomy
He 8 Micyi 3Haxo0xeHHs1 pobomodasus; 5) eucokuli cmyniHb iHOUIOyanizauii neaanbHOI 3aliHIMOCMI.

OcHosHUMU hakmopaMu [HHO8ayiliHOI mpaHcgopmauii  3atiHamocmi € Myrnbmu-mpydoeuli KOHKYpPC
pobomodasuie i npaeosi hopmu crigpobimHuymea; KOHcmpykmugHa doeipa MiXX coujarbHUMU rnapmHepamu;
rnoenubneHHss nodiny npaui y ei0nosiOHOCMI 3i cmapuMu i HOBUMU MEXHOo2iaMU; crieyianidayis HayKogo-
MEeXHIYHUX i MexXHosI02iYHUX MOXugocmel 3 docmyrnom 00 8i0rnoesiOHOI arnobanbHOI cepmucdbikauil nepcoHary;
onmumi3zauisi iHaHcosux MexaHi3mie Oris CmuUMyJi08aHHs 8UHaxiOHUUmMea | pauioHanisauyii; egpekmueHa
nidmpumka iHHosaujil 8 bi3HecH; 8rpoeadXXeHHs coyjaribHUX IHHO8auilU; HauioHanbHa Modesib mpaHcgopmauii
3alHsamocmi 8 cghepi OepxkasHOI nonimuku, MNiG8UUWEHHS iHBeCMUUiUHOT npusabriugeocmi po38uUMKY /1H00CbKO20
Kanimarsy ma (io2o pearniszauii 8 Hosux ghopmax 3aliHamocmi.

Knroyosi crnosa: HecmaHOapmHa 3alHsmicmb,  CriifibHe — rpauesnawimyeanHsi, CriflbHe  8UKOPUCMAaHHS
crigpobimHuKig, 4Yacmkoea 3alHamicmb, AucmaHuitiHa poboma, aymcopcuHe, aymcmacdbiHe, fi3uH2 repcoHary,
gayyepHa poboma, guriadkoea poboma, MobiribHa poboma Ha ocHoei IT, camo3aliHsmicma, criifbHe CrigpobimHUUMEo.

NPEAMNOCLINKN HECTAHOAPTHOU 3AHATOCTHU
B EC U YKPAUHE: CPABHUTEJNIbHbIA AHANKU3

Muxaansb Ledcpep
OkcaHa NeTbmaH
B cmambe packpbimbl ocobeHHocmu HecmaHOapmHol 3aHsmocmu e EC u Ykpaune. [lposedeH
cpasHUmMesbHbIU aHanu3s HecmaHOapmHbix ¢hopMm 3aHsmocmu 6 EC u YkpauHe. bbino OokazaHo, 4mo
pabomodamenu 8 pas3susarLUXCs cmpaHax U pa3eumsiX cmpaHax OO/DKHbI COKpawamb UCMOMb308aHUE
cmaHOapmu3upo8aHHOU 3aHsmMocmu, C8s3aHHOU C 8bICOKUMU pacxodamu Ha Hasrioeu U coyuarbHoe
obecriedeHue, u npedrnovyumarom Uucrob308aHUe HecmaHOapmHbIX PabomHUKO8, HaHSMbIX Ha YCri08USIX
8PEMEHHbIX KOHMPaKIMOo8, UCMo/1b308aHUe KOMOpPhIX He 8/ieqdem 3HaqyumesibHbIX (hUHaHCOo8bIX 3ampam.
B YkpauHe Haubornee pasgumoli sierisemcsi 3aemHasi paboma, 8 komopoli pabomHuUK, HaHSIMbIU OGHUM
pabomodamernem, rnepedaemcs 8 pacriopsikeHue Opya2020. B cospemeHHbIx ycriogusix 8 pamkax 3aeMHO20
mpyda ebidesnisirom aymcopCuHe, /IU3UHe nepcoHasia u aymemaghgbuHe.
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B EC dbopmbl 3aHImocmu OugbgbepeHuuposaHbl 8 3asucumMocmu Om moa20, OMHOCAMCS JlU OHU K
compydHukam unu K UuHOusudyarbHbIM rpedrnpuHUMamensaM U punaHcepaM; OHU MO2ym maKxe
paccmampusambscsi obeumu epynnamu. B ces3u ¢ HoBbiMU MpyOo8bIMU OMHOWEHUSIMU, KOMOopble
omnuyatomesi om mpaouyuoHHbIX ¢popm 3aHsmocmu, 8 EC nosiensiomesi 08e HO8ble (YOpMbI 3aHSMocmu:
COBMECMHOE UCrob308aHue compyoOHUKo8 U pacripederneHue pabomsbi. B nocrnedHee epemsi passusaromcsi
makue HecmaHOapmHble 8UObI 3aHSIMOCMU, KaK 8PEMEHHOe yrpasseHue, cryvaliHas paboma, mMoburibHas
paboma Ha 6asze UKT, eayvyepHasi paboma, nopmebernbHass paboma, O0HO8pPeMeHHOoe OuCMaHUUOHHOE
mpydoycmpoticmeo, coemecmHasi paboma.

EC-pezynuposaHue HecmaHOapmHbix ¢opM 3aHamocmu  ropududecku obocHosaHo. [lpasosoe
peaynupogaHue mpydoebix OMHOWeEHUlU 6 YKpauHe ocyuecmengemcss Ha OcHogee OdughbghepeHyuayuu,
cnedcmeuem 4ez2o seisemcs pasgumue HecmaHOapmHol 3aHsamocmu. Cpedu ocobeHHocmel, npucyuux
makol 3aHimocmu, [paeosbie HOPMbI 8bi0ensm Hekomopbie: 1) meopemu4yeckoe OCHoB8aHUe
Hecma+HOapmHoU 3aHsmocmu rpedrnosiazaem HEeMUINUYHYK 3aHSmoCcmb; 2) CmMOPOHbI 00208apuearomcs O
mpydoebix OMHOWeEHUsiX Opye ¢ OpyeoM U ycrnosusix mpyda, He pedyCMOMPEHHbIX mpyoo8biM
3aKoHO00ames1bCmeom; 3) omcymcmesyem nucbMeHHoe coenaweHue Mexoy cmopoHamu,
0ozosapusarowuMucss 0 HecmaHOapmHOU 3aHSmocmu, KOmopble Xapakmepusyromcs ycmoUdusbim
codepxxaHuem; 4) pabomHuk ebironHsem pabomy He 8 mecme HaxoxO0eHuss pabomodamernsi; 5) ebicokasi
cmerneHb uHOugudyanu3ayuu fiezasnbHOU 3aHAmMocmu.

