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THE RELEVANCE OF THE STUDY
is determined by the increase in non-
standard forms of employment in the
European Union, which requires the
improvement of approaches to ensuring
social protection for this wvulnerable
category of workers.

THE AIM OF THE STUDY was to
evaluate the effectiveness of current
policies in the social protection of non-
standard workers in EU countries and
identify ways to improve them. The
methodological basis of the research
consisted of a comparative analysis of
legislative norms, an evaluation of
existing social security models, and a
study of best practices for adapting social
guarantees for non-standard workers in
the EU. The results demonstrated that an
integrated social protection model, which
combines updated elements of traditional
guarantees with the introduction of
adaptive support mechanisms, is the most
effective in ensuring social justice for
workers with non-standard forms of
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legislative initiatives, voluntary insurance
programs, and measures to expand access
to social services. It was established that,
with proper legal support, temporary
contracts and alternative forms of
employment can provide a basic level of
stability, legal protection, and social
welfare. A particular role in this is played
by regulatory flexibility, as well as digital
tools that optimise the management of
social guarantees. Based on the results,
recommendations were proposed for
improving social protection for workers
with non-standard forms of employment,
including  creating  unified  social
programs, flexible funding mechanisms,
and introducing educational programs for
upskilling.  The  obtained results
emphasised the importance of adapting
modern approaches and models to form
effective socio-economic policies that will
improve social protection systems in EU
countries and other states seeking to
respond to changes in the labour market.
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AKTYAJIBHICTh JOCJIIKEHHSA
BU3HAYAETHCS 3pOCTaHHIM
HeCTaHJIapTHUX (opM  3alHATOCTI B
€porneiicbkkoMmy Coro3i, 10 BHUMAarae
BJIOCKOHAJIEHHS IMIXO/TIB o

3a0€3MeYeHHsI COIIAIBHOTO 3aXUCTy IIi€l
Bpa3JIMBOi KaTeropii MpaiiBHUKIB.

METOKO JOCJIIKEHHS  Oyno
OLIHUTU €(PEKTUBHICTh YUHHOI MOJITHKH
y chepi COIIIATLHOTO 3aXUCTY
HECTaHJAPTHUX TMpAIliBHUKIB Yy KpaiHax

cC Ta BU3HAYUTH HIISIXHA i1
BJIOCKOHAJICHHS.

METOIOJOI'TYHY OCHOBY
JOCJIIIKEHHSA CKJ1aIu
NOPIBHSUIBHUN ~ aHai3  3aKOHOJIaBUUX
HOpPM, OIlIHKAa ICHYIOYHX  MOJemei
COILIIAJILHOTO 3a0e3MneueHHs Ta
JTOCIIIIDKEHHS IEPEI0BOTO TOCBiTY
ajganTamii COI[laJIbBHUX TapaHTi  JyIs

HeCTaHJapTHUX mpaiiBHUKiB y €C.
PE3YJIbTATH npoaemMoHCTpyBaliy, 110

iHTerpoBaHa MO/JIEINb COLIIATBHOTO
3aXHUCTY, sKa  TOEJHYE OHOBJIEHI
€JIeMEHTH TpaAuIlIMHUX TapaHTid 13

BIIPOBADKEHHSM aJJalITUBHUX MEXaHI3MiB
OIATPUMKH, € Hale(QeKTHBHINIO Yy
3a0e3MeueHHI COIaIbHOI CITPaBEIJIUBOCTI
JUIsl  TIPAIliBHUKIB 3 HECTaHJapTHUMHU
dbopMamu 3alHATOCTI. AHaNI3 OXOIHUB
npaktuky Himeuunnu, Icnanii Ta [Berii,

JEMOHCTPYIOYM  pI3HI  MWAXOAUW  JI0
pETYIIOBaHHS THYYKOT 3alHATOCTI,
BKJIIOYAIOYM 3aKOHOJAB4Yl 1HII{IaTHBH,

Yuieepcumem Tupanu, Anoanis

nporpamMu JA0OPOBUILHOTO CTpPaxyBaHHS
Ta 3aX0JY 100 PO3LIUPEHHS JOCTYIYy 10
COLIlAJIbHUX TMOCTYyTr. Bylo BCTaHOBIEHO,

110 3a HaJIS)KHOTO PaBOBOTO
3a0€3MeYeHHs] TUMYacOBl KOHTPAKTH Ta
aIbTEePHATUBHI bopmu 3aHATOCTI

MOXYTh 3a0e3reunTd 0a30BHIl pIBEHBb
CTablTBPHOCTI, TMPaBOBOTO 3aXHCTy Ta
couianpHOro Omaromonyyds. OcoOmuBy
poIb Y IBOMY BIiJlilpa€ peryasTopHa
THYYKICTb, a TaKOX udposi
IHCTpYMEHTH, 10 ONITUMI3YIOTh
yIpaBJIiHHS COIlaIbHUMU TapanTiasmu. Ha
OCHOBI pe3ynbTaTiB OyJIO 3alpONOHOBAHO

peKoMeH Il 10710 HOKpAIICHHS
COLIAJBbHOTO 3aXHCTy TMpAIiBHUKIB 3
HecTaHAapTHUMH (opMamu  3alHATOCTI,
BKJTIOYAI0YH CTBOPEHHS € TMHUX
COLlIaTbHUX nmporpam, THYYKHX
MeXaH13MiB ¢dinancyBaHHS Ta
BIIPOBAJKEHHS OCBITHIX nporpam
migBumeHHs  kBamidikamii.  Otpumani
pe3yNbTaTH  MIAKPECIWIN  BaXXJIHBICTh

azanTailli CydacHMX MiIXOJIB Ta MOJeei
st hopMyBaHHS €(PEeKTUBHOI COLIIAIBHO-
€KOHOMIYHO1 TIONITHKH, SIKa MOKPAIIUThH
CHCTEMH COIIAJIbHOTO 3aXHCTy B KpaiHax
€C Tta IHmMUX JepXkaBax, IO MParHyTh
pearyBaTy Ha 3MiHM Ha PHHKY Tpalli.

