INFORMS

Innovative Forms of Employment in Sport

EUROPEAN RESEARCH REPORT ON
EMPLOYMENT CHALLENGES AND
INNOVATIVE FORMS OF EMPLOYMENT
IN SPORT

DRAFT: 23 April 2025

Partner feedback version




the European Union

1 EXECULIVE SUMMQITY .....cvveureeiririnnnesissnsssesisssnnsssssssssnssssssssnssssssssssssssssssssssssssssasssssssssss 6

2 INtroduction t0 IN-FORMS ............uueveevseerisssueeierisssnsnssssuesisssussnsssssssssnsssssnsssssansnsssses 18
2.1 The drive for a professional sport workforce...... . . cereerereeeeeeennnnnnanes 18
2.2 Building on the success of the recent FORMS project ........ccccceeeiiiiiiininnnnnnns cerreeeeeereeeeennnnnns 18
23 Objectives and scope of the research.... . ceeeessneerreeese s s s s aannreesses 19

3 The research Methodology ..............eeeeeeueeessssssesiinsiisisennssssssssssssemnsmensissssssssssssssssssnns 20
3.1 Statistics gathered from Eurostat . .- . . cereereeeeeeeeeeeeannns 20
3.2 Desk research e . e ar e 20
3.3 Survey of European sport organisations e —————

3.3.1 Country representation ....
3.3.2  Organisational types and sizes.
3.3.3  Sports represented

3.4 Employer and employee interviews....... . teeesssneeeeeeeseeeessnnraassnesssssnnnnaasaaes 24
4  Statistical overview of employment in the Sport SECtor ...............cceevevveeevsseenenneennenens 25

4.1 Total sport employment 2011-2023 ....... . reeesssneeeneesee e aar e e s s s e s s annnraasanes 25

4.2 GeNnder .....cceeveneeriineeeniineenan. . e . 25

4.3 L N . e 25

4.4 Education...... . et ane e e 25

4.5 Types of employment contracts eeeeseeerreaseestaate st eraasesaraasesssannnns eereneeeerennseeeanns 26

4.6 The role of volunteers . . e . . 26
5 Employment realities and challenges in the Sport SEctor ..............ccceveveeeevrseeennneennenns 28

5.1 Unusual features of the sport labour market...... . . teeeresnnnreeeeeeeeesens 28

5.2 General recruitment and retention challenges... . e 28

5.2.1 Recruitment....
5.2.2 Retention

5.3  Gender imbalance...... .- . - e 32
5.4 ABE IMDAIANCE ...ttt sssess e e e e s s e e e s s s ssssssssssassaeeeeeesssnnnnnnnnnsnsnnsnsnnns 33
5.5 Part-time and temporary employment .- .- eeeeerereeeeeeeeeeeere s sssssssssaaaaanaes 35
5.6  Undeclared work........cccecueeruveninnennnnnens - . N 37
5.7 Skills gaps and mismatches....... . reeerssneeerree e s s e s s s sannreessees 39
5.8 The Impact of COVID. . eesrsnrereresssesaaaaee . . 39
5.9 Incomes and benefits . . - .- - 41
5.10 The impact of emerging technologies on sport... 42
5.11 Short-term outlook for sport employment reesssnnerrreessesananne . . 43
6 Existing initiatives to solve the employment challenges..................ccuuueeeeeeeeerceeeesnnnns 44
6.1 EU.. . .. - - - . 44
6.2 National Governments e . . . 44
6.3 Sport employers......... . . . teessssneerree e e s s s s ananreasses a4

IN-FORMS Project — Research Report — PARTNER FEEDBACK DRAFT 2



the European Union

7 New forms of employment as identified by Eurofound...............cccccceeevvverrinvvennvennnnens 46
7.1 The Eurofound research e . e 46
7.2 Eurofound’s categorisation of new forms of employment reeesssneerreeese e e s s s s s annaraesnnes 46
7.3 Some key points regarding new forms of employment...... . S 47
8 Relevant policy, legal and regulatory frameWorks ..............cccceeveeeeeeissernissscssssvnnennns 49
=20 T 11T U N 49
8.2 The Partner Countries . . e . . 49
8.3 The impact of legal frameworks on sport employers .........cceeevvvuueereenirnnnnnee reeessnnneereeeneeennns 49
9 The potential of new forms of employment for SPOrt .............ueeeeeeeeeeeeeeeeeeereeenseennennns 51
9.1 Employee sharing...... . . . reesessneerree e s s saaanreesses 52
9.2 Platform work e
9.3 Job sharing.. . reesssnreeeeeeesssnanne . teeernnrerrenensseaes 54
9.4 CasuUal WOTK .....eeeeiiieeiiiiieiceeen e . e 55
9.5 ICT-based mobile work e . . e 56
9.6 Portfolio work N . e e e e 58
9.7 Collaborative employment....... . reeesssneeeeeeeeseesesssnnnaasssessssssnnnnasaaans 59
9.8 Voucher-based work .. . e . . 59
9.9 Interim management eereseeraitreietatierneietanietaniernssnanisrnns . 60
10 New forms of employment — the sport employers’ experience...............ccceeesuvevevrunenns 62
10.1 Employee sharing...... . . . teeesssneeeeeesssesaaareesssesssssannnnaaaanes 62
10.2  Platform work......cccccceeriieerriiieecniiinneenn. . e aar e s e e 65
10.3 Job sharing.. . PN . e 68
10.4 Casual work e aaar e e e e ees . e 70
10.5 Intermittent permanent employment.... . RN 73
10.6 Remote WOorking........cceeeeeeiiiiiiiiinnnnnnnnnns eererrereeeeeeeeeerrasssssssssssssaaanans 76
10.7 Self-employed portfolio work.. eeeerreeeeeeeeeasssssssssssenananaanes - 79
10.8 Voucher-based work .. . e . . 82
10.9 Summary of sport employers’ responses to new forms of employment.........ccccceeevevvnnereennnes 85
10.10  Alignment of new forms of employment with sport employers’ priorities........ccccovvuereerrieiiiiisinnnnns 94
10.11 Perceived obstacles to the use of new forms of employment..... - .- 95
b 0T 1ol [ 72 1o T LN 97
12 Informing Phase 2 and 3 - Policy implications and recommendations...................... 100
B B T2 - - 101
13.1 Notes on the Sport Employment Statistics teeersnneeeeeesseessnnnnns teeerssnnreeteseeeeesesnnnnaaaaans 101
13.2 Desk Research Template .........ccceevrriiirieeennnnnnnnes . errerrrreereeeeeeessananes 101
13.3  Survey Questionnaire N S 101

IN-FORMS Project — Research Report — PARTNER FEEDBACK DRAFT 3



INFORMS

Co-funded by
the European Union

13.4 Interview Guide and Summaries N 101
14 The EU Employment Legal and Regulatory FrameworKk .............ccceeeeeeeeeeeveveenncseecenns 102
14.1 The EU Employment Strategy . Eeeeeeseeeeeeeeteeeees et s e e e et e e e s s s e aa e e e s e e ss s annaenanasas 102
14.2 The EU Employment Package.. . reesssnnerereeiseaaaane 102
14.3 EU Rights at Work..... . teeessnneeeeeeesssessnnnne
14.4 EU Legal and Regulatory Provisions Specific to New Forms of Employment
14.5 Undeclared Work...... .- . . e e 105
15 Legal and Regulatory Frameworks in the Partner COUNtries..............cccevvuvvveeerrneernns 106
15.1 Albania.......cieniiecininiinnnnen. .- e 106
15.2 Belgium (Flanders)..... . N 106
15.3 France e . e ane s 107
15.4 Greece.....cccevrmeeerreeeiiisssnnnnne 108
15.5 Luxembourg N 108
15.6 Poland 108
B N o Y o ¥ - PPN 109
L0 SO 13 24 T T - o T (N 109
15.9 Romania....... . RPN 109
B L =5 (=7 =T o= PP 111
b e i o 17 N 112
18 LiSt Of LADIES .....ueeeeeeeeeeeaiiiiiiiitiiiiiieetssecsseisssssssssssssssssssssssssssssssssssssssssssssssssssns 117
IN-FORMS Project — Research Report — PARTNER FEEDBACK DRAFT 4



INFORMS

Innovative Forms of Employment in Sport

Co-funded by
the European Union

Table of Contents

e0S

OBSERVATOIRE
SPORT AND EMPLOYMENT

European Observatoire of Sport

and Employment (EOSE)
France, Europe - Coordinator

Awos

Werkgevers in de Sport
Netherlands

IWSTYTUT
SPORTU

Sport Institute-National Research

Institute - Poland

FEDERATION NATIO!
)\ profession

ﬂ sport & loisirs

Fédération Nationale Profession
Sport et Loisirs (FNPSL)
France

Bt SANTAREM ESCOLA SUPERIOR
@ FPOLYTECHNIC DE DESPORTO
==y UNIVERSITY  DE RIO MAIOR

Polytechnic Institute of Santarém /
Sport Sciences School of Rio Maior
(ESDRM) - Portugal

PN

Sportwerk Vlaanderen
Belgium

s,  HELLENIC REPUBLIC
Ministry of Education,
{% Religious Affairs and Sports
General Secretariat of Sports

General Secretariat of Sports,
Ministry of Education, Religious
Affairs and Sports - Greece

&

Football Federation

i g
Portugal

Romania

[Lu:nEX]

LUNEX
Luxembourg

Wyt

Arbetsgivaralliansen
Sweden

\/
E- 4

Institute of Sports Research / Sports
University of Tirana - Albania

IN-FORMS Project — Research Report — PARTNER FEEDBACK DRAFT



the European Union

1 Executive summary

This executive summary brings together all of the main findings from the research. Far more detailed data and
analysis is provided in later sections supported by a number of graphs and tables.

Background

Evidence from previous research suggests that European sport needs to improve the recruitment and retention of
skilled workers in order to continue the professionalisation of its workforce, but traditional employment practices
are holding this back. There is the possibility that some of the new forms of employment identified by the EU’s
European Foundation for the Improvement of Living and Working Conditions (Eurofound) and other more flexible
strategies may help sport to boost access to skilled labour and make working in sport a more attractive option for
stable employment and lasting careers.

IN-FORMS, a partnership of 12 organisations representing employers, universities, research institutes and sport
federations in 10 countries, aims to promote innovation in EU sport employment and build the sector’s capacity to
use non-traditional approaches to improve employability and expand the supply of skilled labour. The project’s
main aims are to:

o Collect evidence of the potential of employment innovation to address recruitment and retention challenges.

o Inform policy and decision makers on sport employment needs and the potential of employment innovation
to address these.

o Build the capacity of organisations and individuals in the sector to use new forms of employment.
IN-FORMS research

As part of its first phase of activity, the IN-FORMS consortium has carried out research into the current state of the
European sport workforce, employer attitudes to sport employment, the realities of paid staff recruitment and
retention and the potential of new forms of employment to address recruitment and retention issues.

The research took place in the second half of 2024 and the early months of 2025 and consisted of four strands:

e Statistical analysis of the European sport labour force using data provided by Eurostat, the EU’s statistical
agency

e Deskresearch covering sport employment issues and new forms of employment in the 10 partner countries
and relevant policy and legal frameworks

e A first-ever multilingual survey of sport organisations across Europe on the topic of new forms of
employment which gathered 2 264 valid responses

e Interviews with ?? sport employers and employees who had some experience of new forms of employment.
The sport workforce

In the period 2011 — 2023, the paid sport workforce grew by 32.3% which is almost four times the employment
growth in all EU sectors (8.7%).

Findings from the survey suggest this growth is set to continue:

e 25.4% of the survey respondents reported that their staffing levels had increased over the previous 12
months

o 31.2% forecast that their staffing levels would increase over the following 24 months.

However, the sport labour force has some characteristics which make it unusual when compared with other EU
employment sectors, in particular:

e Avery high proportion of part-time contracts,

e Alow and declining representation of women,
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e A much higher representation of young workers, many of whom fail to be retained by the sector in their
later years,

e A higher proportion of self-employed workers,
e Avery large engagement of unpaid volunteers.

These characteristics are even more prevalent amongst workers with a sport and fitness occupation (sport coaches,
instructors, officials, fitness and recreation instructors and programme leaders and professional athletes).

Both the desk research and the survey show there is a strong desire on the part of sport employers to address
gender equity in the workforce.

In terms of the unusual age balance of the workforce, almost one half of the survey respondents felt that the sector
would benefit from having older and more experienced staff.

Whereas sport employers value the flexibility of part-time and temporary contracts, they also recognise that they
make it more difficult to retain skilled staff in the long run.

Despite the relatively high education levels of the sport workforce, employers see a mismatch between staff skills
and the evolving demands of working in sport, especially in the light of emerging technologies such as artificial
intelligence. This was underscored by findings from the survey where 84.1% of respondents agreed that the rapid
development of the sport sector means staff need new skills.

The desk research suggested that, in addition to the characteristics outlined above, the sport sector, at least in
some countries may have significant levels of undeclared work (workers being paid but not declaring their earnings
to the authorities). Undeclared work isolates workers from social protections, is a highly precarious form of
employment and tends to increase labour market segmentation.

The extent of undeclared work in sport is difficult to estimate with any confidence. However, there are some
indications:

e An average of 29.6% of survey respondents agreed that many workers in the sport sector do not declare
their earnings to the authorities

e Agreement with this statement was significantly above this average in Portugal, Bulgaria, Poland, Albania,
Greece and Belgium.

The sport labour market

The unusual characteristics of the sport labour force probably reflect specific features of the European sport labour
market:

e The sport sector has a high number of small, often under-resourced ‘micro-business’ organisations who
struggle with the complexities of paid employment and lack financial stability to confidently offer full-time,
permanent positions.

e Demand for employment in sport tends to fluctuate seasonally and in response to rising and falling financial
resources and specific projects, initiatives and events.

e Work assignments are often offered in small packages, sometimes only a few hours per week.

e There is a high demand for weekend and evening work, especially in regard to workers with a sport and
fitness occupation, such as coaches, activity leaders. This may deter workers with significant family
responsibilities which may particularly apply to women.

These are the realities of the sport labour market and reflect current structures and consumer demand and would
be difficult to change. However, the desk research suggests that more innovative employment practices such as
new forms of employment could help to mitigate their effects.

Recruitment and retention in sport employment
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There is evidence from the desk research and the survey that the recruitment of skilled staff is a challenge for sport
organisations:

e 62.6% of survey respondents who had tried to recruit in the previous 12 months reported recruitment
difficulties

e The top 5 respondent reasons for these difficulties were:
o Lack of applicants with the right skills or qualifications
o Unattractive salaries or benefits
o Low number of applicants generally
o Working hours do not fit applicants’ personal or family responsibilities
o Lack of applicants with the right work experience

Over 27% of survey respondents who had recruitment problems indicated that the recruitment of female staff was
a particular challenge.

Retention of paid staff is also a challenge:
o 39% of survey respondents reported difficulties in retaining the staff they wish to keep
e The top five reasons given were:
o Higher salaries offered by other employers
o Better career progression opportunities elsewhere
o Working hours no longer fit lifestyle
o Better employment offers, e.g., permanent contracts
o Changes in staff members’ personal or family responsibilities
From the survey we can see that the retention of younger staff is indeed a challenge.

e Over 72% of survey respondents who had retention problems agreed that retaining staff under the age of
30 is a difficulty. The top five reasons offered were:

o Salaries and benefits are not enough as they grow older
o More attractive opportunities in other sectors
o Lack of long-term career opportunities
o Unstable work
o  Working hours no longer fit lifestyle
In terms of both recruitment and retention, the top 5 jobs with the most difficulties are:
e Sports coaches (over 60%)
e Middle managers (over 20%)
e Clerical and office staff/receptionists (over 15%)
e Operational staff (over 15%)
o Outdoor activity leaders and animators (over 10%)
The most critical workforce shortages, therefore, apply to sport coaches by a very wide margin.

The precarity of sport employment seems to be clearly understood by employers:

IN-FORMS Project — Research Report — PARTNER FEEDBACK DRAFT 8
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e 82.1% of survey respondents recognised the precarity of sport employment and felt it needed to be
addressed.

COVID impact on recruitment and retention

The period of COVID pandemic lockdowns had a disproportionate impact on sport employment (a reduction of 3.7%
between the end 2019 and 2020 compared to only 1.4% in EU employment overall). However, recovery since then
has been significant and greater than other sectors (13.4% from the end of 2020 to 2023 compared to only 3.3% in
other sectors).

e However, 28.9% of survey respondents agreed that recruitment and retention was more difficult since the
pandemic compared to 30.4% who disagreed

e Countries where respondents’ levels of agreement were significantly above this average included Ireland,
Albania, Romania, Belgium, Bulgaria, France and Greece, suggesting that recruitment and retention post-
COVID may be more problematic in those countries

e Countries where respondents’ levels of agreement were significantly below this average were Luxembourg,
Poland and Denmark.

Salaries and benefits

From all areas of research, it is clear that one of the most significant problems affecting recruitment and retention
is salaries and benefits.

e 91.9% of survey respondents agreed that offering competitive salaries is important to recruit and retain
skilled staff

e 57% identified unattractive salaries and benefits as the second most significant recruitment barrier
e 60% identified it as their number one retention difficulty
e 68.4% saw it as their main challenge in retaining younger staff.

However, most sport organisations may have little financial headroom to improve salaries. The desk research
suggests that many sport organisations face ongoing financial pressures which result from:

e Inadequate government planning and support

e Inflation, particularly in energy costs

e Limited budgets which restrict future investment

e Difficulties in obtaining sponsorship

e Reduced or consistently low sport participation leading to low revenues.

It may also be the case that the high number of unpaid volunteers in the sector may also have a depressing effect
on salaries and benefits.

There is a clear need for the sport sector to try to optimise salaries and benefits for its workforce without resorting
to raising costs to consumers. Some new forms of employment such as platform work and self-employed portfolio
work may have the potential to provide more attractive incomes.

New forms of employment

Research carried out by Eurofound identified nine categories of new forms of employment which the desk research
suggested may be helpful in addressing recruitment and retention of paid staff in sport. These are:

Employee sharing: A group of employers hires workers and is jointly responsible for them. The concept is similar
to temporary agency work, with the purpose of sharing staff to balance the human resources (HR) needs of
companies while providing secure employment to workers, and the network itself does not aim to make a profit.
This employment form refers to employees only.
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Platform work: This involves the matching of supply and demand for paid labour through an online platform or
app. Employment status is not clarified, but in most cases the worker is considered self-employed or freelance.

Job sharing: One employer hires several workers to jointly fill a single full-time position. It is a form of part- time
work, the purpose of which is to ensure that the shared job is permanently staffed. This employment form refers
to employees only.

Casual work: A type of work where the employment is not stable and continuous, and the employer is not obliged
to regularly provide the worker with work but has the flexibility of calling them in on demand. This employment
form refers to employees only and is sometimes known as a ‘zero-hours contract’.

ICT-based mobile work: The employee or self-employed worker operates from various possible locations outside
the premises of their employer (for example, at home, at a client’s premises or ‘on the road’), supported by modern
technologies such as laptop and tablet computers. This is less ‘place-bound’ than traditional teleworking.

Self-employed portfolio work: This refers to small-scale contracting by freelancers, the self-employed or micro
enterprises who work for a large number of clients.

Voucher-based work: The employment relationship and related payment are based on a voucher (generally
acquired from a third party such as a governmental authority) rather than on an employment contract. In most
cases, workers have a status between employee and self-employed.

Collaborative employment: This refers to specific forms of cooperation or networking among the self-employed
that go beyond traditional supply chain or business partner relationships.

Interim management: A form of employment in which a company ‘leases out’ managers/technical experts to other
companies temporarily to solve a specific management or technical challenge or to assist in economically difficult
times.

Eurofound has tracked these employment forms from 2000 — 2020 in many sectors but did not cover the sport
sector and can provide no evidence of its take-up in sport. The IN-FORMS survey attempted to fill this knowledge

gap.

It should be noted that the survey questionnaire did not separately include collaborative employment and interim
management because these were seen as minor variants of other new forms. Instead, the survey included one
additional new form which the desk research identified as emerging in some countries. This was Intermittent
Permanent Employment, a ‘smoothed out’ salary arrangement which tries to mitigate some of the disadvantages
of temporary and seasonal work.

Emergence of new forms of employment in sport
From the survey, we can see:
e All of the new forms of employment included in the survey are present in the European sport sector
e Those with the 5 highest levels of implementation in the countries surveyed were:
o Remote working (46%)
o Self-employed portfolio work (30%)
o Job sharing (24%)
o Intermittent permanent employment (23%)*
o Casual work (21%)

e The 5 new forms of employment of which respondents were most aware were:

1 The high implementation level for intermittent permanent employment may reflect the large number of responses from
France where this practice is more common than in other countries.
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o Remote working (75%)
o Self-employed portfolio work (66%)
o Job sharing (64%)
o Casual work (52%)
o Intermittent permanent employment (49%)?

e The new forms of employment that appeared most attractive to employers who had not tried them were:
o Platform work (29%)
o Employee sharing (23%)
o Allthe others had a score of less than 10%.

e Those which appeared negatively attractive to those who had not tried them were:
o Remote working (-16%)
o Voucher-based work (-14%)

Employers’ experience of new forms of employment in sport

e The top five new forms of employment which were most recommended by those who had used them were:
o Intermittent permanent employment (79%)
o Remote working (76%)
o Job sharing (73%)
o Employee sharing (66%)
o Platform work (65%)

e Most of the new forms of employment in sport showed a low to medium level of female engagement
(between 30 and 44) with the following exceptions:

o Job sharing (50)
o Remote working (46)
o Self-employed portfolio work (the lowest at 29)

e |t is notable that most of the new forms of employment showed a very low (1-14) or low (15-29) level of
youth engagement with the following exception:

o Casual work (low to medium at 30)

As part of the survey, respondents who had used the new forms of employment were asked to select the jobs which
were covered by new forms of employment and their advantages and disadvantages based on their own
experience. The options they were offered were based on an evaluation of Eurofound’s new forms of employment
as they might apply to sport.

2 Possibly for the same reason.
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New form of
employment

Top 5 jobs most used
for

Top 5 advantages

Top 5 disadvantages

Employee sharing

e Coaches

e Access to workers with

o Difficulties of remote

e Qutdoor leaders guaranteed skills management
e Clerical/ Admin e Another organisation e Potential conflict of
e Fitness takes care of admin interest
instructors ® No need for training e Worker does things
e Middle e Worker has broader differently
management experience e Lack of team integration
e Responsive to fluctuating e Complex admin
demand
e Coaches e Easily identify skilled e Potential conflict of
Platform work ) )
e Fitness workers needed interest because worker
instructors e Only use the worker may also work for
e Outdoor activity when needed competitor
leaders e Worker appreciated e Additional cost of
e Professional flexibility platform fee
athletes e Low administration e Lower worker motivation
e Middle burden e Less management
management e Tax and social security control

e Operational staff

taken care of

e Lack of team integration

e (lerical and

e Someone available to

e Potential conflict

Job sharing admin take full responsibility between job sharers
e Coaches when other absent e More complex to
e Operational staff | e Skill sharing administer
e Middle e Recruitment attraction to e Communication and
management fit with worker’s personal handover between skill
e Fitness circumstances sharers
instructors e Retain skilled staff when o Difficulty managing two
personal circumstances people in same job
change e Competition between
e Increased staff loyalty job sharers
e Coaches o Flexibility to fluctuating e Casual workers less
Casual work

e Operational staff
e Clerical/ Admin
e Outdoor leaders
e Officials

demand

e Better value

e Easily identify casual
workers for more stable
employment

e Workers take care of tax
and social security

e High levels of worker
motivation

reliable

e Casual workers less loyal

e Need for additional
worker training

e Casual workers less
motivated than other
workers

e Legal requirement to
transition casual staff to
more stable employment
after a period
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New form of
employment

Top 5 jobs most used
for

Top 5 advantages

Top 5 disadvantages

Intermittent
permanent
employment

e Coaches

e Clerical/ Admin

e Middle
management

e Operational staff

e OQutdoor activity

Retain good and reliable
staff

Stable workforce

Easy administration
Increased reliability
through worker having

Still had to pay staff
when demand and
workload low
Complex salary
administration
Unattractive to some

leaders more stable lifestyle staff who prefer more
Good team integration flexibility
o Difficult contract
negotiations
. e Middle Organisation more e Difficulty in remotely
Remote working , . X
management attractive to potential managing workers
e Clerical/ Admin recruits e Team communication
e Senior Increased worker loyalty and collaboration more
management and motivation difficult
e Coaches More flexibility in e Workers not feeling

e Operational staff

deploying workers to
different locations
Recruit staff from outside
immediate geographical
area

Ability to measure worker
performance on
outcomes, not hours
worked

involved in organisation
and culture

Workers take longer to
learn the job

Remote workers less
productive

Self-employed e Coaches Easy access to type of e Worker less loyal to
portfolio work e Fitness workers needed organisation
instructors Workers take care of tax e Potential conflicts of
e Outdoor activity and social security interest
leaders Organisation has no long- e Lack of team integration
e Operational staff term commitment to e Less motivated than
e Middle worker employed staff
management Worker can improve e Greater job
organisation because dissatisfaction
more broadly
experienced
Worker more motivated
because they enjoy
independence
e Coaches Employment fully e Process to register with

Voucher-based
work

e Clerical/ Admin

e QOperational staff

e Fitness
instructors

e Middle managers

compliant with laws and
regulations

Employment provides
worker social protection
Employer receives a
benefit for using this form
of employment
Reduced administrative
burden

Automatic calculation of
salary, tax and social
security

voucher system

Workers less committed/
motivated

Lack of continuity
between different
workers

Poor team integration
Difficulty in finding
recruits for voucher-
based work
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In the case of six of the eight new forms of employment included in the survey respondents put sport coaches at
the top of the list which suggests they are using new forms of employment to address their number one recruitment

and retention need.
Alignment of the advantages of new forms of employment with employers’ priorities

As part of the survey, respondents were asked to select their main priorities in regard to employment. These were
then compared with the advantages which employers using the new forms of employment had identified. The
following table summarises this analysis:

Employer’s priority and Relevant new Reasons
% who selected it form of
employment

Flexibility in staffing based on
organisational needs (51.2%)

Employee sharing

The employer can draw on a shared employee
according to demand but has no ongoing
commitment.