OcHOBHbIMU hakmopamu UHHOB8aUUOHHOU mpaHcgopMayuu 3aHsamocmu sessiemcsi Mysrbmumpyo8ol
KOHKypc pabomodamenel u nipagosbie ¢hopMbl compyOHUHeCcmea; KOHCMpyKmueHoe dosepue Mexdy
coyuarnbHbIMU napmHepamu; yenybneHue pa3sdenieHusi mpyda 8 coomeemcmeuu CO CmapbiMu U HO8bIMU
mexHosIo2uUAMU; crieyuanu3ayusi Hay4YHO-mMexHUYECKUX U MEeXHOI02u4ecKUXx 803MOXHocmel ¢ docmyrnom K
coomeemcmeytowiel enobanbHoU cepmucbukayuu nepcoHasna, onmumusayusi hUHaAHCO8bIX MexaHu3Mo8 O1si
cmumynupoeaHusi u3obpemamernbcmea U pauyuoHanuszauyuu, agpgekmueHas noddepxka UHHosauul 6
bu3sHece; 8HeOpeHue coyuasibHbIX UHHO8auul; HayuoHabHas Modesb mpaHcgopmMayuu 3aHImocmu e cghepe
eocyGapcmeeHHOU  MOIUMUKU,  M0BbILIEHUE  UHBECMUUUOHHOU  fpuseriekamenibHocmu  pasgumusi
yesioBeqyeCcKo20 Kanumarna u e2o peanuayuu 8 Ho8bix hopmax 3aHsImocmu.

Knioyeeble csioea: HecmaHOapmHasi 3aHSmocmb, CcoeMecmHoe mpydoycmpolcmeo, CO8MeCcmHOoe
ucrionb3ogaHue  CompyoOHUKOB8, 4acmu4Hasl 3aHsmocmb, OuCmaHUUOHHasi paboma, aymcopcuHe,
aymcmadbcbuHe, NlU3UH2 rnepcoHarna, saydepHasi paboma, crydatlHas paboma, MobunbHas paboma Ha OcCHoge
UT, camo3daHsamocmb, COBMECMHOE COmMpPyOHUYECMEBO.

JEL J640
PRECONDITIONS OF NON-STANDARD EMPLOYMENT
IN THE EU AND UKRAINE: COMPARATIVE ANALYSIS

Michael Schaefer
Oksana Hetman

Preconditions of non-standard employment in the EU and Ukraine have been discovered in our article.
Comparative analysis of non-standard forms of employment in the EU and Ukraine has been done. It was
proved that employers in developing countries and developed countries have to reduce the use of standardized
employment associated with high costs of taxes and social security, and prefer non-standard workers with
temporary contracts, the release of which does not entail significant financial costs.

In Ukraine, the most developed is borrowed work in which the worker being hired with one employer
transferred at the disposal of the other. In modern conditions within the borrowed work it is worth to distinguish
outsourcing, staff leasing and outstaffing.

In the EU, employment forms can be differentiated by whether they pertain to employees or to the self-
employed and freelancers; they might also apply to both groups. In relation to new employment relations that
differ from the traditional concept of one employer and one employee, two new employment forms are emerging
across the EU: employee sharing and job sharing. Last time it is developed such non-standard employment as
interim management, casual work, ICT-based mobile work, voucher-based work, portfolio work, crowd
employment, collaborative employment.

EU-regulation of non-standard forms of employment is justified well. Legal labor regulation in Ukraine is done
on differentiation, the effect of which is the development of non-standard employment. Among the various
features inherent in such employment, legal allocate some of its features, such as: 1) in theory the basis of non-
standard employment supposes atypical employment; 2) parties agree on such an employment relations to
each other working conditions not stipulated by labor legislation; 3) there is no written agreement between the
parties entered into non-standard employment, characterized by steady in design and content; 4) employee
performs work not at the employer's location; 5) high degree of individualization of legal employment.

The main factors of the innovative transformation of employment is a multi-labor competition of employers
and legal forms of cooperation; constructive trust between the social partners; deepening division of labor to the
old and new technologies; specialization of scientific engineering and technological capabilities with access to
relevant global staff certification; optimization of financial mechanisms to attract invention and rationalization;
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effective support for business innovation; activity of social innovations; national model of public policy innovation
transformation of employment; investment appeal of human capital development and its implementation into the
new forms of employment.

Keywords: non-standard employment, job sharing, employee sharing, part-time employment, telework,
outsourcing, outstaffing, staff leasing, voucher-based work, casual work, IT-based mobile work, self-
employment, crowd employment, collaborative models.

Introduction: Current conditions of formation of postindustrial society led to the spread of more flexible
forms of employment that provide for «dilution» basic standards of legal regulation of the labor market. Changes in
work organization and more flexible use of working time mode, as well as the nature of the relations «employee-
employer» led to new non-standard forms of employment.

Mostly external factors reduce the demand for standard time and extend the flexible use of non-standard forms of
employment, and due to various objective globalization processes that affect the development of the national economy.
Reducing the share of traditional industries as a result of structural changes in the economy led to a reduction in demand
for standard employment, development and expansion of services, which require employed persons who could work
under flexible working schedule on the temporary contracts are more or less working hours than provided by legislation.
An important condition of employment becomes a functional flexibility employee, who may take a certain position in the
company by the employer to replace the absent employee, combining the duties.