KJIIOYOBI CJIOBA: 3akoHOJaBYe
3a0e3MeueHHs; ndposi pIlIEHHS,
¢biHaHCOBI CTUMYJIH; npodeciiina

MOOUTBHICTD; MEXaHi13MH i ATPUMKH.
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Introduction. The modern labour market in 2025 is changing due to the
development of digital technologies, globalisation, and economic
transformations, which contribute to the spread of non-standard forms of
employment, such as freelancing and gig economy work. Despite providing
flexibility, these forms of employment complicate access to social protection
due to the absence of a stable employment contract, limited social insurance, and
irregular contributions to the social security system, which traditional
mechanisms rely on. In the European Union (EU), this problem is becoming
increasingly relevant, requiring the adaptation of social security policies to
reduce economic risks and increase social stability. The research problem was to
identify effective approaches to social protection for non-standard workers,
ensuring their economic and social stability. Specifically, there is a need to
modernise existing social security mechanisms that do not account for the
characteristics of non-standard employment, which increases social risks for
such workers.

In the scientific work of M.V. Xhumari (2022), an analysis was conducted
of socio-economic changes in Albania and their impact on unstable categories of
workers. The study examined mechanisms for adapting these workers to labour
market changes and evaluated management approaches to their social protection,
which is relevant in ensuring the rights of non-standard workers in the EU.
J. Barjaba & K. Barjaba (2023) explored issues related to reforming education
and employment systems in Albania, focusing on the main obstacles to creating
an effective link between educational institutions and the labour market. They
analysed these challenges at macro and micro levels and emphasised the need to
improve management approaches to strengthen the interaction between
education and professional training, which is important for the social protection
and integration of non-standard workers in the EU. A. Bertolini (2020)
investigated the impact of institutional mechanisms on inequality among non-
standard workers, highlighting the significance of a comprehensive analysis of
social and legal aspects for developing effective management decisions in the
field of social protection. In the study by S. Girardi et al. (2024), it was found
that the effectiveness of social protection for non-standard workers is
determined by a comprehensive approach to regulating labour relations,
particularly the flexibility of contracts, which is important for forming effective
management strategies in the social protection of non-standard workers in the
EU. E. De Becker (2024) analysed EU initiatives to strengthen social protection
for non-standard workers, particularly through the European Pillar of Social
Rights and financial support during the pandemic. He found an increasing
impact of the EU on social policy but identified ongoing issues regarding the
effectiveness of these measures and the need for improvements in management
strategies.
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H.X.J. Tamayo & A. Tumino (2020) studied the impact of tax benefits on
the social protection of non-standard workers in cases of unemployment,
focusing on insurance coverage, financial stability of households, and poverty
risks among this category. They emphasised that limited access for the self-
employed to unemployment benefits creates additional financial risks, requiring
improvements in management approaches to the social protection of non-
standard workers in the EU. C. Gatz (2020) analysed the transformation of
social protection systems in the context of the rise of non-standard employment,
focusing on how welfare states are adapting to labour market changes, the
impact of social guarantees on economic stability, and the development of the
service sector, which is key to forming effective management approaches to
social protection for non-standard workers in the EU. L. Ratti et al. (2024)
examined gaps in the EU legal framework regarding social protection for non-
standard workers, focusing on limitations in the principle of equal treatment as
the main regulatory approach, noting that existing directives do not fully ensure
social guarantees for this category of workers. H. Immervoll et al. (2022) found
that access to social protection for non-standard workers varies by country.
Before the COVID-19 pandemic, gaps between standard and non-standard
workers were significant in some countries, demonstrating the possibility of
closing these gaps through effective policy mechanisms to improve social
protection in the EU.

A comprehensive approach to social protection for non-standard workers in
the EU has been insufficiently researched, which complicates the development
of effective strategies, as most studies focus on individual aspects, leaving their
interconnection and impact on the labour market largely unexplored. This limits
the possibilities for adapting social systems. The aim of this study was to
evaluate the effectiveness of management approaches to social protection for
non-standard workers in EU countries in the context of labour market
transformations.

Materials and Methods. The research followed a structured plan to
examine the role of government regulation and corporate initiatives in
expanding social guarantees for non-standard workers. The study began by
analysing EU legal documents (European Commission, 2024; n.d.a; n.d.b)
related to the rights of workers in non-standard forms of employment. Corporate
strategies were then explored, including voluntary insurance and pension
programs for workers in flexible employment or self-employed individuals.
Notable companies such as Amazon, Zalando, SAP, Telefénica, Siemens, and
IKEA were highlighted for their commitment to strengthening corporate social
responsibility in the labour sector.

The study also examined the risks associated with insufficient social
protection for non-standard workers, including factors leading to legal
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vulnerability, income instability, and limited social mobility. A comparative
analysis was conducted on the social protection mechanisms for non-standard
workers in EU countries (Spain, Germany, Sweden), assessing the effectiveness
of various models of social security, including legislative initiatives, social
insurance programs, and financial tools supporting non-standard employees.
Eurostat (2025a; 2025b) and Organisation for Economic Co-operation and
Development (2018; 2024; n.d.) (OECD) data were used to evaluate factors
affecting social stability and the link between social guarantees, economic
security, and workforce mobility.