Platform work

The employer can access a platform worker
according to demand but has no ongoing
commitment.

Casual work The employer can access a casual worker
according to demand but has no ongoing
commitment.

Self-employed The employer can access a self-employed

portfolio work

worker according to demand but has no
ongoing commitment.

Voucher-based
work

The employer can find an appropriate voucher-
based worker when needed but has no ongoing
commitment.

Ability to retain skilled staff
despite changing
circumstances (47.9%)

Employee sharing

The shared employee can bring their skills back
into the organisation when needed.

Platform work

A platform worker who has proved their
expertise can be rehired when needed.

Intermittent Seasonal workers with the right skills and

permanent attitudes can be retained on a year-by-year

employment basis.

Casual work A casual worker who has proved their expertise
can be rehired when needed.

Self-employed A self-employed worker who has proved

portfolio work

valuable in the past can be contracted again.

Easy access to skilled staff
despite changing
circumstances (44.1%)

Employee sharing

The employers’ alliance or sport federation
provides the worker and ensures their
qualifications.

Platform work

Skilled workers can be hired from platform
which guarantees their qualifications and skills.

Intermittent Seasonal workers with the right skills and
permanent attitudes can be retained on a year-by-year
employment basis.

Self-employed Self-employed workers can be hired relatively

portfolio work

quickly and should have the necessary skills.
Depending on their availability they can be
brought back into the organisation whenever
appropriate.

Improving work/life balance
and job satisfaction for staff
(41.7%)

Platform work

The platform worker can choose assignments
which fit their own circumstances.

Job sharing

A worker can negotiate working hours which fit
their personal circumstances.
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Employer’s priority and Relevant new Reasons

% who selected it form of
employment
Intermittent The seasonal worker is permanently employed
permanent but they also have the option of finding

employment

additional employment in the periods when
they are not needed on-season.

Casual work

The casual worker can choose assignments
which fit their own circumstances.

Remote working

The remote worker can work from home and
combine/balance work/ life responsibilities.

Self-employed
portfolio work

The self-employed worker has more freedom to
choose assignments which fit their own
circumstances.

Reducing the employer’s
administrative burden
(payroll, HR etc.) (37.8%)

Employee sharing

The employers’ alliance or sport federation
takes care of the HR function.

Platform work

The platform or the platform worker is
responsible for tax and social security issues.

Self-employed
portfolio work

The self-employed worker is responsible for tax
and social security payments. The employer
simply manages a service contract.

Voucher based
work

The voucher agency takes care of tax and social
security issues.

Cost effectiveness (35.5%)

Employee sharing

The employers’ alliance or sport federation
employs the shared employee and pays their
full-time salary. The employer only pays for the
hours they work.

Platform work

The employer only pays for the hours the
platform worker works. However, the platform
will charge an additional service fee.

Job sharing The employer gets the combined skills of two
workers but only pays one salary.
Casual work The employer only has to pay the casual worker

for the hours they work. However, in most
countries casual workers must be offered
permanent employment after a certain period
of employment (e.g., 12 months).

Remote working

The employer may reduce their office space and
other associated overheads such has heating
and lighting. However, they may need to pay
the worker an allowance for home working.

Self-employed
portfolio work

The employer only pays for the hours the self-
employed worker works. However, the
employer cannot be the self-employed worker’s
only contractor.

Easy access to staff with
wider experience (27.8%)

Employee sharing

The shared employee works across a range of
different organisations and gains wider
experience.

Casual work

The casual worker may have experience of
other organisational processes.

Platform work

The platform worker will work for a range of
other organisations.

Self-employed
portfolio work

The self-employed worker will work for a range
of other organisations.
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Employer’s priority and Relevant new Reasons
% who selected it form of

employment
Access to specialised Employee sharing With a large enough pool of employees, the
expertise for specific projects employers’ alliance or sport federation should
or problems (27.1%) be able to provide specialists.

Casual work An employer may be able to find a casual

worker with specialised skills.
Platform work Platforms may include specialist workers.

Obstacles to the use of new forms of employment in sport

Close to the end of the survey, when respondents had had the chance to review all the new forms of employment,
they were asked about potential obstacles to their use.

Almost one half (47.8%) identified lack of knowledge about appropriate options. Almost as many identified legal
restrictions (46.6%). 36.3% selected the need for more guidance and 33.8% felt new forms of employment were
too complicated to implement or manage. All of these findings suggest:

e The sport sector needs more tailored information about the new forms of employment

e Employers (and probably employees) require more expert guidance on how to use them in line with legal
requirements.

Work-life balance

Having working hours which are more compatible with family responsibilities and preferred lifestyle also emerged
as an important factor influencing recruitment and retention. In terms of the wider benefits of the new forms of
employment, some of them may have the potential to offer the worker more flexibility in this regard. We have
already noted above that remote working (particularly from home) gives workers, especially women, the chance to
create a more attractive work-life balance. The opportunity to align the responsibilities of earning an income and
lifestyle may also be offered by some of the other new forms, in particular platform work, job sharing and self-
employed portfolio work.

Meeting new skills demands

The desk research identified that new technologies like artificial intelligence are finding their way into the sport
sector and that this has training implications. We also know from the survey findings that employers see a mismatch
between the skills which staff currently have and the changing demands of working in the sector. 84.1% of
respondents either agreed or strongly agreed with the statement, ‘The rapid development of the sport sector
means staff need new skills.”

It is also clear that some of the new forms of employment raise training issues. Platform workers and remote
workers, for example, need ICT skills. The managers of employee sharing schemes and remote workers need skills
in how to manage staff performance remotely. Self-employed portfolio workers need entrepreneurial skills.

Conclusions

Based on the main findings from all strands of research, the IN-FORMS partners have summarised the following
conclusions.

1. Recruitment and retention of paid staff is and will continue to be a problem, and the sport sector needs to
find methods of addressing these.

2. The precarious nature of European sport employment has a negative impact on the workforce and the sector
needs to find ways of making sport employment more stable.

3. Sport employers are very willing to address recruitment and retention challenges and the unusual
characteristics of the workforce (in terms of part-time work, gender and age) but also want to maintain
flexibility in employment.
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4, New forms of employment are already showing some limited take-up in the sport sector and are proving
their value, but sport employers and employees need more information, especially on how they work and
the potential advantages and disadvantages of each.

5. In addition to information on new forms of employment, employers and employees need clear and objective
guidance on how to select appropriate new forms of employment as appropriate to their needs, be aware of
potential risks posed by the disadvantages and how to minimise these risks and ensure that their
employment contracts meet legal requirements.

6. Only job sharing and remote working seem particularly relevant to the recruitment and retention of female
workers. However, all of them appear to engage older workers rather than youth and therefore may help to
retain younger sport workers into their later years.

7. Some of the new forms of employment offer the potential to increase incomes for some sport workers and
this is an advantage which could be promoted.

8. Some of the new forms of employment offer the potential to allow workers to create a more acceptable
work-life balance and this is an advantage which could be promoted.

9. The emergence of new technologies in the sport sector and the specific demands of some new forms of
employment trigger new skills requirements. Both employees and employers need to be aware of these
additional skill needs and be ready to address them.
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2 Introduction to IN-FORMS

2.1 The drive for a professional sport workforce

The IN-FORMS project embraces the Council of Europe definition which identifies sport as “all forms of physical
activity which, through casual or organised participation, aim at expressing or improving physical fitness and mental
wellbeing, forming social relationships or obtaining results in competition at all levels”.

The European Union has increasing expectations for sport to deliver on a broad socio-economic agenda. There is a
growing recognition of the potential of sport as a social and economic driver and, as a result, there is an increasing
level of expectation from national governments for the sector to become a powerful tool linked to mainstream
policy in education, health and the economy and for it to be used to promote social cohesion. At the same time the
sector is evolving away from a predominantly amateur/voluntary-led model towards one which is based on
professional service delivery.

These developments demand a workforce which is more highly skilled and broadly competent, yet sport
organisations struggle to recruit and retain people with the right skills, especially in the wake of COVID and the
subsequent recovery period. These recruitment and retention problems are holding back the professionalisation of
the workforce.

There is evidence from earlier research that existing employment practices in the sector are a significant
contributing factor. The traditional one-to-one employer/employee relationship is not always compatible with
many of the specific features of the sport sector and the expectations from potential staff members. More creative,
flexible and innovative approaches are needed which address these specific features, promote greater inclusion in
the sport labour force and develop professionalisation further.

2.2 Building on the success of the recent FORMS project

IN-FORMS builds on earlier research. FORMS — the predecessor project —was a small-scale partnership (2021-2022),
funded under Erasmus+ sport with five partners based in Belgium, France, Luxembourg, Netherlands and Portugal.

Coordinated by EOSE, the main objective of FORMS was to focus for the first time on whether this need for
innovation in sport employment could be at least partially addressed by some of the new forms of employment
identified and tracked by the EU’s agency The European Foundation for the Improvement of Living and Working
Conditions (Eurofound) over the period 2000 - 20203. Eurofound had carried out research in a diverse range of other
employment sectors such as retail, hospitality and agriculture, but provided no analysis which was directly relevant
to the sport sector.

FORMS carried out preliminary and limited desk research and bottom-up consultation activities with a sample of
sport employers and other key stakeholders. These revealed a keen interest in new forms of employment and an
appetite to explore and develop them further in sport. They suggested and encouraged the implementation of a
deeper analysis and the development of some practical tools to raise the level of awareness and understanding of
these emerging forms of employment, and to propose some concrete and interactive solutions to encourage and
support the use of appropriate forms in the national contexts.

IN-FORMS was designed as logical follow-up to keep up the momentum and as a direct response to the sector’s
needs and expectations to broaden and deepen the research carried out by the FORMS project, to pursue the
consultation with sport stakeholders (bottom-up approach) and to propose a series of innovative developments
towards the modernisation of the sport labour market through the use of innovative forms of employment.

IN-FORMS has the following objectives:

1. Carry out qualitative and quantitative research into employment challenges in the sport sector and evaluate
the potential of Eurofound’s new forms of employment to address these challenges.

3 A full explanation of Eurofound’s new forms of employment is given in Section 7 of this report.
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2. Inform and support policy and decision makers on the potential for new forms of employment in sport.

3. Build the capacity of sport organisations, employees and the self-employed to adopt more innovative
approaches to employment.

4. Raise awareness of the potential of innovation to address employment challenges in the EU sport sector.
This report is the first output from the project and summarises the findings from the research phase.

2.3 Objectives and scope of the research

The research phase was considered vital by the IN-FORMS partners because it was hoped that it would create a
robust evidence base for the other three phases of work. The research phase had the following objectives:

a) Identify and assess the current employment challenges facing European sport employers, particularly in
regard to the recruitment and retention of paid staff.

b) Identify and explore the European sport sector’s current responses to employment challenges.

c) Identify and evaluate the existence of new forms of employment in European sport with particular attention
given to the experiences of employers, employees and the self-employed.

d) Identify and assess the actual and perceived barriers to the adoption of new forms of employment in the
sport sector and the types of support which employers may need to put them into practice.

The qualitative research covered the partners’ home countries: Albania, Belgium, France, Greece, Luxembourg,
Netherlands, Poland, Portugal, Romania and Sweden. It also included statistical analysis for the EU-27 countries as
a whole and an analysis of EU policy and legal frameworks relevant to employment.

The quantitative research was aimed at the whole of the EU-27 nations but also included some inputs from
European countries outside the EU.
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3 The research methodology

The research methodology consisted of four strands:
o Statistics on sport employment gathered from Eurostat and compiled and analysed by EOSE
o Desk research carried out by the partners
e A major survey of sport organisations across Europe

o Interviews with sport employers and sport employees

3.1 Statistics gathered from Eurostat

Since 2018, EOSE has maintained dialogue with senior researchers from Eurostat to compile and analyse all
available statistics which exist for the sport sector at the European level. For countries with fewer statistics, EOSE
has worked in parallel to supplement this data with additional statistics obtained through direct contacts with some
National Statistics Offices (NSO). This work covers the period 2011-2023. Because the study began before Brexit
and because of the UK’s relatively large sport labour force (around one fifth of the former EU28), the UK continues
to be included. Statistics from Eurostat and from NSOs are gathered through quarterly labour force surveys of the
working population.

The scope of the analysis follows the Council of Europe’s definition of sport, ““All forms of physical activity which,
through casual or organised participation, aim at expressing or improving physical fitness and mental well-being,
forming social relationships or obtaining results in competition at all levels”. Therefore, it only includes all types of
workers in a sport organisation (defined by Eurostat as NACE 93.1) and all those with a sport and fitness occupation
working in other types of organisations (defined by Eurostat as ISCO 342).

It does not, therefore, include workers employed in related sectors, for example, sport retail, sports goods
manufacture or facility construction.

Explanatory notes on the statistical methodology are given in Annex 1.

3.2 Desk research

Each national partner was asked to complete a common desk research template, the overall aim of which was to
collate as much information as possible to identify realities and challenges of sport employment in their countries,
discover more about the penetration of new and emerging forms of employment and analyse them in the context
of the sport sector (e.g., potential use, working conditions, impact on labour market, strength and weaknesses). The
intention was to identify some good practice examples and draft conclusions on the emerging forms of employment
in the sport sector to inform later deliverables. The partners’ desk research would also inform the survey design
and interview guides.

The template was to be filled in based on the partners’ knowledge and understanding of sport employment and
new forms of employment in their country and by actively looking for and referencing existing sources (for example,
research studies, papers, government policies, legislation etc.) where these are available. They were also
encouraged to contact people in their networks for possible sources, but they were not asked to do any original
research (such as surveys, interviews) or data collection in this phase which focused on what sources already exist
and can be found. However, if they could not find relevant sources, they were asked to offer their own impressions
and opinions.

The desk research template consisted of the following sections:
A. Sport employment in your country
B. New forms of employment in your country in sectors other than sport
C. New forms of employment in your country in the sport sector

D. Legal, regulatory and policy context for new form of employment
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The full desk research template is given in Annex 2.
The research was carried out in the summer and autumn of 2024. All national partners completed the template.

EOSE, as a European network organisation, did not complete a national research template. Instead, its researchers
focused on EU employment statistics and policy frameworks/legislation with special attention to new forms of
employment. EOSE also compiled relevant data from its statistical analysis of sport employment for 2023 and
presented the trends since 2011 (Section 4 below).

3.3 Survey of European sport organisations

Once the statistical and desk research phases were complete, the partners used this knowledge to design an online
survey using the Survey Monkey platform aimed at sport organisations in Europe. The purpose of the survey was
to gather more quantitative data on the recruitment and retention of paid sport employees (directly employed and
self-employed), the issues which affect these and knowledge and use of new forms of employment in sport. The
draft survey questionnaire was tested in English, using the partners and sport stakeholders who were not members
of the consortium, and adjusted in the light of feedback.

Following the testing phase, the survey was then translated into 18 European languages with the support of the
partners and EOSE members and launched at the end of November 2024. All partners and EOSE members actively
promoted the survey to organisations in their networks, and it remained open until the end of beginning of February
2025. All aspects of the survey were covered by the EU’s General Data Protection Regulation (GDPR) and
respondents were only required to identify themselves if they wished to. They were also asked if they would be
willing to take part in an interview conducted by the appropriate national partner.

In order to facilitate respondents’ engagement with the survey and our analysis of results, most of the questions
were closed, i.e., only requiring a yes/no answer, choice from a list of options or to show levels of agreement on a
Likert scale.

The full text of the survey questionnaire is given in Annex 3.

In order to maximise participation and provide a broad European perspective, the survey was open to sport
organisations outside the EU. However, the majority of respondents were based in the EU27.

When the survey was closed and the data cleaned, there were 2 264 valid responses.

3.3.1 Country representation

The countries represented in the survey and their percentage representation were as follows:
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Figure 1: Which country is your organisation registered in? If your country is not listed - choose 'Other' at the bottom of the list and insert the name of the
country in English. (n=2264)

Atbania [N 23%
Austria [l 0.4%
selgium [N
Bulgaria [N 2.0%
Croatia | 0.1%
Cyprus | 01%
czech Republic [ 19%
penmark [N :4%
estonia [ 17
Finland | 0.1%
rrance [, 0%
Germany I 03%
Greece I
Hungary | 0.1%
iceland [l 0.4%
rreland [N 30
italy | 03%
Kosovo  0.0%
Latvia [l 04%
Lithuania | 0.2%
Luxembourg I 8%
malta [ 13%
Netherlands [N 1 9%
poland [N 2%
Portuga | 1.2
Romania [ 20%
Serbia | 0.1%
slovenia [l 0.8%
spain [N 24
sweden I .0
Switzerland | 0.1%
Turkey | 0.1%
Ukraine ~ 0.0%
United Kingdom [ 12%

Other (please insert country name in English) [ 0.3%

The comparatively high number of responses from Portugal, France, Sweden and Greece (all partner countries in
the project) was probably due to the fact that these partners were either government entities (Portugal and Greece)
or organisations with very close links to employers (France and Sweden).

3.3.2 Organisational types and

es

The majority of respondents represented sport clubs, followed by sport federations and municipalities.
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Figure 2: Choose an option that best describes your organisation. (n=2264)

53.5%

Sport club or association

Municipality / local authority | AN HRME -

Sport body {e.g., NOC, Paralympic Committee, Sport 3%
Confederaton) N

Other (please specify) [ 3=
Fitness club / centre [l 25%

Educational institution (e.g., university, school, 23%
(D\Icgc,spunacndamﬂ- :

Outdoor activity arovider (e.g, ski schools, private [ 2 o
sector companies, recreation activities)

Sports facility operator (e.g, swimming pool, sports [ 1 4
hall, stadium operator, golf course operator)

Sport for all organisation | 13%

National gavernment o gavernment organisation / I 1 3%
agency responsible for sport

Network association {umbrella organisation) [Jl] 1.2%
Mon-Governmental Organisation (NGO) or charity
using sport to deliver social objectives (e.¢. [l 3 2

employability, peace, gender equality, crime reduction
etc)

Employer organisation / trade union [ 0.7%

Sport research institute | 0.4%

Over two thirds of respondent organisations were not for profit, voluntary or charitable organisations.

Figure 3: Which of these categories best describes your organisation? (n=2264)

67.1%

Not for profit, voluntary, or charitable organisation

Public organisation 202%

Commercial organisation (private for profit)

3
| I

Reflecting the high number of sport clubs in the survey, the largest group of respondents represented organisations
which were microbusinesses, employing fewer than 10 employees (45.7%).

Figure 4: Approximately how many paid staff work in your organisation in a typical year? Please, include all full-time and part-time staff, self-employed, as well
as temporary/seasonal staff and paid apprentices/interns; for this question, do not include volunteers (n=2264)

13.2%

No paid staff

3L7%

1tod

14.0%

5to9

10to 19 12.7%

11.0%

20to 49

50to0 99

11.7%

‘ |

100 of more pald staff
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Football
Gymnastics
Swimming
Athletics
Basketball
Volleyball
Handball
Futsal
Tennis
Judo

Table Tennis

Paralympic / disability sport

Co-funded by
3.3.3 Sports represented

Overall, 61 different sports were represented. The top 12 sports represented were:

21,00%

11,90%

. 11,70%

I ©,20%

I 8,30%

I 7,50%

I 6,30%
I 6,30%
I 6,50%
I 6,20%
I 5,90%
I 5,30%

0%

10% 20%

3.4 Employer and employee interviews

To be completed when interviews are done.
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4 Statistical overview of employment in the sport sector

In this section we summarise the key available findings from the statistical analysis.

4.1 Total sport employment 2011-2023

In 2023, 1 958 467 workers were employed in sport in the EU and UK. It grew by 32.3% from 2011 to 2023 according
to the definitions provided in Section 3.1. This compares with EU employment growth in the same period of 8.7%*.

This represented 0.84% of the total employment (all economic sectors). As a percentage share of total employment
in all economic sectors, there was a growth of about 0.14 percentage points over 12 years, suggesting that sport
employment had become increasingly significant in the overall economy during this period.

The largest component of the total sport workforce comprises those with a sport and fitness occupation: athletes
and players, sports coaches, instructors and officials, fitness and recreation instructors and programme leaders.
They occupied 1 110 201 posts which represented 56.7% of total sport employment. Since 2011, the number of
workers with a sport and fitness occupation grew by 39% which is 6.8 percentage points greater than the growth
of total sport employment.

Possibility for graphs here from the stats report.

4.2 Gender

In 2023, sport workforce was predominantly male. There was a tendency for the female share of the workforce to
decline over the period of study (47.9% of female workers in 2011, and 45% in 2023). Compared to the EU average
(all economic sectors), the representation of females employed in the sport sector was lower by 1.7 percentage
points (46.7% in all sectors versus 45% in sport employment).

Gender imbalance is even more evident among workers with a sport and fitness occupation: 56.6% men versus
43.4% women. This is 3.3 percentage points lower than the EU average for all sectors.

Female representation is not only lower than the EU average, but it has also declined over a 12-year period.

|

.3 Age

In 2023, there was a notably higher percentage of youth employed in sport than the EU average for all sectors
(25.9% in sport versus 8.7% in all sectors). This share rose from 22.9% in 2011. 49.9% were aged 25-49 (compared
to 58.5% in all sectors) and 24.2% were aged 50+ (compared to 32.8% in all sectors.

As in the case of gender, this tendency was more pronounced among workers with a sport and fitness occupation.
Here we find that 29.1% were in the 15-24 age bracket, i.e. 20.4 percentage points higher than the EU average for
all types of employment.

In contrast to female employment, young workers are significantly overrepresented, and this tendency has
increased, particularly in the recovery period from COVID.

.4 Education

|

From the statistics we can see that people employed in sport had become better qualified over the period 2011-
2023, with the proportion of workers with high level qualifications growing from 28% in 2011 to 39% in 2023.
Despite this, in 2023, sport had a slightly lower percentage of workers with higher education qualifications than the
EU average (39.8% in all sectors).

4 Total number of employees in the European Union to 2023, Statista, 2025.
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However, sport and fitness workers on the whole are better qualified with 42.6% holding high level qualifications.

4.5 Types of employment contracts

From the 2023 statistics, we can see that more people employed in sport were on full-time contracts (56.8%)
compared to part-time contracts (43.2%). This a significantly higher percentage of part-timers compared to the EU
average for all sectors (18.9%). For female workers, the share is higher — 50% of females had a part-time contract.

There was an even higher proportion of workers with a sport and fitness occupation on part-time contracts (almost
one half) compared to total sport employment (47.4% vs 43.2%).

The proportion of self-employed people in total sport employment was much higher than the EU average for all
sectors (22.2% in sport versus 13.1% in all sectors). It has risen by 4.3 percentage points since 2011. Male workers
were slightly more likely to be self-employed compared to females. Slightly more than half of all self-employed
workers in sport were over the age of 40 years.

In the case of sport and fitness workers, this tendency towards self-employment is more pronounced. Almost one
third (31%) of workers with a sport and fitness occupation were self-employed, significantly higher than all those
in total sport employment (22.2%).