Global competition requires employers to reduce costs to improve the competitiveness of their products and
services as well as workers, to adapt to the conditions of increased flexibility of employment, which in turn
increases the uncertainty and instability of the environment, where the developing relations of employment is
stated. Employers in developing countries and in developed countries have to reduce the use of standardized
employment associated with high costs of taxes and social security, and prefer non-standard workers with
temporary contracts, the release of which does not entail significant financial costs. The high share of wages in
production costs of developed markets encourages the relocation of production to other regions or countries, where
the labor costs are less, therefore, development a non-standard employment scheme and outsourcing, offshoring,
leasing staff to preserve competitiveness in a globalized market.

1. Problem Statement: Balanced functioning of labor markets in the national and international levels are the
base for the sustainable socio-economical development of each country. In the EU Members-states standard (full-
time) employment as a traditional form of hiring is getting less popular since ITC development and wish of people
to be more flexible. Globalization takes significant role in this process, as migration of population (especially
economically active population) becomes unobstructed and more widespread in the world.

In Ukraine, «non-standard» employment relations can be seen in two ways. First form is the non-standard
employment contract, i.e. the rejection of the formal contract conditions from legalized standards; second form is
non-standardized employment conditions. In this sense, non-standard workers are those who have signed a non-
standard contract, as well as those who don't have a contract at all (e.g. self-employed or workers, who are
involved to the work on the basis of verbal agreements) or those who are working in non-standard mode under
conditions of full-employment.

Absence of legal basics in Ukraine for the non-standard employment unlike European approaches makes
necessary to research preconditions of non-standard employment in Ukraine with the purpose to use positive EU-
experience in the formation of effective forms of ensuring the work and raising quality of the life under conditions of
implementing an independent professional choice.

2. Aims and Objectives: The aim of the article is to explore non-standard employment in the EU- and
Ukrainian realities. To achieve the aim it is necessary to solve the following tasks: define the concept of non-
standard employment; describe its types and characteristics; analyze basic position of labor law on the matter
(employees, employers, trade unions, government); identify problems with the protection of the labor rights of
employees engaged in non-standard employment.

3. Analysis of current researches: Issues of non-standard employment have been researched by the EU
and non-EU scientists. General issues of non-standard employment have been discovered by coryphaeus of
classical science, such as Mandl, I., Curtarelli, M., Riso, S., Vargas, O., Gerogiannis, E., George, E.,
Chattopadhyay, P., Bray, M., Stewart, A., Broughton, A., Biletta, I., Kullander, M., Chan, T., Goldthorpe, J.,
Kalleberg, A., Carré, F., Ferber, M., Golden, L., Herzenberg, S., Houseman, S., Kanter, R., Handy, C. Specific
types of the non-standard employment in Ukraine have been considered in scientific works of Bandur, S., Bizukov,
P., Cordova, E., Gavriushenko, G., Novak, I., Getman, O., Zhadan, O., Hudzynsky, S., Overkovskiy, B., Tulenkov,
M. et al. But these scientific papers don't contain common mechanism of non-standard employment regulations.

4. Materials and Methods: There are wide scientific instruments which have been used in our research.
Methods of analysis and synthesis have been used in the process of non-standard types of employment;
comparative analysis has been used during the non-standard types of employment description; logical methods for
making conclusions.

5. Dynamics of non-standard employment in the EU and Ukraine: causes, effects, consequences and
determinations: Replacing standard forms of employment, non-standard employment leads the development of
informational and communication technologies (ICT). In developed countries intensive ICT makes intense creation
of innovative businesses through the Internet [1]. The availability of modern communications allows employees to
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perform many kinds of work on distance from the employer or customer using convenient mode of work. To remain
fundamental to customer requirements for quality of goods and services, cost savings for the organization of the
workplaces encourages employers to provide the benefits of non-standard employment in terms of lifetime
employment and remote temporary workers.

Significant role in the spread of non-standard employment has a demographic shift in the labor forces.
Entering the labor market women with children, youth, learning, pensioners willing to earn additional income, the
emergence of this new category of vulnerable people as internally displaced persons increased offer on the part of
employees in non-standard employment form. These categories of workers agree to work on a part-day with
flexible, remote time; they are interested to get low income realizing its employment potential, gaining the
necessary experience and do not require from employer social and financial guarantees in full volumes, which are
obligated by the legislation for workers employed at standard conditions. The labor market as the main regulator of
employment stimulates the creation of new effective jobs, increasing the proportion of non-standard forms of
employment that are more competitive because of their flexibility and adaptability worldwide.

In Ukraine, the most developed is borrowed (i.e. involved) work in which the worker being hired with one
employer transferred at the disposal of the other. In modern conditions within the borrowed work it is worth to
distinguish outsourcing, staff leasing and outstaffing.

Outsourcing is the transfer of a separate (non-core) feature to an external enterprise company (outsourcer),
a specialist in this field to serve for a long time. In Ukraine, the most common business process is outsourcing,
which provides standardized current transmission (e.g. handling customer phone calls in specialized call-centers,
usually located in places with cheaper labor). In addition, distinguished manufacturing outsourcing (production or its
components), IT-outsourcing (development, implementation and support of informational systems) outsourcing
knowledge management (analytical processing, development and management of knowledge bases).

Outstaffing is a withdrawal of workers from the state employer-user and designs them in the state of another
employer (provider), while employees are working at the previous workplace and perform employer's pre-
responsibilities and obligations concerning them. Providers at outstaffing are private employment agencies or
recruitment agencies. Contract of employment is made between workers and employment agencies; labor relations
arise where the agency is a formal employer-employee condition. The employee is sent to serve the actual
employer, the employment relations between them doesn't arise, as the employment, dismissal, salaries and taxes
is paid by the employment agency. Between the private employment agency and the actual employer entered into
a civil contract for services.