The comparison of social security models allowed for assessing the
effectiveness of social protection approaches in EU countries and their impact
on non-standard employees. The research also included an analysis of key EU
directives such as Directive 2003/88/EC of the European Parliament and of the
Council “Concerning Certain Aspects of the Organisation of Working
Time” (2003), Council Directive 97/81/EC “Framework Agreement on Part-
Time Work concluded by UNICE, CEEP and the ETUC — Annex: Framework
Agreement on Part-Time Work” (1997) and Directive (EU) 2019/1152 of the
European Parliament and of the Council “On Transparent and Predictable
Working Conditions in the European Union” (2019), which set the legal
framework for social protection of workers in flexible employment forms.
Supplementing the legal analysis were reports from international organisations,
such as the OECD on the future of social security for non-standard workers,
International Organisation of Employers (2023; 2024) on challenges for
sustainable social systems, and the European Commission (2024; n.d.a; n.d.b)
on labour market inclusion. Company practices from Amazon, Zalando, SAP,
Telefonica, Siemens, and IKEA were also considered, showcasing voluntary
pension and health insurance programs and professional development support
for workers in flexible employment forms.

Results. Changes in the EU labour market, particularly the growth of the
gig economy, automation, and globalisation, have significantly impacted the
management of non-standard workers. Research by I. Mandl (2021) highlighted
the transformation of labour relations under the influence of digital and socio-
economic factors. Increasing the number of temporary workers and freelancers
requires revising social programs and adapting policies to new employment
forms. Considering these challenges, it is crucial to examine how labour market
changes affect management strategies for non-standard workers and what
measures need to be implemented to ensure their effective social protection
(Figure 1).

The active development of the gig economy in the EU contributes to the
spread of non-standard forms of employment, which is manifested in the
increasing number of freelancers, self-employed individuals, and other workers
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engaged under flexible labour conditions. This trend leads to the fact that
traditional employment models, which previously ensured standard social
guarantees, no longer meet the needs of this new category of workers. Gig
economy workers in the European Union often face limited access to social
protection. According to the International Labour Organisation (ILO) (2023),
only 40% of these workers have health insurance, and only 15% have pension
coverage. Self-employed individuals working through digital platforms are
especially vulnerable, as they often fall outside the scope of traditional social
security systems designed for standard labour relations. This creates significant
gaps in social protection coverage, particularly regarding pension provision,
health insurance, and paid leave. These challenges underscore the need for
reforms in social protection policies to adapt to new forms of employment.

The rise of temporary contracts, freelancers and the self-employed

The rise of the Challenges for traditional social security systems

gig economy

Changes in organisational structures and adaptation
to new forms of employment

—> Increased demand for employees with technical skills

Automation Decreased demand for simple physical labour,
creating the need for retraining

The need to adapt social protection programmes
to new types of employment

Expansion of international labour markets, allowing workers from
different countries to work in the EU under contracts

Globalisation | Challenges in managing different forms of employment in different
] legal systems and social protection environments

The impact of international standards on employee
social protection policy

Source: developed by the author based on (International Social Security Association, 2024;
European Parliament, 2024; Eurostat, 2025a, 2025b).
Figure 1. Impact of EU labour market trends
on the management of atypical workers

—>

Automation in the European Union significantly transforms the labour
market by reducing the demand for physical labour while simultaneously
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creating demand for new specialised professions requiring technical skills.
According to a study by E. Hazan et al. (2024), by 2030, up to 30% of current
work hours in Europe could be automated, leading to the need for retraining
approximately 12 million workers. These changes drive demand for specialists
in education and healthcare and workers with developed social and emotional
skills. Specifically, demand for technological skills is expected to increase by
25%, while demand for social and emotional skills will grow by 11% by 2030.

At the same time, research by the European Commission (n.d.a; n.d.b)
shows that introducing industrial robots has a limited impact on overall
employment levels but may lead to increased work intensity and changes in the
quality of jobs. Thus, automation in the EU reduces the need for physical labour
and stimulates the development of new professions requiring both technical and
social skills, highlighting the need for education systems and professional
training to adapt to new labour market demands.

The globalisation of the labour market is expanding opportunities for
workers from different countries to work in the EU. The opening of international
labour markets creates new opportunities and raises the demand for integrating
different legal systems and social standards. Workers from Eastern and Southern
Europe working in the EU require harmonised working conditions and social
protection, which involves the unifying standards across various legal systems.
This includes the need to develop joint social protection mechanisms to ensure
equal conditions for workers from different countries, particularly regarding
wages, social benefits, and legal guarantees.

All these trends have created new challenges for social systems and labour
policies, compelling EU governments to adapt their regulatory frameworks to
the new labour market conditions, including introducing new approaches to
social protection and worker qualification requirements. Transformations in the
European Union labour market significantly impact the nature of employment
and require re-evaluating approaches to managing non-standard workers. One of
these trends is the spread of flexible forms of employment, which emphasises
the need to analyse their impact on the social protection system (Figure 2).

The overall trend of decreasing the share of workers with non-standard
working hours indicates a gradual transformation of the EU labour market
towards more stable forms of employment. This may be the result of political
and regulatory changes aimed at strengthening social protection, as well as the
outcome of digitalisation, which reduces the need for flexible labour. At the
same time, the growing focus on the quality of labour relations and the well-
being of workers encourages employers to adapt their approaches to personnel
management, decreasing reliance on non-standard forms of employment.

