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Foreword I

Foreword

Since the SARS-CoV-2 pandemic at the latest, there has been a new debate about work
and its role both in private as well as public life. Societal transformation, the orientation
towards the common good, and the necessity to ensure prosperity for most members
of the society are inconceivable without work. After all, work is supposed to increase
happiness in life, not to reduce it.

With this statement, the Union of the German Academies of Sciences and Humanities
and the German National Academy of Sciences Leopoldina provide stakeholders in poli-
tics and society with suggestions for orientations regarding the changes of work in the
multiple crises of the present.

We would like to express our gratitude to the interdisciplinary research group and its
spokesperson, Jutta Allmendinger, for investing time and energy in preparing this
statement, despite all of their other obligations. Only thanks to the expertise assembled
here, it was possible to provide a synthesis on the different positions of this topic, as
presented in this paper.

Finally, we would also like to thank the reviewers as well as the staff members in
administration for their help in developing, supporting, and commenting on the posi-
tion paper.

Berlin and Halle (Saale)

In November 2023

Ao, et N

Prof. Dr. Dr. h. c. mult. Prof. Dr. Gerald H. Haug
Christoph Markschies President
President German National Academy of Sciences
Union of the German Academies Leopoldina

of Sciences and Humanities
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I Summary

Summary

Paid work is currently changing signif-
icantly. Processes of digitalization and
automation, which often allow remote
working, as well as processes of defossil-
ization, through which our economy and
professional world are shifting towards
ecologically sustainable energies and
technologies, cannot be ignored. The
same is true for the demographic change
and immigration. These developments
entail opportunities as well as risks. Old
fields of work disappear, while new ones
emerge. The latter require the acquisition
of new professional competencies but also
open up hitherto unknown opportunities
to connect paid work with other activities.
These changes, in turn, affect the spatial
organization of paid work and thus the
social and ecologically sustainable design
of areas of work and activity. Therefore,
it makes sense to take a closer look at the
question of how activities can be organ-
ized in the future and how prosperity is
ensured as a result.

The opportunities and risks of the
current transformation do not concern all
people and enterprises to the same degree.
The interdisciplinary research group “The
Future of Work” investigated how positive
and negative effects are distributed among
different societal groups, according to age,
socio-economic status, gender, education,
income, family care obligations or regional
origin. The working group also analyzed
how existing material, respectively imma-
terial, inequalities are reduced or strength-
ened. This also concerns the enterprises,
which operate in different markets and
are affected to different degrees by politi-

cal, technological and regulatory changes.
The objective is to design a change that is
considered fair by all sides and to prevent
that poor working conditions or environ-
mental burdens are outsourced to other
world regions.

The interdisciplinary research
group therefore proposes to observe paid
work in its interaction with other forms
of activities, to view the concept of work
more broadly and to take a look at dif-
ferent forms of human activity and their
interplay. Prosperity, well-being and social
cohesion are essentially based on paid
work as a central pillar of social order. At
the same time, there are numerous other
forms of activities to satisfy human needs,
to develop skills and to achieve work, that
is valuable to society. In the context of
this broader view of work, human poten-
tials and a newly balanced relationship
between social, economic and ecological
requirements move to the centre.

We propose a shift in emphasis
from a work-oriented society (“Arbeits-
gesellschaft”) to an activity-oriented
society (“Tatigkeitsgesellschaft”)*. The
interdisciplinary research group thus
demarecates itself from those who speak of
an “end” of work. It points to the opportu-
nities that open up for people, the econ-
omy and society if these activities are
equally recognized.

* Already in German, the distinction between “Arbeit”
and “Tétigkeit” is not unequivocal since Arbeit is also
a Tdtigkeit. In English, the same applies. Here the term
“labour” denotes work in the classic sense and could be
used instead of “work” to sharpen the distinction.



In this position paper, the interdiscipli-
nary research group identifies relevant
developments and formulates recommen-
dations in five fields of action which sketch
out initial contours of an activity-oriented
society and can support the common
quest for answers in the economy, politics
and society.

Recommendations for action

Adapting employment biographies
to demographic change

Due to demographic change, the gained
years of life in good health and the
increase of women in the workforce, it is
necessary to have a higher flexibility with
regard to the relationship between paid
work and other forms of activities. Poten-
tial measures for a more flexible design
of work that is oriented towards the life
course could include the opportunity to
extend sabbatical months and years and
to replace the legal age of retirement by
a window of retirement in which people
can freely choose when they would like to
begin retirement.

A forward-looking activity-oriented
design of work also includes supporting
re-entry into paid work after other phases
of activities. Thus, the possibility of re-
entering the labour market also in higher
adult age should be made easier if peo-
ple desire this. In this context, a stigma-
tization of allegedly “unproductive” older
people, who from a certain age no longer
want to or no longer can be available on
the labour market, needs to be avoided.

Such a design of work that is ori-
ented towards the life course is one side
of the coin, a reliable care- and nursing
infrastructure is the other. Here, it is nec-
essary to expand the day care programmes
in childcare centres and schools and to

Summary

guarantee day care for children in all
age groups until school entry. This could
take place analogously to the right to day
care for elementary school children (from
2026). This, however, also includes the
expansion of out-patient and in-patient
care facilities, respectively, nursing ser-
vices for chronically ill or disabled people.

Adapting the organization
of paid work to digital change

First of all, a re-evaluation and new
assessment of human work requires a
change in attitude. It can only be suc-
cessful if the organizational forms of paid
work can be adapted to the digital change.
For this purpose, regulations have to be
developed in this area, for example, in
dealing with opportunities and risks of
digitally assisted work. It has already
become clear that a human-appropriate
design of digital systems of assistance and
decision-making can provide opportuni-
ties of relief. However, it also entails risks
with respect to data protection, for exam-
ple. Using the technological progress for
the benefit of the activity-oriented society
also requires setting clear corporate rules
for working hours, availability and perfor-
mance control in remote work as well as
redefining employment relationships in
platform work. Finding concrete and con-
text-sensitive solutions to these questions
requires that employees have a say, both
within existing structures of corporate
co-determination as well as — in particular
for platform work — in formats that are to
be newly developed.

Orientate education, professional training
and continuing education more strongly
towards the grand challenges

In Germany, more effort needs to be
invested in all forms of education. The
performance level of children is low, espe-
cially when they come from socially pre-
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carious families or from families in which
German is not spoken. The divergence of
educational outcomes according to place
of origin is significant. This has reper-
cussions on the participation of children,
economic development as well as societal
cohesion. The entire education system
of a society and the level of education of
its population determine which forms
of work prevail in the short-, medium-
and long term and which results can be
achieved.

Early childhood education needs
to be expanded. The earlier educational
measures are applied in the life course,
the larger the expected yield, measured
according to the level of achieved perfor-
mances and the reduction of inequali-
ties. We need more day-care centres for
children, ones that involve educational
opportunities at an earlier age, we need
target-oriented support for our very young
children, especially when they grow up in
difficult circumstances. The “Startchancen-
programm” (early childhood educational
opportunities programme) for pupils of
elementary schools needs to be expanded
and orientated to those schools and chil-
dren that require help. A half-hearted
programme with widespread distribution
would only increase inequality and leave
potentials unused.

Successfully dealing with new
insecurities and uncertainties moreover
requires further developing the (pre-)
school curriculum. In this context, a
stronger orientation to the OECD Future
Skills, especially with respect to “digital lit-
eracy”, individual responsibility and value
orientation, could be useful. The target are
citizens who develop as a personality and
who can apply their knowledge and skills
for a viable and productive society in har-
mony with nature, both in the context of
their paid work as well as in other forms
of activity.

In view of the transformation of
work and demographic change, continuing
education needs to be moved more to the
centre as well. Aside from personal adap-
tation this involves also adapting to tech-
nological developments, which includes
opportunities of a second or third voca-
tional education for a new job. A “period
reserved for education” (Bildungszeit)
could provide incentives to explore new
areas of activity in adulthood, to improve
one’s own employability and thus shape
one’s own employment biography of
activities with more self-determination.
Framework conditions could be designed
as an “insurance of continuing education”
(Weiterbildungsversicherung). Another
approach would be the expansion of the
consulting services of the Federal Employ-
ment Agency and its cooperating partners,
including easily accessible consulting ser-
vices for supported continuing education.

Reducing gender-related inequalities
in the distribution of paid work and
care work

Inequalities in the distribution of paid
work and care work in families should
be reduced. This would increase work
productivity of women and their finan-
cial independence and decrease stereo-
typing of roles. Here it is recommended
to change the tax and transfer system so
that it promotes a more balanced relation-
ship of classic paid work and care work as
an unpaid activity. There should also be
incentives for a more equal distribution
of paid work and care work among both
parents. Many elements of the tax and
transfer system benefit the unequal dis-
tribution of care work and paid work
between men and women, which is why
these federal instruments do not meet
the standards of an activity-oriented
society. Important starting points here
would be to expand the so-called partner
months (Partnermonate) in parental ben-



efits (Elterngeld), to reform tax splitting
among married couples to a “Realsplit-
ting” with a low amount to be transferred
and to abolish so-called Mini-jobs. More
financial means for the care sector should
be made available, infrastructures in care
and nursing should be expanded, person-
nel should be increased and the attractive-
ness of the profession should be improved.
Moreover, the status of live-in care work-
ers from abroad needs to be improved so
that these already existing forms of paid
care work can experience a stronger soci-
etal recognition.

Other measures that should be
developed in the future include a “family
working time”, benefit replacement rates
for certain care and support activities and
their recognition for retirement as well as
flexible work models that, among other
things, make it easier for older women to
reconcile a longer employment with care
work within the family.

Furthermore, unpaid and low-paid
work in the informal area should be taken
more strongly into consideration socio-
politically. Here, “time accounts” for volun-
tary work (as part of the flexibilization of
employment biographies) and an organ-
izationally easier leave from paid work
for a “voluntary work time” (in addition
to “parental time” and “care time”) could
be considered. Another option would be
extensive tax advantages for voluntary
work. Opportunities for counter-financing
would result from the reform of tax split-
ting among married couples, the financial
incentives for Mini-jobs or the cost-free
co-insurance of spouses in statutory health
insurance.

Summary

Adapting spatial and constructional
conditions

The current crises radically put into ques-
tion existing solutions with regard to
workplaces as well as their infrastructures
and follow-up costs. Due to the permanent
introduction of remote work for part of
the employed population, especially in the
form of working from home, new, flexible
and health-promoting constructional con-
cepts are necessary in the private and pro-
fessional field of activity. This ranges from
flexible layouts to labour and health pro-
tection. The office of the future needs to
be designed in a socially and ecologically
sustainable manner, and it also needs to
involve the exteriors more strongly.

In the activity-oriented society,
remote work, office and “third places”
form an innovative triad for those profes-
sions whose workplace is not determined
by the task as such. Here, the idea of the
economy oriented towards the common
good is particularly powerful: “third
places” and co-working spaces should not
only be operated by private enterprises
but also by the municipalities and should
be publicly funded wherever they have a
function that benefits the community. In
that case, they should be declared “ten-
ants worth protecting”, if possible com-
bined with public usages and developed
into neighbourhood centres, and easily
accessible for all interested parties. Corre-
sponding planning and construction reg-
ulations could thus strengthen the sense
of community and solidary, healthy work
in an activity-oriented society. They could
ease the transitions between paid work
and other forms of activities significantly
— even more: they become their indispen-
sable prerequisite.



I 1 Introduction

1 Introduction

The challenges of our time — in particular
the climate crisis and necessary defossil-
ization, dealing with migration, demo-
graphic change and digital transforma-
tion — require new considerations about
what work is, what role it plays in society
and what meaning it has for the individ-
ual. In addition, the Corona pandemic has
moved some aspects of the world of work
more into focus that call for an in-depth
debate. Thus, for example, the relation-
ship between economy, work and nature
as well as the relationship between actors
of the state, of market economy and civil
society should be discussed and newly
adjusted in the design of work. These cur-
rent issues are evaluated in academia® as
well as in the public discourse® and are
the reason for this position paper, which
deals with the world of work in Germany
in the context of the change of work and
society. At the core is the question in how
far the current and ongoing developments
can, yes must, lead to a (new) structural
change of work.