Staff leasing is kind of borrowed labor in which workers appropriate qualification and profile temporarily
engaged to perform certain tasks (projects) of another company (actual employer) [2].

According to research, often outsourcing in Ukraine passes: IT-services (40.5%), logistics (35.1%), industry
(27%), marketing services (21.6%), recruitment (18.9%), accounting (13.5%), payroll (13.5%), processing and
systematization of information (8.1%), outsourcing of medical representatives (8.1%), supporting staff (5.4%) and
administrative staff (2.7%). Borrowed labor in Ukraine can be seen in the following data. The most popular are the
services to provide temporary staff for short-term projects (48.4%), services to provide staff on long-term projects
occupy (35.5%), services outstaffing (29%) and outsourcing services (12.9%) [3].

Nowadays, Ukraine is the largest Eastern European country supplying IT outsourcing services all over the
world. Over last five years, outsourcing sector has been constantly evolving striving to be among top outsourcing
destinations [4]. Ukrainian outsourcing companies are becoming more experienced in the business. Some
companies have opened new locations in the EU or Western Europe and relocated there some teams.
Furthermore, Ukraine keeps 4" place in the world by the number of IT-professionals. The annual number of
technical graduates is still about 15,000. This number does not include junior specialists using non-formal
education like online courses, webinars and schools for developers, which is becoming enormous. Thus, IT
Ukraine Association and Ukrainian Hi-Tech Initiative are the biggest IT outsourcing companies in Ukraine [5].

Despite the rapid spread of borrowed labor in Ukraine there is no consistency of socio- labor views on this
issue. If employers perceive positively borrowed labor, the unions see it as a threat to labor rights [6]. As for the
workers, their work is often involved as the only possible solution to the situation of lack of funds and the need to
hold their families. To attract employees by companies is explained by the following advantages [7]:

1) use of labor in conditions of borrowing allows businesses to replace quickly employees who are absent for
different reasons (vacation, business trip, illness, etc.);

2) loan allows to have the right number of employees for the rapid implementation of production assignments
(urgent, unpredictable related to seasonality, etc.);

3) form of involvement allows flexibility to change the quantity and quality of workers by fluctuations in
economic conditions, such as peak sales of goods, serving international sporting events, forums, festivals etc.;

4) drawing staff on the terms agreed with the Employment Agency cannot be in all but in many cases
optimize wage costs;

5) involvement employees who are not issued until the state can achieve higher rates of labor to increase its
productivity by bringing employees from the state;

6) the employer is not burdened with the obligation to pay social security contributions for the employee to a
system of compulsory state social insurance.
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Another common type of non-standard employment is telework or telecommuting employment. The
performance is not at the employer's location to use of ICT. According to some researchers, teleworking is a new
organizational form of work from home, which is the work of highly qualified specialists to perform functional duties
using modern informational and telecommunication technologies [8]. Unlike teleworking, traditional home work is
mainly unqualified manual labor using simple equipment.

New employment forms identified by Eurofound can be classified into two groups:

1) new models of the employment relations between employer and employee, or client and worker;

2) new work patterns, i.e. new ways in which work is conducted.

At the same time, the employment forms can be differentiated by whether they pertain to employees or to the
self-employed and freelancers; they might also apply to both groups. In relation to new employment relations that
differ from the traditional concept of one employer and one employee, two new employment forms are emerging
across the EU: employee sharing and job sharing. Employee sharing means that an individual worker is jointly
hired by a group of employers (who are not clients of a traditional temporary work agency). In contrast to this form
is job sharing, in which a single employer hires two or more workers to jointly fill a specific job.

The voucher-based work is form of employment, in which the employment relations and related payment is
based on a voucher rather than an employment contract. In most cases, workers then have a status somewhere
between employees and self-employed.

As regarding new work patterns, these include interim management, casual work, ICT-based mobile work,
crowd employment, portfolio work and collaborative employment. Interim management is a new work pattern
among employees and describes situations in which a worker is usually a highly skilled expert. In contrast to the
traditional fixed-term work arrangements, interim management has some elements of consultancy, but the expert
has employee status rather than that of external advisor.

Casual work is employee-oriented form of employment. Here the employer is not obliged to regularly provide
the worker with work, but has the flexibility to call on them when needed.

ICT-based mobile work refers to work patterns characterized by the worker (whether employee or self-
employed) operating from various possible locations outside the premises of their employer (e.g. at home, at
client's premises or on the road), supported by modern technologies such as laptop. It is different from traditional
teleworking in the sense of being even less place-bounded.

For self-employed and freelancers, crowd employment is a new option; this is also characterized by not
being place-bounded. Virtual platforms match a large number of buyers and sellers, often with larger tasks being
broken down into small jobs. In a similar way, portfolio work done by the self-employed refers to situations in which
they work for a large number of clients, providing small amounts of work for each of them.

New patterns of self-employment in the form of new collaborative models that go beyond traditional business
partner relations were found in a variety of countries. Interestingly, there is not much difference in the number of
countries in which each new employment form was reported, many being found in around 10 countries (Table 1).

Interim management and voucher-based work were less common and ICT-based mobile work was the most
common.

In most EU Member States and Norway, more than one new employment form was identified. Only in Bulgaria,
Croatia, Luxembourg and Poland was just one emergent employment form identified, while in Greece and Hungary seven
were found. In many of the Eastern European Member (Bulgaria, Croatia, the Czech Republic, Poland, Romania, Slovakia
and Slovenia) and in some Northern European countries (Finland, Ireland, Luxembourg and the Netherlands), the new
employment forms identified mostly concern employees, while those found in most southern European countries (Cyprus,
Greece, Portugal and Spain), the Baltic states (Latvia and Lithuania), Denmark and Germany generally involve the self-
employed. New employment forms for both employees and self-employed have emerged in several Central and Northern
European countries (Austria, Belgium, France, Hungary, Italy, Norway, Sweden and the UK). Most of the new employment
forms are based on traditional employment or service delivery contracts. Operating outside a specific legal or collectively
agreed framework can be somehow problematic. E.g. Czech researchers suggests that employment relations are not
defined by legislation and characterized by lower levels of social protection and less advantageous working conditions,
particularly as regards pay, social protection or liability for harm from work-related injuries [9].