Reducing non-standard employment may also signal changes in the
structure of labour market demand, where preference is given to long-term
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hiring with predictable conditions. In this context, the role of the state and social
partners in maintaining a balance between flexibility and job security remains
essential. The changing dynamics of non-standard employment forms are a key
signal for developing new labour relations and social policy management
strategies.
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Source: developed by the author based on (Eurostat, 2025a; 2025b).
Figure 2. Share of employees with atypical working hours
in the EU in 2016-2024, %

Key EU regulatory frameworks that define social protection conditions for
non-standard workers aim to adapt social policies to the new labour market
conditions, where the number of flexible and temporary forms of employment is
increasing. Table 1 presented the main regulatory initiatives that are significant
for the social protection of such workers.

Table 1
Key EU regulatory initiatives on social protection of atypical
workers and their practical implications

Regulatory initiative Description Practical significance
Directive 2003/88/EC of the | Establishes rules regarding Ensures that all workers,
European Parliament and of | maximum working hours, including temporary ones, have

the Council "Concerning | minimum rest periods, and equal rights to rest and

Certain Aspects of the  |annual leave. Applies to all limitations on working hours,

Organisation of Working |workers, including temporary |which is essential for their
Time" (2003) and flexible employees. well-being.

Council Directive 97/81/EC
"Framework Agreement on
Part-Time Work concluded
by UNICE, CEEP and the
ETUC — Annex: Framework
Agreement on Part-Time
Work" (1997)

Regulates the working
conditions of part-time
employees, guaranteeing equal
rights and access to social
benefits, including leave,
health insurance, and pensions.

Provides equal treatment for
part-time workers by ensuring
access to social benefits, even
for those working reduced
hours.
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Regulatory initiative Description Practical significance
Directive (EU) 2019/1152 |Introduces new rights for Enhances the stability of
of the European Parliament |flexible workers, including workers on temporary or
and of the Council "On  |access to training, employment |flexible contracts by
Transparent and Predictable |stability, and fair working mandating access to training
Working Conditions in the |conditions. Ensures equal and requiring transparency in

European Union™ (2019) |treatment for atypical workers. |employment conditions.

Developed to guarantee
minimum wages across EU Strengthens social protection

Fair Minimum Wages Member States, including non- |and financial stability for non-

standard workers such as standard workers whose
Package .

freelancers and temporary employment conditions often

employees, thus ensuring a lack income security.

decent standard of living.

Establishes regulations for

Regulation (EU) 2022/2065 digital platforms (e.g., inthe  |Increases transparency in the

of the European Parliament

and of the Council "On a gig economy) regarding gig economy, guarantees fair
Sinale Market for Didital algorithmic transparency, fair |pay, and secures basic social
Segr]vices and amen d?ng remuneration, and social protection for platform-based
o protection for platform workers, including freelancers.
Directive 2000/31/EC Workers.

Source: developed by the author based on (Council Directive 97/81/EC, 1997; Directive
2003/88/EC of the European Parliament and of the Council, 2003; Directive (EU) 2019/1152
of the European Parliament and of the Council, 2019; Digital Services Act, 2022; European
Parliament, 2025).

As listed in the table, EU regulatory initiatives are mandatory for
implementation within the national legal systems of member states; however,
their practical implementation may vary depending on the socio-economic
context of individual countries. For example, the Directive 2003/88/EC of the
European Parliament and of the Council (2003) has been successfully
implemented in Germany and the Netherlands through collective bargaining
systems that regulate working hours even in temporary employment sectors. The
Council Directive 97/81/EC (1997) is effectively applied in France, where part-
time employment is accompanied by proportional social guarantees. Thus,
directives not only create a common framework for the protection of non-
standard workers but also allow adaptation to the specific conditions of each
country.

These initiatives are essential as they aim to adapt the social protection
system to changes in the labour market, particularly to the growth of the gig
economy and the spread of non-standard forms of employment. They create
opportunities for providing social protection to workers with flexible contracts
or self-employed individuals, who previously did not have access to traditional
social benefits (Regulation (EU) 2022/2065..., 2022; Directorate-General for

54



ISSN 2415-3206
MANAGEMENT

Journal
Issue 1 (41), 2025

Employment ..., 2024). Thanks to such initiatives, EU member states have
created fairer labour policies that meet the modern requirements of the economy
and ensure equal conditions for all workers.

In modern companies such as Amazon, Zalando, and SAP, personnel
management is a key aspect of ensuring effective operations and
competitiveness in the labour market. However, with the development of the
economy and changes in employment structures, an important aspect has
become the inclusion of non-standard workers, such as those with flexible
contracts, temporary employees, self-employed individuals, and other forms of
work. For such workers, organisations apply various personnel management
models that allow them to adapt to new conditions and business needs while
ensuring high efficiency and employee engagement.

Flexible contracts, rotation schemes, and integration into the corporate
culture are the main approaches to managing non-standard workers. Each
approach has advantages and disadvantages, which affect the effectiveness of its
implementation in organisations. Table2 presents the details of these
management models that allow organisations to integrate non-standard workers
effectively.