The importance of self-employment in the sport sector is reflected in the survey when respondents were asked
whether their organisation engaged self-employed people with almost one half saying that they did:

Figure 5: Does your organisation engage any self-employed people (e.g., contractors, freelancers)? (n=1526)

4.6 The role of volunteers

Volunteers play a role in other employment sectors, for example, social care and the performing arts, but sport has
by far the largest voluntary workforce.

Eurostat does not collect statistics on volunteering. However, some general data is available. According to an earlier
Erasmus+ sport project, V4V (using statistics derived from Eurobarometer), around 6% of the EU population aged
15 and above volunteer in sport which equates to around 12m citizens. This probably contributes around 97m hours
of work per month which would be equivalent to over 608 000 full-time paid posts in sport organisations. In the
survey conducted by V4V (2 723 respondents), 92.2% of respondents agreed that sport organisations could not
provide the services they do without volunteers

This was reflected in the IN-FORMS survey where 75.8% reported that they engage volunteers. Respondents also
were asked approximately how many volunteers they engage on average each year:
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Figure 6: Please indicate approximately how many volunteers your organisation engages on average each year? (e.g. coaches, board members, office and other
helpers etc.) (n=1142)

1to 4 volunteers 16.7%

510 9 volunteers 16.4%

10 to 19 volunteers 19.7%

50 to 99 volunteers [ N AN -
100 to 249 volunteers | N NN :
250ta 499 volunteers ||| NI ;-
I

500+ volunteers

Whereas the high proportion of volunteers in sport may be seen as positive for both organisations and volunteers,
it may have an impact on certain aspects of paid employment, for example, salary levels and undeclared work
(workers ‘informally’ being paid for their services without making tax or social security contributions).
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5 Employment realities and challenges in the sport sector

5.1 Unusual features of the sport labour market

Research undertaken by an earlier FORMS® project and reinforced by the partners’ research suggested a number
of features of the sport labour market which may contribute to the atypical characteristics of its labour force as
highlighted in Section 4. These features include:

e There is a high number of small organisations (evidenced by the survey findings where 45.7% of
respondents employed less than 10 staff), especially sport clubs. These have historically relied on volunteer
staffing which is not governed by employment law and tends to be more flexible. For these organisations,
transitioning from flexible volunteer arrangements to less flexible paid employment, governed by tighter
regulation, is a challenge. Indeed, the ready supply of volunteers may possibly make transitioning to
undeclared, rather than fully declared, employment more likely.

e These organisations are predominantly volunteer-run and often lack the administrative capacity to
efficiently administer payroll and other human resource functions (e.g., recruitment, interviews, reviews
etc.) needed to manage paid workers. This may constrain full-time or permanent employment and
encourage a tendency towards self-employment and/or undeclared work.

e Some sport organisations are too financially unstable to feel confident about entering into formal
employment contracts with staff on a long-term basis. Without additional financial support (for example,
from public authorities or private sponsors) finding the money for permanent full-time employment
contracts requires raising membership fees which might in turn reduce participation in sport, especially for
economically disadvantaged participants which sport organisations may feel reluctant to do.

e Work in sport organisations is often intermittent due to school holidays, seasonal sports and financial
fluctuations which contributes further to precarious employment.

e  Work assignments are frequently offered in small packages, especially for the sport and fitness workers
such as sport coaches which make it difficult to create a full-time career.

e The intermittent and fluctuating nature of sport employment make it more difficult for workers, especially
those in the younger age groups, to foresee, plan and implement career progression in sport or to access
training opportunities to support career progression.

e There is a high prevalence of ‘unsocial hours’ working with many assignments needed in the evenings and
weekends which may act as a deterrent to workers with family responsibilities, more likely females.

e Many specialist staff such as coaches and trainers already have full-time ‘day jobs’ in other sectors which
often makes additional employment complicated and unattractive.

It seems an enormous challenge to modify any of these demand side factors since they are very much a feature of
the market for sport and physical activity services. Therefore, alternative approaches need to be explored, but these
must conform to EU and national employment laws and regulations.

5.2 General recruitment and retention challenges

Through their desk research all partners mentioned recruitment and retention as significant issue in their countries.
Reasons offered by the partners were:

e Low salaries

e High unemployment rates in some countries which deter people from seeking long-term careers in sport

e Precarious work

5 FORMS (2021-2022) was a two-year, small collaborative project under Erasmus+ sport which carried out further research into
the European sport labour market and examined the potential of new forms of employment to improve recruitment and
retention.
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e Seasonal work

o Lack of work experience

Lack of required qualifications and skills

Unattractive conditions of employment

Lack of career development opportunities

Lack of professional development opportunities
o Lack of motivation and personal qualities
e Geographical factors in rural areas

e Few working hours spread over a broader time frame

Irregular and unsocial hours

Multiple jobs leading to administrative burdens

o New skill requirements

Organisational financial instability/budgets
e Competition from other sectors

e Strenuous and intensive work

Mismatch between what employees expect and what employers offer
o Lack of opportunities for remote work
o Impact of Covid

Belgium highlighted various regional difficulties in employment regulations including restrictions on part-time work,
association work, flexible work and the constantly changing regulatory framework.

Some countries felt that recruitment and retention was less of a problem but also mentioned:

e Disparities in salaries with the private sector, especially in niche areas such as law, finance and
communication

o Difficulties in hiring coaches for smaller sports

The Albanian partner highlighted the issue of emigration from the country as leading to skills shortages in most
sectors.

5.2.1 Recruitment

The survey findings tended to confirm that recruitment of paid staff was a significant challenge for sport
organisations.

Of those respondents who had attempted to recruit paid staff in the previous 12 months, nearly two thirds (62.6%)
said they had encountered difficulties.

Figure 7: When you were trying to recruit paid staff, did you experience any difficulties? (n=1281)
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[Of those who had experienced recruitment difficulties, by far the largest proportion of these applied to sport
coachesﬂ

Figure 8: Which of the following types of paid staff has it been difficult to recruit for? (n=770)

Middle management staff (e.g. assistant manager, _ 203%
officer, sport administrator)
Clerical and ofic stat/ receptioniss [N - +~

Operational staff (e.g. lifeguard, attendants, 17.8%
stewards, greenkeepers, maintenance staff)

Outdoor activity leaders and animators || E EEEEEEENN -
Senior management staff (e.g. CEO, Head of | IRSSSSSSSSSSSSSSS 1 &x
department)
Fitness instructors/ personal trainers [ A
Professianal Athletes and Players || N RN RN NN -+

The reasons given were:

Figure 9: What, in your opinion, were the reasons for your recruitment difficulties? Choose up to 5 most important reasons. (n=781)

qualifications
family responsibilities
part-time jobs where candidates prefer full-time)
Limited recruitment expertise or resources ||  EEEEERE :: <
Lack of career progression opportuniics | NN :7.:%

The highest percentages of the respondents (above one half) selected ‘Lack of applicants with the right skills and
qualifications’ (57.5%) and ‘Unattractive salary or benefits’ (57%). Other issues such as ‘Working hours do not fit
applicants’ personal or family responsibilities’ and ‘Unattractive number of working hours’ were selected by fewer
respondents, yet these remain significant. Interestingly, the ‘Lack of career progression opportunities’ was selected
by only 17.3%, suggesting that this is less of an issue at the point of recruitment than the others.

5.2.2 Reten

From the survey results we can see that retention of paid staff is less of a challenge for sport organisations than
recruitment. However, it is still significant that 39% reported they had difficulties in retaining paid staff that they
wished to keep in their organisation.
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Figure 10: Do you have difficulties in retaining paid staff that you wish to keep in your organisation? (n=1929)

39.0%

<
]

No 45.4%

Do not know 15.6%

[In terms of the occupations in which it was most difficult to retain staff, the findings are very similar to recruitment
shown above. \

Figure 11: Which of the following types of paid staff do you experience difficulties retaining? (n=737)

Sport Coaches

64.7%

Middle management staff [e.g. assistant manager,

22.9%
officer, sport administrator)

221%

Clerical and office staff / receptionists

Operational staff [e.g. lifeguard, attendants,
stewards, greenkeepers, maintenance staff)

Senior management staff (e.g. CEO, Head of — 14.2%
department)

14.1%

17.5%

Professional Athletes and Players

Outdoor activity leaders and animators 13.6%

Fitness instructors/ personal trainers 11.4%

Other

Those respondents also offered the following possible reasons for retention difficulties.

Figure 12: What, in your opinion, are the reasons for your difficulties in retaining paid staff? Choose up to 5 most important reasons (n=743)

2
g
B

Higher salary offers from other employers

Better career progression opportunities elsewhere 39.3%

Waorking hours no langer fit lifestyle 39.2%

Better employment type on affer - e.g. permanent
contract

situations (e.g., relacatian, family responsibilities)
anather employer
High pressure working environmen: [N EEEEEE

2%

More flexible working hours in another job
opportunity

Loss of interest in the job [ R :: <+
Lack of training opportunities (||l M EARRRRNN 1 <
other (please specify) [ N AN
Travel to workplace too incanvenient [ [ I =<

When compared to the reasons for recruitment difficulties, we can see that the issue of uncompetitive salaries still
tops the list with around the same level of support (60%). However, the issue of ‘Better career opportunities
elsewhere’ now becomes much more significant (39.3% for retention and only 17.3% for recruitment). Other issues
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relating to working hours and fit with personal and family responsibilities seem equally important in both

recruitment and retention.

5.3 Gender imbalance

The relatively low representation of females presented in Section 4, especially in the ‘public facing’ sport and fitness
roles such as coaches, personal trainers etc., is a matter of concern not only from the perspective of gender equity
and making the best use of potential skills but also because the lack of obvious female role models may make it
more difficult to attract girls and women into sport and physical activity.

The desk research revealed that the issue of gender imbalance is significant in almost all partner countries (with

the exception of Sweden) and many possible reasons were offered. These included:

e Culture and gender stereotypes
e Lower salaries for women
e Less female participation in sport

e Less female participation in some perceived ‘masculine’ sports

e Lack of female role models in executive jobs
e Lack of career advancement opportunities
e Unsocial hours

e Inflexible employment conflicting with family responsibilities

e Employers’ concerns about pregnancy/maternity

o Difficulties in returning to fitness following chil
e Lack of mentoring and support programmes fo

dbirth
r women

Respondents to the survey also appeared sensitive to the issue of gender equity. When asked to show their level
of agreement with the statement ‘The sport workforce must become more inclusive in terms of gender and
disability to make full use of available talent’, 62.5% either agreed or strongly agreed and only 7.7% disagreed or

strongly disagreed.

Figure 13: Please indicate your level of agreement with the following statement: The sport workforce must become more inclusive in terms of gender and

disability to make full use of available talent. (n=2014)

W Strongly Agree Agree

Neither agree nor disagree

50%

Disagree

N Strongly Disagree

There was also a majority for those who agreed or strongly agreed with the statement, ‘The sport sector would
benefit from having more women in executive and management positions’ (56.1%) versus only 6.7% who disagreed

or strongly disagreed.

Figure 14: Please indicate your level of agreement with the following statements: The sport sector would benefit from having more women in executive and

management positions. (n=2014)
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It seems important, therefore, to explore and address reasons for lower levels of women in the sport workforce
and employment strategies which could increase female representation, including at the higher levels.
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Despite the importance of gender equity in the sport sector and the relatively low representation of females,
especially among those with a sport and fitness occupation, respondents to the survey who had experienced
recruitment problems did not emphasise female recruitment as a very significant issue. Over one quarter (27.3%)
said the recruiting women was particularly difficult.

Figure 15: Have you had difficulties recruiting enough female staff members in particular? (n=781)

“ _ -
" _ o

However, of those who did, the reasons they gave are worth noting:

Figure 16: What reasons would you give for difficulties recruiting female staff members in particular? Choose up to 5 most important reasons. (n=211)

qualifications or experience
responsibilities
Our particpants / clients sre predominantly mate | NN =
We do not have clear policies on gender equality _ 12.8%
and inclusion

We have only limited facilities or accommaodation - 5.7%

for women (e.g., changing rooms, bathrooms)

other (please specify) [ # 2+

The fact that not enough women apply and that not enough women have the right skills, qualifications or
experience may suggest that the pipeline of females attracted to work in sport and then go through the appropriate
education and ongoing professional development is relatively narrow. Given that 46% felt that working hours do
not accommodate family responsibilities and that 29.9% felt the work environment is perceived as being
predominantly male may help to explain this.

5.4 Ageimbalance

The statistics on the age profile of the sport workforce presented in Section 4 (high and growing numbers of young
workers compared with low and reducing numbers of middle-aged and older workers) suggest that, compared to
other sectors, a significant number of employees tend to leave sport employment after the age of 25. This is
concerning because the sector is clearly losing talent relatively early in the workers’ careers and that talent is being
lost to other sectors.

The desk research found that the retention of young workers was a significant issue in the partner countries. A very
large number of possible reasons were offered:

e Low wages compared to other sectors

e Unfavourable working conditions and poor work/life balance

Mismatch between young people’s expectations and the reality of employment
Unstable employment

Lack of ongoing training opportunities

o Lack of career progression opportunities and information
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o Lack of financial stability in the employing organisation
Changes in family circumstances (e.g., children)

Young people are now more volatile in their employment
Parental disapproval of working in sport

Difficult relationships with volunteer governance bodies
High intensity leading to burnout

o Lack of mentoring programmes for young people

The relative immaturity of the sport workforce presents some concerns, particularly in terms of employers having
staff with skills gained from many years of experience and continuing professional development. This is reflected
in the survey findings where 43.5% of respondents agreed or strongly agreed with the statement, ‘Sport
organisations would benefit from having older and more experienced staff’ with only 16% disagreeing or strongly
disagreeing.

Figure 17: Please indicate your level of agreement with the following statement: Sport organisations would benefit from having older and more experienced

staff. (n=2014)

BN Strongly Agree Agree Meither agree nor disagree Disagree  WEEM Strongly Disagree

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

This suggests that almost one half of sport employers see the potential benefits of a more mature and experienced
workforce.

The survey findings tended to support the desk research suggestion that retention of younger staff is indeed a
challenge. Of those who reported general retention problems, nearly three quarters (72.8%) said that retaining
workers under the age of 30 was a particular problem.

Figure 18: Do you have any difficulties in retaining young staff members, under the age of 30, in particular? (n=743)

“ _ "

The reasons given were:
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Figure 19: What, in your opinion, are the main reasons for difficulties in retaining young staff members, under the age of 30, in particular? Choose up to 5 most
important reasons (n=534)

older
better contracts, higher salaries)
opportunities

Work is too unstable (e.g. short-term contracts,
seasonal work)

grow older

Culture and values of young staff are different to
ours

43.8%

30.3%

Limited oppartunities for training and education 13.1%

Burnout due to high-pressure work environment 11.2%

Other 5.2%

Over one half of these respondents highlighted the issues of salaries and benefits (68.4%) and reinforced the desk
research finding that the sport sector tends to be uncompetitive because there are ‘More attractive opportunities
in other sectors’ (66.3%). When compared with the reasons for general retention issues (Figure 12), we can see that
career opportunities are much more significant when it comes to the retention of younger staff (39.3% for general
retention compared to 59.4% for young people).

When addressing the specific issue of career development opportunities in sport, 71.1% either agreed or strongly
agreed with the statement, ‘Lack of career progression opportunities makes it difficult for sport organisations to
retain younger staff’ with only 9.6% disagreeing or strongly disagreeing.

Figure 20: Please indicate your level of agreement with the following statement: Lack of career progression opportunities makes it difficult for sport

organisations to retain younger staff. (n=2014)

W Strongly Agree Agree Neither agree nor disagree Disagree  WEMM Strongly Disagree
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5 Part

me and temporary employment

From the desk research, the partners identified the following common types of employment in sport in their
countries:

e Permanent full-time employment
e Permanent part-time employment
e Temporary full-time employment
e Temporary part-time employment
o Self-employment
e Seasonal employment
Some additions were noted in some countries:
e Permanent intermittent contracts

e Apprenticeship contracts
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The desk research and statistics shown in Section 4 indicate that the sport sector, when compared to other sectors,
has a very high proportion of part-time contracts. This is particularly evident for those who have a sport and fitness
occupation.

This was strongly reflected in the survey where respondents were asked about the balance of full-time and part-
time staff in their organisations.

Figure 21: What is the balance of full and part-time paid staff in your organisation? (n=1461)

Only full-time staff 15.9%

Majority of full-time staff 30.7%

11.6%

About an equal proportion

Majority of part-time staff 20.3%

Only part-time staff 20.4%

Therefore, almost half of the organisations surveyed (41.7%) indicated that they have either a majority of part-time
staff or only part-time staff, with 11.6% indicating about an equal proportion.

Unfortunately, Eurostat only collects data on part-time, full-time and self-employed contracts. Therefore, official
data on other types of contracts (for example, temporary and seasonal work and apprenticeships) is not available.

Although Eurostat does not provide statistics on temporary employment in the sport sector, the survey provided
some data. When asked about the balance of permanent and temporary staff in their organisations, the findings
were:

Figure 22: What is the balance of permanent and temporary paid staff in your organisation? (n=1469)

Only permanent staff

23.3%

Majority of permanent staff

36.3%

About an equal propartion 13.1%

Majority of temporary staff 15.5%

Only temporary staff 11.8%

27.3% indicated that they either had a majority of temporary staff or only temporary staff with 13.1% showing an
equal balance of the two.

Sport organisations clearly feel this has an impact on sport employment. Respondents were asked to show their
level of agreement with the statement, ‘Part-time and temporary jobs make it difficult for sport organisations to
retain skilled staff.’

Figure 23: Please indicate your level of agreement with the following statement: Part-time and temporary jobs make it difficult for sport organisations to retain
skilled staff. (n=2088)

BN Strongly Agree Agree Neither agree nor disagree Disagree  WEEN Strongly Disagree
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Therefore, 69.4% of respondents either agreed or strongly agreed that part-time and temporary work has a
negative impact on retention.

They were also asked to show their level of agreement with the statement, ‘A lot of work in the sport sector is
precarious and we need to find ways to make sport employment more stable.’

Figure 24: Please indicate your level of agreement with the following statement: A lot of work in the sport sector is precarious and we need to find ways to
make sport employment more stable. (n=2088)

BN Strongly Agree Agree Neither agree nor disagree Dissgree  MEEN Strongly Disagree
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82.1% either agreed or strongly agreed.

However, the respondents could also see some advantages to sport organisations from this type of employment.
65.3% either agreed or strongly agreed that ‘Part-time and temporary positions give sport organisations the
flexibility they need for some roles in the sector.’

Figure 25: Please indicate your level of agreement with the following statement: Part-time and temporary positions gives sport organisations the flexibility they
need for some roles in the sector. (n=2014)
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5.6 Undeclared work

Undeclared work (sometimes referred to as ‘informal employment’ or ‘the grey economy’) is defined by the
European Commission as "any paid activities that are lawful as regards their nature, but not declared to public
authorities, taking into account differences in the regulatory systems of the Member States.”

Undeclared work may come in different forms:

e The most common type is work carried out in a formal undertaking, partially or fully undeclared. Partially
undeclared work is sometimes also called "under-declared work", "envelope wages" or "cash-in-hand"

e Another type is undeclared "own account" or self-employed work, where self-employed persons provide
services either to a formal enterprise or to other clients, such as households.

Undeclared work contributes to the precarious nature of sport employment and creates disadvantages for
undeclared workers because they have no access to job protection, unemployment/social security benefits,
pensions, holiday pay, professional and career development and all the other advantages of a formal employment
contract, thus reinforcing labour market segmentation.

Whereas Eurobarometer has carried out some research into undeclared work in the EU in general and some other
sectors, there are no official data for sport. However, from their desk research the partners were concerned that
this is a significant feature of sport employment in at least: Albania, Belgium, Greece and Portugal.

Sweden acknowledged that it had been a problem in the past with coaches and athletes but felt that this was now
being addressed through collective agreements and lower tax rates for people with a limited number of hours and
low salaries.

The desk research suggested reasons for undeclared work include:

e Limited organisational budgets
e Seasonal and temporary employment
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e Complex employment regulations which deter employers from formal employment contracts
o Difficulty in finding a regular job

e Low salaries which leave little finance for tax and social security

e High levels of tax and social security contributions

e Low social welfare benefits

e High levels of unemployment

Findings from the survey suggest that undeclared work in sport is probably significant at least in some countries.
When asked about the statement, ‘Many workers in the sport sector do not declare their earnings to the
authorities’, 29.6% of all respondents either agreed or strongly agreed.

Figure 26: Please indicate your level of agreement with the following statement: Many workers in the sport sector do not declare their earnings to the
authorities. (n=2014)

W Sirongly Agree Agree Neither agree nor disagree Dissgree  WEEM Strongly Disagree
0% 10% 20% 30% A0% 50% 60% 70% 80% 0%

Of the 15 countries for which there were statistically significant samples, we can see that variations to this question
by country were quite significant.

Figure 27: Agreement percentage to statement " Many workers in the sport sector do not declare their earnings to the authorities” by country
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It should be noted that neither of these graphs shows the extent of undeclared work in these countries, only a level
of awareness of the issue.

Possibly one of the strongest factors influencing undeclared work in the sport sector is the very high number of
volunteers and the sector’s historic dependence on voluntary work, and there may be a grey area between
volunteering and paid employment. Whereas reimbursing a volunteer’s legitimate expenses is entirely legal, in
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most countries paying them for their ‘voluntary’ labour is not, yet it is possible to see how small employers with
few robust HR and finance systems could easily give volunteers financial rewards on an informal basis.

Because of the negative consequences of undeclared work, it seems important to find ways of addressing the issue
through employment strategies which may include new forms of employment.

5.7 Skills gaps and mismatches

It is important to note that the relatively high education levels reflected in the statistics in Section 4 mostly cover
qualifications gained through initial education and training (through universities and vocational providers). They do
not necessarily reflect the relevance of that initial education and training to ongoing and changing skills demands
in the sector.

From the survey, for example, we can see that 84.1% of respondents either agreed or strongly agreed with the
statement, ‘The rapid development of the sport sector means staff need new skills.’

Figure 28: Please indicate your level of agreement with the following statement: The rapid development of the sport sector means staff need new skills. (n=2014)

W strongly Agree Agree Neither agree nor disagree Disagree  WEE Strongly Disagree
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As we see in Section 5.1.1 above, the most significant recruitment challenge facing sport employers is finding
applicants with the right skills and qualifications.

Indeed, the majority of respondents felt better skills development opportunities for staff throughout their working
lives would have a beneficial impact on recruitment and retention. 81.7% either agreed or strongly agreed with the
statement, ‘The sport sector could recruit and retain more staff if there were more opportunities for them to
develop skills throughout their careers.’

Figure 29: Please indicate your level of agreement with the following statement: The sport sector could recruit and retain more staff if there were more
opportunities for them to develop skills throughout their careers. (n=2014)
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5.8 The Impact of COVID

Although the highpoint of the pandemic lockdowns was four years in the past when the research took place, the
partners were also concerned that the impact of COVID on sport employment may have continued.

From the statistics, key points for the period 2019-2020 (high point of the pandemic) include:

— Areduction of 3.7% in the total sport employment in which was more severe than the 1.4% decrease in
total EU employment (all economic sectors). This was the first reduction of the total number of people
employed in sport since the start point of the analysis in 2011. Workers with a sport and fitness occupation
were more impacted with a reduction of -4.1%.

—  There was a disproportionate impact on certain groups. Females, youth (15-24 age group), workers with
high level qualifications, those with low level qualifications and those on part-time contracts were by far
the most impacted by the pandemic.

—  There was a rise in the percentage of self-employed workers in sport during that period.
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The following the pandemic high point, 2020 to the end of 2023, showed significant signs of recovery. Key points
include:

— A growth of 231 676 (+13.4%) persons employed in sport which is greater than the recovery in total EU
employment (all economic sectors) which was 3.3%. This rise is most evident for those workers with a sport
and fitness occupation (+17.5%). Whereas sport may have been more severely affected by the pandemic
than other economic sectors, it is showing a strong ‘bounce-back’.

—  However, recovery was not uniform across all the countries. By 2023, 18 of the 28 nations analysed had
total sport employment which exceeded 2019 levels, but 10 of the nations had still not returned to, or
exceeded, 2019 levels. These include Germany and the UK which have some of the largest sport labour
forces.

—  The representation of females in the workforce returned to pre-2019 levels.

—  Young workers (15-24) gained 136 977 positions (+36.9%). This was the highest number of young workers
joining the sport sector in the whole period 2011-2023. Once again, this gain was most evident in those
having a sport and fitness occupation (+45.2%).

—  There was an increase of 121 021 part-time contracts (+16.7%) compared to 132 795 full-time contracts
(+13.6%) which suggests the balance of part-time to full-time positions in sport employment may have been
returning to the pre-2019 situation.

—  After the gain in the percentage of those with self-employed status in sport in the period 2019-2020 (+2.1
percentage points), by 2023 this percentage fell back to 2019 levels.