Employers have a choice to hire employees in standard work contracts (fulltime, indefinite work contracts) or in non-
standard contracts. An agency-theory perspective suggests that company offers standard contracts to workers in order to
align closely the interests of the aim of the organization. Incentives that ensure job security such as full-time employment,
for an indefinite period of time cause workers to act with the goals of the company rather than self-interest in mind. There is
also transaction cost considerations in the use of non-standard contracts. When the cost of making the contract exceeds
the value derived from the contract then the company could decide to keep the activity in-house. If contract is made such a
way that the company's interests are not jeopardized, then the activity can be outsourced. For jobs that are difficult to
specify that require specific skills, the company should have workers in standard employment where the long-term interests
of employees and the company are coinciding. When work doesn't require specific skills, or where the input-outcome links
can be easily monitored, employers can contract those jobs out to non-standard employment.

Thus, theoretical arguments justify reasons, when and why companies-employers should use non-standard
work arrangements. It makes strategic sense for jobs that are not the main to the core company's tasks, where
skills for the job are not rare or unique, and where tasks performance can be easily controlled [10].
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Table 1. New forms of employment identified in European countries and in Ukraine

ICT-
Employee| Job Interim |Casual| based Vz::::gr- Portfolio, Crowd Collaborative
sharing [sharinglmanagement| work | mobile work work |employment| employment
work

Austria X X X
Belgium X X X X X X
Bulgaria X
Croatia X
Cyprus X X X
Czech Rep. X X X X
Denmark X X X
Finland X X
France X X X X X X
Germany X X X X
Greece X X X X X X X
Hungary X X X X X X X
Ireland X X
Italy X X X X X X
Latvia X X X X
Lithuania X X X X X
Luxembourg X
Netherlands X X X X
Norway X X X
Poland X
Portugal X X X
Romania X
Slovakia X X
Slovenia X X X
Spain X X X
Sweden X X X
UK X X X X X
Ukraine X X

Note: For Estonia and Malta, no new employment form corresponding to the working definitions of this project
could be identified.
Source: Eurofound, based on national contributions

Theoretical base of non-standard employment is described professionally in the scientific review of Elizabeth
George & Prithviraj Chattopadhyay (2015). They have resumed overview of scientists. They noted some fundamental
papers. Thus, Kalleberg et al (2003) stand that companies that provide better benefits for standard workers also tend
to hire temporary workers (using offset costs). Bryson (2013) found that wages are higher in companies that use more
temporary workers, but lower for standard workers, suggesting the cost advantage operates only for companies with
particular configurations of temporary workers. Nollen (1996) found out, when turnover and productivity costs are
controlled for, the use of non-standard workers was ineffective. Nielen & Schiersch (2014) found out an inverse U-
shaped relation between the extent and labor costs. They state that use of temporary employees could reduce hiring
costs since companies are able to screen their potential by hiring them as temporary workers. But these savings will
eventuate if employees who started as temporary workers perform better than those who were hired directly. In a
study of Dahling, Winik, Schoepfer & Chau (2013) it is found out that after yearly employment, workers who
permanent status from temporary positions had performed equally well as workers who had been directly hired
through employee referrals or online advertisements. This study suggests that the cost advantage suggested by the
«temp-to-permanent» strategy might not be as clear as it is hypothesized to be. Chinese scientists Xuang (2013)
found that allowing employees to work from home four days a week with the fifth day at the office provided significant
cost savings. The experiment was run over a nine month period and the results showed that the performance of the
at-home workers went up by 13%, driven largely by fewer breaks and sick days and longer hours logged on to work,
resulting in savings of about $2000 per employee. Results of the study have permitted the researchers to observe a
«learning and re-selection» effect such that workers who performed poorly at-home moved back to work in the office,
resulting is a further improvement in performance of the unit. Thus, they found that over time the option of at-home
work improved performance by 22%, significantly more than the 13% they first found [10].

Employer's decision to engage in non-standard work arrangements will be influenced by its features, such as
size, profile, skilled level of workforces, its proprietary knowledge, practices, level of competition and the regulatory
framework. Some industry sectors have been associated with non-standard arrangements, such as temporary (or
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seasonal) employment in agriculture, construction (highly seasonal and characterized by contractual
arrangements), and the arts or decorations (project activity) [11].

5. The legal framework regulating non-standard employment in Ukraine and the EU: comparative analysis:
During the mid 1970's dominated standard with full-time workload. Full employment was a clearly formulated goal
of public policy for three decades after World War Il. ILO Convention No. 122 adopted in 1964 on the Employment
Policy in which it is put responsibility on governments to develop policies designed to promote full, productive and
freely chosen employment. ILO standards are invaluable in developing public policy in the area of employment,
both at international and national levels. However, in our point of view, certain standards (such as full and
permanent employment) to some extent are outdated and under current conditions to be agreed.

State regulation of employment is a multi-process and presented in summary form in three levels: national,
regional and local (Figure 1).

NATIONAL 1) Adoption of legislative acts for the streamlining and development of |
LEVEL socio-labor relations between the labor market entities |
2) Effective economic policy (fiscal, monetary and depreciative) |

3) Development of state employment programs (standard and non- i
standard) !

_______________________________________________________________________________

REGIONAL 1) Help to citizens who look for a work and apply to regional employment ‘:
LEVEL centers and help to employers to fill out work vacancies !
2) Organization of vocational training and retraining of citizens who are | !

looking for a work

3) Creation of strategic and current regional employment programs and
Q ; social security programs for different social groups !

e e <

LOCAL 1) Collectively contractual regulation of socio-labor relations and |\
LEVEL coordination of the interests of employed, employers and their E
authorized bodies !

