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Home-based work LFS, 2018

Source: European Working Conditions Survey 2015
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Telework and ICT-based mobile 
work in Europe before Covid-19

Wide differences across Member States:
Italy 8% - Denmark 38%
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13.5%

4.4%

7.3%

4.8%

69.9%

Occasional Telework

Regular home based telework

Highly mobile ICT-based mobile work

Self-employed in Telework and ICT-
based mobile work

Other EU27 and UK

What are regular and occasional teleworkers?

Presenter
Presentation Notes
The large majority work only occasionally from other place than the employer’s premises.



Percentage of employees teleworking before the pandemic

2019 selected countries LFS
Working from home usually or occasionally 



Percentage of employees teleworking during the pandemic

July 2020 selected countries, Eurofound online survey

Portugal 

LFS 2019 Eurofound online 
survey 2020

Portugal 15% 53%
France 23% 55%
Bulgaria 1% 28%

Working from home usually or occasionally 

Presenter
Presentation Notes
Teleworking became the customary mode of working for many employees during COVID-19. The preferred teleworking arrangement post-crisis would entail a mix of teleworking and presence at the workplace.Before the pandemic: 18% of workers in EU 28 are involved in forms of remote working, ranging from 8% in Italy to 38% in Denmark.



Factors linked to prevalence of telework and ICT-based 
mobile work

Digital development (DESI 
composite Index)

Work culture (management 
styles, organisation of work, 

autonomy, responsibility, career 
issues)

Structure of the economy Flexible work organisation 
regulation



Home-based work LFS, 2018

Percentages of employees in home-based work (%) 

Telework is here to stay – But how will it evolve?

During Covid–19 Pandemic

Covid-19 
Pandemic 
aftermath

No virus scenario

48% report teleworking 
during COVID-19 Telework prevalence? 

Estimates could see
1/5 of European employees 
continue teleworking 
post-pandemic
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telework pre-
pandemic

Pre-pandemic

Presenter
Presentation Notes
The Covid-19 pandemic has changed the way we live and work in unprecedented ways. According to the second Eurofound ‘Living, Working and Covid-19’ survey, in July 34 per cent of respondents were solely working from home.



Work environment in telework and ICT-based mobile work

• Autonomy and flexibility 

• ICT related connectivity (and availability)

• Blurring of time and “places”

• Culture and practices at work

• Workload leading to intensification of work, supplemental work, etc.

Source: Telework and ICT-based mobile work: Flexible working in the digital age (Eurofound, 2020)

Presenter
Presentation Notes
Telework can offer greater flexibility and autonomy in work organisation, enhancing efficiency and productivity. It can contribute to a better balance between work, family life and leisure time and cut commuting.But telework can also blur the boundaries between work and private life, by making workers reachable by phone, e-mail or instant messages outside of normal working hours. This ‘always on’ culture may be aggravated by organisational cultures characterised by heavy workloads and overtime, resulting in long working hours. Moreover, remote working may bring monitoring systems which invade privacy and liberty.



Effects on working time
Percentage of workers working daily or several times per week in their free time (EU27 and UK)

Source: Eurofound (EWCS2015) 
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Source: Telework and ICT-based mobile work: Flexible working in the digital age 
(Eurofound, 2020)

Presenter
Presentation Notes
The EWCS data show that the share of employees working in their free time to meet work demands daily or several times per week is much higher among those with a TICTM arrangement than other employees.The same holds true for long hours – defined as more than 48 hours per week - and here particularly for highly mobile TICTM, where workers generally have a high level of autonomy. Working time autonomy does not empower a large share of highly mobile TICTM workers to avoid working long hours. The likelihood of TICTM workers working longer hours increases with the incidence of work pressure (measured in the EWCS according to whether one has enough time to get the job done) and interruptions.  There is some risk that the supplemental hours worked are informal and unpaid, especially if overtime is not registered.Working long hours can also reduce the amount of rest people take between working days. TICTM workers are more likely not to have a rest period of 11 consecutive hours within every 24 hours, which is the level stipulated by the Working Time Directive (2003/88/EC). Again, it is highly mobile TICTM workers who are most affected. Workers in such arrangements are also more likely to report suffering from health-related problems, such as work-related stress and sleep disorders. 