The situation is unclear, the devel-
opments are in part contradictory and
simple solutions are not at hand: the
German economy is worried about the
supply of specialist and skilled workers
in order to remain competitive in the
global competition and to ensure pros-
perity. In view of demographic develop-
ments, innovative ways are called for to
maintain workers, to win new ones and
to moreover increase the existing work-

1 E.g., Honneth (2023); Seidl & Zahrnt (2022).
2 E.g., Biicker (2022).

force. At the same time, the socio-ecolog-
ical transformation requires an extensive
reorganization of the existing value chain.
Both developments cannot be looked at
separately. In addition, in some parts of
the population, a change in mentality with
regard to the status of paid work can be
observed, which could even be strength-
ened by the current situation of the labour
market. Employees increasingly and more
often than before ask about the ‘why’ and
‘what for’ regarding their work and seek
opportunities for the identification of their
own moral concepts. This holds enor-
mous potential for innovation for enter-
prises that develop new business models
in the socio-ecological transformation —
in the best case with positive effects for
productivity, satisfaction of employees,
their intrinsic motivation and not least
for binding the individual employee to
the enterprise. Against this background,
the present position paper deals with the
structural change of the world of work and
provides suggestions for designing this
change.

Very often, the term “work” is used
synonymously with “paid work”, i.e., con-
sidered as purely market-related work
through which services and goods are pro-
duced that can be utilized on markets in
order to achieve income, be it in dependent
or independent positions or in one of the
many forms in between. In the following,
we propose a broader definition of work,
which also includes non-market-related
activities such as citizen work, care work
and political work, as well as defence and
community work in addition to paid work.



By shifting this boundary, we gain an
extensive perspective on human activities.

The term “activity” serves as the
key to the understanding of the abun-
dance of activities through which humans
change their environment and them-
selves. We propose a shift in emphasis
from a “work-oriented society” (“Arbeits-
gesellschaft”) to an “activity-oriented
society” (“Tatigkeitsgesellschaft”), as was
already formulated by Ralf Dahrendorf
(1983)2 as a vision and, for example, also
repeatedly emphasized in feminist, eco-
logical and Catholic discourses.* In doing
so, we demarcate ourselves from those
who speak of an “end” of work. >

For us it is about understanding
“life as an activity” in all of its diversity,
to overcome one-sided dependencies
and to thus strengthen freedom and self-
determination of the individual. This call
for self-responsible design, to become
active and stay active — in contrast to
retreat, refusal and inactivity — aims at a
broader understanding of where and how
humans become active and effective. We
focus on the relationship between differ-
ent forms of activities — education of chil-
dren, care of the elderly, phases of contin-
uing education, engagement in voluntary
work — and do so throughout the entire life
course of people. In this context, we point
to opportunities that open up to people,
the economy and society if these activities
are equally recognized, and thus empha-
size the orientation towards the common
good of an activity-oriented society.

3 Dahrendorf (1983); ibid. (2001).

4 For an overview, see e. g., Haugg (2008); Littig &
Spita (2011); Gerold (2022), Katholische Arbeitneh-
mer-Bewegung (2005).

5 Seee.g., Benanav (2020).

1 Introduction

1.1 From paid work to activity

People develop by becoming active. Being
active serves to satisfy material and imma-
terial needs, shapes one’s personality and
promotes self-realization as well as inter-
action of individuals. A significant part of
these processes occurs via paid work, and
this will — especially in view of the current
and continuing lack of skilled workers —
presumably remain that way.

It also has to be noted, however,
that paid work is currently changing sig-
nificantly. Processes of digitalization ® and
automation, which often allow remote
work, as well as defossilization, through
which our economy and world of work are
reorganized towards ecologically sustain-
able energies and technologies, can and
should not be ignored nor halted. These
developments entail opportunities as well
as risks. Old fields of activity disappear,
while new ones emerge. The latter require
the acquisition of new professional com-
petencies but also open up hitherto
unknown opportunities to connect paid
work with other activities. These changes,
in turn, affect the spatial organization of
paid work and thus the socially and eco-
logically sustainable design of spaces of
work and activity. Therefore, it makes
sense to take a closer look at the question
as to how prosperity can be ensured in the
future.

The opportunities and risks of the
current transformation, however, do not
concern all humans and enterprises to the
same degree. Thus, it needs to be inves-
tigated how positive and negative effects
are distributed among different societal
groups, according to age, socio-economic
status and gender, education, income,

6 Here and in the following, we understand digitalization
in the sense of a comprehensive socio-technological
transformation as is common in the public and political
discourse. For more details, see chapter 4.2.



I 1 Introduction

family care obligations or regional origin,
and how they reduce or increase imma-
terial inequalities. This is also true for
enterprises that operate in different mar-
kets and are affected by political, techno-
logical and regulatory changes to differ-
ent degrees. The objective is to design a
change that is considered fair by all sides
and to prevent that poor working condi-
tions or environmental burdens are out-
sourced to other world regions.

We therefore propose from the start
to observe paid work in its interaction
with other forms of being active, to view
the concept of work more broadly and to
take a look at different forms of human
activities and their interplay. Prosperity,
well-being and social cohesion are essen-
tially based on paid work as a central pillar
of social order. At the same time, there are
numerous other forms of activities to sat-
isfy human needs, to develop skills and to
achieve work that is valuable to society. In
the context of this broader view of work,
human potentials and a newly balanced
relationship between social, economic and
ecological requirements move to the cen-
tre. In the results of this position paper,
we will derive initial contours of such an
activity-oriented society from the individ-
ual contributions.

1.2 Work in the activity-oriented
society

In modern societies, the diversity of
human activities is distinguished into
market-related activities (paid work) and
different forms of non-market-related
activities for which mostly no wage is
paid and which are not integrated into the
social security system. Such non-market-
related activities can be conducted pub-
licly or in private. In the most general
sense, they directly or indirectly serve
the maintenance of quality of life and

happiness, and thus also productivity. In
this context, it needs to be distinguished
whether the corresponding standards
are brought about by the social environ-
ment (family, neighbourhood, ...) or set
by self-determination. The experienced
degree of autonomy varies depending on
individual and societal values, rules and
norms.

Paid work entails an income, pro-
fessional recognition and social status. In
dealing with the requirements of the activ-
ity, especially competencies are achieved,
which in turn can increase employability.
Material and immaterial resources form
the so-called instrumental goals of paid
work and can contribute to the social
well-being of an individual. On their part,
humans need to invest time, physical and
mental resources in order to carry out paid
work or pursue a career.

Non-market-related activities
include, among others, formal, respec-
tively, organization-based,
work, informal support services” and par-
ticipation in civil society (resp. informal),
for example, political activities.® Forms
of civil engagement are not oriented
towards material gains and are carried
out voluntarily. In this context, the organ-
ization-based voluntary work is termed
the “old” voluntary work, for example,
engagement in an association, union or
religious community. Activities that are
not tied to membership in an organiza-
tion, on the other hand, are called “new”
or informal voluntary work, respectively,
participation. This includes, for example,
involvement in a citizen initiative. ® Infor-

voluntary

mal support services that are carried out
in the private environment, such as super-
vising one’s own children or grandchildren

7 Hank & Erlinghagen (2010).
8 Burr et al. (2002); Martinson & Minkler (2006).
9 Backes & Holtge (2008).



or caring for family members,*° are dis-
tinguished from the forms of engagement
that take place in the public space. These
activities are a central part of unpaid, resp.
informal care work." However, support-
ing friends or neighbours outside one’s
own household, for instance, in grocery
shopping or garden work or small repair
work, are also to be understood as infor-
mal support services.*

Resources such as good health, free
time available or certain skills and qual-
ifications are preconditions for non-mar-
ket-related activities. Thus, people who do
take up voluntary work are mostly better
educated, better paid and also healthier
than people who do not participate in vol-
untary work.”® Individual resources and
institutional framework conditions are
also important for care work within the
family."* They are moreover an important
source of social recognition and emotional
affection and not least a place of cultural
and political education.

In today’s world, most activities are
organized based on the division of labour
and always refer to other actors for whom,
or with whom, work is achieved. This
cooperative and complementary dimen-
sion of work characterizes paid work, on
the one hand. Thus, physical and mental
work — traditionally often understood as
hierarchical — are in this complementary
relationship. On the other hand, the coop-
erative and complementary dimension
concerns the relationship between paid
work and other forms of activities, such as

10 Wija & Ferreira (2012); Caro & Bass (1995).

11 Aside from the productive activities mentioned above,
some approaches also look at those that create or
maintain the physical and mental preconditions for this,
such as, for example, physical activity or private hobbies
(Caro et al., 1993; Herzog et al., 1989). Such activities
will not be considered in more detail in the following.

12 Kiinemund (2006); Hank & Erlinghagen (2008).
13 Choi (2003); Wilson & Musick (1997).

14 Ruckdeschel & Ette (2010); Eichler & Pfau-Effinger
(2008).
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unpaid care work, voluntary work activi-
ties, socio-cultural or political work. Care
work and other non-market-related activ-
ities are also always the precondition so
that paid work can be carried out and be
productive.

By using the concept of an activity-
oriented society, we aim at a more holis-
tic perspective that makes these changing
relationships visible. For this reason, it
is in our opinion necessary not to reduce
paid work to its economic function or to a
competition of income, but to ask always
about the social purpose and the contri-
bution to the common good. If paid work
is experienced as purposeful, it can con-
tribute to a sense of belonging and a stable
self-esteem. An over-identification with
paid work, on the other hand, can lead
to the neglect of other purposeful and, in
the medium-term, important activities,
up to health limitations. It is therefore
decisive to find the right balance between
both sides of paid work, to enable individ-
ual development and to simultaneously
achieve responsible added value for others
and for society.

How important this balance is for
a successful life and for a viable society is
shown by the negative effects of unemploy-
ment, repetitive and physically burden-
ing activities and low wage work, where
no positive relationship to one’s own job
can be developed since opportunities for
design are lacking.”® Such constellations
not only affect the life of the individual but
also undermine societal cohesion. “Good”
work, on the other hand, fulfils a central
function of socialization and integration,
contributes to economic added value, and
leaves each individual enough room for
activities beyond paid work.

15 Graeber (2019); Soffia et al. (2021).
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With the idea of the activity-
oriented society, we generally attempt to
illuminate the “nature” of work (again)
more comprehensively. Historically, it
connects to developments before indus-
trial capitalism and questions current
matters of course. At the same time, we
react to contemporary challenges that
practically require a broader understand-
ing of purpose and meaning of human
work. These cannot be overcome in the
existing paradigm of the work-oriented
society. In the sense of Dahrendorf, the
activity-oriented society is in many areas
already a reality, especially where humans
can act autonomously and with self-deter-
mination. The transition from work deter-
mined by others to self-chosen activities,
however, requires not only self-motiva-
tion but also self-responsibility, and this
sets high standards for self-organization
and personality development. The reverse
case is conceivable as well, for example,
that creative, productive activity is re-
arranged into instrumental paid work or
that humans are not able to develop their
personality in the process of work.

The change of what society and
each individual can expect of work is deci-
sive. In the work-oriented society, paid
work forms the central point of societal
integration, even more: it is the essen-
tial moment that gives each life course a
structure. This logic of work is changing:
the continuing scarcity of skilled workers
cannot simply be solved by digitalization
and automation. Only against this back-
ground are current debates about working
hours, demands towards work, as well as
opportunities and risks of new forms of
work understandable.

The distinction between work-
oriented and activity-oriented society
allows us to expand the focus on the
potentials and limitations of humans.
In the activity-oriented society, it is not

about more or less work, higher or lower
wages but about a different understanding
of work itself. The associated humanizing
potential forms the normative core of the
activity-oriented society and can serve as
an approach to the responsible design of
the world of work. A broader understand-
ing of work also takes changes in the envi-
ronment caused by human work more
strongly into account.

1.3 A new consciousness
for the greater picture

It is increasingly being acknowledged that
the extreme forms of socio-economic ine-
quality, which non-regulated markets can
bring about, threaten the future of democ-
racy and political achievement of the eco-
logical transformation and thus should be
limited, as was especially emphasized by
the Club of Rome in its recent report.*®
Human relations and co-existence, mutual
dependencies and effects that the free-
dom to choose of one individual has for
the life of another and the environment
move stronger into focus. A successful
socio-ecological transformation obviously
changes our way of life and economy mas-
sively and is inevitably connected to social
transformation processes.

It is therefore no coincidence
that, since some time now, the question
regarding the common good experiences
a renaissance and it is newly discussed
within society. As “common good” we
understand those collective values and
institutions that shape our co-existence,
provide humans with orientation, and in
the best case are a resource for a success-
ful life. According to the study “Gemein-
wohlAtlas Deutschland”, four of five peo-
ple surveyed are worried that not enough

16 Dixon-Decléve et al. (2022).



attention is paid to the common good in
Germany. At the same time, nine of ten
citizens claim that they can influence the
common good with their own behaviour."”

The common good does not neces-
sarily stand in contrast to individual rights
and freedoms. If the numerous forms of
social interaction are taken into account,
the rights and freedoms of all members
of a society can be better ensured, be it
through markets or federal action, through
engagement of citizens/civil society or
through social norms. Even though some
forms of individual freedom can antago-
nize the common good, we understand the
common good as a resource of the personal
and collective gain of freedom.”® In the
tension between subjective determination
and social requirements and standards,
the individuals are ideally aware of their
dependencies and social roles as well as
their freedoms and responsibilities.