Table 2
HRM models for effective inclusion of atypical workers in the EU
Marrﬁlgjerz?ent Description Advantages Disadvantages EU Example
Provide flexibility Telefénica
. for both If contracts o
Flexible contracts (Spain): Utilises
employers and frequently change, .
allow employees ; flexible contracts
employees, reduce |this may lead to
to work under . . A to attract
. . costs associated | instability in work
Flexible |variable . , technology
o with long-term processes; careful s
contracts | conditions, o specialists,
: : contracts, and coordination is . .
choosing their . . allowing quick
i enable rapid required to ensure :
working hours and . - team adjustments
. adaptation to continuity of -
location. R . according to
shifts in labour operations. )
demand project needs.
Enhance .
. . Siemens
Rotational employee skill May cause stress )
i U (Germany): Offers
schemes involve |diversity, promote |due to constant .
N . o graduate rotation
periodically mobility and adaptation;
. : . e programmes
Rotational |relocating professional maintaining .
L across countries
schemes  |employees growth, and help |organisational
AR . and departments
between maintain high balance in large :
. to increase
departments or levels of companies can be e
. ) qualifications and
projects. engagement and | challenging. -
I adaptability.
motivation.
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Marrﬁlggg?ent Description Advantages Disadvantages EU Example
Refers to
initiatives aimed Promotes a Non-standard
at including non- cohesive team workers may IKEA (Sweden)
standard workers . struggle to . .
. environment, ; actively involves
in the increases integrate fully, all workers in
Integration |organisational primarily if they .
. employee training, corporate
into culture. These satisfaction work remotely or events. and
Corporate |workers are given ’ on irregular ’
b reduces turnover, development
Culture  |access to training, . schedules,
and improves . programmes,
development potentially
o overall . regardless of
opportunities, and - creating
L organisational I contract type.
team activities, erformance communication
fostering a sense P ' barriers.
of belonging.

Source: developed by the author based on (European Commission, 2024).

The personnel management models used for effectively integrating non-
standard workers in the EU differ in their essence and approaches. Still, all aim
to improve productivity and adapt to the changing labour market conditions.
One such model is flexible contracts, which are actively used by Telefonica in
Spain. These contracts allow employees to define the terms of their work,
including the choice of working hours and location. This allows the company to
adapt to market demand fluctuations, reduce costs, and ensure flexibility in
managing human resources. For example, during the COVID-19 pandemic,
Telefdnica actively used these contracts to adapt to economic changes, enabling
its employees to work remotely.

Another model that is effectively used in EU companies is rotation
schemes. This model is applied, for example, in Siemens in Germany (Siemens,
n.d.). It involves periodically moving employees between different departments
or projects, allowing them to develop in various areas of activity. This approach
provides employees with new development opportunities, stimulates their
interest in work, and increases their level of engagement. However, rotation can
be stressful for employees, who must constantly adapt to new working
conditions. An essential part of this strategy is supporting employees, helping
them cope with constant changes and maintain high productivity.

There is also the model of integration into the corporate culture, which is
actively applied at IKEA in Sweden. Regardless of whether an employee is
permanent or working on a contract, IKEA actively involves all of its employees
In corporate events, training, and professional development opportunities. The
company ensures equal access to training programs and creates an environment
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where all employees can interact with each other. This enhances motivation,
satisfaction, and employee loyalty, which, in turn, contributes to reducing
turnover and improving overall efficiency.

Each model has its advantages and challenges, but they aim to engage non-
standard workers in company processes effectively, increase their engagement,
adaptability, and stability in changing labour market conditions. However, in
light of the changes in the labour market and the need to adapt to economic
fluctuations, flexible contracts have become a more appropriate approach. They
provide the opportunity to quickly adjust the composition of work groups to
changes in the labour market, reduce costs, and offer employees greater freedom
in choosing work conditions. Rotation schemes and integration into corporate
culture are also important for employee motivation, but flexibility in contracts is
the main factor for companies operating in conditions of change and uncertainty.

In the context of growing economic instability, companies must find the
optimal balance between employment flexibility and social guarantees to adapt
to labour market changes while providing appropriate protection for workers.
Innovative models that combine flexible contracts, rotation schemes, and
adaptive social programs must be developed to maintain employee stability in
challenging conditions. Therefore, Figure 3 outlines the main approaches to

balancing employment flexibility.
ﬁ)n-standard forms of \
/Adaptive social \ employment: freelance,
protection. \ temporary work.

Social guarantees: insurance,

Programmes to support

workers during Devel holidays, pensions.

i evelopment ' e _
economic shocks. of ada?)tive Fl?é'ig:e Flexibility in determining
Coverage of all types of social security working hours and workplace

for employees without

\infringement of rights. /
\J /Developing legislation for \

Equal access to training and  Integration flexible workers.

workers in social

. programmes [  contracts
qotectlon programmes. /

development. into Legal
i . i Ensuring equal rights for all
Inclusion of flexible workers | COrPorate security
culture employees.

in the company's team.
Defining the legal status for

Creating corporate support new forms of employment and
for flexible workers through rotection against
Q/ents and initiatives. / @scriminati?)n /
Source: compiled by the author.

Figure 3. Key approaches to achieving a balance between employment
flexibility and social protection
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To achieve an effective balance between employment flexibility and social
guarantees, it is essential to integrate several key approaches that help maintain
employee stability while adapting to changing economic conditions. Flexible
contracts with social protection are one such critical approach. Temporary work,
freelancing, or part-time employment allow organisations to quickly adjust their
workforce to demand and economic changes, while providing employees with
necessary social protection, including health insurance, pension contributions,
and paid leave.

Between 2020 and 2024, European Union countries (Llave et al., 2022)
applied comprehensive approaches to regulating the social protection of non-
standard workers. The goal of these measures was to achieve a balance between
employment flexibility and the provision of social guarantees. One key direction
was improving the legal framework covering all forms of employment,
including freelancing, temporary work, and gig employment. Governments
developed provisions for safe remote work, the right to disconnect, and equal
access to insurance for all categories of workers.