Working in free time during the Covid-19

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Worked at home exclusively

Worked at home partially

Worked at employer's premises / not at home

Every day Every other day Once or twice a month Less often Never

Source: Covid-19 Living and Working online survey – July 2020
(Eurofound, 2020)

Presenter
Presentation Notes
Working during free time: also an issue for teleworkers during the pandemic.



Policies to address the challenges of working remotely
with digital tools: 

- Telework legislation 

- The Right to Disconnect



Highest level of regulation linking remote work and work–life 
balance, by Member State

Source: Regulations to address work-life balance in ICT-based flexible arrangements 
(Eurofound, 2020) 
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Presentation Notes
Legislation can either Promote remote work and protect against associated risks: Belgium, Italy, Spain, FrancePromote: Czechia, Lithuania, Poland and PortugalGeneral rules only: General: These countries have general legislation regulating telework or remote work, without drawing a direct link between such work and work–life balance (although this may be assumed to be an indirectbenefit). These countries include Bulgaria, Croatia, Estonia, Germany, Greece, Hungary, Luxembourg, Malta, the Netherlands, Romania, Slovakia and Slovenia.No legislation: Cyprus, Denmark, Finland, Ireland, Latvia, Norway, Sweden (and UK). The lack of specific legislation in the Nordic countries is more a reflection of the precedence taken by collective bargaining.



Right to Disconnect and legislation in the EU 27

Source: The Right to Disconnect in the 27 Member States
(Eurofound, 2020)

Presenter
Presentation Notes
o	In France, the right to disconnect must be implemented through agreements between employers and trade unions in all companies with at least 50 employeeso	The law concerning R2D in Belgium (March 2018) covers all companies where health and safety committees are established (this is a national legal requirement in companies with more than 50 employees) and specific provisions are negotiated within these committees.o	The Spanish Organic Law also leaves the implementation of the right to disconnect to the collective bargaining parties at sector or company levelo	In Italy, Act 81/2017 does not cover all workers, but only so-called ‘smart workers’. These are workers who combine working from their office with working remotely, in order to balance work and family commitments (or for work-related reasons).•	In another two countries (the Netherlands and Portugal), legislative proposals have been tabled at the political level. In Germany, proposals have also been made by trade unions and there is a commitment made by the Minister of Labour to table a legislative proposal on teleworking in the autumn, which may include provisions relating to the R2D.



Covid-19 Pandemic: Teleworking regulation and R2D

• Modification of legislation to facilitate home working in at least half of the 
countries in the EU

• In some countries new minimum standards for teleworking with the aim to 
protect workers for future expansion of telework

• General renewed interest on the R2D leading to debates and/or 
recommendations and guidelines related to “disconnection” or highlighting 
existent R2D 

Source: The Right to Disconnect in the 27 Member States
(Eurofound, 2020)



Conclusions

• Countries differ in terms of prevalence and the extent and form of regulating telework

• Post-pandemic, it is very likely that at least 1/5 of European employees will telework 
regularly or/and occasionally (under a hybrid model)

• Working conditions and challenges are not the same in telework with consequences for 
work-life balance and workers’ health

• Setting specific protection for employees in telework arrangements will be critical

• The Right to disconnect may help improve working conditions, however, a 
comprehensive set of provisions addressing the challenges will be more successful



Thank you  

https://www.eurofound.europa.eu/publications/blog/does-
the-new-telework-generation-need-a-right-to-disconnect

https://www.eurofound.europa.eu/publications/blog/covid-
19-unleashed-the-potential-for-telework-how-are-workers-
coping

Contact information: Oscar Vargas Llave / Research Manager / ova@eurofond.Europa.eu / Eurofound

https://www.eurofound.europa.eu/publications/report/2017/working-anytime-anywhere-the-effects-on-the-world-of-work
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https://www.eurofound.europa.eu/publications/blog/covid-19-unleashed-the-potential-for-telework-how-are-workers-coping
https://www.eurofound.europa.eu/sites/default/files/wpef20019.pdf
https://www.eurofound.europa.eu/sites/default/files/wpef18007.pdf
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