2) Coordination of the interests of employed and employers on the

labor relations regulation in the social partnership system (relations
Q ; between employees, employers, state bodies and local governments)

Figure 1: Scheme of the state employment regulation
Source: created by authors according to [12]

In Ukraine, employment policy is based on the labor legislation, covering such basic laws: the Labor Codex
of Ukraine, the Law of Ukraine «On Employment», the Law of Ukraine «On Collective Agreements», the Law of
Ukraine «On the procedure for settling collective labor disputes (conflicts)», the Law of Ukraine «On wage», the
Law of Ukraine «On Labor Protection», the Law of Ukraine «On pensions», etc., are regulations to ensure the
functioning of state regulation of employment.

Under the Law of Ukraine «On Employment» No. 5067-VI from July, 05, 2012 is proposed to understand that
employment does not prohibit those activities by law which are related to the satisfaction of personal and social
needs for the purpose of obtaining income (wages), as well as the activities of family members, places of business
or work in the business entities based on their property (paragraph 1, art. 1). Without analysis of this definition, we
note that the standard or default considers full employment as employer-employee relation at a rate of time
provided by law, or the collective labor agreement. This is the hired labor on full-time basis indefinite employment
contract. Changing even one of these conditions, it is advisable to talk about the non-standard employment [12].

The term «non-standard employment», «innovative employment» and «government regulation of non-
standard employment» are absent in the labor legislation of Ukraine. However, the activities of people associated
the use of some innovative forms of employment (casual employment, underemployment, involving overtime) is
regulated by national labor legislation. Regarding employment distant and remote workplace, there is no actual
prohibition of their use in Ukraine.

Workplace, according to the Law of Ukraine «On Employment» is defined as a place (room) where the
employee permanently or temporarily is in the workplace and that determines, in particular under the employment
agreement (contract) [12]. This interpretation differs from the definition provided by the 19th International
Conference of Labor Statisticians, according to which a job or work activity is defined as the range of tasks and
duties that are performed or should be performed by one person for the benefit of a single economic entity (market
units: corporations, households, non-market units, public sector and non-profit institutions serving households,
households that produce goods for own use) [13]. Thus, the use of remote employment in Ukraine is not prohibited
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by law, but rationing, payment of such work and control over compliance with regulations on safety in the long
employment are not regulated by current legislation. Informal employment is outside the scope of state regulation,
although the Law of Ukraine «On Employment» declared the right to choose employment freely, occupation and
place of work for employees according to their needs.

Legal labor regulation is done on differentiation, the effect of which is the development of non-standard
employment. Among the various features inherent in such employment, legal allocate some of its features, such as:

1) in theory the basis of non-standard employment supposes atypical employment;

2) parties agree on such an employment relations to each other working conditions not stipulated by labor
legislation;

3) there is no written agreement between the parties entered into non-standard employment, characterized
by steady in design and content;

4) employee performs work not at the employer's location;

5) high degree of individualization of legal employment.

Quantitative and qualitative growth of non-standard employment forms took place in Western Europe and the
US in the 1970's, but the recognition of the non-standard employment happened only in the late 1990's to the early
2000's in the regulations of the International Labor Organization (e.g. Convention No. 181 «On private employment
agenciesy). In 2008, the EU adopted Directive on work in temporary employment agencies 2008/104/EC.

Depending on countries' regulatory institutions and processes, legislation and/or collective agreements have
been adopted to regulate various non-standard forms of work. In fact, in some countries, both instruments
collective agreements and legislation are combined, while in others collective bargaining at tripartite level mainly
regulates complex issues concerning non-standard employment arrangements.

At the EU level, the European social partners formulated successive framework agreements to bring the
regulation of non-standard forms of work closer to that of standard forms. EU legislation governing part-time work and
fixed-term workers has provided a range of rights under these types of contracts, i.e. through the regulations passed
under Council Directive 97/81/EC of December, 15, 1997 on part-time work and under Council Directive 99/70/EC of
June, 28, 1999 on fixed-term work. Both of these directives reproduce framework agreements concluded by the
European social partners: the European Trade Union Confederation (ETUC), Business Europe (BE) and the European
Centre of Enterprises with Public Participation and Enterprises of General Economic Interest (CEEP). Directives have
been transposed into national legislation in all EU Member States. Therefore, many Member States have changed their
legislation relating to part-time and fixed-term workers in recent years in order to comply with these EU directives. The
purpose of the regulation is to guarantee the rights of the workers engaged in these flexible forms of work.

At the regional level, the most detailed instrument regulating fixed-term work is the European Union Council
Directive 1999/70/EC of June, 28, 1999 concerning the Framework Agreement on Fixed-Term Work concluded by
the social partners (ETUC, UNICE & CEEP). It is recognized in this directive that contracts of an indefinite duration
are and will continue to be, the general form of employment relations between employers and workers, but that
fixed-term employment contracts can respond in certain circumstances to the needs of both employers and
employees. The Directive defines the term «fixed-term worker» as «a person having an employment contract or
relations entered into directly between an employer and a worker where the end of the employment contract or
relations are determined by objective conditions such as reaching a specific date, completing a specific task, or the
occurrence of a specific event» [14]. In most countries, fixed-term contracts are regulated by specific legal
provisions, but they can also be governed by collective agreements at the enterprise’, sectoral or national levels.