These areas of tension need to be
laid open and dealt with constructively.
Thus, the search for self-realization and
orientation towards the common good
in paid work are contrasted by economic
requirements of productivity, in particular
in view of the decreasing number of peo-
ple of employable age due to demographic
change. With regard to work time, it can
be asked for the individual and society
as a whole more pointedly: should work
time (per week but also in life years) be
increased? Or should it be redistributed
among women and men in order to leave
room for other forms of activities and in
order to not endanger the psychological
and physical health of the work force? How
can vocational and continuing education
support this flexibilization? How should
different forms of activity be designed
so that they can be reconciled with each

17 Gemeinwohl Deutschland (2019); Meynhardt (2018).
18 Meynhardt (2016).

1 Introduction

other? What does this mean for the — also
financial — recognition and validation of
non-market-related activities? The Ger-
man model of a co-determined economy
in which employers together with employ-
ees search for solutions for the respective
contemporary challenges is thus again
the focus of an international debate,*
namely as a model that does not need to be
overcome but modernized and developed
further.

The structural change of the world
of work occurs in the interplay with other
societal trends, many of which cannot be
dealt with or dealt with only marginally
in this position paper. We would like to
briefly point out these limitations: they
include questions of enterprises’ capacity
for innovation, socio-economic inequal-
ity, dealing with property and the effects
of changing family structures and gender
roles.?® The further development of the
German model of co-determination and
the future role of unions will be mentioned
briefly in connection with platform work
but will not be discussed in-depth. Since
the main focus of this position paper is
on Germany, the design of work in other
countries, for example, with respect to
the responsibility within supply chains
or work migration, will not be elaborated
either. These topics are excluded solely
due to the focus of this position paper,
the future of work, but their importance is
not put into question. And finally, poten-
tial financing models for the suggestions
presented here — which, of course, need
to be developed in the context of general
considerations on tax models and federal
finances — will not be discussed; we believe
this is an important task for research to
develop respective scenarios.

19 See e.g., Anderson (2017).

20 Many of the studies cited here refer to heterosexual
couples; this should not, however, be considered as a
standard of value.
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2 Work as a concept

2.1 Work in pre-modern times

A look at the past shows: the conceptual
equivalencies of work only partly corre-
spond to what we understand as work
today. In Ancient Greece, especially craft-
ing activities and physical efforts were
considered work, from which the higher
classes could abstain because it was car-
ried out by slaves. Such work did not
enjoy recognition in society but was con-
sidered as an inevitable burden of sim-
ple humans. In the Roman Empire, as in
Ancient Greece, a large part of the popu-
lation was active in agriculture. In addi-
tion to slaves, there were also small farm-
ers and small tenants, whose work (just
like that of free workers in the prospering
municipal crafts), in contrast to Greece,
enjoyed societal recognition. The unfree
craftsmen, however, had a bad reputation
as did the unfree slaves on the larger agri-
cultural estates.

According to Jewish Christian
views, as in the pagan environment,
manual work was initially considered
as hardship, and it did not exist in para-
dise, nor in the eschaton of the end times.
Gradually, this view changed. Because the
degree to which work was also viewed as
imitating divine creativity and thus as a
gift of God, it could also be considered an
appropriate means for self-fulfilment and
fulfilling one’s religious obligations. The
Benedictine rule Ora et Labora, pray and
work, shows the special importance that
work not only enjoyed in monasticism but
in the Christian worldview and view of soci-
ety as a whole. The counter concept to work

was that of rest. On Sabbath, respectively
on Sunday, one was supposed to rest like
God and to enjoy life as a divine service.**

In the High Middle Ages, only cer-
tain groups could rest on Sundays and
on the numerous religious holidays. The
agrarian societies of pre-modern times did
not know of a general absence from work.
Every day, animals had to be taken care
of, meals had to be fixed, children had to
be fed and the sick had to be treated. In
the life and economic form of the “whole
house” (“ganzes Haus”), which developed
from the oikos of Antiquity and was com-
mon in agriculture, trade and craftsman-
ship, all these activities were spatially,
socially and temporally connected. While
there were hierarchies and differences in
status, everybody contributed and nobody,
except for those of old age and the ill, was
inactive. Married couples understood
themselves first and foremost as couples
of work, not as couples of love.**

The upgrading of hard work as a
divine service in a Europe characterized
by Christianity benefitted especially those
activities that had socially received little
recognition in Antiquity. It was reflected
in the ascent of the craft guilds of medi-
eval and early modern municipal commu-
nities as well as in the growing importance
of trade and the dissemination of mer-
chant and financial capitalism, which was
preceded by technological innovations

21 On this and the following: Conze (1972); Finley (1993);
Kocka (2005).

22 Brunner (1956); Opitz (1994); Wunder (1992).



and increase of production.*® The Evan-
gelical reformations of the 16" century
strengthened the upgrading of work as
they no longer distinguished categorically
between a calling into a spiritual life form
and a worldly life. Instead, they developed
the uniform concept of a “profession” to
which individuals are “called” by God
independent of their specific profession-
alism. Whoever rejected this call and tried
to avoid work, was subject to criticism. It
is no coincidence that the first workhouses
and houses of correction emerged in
Calvinistic countries in which the Prot-
estant work ethic was pronounced most
radically.

Also, worldly authorities supported
this teaching because they expected to
gain from it hard-working, productive
subjects and an increase in overall pros-
perity. Since the 18® century, there were
more and more indications that work was
not only a service to and for God but that
it also served the state or the “common
good”. This was accompanied by another
upgrading: work was no longer embedded
in a concept of religious obligation but
also in a secular, political system of refer-
ence along with an emphatic celebration
of work as a source of respectability and
human self-fulfilment as it can be found in
the texts of the Enlightenment.

Thus, a general concept of work
emerged at the threshold to modernity
which had been lacking in ancient lan-
guage use and cannot be found in all
languages. Work possessed a purpose
beyond itself, which consisted in creating,
achieving something. It served a task set
by others or by oneself, had a connotation
of duty and necessity. Work was always
also strenuous, had to overcome obstacles,
required effort and a minimum of perse-

23 Kocka (2016), pp. 25 — 65.
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verance. Play, leisure, and inactivity were
counter concepts.>*

2.2 Paid work and the modern
work-oriented society

In the course of the 19™ century, this
broad, comprehensive concept of work
was narrowed with a tendency towards
paid work. This meaning was increasingly
found in dictionaries, public statistics and
in common language. Paid work meant
work with which services are provided
and goods are produced in order to trade
these on the market. Through this work,
one received an income, one lived off of it,
whether in a dependent or independent
position or in one of the many steps in-
between.*

This conceptual narrowing took
place in parallel to two historical devel-
opments: capitalism, through which work
increasingly became a commodity, pre-
vailed as did industrialization, through
which paid work was largely centralized in
workshops, factories, administration etc.2¢
Thus began what Karl Polanyi termed dis-
embeddedness: work was disembedded
from its comprehensive social connection
in which cultural, religious, political and
in a narrow sense economic aspects were
interwoven.*” Together with the ascent of
economics as a science of market-related
economic activity, this activity was freed
from other purposes. This strengthened
the tendency to demoralize and market-
ize work. For many, work lost its mean-
ing as a religious obligation and virtue as
well as its connotation of punishment and
coercion. On the other hand, work gained

24 Thomas (1999), p. xiv.
25 Kocka (2015), pp. 315—21.

26 The meaning of work at home during the early indus-
trialization should not be neglected here; see Bettger
(1985).

27 Polanyi (1978), pp. 88 —9.
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a significant societal value as a condition
for the “wealth of nations” as Adam Smith
wrote in 1776. The reference to the com-
mon good emerged in particular through
economic growth and general prosperity.

On the level of experience, there
was then a spatial, temporal and factual
division between family/household and
paid work. This led to the development of
the understanding of family as a private
and, if possible, protected life-sphere that
was very distinct from paid work and the
public sphere. This understanding became
the ideal, first among the bourgeoisie,
from which it spread outward. Paid work
from then on took place separately from
other aspects of life: with a logic of its own,
roughly measurable and correspondingly
compensated with money. Soon many use-
ful activities and those oriented towards
the common good were no longer consid-
ered work in the truest sense of the word:
unpaid work in the household and in the
family, which primarily was carried out
by women as a labour of love, but also the
unpaid engagement for philanthropist,
social and cultural purposes or general
issues, which later was in part subsumed
under the concept of “voluntary work”.

This development had a significant
effect on the assessment of work as it
increased the discrepancy between theory
and practical experience. Not only in the
works of Diderot, Kant and Hegel but also
in those of Marx and the spokesperson of
the emerging labour movement it becomes
apparent that they considered work as a
human right and the core of humanity and
socialization. This was countered by the
increasingly capitalist-oriented, special-
ized, mostly dependent, often also monot-
onous, strenuous and miserable reality
of (paid) work, which became the subject
of fundamental criticism of alienation
and society. This contradiction between
aspiration and reality fed the influential

protest movements of the 19*" and 20™
centuries.*®

Especially since the late 19% cen-
tury, work — as paid work — gained social,
cultural as well as political significance.
Thus, the labour movement as the larg-
est protest and emancipation movement
with its different characterizations and
orientations based on dependent work.
At the same time, it reflected the social-
izing power of paid work, which connects
humans with each other and can serve as
a basis for standards and cultural recog-
nition, social participation and political
influence. In this sense, the first women’s
movement fought for new ways of earn-
ing money and connected these with the
demand for female emancipation and
equality. The discursive as well as practi-
cal upgrading of paid work also occurred
in colonial contexts: here, different under-
standing and practices of work defined the
asymmetrical field between colonial power
and the colonized, in which disciplining
and resistance, indoctrination, exploita-
tion and subordination, sometimes also
learning and liberation, took place.

Paid work and the state moved close
together from the late 19" century. On
the one hand, federal politics intervened
strongly in working relationships due to
legal and administrative regulations: by
developing norms, shortening working
hours, limiting the power of the market,
and thus strengthening the definition of
work as paid work. From this, the mod-
ern distinction between (paid) work and
unemployment emerged. On the other
hand, paid work formed the basis for the
modern welfare state. Those who worked,
not the poor, were the addressees of fed-
eral social security, initiated by Bismarck.
The premiums of the employed and

28 Kocka & Offe (2000), pp. 476 — 92.



employers, not taxes or savings, financed
the system, which was further expanded in
the 20™ century.

At the same time, taxes and other
obligations towards the general popu-
lation as well as socio-political rights
towards the state were tied to the status
of gainful employment. Other support and
transfer systems remained lower ranked
for the time being. Especially since the
1950s, paid work ensured by work con-
tract and the welfare state moved to the
centre, and with it the ideal of the male
full-time worker who was to be the bread
winner of a family. Married women were
not excluded from paid work but mostly
restricted to the role of secondary wage
earner. The differences in income and in
career opportunities between men and
women as well as in taking over unpaid
work in the household and family were
accordingly strong.>®

Paid work thus became the key fac-
tor that decided about inclusion or exclu-
sion in the system of social rights and
obligations and thus about belonging to
society, its periphery or being an outsider.
The rapid expansion of labour law and
the welfare state, which in Germany took
place especially in the first third and third
quarter of the 20" century, has driven and
strengthened this process. The National
Socialist dictatorship did not stop this
development but continued it, though
characterized by racism and significantly
deliberalized. Overall, a societal order
developed whose economic performance,

29 On the changing structures of female paid work since
1945, see Frevert (1986), pp. 253 — 60. In the 2000s,
with an overall increasing employment rate of women,
almost every second employed female worked part
time. More recent studies moreover indicate that female
employees with and without migration background cor-
related with regard to so-called atypical employments
(part time, Mini-job, solo self-employment). This is
even more the case for the second generation of women
who originally migrated from Turkey than for the first
(Hohne 2016).
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social cohesion, cultural orientation and
political steering were based to a large
degree on paid work. Never before had
work — as paid work — been such a central
pillar of society. This was also true for the
GDR, even if paid work in this case was
stripped of a significant part of its founda-
tion, namely the reference to the market
and character of commodity.

2.3 Change of the work-oriented
society: new negotiations,
de-limitation, restructuring

The imprint of the society oriented
towards paid work continues to exist in
Germany today. Work does not cease to
exist for the work-oriented society, and
there is no abandonment of paid work.
Rather, the employment rate continues to
increase significantly, in particular due to
the labour market entry of more and more
women, while the employment rate among
men remains unchanged. This not only
poses a challenge to the old roles of male
paid work and female reproductive work,
which is the focus of chapter 6. It also
leads to the marketization of previously
private, unpaid services through which the
employment rate increases further. The
market and the state continue to privilege
paid work, and status in the work process
influences the life opportunities and affili-
ations of people.

