New forms of employment
Standard employment is not simply being replaced by non-standard work; employment is becoming more diverse, and policy must accordingly become more tailored. The last decade has seen much public and policy debate on the future of work. Standard employment – permanent, full-time and subject to labour law – is still dominant in Europe, and non-standard work, with the exception of part-time work, has been growing only to a rather limited extent. But it is acknowledged more and more that something is happening in the European labour market that is not transparent from the data, that this is of increasing importance, and that it is influencing the quality of work and employment.

Basically nine trends have emerging or have been of growing importance since about 2000, in the European labour market. These related to formal relationships between employers and employees that differ from the established one-to-one employment relationship, uncommon work patterns or work organisation (notably related to time and place of work), networking and cooperation among the self-employed, or some combination of these.

The employment form most often identified as new or increasingly important at that time was mobile work enabled by information and communications technology (ICT) – what we refer to as ICT-based mobile work. Here, an employee or a self-employed person works from various locations outside the traditional workplace – less place-bound than traditional telework and, indeed, working anytime, anywhere.
While this trend can be attributed to digitalisation as well as societal change, the second biggest trend – casual work – is driven more by the economic requirements of employers. In this employment form, the employer is not obliged to provide the worker with regular work but can call them in on demand, resulting in an unstable and discontinuous work situation for the employee.
All the atypical forms of employment require a nuanced approach: tailor-made interventions should tackle the specific opportunities and challenges inherent in individual employment forms, rather than taking a one-size-fits-all stance across the diversity of new forms of employment. In casual work, voucher-based work, platform work and collaborative employment, employment status should be clarified and sustainable career trajectories ensured, to avoid labour market segmentation and to support collective voice. In the digitally enabled new employment forms, the focus could be on monitoring and control, algorithmic management, and data ownership, protection and use.

Ensuring adequate working time would be key in those new forms of employment where working hours tend to be too long or too short or characterised by unpredictability. Workers in employment forms subject to less integration in organisational structures could meanwhile be supported in skills development to enhance their employability. Finally, transversal and entrepreneurial skills could be improved and good-quality self-employment fostered in the new forms of employment in Europe characterised by a high degree of self-organisation.

Distant working

Just as distance learning has become almost a norm rather than an exception--or at least it's become more prevalent--so has distance working. Work-life balance is more and more important, and people are finding part of the solution in working from home. Today's distance work is interesting because available technology is changing rapidly, and groups vary enormously in what they have access to. Work is increasingly becoming a state of mind rather than a place to go. Building trust at a distance is challenging, but it is not impossible. However, to support synchronous work we can assume that today the options include:  Meeting room video conferencing, Desktop video and audio conferencing, Chat rooms for text interactions, File transfer, Application sharing

The awesome speed in technological change in very recent years continues to transform the work place. E-working can increase the number of workers in the various sectors of economy. e-Work is a way of working using information and communication technologies in which work is carried out independent of location so e-Work is not a job but a method of working. Ways of e-working include: 1, e-Worker - at home full-time/part-time, 2, Telecommuter - part-time at home and part-time in office, 3, Mobile worker - on the- move

e-Working may be introduced as a flexible work option in a company or it can develop over time on a more informal basis. When introducing e-working employers are advised to draw up a written policy which specifies how the e-working arrangements will operate in the company. 

Jobs suitable for e-working at a distance include those involving a high of information processing, clearly defined areas of individual work, and work where there are clear objectives, measurable outputs and minimal requirements for supervision. Some employees may have jobs where one part of the job description is suitable for home working while other parts need office resources or face to face interaction with other staff and thus may prefer alternate e-working with conventional office working. Depending on the nature of the work, the following personal attributes and skills may be particularly relevant:

· decision, making and problem solving skills
· time management skills
· self-discipline
· communication skills
· experience and ability to cope with reduced social contact.