Respondents to the survey were also asked to show their level of agreement with the statement ‘It is more difficult
for sport organisations to recruit and retain skilled staff following the Covid pandemic.’

Figure 30: Please indicate your level of agreement with the following statement: It is more difficult for sport organisations to recruit and retain skilled staff
following the Covid pandemic. (n=2088)

BN Strongly Agree Agree Meither agree nor disagree Disagree MM Strongly Disagree
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The results were fairly evenly balanced. 28.9% either agreed or strongly agreed with the statement whereas 30.4%
either disagreed or strongly disagreed, with the largest group (40.8%) neither agreeing nor disagreeing. These
findings probably reflect the uneven nature of the recovery across Europe.

Further analysis of the 15 countries for which sample sizes were statistically significant show the extent of
variations.
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Figure 31: Agreement percentage for statement "It is more difficult for sport organisations to recruit and retain skilled staff following the Covid pandemic." by
country
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5.9 Incomes and benefits

It is notable that the desk research identified low salaries offered by sport employers as being an issue affecting
both recruitment and retention in the sector. This is also reflected by the survey respondents who identified
unattractive salary or benefits as the second greatest recruitment barrier (57%) and higher salary offers from other
employers as being their number one retention problem (60%). The survey also identified that salaries and benefits
not being enough as staff grow older as being their main challenge to retaining younger staff (68.4%).

Survey respondents were also asked to show their level of agreement with the following statement, ‘Offering
competitive salaries is important to recruit and retain skilled staff.’

Figure 32: Please indicate your level of agreement with the following statement: Offering competitive salaries is important to recruit and retain skilled staff.
(n=2088)
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In this case, 91.9% of respondents either agreed or strongly agreed.

The partners’ desk research also suggested that low salaries also contributed to undeclared work since little money
was left to make income tax and social security payments whilst maintaining a reasonable income.

However, the partners’ desk research suggests that increasing salaries may be a particular challenge. It was noted
that in almost countries, sport organisations faced a certain level of financial instability and lack of finance which
often make it more difficult to compete with other employers, especially those in the private sector. Reasons given
included:

e Inadequate government planning and support

e Lack of access to government funding

e Inflation, especially in energy costs

e Limited budgets which restrict investment for the future

e Difficulties in obtaining sponsorship

e Reduced or consistently low sport participation levels leading to reduced revenue
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Without a change in these circumstances, it seems important to find ways to optimise incomes for sport workers
without imposing additional financial burdens on their employers. Some of the new forms of employment may
offer at least partial solutions.
The comparatively high proportion of self-employed workers in sport which was noted in Section 4 may suggest
some possible approaches. The reasons for this high level need to be explored further, but it is arguable that this

may be linked to the low salaries and benefits associated with traditional forms of employment in many sport
occupations.

For example, nearly one half of survey respondents (48.8%) agreed or strongly agreed with the statement, ‘Many
workers in the sport sector become self-employed because it improves their income potential.” Only 15.7%
disagreed or strongly disagreed.

Figure 33: Please indicate your level of agreement with the following statement: Many workers in the sport sector become self-employed because it improves
their income potential. (n=2014)

W Strongly Agree Agree Neither agree nor disagree Disagree  MEMN Strongly Disagree

e e

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

This may suggest that self-employment becomes one method which some sport workers use to address the
comparatively low salaries associated with sport employment. Self-employment may represent one way of
transforming the traditional small packages of directly employed work into a portfolio of service contracts which,
when combined, provide an acceptable income and offer additional benefits such as better work-life balance,
pensions and social protections. By implication, this advantage may apply to some of the other new forms of
employment explored in Sections 7, 9 and 10 below.

5.10 The impact of emerging technologies on sport

During their desk research, the partners were asked to identify any research concerning the introduction of new
technologies (for example, artificial intelligence) in the sport sector and its potential effect on employment (e.g.
staff replacement), recruitment and training (e.g. new skills requirements triggered by new technologies).

This was possibly the most difficult question for partners to answer due to limited research findings. The following
were mentioned often in relation to artificial intelligence (Al):

3 Use by coaches and trainers in performance analysis, team management/preparation and talent scouting
. Promotion of new/less popular sports

. Social media to promote athlete branding

3 Use by athletes, coaches and recreational participants to improve training plans

o Automation of administrative tasks

. E-sports

o Simulators

. Sales of tickets, membership and merchandise

. Remote working

. Machine translation

Netherlands mentioned in particular initiatives in education, training and continuing professional development
which incorporate the use of new technologies.

Several partners identified the risks concerning job adaptation and job replacement but also highlighted the
potential benefits of new technologies for the sport sector.
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The survey did not collect data on this issue. However, some very useful information on the topic emerged from
the employer and employee interviews.

5.11 Short-term outlook for sport employment

There are clearly a number of challenges facing paid employment in sport. Nevertheless, there is clear evidence
from the employment statistics outlined in Section 4 that sport employment continues to grow. Even following the
severe impact of COVID on sport organisations during lockdown, the statistics show an impressive ‘bounce back’
(Section 5.8 above).

The survey respondents were asked two questions which are relevant.

Firstly, they were asked if, compared to 12 months ago, the number of people in their organisation had increased,
remained the same or decreased:

Figure 34: Compared to 12 months ago, the number of people employed in your organisation has... (n=2252)

Increased

-

Do not know

Whereas just over one half (58.5%) indicated that the number of employees had remained the same, 25.4% said
that the number had increased compared to only 12.9% who indicated a decrease. This would tend to confirm the
statistical findings which show the sector’s employment growth.

Then the respondents were asked about how they think the number of people employed might change over the
following two years.

Figure 35: How do you think the number of people employed in your organisation will change over the next 2 years? (n=2253)

Increase 31.2%

Remain the same 44.2%

11.9%

Decrease

Do not know 12.7%

This shows some level of optimism on the part of sport organisations with 44.2% predicting that it would remain
the same, with 31.2% forecasting an increase and only 11.9% predicting decrease.
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6 Existing initiatives to solve the employment challenges

The EU, national governments and employers themselves have already begun to address some of the employment
challenges highlighted above.

From EOSE’s desk research, we identified that the EU’s Employment Package (Section 5.2) contains the following
measures:

e promoting and supporting self-employment, social enterprises and business start-ups
e transforming informal or undeclared work into regular employment
e encouraging decent and sustainable wages

e reducing labour market segmentation between those in precarious employment and those on stable
employment

¢ anticipating economic restructuring
o developing lifelong learning

o reinforcing social dialogue

6.2 National Governments

From the partners’ desk research, we can also see a number of efforts by national governments and sport
stakeholders/policy makers. These include:

o National employment and skills strategies

o Internships and scholarships

Funding streams/initiatives for the continuing professional development of sport workers

Increasing staff salaries in line with inflation

o Employment programmes targeting young people and the unemployed

e Programmes aimed at the ‘feminisation’ of the sport workforce

o Sport for All and Events programmes which specifically target unemployed sport graduates

e Dual career programmes for athletes

o Employment programmes specifically targeting disabled sport workers to achieve agreed quotas

e Promotion of some new forms of employment, in particular job sharing, employee sharing, platform work
and intermittent permanent employment

e Programmes aimed at job transition and career change

e Employers and universities working together to improve the relevance of initial higher education

Capacity building programmes to strengthen sport organisations as employers

Knowledge-sharing networks on human resources in general and underrepresented groups in particular

Measures to tackle undeclared work

6.3 Sport employers
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Respondents to the survey were asked what types of solutions they had used to try to address recruitment and
retention challenges and whether they would recommend these.

boall

Figure 36: Have you used any of the following solutions to recruitment and retention c ? Would you rec d them to other organisations?

mmm Used, and would recommend s Used, but would NOT recommend Not used

Providing scucston snd g opporntes I

Improving working conditions (e.g. office environment, staff
support)

Implementing work-life balance initiatives (e.g. additional
leave, flexible hours etc.)

Increasing financial incentives (salaries, bonuses)
53.0%

Enabling remote or hybrid work

Improving our reputation as an employer to attract employees

Prometing diversity and inclusion —I 57.4%
Improving HR and recruitment processes _I 67.2%
Establishing mentoring programmes I

Utilising technology solutions (e.g. recruitment platforms , 27% 40%
software)

8T%

1%

Offering non-financial benefits (healthcare, childcare,
events)

Planning clear career progression pathways

Using non-traditional

It is interesting that, given the points noted earlier about the importance of salaries/incomes, ‘Increasing financial
incentives (salaries and bonuses)’ ranks only number 5 on the list of those options tried and is the option with the
highest number of respondents saying that they had tried it but would not recommend to others. This may
underline the financial constraints which sport organisations face. ‘Softer’ approaches such as education and
training initiatives, improving working conditions, implementing work/life initiatives and improving one’s
reputation as an employer appear to be more frequently used and more likely to be recommended.

It is also significant that using non-traditional employment arrangements features last on the list (17.1%) which

may suggest that new forms of employment are not currently widespread, known of or understood in the sport
sector.
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7 New forms of employment as identified by Eurofound

In the previous sections, we have looked at the sport labour force and some of its unusual characteristics and
examined some of the recruitment and retention challenges which sport employers face.

In this section we look more closely at new forms of employment as identified by the EU’s agency The European
Foundation for the Improvement of Living and Working Conditions (Eurofound).

7.1 The Eurofound research

In its 2020 report® which builds on 20 years of research, Eurofound noted that:

“Societal and economic developments, such as increased flexibility in the labour market and in-company policies or
the broader use of advanced information and communication technology (ICT), can result in new forms of
employment. These differ from established forms, either as regards the formal employer—-employee (or client—self-
employed) relationship or as regards work patterns and work organisation, including working time, place of work
or the use of ICT.”

Eurofound defines these emerging employment practices as follows:

“Relationships between employers and employees that are different from the established one-to-one
employment relationship. Consequently, employment relationships involving multiple employers for each
employee, one employer for multiple employees for one specific job, or even multiple employer—multiple
employee relationships are relevant.

“Networking and cooperation between the self- employed, especially freelancers, going beyond the usual
types of relationships along the supply chain, the sharing of premises or the traditional conduct of project
work.

“In addition, the relevant forms of employment could be, but do not necessarily have to be, characterised by:

e aplace of work other than the premises of the employer, where the employee is mobile and works from
multiple locations, possibly including their own office (traditional teleworking is not considered)

e strong or prevalent support from ICT, including mobile phones, personal computers, tablets or similar,
where this technology changes the nature of working relationships or patterns of work.”

7.2 Eurofound’s categorisation of new forms of employment
Eurofound organised what they believe to be new forms of employment into nine categories:

1. Employee sharing: A group of employers hires workers and is jointly responsible for them. The concept is
similar to temporary agency work, with the purpose of sharing staff to balance the human resources (HR)
needs of companies while providing secure employment to workers, and the network itself does not aim
to make a profit. This employment form refers to employees only.

2. Platform work: This involves the matching of supply and demand for paid labour through an online platform
or app. Employment status is not clarified, but in most cases the worker is considered self-employed or
freelance.

3. Job sharing: One employer hires several workers to jointly fill a single full-time position. It is a form of part-
time work, the purpose of which is to ensure that the shared job is permanently staffed. This employment
form refers to employees only.

4. Casual work: A type of work where the employment is not stable and continuous, and the employer is not
obliged to regularly provide the worker with work but has the flexibility of calling them in on demand. This
employment form refers to employees only and is sometimes known as a ‘zero-hours contract’.

6 Eurofound (2020), New Forms of Employment: 2020, New forms of employment series, Publications of the European Union,
Luxembourg. https://www.eurofound.europa.eu/publications/report/2020/new-forms-of-employment-2020-update
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5. ICT-based mobile work: The employee or self-employed worker operates from various possible locations
outside the premises of their employer (for example, at home, at a client’s premises or ‘on the road’),
supported by modern technologies such as laptop and tablet computers. This is less ‘place- bound’ than
traditional teleworking.

6. Portfolio work: This refers to small-scale contracting by freelancers, the self-employed or micro enterprises
who work for a large number of clients.

7. Voucher-based work: The employment relationship and related payment are based on a voucher (generally
acquired from a third party such as a governmental authority) rather than on an employment contract. In
most cases, workers have a status between employee and self-employed.

8. Collaborative employment: This refers to specific forms of cooperation or networking among the self-
employed that go beyond traditional supply chain or business partner relationships.

9. Interim management: A form of employment in which a company ‘leases out’ managers/technical experts
to other companies temporarily and for a specific purpose. Unlike in a temporary employment agency, its
staff are highly specialised experts who are sent to the receiving companies to solve a specific management
or technical challenge or to assist in economically difficult times. Interim management has some elements
of consultancy, but the expert has the status of an employee rather than of an external advisor. In practice,
however, interim management is undertaken on the basis of self-employment in some countries.

The Eurofound report notes that “in practice, a specific employment relationship can fall into more than one of the
above categories (for example, platform workers tend to be portfolio workers).”

Given the fact that Eurofound has been using approximately the same categories for 20 years may raise a question
as to whether they can still be considered ‘new forms of employment’ or indeed whether sport organisations may
see them as being innovative or non-traditional. Casual work, for example, has been a feature in sport for many
years, especially when gathering a workforce for occasional sporting events or project-based work. We know from
the employment statistics that self-employed portfolio work has been fairly widespread and growing in sport since
2011.

Furthermore, as Eurofound concedes, some of the categories overlap and share certain features. For example,
interim management may be undertaken as a form of self-employment in some countries, and collaborative
employment is really just a variant of self-employed portfolio work. The prevalent use of ICT is not only a feature
of ICT-based mobile work but is also an important component in many examples of platform work.

Nevertheless, the Eurofound categories represent the only widely accepted framework across the EU and therefore
it seems important to maintain some level of consistency with this during the IN-FORMS research.

7.3 Some key points regarding new forms of employment

Key findings from the Eurofound research are:

e Standard employment (i.e., not the new forms) is prevalent across the EU, but European markets are
characterised by increasingly diverse forms of employment. Therefore, these new forms are likely to be
enhancements to current employment practice, not replacements.

e Some emerging employment practices may continue to grow, due to transitions to the digital and a carbon-
neutral economy and may have been accelerated by Covid.

e Many new employment forms are driven by the need for flexibility of employers/clients or workers. When
new forms of employment are introduced, it is crucial to ensure that greater flexibility does not reduce
workers’ protection. Working time, employee representation, along with health and safety all need to be
adequately addressed.

e For some new forms of employment, the ambiguity of employment status for workers, particularly
employment versus self-employment, could contribute to greater labour market segmentation thereby
reducing social inclusion.
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Given the points noted above, it may be possible that these emerging employment practices could help to address
some of the structural issues in the paid sport labour force and the recruitment and retention challenges which
sport employers face.

However, as Eurofound notes above, there are risks and potential disadvantages involved in new forms of
employment especially in regard to workers’ rights and greater labour market segmentation/reduced social
inclusion. Particular attention therefore should be given to EU and national policies, laws and regulations which are
designed partly to protect the position of workers. These are outlined in the following section.
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8 Relevant policy, legal and regulatory frameworks

8.1 TheEU

All EU countries are subject to the policy, legal and regulatory frameworks established by the EU. Therefore, the
EOSE team examined these in greater detail. This was important to understand better how sport employment might
be influenced by the overarching requirements and to what extent new forms of employment may be compatible
with these. These are explained in greater detail in Annex ?

Key Components in the EU Frameworks are:

The EU Employment Strategy (1997) which sets the common set of objectives and targets for employment policy
and highlights the creation of more and better jobs. Points of emphasis are:

1. Boosting the demand for labour — guidance on job creation, labour taxation and wage-setting.

2. Enhanced labour and skills supply —addressing structural weaknesses in education and training and tackling
youth and long-term unemployment.

3. Better functioning of the labour markets — reducing labour market segmentation and improving active
labour market measures and mobility.

4. Fairness, combating poverty and promoting equal opportunities for all.

The EU’s Employment Package (2012) emphasises promoting and supporting self-employment and business start-
ups, transforming informal/undeclared work into regular employment and reducing labour market segmentation.

Potentially, all of these are relevant to the aims of IN-FORMS.

From a legal perspective, the following must be paid attention to when considering forms of employment:
e EU Rights at Work
e Transparent and Predictable Working Conditions

e Fixed Term Work

Part-time Work

Working Time Directive

Work-Life Balance Directive

Temporary Agency Work Directive

Platform Work Directive

Forthcoming Legislation on the Right to Disconnect

Measures to Reduce Undeclared Work

8.2 The Partner Countries

Generally speaking, the legal and regulatory frameworks (with the exception of Albania which is not an EU member
country) reflect the overall EU employment framework. These are covered in detail, country by country, in Annex
?. It is notable that only a few national legislative frameworks explicitly deal with new forms of employment,
although some governments do have strategies for job creation which are relevant.

8.3 The impact of legal frameworks on sport employers
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In the survey, respondents were asked about their level of agreement with the statement ‘Employment laws make
it complicated for sport organisations to employ paid staff.’

57.5% either strongly agreed or agreed, with only 16.4% indicating strongly disagree or disagree.

Figure 37: Please indicate your level of agreement with the following statement: Employment laws make it complicated for sport organisations to employ paid
staff. (n=2088)

W SuonglyAgree W Agree Neither agree nor disagree WSS Disagree  WEEE Strongly Disagree
' ' \ ' ' \ \ . ' . !
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Respondents were also asked about their level of agreement with the statement, ‘Sport organisations need more
expert guidance in recruiting and retaining skilled staff.” 61.4% either agreed or strongly agreed with only 11% in
disagreement.

Figure 38: Please indicate your level of agreement with the following statement: Sport organisations need more expert guidance in recruiting and retaining
skilled staff. (n=2088)

BN Strongly Agree MM Agree Meither agree nor disagree WM Disagree  MEEN Strongly Disagree
' ' ' . ' ' ' ' ' l '
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Sport employers are clearly anxious about complying with employment laws and the majority would welcome more
expert guidance. There is a strong possibility that this will be even more the case when it comes to new and non-
traditional forms of employment where the confidence level is likely to be even lower.
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9 The potential of new forms of employment for sport

Whereas Eurofound explored the benefits and risks of the greater employment flexibility offered by new forms of
employment in a range of other sectors, their research revealed no specific data concerning uptake in the sport
sector. The IN-FORMS survey of sport organisations was intended to fill this knowledge gap.

Prior to the design of the survey questionnaire, the partners included in their desk research an evaluation of the
potential benefits and risks of these new forms of employment for the sport sector and EU laws and regulations
which may apply. The evaluations were based on the partners’ knowledge of the sport sector and the research
already undertaken, including the use of new forms of employment in other sectors in their countries, and
Eurofound’s own general analysis. These are summarised in the tables below.

Given the features of the sport labour market outlined in Section 4, the survey offered the opportunity to gain
further insights into where employer priorities lie, and this was an important reference point when evaluating the
new forms of employment.

Survey respondents were asked to identify their top five priorities in relation to the employment of paid staff.

Figure 39: Which of the following, in your opinion, are the top priorities for your organisation in relation to the employment of paid staff? Choose up to 5 most
important priorities. (n=1961)

Abilty toretain skiled staff despive chare e |, -+
circumstances
staff

Reducing it brden o, < | >+
problems
Easy transition of temporary staff to permancnt. | 1/ 15
positions
Reducing lang-term commitments to staff anc | 1> 15
associated risks
other (please specify) | NI 57>

It is perhaps unsurprising, given some of the unusual features of the sport labour market outlined in Section 4
(fluctuating demand, small packages of work, unsocial hours etc.), that over one half of respondents (51.6%)
highlighted the importance of flexibility in staffing based on organisational need. Additionally, they prioritised easy
access to skilled staff with guaranteed expertise (44.1%).

Despite the need for flexibility, they also valued the ability to retain skilled staff despite changing circumstances
(47.9%) and prioritised improving work-life balance and job satisfaction for their staff (41.7%).

Almost equally important was reducing administrative burdens (37.8%).

In addition to the employer priorities listed above, the evaluation also considered some of the other identified
employment challenges, in particular:

e Gender imbalance
e Age imbalance
e Undeclared labour

e Need to maximise incomes
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The question which the IN-FORMS partners needed to explore is whether some or all of the new forms of
employment categorised by Eurofound could help to address these priorities and additionally begin to address
some of the other atypical features of sport employment such as the relatively low representation of females and
the high turnover of younger workers.

It was also necessary to ensure that any new forms of employment recommended for the sport sector are fully
compliant with EU and national employment laws and regulations and do not introduce new risks/disadvantages
which could not be mitigated by best practice guidance.

9.1 Employee sharing

This is defined by Eurofound as, “a situation in which a group of employers forms a network that hires one or several
workers to be sent on individual work assignments with the participating employer companies.”

Table 2: Benefits and risks of employee sharing

Potential Benefits Risks

Flexibility in employment — much of the work done by sport | Difficulties in establishing a group of employers — this new
and fitness workers takes place in small packages or | form requires the setting up of an employers’ alliance or
seasonally at particular high points of demand during the | similar arrangement with the full confidence and commitment
year. For the employer, employee sharing is an efficient way | of all its members. Within the sport sector, this may be
of addressing these needs without having to resort to setting | challenging, although some examples already exist in France.
up a series of part-time or temporary positions which may | However, all organised sports have some form of national
prove to be unattractive to qualified coaches and trainers for | federation or governing body. These bodies already exist and
example. employ staff and could take on responsibilities similar to those
of an employers’ alliance.

Reducing administrative burdens — many organisations in | The employer group may be difficult to maintain — this
the sport sector are small and lack experience and expertise | approach may prove to be too complex for both the employer
in recruiting staff and managing HR processes. The potential | group and the organisations involved. For the employer group,
for another ‘umbrella’ organisation to take over these | there are added needs in terms of HR administration and
responsibilities is likely to be attractive, especially if this | coordination. Additionally, the organisations involved need to
organisation also takes responsibility for quality assuring the | make a financial contribution to the employer group’s
staff involved, by ensuring for example that they are | administration costs even during periods when they are not
appropriately qualified for the assignment. receiving staff.

Monitoring and managing staff remotely and across a range
of working environments could be problematic.

Stable employment and improved social inclusion — from | Additional stress and conflict — compared to employment in
the employee’s perspective, this form of employment could | just one place of work, the shared employee must travel from
replace a number of small and temporary part-time positions | one place to another and learn to adapt to different
with one permanent full-time position under a single | organisational expectations and working practices.

employer. This could have a positive impact on career
development opportunities and reducing the precarity of
sport employment. Since the worker is employed by the
employer group, they are guaranteed the same conditions,
treatments, protections and advantages enjoyed by other
workers, for example, in-company training, social security
access and employer pension contributions.

A more broadly competent workforce/career development | Lack of employee loyalty and conflicts of interest — unlike
— this type of employment, like Platform Work, provides | permanent employees, the shared may not be so easily
employees with a broader range work experience. This can | integrated into the culture of the organisation. Like the
benefit employers and employees alike. The employer can | platform worker, the shared employee may be also working
benefit from staff who have current experience of working | for competitor organisations such as other sport clubs or
in other sport clubs and gyms and can therefore adopt and | gyms. This potentially raises conflict of interest issues in the
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Potential Benefits

Risks

integrate their good practices. For the employee, they are
likely to gain a wider range of skills which could enhance
their career development opportunities which appears to be
a particular issue in sport.

mind of the receiving employer. Difficulty in integrating into
the receiving organisation may also create conflict with
workers who are permanently based in the receiving
organisation.

EU Regulations Relevant to Employee Sharing

Potentially all of the EU regulations listed in above for ICT-Based Mobile work are relevant to Employee Sharing, in
particular The Transparent and Predictable Working Conditions Directive and The European Working Time
Directive. However, it is important to note that at least 10 EU countries have national legislation which seeks to
control employee sharing. These will need to be taken into account when considering the introduction of Employee

Sharing.

9.2 Platform work

Eurofound defines this as, “A form of employment that uses an online platform to enable organisations or
individuals to access other organisations or individuals to solve problems or provide services in exchange for

payment.”

Table 3: Benefits and risks of platform work

Potential Benefits

Risks

the qualifications held by workers on the platform.

supplementing their income in the evenings and weekends.

Better matching labour supply and demand — for the employer
the platform provides ready access to the skilled labour they
need. This is particularly relevant to the sport sector where
employers are struggling to recruit skilled staff, often to address
an unexpected need (for example, the demand for a new type
of fitness class) or a small package of coaching hours. It would
be especially valuable if sport platforms offered a guarantee of

From the worker’s perspective, the platform provides access
enhanced access to the labour market through being easily
connected with employers who need their skills. This could be
particularly attractive to new employees who lack work
experience and the many coaches and trainers who have
alternative day jobs and use sport employment as a way of

Unclear employment status — experience in other
sectors such as ride-hailing services, courier services and
food delivery have highlighted ambiguities in the
worker’s employment status. This is particularly the case
with platforms which coordinate self-employed workers
but decide on the work organisation, employment and
working conditions. In several countries there have been
disputes over whether these workers are really self-
employed or ‘disguised employees’ of the platform
company who should be due all the usual benefits of
permanent employment.

permanent basis.