In recent years, however, the pattern
of the long dominant, masculine-shaped,
normal full-time work relationship started
to crumble. This is due to at least six devel-
opments.

First, the concept of the male bread-
winner erodes in view of the increasing par-
ticipation of women in paid work. The new
feminism of the 1970s and 1980s already
made clear that the unpaid and little rec-
ognized care and family work of women
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was a precondition for men to be able to
be free for paid work. The more women
have a paying job the more likely the rec-
onciliation of work and family becomes a
societal field of conflict that is no longer
only dealt with in private (and on the
backs of the women). It remains unclear
how this development will continue. It is
undisputed that the gaps between men
and women in paid work and in care work
need to be closed, as do the many resulting
gaps in hourly wage, income, and retire-
ment payments. But what does this mean
for the common employment and family
model? Gaps are closed if women continue
to increase their activity in paid work.
They also close, however, if men reduce
their activity in paid work. Do we want
full-time employment for everyone? How
would then reproductive and care work be
organized in all its breadth? Where do the
boundaries of marketization lie? Or do we
propose a “low full-time” for everyone?
Economically, neither work volume nor
productivity would in that case necessar-
ily decrease in comparison to the current
standard. The volume of work would be
redistributed among men and women and
productivity would increase with slightly
reduced working hours (see chapter 6).

Second, the prerequisites, content
and framework conditions of paid work
change. Occupation profiles and content
of qualification continuously change, not
least due to digitalization. This does not
mean that the strong orientation towards
occupation, as found in the German sys-
tem of vocational education, is a model of
the past. There are, however, new chal-
lenges: education, continuing education
and professional adaptation will become
necessary beyond the once learned profes-
sion. This can occur parallel to one’s work
and requires time and financial security
for a second and third vocational educa-
tion during working life. The institutional
trisection of the life course — preparation

for paid work, paid work and retirement 3°
— is replaced by hybrid and progressive
forms of paid and unpaid work. Continu-
ing education and paid work, retirement
and paid work, care and paid work could,
like other combinations, exist side by side
(see chapters 3 and 5).

In paid work, one can observe a
concentration of tasks, and the psycho-
logical and mental burden is increasing.
A widely shared social experience is that
work-related communication is being
accelerated, multiplied and goes beyond
the usual working hours. These ten-
dencies are particularly apparent in the
ongoing tertiarization and the emergence
of post-industrial labour markets. Digi-
talization and technological innovations
are drivers of this change, in which new
business models, professions and pro-
files of activity develop (e.g., the platform
economy discussed in chapter 4) and new
forms of assessment of activities (mon-
itoring, output orientation) gain signif-
icance. In the expanding service sector,
one can observe a division of the labour
market into cognitively demanding and
science-based activities, on the one hand,
and simple activities (services related to
the household, gastronomy, tourism), on
the other.?' In this “services proletariat”,
burdensome, socially precarious and low-
wage forms of activities that resemble jobs
rather than professions abound. Here,
paid work does not automatically mean
a materially sufficient life. New inequali-
ties can be observed in the possibility of
remote work. In enterprises where some
employees are allowed to work remotely
but others are not, this field of conflict is
particularly apparent (see chapter 4).

Third, defossilization and the eco-
logical transformation as a whole are

30 Kohli (1994).
31 Goos & Manning (2007).



changing the world of work. In this con-
text, it is not only about how sustainably a
product or a service can be produced but
increasingly about what is acceptable at
all as added value within the “planetary
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boundaries”.?* Climate change, the melt-
ing of glaciers or the loss of biodiversity
are usually not associated with work activ-
ities. Yet, in the future it will be discussed
more strongly how a new relationship with
nature can be developed and implemented
in the world of work — as a central place of
the transformation. Regulations can cause
a wave of innovations in this context and

thus upgrade associated activities.

Fourth, demographic develop-
ment plays a significant role. In view of
the ageing society, dilemmas emerge
between paid and unpaid work. Thus, due
to the increased life expectancy, espe-
cially women are confronted with the
assumption that they will have to care
for their parents(-in-law) in old age and
reduce their own paid working hours as
a result (see chapter 6). If care work and
paid work are set against each other, this
will also have an effect on the birth rate,
which — without immigration — will fur-
ther accelerate the ageing of society.?3 The
ageing of the population and the demo-
graphic change also lead to bottlenecks
in filling positions. The negotiating posi-
tion of skilled workers is strengthened
and the market power is shifted from the
enterprises to the workers. Migration
represents an essential building block in
meeting the demand for skilled workers,
but the recruitment and integration of
foreign workers entail challenges. In spite
of this, migration can under certain con-
ditions contribute to covering the demand

32 Dixson-Decléve et al. (2022).

33 The Federal Statistical Office of Germany records
a birth rate of 1.46 children per woman, a reduction
of 7% compared to 2021. In order for society not to
grow smaller — without immigration — approximately
2.1 children would have to be born per woman
(Statistisches Bundesamt 2023a).

2 Work as a concept

for skilled workers and provide people
with opportunities for participation in the
receiving society via paid work.

Fifth, changing values and expec-
tations towards work can be observed.
This is particularly apparent among
those employees that are well qualified
and earn higher wages. A growing num-
ber of employees pursue biographically
more flexible and temporally discontin-
uing models of ways of life. From their
perspective, paid work not only serves
getting money, but is also a source of pur-
pose. It is supposed to consist of opportu-
nities for self-realization and fulfil wishes
for autonomy. This expectation is thus
no longer solely limited to the expanding
field of DIY activities after work but is
increasingly connected to paid work and
the standard of “individual biographical
orientation”.3* Paid work is similarly rel-
ativized in the growing field of voluntary,
unpaid, civil society activities in associ-
ations, citizen initiatives, foundations,
self-help groups and NGOs.?> These activ-
ities gain functions of identity formation,
socialization, purpose, they evade the laws
of the market and go beyond paid work.

Sixth, the diverse and plural society
demands as such more time for togeth-
erness. Diversity means an increase of
positions, attitudes, and identities, more
cultural and religious roots, more pro-
fessional attributions. Social cohesion
requires mutual trust, which in turn
requires encounters and the overlapping
of social groups. In this context, especially
the numerous forms of engagement on the

34 Kohli (1994).

35 According to data of the survey of volunteers, in 2019,
almost 40 % of all surveyed from age 14 on engage in
these areas. In 2019, it was only 30.9 %. The propor-
tion was stable on this high level, however, between
2014 and 2010. https://www.bmfsfj.de/bmfsfj/
aktuelles/presse/pressemitteilungen/zahlen-daten-
fakten-zur-entwicklung-des-freiwilligen-engage-
ments-in-deutschland--176840, accessed May 2, 2023.
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https://www.bmfsfj.de/bmfsfj/aktuelles/presse/pressemitteilungen/zahlen-datenfakten-zur-entwicklung-des-freiwilligen-engagements-in-deutschland--176840
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level of civil society and the associations
can play an important role if different
societal groups assemble in them.

All developments have in common
that guiding orientations as well as val-
ues and perspectives related to paid work
are shifting. Those who demand a work-
life balance cast a critical view on what is
considered excessive professional engage-
ment. Those who decide (and can afford)
to reduce their weekly working hours cre-
ate more room for other activities within
the family or in the realm of civil society
— and thus show that they also feel obli-
gated to serve the common good and that
one’s own self-esteem does not exclusively
depend on the recognition of professional
achievements.

The change of the work-oriented
society also leads to the emergence of new
social risks. If the temporal, factual and
spatial regulations of paid work are loos-
ened or the separation of paid work and
leisure / non-work in remote work is lifted,
entrepreneurial and organizational inter-
ests become more present in everyday life.
If the spheres of activity change or expand,
questions regarding a social safety net
need to be reconsidered as well. Since
paid work remains essential for access
to social welfare, eligibility cannot be
gained through care work or activities for
the common good. Socio-political mod-
els of social welfare as in the Scandina-
vian countries, which recognizably focus
on citizen status, could be useful here.
This would also make it possible to have
capital gains and higher incomes partici-
pate in the financing of such models.

2.4 Perspectives for designing the
activity-oriented society

These six developments provide stim-
uli to rethink the historically grown and

changeable concept of work and to repo-
sition it for the future. This means that
work should no longer be considered
synonymous with paid work or to limit it
to this understanding. Instead, the con-
cept of work should be understood more
broadly and include non-market-related
activities such as citizen work, care work,
education, family and household work.

This creates, first, a more complex
understanding of the work-oriented soci-
ety and explores potential dimensions of
the purpose of work far beyond its mar-
ket value and that of its results. Such an
extended understanding of work takes up
practical and intellectual developments of
a time in which the concept of work was
not yet overwhelmed or limited by indus-
trial capitalism. It addresses work as an
irreplaceable medium of individual ful-
filment and self-realization, community
building via cooperation and mutual rec-
ognition as well as the — even if indirect
— participation in a larger whole, in being
part of creating the common good beyond
one’s individual benefit and ultimately
also beyond the service to the individual.
One can put this into words and take up
the considerations of Ralf Dahrendorf
and speak of an “activity-oriented soci-
ety” (“Tatigkeitsgesellschaft”)
than a “work-oriented society” (“Arbeits-

rather

gesellschaft”).3® This is more than a lan-
guage policy or symbolic demand since
language not only reflects societal real-
ity but also shapes it. To the degree that
non-market-related work is identified and
dealt with as such, these activities — as a
necessary precondition for and addition to
paid work — are made visible. At the same
time, it becomes apparent which tensions
between paid work and other activities
currently exist and which questions with
regard to regulation and social safety nets

36 Dahrendorf (1983); ibid. (2001); Littig & Spita (2011).



are associated with the different forms of
activities.

Second, the concept of an activity-
oriented society also entails a cultural
enhancement of non-market-related
activities. It should therefore be reflected
in the cartographies of society and poli-
tics and gain access to economic figures.
This would be a welcome contribution to
gender equality since non-market-related
activities are predominantly still carried
out by women. In the long term, this
could lead to a further alignment of male
and female profiles of activity. Moreover,
it would make a more flexible distribution
of work between people of different ages
and in different phases of life easier. The
concept of unemployment, which so far is
exclusively defined by lack of paid work,
would likely also undergo change and be
relativized.

Third, a broader understanding
of work would shift the focus on health
aspects. Healthy work should contribute
to physical, mental and social well-being
of the employees and to the sustainabil-
ity of the workplace. Work-related health
problems and illnesses should be avoided
and the framework conditions should be
designed so that a continuous health pro-
motion and maintenance of industrial
health and safety standards are guaran-
teed. In view of the increasing diversity of
society, it is also important to involve the
perspective and knowledge of the employ-
ees with sensitivity towards diversity.

At the same time, and fourth, a
broader concept of work shifts the atten-
tion to the opportunities as well as limita-
tions of individual self-realization in view
of the challenges that have to be overcome
together.

This shift toward the concept of an
activity-oriented society does not lead to a

2 Work as a concept

devaluation of market-related paid work.
It remains a central and necessary ele-
ment in order to ensure societal prosperity
and enable unpaid activities. The chapters
of this position paper focus in detail on
current problems and future challenges
of paid work in Germany and identify the
elements of the classic work-oriented soci-
ety that are worth preserving. Moreover,
they assess the opportunities that lie in
an activity-oriented society. This includes
not least the opportunity that people can
participate in flexibly shaping their work
biographies and carry out other activities
in parallel or consecutively without ending
up in financial dead ends. For this purpose,
a certain degree of federal regulation, wel-
fare-oriented social security and the pro-
vision of public goods (education and con-
tinuing education, health and constructed
environment) are necessary. Beyond that,
the achievements will become visible that
an activity-oriented society provides for
the promotion of the common good.

In the following, we will illustrate
which approaches and aspects of an
activity-oriented society can already be
recognized today and which potentials for
development result from the interplay of
different activities. In this context, it is
decidedly not about an either or but about
a response to the grand challenges of our
time that is appropriate for the common
good.

The likely potentials for develop-
ment concern the societal organization of
work on all levels: for the individual and
his /her immediate environment, to the
relationship of free enterprise and respon-
sibility, to the design of political frame-
work conditions. At the core, it is about
a new balance between cooperation and
competition, creation and appreciation of
value and not least about the relationship
between continuity and change.
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3 Demography and life-course-oriented design

of the labour market

3.1 Introduction

The activity-oriented society (“Tatigkeits-
gesellschaft”) faces new challenges due to
demographic change. While the following
chapter is dedicated exclusively to the
digital change and the resulting organi-
zational forms of paid work, we will con-
centrate here on the demographic devel-
opment and its effects on the design of
life courses. In particular, the focus is on
the processes that lead to new life course
patterns at an older age. Chapter 5 will
elaborate in how far the demographic
change, in addition to other develop-
ments, will pose new challenges for large
parts of the younger generation with
respect to education, vocational educa-
tion and continuing education.