The term «part-time worker» is defined by the ILO Part-Time Work Convention, 1994 No. 175 as an
employed person whose normal hours of work (calculated weekly or on average over a given period of
employment) are less than those of comparable full- time workers [15]. A similar definition is contained in the EU
Council Directive 97/81/EC of December, 15, 1997 concerning the Framework Agreement on Part-Time Work
concluded by UNICE, CEEP and the ETUC, but here it limits to one year to the reference period over which the
hours of work may be calculated on average to determine whether a worker is employed on a part-time basis. The
distinction between part-time work and other non-standard forms of employment may thus be blurred, for instance
when workers are engaged in full-time seasonal work or intermittent work. Their daily and weekly working hours
may be «normal», but when calculated over a period of one year they could be considered as part-time workers.
Convention No. 175 specifies that workers affected by partial unemployment, defined as a collective and temporary
reduction in normal hours of work for economic, technical or structural reasons, are not considered to be part-time
workers. Part-time work should also be distinguished from cases where the working hours of certain categories of
full-time workers are reduced, for instance by reason of their age, the hazardous substances to which they are
exposed, or the night shifts they perform.

In 2003, new legislation reforming the Italian labor market came into effect (IT0307204F). The law introduced
numerous innovations in terms of employment services and contracts, such as staff leasing, on-call work, project work
and work contracts. It also introduced changes regarding the involvement of the social partners in management of the
labor market. The main aim of the law was to make the Italian labor market more flexible in order to encourage job
creation. The main new types of employment contract introduced by the law are described below.

The first type of employment is staff leasing contracts (contratto di somministrazione di lavoro). Under this
system, companies may lease the workers they need for technical, productive or organizational reasons from
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employment agencies. Permanent staff leasing is allowed only for particular kinds of work, such as portering and
cleaning, surveillance and security, informational technologies (IT), consultancy and assistance, personal
assistance and care services, management of call centers and other areas to be specified by collective bargaining.
As regards the leasing of workers on a fixed-term basis, this may also concern the user company's core activities,
and collective bargaining may impose restrictions on its use by employers. The workers on staff leasing contracts
enjoy the same rights as employees of the user company, including trade union rights, and they receive the same
pay. The leasing companies must pay a sum equivalent to 4% of the remuneration received by the workers on staff
leasing contracts into a joint worker/employer fund, to be set up by the parties to a forthcoming national collective
agreement for staff leasing companies. These financial resources are used to fund training and retraining courses,
along with social security provisions or income support at the conclusion of the workers' period of employment and
work-entry schemes for disadvantaged workers. The staff leasing system, where the user company has full
managerial authority over the workers concerned, differs sharply from subcontracting or outsourcing, whereby the
subcontractor exercises such authority. Moreover, staff leasing agency must fulfill all of the requirements that
temporary work agencies must meet, and it must furnish all of the protection envisaged for temporary agency work,
which is replaced by fixed-term lease work. In addition, the law envisages that staff leasing may be used to favor
the entry or re-entry into work of disadvantaged groups of workers initially, through specific projects carried out
jointly by staff leasing agencies, job placement services and local authorities.

A second type of employment contract covered by the new legislation is on-call work (lavoro intermittente),
whereby the worker is available to be engaged by the employer for a pre-established period of time. However, the
employer may make use of the worker for only a limited number of days during this period, depending on
production peaks and organizational needs. The employer must notify the worker that their services are needed at
least one working day in advance. Furthermore, the on-call work contract must stipulate the monthly allowance to
be paid to the worker during the period of their stand-by availability to the employer. This amount should be fixed
by collective agreement, but may not be less than a level established and periodically updated by Italy's Ministry of
Labor and Social Policy after consultation with the employer organizations and trade unions.

The law also covers job sharing (lavoro ripartito), an arrangement based on a special contract whereby two
or more workers jointly assume the responsibilities of a single work obligation. The workers may decide by
informing the employer on a weekly basis on substitutions and exchanges, as well as alter their schedule of
working hours. Pay and social security contributions are not calculated beforehand but on a weekly basis.

In order to encourage companies to use part-time work and to facilitate the labor market entry of people, who
need to reconcile work with family responsibilities, study or other commitments, the law seeks to foster the use of
part-time work. This encompasses both vertical (comprising working days similar to those of full-time workers, but
with the number of working days reduced) and horizontal (with reduced working hours every day) part-time work.
The law aims to encourage the use of part-time work by including elastic clauses, which allow employers to
increase working time and modify schedules, according to criteria and the conditions agreed by the parties.

The law also encompasses changes to the rules governing employer-coordinated freelance work
(collaborazione coordinata e continuativa), or semi-subordinate contracts, which affect about 2.3 million ltalian
workers (IT0011273F). The amended rules state that employer-coordinated freelance work should concern one or
more specific projects or work programs, or phases thereof, determined by the employer and managed
autonomously by the freelance worker, who is responsible for the final result, in coordination with the employer
organization and regardless of the time taken to complete the work. This provision effectively forbids open-ended
contracts for employer-coordinated freelance work. It aims to re-regulate this type of employment relationship,
either by linking it to a project or bringing it under the regulations on subordinate work.

A fifth area of regulation concerns supplementary work (lavoro accessorio), which is work of a merely
occasional nature undertaken by persons at risk of social exclusion or who have not yet entered the labor market or
who are about to leave it. The term merely occasional denotes activities involving a worker for no more than 30
days in a calendar year, and for which the remuneration amounts to no more than €5,000 in a calendar year. The
service performed must take the form of minor and exceptional domestic work (for instance, child minding or care
of elderly persons), private tuition, gardening or the organization of social, sporting, cultural or charitable events. In
order to regularize these employment relationships, the employer must purchase vouchers comprising both pay
and social security contributions, which is issued to the worker. Each voucher booklet for supplementary work has
a nominal value of €7.50 for an hour of work, of which the worker receives €5.80.