Flexibility — both the employer and the employee have greater
freedom to choose the type of assignment, working hours and
place of work which suits them. They are not bound by the less
flexible traditional employment contracts. This could be
especially attractive to smaller sport organisations who lack
expertise in human resource management and, due to financial
lack or instability, are reluctant to employ staff on a more

Lack of assignment choice/additional stress — in well-
developed digital platforms, task assignment is usually
carried out by an algorithm. The platform worker may
actually have little choice in the jobs provided to them.
Additionally, the volume, variety and intensity of work
assignments may lead to higher stress levels.

Lack of employee loyalty and conflicts of interest —
unlike permanent employees, the platform worker is not
absorbed into the culture of the organisation. Indeed, the
platform worker may be also working for competitor
organisations such as other sport clubs or gyms. This
potentially raises conflict of interest issues in the mind of
the employer.
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Potential Benefits Risks

Stimulant to self-employment —the employee who experiences | Reduced opportunities for career development — lack of
platform work may begin to realise that they can offer their | opportunities for career development has been
services directly to sport employers and then move into self- | highlighted as a particular problem facing sport
employment or collaborative sport employment with others | recruitment and retention. Platform work is unlikely to
through a micro-enterprise. The sport sector already has a | offer training and development (unless the platform
higher-than-average rate of self-employment which means this | worker pays for these themselves). Additionally, the
pathway is already well-established. platform is likely not to provide pathways for promotion
to higher levels of responsibility and pay.

Potential to build stable employment — the worker may have | Fewer opportunities to negotiate pay — some platforms
the opportunity to combine many small or short-term | may offer the worker the opportunity to set pay rates,
assignments in a way which delivers the equivalent of a full-time | but in the case of others there may be no discretion
salary. This could be especially useful to the sport sector where | available. Workers may feel compelled to accept what is
much work is part-time and precarious, features which deter | on offer in order to access assignments.

young people from staying in the sector beyond maturity.

Potential to transition undeclared workers into declared | Increased labour market segmentation’ — there is the
employment — the widespread introduction of platform work | danger that platform workers will remain in ‘secondary
into the sport sector may begin to attract undeclared workers | employment’, i.e., employment which is episodic and
into legal employment. The benefits and flexibility of this | precarious and find it increasingly difficult to access
approach may be sufficient motivators, especially if the platform | ‘primary employment’ (permanent full-time and part-
takes care of their tax and social security arrangements. time) and all the additional benefits which go with this.
Platform workers, therefore, get stuck in this groove.

EU Regulations Relevant to Platform Work

Potentially all of the EU regulations listed above for ICT-Based Mobile work are relevant to Platform Work, in
particular The Transparent and Predictable Working Conditions Directive. In addition, on 9t December 2021, the
European Commission made a proposal for a new directive ‘On Improving Working Conditions in Platform Work’. If
passed through legislation in the Parliament, this would address cases of misclassification of platform workers and
ease the way for such workers to be reclassified as employees, guaranteeing easier access to their rights as
employees under EU law. Under the new rules, workers will have to be informed about the use of automated
monitoring and decision-making systems (use of algorithms) and limit the types of platform worker data which the
digital platform can process.

Expected legislation on the Right to Disconnect may also be relevant.

9.3 Job sharing

Eurofound defines Job Sharing as, “employment relationships in which one employer hires several workers (but
normally just two) to jointly fill a single full-time position. It is a form of part-time work, the purpose of which is to
ensure that the shared post is permanently staffed”.

Table 4: Benefits and risks of job sharing

Potential Benefits Risks

Retention of skilled and experienced staff — this approach | Difficulties in finding more than one person to share a
could be particularly attractive to sport employers who wish | position — if the sport organisation is relatively large, it may
to retain the services of proven staff when their personal | be relatively easy to find another existing employee who also
circumstances change, and full-time employment is no | wants to share a position. However, many sport

7 For a fuller explanation of labour market segmentation, please refer to https://www.eurofound.europa.eu/en/european-
industrial-relations-dictionary/labour-market-segmentation

IN-FORMS Project — Research Report — PARTNER FEEDBACK DRAFT 54


https://www.eurofound.europa.eu/en/european-industrial-relations-dictionary/labour-market-segmentation
https://www.eurofound.europa.eu/en/european-industrial-relations-dictionary/labour-market-segmentation

INFORMS

s of Employment in Sport

Co-funded by
the European Union

Potential Benefits

Risks

longer an option. This could be particularly relevant to
female employees who decide to start a family.

organisations are small, and it may be necessary to externally
recruit someone to share the position.

Recruitment of more female and disabled workers in the
sport workforce — even today, in many countries the burden
of childcare responsibilities is often taken up by females. Job
sharing may help to address this difficulty and create more
opportunities for women sport workers to remain in the
workforce and through using the benefits of permanent
employment (such as in-company training), build a long-
term career in the sport sector.

This form of employment could also benefit sport workers
with disabilities who may feel the demands of full-time
employment are too great for them.

Conflict and lack of collaboration - the job sharers need to
be able collaborate effectively. They may also have quite
different approaches to solving problems in the workplace
which could generate conflict. To be optimally effective, the
job-sharing arrangements should allow for some shared time
in the workplace (or online) so that common approaches can
be fostered and the potential for conflict reduced. There may
also be challenges and new skills requirements for more
senior managers responsible for the job-shared position.

Stable employment and improved work-life balance as an
incentive to recruitment — from the employee’s perspective,
this form of employment provides both stable and
predictable employment and income whilst at the same time
providing a balance with home and family responsibilities.
This could be a recruitment attractor as well as an incentive
to retention.

Additional stress and intensity — compared to full-time
employment, Job Sharing, like other forms of part-time
employment could increase the intensity of work and induce
more stress.

EU Regulations Relevant to Job Sharing

Currently, there are no specific legal frameworks across Europe to cover job sharing. However, employers planning
to use this form of employment should be aware of Directive 97/81/EC — the Framework Agreement on part-time

working concluded by UNICE, CEEP and the ETUC (trade unions)

9.4 Casual work

Eurofound defines this as, “A type of work where the employment is not stable and continuous, and the employer
is not obliged to regularly provide the worker with work but rather has the flexibility of calling them in on demand.”

Table 5: Benefits and risks of casual work

Potential Benefits

Risks

Flexibility in employment — for the employer, when
facing increased demand (for example, additional fitness
classes or occasional sport events) being able to readily
draw on a pool of workers who have already been
screened through a recruitment process can be an
efficient form of working. Casual workers only need to be
brought in as and when they are needed.

Reduced workforce stability and lower service standards —
drawing on a pool of casual workers may have some efficiency
gains for sport employers. However, there is a high likelihood
that a number of different staff, for example, coaches and
fitness instructors, will be involved in working with the same
participants or classes but using their own individual coaching or
training routines. From the point of view of service users, this
can reduce the quality of the services they receive.

Where there are work assignments which require a high level of
coordination and collaboration, for example in sport events, the
use of casual workers brought together on an ad hoc basis may
make management more challenging and negatively affect
teamwork.
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Easier access to the labour market — from the worker’s
perspective, casual work may provide easier access to
employment than the more complex demands of
traditional permanent recruitment.

Increased labour market segmentation — there is the danger
that, like platform workers, casual workers will remain in
‘secondary employment’ and find it increasingly difficult to
access ‘primary employment’ and the additional benefits which
go with this. Employment and income continue to be unstable.

Better fit with lifestyle and work-life balance — for some
casual workers, this form of employment may also be a
better fit for their lifestyles and work-life balance since
they are not regularly required to be at work. This may
be particularly attractive to young workers who do not
require a stable income to support families and homes.

Continuing the youth imbalance in sport employment — since
this form of employment is likely to be more attractive to young
workers, the widespread use of casual work could continue to
maintain the high levels of youth in the sport labour force and
depress representation of the older age groups.

Conflicts with work-life balance/additional stress — whereas
casual work may be attractive to some workers, its
unpredictable demands may actually conflict with personal and
family interests and responsibilities and increase stress levels.

Potential to transition into stable employment — once
the individual has gained work experience and proven
their abilities through casual employment, this may
increase their potential to gain more stable employment
through permanent full-time or part-time positions.

Reduced opportunities for career development — lack of
opportunities for career development has been highlighted as a
particular problem facing sport recruitment and retention.
Casual employment is less likely to offer training and
development (unless the casual worker pays for these
themselves) which could provide greater potential to move on
to higher levels of responsibility and reward.

EU Regulations Relevant to Casual Work

Potentially all of the EU regulations listed in above for ICT-Based Mobile work are relevant to Casual Work, in
particular The Transparent and Predictable Working Conditions Directive and The European Working Time
Directive. However, it is important to note that most EU countries have national legislation which seeks to control
casual employment, reduce the risks to casual employees and provide them with better opportunities to transition
into more stable employment. The same applies to collective agreements in some countries. These will need to be

examined on a country-by-country basis.

9.5 ICT-based mobile work

ICT-based mobile work is characterised by Eurofound as “the work pattern of a worker (whether employed or self-
employed) operating from various possible locations outside the premises of their employer (for example, at home,
at a client’s premises or ‘on the road’), supported by modern technologies such as laptop and tablet computers.”

Table 6: Benefits and risks of ICT-based mobile work

Potential Benefits

Risks

Greater inclusion for some —for example, addressing the
needs of female workers who may have greater family
responsibilities and prefer to work from home and those
of disabled people who may be able to choose a
workplace (including their home) which is more adapted
to their specific needs.

Greater exclusion for others — this approach requires a higher
skillset, for example in self-management and ICT skills. Those
lacking those skills may find this form of employment
challenging. However, on the whole the sport workforce has
higher than average levels of educational attainment and may
be equal to these challenges.

Additionally, this type of arrangement may not favour older
workers who are less ‘tech-savvy’. This would be a challenge for
the sport sector which needs to retain workers in the older age
groups.
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Flexibility — both the employer and the employee have
greater freedom to choose the working environment
which suits them. This may be of particular benefit to
coordinators, coaches and personal trainers who may
need to work in a variety of locations, including clients’
premises.

Management complexity/health and safety — this approach
may prove to be too complex for both employers and
employees. For the employer, there are added needs in terms
of coordinating, monitoring and managing staff remotely and
across a range of working environments. It may also prove
difficult to ensure the worker’s health and safety when they are
not on the employer’s premises.

Additionally, many employees may not wish the added
responsibility which this type of working requires, especially at
the same salary.

Autonomy/job satisfaction — the employee may have
more direct control over their work activities when they
are not office or centre-based. This may act as an
incentive to staff retention.

Reduced collaboration, social isolation and exploitation — the
sport sector relies heavily on a collaborative approach, but this
type of working arrangement may reduce effective
teamworking and skill sharing. Workers may miss everyday
contact with colleagues and the social opportunities this
provides.

There is also the potential for ‘limitless work’, i.e., the home-
based worker may be considered to be available at all hours.

Incentive to recruitment — the flexibility and autonomy
provided by this type of employment may be highly
attractive to many potential recruits.

Lack of unique selling point — so many employers are now
offering this type of working arrangement.

Reduced financial overheads — the employer may be
able to scale down their office accommodation, increase
the efficiency of their operations and free up more
financial resources for staff employment. This may be
particularly attractive to smaller organisations in the
sport sector who are deterred from employing staff
because of lack of financial sustainability.

From the worker’s perspective, if some of their work is
home-based, they reduce their travel to work expenses.

Redistribution of overheads to the employee — if the worker is
home-based, they are then covering their energy costs and the
cost of using part of their home as a workplace. Employers will
need to consider compensating employees for these.

Decreased carbon footprint — from the employer’s
perspective, there may be opportunities to reduce
energy consumption when fewer employees are office-
based.

Increased carbon footprint — if employees are predominantly
‘on the road’, there is the potential for more carbon
consumption through the use of their vehicles.

EU Regulations Relevant to ICT-Based Mobile Work

The EU currently has no specific arrangements covering this type of employment, the following need to be

considered:

e The European Working Time Directive which defines working time, maximum number of working hours,
minimum rest periods and requirements around the recording of working time.

e The European Framework Directive on Safety and Health at Work which applies to all places of work.

o The Work-Life Balance Directive which highlights remote and flexible working hours as a way of improving

work-life balance.

o The Transparent and Predictable Working Conditions Directive which requires information on places of
work and work patterns is included in employment contracts.
e Expected legislation on the Right to Disconnect.
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9.6 Portfolio work

Eurofound defines Portfolio Work as, “the small-scale contracting by freelancers, the self-employed or micro
enterprises that work for a large number of clients.”

Table 7: Benefits and risks of portfolio work

Potential Benefits Risks

Retention of skilled and experienced staff in the sport sector | Precarious employment and greater stress — Portfolio
— potentially portfolio work provides the sector with | Work involves an element of risk for the sport worker.
opportunities to retain the services of skilled and experienced | Demand for their services may fluctuate unpredictably, as
staff who find it difficult to obtain full-time permanent | will their income. Indeed, some portfolio workers may find
employment commensurate with their expectations either for | it hard to survive in a competitive market.

financial reward or flexibility. The further promotion of self-

employment in the sport sector could be beneficial. On the other hand, over time, the self-employed worker

may be able to accrue a stable client base to mitigate such
fluctuations. Additionally, working successfully with the
same client for a period may open up the possibility of
transitioning into a permanent full-time position with that
client.

Greater flexibility and less administration for the client | Conflict and lack of collaboration — like many other
organisation — the sport organisation client can enter into | emerging employment practices where flexible working
short-term service contracts with the self-employed person as | arrangements apply and sport workers are engaged across
a when they are needed. a range of workplaces, there is the danger that the self-
employed person finds it hard to integrate into different
organisational cultures, conflicts occur and the potential
for collaboration and teamwork are reduced.

It may also prove to be bureaucratically less burdensome for
the client sport organisation to manage some aspects of
service delivery via service contracts rather than formal
employment. This may be attractive to smaller organisations | These challenges may require a different skillset on the
which lack an HR function. part of the client employer in managing such situations
satisfactorily.

Unclear employment status - if the self-employed worker
has a very narrow portfolio of clients, they could be
deemed to be an employee of the one for whom they
provide the most services. In this case, the client may have
to acknowledge their employee status and lose the
advantages of hiring self-employed workers.

Greater flexibility for the self-employed worker — from the | Lack of social protections — like many other of these
sport worker’s perspective, self-employment, if the market is | emerging employment practices, the self-employed
sufficiently great, offers the opportunity to pick and choose | portfolio worker receives no contributions to social
the assignments which fit their lifestyle and financial goals. | security, pensions, unemployment benefit etc. from the
Many staff may find the greater degree of independence and | employer They need to address these issues themselves by
autonomy attractive. building these costs into their business plan otherwise their
future may be precarious.

Greater autonomy and innovation for the self-employed | Demand for a wider skillset — workers may enter self-
sport worker — for many in the sport sector, this may be a | employment with the appropriate skills in their discipline,
strong attractor. Additionally, the need to broaden their | for example, coaching, outdoor leadership or personal
market share could lead to more innovation in the sector in | training. However, they are likely to lack both skills and
the form of new or adapted services. experience in areas vital to self-employment such as
marketing, business planning, self-management, product
or service development, accounting and other types of
financial expertise. They will need either to gain these skills
or to contract the services of others.
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Potential Benefits Risks

Inclusion of more female workers and retention of youth — | Limited opportunities for skills development and career
given the flexible employment opportunities offered by this | progression — the self-employed portfolio worker is very
form of employment, portfolio working may prove attractive | much ‘on their own’ when it comes to further training and
to female sport workers, for example, group exercise teachers | education, the costs of which they will have to meet
and its further development may help to boost the | themselves.

representation of females in the sport labour force. . ] -
P ! ! p u Unless the portfolio worker finds opportunities for

Similarly, portfolio working may be attractive to younger | permanent full-time employment or they move on to
workers who have the appropriate qualifications and may | establishing an enterprise of their own where they employ
have gained work experience through part-time employment. | others, their potential to progress in their careers may be
Entering portfolio working on a long-term basis could be a way | limited.

of retaining them in the sector.

EU Regulations Relevant to Portfolio Work

Currently, there are no specific legal frameworks across Europe to cover portfolio work. The main area of legal
interest is whether the self-employed person is truly self-employed or a ‘disguised employee’ who should receive
the benefits of employment. However, it should be noted that EU is now taking more interest in the protections of
people engaged in self-employment following the impact of Covid®.

9.7 Collaborative employment

According to Eurofound, this form of employment “encompasses specific forms of cooperation among self-
employed workers that go beyond traditional supply chain or business partner relationships.”

Typically, self-employed workers form co-working arrangements where they share workspaces and back-office
functions such as accounting or ICT by agreement and service contracts, but they do not form a legal entity.

The benefits and risks of Collaborative Employment were considered to be almost identical to those for Portfolio
work. The major additional benefit is that self-employed workers can share working spaces and back-office
functions which may reduce some overheads and overcome some of the entrepreneurial skills deficits which self-
employed workers may face in areas such as marketing, business planning, ICT and accounting. There may also be
some benefits in addressing the social isolation experienced by some self-employed workers. This may be
particularly true for disabled sport workers who might find coworking a more supportive environment than solo
self-employment.

EU Regulations Relevant to Collaborative Employment

There are no specific legal frameworks which apply to Collaborative Employment.

9.8 Voucher-based work

Voucher-based work is defined by Eurofound as, “the employment relationship and related payment are based on
a voucher (generally acquired from a third party such as a governmental authority) rather than an employment
contract.”

Eurofound notes that this form of employment takes place in only nine EU countries and is limited to some specific
sectors such as household work (for example, cleaning and gardening) and agriculture. Take-up is relatively low.

8 https://www.eurofound.europa.eu/en/publications/2024/self-employment-eu-job-quality-and-developments-social-
protection
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Table 8: Benefits and risks of voucher work
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Potential Benefits

Risks

Simplified payment process — potentially useful for small,
project-based, or seasonal jobs.

May assist in transitioning actual or potential undeclared
workers into formal employment — the use of voucher-based
work applies mainly to jobs which are short-term, relatively
informal and occasional. These are the types of jobs which are
most likely to attract undeclared labour.

Limited rewards and long-term prospects — employees
may receive lower salaries due to tax and social security
deductions. This may limit the attractiveness of this
employment form. Employees

Reduces the complexity of taxes and social security
contributions for employers and employees — the government
appointed agency takes care of calculations and deductions.

Lack of relevance to in-demand occupations in sport —
traditionally voucher-based work has been applied to
low skill jobs with few requirements for educational
achievement. Currently, this model would not seem to
apply to the occupations where there are real
recruitment and retention challenges — mainly sport
coaches and managers.

EU Regulations relevant to voucher-based work

The Transparent and Predictable Working Conditions Directive and The European Working Time Directive are

the most applicable.

9.9 Interim management

Eurofound describes Interim Management as, “a form of employment in which a company ‘leases out’ workers to
other companies temporarily and for a specific purpose. Such leasing of workers is the main objective of the
employer company, but, unlike a temporary employment agency, its staff is limited to highly specialised experts who
are sent to the receiving companies to solve a specific management or technical challenge or assist in economically
difficult times. In contrast to traditional fixed-term work arrangements, interim management has some elements of
consultancy, but the expert has employee status rather than that of external advisor. In practice, however, in some
countries interim management is done on the basis of self-employment.”

Table 9: Benefits and risks of interim management

Potential Benefits

Risks

Access to specialist expertise on a short-term basis — this
could be particularly valuable to the many small or under
resourced sport organisations in the sector who struggle with
specific functions such as HR, payroll, ICT and finance. Rather
than employ staff member on a long-term basis, the
organisation can call in an expert to address a specific
problem.

Prohibitive cost — many organisations in the sport sector
may struggle to cover the costs of hiring such an expert.
However, when set against the costs of employing someone
with those skills on a longer-term basis, the savings could be
attractive.

Alternatively, the interim management organisation or their
employed managers may be attracted to the sport sector
and its largely voluntary nature and be prepared to offer
their services at reduced cost.

Capturing the experience/expertise of older workers and
those with disabilities— the relatively youthful nature of sport
labour force means that much valuable experience is lost to
the sector and the advantages of multi-generational working
are diminished. Many of the workers providing Interim
Management are older and more experienced. The use of

Failure to integrate expertise and experience into the
organisation — whilst hiring external expertise on a short-
term basis may be a good temporary solution, there is the
danger that the expertise is not shared across the
organisation. No-one absorbs the lessons learned and
develops the ability to adapt and apply that knowledge in the
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Potential Benefits

Risks

these older interim managers may bring this experience back
into the sector.

This form of employment might also favour disabled managers
who have specific knowledge and skills in the area of sport and
disability. Accessing their experience and expertise may help
to attract more paid workers with disabilities and disabled
participants.

future. The sport organisation fails to develop its own
capacity and becomes overly reliant on external experts.

Variety and autonomy - from the interim manager’s
perspective, this form of working provides variety and a
potentially endless series of assignments over which they have
considerable control. The sport organisation receiving the
interim manager could also gain valuable insights into the
good practices of other organisations, some of which may be
outside sport and be innovative for the sector.

Difficulties of management, integration and collaboration —
monitoring and control may be an issue with this form of
employment. The worker is formally employed by an interim
management organisation, but they are then placed in
another organisation. These management arrangements
may be complex and lead to ambiguity and conflict.

In addition, the interim manager may find it more difficult to
integrate into the culture of the receiving organisation or
build collaborative working relationships with permanent
staff.

EU Regulations Relevant to Interim Management

Currently, there are no specific legal frameworks across Europe to cover Interim Management. However, all other

relevant areas of employment law apply.
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10 New forms of employment — the sport employers’ experience

Much of the preliminary evaluation of new forms of employment resulting from the desk research was used to
inform the design of the survey questionnaire. It was particularly important for the project to discover more about
the application and relevance of new forms of employment in the sport sector, in particular:

e Current levels of awareness of new forms of employment
e Current levels of usage of new forms of employment
e Whether or not those with experience of new forms of employment would recommend their adoption

e Whether or not those who had no experience of new forms of employment could see potential value to their
organisation

The advantages and disadvantages of new forms of employment identified by those who had used them

The types of occupations which had been used for new forms of employment
e Any external organisations which had participated in or supported the new form of employment
e The demographics of the workers who had been involved in the new form of employment.

The questions used in this part of the survey and the findings are given below. In each case, the questions were
worded in a way which explained the new form of employment and sport specific examples were given to aid
understanding. These can be seen in the full text of the survey questionnaire (Annex 3).

Itis important to note that two of the Eurofound new forms of employment, Collaborative Employment and Interim
Management, were not dealt with separately in the questionnaire because of their similarity/overlap with other
new forms (see Section 7.3 above). Questions relevant to each were included in other sections.

In addition, one new form of employment, not mentioned by Eurofound but found during the desk research as
being prevalent in the sport sector in some countries, was added. This is Intermittent Permanent Employment
which is used by some sport employers to mitigate some of the problems caused by seasonal employment. This is
covered in section 10.5 below.

The following sections show the survey findings for each new form.

10.1 Employee sharing

Figure 40: One organisation employs workers and then shares them across different organisations when they are needed, for a fee based on the number of
hours worked. (n=1785)

Yes, we have used it

_ e
o but we have heard of ths _ e
o we haver't used or hears of this _ o

This shows a relatively high level of awareness (14.1% have used it and 30.9% having heard of it).

Only those who said they had not used Employee Sharing were then asked:

IN-FORMS Project — Research Report — PARTNER FEEDBACK DRAFT 62



innovative Forms of Employment in Sport the European Union

INFORMS e

Figure 41: You said that you have not used services of a worker who is employed by another organisation and shared across different organisations when they
are needed, for a fee based on the number of hours worked. Do you think this form of employment could be useful for your organisation? (n=1520)

e _ e
e _ e
Do rotkaow _ s

Employee sharing therefore appears to be relatively attractive with almost one half (45.1%) saying it could be
helpful in the future.

Only the respondents who said they had used Employee Sharing were then asked about their opinions and
experiences.

Figure 42: Would you recommend this form of employment as a good solution to other sport organisations? (n=241)

i _ e

10.8%

z
5

Do not know 12.4%

Over three quarters (76.8%) of those who had used employee sharing said they would recommend it to others.