3.2 Demographic change

The demographic change in Germany is
particularly evident in a significant age-
ing of society since life expectancy has
increased and birth rates have decreased.
Due to the high net migration, however,
the overall population in Germany remains
largely stable.?” The ageing of society will
change the world of work significantly
because the number of people of employ-
able age will decrease but the number of
those who want to take advantage of their
work performances will not.?® Workers —
not only skilled workers — will thus become

37 Richter & Miihlenbrock (2018); Stache & Howind
(2014).
38 Borsch-Supan (2002, 2011).

scarce. From an economic standpoint, this
scarcity endangers an activity-oriented
society’s ability to function because unpaid
care work and other activities mentioned
in the introductory chapter are financed by
paid work. In turn, however, unpaid care
work and other non-market-related activ-
ities are preconditions for employment
chances and the productivity of paid work.

How drastic this overall economic
scarcity of workers will be depends espe-
cially on how labour market participation
and migration will change in the future.
In research, different scenarios are dis-
cussed in this regard. Figure 3a shows
four of these potential developments:
depicted is the expected labour force
potential in Germany, measured in mil-
lions of people employed. The current
change that is due to the retirement of the
baby-boomer generation is clearly visible.
This becomes particularly drastic in the
(extreme) scenario 1, in which a constant
employment rate and no migration are
assumed. Here, labour force potential is
reduced by almost 17 million people until
the year 2060. This scenario is, however,
just as unlikely as the other extreme sce-
nario 4, which is based on a migration
rate of on average 400,000 people per
year. Only in this scenario 4 would the
labour force potential remain the same.
In scenario 2, on the other hand, increas-
ing employment rates are assumed but
gains in migration are not, which, how-
ever, is not to be expected. The most
likely from today’s perspective are there-
fore scenarios in which employment rates
are increasing and the migration rate is
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between 100,000 and 400,000 people.
In scenario 3, for example, increasing
employment rates and a migration rate
of 100,000 people are assumed. Even
in this case the labour force potential is
reduced by approximately 10 million peo-
ple by 2060. This reduction will not affect
all sectors of the German economy to the
same extent since there will also be other
structural changes in addition to demo-
graphic change. This will be elaborated in
the course of this chapter.

Figure 3a:

Thus, while the labour force poten-
tial in realistic assumptions regarding the
net migration will most likely decrease due
to the demographic change, the develop-
ment of employment rates is uncertain.
Figure 3b shows that employment rates
increase until today.?* This holds espe-
cially for older people but also for women
and younger people. A large part of this
increase is, however, based on part-time
work. Between 2005 and 2021, the part-
time rate among women increased from
44.3 % 10 49.1%, among men from 7.4 % to
12.1%, here especially among older men.*®

Scenarios for the development of labour force potential until 2060

in 1,000 employees, national concept

50,000
45,000
40,000
35,000
mes SCENArIO 4: 400,000 net migration, increasing employment rates
m—— SCENArio 3: 100,000 net migration, increasing employment rates
30,000 .
(reference scenario)
Scenario 2:  without migration, increasing employment rates
Scenario 1:  without migration, constant employment rates
25,000
1990 2000 2010 2020 2030

2040 2050 2060

Note: The net migration used here is the annual difference between inflows and outflows of people aged 0 to 110

(thus not only workers).

Source: Fuchs et al. (2021) in IAB-Kurzbericht 25 | 2021

39 OECD (2022a).
40 Statistisches Bundesamt (2022).



I 3 Demography and life-course-oriented design of the labour market

Accordingly, completed working
hours on average decreased per employee
from approx. 1,450 to 1,380 hours per
year.* The increasing employment rate
is not yet counteracted by the decreas-
ing number of hours. Since the employ-
ment rate cannot be increased arbitrarily,
the available overall volume of work will
decrease.

Due to this expected development,
concepts of an extended and/or flexible
entry age into retirement, to activate addi-
tional people for the labour market, have
already been presented since the 1990s as
a preventive labour market policy that is
resistant to demographics (e.g., through
continuing education and health protec-
tion), and a redistribution of working peri-
ods in the life course (e.g., through long-
term accounts (Langzeitkonten)).**

Figure 3b:

Little of this has been realized until
now, on the contrary. Many employees
take advantage of the opportunity of early
retirement (full pension at 63, reduced
earnings capacity pensions). In 2021, 58 %
of all retirement entries took place before
the legal retirement age. The proportion of
employees that took advantage of “Retire-
ment at 63” has continuously increased
since its introduction in 2014 and reached
arate of 54 % of all early retirement entries
in 2021 with 262,000 people.*?

Some of the employees can and
want to work beyond the current age
limit. In 2022, these were 8% of people
over 65. This proportion has increased in
the past 10 years. In 2012, it was only 5%
of people over 65. Among those from age
65 to below 70, the proportion increased
more strongly: in 2012, 11% of this age

Development of employment rate 2005 — 2022 in percent of the population

85

—— \WOmen, all

= == == Men, 55-64

= == == Men,15-24

Source: OECD (2023), Employment rate. doi: 10.1787/1de68a%b-en (accessed May 17, 2023)

41 Institut fiir Arbeitsmarkt- und Berufsforschung (2020).

42 Seifert (2015); Klenner & Schulze Buschoff (2015);
Borsch-Supan (2007, 2020).

43 BMAS (2022a).



3 Demography and life-course-oriented design of the labour market

cohort continued to work, in 2022 already
19 %.4* In this context, it has to be taken
into account that in 2019, the proportion
of highly qualified people in the age group
from 65 to 69 was at 26 % and the propor-
tion of low-qualified people was at 13 %.4°

These employees prefer shorter
working hours and hybrid forms of work
with which they can combine paid work
and retirement. Due to the increasing
scarcity of workers, the demand for older
and experienced employees will increase
on the side of employers.*® As a result, the
currently widespread age discrimination
could decrease. We will discuss these shifts
in the life course of older people in detail in
section 3.3.

Aside from the ageing of employees,
migration is changing the labour mar-
ket. It has many facets and is in part con-
tradictory to other drivers of demographic
change. Thus, in recent years, especially
young people migrated to Germany,
which resulted in a rise in birth rates in
2019.%” There are, however, still prob-
lems with regard to education, vocational
education and labour market integration
of migrants. Thus, first, the employment
rate of people from non-EU states is sig-
nificantly lower than the employment
rate of people with German citizenship
or from other EU states.*® Second, the
school competencies and school-leaving
certificates are on average lower among
children, adolescents and adults with a
migration background, and the school
and vocational education drop-out rates
are higher than among people with no
migration background. Third, while some
migrant workers are well skilled, they are

44 Statistisches Bundesamt (2023a).
45 Statistisches Bundesamt (2021)
46 Fuchs et al. (2021).

47 Grobecker et al. (2021), p. 16.

48 Wingerter (2021), p. 154.

employed in activities with low qualifica-
tion standards. This represents a “brain
waste” 4 for the employees and society.
Moreover, the emigration of skilled work-
ers can have detrimental effects for the
migrants’ countries of origin.’® At the
same time, and fourth, especially simple
work, for example, employment in digital
platform companies (see section 4.3.3),
represents an entry into the labour mar-
ket for many. It can be empirically shown
that the growth of the platform economy
is based to a large extent on the migra-
tion of people to Germany.* In view of
labour market shortages in simple as well
as qualified activities, a lot of companies
rely on migrant workers. This concerns
not only the care sector, also fields such as
logistics — which due to the rapid increase
of online trade is booming — where the
quickly growing logistics centres recruit
many employees from Eastern Europe.

Regarding the scarcity of work-
ers, demographic change and digitaliza-
tion potentially have contrasting effects.
While the demographic change will lead
to lower employment rates and a scarcity
of workers, digitalization is fuelling the
fear of a loss of labour and workplaces
because robots and Artificial Intelligence
could replace human work in many sec-
tors. Thus, the two megatrends are not
threatening developments to the same
degree but could balance each other out
in the best case. Even if digitalization will
lead to the loss of some activities and pro-
fessions, history shows that, at the same
time or subsequently, new fields of activity
and professions emerge. Examples are the
transition from an agrarian to an indus-
trial society or the replacement of manual
looms by mechanical looms. In addition,
digitalization can help people in many

49 Yamamura (2009).
50 E.g., Spielberg (2015).
51 Schaupp (2021).
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professions to work more productively,
which at least to some extent could com-
pensate the decrease of labour supply due
to demographic change. While these pro-
fessional and sectoral shifts can cause high
frictional unemployment (cf. the recom-
mendations for action), they have in the
history of development eventually led to
a higher standard of living. The described
effects of digitalization, however, do not
fall from the sky: a precondition is a solid
foundation of education, lifelong learn-
ing and innovative forms of applying
new technologies in companies that also
use the qualifications of humans. We will
return to these aspects in chapter 5.

3.3 New forms of shaping life-
courses in older age

3.3.1 Paid work at retirement age

The material prosperity of Germany and
its ability to finance non-market-related
activities is based to a large degree on the
high productivity of its workers, meas-
ured according to the contribution of a
working hour to the national income. The
good news is that, in contrast to common
conceptions, the thus calculated produc-
tivity in standard professions does not
decrease with age.>® The experience of
older people compensates the decreasing
cognition and physical strength. In these
standard professions, work flows are
strongly structured and oriented towards
average performances, not top perfor-
mances. However, many employees
declare a lack of motivation or increasing
boredom. Here, especially the employers
need to ensure the appreciation of paid
work in older age.

52 Borsch-Supan & Weiss (2016, 2020).

At the same time, employers face
the task of implementing adequate forms
of work for older people. In designing the
workplace, there are many concrete exam-
ples, such as, for instance, stand-up stools
in assembly line work of the automobile
industry or robots that lift heavy parts and
transport them to the employees. Some
employers have also introduced frequent
breaks in which, if needed, employees can
do back exercises.

Yet there are also many discourag-
ing examples because hard- and software
engineers often do not put a lot of thought
into how older people see and think.
This needs to change. Providers should
adjust digital products (particularly those
used in everyday work) more strongly to
the needs of older people. Software and
hardware should function intuitively and
not require time-consuming training
programmes. Digitalization needs to be
adjusted to people, not people to digital-
ization.

Most elderly people favour more
flexible working hours, that decrease
with age and develop into a combination
of retirement and paid work instead of
a sudden end of full-time work to full-
time retirement.>® This is also reflected
by the fact that labour market participa-
tion of older people in retirement age has
increased in many European countries in
the last ten years. In Germany, according
to the Federal Statistical Office, 23 % of
65- to 70-year-old men were employed in
2022; among women the proportion was
16 %. The employment rate in this age
group among men and women was above
the EU-27 average.’* Typically, these
working relationships while also receiv-
ing pensions (“bridge jobs”) were carried

53 Richardson & Antonello (2022).

54 Statistisches Bundesamt (2023a); Borsch-Supan & Coile
(2020).



3 Demography and life-course-oriented design of the labour market

out part-time, often independently or as a
minor activity (“520 Euro jobs”).

The increasing labour market par-
ticipation in retirement age results in a
hybrid life phase that is characterized by
a de-standardization of the classic transi-
tion from employment to retirement. As a
consequence, the transition to retirement
marks less and less the entry into the life
phase of old age but in many cases an
extension or encore to adulthood (“encore
adulthood”). In this context, and espe-
cially in Anglo-Saxon countries, forms of
“un-retirement” and “re-retirement” can
be observed as well.>® The labour market
participation in retirement age is thus
often volatile, phases of employment
(mostly at reduced working hours) and
non-market-related activities alternate.
This contributes to a further de-standard-
ization and pluralization of the life phase
of older age.

While financial reasons do play an
important role in these age groups, indi-
vidual and social motives are mentioned
more often, such as, for example, “con-
tact with other people” or “fun at work”.>¢
People perceive work as an anchor of
life that predetermines the daily / weekly
rhythm, enables contact with colleagues
or customers and gives life an additional
meaning. Counteracting this by providing
incentives for early retirement or even a
strict mandatory retirement age as in pub-
lic service is, from the perspective of soci-
ety as a whole, a mistake.