At the same time, countries introduced adaptive social programs that
ensured workers had access to fundamental social guarantees — specifically
health insurance, paid leave, and pension contributions. These programs were
significant for self-employed workers and platform workers, who previously
often did not have access to traditional forms of social protection — according to
a report by the International Labour Organisation (2023), expanding coverage of
social guarantees positively impacted income stability and reduced the risk of
poverty among non-standard workers.

Another approach practised in EU countries was integrating flexible
workers into corporate culture. Companies provided access to internal training,
involved workers in team events, and expanded feedback opportunities. This
contributed to increased loyalty and reduced turnover. The report by O.V. Llave
et al. (2022) noted that employee engagement and employer support were
crucial for motivating non-standard workers and ensuring long-term
participation in company activities. A study by N. Pavlenchyk & V. Tsizdyn
(2025) showed that a balanced combination of material and non-material
motivational factors significantly enhanced personnel management effectiveness
across diverse enterprises.

Moreover, companies implemented digital tools to manage social
guarantees and flexible working schedules. Such solutions allowed for greater
transparency, automated payment calculations, and better adaptation of working
conditions to employee needs. According to Organisation for Economic Co-
operation and Development (2018; 2024; n.d.), companies that applied
innovative human resource (HR) technologies demonstrated higher productivity
and lower turnover rates among temporary and remote workers.
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Non-compliance with social standards and insufficient protection of
workers’ rights can lead to legal risks for companies. Workers who feel their
labour rights are violated may turn to the courts or trade unions, often resulting
in significant financial and reputational consequences for the company. For
example, Chipotle in the USA was required to pay USD 8 million for unlawful
termination, which sparked criticism and damaged the company’s employer
brand (Butler, 2021). Following the Supreme Court ruling on Uber in the UK,
the company was forced to change the status of thousands of workers, costing
millions and casting doubt on its business model (O’Brien, 2021). Such cases
complicate recruiting new qualified workers and reduce trust in the company on
the labour market.

Therefore, insufficient social protection for employees lowers their
motivation and loyalty and creates significant risks for the company.
Incorporating social guarantees into the company’s policy is necessary to ensure
its operations’ stability and effectiveness. Innovative social insurance models for
flexible and temporary workers consider the peculiarities of new forms of
employment and changes in the labour market. Traditional social protection
mechanisms often fail to meet the needs of workers with irregular schedules, so
flexible systems have been considered, providing access to social benefits,
health insurance, and pension programs (Figure 4).

*This model allows freelancers and temporary workers to access social
security through mobile applications. They can choose the level of
insurance coverage and pay contributions based on income, which

N . )
Mobile insurance
for non-standard

employees ) provides flexibility and convenience for employees.

(- . . . J*Models that adapt social benefits to part-time or flexible workers allow for
Flexible social ; ;
. equal access to health insurance and pension benefits, even for those
msurance working on flexible contracts.

A v

( Y This model uses digital platforms to provide social protection to workers in

Platform insurance | the gig economy, such as couriers or taxi drivers, through dedicated web

L ) applications or platforms.

- . —
Insurance for |[*Companies can set up social insurance programmes for temporary workers
temporary workers || working on projects. The model provides employees with social protection
on a project basis even if their employment is limited in time.
J

(Team insurance [A model that includes social protection for all team members (both
OOTAIIIIES permanent and temporary employees) can be implemented to create a level
\p &t playing field within the company.

Source: developed by the author based on (Organisation for Economic Co-operation and
Development, 2024; International Organisation of Employers, 2023, 2024).

Figure 4. Innovative social insurance models
for flexible and temporary workers
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Among the various models, the most effective is the flexible social
insurance model, which adapts to the changing work schedules of employees,
particularly freelancers and temporary workers. This model of social protection
has proven effective in practice, notably in Spain, which in 2021 adopted the so-
called "Rider Law" (Waeyaert et al., 2022). This legislation required digital
platforms such as Glovo and Uber Eats to recognise couriers as employees,
granting them access to social insurance, paid leave, and a stable income. The
law also mandates transparency of algorithms affecting working conditions,
marking a crucial step in protecting workers’ rights in the digital era.
Furthermore, a study by I. Sharif & C. Zhenwei Qiang (2023) highlighted that
ensuring access to the full spectrum of social protection for gig economy
workers is essential for effective integration into the labour market and reducing
the risk of poverty. Thus, adapting the social protection system to the needs of
non-standard workers makes it possible to achieve flexibility and stability in the
modern economy.

The rapid growth of the gig economy has been driven by the convergence
of digitalisation, economic instability, and shifting priorities among workers and
employers. The proliferation of online platforms has made flexible, remote work
more accessible, particularly for young people and those seeking additional
income. According to the T. Bowen et al. (2020), online gig work grew by over
40% between 2016 and the first quarter of 2023. Companies, for their part,
increasingly utilise gig models to reduce costs and quickly adapt to market
changes (Euro News, 2023). Below are recommendations to improve social
protection policies for workers in non-standard forms of employment and
proposed implementation strategies at the national and organisational levels.

One key recommendation is establishing upskilling and reskilling
programmes to support non-standard workers. This is particularly relevant for
freelancers, temporary workers, and the self-employed, who often have limited
access to traditional training opportunities. These programmes should focus on
developing new skills that enable such workers to adapt to changing conditions
and remain competitive. Given the constant transformation of the labour market,
these programmes must be accessible and flexible, responding to the needs of
those working under flexible arrangements. To implement this initiative,
governments can collaborate with educational institutions and trade unions to
offer targeted benefits or free courses for non-standard workers. This approach
also enables companies to integrate training into their development strategies,
providing workers access to learning opportunities within the corporate
structure.