A final area concerns contracts with a training component, such as apprenticeships. The law makes possible
to conclude an apprenticeship contract with a young person aged 18-29 years for various purposes: fulfilling the
right/duty to education and training; gaining a qualification by means of on-the-job training and technical or
professional instruction; or acquiring a diploma or complementing a higher education program. Furthermore, for
particular categories of workers, including young people aged 18-29 years and disadvantaged workers such as
long-term unemployed people aged less than 32 years, unemployed workers aged over 45 years, and women
living in areas with high levels of female unemployment, the law introduces a work entry contract. This contract
aims to achieve by means of an individual project to adjust the worker's professional skills to a particular job, its
labor market entry or reentry. This employment relations replace the former work/training contract (contratto di
formazione e lavoro), which had been criticized by the EU for its overly wide scope of application [16].
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Modern concepts of non-standard employment: Several terms have been proposed to determine the
non-standard employment: most common terms are «atypical employment» (Cordova, 1986) [17] and non-
standard employment (Chan & Goldthorpe, 2007) [18]. The concept of standard and non-standard employment is
not common, but increasingly used by researchers. American sociologist Kalleberh noted that the standard
hierarchical organization of labor relations is rather historical anomaly, while various forms of non-standard
employment follow the general rule [19]. Frequent change of work becomes the norm, and guaranteed continued
employment with one employer is found less and less. In most countries temporary workers (including employees
on fixed-term contracts, seasonal workers, employees of agencies that provide employment services to the third
parties, etc.) are the fastest growing segment of non-standard employment (Carré, 2000) [20].

Demand for temporary workers as certifying Hausman (2001), depending on the size of companies, territorial
location, seasonality of production, presence of trade unions, employee benefits system [21]. Kanter showed that
under the influence of evolutionary changes in socio-labor issues inherent in industrial society, a system of lifetime
employment has changed complex contracts none of them include full and permanent employment [22]. Handy has
listed consistent renewal of contracts concluded for a fixed term in theories of organization and shamrock [23].

Native authors look for non-standard employment equally. E.g. Biziukova [24] wrote that there are two types
of labor trajectories that lead workers need to start working in unusual conditions: 1) downward mobility of labor,
which is due to various causes subjective and 2) external factors. Subjective reasons include declining inability,
unwillingness, indifference to rising skills that would help him/her to get the knowledge necessary to obtain decent
work. The external include: business decline or knowledge application, family circumstances, lack of demand for
narrow and specific skills, so on. This type of labor trajectory depends on certain life situations, which causes a
person to agree to work in unfavorable conditions. The second type of trajectory can be described as adaptive
mobility as the main criterion for the movement of workers as their high capacity for adaptation and conscious
rejection of traditional values and legitimate labor standards. The second type includes workers who have
employment opportunities at standard conditions of employment, but make their choice in favor of non-standard
forms of employment deliberately, believing that it maximizes their profits. Zhadan noted [25], non-standard
employment is reflected in the wider (non-standard conditions) and narrow interpretations (non-standard
employment contract). Theoretical approach to the definition of standards is constantly changing depending on the
particular socio-economic development. Postindustrial economy led to the formation of theoretical concepts of dual
labor market «peripheral jobs» and «contract fringe».

Conclusion: The demand for new goods and services is innovation in the form of new technical,
technological, organizational and administrative decisions as a characteristic of the informational economy, which
defines demand for innovative employment. Such employment provides innovative type of workers, who are skilled,
proactive, creative, working on international standards with the use of ICT, enterprising, high adaptive capacity
broad outlook, likely to produce innovation and able to implement them in life [26-27].

Studying different models of innovation and employment, we should take into account such aspects as the type of
national system of innovation. We can distinguish the following main types of national innovation systems: market (US
and UK); Intercompany (Japan); Social Democratic (Scandinavian countries); Integration European (Germany, France,
the Netherlands and Italy). Based on these innovative systems we can build relevant national employment models. The
division is rather arbitrary; as any country can be attributed to a specific model has not in all respects. Thus, German
model of innovative employment for some parameters are close to the European mainland, and the other close to the
Japanese model. Formation of Japanese employment model of innovation is closely linked to the formal labor market
institutions, as well as with informal institutions, values, non-corporate ideals. They define pattern attitude of the
company's staff, high staff loyalty to the company, «quality circles», dependent on wages and seniority premiums are
increasing, and the orientation of the labor market and intra-oriented social partners in cooperation.

If we compare the development of innovative type of employment in OECD countries, CEE and CIS, for the
latter characterized by the following processes: high rate of job destruction and creation of new type of the private
sector. Moreover, if the share of traditional flexible forms of employment (work for futures contracts and in part-time
work and self-employment) remains fairly stable employment growth is based on «unearned» contracts or work
performed without a contract. In the CEE countries in recent years an increasing number of fixed-term employment
contracts, but their share is lower than in the EU countries (10%). So, the growth of the informal part of flexible
employment in many CEE is [29].

Considering the Strategy for Sustainable Development «Ukraine-2020» can be seen the following trends.
The main factors of the innovative transformation of employment is a multi-labor competition of employers and
legal forms of cooperation; constructive trust between the social partners; deepening division of labor to the old and
new technologies; specialization of scientific engineering and technological capabilities with access to relevant
global staff certification; optimization of financial mechanisms to attract invention and rationalization; effective
support for business innovation; activity of social innovations; national model of public policy innovation
transformation of employment; investment appeal of human capital development and its implementation into the
new forms of employment. It is assumed that most likely social innovations in employment in the future will be [30]:

1) public-private partnerships to create jobs;

2) innovative forms of employment flexibility combined with social technologies of surveillance, recording and
registration status, employment conditions and safety;
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3) spread of outsourcing and staff leasing, outstaffing;

4) modernization of social dialogue in triangle «state — business — trade unions» in a broader format of «state
— business — society»;

5) transition from the social support policy to active employment policy;

6) comprehensive continuous professional orientation program;

7) innovative technology transit youth into the labor market;

8) promotion of social and professional rehabilitation of unemployed;

9) programs the active involvement of economically inactive population;

10) voucher technologies in vocational training;

11) stimulation of professional and territorial mobility;

12) creation of innovative jobs, i.e. telecommunications based on the online communications, modernized
home-based work and co-working.
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