As the results of the study “Tran-
sitions and Old Age Potential” (TOP)%
show, the decision to participate on the
labour market in retirement age can be
described with a multi-phase model of

55 Wang & Shultz (2010).
56 Mergenthaler et al. (2020).
57 Ibid.

action.®® Here, individual characteristics
(e.g., health) have to come together with
the right planning and opportunities on
the labour market in order to satisfacto-
rily realize an employment in retirement
age.” Financial incentives also influence
the decision when to enter retirement
and which combinations in partial retire-
ment models are chosen.®® In this con-
text, especially the narrow limitations in
statutory pension insurance for gaining
additional income posed an obstacle.
This, however, was changed on January 1,
2023, so that even in case of early retire-
ment one can gain limitless additional
income. Yet, no adjustment was made to
the additions and deductions. This leads
to incentives to work part-time already
before the legal retirement age instead of
staying in a full-time job. This reduces the
overall economic work volume.® Expe-
riences from other countries show how
counterproductive corresponding rules
can be: there, the increased work volume
after retirement age was lower than the
reduced work volume before retirement
age. In these countries, the overall eco-
nomic work volume therefore decreased
instead of increased as was hoped.®*

Due to comparatively low norma-
tive standards, the “third age” has until
now been viewed especially as the “indi-
vidual project”® of older people since
there are actually no societal guidelines.
This is an argument that quite strongly
corresponds with Rosenmayr’s concept
of “late freedom”® or Burgess’ “roleless
role”.®* The above mentioned results of

58 Cf. Beehr (1986).
59 Cihlar et al. (2019).

60 Gruber & Wise (1999); Borsch-Supan (2000);
Borsch-Supan & Coile (2020).

61 Borsch-Supan et al. (2018a).
62 Borsch-Supan et al. (2018b).
63 Moen (2011).

64 Rosenmayr (1989).

65 Burgess (1960).
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the TOP study on labour market partici-
pation in retirement age also refer to the
meaning of individual decision-making
processes in this life phase.®® The transi-
tion from full-time employment to full-
time retirement, however, does not only
depend on individual decisions but also
on the efforts of the employer to provide
adequate working conditions as well as on
the administrative framework conditions.
Particularly in a time in which guidelines
are lacking is it a societal task to provide
people with an appropriate framework for
decision-making and support. The state,
the employer and employees have to take
responsibility together.

3.3.2  Health aspects

Good health and the opportunity to
continue to work for the last employer
make employment in retirement age
more likely. Contrary to common belief,
most people between 60 and 70 years of
age are in very good health. There is no
firm evidence for the assumption that
the majority of people are physically
“exhausted” or even “worn out” when
they reach the current retirement age
of 67, but there is evidence for a large
heterogeneity of the health of this age
group. The majority is healthy, a signif-
icant minority is not, regardless of how
health is defined. Data from the Sur-
vey of Health, Ageing and Retirement
in Europe (SHARE) from 2013-2021
show that this is true for subjectively per-
ceived health (“How do you feel?”), work-
related health (“Do any health limitations
obstruct you in your professional work?”)
or objectively measured health (e. g., mus-
cle strength, cognitive tests).%” In a survey
of the Bundesanstalt fiir Arbeitsschutz
und Arbeitsmedizin (BAuA) in 2011 on

66 Cihlar et al. (2019).

67 The European SHARE Panel is described in Borsch-
Supan et al. (2013).

the self-reported overall health condition
of employees according to age and pro-
fession, the proportion of those who esti-
mated their health condition to be poor
increased, however, with age from around
10% (18 —34 year olds) to around 30%
(55— 64 years old).*®
around 70% of the employees (55—64
years old) view their health as good. The
SHARE data were similar: here, about
80% of the people between 63 and 68
stated that they do not have any health
restrictions in their profession.®® Here,
too, significant socio-economic differ-
ences could be observed. Among the 20 %
who do have health limitations, people
with low income or lower level education —
mostly both — were strongly overrepre-
sented.” Particularly in socially vulner-
able groups do these health limitations
decrease the opportunities of extended
employment or social participation in the
life phase of older age.

This also means that

3.3.3 The role of voluntary work

Beyond paid work, voluntary activities or
family-related care work play an essential
role in the concept of active, resp. produc-
tive, ageing.”

Engagement in voluntary work is
often discussed as a functional equiva-
lent to paid work in retirement age. Even
though there are indications for a role
substitution, when a voluntary work after
ending a professional job replaces so to
speak the paid work, the voluntary work
is more to be understood in the sense of

68 According to the BAuA survey, the proportion of those
who considered their health to be poor increased among
men from 9 % (18 — 34 years old) to 31% (55—64) and
among women from 13 % (18 —34) to 33 % (55— 64)
(BAuA 2011). Also heavy lifting, work in a certain posi-
tion and working while standing up burden employ-
ees from 55 years old at least subjectively more than
younger people (BAuA, 2014).

69 Borsch-Supan et al. (2013).
70 Cf. Lampert et al. (2017).
71 Cf. Butler & Gleason (1985).
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a role extension. Voluntary work thus
underlies a path dependency in the life
course: if people were engaged in volun-
tary work already in their younger years,
the chance increases that they will con-
tinue to do so in retirement.”

The reconciliation between extended
paid work, voluntary engagement and fam-
ily-related care work is becoming more
important for older people in the course
of productive ageing. In this context, the
question is how can prolonged employ-
ment be reconciled with family-related care
or nursing work. Findings of international
studies are mixed, whereby most analyses
observe that labour participation or work
volume decrease when family-related care
work is taken up. This connection is more
strongly pronounced among women than
among men (see chapter 6).7

3.4 Recommendations for action

In view of the demographic change and
the consequently increasing scarcity of
workers, whose wages are eventually also
financed by non-market-related activities,
first of all, the flexibility in the relation-
ship between paid work and other forms
of activities in the life course need to be
strengthened for all employees. On the
other hand, care work and non-market-
related activities are a precondition for the
functioning of a society and thus for paid
work that needs to be flexibly designed
accordingly. Overall, it is about taking
advantage of the existing potential as well
as possible, so that periods, in which paid
work due to child education, caring for
elderly or continuing education is not at
the centre, can be made possible and moti-
vated as well as financially secured. The
imperative of higher flexibility is further

72 Cf. Erlinghagen (2008).
73 Cf. Bauer & Souza-Poza (2015); Lilly et al. (2007).

strengthened by the high heterogeneity
regarding health and wishes with respect
to activities. There are a number of models
for such a life-course-oriented design of
work, such as working hours of choice and
temporary part-time work, regulations of
leave, sabbaticals, and long-term accounts
of working hours.”* The model of optional
working hours takes up existing proposals
and develops them further.” It envisions
that basically all humans should have a
time budget of about nine years that ena-
bles them to interrupt, resp. reduce, their
paid work for socially relevant activities,
and to still have financial security during
this period. These approaches are, in part,
already carried out, their broad testing, in
part, is still pending.

The described concepts are, how-
ever, tied to a regular employment rela-
tionship. It is therefore important to cre-
ate opportunities for “weaker” groups on
the labour market and to correspondingly
balance the costs for the interruption of
a job or a lower working period. In view
of fiscal bottlenecks, not additional subsi-
dies should be the priority but the flexibi-
lization of employment relationships. All
people should be able to find the necessary
time for work, family, care, and continu-
ing education. This also concerns those
who are employed in new forms of paid
work such as platform work.

In the following, we will sketch out
areas where immediate or short-term
action is required:

» The change of paid work is character-
ized by different, partly contrasting
trends. While the demographic change
rather leads to stagnation or (in some
scenarios) reduction of work force
potential in Germany, the technologi-

74 Seifert (2015); Klenner & Schulze-Bischoff (2015).
75 Jurczyk & Miickenberger (2020).



cal change (e.g., digitalization) entails
opportunities of increasing produc-
tivity that can compensate the demo-
graphic change. Such a restructuring
can lead to a more flexible world of
work, but cause strong frictions dur-
ing the transition (especially tempo-
rary unemployment) which needs to
be compensated by existing labour
market instruments.

Supporting such a flexibilization of
the world of paid work and courses
of employment is important for the
activity-oriented society because it can
create more room for opportunity for
unpaid work in some life phases but
also better and more flexible oppor-
tunities of (at least partly) paid work
in other phases of life (such as e.g., in
older age).

opportunities
regarding sabbatical months or years

More  concretely,

should be extended in order to be able
to use the time for more family and
care work or for continuing education.

I 3 Demography and life-course-oriented design of the labour market

More flexibility is also important with
regard to retirement age since health
condition, motivation to work, and
demand by the family are just as dif-
ferent as the demand according to pro-
fession. Many people perceive work as
an anchor of life that determines the
daily/weekly rhythm, provides con-
tact with other people and gives life
an additional meaning. To undermine
this through incentives to early retire-
ment or a strict mandatory retirement
age as in public service is a mistake
from a societal perspective.

The concept of a uniform retirement
age, determined legally or in wage
agreements, should thus be abolished
and replaced by a retirement window
in which people can freely choose
their age of retirement and thus their
amount of pension. A lower threshold
for a mandatory pay-as-you-go pen-
sion system is inevitable; an upper
limit should give employers the oppor-
tunity to negotiate work contracts
flexibly from a certain age on.”

76 Wissenschaftlicher Beirat beim BMWE (2021).
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4 Digital transformation and new forms of organization

in paid work

4.1 Introduction

Aside from the already discussed demo-
graphic development with its diverse
effects on the organization of life courses,
the transition from a work-oriented soci-
ety (“Arbeitsgesellschaft”) to an activity-
oriented society (“Tatigkeitsgesellschaft”)
is also influenced by the digital transfor-
mation, a changed international division
of labour as well as a change of values
not only among the younger generation.
These trends overlap and pose great chal-
lenges to society, especially because many
of them are complex and hard to predict.

In this chapter, we will focus on
some aspects of these enormous changes
and point out fields that have hitherto
received little attention in the literature.
We will largely exclude the large complex
of industry 4.0 with the many position
papers from the side of employers and
employees, from foundations and acad-
emies and not least from international
comparative research and refer to existing
elaborations.”” The many effects result-
ing from transformation processes on the
organization and timing of education and
continuing education will be dealt with in
chapter 5. In the following, we will focus
mainly on service occupations, well aware
that this is a very narrow perspective.

77 Cf. e.g., Forschungsbeirat der Plattform Industrie 4.0
(2019); Kagermann et al. (2016); Lerch & Jéger (2020);
Wichmann et al. (2019).

The starting point for our consid-
erations here is also the conviction that
paid work will always be and has to be of
central importance. Its innovative capac-
ities and productivity — both in the eco-
nomic sense and in the broader sense of
collective and individual effectiveness
formulated by Ralf Dahrendorf — will be
decisive for the development and prosper-
ity of our society. Thus, this chapter will
always refer to the analytical framework of
the activity-oriented society that the inter-
disciplinary research group has chosen for
this paper and elaborated in the introduc-
tory chapters: for us, it is about the new
balance between paid work and non-
market-related activities that has become
necessary for many reasons.

In the following, we will first
describe which developments digitaliza-
tion can cause in paid work. Subsequently,
we will look at digitalization in connection
with other transformation processes and
the change of values. Finally, we will turn
our attention to new forms of organization
of paid work associated with digitalization.
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4.2 Digitalization and the change
of paid work

4.2.1 Dimensions of digitalization

We understand digitalization as a mas-
sive “change of economy and work overall
driven by changes in information technol-
ogy”.”® In order to underline this change
and to distinguish it from a simple com-
puterization and networking of previously
analogous processes, it was suggested in
the German discussion to use the con-
cept of “digital transformation”.” In fact,
computerization and networking can only
be initial steps of the transformation of
enterprises, which need to be followed by
further steps in the sense of greater trans-
parency, prognostic capacity and adapt-
ability, along with new organizational
structures and cultures. We share this
argumentation but we continue to use the
term digitalization, which has established
itself in public and political language.

Digitalization leads to at least four
developments whose design is essential
in order to ensure high quality and pro-
ductivity of paid work. First, since the
invention of the internet and later of cloud
infrastructures, huge amounts of data can
be processed and work processes can be
networked digitally and remotely.®® These
innovations influence business models (in
the sense of remote work) and offer new
opportunities for more flexible working
hours. They thus also support the employ-
ees.® In the German context, enterprises,
trade associations and state actors®* try to
advance the development and use of cloud
infrastructures and other technologies,

78 Bundesministerium fiir Arbeit und Soziales (2017)
(our translation).

79 Schuh et al. (2020).

80 Kushida et al. (2011); Forschungsbeirat der Plattform
Industrie 4.0 (2019).

81 At the same time, they can be powerful surveillance
instruments, see Zuboff (2019).

82 Forschungsunion & acatech (2013).

such as artificial intelligence. Service and
production processes can be reorganized,
for example, by using data in work pro-
cesses in order to optimize or automate
them. This development is and will be
central for the design of paid work and the
future of Germany as an industrial loca-
tion.®s

Second, through the interplay of
technological development (cloud comput-
ing) and the expansion of venture capital,
which was especially advanced in the USA
by deregulation, the platform economy
emerged.®* It brought forth new business
and organizational models that play a role
in many service and manufacturing indus-
tries. Connected to this is a transforma-
tion of paid work that occurs in almost all
sectors and industries. In this context, the
uncertainties and in part insufficient work-
ing standards of platform work are mostly,
and for good reason, referred to, but this
type of paid work can also be very attractive
for people who seek a main or additional
source of income in the short term.