Figure 43: What, in your opinion, were the main advantages of this form of employment? (n=235)

were guaranteed by an organisation we trusted
and other employment details
N

We didn’t need to spend time and money training the
shared employee

The shared employee had experience of working in
what we did

We could give the shared employee periods of work
when we needed mare staff

35.7%

The shared employee had a more stable form of
employment, so they were more reliable

33.2%

The shared employee could stay with us for as long as
they were needed

There was no advantage to using this form [ I s+

27.2%

Over one half (61.3%) felt that employee sharing provided easy access to skilled and experienced staff. They also
acknowledged the reduced administrative (40.4%) and training burdens (37.9%). It was also clearly valuable that
employee sharing provided them with staff experienced in working for other organisations (36.2%) and the
flexibility employee sharing offered when responding to greater demand (35.7%).
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Figure 44: What, in your opinion, were the main disadvantages of this form of employment? (n=223)

The was no disadvantage to using this form

35.9%

It was more difficult to supervise and control a shared
staff employee

314%

The shared employee may have warked for
competitor organisations, and there could have been
conflicts of interest

24.2%

The shared employee had their own way of doing

215%
things, which was different to the way we operated

The shared employee did not integrate well into the 20.2%
t

eam

The administrative arrangements were complicated

13.5%

Interestingly, the highest percentage of organisations using employee sharing felt there were no disadvantages
(35.9%). The greatest disadvantage chosen was the difficulty of supervising and controlling the shared employee
(31.4%). Around one quarter (24.2%) were concerned about conflict of interest because the shared employee may
have also worked for competitor organisations (a particular issue in sport where clubs are involved in competitions
with other clubs). Slightly less found the shared employee had their own way of doing things which was different
to the organisation’s processes and 20.2% identified problems with team integration.

Figure 45: Which of the following jobs did you use this form of employment for? (n=227)

Outdoor activity leaders and animaters || R :
Clerical and office staff / receptionists [ D -
Fitness instructors/ personal trainers [ Ak kNN RDDD -~

Operational staff (e.g. lifeguard, attendants,
stewards, greenkeepers, maintenance staff)

Middle management staff (e.g. assistant manager, _ 11.9%
officer, sport administrator)
sport Officials (e.g. referees, judges) | [ AR -+
Professional Athictes and Ployers | N N -+

14.1%

Just over one half were using employee sharing with sport coaches and far fewer for clerical and admin posts
(18.1%) and operational staff (17.2%). Compared to sport coaches, the use of shared employment for outdoor
activity leaders/animators and fitness instructors/personal trainers was relatively low. However, this probably
reflects the low representation of these types of organisations in the survey.

Figure 46: What type of organisation did you get the staff member from? (n=224)
Temporary Erploymen agency || N -~

Overall the greatest percentage of organisations (37.1%) were getting their shared employees from a sport
federation, but this possibly will vary on a country-by-country basis.
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Figure 47: On average, what was the gender balance of the staff involved? (n=232)

Employee sharing, therefore, appears to engage almost twice as many males than females.

Figure 48: On average, how old were the staff involved? (n=232)

I don’t know _ 7.3%

They were from a variety of age sroves [ I =+

Employee sharing, therefore, appears to engage far more workers in the 25-49 age group (62.5%) compared to any
other.

10.2 Platform work

Figure 49: Skilled workers make themselves available on a digital platform, and employers can hire their services when they need them. ¢ (n=1743)

ves wenave e [

Yes, we have heard of this, but not used it 32.6%

No, we haven't used or heard of this 63.0%

Compared to shared employment above, platform work seems less well known with only 4.4% saying they had used
it and 32.6% saying they had heard of it.

Only those who said they had not used Platform Work were then asked:

Figure 50: You said that you have not used a digital platform where skilled staff make themselves available for hire when needed. Even though you have not
used this form of employment, do you think it could be helpful to your organisation in the future? (n=1654)

49.5%

<
&

21.0%

z
&

Da not know 295%
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More than twice as many of those who had not used platform work felt it could be helpful to their organisation
(49.5%) compared to those who felt it would not be (21%).

Only the respondents who said they had used Platform Work were then asked about their opinions and experiences.

Figure 51: Would you recommend this form of employment as a good solution to other sport organisations? (n=79)

=<
F
2
#

e - B
Donatinow _ e

Just over three quarters (75.9%) of those who had used platform workers said they would recommend it to others
with only 8.9% saying they would not.

Figure 52: What, in your opinion, were the main advantages of this form of employment? (n=77)

We could easily and quickly identify the skilled 64.9%
workers we needed

39.0%

We could use a platform worker only when we
needed them

The platform workers enjoyed the flexibility of this 22.1%

approach

20.8%

The platform toak care of administration

We did not need to worry about tax and social 19.5%

security contributions

We could target good platform workers for 14.3%

lang-term emplayment

7.8%

There was no advantage to using this form

Nearly two thirds (64.9%) identified easy and quick access to skilled workers as the main advantage. Over one third
(39%) appreciated the flexibility in only using platform workers when they were needed and 22.1% felt the platform
worker also appreciated the flexibility of this type of employment. Fewer percentages saw an advantage in the
reduced administrative burdens for themselves.

Figure 53: What, in your opinion, were the main disadvantages of this form of employment? (n=71)

Platform workers may have also worked for

conflicts of interest
employment mare expensive
own staff
control over platfarm workers
organisation

Almost one third (32.4%) reported no disadvantage. Like employee sharing above, there were concerns about
potential conflicts of interest because the platform worker may also work for competitors as being the main
disadvantage. (33.8%). Other identified disadvantages were the additional cost of using a platform worker (28.2%),
less motivation on the part of the platform worker (22.5%), less management control (21.1%) and poor team

integration (19.7%).
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Figure 54: Which of the following jobs did this form of employment apply to? (n=71)

Outdoor activity leaders and animators | N R R -
Protessional Athletes and Plavers [ R : -
officer, sport administrator)
Operationsl staff (e . feguard, attendants, [ 17 7+
stewards, greenkeepers, maintenance staff)
Clerical and office statt / receptionists | AN ::
sport Officials (e.g. referees, judges) [ A N NN :

Once again, platform work seems much more applicable to sport coaches than other types of workers. However,
now (compared to employee sharing) we can see greater use for fitness instructors/personal trainers (29.6%) and
outdoor staff (19.7%). Perhaps surprisingly, platform work also seems applicable to professional athletes and
players (18.3%). The use of platform work for middle management staff may suggest a form of interim management
(which was not included as a category in the survey).

Figure 55: Which type of platform did you get the staff member from? (n=70)

| don’t know 22.9%

Platform dedicated to sport employment 48.6%

Platform for general types of employment 286%

Unsurprisingly, given the high use of platform work for sport coaches, fitness instructors/trainers and outdoor staff,
the highest percentage (48.6%) obtained their worker from a platform dedicated to sport. It is likely that the 28.6%
who used a general employment platform were doing so for managers, operational staff and clerical workers.

Figure 56: On average, what was the gender balance of the members of staff involved? (n=70)

I don’t know

24.3%

Mainly female 12.9%

Mainly male

25.7%

Equal balance of male and female

37.1%

Similar to employee sharing, platform work in sport seems more applicable to males than females (25.7% versus
12.9%).
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Figure 57: On average, how old were the members of staff involved? (n=71)

| don’t know 12.7%

15-24 8.5%

5.6%

50-64

10.1%

They were from a variety of age groups

Again, like employee sharing, we see a very high representation of those in 25-49 age group (59.2%).

10.3 Job sharing

Figure 58: Two or more members of staff share the responsibilities and duties of one full-time position. (n=1725)

Yes, we have used it 23.5%

Yes, we have heard of this, but not used it 39.7%

Mo, we haven't used or heard of this 36.8%

Job sharing appears to be very well known with 23.5% saying they had used it and 39.7% saying they had heard of
it.

Only those who said they had not used Job Sharing were then asked:

Figure 59: You said that you have not used a system where two or more members of staff share the responsibilities and duties of one full-time position. Even
though you have not used this form of employment, do you think it could be helpful to your organisation in the future? (n=1307)

37.0%

<
1

30.1%

=z
B

Do not know 32.9%

Job sharing does not seem so attractive as employee sharing and platform work with only 37% saying it would be
helpful to them in the future and nearly as many (30.1%) saying it would not. This is possibly because job sharing is
fairly well-known, and respondents had thought about using it in the past and had rejected the idea.

Only the respondents who said they had used Job Sharing were then asked about their opinions and experiences.
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Figure 60: Would you recommend this form of employment as a good solution to other sport organisations? (n=402)
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Despite the lower level of attractiveness of job sharing noted above, over three quarters (80.8%) would recommend
it to others with only 8.2% saying they would not.

Figure 61: What, in your opinion, were the main advantages of this form of employment? (n=394)

One person could take full responsibility when the

50.5%
other one was on leave

Two people sharing the same job could learn from
each other

-
=
2
E

‘We could attract more applicants because job
sharing it their personal circumstances better

46.7%

We could keep skilled staff when their personal
circumstances changed

37.1%

People involved in job sharing appreciated our
flexibility and were more loyal to our crganisation

32.2%

Two people sharing the same job were more
productive than one

28.2%

There was no advantage to using this form Ta%

Just over one half (50.5%) identified the flexibility offered by job sharing because one person can take full
responsibility when the other was on leave. There were also advantages in co-learning (48%). Job sharing also would
appear to have advantages in recruiting staff. 46.7% felt that job sharing could attract more applicants because the
arrangement would fit personal circumstances better. There was also a retention advantage because the
organisation can keep skilled staff when personal circumstances change (37.1%) and 32.2% thought it would
increase loyalty to the organisation. 28.2% identified productivity gains.

Figure 62: What, in your opinion, were the main disadvantages of this form of employment? (n=377)

Jab sharers had different ways of daing things, and
this could lead to conflict

34.5%

The was no disadvantage to using this form 27.3%

Job sharing was more complicated to administer 25.7%

Communication and handover between the job

22.3%
sharers was difficult

the same position
unhelpful competition between them

Job sharers did not feel as involved in the

Pl : 18.8%
organisation as full-time staff

Over one quarter (27.3%) felt there were no disadvantages. However, there are clearly some issues to consider.
34.5% thought having two people sharing the same post could lead to conflict and 25.7% found it harder to
administer (thus perhaps increasing the administrative burden). 22.3% found communication and handover
between the job sharers was difficult and almost as many (22%) experienced greater management difficulties.
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Figure 63: Which of the following jobs did this form of employment apply to? (n=388)

stewards, greenkeepers, maintenance staff)
officer, sport administrator)
Fitness instructors/ personal trainers [ NN '+
Outdoor activity leaders and animators [ A A DD :: -
Sport Officials (e.g. referees, judges) [ I <<+
professional Athletes and Players [ I ==

Other

This was the only new form of employment for which sport coaches appeared not the most applicable (39.7%). The
role with the highest percentage of users was clerical and office staff/receptionists at 46.6%. It also appears
attractive to operational staff (25.5%) and middle managers (18.3%). Once again, the lower representation of
fitness clubs and outdoor activity providers in the survey may explain the lower usage with fitness
instructors/personal trainers (13.7%) and outdoor staff (11.9%).

Figure 64: On average, what was the gender balance of the members of staff involved? (n=387)

I don’t know

‘ E

Mainly female 26.6%

Mainly male

207%

Equal balance of male and female

46.5%

This was the only new form of employment in which females appear to be more mainly involved than males (26.6%
versus 20.7%). This possibly reflects one of the key main advantages of job sharing — a better fit with personal
circumstances.

Figure 65: On average, how old were the members of staff involved? (n=390)

vonttknow [T

Similar to most of the other new forms of employment, job sharing appears to involve a significant majority of those
in the 25-49 age group (63.8%).

10.4 Casual work
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Figure 66: An organisation has an employment contract with a member of staff without guaranteeing a minimum number of hours. They only call them in for
work when they are needed and only pay them for the hours they work. Example: a sport events organisation sets (n=1694)

Yes, we have used it 20.5%

Yes, we have heard of this, but not used it 30.6%

48.9%

No, we haven't used or heard of this

Casual work appears to be fairly well-known with 20.5% saying they had used it and 30.6% saying they had heard
of it.

Only those who said they had not used Casual Work were then asked:

Figure 67: You said that you have not used an employment contract where a member of staff is only called in for work when needed without a guarantee of
minimum hours. Even though you have not used this form of employment, do you think it could be helpful to your organisation in the future? (n=1335)

ponetknow _ oo

In terms of attractiveness, there is a fairly even balance of those who felt it would help their organisation (35.5%)
and those who said it would not (34.5%). Like job sharing, this may be because it is quite widely used in the sector
and respondents would already have formed an opinion. It is also a form of employment for which there are
increasing legal restrictions which may have been known to the respondents.

Only the respondents who said they had used Casual Work were then asked about their opinions and experiences.

Figure 68: Would you recommend this form of employment as a good solution to other sport organisations? (n=341)

72.4%

<
1

No 13.2%

Do not know 14.4%

Slightly less than three quarters (72.4%) said they would recommend it to others, but the percentage of those who
said they would not is slightly higher than most other new forms (13.2%).
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Figure 69: What, in your opinion, were the main advantages of this form of employment? (n=338)

‘We had great flexibility in calling in the staff at short
notice when we needed them

70.1%

This form of employment was better value for our

or o 40.8%
organisation

We could identify skilled casual staff and target

22.8%
them for more stable employment

5taff could take care of their own tax and social
security contributions

18.3%

Casual staff needed the job and were mare

11.8%
motivated than permanently employed staff

There was no advantage to using this form 5.6%

The flexibility of casual work — being able to call in staff at short notice when needed — was seen as the greatest
advantage by users (70.1%). Users also appreciated better value for the organisation (40.8%) presumably because
the casual worker is only paid for the hours they work and there may be no additional costs such as paid holidays,
sick pay etc. 22.8% also found they could target a skilled casual worker for more stable employment such as regular
permanent or part-time employment. It is however worrying that 18.3% said the staff could take care of their own
tax and social security. This might suggest that there is an element of undeclared work associated with casual
employment.

Figure 70: What, in your opinion, were the main disadvantages of this form of employment? (n=331)

31.4%

Casual staff were less reliable than permanent staff

29.6%

The was no disadvantage to using this form

Casual staff were less loyal to our organisation than
permanent staff

27.2%

23.3%

We spent a lot of time training new casual staff

215%

Casual staff were less motivated than permanent staff

We could anly use a casual staff member for a limited
period, and then we had to employ them
permanently

13.9%

Figure 71: Which of the following jobs did this form of employment apply to? (n=329)

Sport Coaches 47.7%

stewards, greenkeepers, maintenance staff)

20.1%

Clerical and office staff / receptionists

Outdoor activity leaders and animators | NN 7

16.1%

Fitness instructors/ personal trainers

Middle management staff (e.g. assistant manager, BA%
afficer, spart administratar)

Professional Athletes and Players [ 0%

other [l 12*

Similar to most other new forms of employment, casual work appears most applicable to sport coaches but at
47.7% this is significantly lower than the percentages for employee sharing and platform work. The fact that one
third (33.7%) said they were using casual work for operational staff may underscore findings from the desk research
that this form of employment is more associated with occasional sporting events.
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Figure 72: On average, what was the gender balance of the members of staff involved? (n=331)

The higher representation of males is similar to most other new forms of employment with the exception of job
sharing.

Figure 73: On average, how old were the members of staff involved? (n=334)

Whereas those in the 25-49 age group are still the largest percentage (47%), this is lower than their representation
in all the other new forms of employment and the only one which seems more applicable to the younger age group
(24.6%). This might suggest, as Eurofound proposes, that casual work is an easier route into sport employment than
many others.

10.5 Intermittent permanent employment

This was the one new form of employment which was added to the Eurofound categories because it emerged from
the partners’ own desk research.
Figure 74: An organisation gives their staff member a permanent employment contract with an agreed number of hours to be worked over the year. The weekly

/ monthly working hours are irregular due to peaks in demand or seasonality. Despite the irregularity, staff member is paid a fixed monthly salary based on
1/12 of the total yearly working hours to ensure a stable monthly salary. Have you used this form of employment? (n=1663)

Yes, we have used it 22.9%

Yes, we have heard of this, but not used it 25.7%

Na, we haven’t used or heard of this 51.4%

Perhaps surprisingly, since Eurofound did not identify it, intermittent permanent employment appears to be quite
well-known in the sector. Perhaps it is more prevalent in sport — or at least those countries most represented in the
survey. 22.9% said they had used it and 25.7% said they had not used it but heard of it. However, the percentage
of those who had heard of it is lower than employee sharing, platform work, job sharing or casual work.

Only those who said they had not used Intermittent Permanent Employment were then asked:
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Figure 75: You said that you have not used an employment contract with an agreed number of hours over the year, with irregular weekly/monthly hours but a
fixed monthly salary. Even though you have not used this form of employment, do you think it could be helpful to your organisation in the future?(n=1275)

e _ e
ND_ e
Donat know _ e

In terms of attractiveness, the findings here are relatively balanced with 31.6% saying it could be helpful to them
and 27.8% saying it would not. This may be because it is primarily designed to overcome some of the challenges
faced by employers who are mainly involved in seasonal sports such as skiing and tennis.

Only the respondents who said they had used Intermittent Permanent Employment were then asked about their
opinions and experiences.

Figure 76: Would you recommend this form of employment as a good solution to other sport organisations? (n=378)

VES_ o

No

Do not know 108%

I i

Once again, the experience of users appears to be positive with 83.9% able to recommend it to others.
Figure 77: What, in your opinion, were the main advantages of this form of employment? (n=369)
staff in the long-term
Ithelped the staff to establish a stable festye, <o |1 :: i
they were mare reliable ’
The staff integrated well with our tear ||  EEEEEEEEEE :: -+
We did not need to have an annual recruitment drive | E R E EEEEERERNNNN -

There was no advantage to using this form [JJ| 27%

The main advantages here appear to apply to staff retention. Nearly three quarters (70.2%) said it enabled them to
retain the services of good and reliable staff in the long-term and 54.5% thought it contributed to a stable
workforce. The administrative burden does not seem significant with 39.3% feeling it was easy to administer and
19% seeing an advantage in not having to mount an annual recruitment drive. There also appear to be advantages
for the employee with 34.1% saying it contributed to a stable lifestyle for the worker which in turn improved
reliability.
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Figure 78: What, in your opinion, were the main disadvantages of this form of employment? (n=348)

The was ne disadvantage to using this form 43.4%

We still had to pay the staff member’s salary for the
season was low
complicated
This type of contract was unattractive to some staff _ 17.5%
who preferred temporary seasonal employment

The greatest percentage (43.4%) felt there were no disadvantages. However, there may be financial costs for the
stability which intermittent permanent employment brings. 24.4% said that they had to pay salaries even when
customer demand was low in the season. Although when asked about advantages (Figure 77), 39.3% said it was
easy to administer, 19.3% thought administrative arrangements for the salary were complicated and 16.1% said it
was difficult to negotiate the contract. It is also worth noting that 17.5% said this type of contract was unattractive
to some staff who favour temporary seasonal employment.

Figure 79: Which of the following jobs did you use this form of employment for? (n=363)

59.5%

Sport Coaches

Clerical and office staff / receptionists | AR
Middle management staf (e g. assistant manage:, |1 1
officer, sport administrator)
stewards, greenkeepers, maintenance staff)
Outdoor activity leaders and animators |  EEEEEREEEEE -
Fitness instructors/ personal trainers | A AR : =~
Senior management staff(e.g. CE0, Head! of IS 7 o
department)
professional Athletes and Players [ M ==+

Once again, sport coaches top the list, but it is also significant that 18.2% are using it for clerical and office staff,
17.4% for middle managers, 17.1% for operational staff and the same percentage for outdoor staff.

Figure 80: On average, what was the gender balance of the members of staff involved? (n=365)
1 don’t know

15.3%

0
#

Mainly female

Mainly male 37.8%

37.5%

Equal balance of male and female

Like most of the other new forms of employment, intermittent permanent employment involves mainly males
(37.8% versus 15.3% females). This is actually the highest percentage of male representation in all the new forms
of employment. Possibly this reflects the fact that it will be most attractive to a family’s principal earner who, even
today, is more likely to be male than female.
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Figure 81: On average, how old were the members of staff involved? (n=365)

I don’t know 4.9%

15-24 10.4%

25-49 616%

50-64

65+

They were from a variety of age groups [ N -+
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At 61.6%, those in the 25-49 age group is the largest and this is similar to most other new forms of employment.

10.6 Remote working

Figure 82: A member of staff works from outside the office for some or all working time. Have you used this form of employment? (n=1636)

Yes, we have used it 46.4%

Yes, we have heard of this, but not used it 29.2%

24.4%

No, we haven’t used or heard of this

Given the extent of remote working which considerably accelerated during the COVID pandemic, it seems surprising
that 24.4% said that they had not heard of it. However, there is a clearly high level of implementation (46.4%) and
awareness with 29.2% saying they had heard of it.

Only those who said they had not used Remote Working were then asked:

Figure 83: You said that you have not used a working arrangement where a member of staff works from outside the office for some or all working time. Even
though you have not used this form of employment, do you think it could be helpful to your organisation in t (n=871)

26.9%

=
&

42.5%

z
5

30.7%

Do not know

This was only one of two new forms of employment which appeared to have negative attractiveness with 42.5%
saying remote working would not be helpful to them in the future versus only 26.9% who said that it would. This
may possibly because it is well-known and well-established and respondents had had time to evaluate it potential
usefulness to them.

Only the respondents who said they had used Remote Working were then asked about their opinions and
experiences.
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Figure 84: Would you recommend this form of employment as a good solution to other sport organisations? (n=754)
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Despite the apparent negative attractiveness, users seem very willing to recommend it to others (83.3%).

Figure 85: What, in your opinion, were the main advantages of this form of employment? (n=735)

It made our organisation more attractive to potential
recruits

46.0%

This form of employment increased staff loyalty and
motivation

44.4%

We could be more flexible in the way we deployed
staff to different locations

34.4%

This form of employment meant we could recruit
staff from a wider geographical area

337%

We could measure their performance based on
outputs, not the number of hours they worked

30.3%

‘We could reduce the amount of office space we
needed to pay for

28.6%

It reduced our carbon footprint because we used
less energy than before

26.3%

6.8%

There was no advantage to using this form

Remote working appears to have advantages for both recruitment and retention. Almost one half (46%) thought it
made their organisation more attractive to potential recruits and almost as many (44.4%) said it increased staff
loyalty. Additionally, 33.7% said it enabled them to recruit from a wider geographical area. There were also
identified advantages for flexibility with 34.4% saying that they could be more flexible in the way they deploy staff
to different locations. There may also be simplifications in management processes since almost one third (30.3%)
said they could measure staff performance base on outcomes, not the number of hours worked.

Figure 86: What, in your opinion, were the main disadvantages of this form of employment? (n=725)

42.2%

It was more difficult to manage remote staff

Team members’ communication and collaboration
were more difficult

28.9%

27.6%

The was no disadvantage to using this form

Remote staff felt less involved in the organisation and
its culture

24.3%

Mew team members could not learn the job as quickly
when they were nat based in the office

24.0%

Some staff were less productive or worked less 233%

Remote staff had less loyalty to our organisation

Remote staff did not feel equal to staff based in the
office

@
®

Despite the potential management simplification suggested when respondents were asked to identify advantages,
most of the disadvantages of remote working appear to apply to management and organisation/team integration.
Almost one half of users (42.2%) thought it was more difficult to manage staff remotely. 38.9% said that team
members’ communication and collaboration were more difficult, and that remote staff felt less involved in the
organisation and its culture. It is concerning that around a quarter (24%) said that new team members could not
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learn the job as quickly when they were not office based. Almost as many (23.3%) said some staff were less
productive or worked less.

Figure 87: Which of the following jobs did this form of employment apply to? (n=734)
officer, sport administrator)
Clerical and office staff/ receptionists | <
department)
Operational saff (e.g lifeguard, attendants, |1 1 -
stewards, greenkeepers, maintenance staff)
outdoor activity leaders and animators | I IEEEEE ¢
Sport Officials (e.g. referees, judges) [ I o
Fitness instructors/ personal trainers [ I *
other [ 25%

Similar to job sharing, remote working involved sport coaches and other sport and fitness workers much less than
the other new forms of employment. However, it is clearly more applicable to middle managers who were in the
majority at 55%, clerical and office staff/receptionists (47.1%) and senior management staff (35.3%).

Figure 88: Where does the staff member mainly work from? (n=721)

Home 80.9%

Travelling between different organisations’ 173k
premises
onanatver rgasaons e |

Home appears to be the most popular location for remote working at 80.9% but it is also notable that when
combined 33.4% of respondents also had remote workers in other locations.