Introduce flexible mechanisms for financing social guarantees to ensure
adequate social protection for workers with flexible employment arrangements
(e.g., part-time, temporary, or variable working hours). This includes creating
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temporary support schemes that adjust to workers’ employment status changes.
Such programmes allow for the timely adjustment of social benefits in response
to shifts in employment, ensuring continuous access to social protection for
those in non-standard jobs. To implement this recommendation, it is essential to
establish financial instruments that allow social benefit funding to be tailored to
specific working conditions. This may include developing support mechanisms
for individuals working under part-time contracts or on short-term projects, with
the capacity to adjust payments quickly based on changes in workload or
schedule. With this approach, authorities and businesses can provide stability
and protection for workers, even amid fluctuations in labour market conditions.

To support the gig economy, organisations should develop corporate social
responsibility (CSR) programmes focusing on supporting workers with flexible
contracts. These programmes should ensure access to stable social protection,
training and development opportunities, and the integration of gig workers into
the corporate culture. Companies must adopt policies that support employees
working under flexible arrangements, fostering their loyalty and engagement
with the organisation. To achieve this, companies can create clear internal
policies that include regular training and professional development programmes
available to gig workers on equal terms with permanent employees.
Additionally, companies can establish dedicated platforms for communication
and involvement in corporate initiatives and events, helping to integrate gig
workers into the organisational environment. Governments can also support this
initiative by offering incentives and grants to companies that include gig
workers in social protection schemes and ensure equal conditions for all
categories of workers. The proposed initiatives will improve working conditions
for individuals in non-standard employment, enhance their economic stability,
and ensure social protection through the adaptation of existing programmes to
new realities. They include the development of flexible mechanisms that
consider the specific circumstances of such workers, enabling an effective
response to their needs and the evolving challenges of the modern labour
market.

Discussion. The study of management approaches to the social protection
of non-standard workers in the EU is crucial for understanding the impact of
various policies on this group's support. Scholars working in this field focus on
examining current legislative initiatives, social security programmes, and
corporate strategies that influence non-standard workers’ access to social
benefits. Particular attention is paid to evaluating the effectiveness of these
policies, which enables the forecasting of changes in social protection
governance in the context of a dynamic labour market.

The research by M. Petmesidou et al. (2023), L. Jerg et al. (2021), and
A. Seemann et al. (2021), which centres on post-COVID-19 social protection,
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explored the transformative potential of the EU’s Next Generation initiatives in
the social sphere, especially regarding the economic recovery of Southern
European countries. The analysis of political strategies in these countries
revealed a common concern for social issues and significant differences in
integrating social policy approaches. Research on the social security of workers
engaged in multiple jobs simultaneously highlighted challenges in adapting
welfare systems to emerging forms of employment, particularly in the context of
the platform economy. The findings partially align with the results of the present
study, which identified that new forms of employment, notably in the gig
economy and through flexible contracts, necessitate adaptations in social
systems. However, despite the broad scope of support policies implemented
during the pandemic, they did not result in significant systemic changes for non-
standard workers, indicating a pressing need for further reforms.

The findings of L. Westhoff (2022) and M. Bhebhe (2021) focused on
wage disparities between non-standard and standard workers, particularly across
different forms of atypical employment. Using data from seven European
countries, the authors established that temporary employment is associated with
significant wage reductions, especially at higher income levels. In contrast, for
workers with multiple jobs these differences are less pronounced. An analysis of
employment instability in the private security sector in Zimbabwe identified
significant challenges in managing contractual employment, particularly due to
labour market fragmentation and insufficient regulation. These findings are
consistent with the conclusions of the present study regarding the need to
improve social protection for non-standard workers and to integrate diverse
approaches into social policy to ensure more effective support for this group.

Scholars such as M.D. Vasilescu et al. (2020), and M. Tanweer (2022)
have emphasised the wage differentials between standard and non-standard
workers, particularly in the context of part-time and temporary employment.
They noted that when assessing wage levels, it is essential to account for the
type of employment, as income-determining mechanisms may vary depending
on the type of employment contract. Concerning the challenges of unstable
employment in Zimbabwe’s private security sector, their research revealed
severe difficulties contract workers face, including labour market fragmentation,
lack of adequate regulation, and weak representation. These conclusions
resonate with the present study, which focuses on enhancing social protection
policies for non-standard workers, particularly by adapting national welfare
systems to the specific characteristics of temporary work, part-time
employment, and platform-based jobs.

However, differences in research findings were observed in the works of
A. Aloisi (2022), E. Mattarelli et al. (2022), and A. Murgia et al. (2020), as their
approaches to analysing the effectiveness of social protection policies for non-
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standard workers varied significantly depending on national contexts and legal
frameworks across different countries. For instance, in France and Spain, the
effectiveness of policies aimed at integrating platform workers into social
protection systems varied due to differences in worker classification and
mechanisms of access to social benefits. Meanwhile, more universal strategies
for protecting temporary and part-time workers in Germany and Italy have led to
notable progress in ensuring social guarantees for this group. However, even
these systems do not always adequately respond to emerging forms of
employment, such as platform work.