Third, in some areas, digitaliza-
tion entails a surge of automation. Tasks
are thus completed without any human
support or by means of digital assistant
systems. The automation processes take
place in many sectors, concern a lot of
professions and are thus an enormous
challenge for the labour markets.®> The
long-term dynamics and effects remain to
be seen. Prominent diagnoses that a rapid
automation (especially by using artificial
intelligence) ®* could lead to a far-reach-
ing “technological unemployment” have
turned out to be exaggerated from today’s
perspective. Current studies expect rather
a gradual process that will change qualifi-

83 Bundesministerium fiir Wirtschaft und Energie (2019).
84 Rahman & Thelen (2019); Kenney & Zysman (2016).
85 Hirsch-Kreinsen (2020).

86 Frey (2019); Brynjolfsson & McAfee (2014).
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cation standards to some degree but will
not be able to function without a human
workforce.®” The further development
of technologies of automation therefore
continues to be of central importance for
a high-wage country like Germany in the
global competition.

Fourth, digitalization also changes
the conditions for employees’ representa-
tion of interests. Areas of application of
digital assistant systems are character-
ized by weak representation of interests
of employees.?® Moreover, we observe an
upward trend of low qualified and Tay-
loristic work, for example, in the platform
economy, which is wholly outside the
rules of co-determination.?® In addition,
in industrial sectors like chemistry or the
automobile industry, highly qualified,
academically-based employment is con-
tinuously expanded, whereas production
work decreases. As a result, areas with
traditionally higher union organization
become smaller. These developments cre-
ate new challenges for labour relations
and co-determination. *°

4.2.2 Digitalization in the context of

further transformation processes
Processes of digitalization overlap with a
number of further fundamental changes.
We will mention them here but they are
not the focus of the following elaborations.

First, processes of defossilization
are to be mentioned. The abandonment
of fossil energies and rapid exit from a
number of technologies (e.g., combus-
tion engines) change business models and

87 Krzywdzinski (2021); Arntz et al. (2020); Autor et al.
(2020); Benanav (2020); Dengler & Matthes (2019);
Autor (2015).

88 Hoose et al. (2019); Kassem (2022).

89 Hirsch-Kreinsen et al. (2017); Butollo & Koepp (2020);
Schaupp (2023).

90 Haipeter (2018); Kuhlmann & Schumann (2015).

work processes massively in a series of
industries and thus affect employment in
development and production.®* Often pro-
cesses of digitalization and defossilization
overlap, for example, when investments
are made in new product lines and more
and more digital technologies are intro-
duced in this context, or when digitaliza-
tion opens up new opportunities to save
energy and material.®* The spread of dig-
ital technologies can also cause so-called
rebound effects with which potential sav-
ings can again be made obsolete.??

The findings about the effects of
defossilization on employment diverge
strongly, as the example of the automo-
bile industry shows: studies looking at the
direct effects of defossilization conclude
that tens of thousands of jobs in the pro-
duction of combustion motors could be
lost.?* Studies which take into account
private and especially public investments
in mobility infrastructures (charging
infrastructure for electric vehicles, trains
and public transportation), on the other
hand, point out that the defossilization of
the mobility system could create hundreds
of thousands of jobs.?® Overall, it seems,
however, that the effects of defossilization
on employment will be more comprehen-
sive than those of digitalization.

91 Schade et al. (2020); Hoch et al. (2019).
92 Beier et al. (2022).

93 Lange (2020).

94 Bauer et al. (2018).

95 Schade et al. (2020).



Box 4a:
Defossilization in Germany

With the Paris Climate Agreement in 2015 almost all govern-
ments agreed to reduce their greenhouse gas emissions in
order to prevent irreversible effects of global warming. Accord-
ing to the current state of climate research, the global average
temperature must not rise by 1.5 to 2 degrees over the pre-
industrial level. The Federal Government has announced the
goal to decrease Germany’s greenhouse gas emissions by 65 %
until 2030 compared to 1990, and to create a balance between

emission and reduction of greenhouse gas.*®

Between 1990 and 2001, in Germany, the emissions of carbon
dioxide, the most released greenhouse gas by far, were reduced
by about 35% (see Fig. 4a). Until 2030, however, annual reduc-
tions have to be higher than so far in order to achieve the
announced goal. For this purpose, a more determined reshap-
ing of our economic system is necessary in which the use of
fossil energies is to a large extent abolished and a number of
technologies are no longer used.

In Germany, the largest amounts of carbon dioxide are emitted
since decades in the production of energy (34.9 % of CO2-emis-
sion in the year 2021).”” The climate strategy of the federal gov-
ernment aims at a significant expansion of renewable energies
and appropriate network infrastructures.® It is unclear whether
this project will be rather accelerated or slowed down in view
of the Russian war against Ukraine. Opposing tendencies in the
quest for greater independence from Russia and state subsi-

dies for fossil energies can be observed.*

96 Bundes-Klimaschutzgesetz from 2019, changed 2021.
97 Umweltbundesamt (2022).

98 BMWi (2021), p. 42.

99 Cf. e.g., Allianz Trade (2022); Germanwatch (2022).
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In addition to the energy sector, also industrial production
(overall 24.9% of emissions in the year 2021), road-, air-, and
rail-travel (21.8%) as well as households and small consumers
(17.8%) contribute significantly to the carbon dioxide emis-

100

sions.” The Federal Government aims to particularly reduce

the emissions of the steel industry until 2030 and to begin
with the establishment of energy supply based on hydrogen.'®
Scientists moreover demand a higher and stepwise increasing
102

pricing of CO2.

The rearrangement of the economic structure to one with little
carbon dioxide also leads to a change of the world of work and
qualification standards, even though the effects on employ-
ment are controversial.'® In this context, it will primarily not
be about entirely new professions but about new standards
of competence within existing employment relationships and
professions. Thus, competencies with regard to hydrogen have
seen a rapid increase in demand within a few years.’® There
are also indications that structurally weak regions will profit
more strongly from increases in employment in fields such as
wind energy and ecological agriculture than regions that are
structurally strong. The simultaneous rearrangement of several
partial systems (energy, transportation etc.) on the national,
European and global levels will make it difficult for employ-
ees, labour markets and social welfare systems to achieve this
change. Scientists emphasize, however, that not implementing
decisive measures would entail high economic costs in the long

term.'”®

> Figure 4a

100 Umweltbundesamt (2022).

101 BMWEK (2021), p. 41; cf. Nationale Akademie der Wissenschaften
Leopoldina (2022).

102 Nationale Akademie der Wissenschaften Leopoldina (2019a),
pp. 16 — 19; Nationale Akademie der Wissenschaften Leopoldina
(2022).

103 Cf. Grunau et al. (2020).
104 Grimm et al. (2021); Janser & Stops (2022).

105 Nationale Akademie der Wissenschaften Leopoldina (2019b),
pp. 14 — 15.
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The second megatrend associated
closely with digitalization is globaliza-
tion. Digital technologies first of all made
it possible to develop production sites
in low-wage countries, through which
Southeast Asia became an industrial
hub.’*® Subsequently, also service sector
activities such as accounting, call-cen-
tres, IT support and later programming
and development could be outsourced to
low-wage countries.'®” These trends have

106 Miller (2022).
107 Coe & Yeung (2015).

strongly changed employment structures
in high-wage countries like Germany. In
some professions, jobs with low qualifica-
tion standards were massively downsized,
even though low-skilled simple work has
not disappeared from Germany.**® In
parallel, employment expanded in the
Global South: first in factories, then in
service centres, and recently in data cen-
tres in which data for Al-technologies are
curated.® These developments enabled

108 Abel et al. (2014).
109 Birhane (2020).




economic growth in the Southeast Asian
countries, but the jobs created are fre-
quently characterized by low wages and
poor working conditions.

As a result of this global division of
labour, an economic structure emerged
in Germany that is to a large extent
specialized on goods and services of high
and medium technology levels. The com-
petitiveness of the German economy
depends on the constant advancement of
technological abilities. With industry 4.0,
a concept was developed which connects
different steps of the digital transforma-
tion and which was taken up globally.**®

Since the beginning of the 2020s,
digitalization has, however, also become
the starting point for a discussion about
de-globalization. The question as to who
controls digital technologies leads to
growing conflicts between the USA and
China. It is still unclear how these con-
flicts will develop, but they will signifi-
cantly influence the economy and thus the
world of work.

The third trend associated with
digitalization in addition to demograph-
ics is the change in values in the world
of work. Calls for a new balance between
paid and care work increase and are more
frequently articulated.™ In this context, it
is in particular about the volume and flex-
ibility of working time as well as choice
of work location. The growing individual
demands for autonomy, however, also
refer to the desire for more leeway in deci-
sion-making and design in paid work as
well as for a working activity that provides
one with a purpose.

110 Kagermann et al. (2016).

111 Samtleben et al. (2019a); Lott (2019);
Biining & Eppers (2018).
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Box 4b:
Global division of labour

The starting points of this position paper are the world of labour
and the life-world in Germany. Many of the topics dealt with
can, however, be solved on the national level only to a limited

extent and require global efforts and regulation.

This concerns especially global supply chains. The success of the
German economy is to a large extent dependent on the ability
of German enterprises to distribute their products on global
markets. The German chemistry-, pharmaceutical-, and auto-
mobile industries as well as engineering companies generate a
large degree of their profits abroad. Since the introduction of

the Euro, exports have increased strongly.'

Moreover, German
enterprises have established global sites and supply chains in
order to serve foreign markets and make use of their advantages

such as low wages or large labour markets.

In view of massive global tensions, which have further increased
with the Ukraine war, an intensive discussion has emerged on a
“de-globalization” and the “reshoring” of production sites. It is
to be expected, however, that global supply chains will rather
shift and diversify than that world regions and economies will
to a large extent decouple from each other and reverse previous
off-shoring trends. It is therefore essential to ensure a high qual-
ity of global paid work. For this purpose, regulations with regard
to working hours and work standards in global supply chains
need to be advanced further without letting national interests
dominate. In this context, there are already a number of mech-
anisms, for example, the work protection regime of the Inter-
national Labour Organization (ILO), activities of international
unions and initiatives such as the Clean Cloth Campaign or Fair-
work, which investigates working conditions in the international
platform economy. In addition, there are national laws such as
the 2021 German law concerning corporate due diligence in
supply chains, which expands the responsibility of enterprises
for the protection of human rights and environmental standards
to the entire supply chain.

>>>

112 E.g., Joebges et al. (2010), p. 2.
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Working conditions will also have to be regulated further in
the EU. This can take place via a strengthening of the Euro-
pean Works Councils which represent the employees of multi-
national enterprises on the European level. They are meanwhile
established actors in many European enterprises but could be
more strongly involved in matters of labour protection.*”® The
European company law (e.g., the Societas Europaea) should
also be scrutinized in order to prevent an undermining of
national co-determination via the practice of regime-hopping.
In this context, companies orient their restructuring activities to

where unions have the least influence.

It is ultimately about decreasing bureaucratic hurdles in the
implementation of existing rules. Moreover, migration into
the German labour market is to be supported with new rules.
Immigration contributes significantly to overcoming the double
challenge of scarcity of skilled workers as well as demographic

change.

113 Pulignano & Turk (2016).

Empirically, a sharp divide between
the wishes of the people and the reality of
work in the enterprises becomes visible."*
While new approaches of designing work
are discussed and implemented under the
keyword “New Work”,**® surveys indicate
that employees would like even more lee-
way for design in enterprises, albeit with
large differences between professions
and companies."® Thus, in industries like
care and nursing, for example, a gratifica-
tion crisis has been diagnosed since poor
working and wage conditions collide with
demands of high performance and high
individual standards with regard to paid
work."”