Figure 89: On average, what was the gender balance of the members of staff involved? (n=735)

I don’t know 10.7%

Mainly female 23.3%

Mainly male 21.4%

Equal balance of male and female 44.6%

Like job sharing, although less so, remote working appears to be more applicable to females than males (23.3%
mainly females versus 21.4% mainly males).
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Figure 90: On average, how old were the members of staff involved? (n=737)

| don't know - 35%
1524 [ 3o+

25-49 60.5%

50-64 12.5%

65+ I 0.4%

They were from a varlety of age graups 201%

In the case of remote working, young employees are very much in the minority at only 3%. This may be because
remote working is not appropriate to the type of job (for example, sport coaches and operational staff) or because
employers do not feel younger workers can be trusted to work remotely.

10.7 Self-employed portfolio work
Figure 91: A skilled self-employed worker has service contracts with a range of different organisations. Have you used this form of employment? (n=1615)

Yes, we have used it 0.1%

35.5%

Yes, we have heard of this, but not used it

No, we haven't used or heard of this 34.4%

Clearly, self-employed portfolio work is quite well-known with 30.1% having used it and 35.5% having heard of it.
However, given what we know from the statistics about the higher-than-average incidence of self-employment in
the sport sector, it may be surprising that those who have heard of it is not a higher percentage.

Only those who said they had not used Self-employed Portfolio workers were then asked:

Figure 92: You said that you have not used services of a skilled self-employed worker who has service contracts with a range of different organisations. Even
though you have not used this form of employment, do you think it could be helpful to your organisation (n=1117)

32.9%

<
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29.5%
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Do not know 37.6%

It may also be surprising that only 32.9% thought this might be helpful to their organisation in the future with almost
as many (29.5%) saying that it would not.

Only the respondents who said they had used Self-Employed Portfolio workers were then asked about their
opinions and experiences.
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Figure 93: Would you recommend this form of employment as a good solution to other sport organisations? (n=474)
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Like most of the other new forms of employment, the percentage of those who had used it and are prepared to
recommend it to others is over three quarters (78.7%) and those who would not is relatively low.

Figure 94: What, in your opinion, were the main advantages of this form of employment? (n=473)

We could access specialised staff when we needed
hem

72.7%

The self-employed worker took care of their own tax
and social security

55.6%

45.2%

We had no long-term commitment to the warker

They worked with different organisations, and we
could use their experience to improve what we did

37.6%

They were mare motivated because they liked the
independence and variety of work

29.8%

We did not need to take care of their office
accommodation and other overheads

19.9%

There was no advantage to using this form [JJJl 22%

Once again, we see that users appreciate the flexibility offered by self-employed portfolio work with 72.7% choosing
access to specialised staff when they are needed and 42.5% selecting no long-term commitment to the worker.
Users also appeared to welcome the reduced administrative burdens with 55.6% choosing the advantage of the
self-employed worker taking care of their own tax and social security. Users also appear to like the fact that the
worker is more broadly experienced, and this was of value to the organisation (37.6%) and that the self-employed
were more motivated because the liked independence and a variety of work (29.8%).

Figure 95: What, in your opinion, were the main disadvantages of this form of employment? (n=456)

self-employed worker(s) were not as loyal to our
organisation s permanent staff

38.4%

34.2%

The was no disadvantage to using this form

They may have also worked for competitor
organisations

31.4%

They did not integrate well into the rest of the team 15.8%

They were less motivated than permanent staff 14.5%

There was greater job dissatisfaction for the

. 10.3%
self-employed person involved

Over one third (34.2%) felt there were no disadvantages to self-employed portfolio work. The principal
disadvantages appear to be less loyalty to the organisation (38.4%) and concerns about conflicts of interest because
the worker may also work for competitors (31.4%). Whereas team integration is identified as a problem, it was only
selected by 15.8%.
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Figure 96: Which of the following jobs did this form of employment apply to? (n=469)

27.3%

Fitness instructors/ personal trainers

Outdoor activity leaders and animators | N ENEEEEEEE :-
Operational staff (e.¢ Iifeguard, attencons, |1 ::
stewards, greenkeepers, maintenance staff)

Middle management staff (e.g. assistant manager, I
officer, sport administrator)
Sport Officials (e.g. referees, judges) | RNHNRHRNIRRRIM ::
Clerical and office staff / receptionists | N N SSERENNNN :: -~
Seniar management sta (e.g. CEO, Head of N ¢ o
department)

otver [+

Similar to many other new forms of employment, self-employed portfolio work appears most applicable to sport
coaches (60.6%). Over one quarter (27.3%) said they were using it for fitness instructors and nearly as many (20.5%)
with outdoor staff. Given the relatively low numbers of these types of organisations in the survey sample, it may
be that this type of work is more extensive in these subsectors.

Figure 97: Which type of person did you use? (n=459)

Self-employed persan working in collaboration with

ather self-employed waorkers, sharing resources (2. 17
workspace, facilities, services such as accountancy,
client invoicing)

One purpose of this question was to find out more about the extent of collaborative employment where self-
employed workers share some facilities and functions such as a co-working space, common reception services and
accountancy. The responses to this question suggest that it is not very widespread in the sport sector with only
17.2% selecting it as an option.

Figure 98: On average, what was the gender balance of the self-employed people involved? (n=468)

I don’t know 18.2%

13.9%

Mainly female

37.0%

Mainly male

31.0%

Equal balance of male and female

Once again, we can see that self-employed portfolio work mainly involves men (37% compared to only 13.9% mainly
females). The higher proportion of male workers in this category confirms what was discovered in the analysis of
the official Eurostat data.
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Figure 99: On average, how old were the self-employed people involved? (n=469)
| don't know _ 5.6%
15-24 - 4.5%
50-64 _ 8.5%

65+ J| 06%

They were from s vaiety ot age groups [N -~

Similar to most of the other new forms of employment, self-employed portfolio work seems to engage more of
those in the 25-49 age group. This is also consistent with analysis of the official Eurostat data.

10.8 Voucher-based work

Figure 100: Staff are legally registered and paid for certain services (e.g. domestic work, childcare, gardening, maintenance) through “vouchers” obtained from
a third party (such as a government agency) through a simplified employment process. Have you used this form of employment? (n=1581)

Yes, fwe have used it - asx
Ve, e have heard of this, but ot used _ e
o we havenft used or heard of ths _ e

Eurostat found voucher-based work as being widespread in only a few European countries, so it seems unsurprising
that only 4.5% said they had used it and only 25.6% saying they had heard of it.

Only those who said they had not used Voucher-based workers were then asked:

Figure 101: You said that you have not used a system where workers are declared and paid through “vouchers” obtained from a third party, like a government
agency, for certain services. Even though you have not used this form of employment, do you think it could b (n=1502)

19.6%

<
3

33.4%

z
5

Do not know A47.0%

This was only one of two new forms of employment which appears to have negative attractiveness to the
respondents. Only 19.6% felt it could be helpful to their organisation and 33.4% saying that it would not. This may
possibly because it appears from the description to be quite a complex arrangement.

Only the respondents who said they had used Voucher-based workers were then asked about their opinions and
experiences.
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Figure 102: Would you recommend this form of employment as a good solution to other sport organisations? (n=70)

e _ o

No 15.7%

Do not know 17.1%

Interestingly, this was also the new form of employment in the survey with the highest number of users saying they
would not recommend it, although this only stands at 15.7%.

Figure 103: What, in your opinion, were the main advantages of this form of employment? (n=66)

Employment was fully compliant with labour
regulations and laws

42.4%

Employment provided social protection for staff 37.9%

We received a benefit, e.g. tax subsidy, for using

33.3%
vouchers

It reduced the administrative burden in establishing
andfor ending the employment contract

EIR:Y

Pracess was simple with automatic caleulation of

salary payments, tax and social security contributians
Process allowed for high level of flexibility (short _ 15.2%

term, temporary, seasonal, fluctuating workicads)

There was no advantage to using this form

@
&

Given that one of the main objectives of voucher-based work is to bring undeclared workers into formal
employment, it is not surprising that the two advantages with the highest percentage of respondents are
employment fully compliant with labour regulations and laws (42.4%) and employment provided social protection
for staff (37.9%). There may also be advantages to cost-effectiveness since one third appreciated the fact that they
received a financial benefit for employing voucher-based workers. Despite the apparent complexity of voucher-
based work, nearly as many of users (31.8%) felt that it reduced their administrative burden and 25.8% found the
process simple. There were also some elements of flexibility with 25.8% saying it enabled them to employ staff
quickly and 15.2% saying it provided a high level of flexibility in terms of fluctuating demand.

Figure 104: What, in your opinion, were the main disadvantages of this form of employment? (n=60)

complex
stalfwere fess commite o arant mvovemert I -
temporary involvement
DA __________________ e
and temporary staff
It was difficult to find staff willing to work under the _ 15.0%
voucher system
The limits o the tota hours of work were resriceve. [ ANEEE

It had a negative impact on the organisation’s
reputation and image

Despite the 31.8% of users who found voucher-based work reduced administrative burdens, we can also see that
slightly more (33.3%) said the process to register and use the system was complex. Other selected disadvantages
appear to relate to lack of commitment by the staff member (26.7%), lack of continuity due to short-term and
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temporary employment (20%) and lack of team integration (20%). Notably, of all the new forms of employment in
the survey, voucher-based work received the lowest percentage of respondents who said there were no
disadvantages.

Figure 105: Which of the following jobs did you use this form of employment for? (n=57)

stewards, greenkeepers, maintenance staff)
Fitness instructorsfpersonal trainers || I NN AN EEEEERERENR /-
Middle management staf e g, assistant manage:. | R 12 5
officer, sport administrator)
Outdasr activy leaders and animatars [N >
professional Athletes and Players [ N EEEEE : =+

Senior management staff (e.g., CEO, Head of 35%
department) -

other [l 1%

Like many of the other new forms of employment, voucher-based work appears to be most applicable to coaches
in the sport sector (50.9%), but it is also being used for clerical and office staff/receptionists (28.1%) and operational
staff (22.8%).

Figure 106: On average, what was the gender balance of the members of staff involved? (n=61)

I don't know 19.7%

21.3%

Mainly female

Mainly male 27.9%

Equal balance of male and female 31.1%

Although once again males are mainly involved in this new form of employment (27.9% mainly men, versus 21.3%
mainly female) the gap between the two is relatively narrow. Possibly this reflects the tendency for more females
than males occupying clerical and administrative posts.

Figure 107: On average, how old were the members of staff involved? (n=63)

25-49 a7.6%

50-64

65+ - 16%

They were from a variety of age graups

111%

208%

Once again, we can see that this form of employment mainly engages the 25-49 age group (47.6%). The
representation of the younger group is only 9.5%.
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10.9 Summary of sport employers’ responses to new forms of employment

The tables on the following pages attempt to summarise the main points emerging from employers’ views and
experiences of new forms of employment.

The ratings have been developed in the following way:
e Implementation level: % who said they used it
e Awareness level: % who said they had heard of it combined with the % of those who said they had used it.
e Immediate attractiveness: % who said it might be of value minus % who said it would not
e Recommended by users: % of users who said they would recommend minus % who said they would not

e Female engagement: % of users who said an equal balance of males and females divided by 2 and then
added to the % who said mainly female

e Youth engagement: % of users who said they were from a variety of age groups divided by 3 and then added
to % who said 15-24.

These have then been placed in the following bands:

Bands: Very negative = Minus 15 and below; Negative = 0 - minus 14; Very low = 1-14; Low = 15-29; Low to medium
= 30-44; High medium 45-59; High = 60-74; Very high = 75+

Table 10: Summary of survey responses regarding new forms of employment
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Implementation Awareness | Attractiveness Recommended Top 5 advantages | Top 5 No disadvantage Top 5 relevant Female Youth
level level to non-users by users disadvantages reported by users | jobs engagement engagement
Very Low (14) Low to Low (22) High (66) ® Access to o Difficulties of Low to medium e Coaches Low to Low (15)
medium workers with remote (36) o Outdoor medium (34)
(45) guaranteed management leaders
skills ® Potential o Clerical/ Admin
e Another conflict of o Fitness
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admin things management
® No need for differently
training o Lack of team
o Worker has integration
broader e Complex admin
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Platform work

worker when
needed

® Worker
appreciated
flexibility

e Low
administration
burden

® Tax and social
security taken
care of

o Lower worker
motivation

o Less
management
control

o Lack of team
integration

activity leaders
o Professional
athletes
o Middle
management
® Operational
staff

Implementation Awareness Attractiveness Recommended Top 5 advantages Top 5 No Top 5 relevant Female Youth
level level to non-users by users disadvantages disadvantage jobs engagement engagement
reported by
users
Very low (4) Low to Low (29) High (65) ¢ Ea.5|Iy identify ¢ Fonﬂlct of Low to medium | ° CPaches Low medium | Very Low (13)
. skilled workers interest o Fitness
medium - (32) ) (32)
(37) needed o Additional cost instructors
® Only use the of platform fee e Qutdoor
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personal
circumstances
® Retain skilled

managing two
people in same
job

staff when e Competition
personal between job
circumstances sharers
change

e Increased
loyalty

Job sharing
Implementation Awareness | Attractiveness Recommended Top 5 advantages | Top 5 No Top 5 relevant
level level to non-users by users disadvantages disadvantage jobs
reported by
users
. . e Someone ® Potential conflict o Clerical and
Lo () High (64) Very low (7) High (73) available to between job Low (27) admin
take full sharers e Coaches
responsibility ® More complex to e Operational
when other administer staff
absent e Communication o Middle
o Skill sharing and handover management
e Recruitment between skill o Fitness
attraction to fit sharers instructors
with worker’s o Difficulty

Female
engagement

Youth
engagement

Very low (13)
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Casual work

Implementation
level

Low (21)

Awareness

level

Attractiveness
to non-users

Very low (1)

Recommended
by users

Top 5 advantages | Top 5 No Top 5 relevant jobs | Female Youth
disadvantages disadvantage engagement engagement
reported by
users
. FIeX|b|I|Fy to e Casual Yvorkers Low to . Coache.s Low to Low to
fluctuating less reliable medium (30) e Operational staff medium (38) | medium (30)
demand o Casual workers o Clerical/ Admin
e Better value less loyal e Outdoor leaders
o Easily identify o Need for o Officials
casual workers additional

for more stable
employment

® Workers take
care of tax and
social security

e High levels of
worker
motivation

worker training

e Casual workers
less motivated
than other
workers

® Need to
transition
casual staff to
more stable
employment
after a period
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Intermittent permanent employment

Implementation
level

Low (23)

Awareness

level

Attractiveness
to non-users

Very low (4)

Recommended by
users

Top 5 Top 5 No Top 5 relevant Female Youth
advantages disadvantages disadvantage jobs engagement engagement
reported by
users
¢ aRre\;a:ZIichl‘: ¢ 223 :tZ?‘fm Low to medium : gz?:jj Low to Low (15)
staff when demand (43) Admin medium (34)
e Stable and workload e Middle
workforce low management
o Easy e Complex e Operational
administratio salary staff

n

e Increased
reliability
through
worker
having more
stable
lifestyle

® Good team
integration

* No need for
annual
recruitment
drive

administratio
n

e Unattractive
to some staff
who prefer
more
flexibility

o Difficult
contract
negotiations

e Qutdoor
activity
leaders
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Remote working

Implementation
level

Awareness
level

Attractiveness
to non-users

Recommended
by users

Top 5 advantages

Top 5
disadvantages

No
disadvantage
reported by
users

Top 5 relevant
jobs

e Organisation
more
attractive to
potential
recruits

e Increased
worker loyalty
and motivation

o More flexibility
in deploying
workers to
different
locations

® Recruit staff
from outside
immediate
geographical
area

® Ability to
measure
worker
performance
on outcomes,
not hours
worked

o Difficulty in
remotely
managing
workers

e Team
communication
and collaboration
more difficult

® Workers not
feeling involved
in organisation
and culture

o Workers take
longer to learn
the job

® Remote workers
less productive

Low (28)

e Middle
management

o Clerical/ Admin

e Senior
management

e Coaches

e Operational
staff

Female
engagement

Youth
engagement

Very low (10)

IN-FORMS Project — Research Report — PARTNER FEEDBACK DRAFT

91




INFORMS

innovative Forms of Employment in Sport

Co-funded by
the European Union

Self-employed portfolio work

commitment to
worker

o Worker can
improve
organisation
because more
broadly
experienced

o Worker more
motivated
because they
enjoy
independence

than employed
staff

o Greater job
dissatisfaction

Implementation Awareness Attractiveness Recommended Top 5 advantages | Top 5 No Top 5 relevant Female Youth
level level to non-users by users disadvantages disadvantage jobs engagement engagement
reported by
users
Low to medium | High (66) Very low (3) High (70) s Basyaccessto | e Workerless Low to * Coaches Low (29) Very low (9)
(30) type of workers loyal t.o . medium (34) . .Fltness
needed organisation instructors
o Workers take e Potential e Outdoor
care of tax and conflicts of activity leaders
social security interest e Operational
o Organisation o Lack of team staff
has no long- integration o Middle
term e Less motivated management
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Voucher-based work

Implementation Awareness | Attractiveness Recommended Top 5 advantages | Top 5 No Top 5 relevant jobs | Female Youth
level level to non-users by users disadvantages disadvantage engagement engagement
reported by
users
Very low (5) Low to ¢ Employmer.1t ¢ Pro'cess to, Low (25) * Coa(.:hes . Low to Low (16)
medium fu.IIy compliant register with . Clerlcal/ Admin s (g
(32) with Iaws and voucher e Operational staff
regulations system o Fitness
e Employment o Workers less instructors
provides worker committed/ e Middle
social motivated managers
protection o Lack of
e Employer continuity
receives a between
benefit for different
using this form workers
of employment ® Poor team
® Reduced integration
administrative o Difficulty in
burden finding recruits
® Automatic for voucher-
calculation of based work
salary, tax and
social security
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10.10 Alignment of new forms of employment with sport employers’ priorities

The partners also felt it would be important to see which of new forms of employment may be relevant to the
employment priorities which the survey respondents selected (see Figure 39).

The following table shows the results:

Table 11: Alignment of new forms of employment with sport employers’ priorities

Employer’s priority and
% who selected it

Relevant new
form of
employment

Reasons

Flexibility in staffing based on
organisational needs (51.2%)

Employee sharing

The employer can draw on a shared employee according to
demand but has no ongoing commitment.

Platform work

The employer can access a platform worker according to demand
but has no ongoing commitment.

Casual work The employer can access a casual worker according to demand
but has no ongoing commitment.
Self-employed The employer can access a self-employed worker according to

portfolio work

demand but has no ongoing commitment.

Voucher-based
work

The employer can find an appropriate voucher-based worker
when needed but has no ongoing commitment.

Ability to retain skilled staff
despite changing
circumstances (47.9%)

Employee sharing

The shared employee can bring their skills back into the
organisation when needed.

Platform work

A platform worker who has proved their expertise can be rehired
when needed.

Intermittent Seasonal workers with the right skills and attitudes can be

permanent retained on a year-by-year basis.

employment

Casual work A casual worker who has proved their expertise can be rehired
when needed.

Self-employed A self-employed worker who has proved valuable in the past can

portfolio work

be contracted again.

Easy access to skilled staff
despite changing
circumstances (44.1%)

Employee sharing

The employers’ alliance or sport federation provides the worker
and ensures their qualifications.

Platform work

Skilled workers can be hired from platform which guarantees their
qualifications and skills.

Intermittent Seasonal workers with the right skills and attitudes can be
permanent retained on a year-by-year basis.

employment

Self-employed Self-employed workers can be hired relatively quickly and should

portfolio work

have the necessary skills. Depending on their availability they can
be brought back into the organisation whenever appropriate.

Improving work/life balance
and job satisfaction for staff
(41.7%)

Platform work

The platform worker can choose assignments which fit their own
circumstances.

Job sharing A worker can negotiate working hours which fit their personal
circumstances.

Intermittent The seasonal worker is permanently employed but they also have

permanent the option of finding additional employment in the periods when

employment they are not needed on-season.

Casual work The casual worker can choose assignments which fit their own

circumstances.

Remote working

The remote worker can work from home and combine/balance
work/ life responsibilities.
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Employer’s priority and Relevant new Reasons
% who selected it form of
employment
Self-employed The self-employed worker has more freedom to choose

portfolio work

assignments which fit their own circumstances.

Reducing the employer’s
administrative burden
(payroll, HR etc.) (37.8%)

Employee sharing

The employers’ alliance or sport federation takes care of the HR
function.

Platform work

The platform or the platform worker is responsible for tax and
social security issues.

Self-employed
portfolio work

The self-employed worker is responsible for tax and social security
payments. The employer simply manages a service contract.

Voucher based
work

The voucher agency takes care of tax and social security issues.

Cost effectiveness (35.5%)

Employee sharing

The employers’ alliance or sport federation employs the shared
employee and pays their full-time salary. The employer only pays
for the hours they work.

Platform work

The employer only pays for the hours the platform worker works.
However, the platform will charge an additional service fee.

Job sharing The employer gets the combined skills of two workers but only
pays one salary.
Casual work The employer only has to pay the casual worker for the hours they

work. However, in most countries casual workers must be offered
permanent employment after a certain period of employment
(e.g., 12 months).

Remote working

The employer may reduce their office space and other associated
overheads such has heating and lighting. However, they may need
to pay the worker an allowance for home working.

Self-employed
portfolio work

The employer only pays for the hours the self-employed worker
works. However, the employer cannot be the self-employed
worker’s only contractor.

Easy access to staff with
wider experience (27.8%)

Employee sharing

The shared employee works across a range of different
organisations and gains wider experience.

Casual work

The casual worker may have experience of other organisational
processes.

Platform work

The platform worker will work for a range of other organisations.

Self-employed
portfolio work

The self-employed worker will work for a range of other
organisations.

Access to specialised
expertise for specific projects
or problems (27.1%)

Employee sharing

With a large enough pool of employees, the employers’ alliance or
sport federation should be able to provide specialists.

Casual work

An employer may be able to find a casual worker with specialised
skills.

Platform work

Platforms may include specialist workers.

10.11 Perceived obstacles to the use of new forms of employment

Finally, in this section of the questionnaire, respondents were asked, ‘What types of obstacles, in your opinion,
might prevent your organisation from using non-traditional forms of employment?’
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Figure 108: What types of obstacles, in your opinion, might prevent your organisation from using non-traditional forms of employment? (n=1560)

wewouldneedmore gucance o e [ NG -
non-traditianal farms
Not available in our country [ | I
other (please specity) ||| | | N <=

At this point in the survey questionnaire, respondents had had the opportunity to review all of the new forms of
employment we included, so their responses to this question are important and may point us in the direction of
understanding more about what the sport sector needs.

Almost one half (47.8%) identified lack of knowledge about appropriate options. Almost as many identified legal
restrictions (46.6%). 36.3% selected the need for more guidance and 33.8% felt new forms of employment were
too complicated to implement or manage. All of these findings suggest:

e The sport sector needs more tailored information about the new forms of employment

e Employers require more expert guidance on how to use them in line with legal requirements.
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11 Conclusions

Employment in European sport has grown by 32% in the period 2011-2023, nearly four times the growth of
employment in all EU sectors and 31% of survey respondents predict their staffing levels will continue to grow. It is
perhaps not surprisingly that sport may face recruitment and retention challenges, and all strands of research,
particularly the survey findings, confirm that these challenges are very real with a particular impact on workers with
a sport and fitness occupation (those, like sport coaches, who work directly with members, customers and clients).
There are also difficulties in recruiting and retaining staff for other positions, such as middle managers and clerical
staff, but these are less severe.

1. Conclusion: recruitment and retention of paid staff is and will continue to be a problem, and the sport
sector needs to find methods of addressing these.

It is also evident that the nature of labour demand in the sport sector (a large number of financially struggling
‘micro-businesses’ who lack expertise in human resource management, fluctuating and uneven demand, small
packages of available work, unsocial hours etc.) has tended to create an employment environment which is heavily
dependent on part-time and temporary contracts, a higher-than-average level of self-employment and the
possibility (at least in some countries) of significant levels of undeclared work.

When compared with many other European employment sectors, much sport employment may be characterised
as unstable and precarious. Many of the advantages of more stable employment, in particular sufficient and
predictable incomes, the ability to plan long-term careers and engage in continuing professional development are
being missed.

There is also evidence that the nature of sport employment may be restraining the number of women joining the
workforce and the number of young workers being retained in the sector as they grow older.

2. Conclusion: the precarious nature of European sport employment has a negative impact on the workforce
and the sector needs to find ways of making sport employment more stable.

Sport employers are clearly aware of the general recruitment and retention challenges they face, the precarious
nature of working in sport and the specific problems of recruiting enough women and the potential benefits of
retaining younger staff. They also appear willing to tackle these issues.

Nevertheless, they also see the advantages of current employment practices, particularly in the flexibility they offer
in meeting fluctuating demand and contracting with employees for relatively small packages of work.