Research on the impact of non-standard employment on innovation
processes and the effectiveness of social protection for such workers highlights
the importance of enhancing social protection policies across the EU. This issue
Is examined in detail in the works of J. Reljic et al. (2021), D. Bak-Grabowska
& K. Piwowar-Sulej (2021), and P. Elia & S. Bekker (2023), which investigated
the effects of non-standard employment on innovation in five European
countries. Their findings revealed a negative impact of a high proportion of
workers in such jobs on innovation, particularly in technical sectors, reinforcing
the need to ensure social security for these workers. Additionally, research on
vocational training for workers in project teams and under non-standard forms
of employment addressed the development of skills for this category of workers,
aligning with the conclusions of the present study. Concerning the impact of the
COVID-19 pandemic on the social protection of non-standard workers and the
temporary support mechanisms implemented in response, the research
highlighted systemic gaps, especially for freelancers and self-employed
individuals. Many countries adapted their policies by expanding access to
unemployment benefits and introducing temporary support schemes. However,
the effectiveness of these measures varied across countries, pointing to the need
to improve policies to ensure social security for non-standard workers in the
future. These findings diverge from those of the present study, which, unlike
earlier research, emphasises the need to adjust existing social protection policies
to mitigate the adverse effects of non-standard employment and ensure equal
access to social benefits for all workers, regardless of their contractual
arrangements.

In the studies conducted by S. Spasova et al. (2021), A. Ludera-Ruszel
(2020), and E. De Becker (2025), an analysis was carried out to assess the
impact of measures implemented during the COVID-19 pandemic on EU labour
markets, particularly for non-standard workers and the self-employed. These
findings confirmed the importance of social programmes such as unemployment
benefits, sickness allowances, and parental special provisions. The research also
highlighted the relevance of the gender dimension in access to these
programmes. An analysis of the differences in treatment between standard and
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non-standard employees revealed that the latter often face discrimination and
limited access to high-quality employment. The growth in non-standard jobs
across the EU, including self-employment, part-time work, and temporary
contracts, has shown that around 40% of the workforce is engaged in atypical
forms of employment. These findings align with the conclusions of the studies
mentioned earlier, underscoring the need to adapt social protection policies to
ensure equal conditions for all workers, especially those in non-standard
employment, and to address discriminatory practices against these groups.

These results diverge from the studies by A.l. Uwadinma (2024),
A. Aranguiz (2024), and T. Bowen et al. (2020), which focused on the impact of
globalisation on working conditions and labour standards, particularly for non-
standard workers. Their approach significantly differs from those grounded in
economic analysis. Their research focused on improving or deteriorating
working conditions across sectors due to globalisation, but paid insufficient
attention to the implications for workers’ social protection. Regarding the issue
of equal treatment, the studies addressed critical aspects of discrimination
against non-standard workers, especially regarding access to social security.
Moreover, they explored the role of adaptive social protection in supporting
households during major disruptions such as economic crises, stressing the
importance of stability for vulnerable groups, including those in non-standard
employment.

An analysis of managerial approaches to the social protection of atypical
workers in the EU indicates that the effective integration of social protection
policies for non-standard forms of employment is key to ensuring equal rights
and working conditions. It was found that existing social protection mechanisms
must be adapted to the specific needs of the self-employed, temporary and part-
time employees. In contrast to traditional approaches, which often focus on
protecting standard employment, recent research has emphasised the necessity
of integrating different forms of employment into a unified social protection
strategy. This would enable more effective bridging of the gaps and
safeguarding the rights of these categories of workers.

Conclusions. The research established that transformative changes in the
European Union labour market — particularly the rise of the gig economy,
automation of production and management processes, digitalisation of labour
relations, and growing globalisation — have significantly expanded the scope of
atypical employment. In countries such as Germany, Sweden, and Spain,
regulatory, programmatic, and technological mechanisms have been actively
implemented to enhance the social protection of workers engaged in flexible
contractual arrangements.

The analysis of legal frameworks — especially Council Directive 97/81/EC,
Directive 2003/88/EC of the European Parliament and of the Council, and
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Directive (EU) 2019/1152 of the European Parliament and of the Council -
demonstrated their crucial role in regulating the social rights of atypical workers.
These directives form the foundation of European labour law, aiming to
harmonise employment standards across EU member states. This is particularly
important given the expansion of digital platforms and flexible employment
models. Their implementation contributes to the unification of approaches to
providing workers with access to basic labour and social guarantees, regardless
of the type of employment relationship. Spain’s experience is especially
illustrative: following the adoption of the so-called "Riders Law", digital
platforms were required to recognise workers as officially employed, granting
them a social protection package.

The cases of companies such as Telefonica (Spain), Siemens (Germany),
and IKEA (Sweden) illustrate that innovative HR management approaches —
including the implementation of flexible contracts, rotation schemes, and active
integration policies for atypical workers — help enhance motivation, reduce staff
turnover, and improve adaptability to change. Telefénica employs flexible
agreements to attract IT specialists with remote working options and variable
schedules. Siemens operates international rotation programmes for young
professionals, increasing their adaptability and professional mobility. At IKEA,
all employees, regardless of contract type, have equal access to training and
corporate events, fostering an inclusive and development-oriented work
environment.

Given the rapid development of the gig economy and changes in the labour
market, the study proposed key recommendations for enhancing social
protection for non-standard workers. These include the establishment of
universal social security schemes that provide equal access to pension insurance,
healthcare, unemployment benefits, and leave entitlements for freelancers,
temporary employees, and the self-employed. The necessity for reskilling
programmes to support the competitiveness of such workers was emphasised,
alongside the creation of flexible funding mechanisms for social guarantees,
including adaptive temporary support schemes. Furthermore, integrating non-
standard workers into corporate culture through joint projects and training
initiatives was highlighted as a means to boost motivation, reduce staff turnover,
and stabilise the internal environment of companies.

Future research in social protection for non-standard workers in the EU
should concentrate on the effects of digital platforms and HR technologies on
the efficiency of social security provision, as well as adapting social protection
policies to changes in the labour market. It is also crucial to investigate the
potential for expanding training and reskilling programmes to enhance these
workers’ competitiveness and to further harmonise social standards across the
EU.
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