In the opinion of the employees,
many companies still too seldom grant
the wish for more flexible working hours.
A series of studies shows that employees
would like more freedom in designing their
working hours, for example, a rearrange-
ment between men and women. Currently,
there are massive differences between the
genders since men mostly work full time
and women part time (in part hardly eco-
nomically viable). These differences could
be solved if paid work and care work were
equally distributed between the genders
(see on this also chapter 6)."8

It should be noted that tensions
exist between individual expectations and
the actual reality in the world of work,
which so far have not been resolved. This
finding is not new. During the Covid crisis,
however, it became very clear that organ-
izational cultures in many enterprises
can indeed change. The forms of remote

114 Waltersbacher et al. (2018).

115 Singe & Tietel (2019).

116 Holman & Rafferty (2018).

117 Schmucker (2020); Schmucker (2019).

118 Allmendinger & Haarbriicker (2017);
Blomer et al. (2021).
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work enabled by digitalization became
the driver of a change of traditional lead-
ership concepts based on presence.*?
Wherever this change did not take place,
employees often reacted by withdrawing
from that branch, which in the United
States is discussed under the keywords
“Great Resignation” or “Big Quit”.**°

4.3 Digitalization and new forms
of organization of paid work

The development towards an activity-
oriented society, the combination of mar-
ket-related paid work and non-market-
related activities that are socially of
utmost importance makes a more flexi-
ble world of work necessary. There will
always be periods, not only among moth-
ers, where paid work does not represent
the core but rather an addition to the
respective stage of life."* In some areas,
employees can already choose their work-
ing hours and (location of work). Many
people also find themselves in different
hybrid constellations of paid work and
other activities throughout the life course,
for example, during the transition from
education to employment. Most students
work in jobs during their course of study,
many enter a phase of employment after
the Bachelor degree before they decide to
enrol in a Master’s programme. A similar
de-standardization can be observed in
the transition from employment to retire-
ment (see chapter 3). Due to the increas-
ing labour participation in retirement age,
hybrid forms of paid work and other activ-
ities such as care work or voluntary work

119 Krzywdzinski et al. (2022a).
120 Cook (2021).
121 Klenner & Schulze Buschoff (2015).

emerge here as well. For many people in
Germany,butalsofortheGermaneconomy,
such a flexibilization of paid work is very
important.***

The technological basis for a more
flexible world of work is digitalization,
which enables new forms of organization
of paid work for many (though by far not
all) professional groups. In the following,
we will elaborate three of these forms
of organization in more detail: digitally
assisted work, mobile / remote work and
platform work. These new forms of organ-
ization are in part still in their beginnings.
They, moreover, go hand in hand with
opportunities and risks, with improve-
ments of the quality of work, but also with
new (health) burdens, which we will take
a closer look at here.

4.3.1 Digitally assisted work

The technology-related change of paid
work is probably most visible through the
use of digital systems of assistance. They
are a key element of industry 4.0 con-
cepts and digitalization as a whole.*® Dig-
ital assistance systems are based on the
increasing digital networking of work pro-
cesses and use different technical bases.
Under the keyword “Augmented Worker”,
systems are developed and implemented
that provide employees with context-
related information as well as instruc-
tions.™ Such assistance systems are
used in different connections. In indus-
trial work processes, they guide employ-
ees in installations or logistics through
their work steps and provide support in

122 Cf. Absenger et al. (2014); Klenner & Lott (2016).
In chapter 5, we will elaborate on which needs for
action emerge in this context with regard to qualifi-
cations.

123 Bovenschulte (2020).

124 Butollo et al. (2020); Falkenberg (2021); Lanza et al.
(2018).
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maintenance and problem-solving in
facilities. In administrative processing,
the used software gives recommendations
on how certain tasks are to be completed.
There are indications for progress in the
area of artificial intelligence which will
open up further opportunities for use of
assistance systems in industry and main-
tenance, for example in data analysis,
writing of reports or standard communi-
cation.'® Assistance systems can mean-
while also provide support in agriculture
in the planning of use of resources or
maintenance processes. A new impulse
comes from Large-Language-Models
(LLM) like ChatGPT, whose effects on
work processes cannot yet be estimated.
They can be used to enter instructions
and inquiries into assistance systems in
natural language and thus make inter-
action with these systems a lot easier.

So far, there are no reliable data on
the dissemination of assistance systems,
which not least is due to the fact that these
exist in very different forms. Initial indi-
cations are given by the 2019 SOEP Inno-
vation Sample on the topic Digitalization
of the World of Work.**® Here, employees
were asked how often they deal with differ-
ent aspects of digital assistance systems in
paid work. The automatic storage of data
on completed work stages (daily or weekly)
was part of everyday work of almost 39 % of
those surveyed (see Fig. 4b), the automatic
support in tasks of almost 21%. Almost
17% received instructions from automatic
systems, 11% automatic feedback on the
quality of the work. Working with digital
assistance systems thus concerns a rel-
evant proportion of the employed, even
though it has by far not reached the major-
ity of jobs.

125 Behrens et al. (2021).
126 Fedorets et al. (2021).

In research, the use of assistance
systems is discussed controversially.*”
An important motive for the use of digital
assistance systems is to optimize produc-
tion processes and thus increase quality
(without errors) and productivity as well
as to use workers flexibly. In many cases,
digital assistance systems can also sup-
port employees in work processes with a
high complexity or high safety standards,
for example, in maintenance processes in
facilities or more recently in data analysis
and programming. Here, assistance sys-
tems open up opportunities to improve
work.”*® At the same time, assistance sys-
tems are also used for standardization and
reduction of skill requirements. We turn to
the dangers further below and would like
to emphasize at this point that the long-
term development remains open and will
depend on negotiation processes between
the occupational actors.

By using assistance systems, also
shorter working hours and more interrup-
tions of work without loss of productivity
can be facilitated. This aspect is important
in view of the development towards an
activity-oriented society. If the amount of
part-time work and interruptions of paid
work (for example, due to care work, citi-
zen service and education work) increases,
the continuity of working activity and
thus experience build-up decreases. This
can be compensated by digital assistance
systems.

There are also diverse approaches
to reduce the physical burden by means
of technical assistance systems. The
Motion-Capture-Technology, i.e., differ-
ent forms of digital analysis of motion,
can be used in order to show deficits in the

127 Kirchner et al. (2020).
128 Krzywdzinski et al. (2022b); Mohan et al. (2021).
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Figure 4b:

Frequency of paid work with digital assistance systems
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ergonomics of industrial workplaces and
to make suggestions for improvement.**?
Moreover, intelligent work clothes are
developed, which measure the position of
the body and indicate burdens in order to
prevent work-related, muscular and skel-
etal ailments.**° Currently, there are, how-
ever, still challenges in these technologies
with regard to data processing capacities,
measurement of individual muscles and
joints as well as quality of motion models.

It can be noted that a design of assis-
tance systems that is adequate for humans
bears great potential for the improvement
of working conditions and to increase pro-
ductivity.*®* This development, however,
entails several challenges that need to be
confronted.

129 Brandl et al. (2016).
130 Peters & Wischniewski (2020).
131 Lanza et al. (2018).
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Assistance systems are in many cases
used to advance standardization of the
work process, whereby training peri-
ods and opportunities for action of
the employees decrease and assistance
systems threaten to become instru-
ments of a continuing Taylorization of
work and a de-skilling of employees.*3*
Since digital assistance systems guide
humans in work processes, so that the
latter need less knowledge about the
process and less training. Enterprises
in logistics or installation work, for
example, increasingly hire migrant
workers who are trained for narrowly
defined tasks on a short time basis.?
This de-skilling is not only detrimen-
tal to humans but also to the safety of
the process: in case of disruptions that
cannot be solved by the system itself,
the human workers involved then lack

132 Krzywdzinski et al. (2022b).
133 Falkenberg (2021).
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the necessary knowledge to solve the
problem. Therefore, it is important
to use the digital assistance systems
as support and to connect them with
training measures that clarify the sys-
tems’ functions and limitations.’®*
Moreover, there is a challenge to
prevent misuse through control and
surveillance. Digital assistance sys-
tems create a high degree of trans-
parency by generating data about
work processes, about time, location,
and under certain circumstances also
about the person, e.g., by measur-
ing bodily functions such as pulse by
means of devices like smart-watches.*3°
This transparency entails dangers of
surveillance and control*®® that are
hard to estimate for employees.*®
Processes of data protection control
and co-determination, in which the
potentials and dangers of monitor-
ing-technologies, the forms of their
introduction and use are regulated,
are therefore of special importance.'3®
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Huchler et al. (2020); Vladova et al. (2020).

Cf. Krzywdzinski et al. (2022b). See also on the con-
cept of algorithmic management, Lee et al. (2015).

Bovenschulte (2020).
Kim & Bodie (2021); Hornung & Hofmann (2018).
DGB (2020).

If digital assistance systems are used
for decision-making processes regard-
ing recruitment or personnel devel-
opment, the quality of the data and of
the used models as well as potentially
integrated distortions need to be con-
sidered.'®® Data-based decision-mak-
ing systems always rely on histor-
ical data sets by which algorithms
and models are created for deciding.
These are thus vulnerable to indirect
discrimination,® for example, when
digital assistance systems in human
resources are supposed to select
suitable persons according to their
life courses, but were trained with
data that reflect earlier processes of
discrimination in which graduates of
certain schools or universities were
preferred.”* Against this background,
robust procedures are essential with
which quality of data and models are
checked before and during the appli-
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cation of such systems.'#*
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4.3.2 Mobile working

The increasing dissemination of mobile
working redesigns the relationship
between paid work and other activities.
Mobile working is a form of work that is
not restricted to one location and where
employees carry out their work outside of
their workplace.'#? Thus, this type of work
could be described more precisely with
the term “mobile paid working”. Since the
concept of mobile working is established
in the public and political context, we
will also use it in this position paper, but
always relate it to paid work.

Figure 4c:

The Corona pandemic has acceler-
ated the trend towards mobile working. As
initial studies show, earlier reservations
with respect to digital work have decreased
due to own experiences, also because
investments were made in hitherto lack-
ing infrastructures such as collaboration-
and communication tools.*** Thus, the
proportion of employees who worked at
least partly from home increased signifi-
cantly (see Fig. 4¢). During the lockdown
phases, it was above 30 %, in times where
some restrictions were lifted it decreased
slightly and was stable at the end of the
pandemic with around 25 % of employees
working remotely.

Proportion of employees who work at least partly from home, according to

economic sectors on Germany from February 2021 to November 2022
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Figure 4c also shows, however, that
the proportion of employees who work
from home differs strongly according to
sectors. At the end of 2022, the propor-
tions were 6% in construction, 15% in
manufacturing, and 36% in the service
sector, respectively. Also, within the ser-
vice sector there is a strong divergence
between accommodation (1%) and gas-
tronomy (2%), on the one hand, and
management consulting (70%) and IT
sector (72 %), on the other.**> These num-
bers decreased only slightly with the end
of mandatory remote work on March 20,
2022. The ifo-Institut assumes that many
enterprises have accepted more flexible
models and remote work as permanent.
According to other prognoses, mobile
working will strongly shape the world of
work after the pandemic.'4¢

For the majority of employees work-
ing from home, it was a new experience
that paid work and life at home became
mingled.'*” Most of them, however, were
satisfied with their situation of working
148 The (at least partly) no longer
necessary commute to work was viewed
positively. This saves time and money and
is good for the environment and health.
Commuting, especially in the case of long
distances, is considered burdensome.
Other positive aspects of remote work are
higher flexibility and greater freedom with
regard to time. This can benefit the recon-
ciliation of private life and profession. The
saving of time as well as more presence
at home often lead to more exchange and
common meals within families.*#°

remotely.

145 ifo-Institut (2022b).

146 Cf. Kunze et al. (2021).
147 Kunze et al. (2021).

148 BMAS (2020a).

149 E.g., Grunert et al. (2021).

At the same time, as a result of
mobile working, employees were faced
with uncommon challenges regarding
self-organization and isolation.”*® Due to
the not only local but also temporal demar-
cation, employees in remote work tend

151

to work longer and overtime.” As a con-
sequence, breaks and rest periods can
unintentionally be omitted, which causes
problems when switching off or decreases
the quality of sleep.’®® This can lead to
work-related exhaustion, > which, in turn,
has negative effects on the professional
performance.®* If remote work takes place
at atypical working hours, then, moreover,
“socially precious” time for family, private
life and leisure time is lacking. This can
cause work-family conflicts.'*®

Research shows a clear connection
between digital work and the increase of
psychological illnesses, such as emotional

156 Since

exhaustion, burn out or anxieties.
many apartments do not have sufficient
room for undisturbed working, there were
spatial conflicts, sometimes even domestic
violence, during the pandemic, especially
in phases of home-schooling or closures of

day-care centres.'”

In addition, the restricted social
contacts in remote work can be truly bur-
densome if they exist for a longer period.
The regular exchange with colleagues,
which can help reduce work-related stress,
is lacking,”® which is why they in part
returned to their usual work in presence

150 Niebuhr et al. (2022).
151 Lott (2020); Berk et al. (2022).
152 Bonin et al. (2020).

153 Eurofound (2020); Ojala et al. (2014);
Wohrmann & Brauner (2020).

154 Gimpel et al. (2018); Gimpel et al. (2019).

155 Zhang et al. (2020); Amlinger-Chatterjee (2016);
Arlinghaus & Nachreiner (2016); Georg et al. (2017).

156 Albiez (2020); Aroles et al. (2019); Rohwer