From all strands of research, we can see that sport employers have tried a number of possible solutions, for
example, providing more education and training for their staff, improving working conditions, implementing work-
life balance initiatives and even increasing salaries and benefits, but the problems still persist.

3. Conclusion: sport employers are very willing to address recruitment and retention challenges and the
unusual characteristics of the workforce but also want to maintain flexibility in employment.

A desk-based evaluation of Eurofound’s new forms of employment suggested that they may have the potential to
address recruitment and retention challenges and the precarious nature of working in sport whilst still offering
employers the flexibility they need.

However, until the IN-FORMS survey was complete, there was no robust evidence about the uptake of new forms
of employment in sport, the attitudes of employers to these new forms or the experiences of employers who had
used them.

The findings indicate that all of the new forms of employment included in the survey are already present to a certain
extent. Those who have used them were able to indicate which jobs were most appropriate for each, specify
advantages and disadvantages and supply some previously unknown demographic data on the workers who were
taking part. In most cases, more than 60% of users were ready to recommend the new form of employment they
had tried to other organisations. The only exceptions being casual work (59%) and voucher-based work (51%).
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However, not all new forms of employment are being adopted at the same rate. Remote working, for example, is
by far the most popular (46%), followed by self-employed portfolio work (30%). Indeed, some of the ones which
were most highly recommended by users had either a low or very low implementation levels. Examples include
employee sharing (implemented by only 14% of respondents but recommended by 66% of users) and platform

work (implemented by only 4% of respondents but recommended by 65%).

Generally speaking, it seems the sport sector’s awareness of these new forms of employment remains relatively
low. The only new forms of employment which showed an above 50% level of awareness were remote working
(75%), self-employed portfolio work (66%) and job sharing (64%). Evidence from the employee interviews also
suggests that employees also lack information.

Furthermore, it must be noted that, despite the high levels of recommendations from users, most of the new forms
of employment did not appear to be particularly attractive to non-users. Most had an attractiveness score below
10 and indeed two of them (remote working and voucher-based work) achieved negative attractiveness scores.

The low level of take-up of the new forms of employment which are already proving their value to users, the low
level of awareness and apparent attractiveness to non-users should be taken in the context of 48% of survey
respondents saying that lack knowledge about the appropriate options for new forms of employment.

4. Conclusion: new forms of employment are already showing some limited take-up in the sport sector and
are proving their value, but sport employers and employees need more information, especially on how
they work and the potential advantages and disadvantages of each.

It is also notable that new forms of employment in sport are not ‘one size fits all’. Clearly from the desk-based
evaluation and the survey findings, each one has particular advantages and disadvantages which may be
appropriate to different employment contexts and needs. Intermittent permanent employment, for example, is
particularly relevant to seasonal employment whereas casual work may be more appropriate when staffing an
occasional event or project. Voucher-based work may be especially useful in bringing undeclared workers (possibly
‘volunteers’ who are receiving unofficial payments) into formal employment.

Employers also need to be aware that the disadvantages associated with each new form of employment may
present a risk for them, and they need to put in place measures to minimise these risks. Much the same applies to
employees. Each new form of employment presents some risks for them. Remote workers, for example, may feel
less involved in the organisation and may take longer to learn the job. Shared employees, platform workers and
portfolio workers may find it harder to adjust to a new organisation’s culture and to integrate well into the team.
Like the employer, they need to aware of these possibilities before entering into these new forms of employment.

Additionally, we can see from the survey that respondents see legal restrictions (47%) as being a potential obstacle
to the take up of new forms of employment and that 36% said that they would need more guidance on using new
forms of employment. Preliminary analysis of EU employment directives and national legislation in the partner
countries suggests that legal restrictions do not present obstacles to new forms of employment which cannot be
overcome and indeed the new forms of employment appear to be consistent with the EU’s Employment Package.
However, almost half of the respondents clearly lack confidence when it comes to employment law, and they need
support.

5. Conclusion: in addition to information on new forms of employment, employers and employees need clear
and objective guidance on how to select appropriate new forms of employment as appropriate to their
needs, be aware of potential risks and how to minimise these risks and ensure that their employment
contracts meet legal requirements.

In terms of promoting gender equity in the sport workforce, the results were not so positive. Only two of the new
forms of employment showed a medium level of female engagement: job sharing and remote working. All the
others fell below the medium level with the lowest level of female engagement being self-employed portfolio work.

In terms of age, all the new forms of employment showed either low or very low levels of youth engagement. The
only exception being casual work which showed a low-to-medium level. Since the older age groups are taking part
far more in new forms of employment, this may actually be helpful in helping to retain younger workers if they can
see that a new form of employment could increase their chances of building a long-term career. However, formal
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casual work (as opposed to undeclared work) may represent an easy and legitimate point of access to sport
employment.

6. Conclusion: only job sharing and remote working seem particularly relevant to the recruitment and
retention of female workers. However, all of them appear to engage older workers and therefore may help
to retain younger sport workers into their later years.

Of all the possible reasons for recruitment and retention problems identified in the desk research and survey
findings, uncompetitive salaries and benefits emerge as a critical issue. Yet, we also know that many sport
organisations have little financial headroom when it comes to improving salaries.

Is it possible that some of the new forms of employment could begin to address this problem by offering
opportunities for sport workers to maximise incomes? Some of them seem to have this potential. For example,
platform work and self-employed portfolio work give the worker a chance to access many potential service
contracts within the same timeframe and by doing so bring their income up to an average level or possibly even
exceed average earnings. If skilled and experienced staff can see the possible financial benefits of some of the new
forms of employment, this may have a positive impact on retaining them within the sport sector.

This was partly supported by one finding from the survey where nearly one half of survey respondents (48.8%)
agreed or strongly agreed with the statement, ‘Many workers in the sport sector become self-employed because it
improves their income potential.” Only 15.7% disagreed or strongly disagreed.

7. Conclusion: some of the new forms of employment offer the potential to increase incomes for some sport
workers and this is an advantage which could be promoted.

Having working hours which are more compatible with family responsibilities and preferred lifestyle also emerged
as an important factor influencing recruitment and retention. In terms of the wider benefits of the new forms of
employment, some of them may have the potential to offer the worker more flexibility in this regard. We have
already noted above that remote working (particularly from home) gives workers, especially women, the chance to
create a more attractive work-life balance. The opportunity to align the responsibilities of earning an income and
lifestyle may also be offered by some of the other new forms, in particular platform work, job sharing and self-
employed portfolio work.

8. Conclusion: some of the new forms of employment offer the potential to allow workers to create a more
acceptable work-life balance and this is an advantage which could be promoted.

Perhaps the final major issue arising from the research is skills development. We know from the desk research that
new technologies like Al are finding their way into the sport sector and that this has training implications. We also
know from the survey findings that employers see a mismatch between the skills which staff currently have and the
changing demands of working in the sector. It is also clear that some of the new forms of employment raise training
issues. Platform workers and remote workers, for example, need ICT skills. The managers of employee sharing
schemes and remote workers need skills in how to manage their performance remotely. Self-employed portfolio
workers need entrepreneurial skills.

9. Conclusion: the emergence of new technologies in the sport sector and the specific demands of some new
forms of employment trigger new skills requirements. Both employees and employers need to be aware
of these additional skill needs and be ready to address them.
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12 Informing Phase 2 and 3 - Policy implications and recommendations
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14 The EU Employment Legal and Regulatory Framework

14.1 The EU Employment Strategy

The EU has had an Employment Strategy since 1997. The purpose is to establish a common set of objectives and
targets for employment policy and the creation of more and better jobs throughout the EU.

One key component is the Employment Guidelines which target four key domains:

1. Boosting the demand for labour — guidance on job creation, labour taxation and wage-setting.

2. Enhanced labour and skills supply — addressing structural weaknesses in education and training and tackling
youth and long-term unemployment.

3. Better functioning of the labour markets — reducing labour market segmentation and improving active labour
market measures and mobility.

4. Fairness, combating poverty and promoting equal opportunities for all.

Potentially, all of these are relevant to the aims of IN-FORMS.

14.2 The EU Employment Package

Launched in 2012 this has measures which are relevant to IN-FORMS:
e promoting and supporting self-employment, social enterprises and business start-ups

transforming informal or undeclared work into regular employment

encouraging decent and sustainable wages

reducing labour market segmentation between those in precarious employment and those on stable
employment

anticipating economic restructuring

developing lifelong learning

reinforcing social dialogue

14.3 EU Rights at Work

Every EU worker has minimum rights relating to:
¢ health and safety at work: general rights and obligations, workplaces, work equipment, specific risks and

vulnerable workers

e equal opportunities for women and men: equal treatment at work, pregnancy, maternity leave, parental
leave

e protection against discrimination based on sex, race, religion, age, disability and sexual orientation

e labour law: part-time work, fixed-term contracts, working hours, employment of young people, informing
and consulting employees
Transparent and Predictable Working Conditions
All workers in the EU will have the right to:
e more complete information on the essential aspects of their work, to be received early and in writing,

¢ alimit to the length of probationary periods at the beginning of the job to six months,
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o take up another job with another employer; any restrictions to this right need to be justified on objective
grounds,

be informed within a reasonable period in advance when work will have to be done — especially for workers
with unpredictable working schedules and on-demand work,

effective measures that prevent abuse of zero-hour contract work, meaning work contracts without a fixed
number of working hours,

e receive a written reply to a request for transfer to another more secure job, and
o receive cost-free mandatory training related to the job where the employer has a duty to provide this.
Fixed Term Work

The directive and the agreement on fixed-term work forbid employers to treat fixed-term workers less favourably
than permanent workers, unless different treatment can be justified on objective grounds. To prevent abuse of
successive fixed-term contracts, EU Member States, after consultation with the social partners, must put in place
one or more of the following limits:

e the objective reasons that would justify the renewal of fixed-term contracts or relationships
e the maximum total duration of successive fixed-term employment contracts and relationships
e the permitted number of renewals.

Part-Time Work

The EU states that new forms of flexible working can bring benefits for employers and employees alike, but part-
time work has to be on a fair footing.

A Framework Agreement between Europe’s employers and trade unions aims to:
e eliminate unjustified discrimination against part-time workers and improve the quality of part-time work.
o facilitate the development of part-time work on a voluntary basis

e contribute to the flexible organisation of working time in a way that takes account of employers’ and workers’
needs.

A Framework Agreement requires that part-time workers’ employment conditions may not be less favourable than
those of comparable full-time workers, unless there are objective reasons for different treatment.

It also strongly encourages employers, as far as possible, to take account of employees’ preferences and their
requests to transfer from full-time to part-time employment or vice versa. Employers should also facilitate access
to the relevant jobs.

Working Time Directive

The EU’s Working Time Directive (2003/88/EC) requires EU Member States to guarantee the following rights for all
workers:

¢ a limit to weekly working hours
o the average working time for each seven-day period must not exceed 48 hours, including overtime

o depending on national legislation and/or collective agreements, the 48-hour average is calculated
over a reference period of up to 4, 6 or 12 months

o arest break during working hours if the worker is on duty for longer than 6 hours
¢ a minimum daily rest period
o inevery 24 hours a worker is entitled to a minimum of 11 consecutive hours of rest

¢ a minimum weekly rest period
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o for each 7-day period a worker is entitled to a minimum of 24 uninterrupted hours in addition to
the 11 hours' daily rest

¢ paid annual leave of at least 4 weeks per year
e extra protection in case of night work
o average working hours must not exceed 8 hours per 24-hour period,

o night workers must not perform heavy or dangerous work for longer than 8 hours in any 24-hour
period,

o night workers have the right to free health assessments and, under certain conditions, to transfer
to day work.

Work-life Balance
This Directive includes:

e Introduction of paternity leave. Fathers/equivalent second parents will be able to take at least 10 working
days of paternity leave around the time of birth of the child, compensated at least at the level of sick pay.

Strengthening of the existing right to 4 months of parental leave, by making 2 out of the 4 months non-
transferable from a parent to another and compensated at a level to be set by Member States. Parents will
also have the right to request to take the leave in a flexible way (e.g. part-time or in a piecemeal way).

Introduction of carers' leave for workers providing personal care or support to a relative or person living in
the same household. Working carers will be able to take 5 days per year.

Extension of the existing right to request flexible working arrangements (reduced working hours, flexible
working hours and flexibility in place of work) to all working parents of children up to at least 8 years old,
and all carers.

14.4 EU Legal and Regulatory Provisions Specific to New Forms of Employment

Temporary Agency Work

Although this Directive explicitly refers to agency work, it is possible that it may apply to workers in an employee
sharing scheme which would be relevant to IN-FORMS.

The Directive:

o lays down the principle of non-discrimination, regarding the essential conditions of work and of employment,
between temporary workers and workers who are recruited by the user company.

ensures greater transparency and increases confidence in the temporary work sector. It thus improves
protection for the workers concerned while giving greater flexibility to companies.

protects the same rights for temporary workers who are pregnant as those of permanent workers.
e ensures that temporary workers should have the same access to amenities and collective services at work.
e instructs the user company to inform temporary workers of any permanent vacancies.

Afurther EU directive (91/383/EEC) ensures that fixed-term and temporary agency workers, who are more exposed
to the risk of accidents at work and occupational diseases than other workers, have the same level of safety and
health protection at work as other employees.

Platform Work

In February 2024, the European Parliament adopted a Directive on Platform work. This establishes the following:
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The new law introduces a presumption of an employment relationship (as opposed to self-employment) that is
triggered when facts indicating control and direction are present, according to national law and collective
agreements, and taking into account EU case law.

The directive obliges EU countries to establish a rebuttable legal presumption of employment at national level,
aiming to correct the imbalance of power between the digital labour platform and the person performing platform
work. The burden of proof lies with the platform, meaning that it is up to the platform to prove that there is no
employment relationship.

The right to disconnect

The right to disconnect is not defined in EU law. However, the EU Parliament is very aware of the increasing impact
of mobile technology on working conditions and wants to introduce legislation. On 21 January 2021 it called on the
Commission to come up with a law allowing employees to disconnect from work during non-work hours without
consequences and setting minimum standards for remote work.

The EU Parliament noted that interruptions to non-working time and the extension of working hours can increase
the risk of unremunerated overtime, can have a negative impact on health, work-life balance and rest from work;
and called for the following measures:

e Employers should not require workers to be available outside their working time and co-workers should
refrain from contacting colleagues for work purposes

e EU countries should ensure that workers who invoke their right to disconnect are protected from
victimisation and other repercussions and that there are mechanisms in place to deal with complaints or
breaches of the right to disconnect

e Remote professional learning and training activities must be counted as work activity and must not take
place during overtime or days off without adequate compensation

14.5 Undeclared Work

Within the last ten years, all Member States introduced various measures to step up their efforts in the fight against
undeclared work, given its negative consequences. Most of them are in the area of deterrence measures to
influence people's behaviour with stricter sanctions or focusing on more effective inspections. In addition, Member
States use preventive measures such as

e tax incentives
e amnesties
® awareness raising
to decrease the incidence of undeclared work and facilitate compliance with existing rules.

The European Platform tackling undeclared work enhances cooperation between Member States' relevant
authorities and other actors involved to fight undeclared work more effectively and efficiently while fully
respecting national competences and procedures.
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15 Legal and Regulatory Frameworks in the Partner Countries

Generally speaking, the legal and regulatory frameworks (with the exception of Albania which is not an EU member
country) reflect the overall EU employment framework. Some examples are given below. It is notable that only a
few national legislative frameworks explicitly deal with new forms of employment, although some governments do
have strategies for job creation which are relevant.

15.1 Albania

Although Albania is not part of the EU, it has a similar set of employment laws and strategies, some of which are
relevant to the sport sector and new forms of employment.

The Albanian Labor Code governs employment relationships, outlining provisions for various contract types,
including part-time, work-from-home, teleworking, fixed-term, and indefinite-term contracts. It mandates written
employment contracts and stipulates conditions for working hours, overtime, minimum wage, social security
contributions, and non-discrimination. The Labor Code facilitates new employment forms by recognizing diverse
contract types, such as teleworking and part-time arrangements, which can be advantageous in the sports industry.
However, strict requirements for written contracts and adherence to specific working conditions may pose
administrative challenges for organizations seeking flexible employment models.

Law on Sports (Law No. 79/2017, amended by Law No. 105/2020) regulates the functioning and organization of
sports activities in Albania, including the legal status of sports entities, athletes, and coaches. It sets standards for
professional qualifications, rights, and obligations of individuals involved in sports. It provides a structured
framework for sports-related professions, potentially facilitating the formalization of employment in the sector.
However, stringent qualification requirements and regulatory standards may limit the adoption of unconventional
employment forms, such as freelance coaching or short-term contracts, thereby presenting barriers to flexibility.

The Law on Protection from Discrimination ensures equality before the law and prohibits discrimination in
employment based on various grounds, including gender, race, and disability. It mandates equal treatment in
recruitment, remuneration, and access to professional development. By enforcing non-discriminatory practices,
this law facilitates inclusive employment opportunities in the sports sector, encouraging diversity and equal access
to new forms of employment. Compliance requirements may necessitate additional training and policy adjustments
for sports organizations, potentially posing implementation challenges.

The Law on Safety and Health at Work mandates employers to ensure safe and healthy working conditions,
conduct risk assessments, and implement preventive measures to protect employees' well-being. In the context of
new employment forms, especially remote or freelance work in sports, ensuring compliance with health and safety
regulations can be complex. While the law aims to protect workers, it may present barriers to flexible employment
arrangements if organizations find it challenging to meet safety obligations outside traditional work environments.

The National Employment and Skills Strategy 2023-2030 aims to enhance employment opportunities and skills
development in Albania. It emphasizes the promotion of new forms of labour, supports short-term intensive
employment, and encourages flexibility at work, including digital solutions and the emergence of new occupations.
The strategy actively facilitates innovative employment practices by advocating for flexible work arrangements and
the integration of digital solutions. In the sports sector, this could translate to support for roles such as virtual
coaching, online fitness training, and other digitally mediated sports professions, thereby promoting adaptability
and modernization.

While Albania's legal and policy frameworks provide avenues to facilitate new forms of employment in the sports
sector, certain regulatory requirements may pose challenges. Organizations should carefully navigate these laws to
effectively implement innovative employment practices while ensuring compliance.

15.2 Belgium (Flanders)
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Flanders has a complex set of laws and regulations governing employment and in some cases employment in sport.

The Labour Law of 16 March 1971 and the Royal Decree on the working hours and employment at night and on
Sundays and public holidays of employees in the sociocultural sector (Royal Decree of 16 June 1999) and the
collective labour agreement of 25 October 1999 set the minimum and maximum limits of working hours,
employment agreements, work regulations and flexibility of working hours. In the case of sport, these are judged
to provide too little flexibility to address the seasonal nature of demand fluctuation in the sector.

The Law of 3 July 1978 on employment contracts (Employment Contracts Law) is judged to require a high level of
administration for the various and different types of employment contracts which tends to act as a deterrent to
sport organisations employing staff, and there is a need for administrative simplification.

A Law of 8 April 1965 requires employers to provide an employment regulation that determines the mutual rights
and obligations of employee and employer. The work regulations contain information about working hours,
holidays, payment of wages, notice periods and more. In general, the amount of administration for the different
types of contracts and the specific terms and conditions per contract make organisations anxious to take the step
to employ themselves. Once again, there is a need for administrative simplification.

Article 17 of the Royal Decree of 28 November 1969, concerning social security for employees, (amended by royal
decree of 3 September 2010) implies that certain employers in the sociocultural and sports sectors are in some
cases exempt from the obligation to pay social security contributions for certain employees, including animator,
leader, monitor, coordinator, coach, youth sports coordinator, groundskeeper, equipment manager, referee and
judge. Its provisions tend to encourage the employment of staff in these roles since it allows the employee to earn
up to €7,460 per year with a fixed income tax of only 10% with no social security contributions.

The Law of 24 July 1987 on temporary work, temporary agency work and the posting of workers for the benefit
of users (Temporary Agency Work/Employment agency Law) covers the performance of temporary work and the
posting of workers to a user company. However, it imposes contractual restrictions and burdens which act as a
deterrent to sport employers attempting to use these provisions.

The Decree of 8 November 2013 on the promotion, coordination and subsidisation of employment in the sports
sector facilitates the employment of sports technical, logistical and administrative staff within the sports sector and
determines, among other things, the recognition and subsidization of an organization that is responsible for the
coordination and employment of a pool of sports supervisors and sports assistants. For each policy plan period, one
organisation is appointed for the coordination and employment of a pool of sports supervisors and sports
assistants. Since 2014, this has been Sportwerk Vlaanderen. This organization has built up enormous experience
with regard to sports and employment over the years and promotes the concept of shared employment.

Regulation of labor relations, establishment of a Labor Inspection Body and other provisions. (Law No 2639/1998)
regulates special forms of employment, in particular part-time employment.

Article 67 Law No 4808/2021 regulates the new form of working from distance such as platform work with the use
of technology.

Presidential Degree No. 80 December 4, 2022, Issue 1, Sheet No. 222 is essentially a codification of the legislation
governing individual labor law, which includes the basic regulations for the employment contract, its meaning and
content, its preparation and termination, working time (hours and leaves) and remuneration, etc.

In France, all the national laws and regulations governing labour law are listed in the «Code du Travail», drafted for
the first time in 1910. This exhaustive document governs all relations between the employer and the employee,
from the start to the end of the contract (hiring process, working conditions, suspension or termination of the
employment contract etc.). This is not a frozen document. New decrees and regulations laws are regularly amended
or added to better adapt to the reality of changes and new dynamics observed in the working environment.

When it comes to choosing a type of employment contract when hiring an employee, knowledge of the Labour
Code (Code du Travail) is essential. The type of contract that will be chosen will necessarily belong to a defined and
regulated category of the Labor Code. The Labor Code represents the first level of labour law. A second level exists
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in certain sectors of activity. This second level is called a National Collective Agreement. It makes it possible to adapt
the rules of the Labor Code to the specific situations of a sector or activity.

The agreement can promote the emergence of new forms of employment in a sector if an agreement is reached
between representatives of employers and employees. The Collective Agreement makes it possible to adapt the
organization of work within the limits provided for by the Labor Code.

Therefore, it exists in France two levels that regulate the relationships between the employer and the employee:
1. The Labor Code
2. The Collective Agreement specific to each sector of activity (e.g. sport, banking, real estate)

There is a National Collective Sport Agreement (CCNS) which was officially signed in 2006 following seven years of
negotiation. Relatively recent compared to other Collective Agreements, the CCNS has undergone many changes
since its official recognition. The CCNS has made it possible to make employment in the sports sector more flexible
and secure in France. The CCNS, for example, offers the possibility of increasing the working time of a part-time
employee in case of a peak in activity. That possibility is offered by the CCNS and not the Labor Code.

The most important advantage of the CCNS is to bring together around the same negotiating table all the
stakeholders (employees and employers) who are aware of the difficulties or improvements that must be made to
the sports sector in terms of employee/employer relationships, while remaining within the framework of labour
law as defined in the Labor Code. The CCNS has played an important role in the emergence of new forms of
employment in sport, in particular by having established the Permanent Intermittent Contract (CDII), that is one of
the most used working contracts in sport in France.

15.4 Greece

As well as general employment legislation (similar to the labour codes discussed above), Greece also has Article
67, Law No. 4808/2021 which regulates new forms of employment which involve working from a distance (including
platform work supported by the use of technology) and a Presidential Decree No. 80 which codifies legislation
governing individual labour law which includes the basic regulations for the employment contract, its meaning and
content, its preparation and termination, working time (hours and holidays) and remuneration, etc.

15.5 Luxembourg

By comparison, Luxembourg has only one relevant legal requirement, the Labour Code (April 2021) contains
provisions applicable to all employees exercising an activity on the territory of the Grand Duchy Grand Duchy of
Luxembourg all legal, regulatory and administrative provisions, as well as those resulting from collective
agreements declared to be of general application or an arbitration decision.

15.6 Poland

In line with other partner countries, Poland has a Labour Code which regulates employment relationships in all
sectors including sport. It defines terms and conditions of employment, such as types of employment contracts,
working hours, holidays, overtime, leaves, benefits, minimum wage for a full-time employee, termination of
employment, and severance.

There is also a Civil Code which regulates employment forms that may fall outside traditional employment
relationships, such as contracts for specific tasks or freelance agreements. These contracts must adhere to the
general principles of contract law outlined in the Civil Code, including obligations, liability, and termination terms.

In addition, there is also a Sports Law which regulates the functioning of sports organisations, including the
employment of athletes and coaches. This law provides specific provisions regarding the rights and duties of sports
professionals, contractual agreements, and the organisation of sports events. It can affect how employment
relationships are structured in the sports industry.
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Like all EU states, Poland has anti-discrimination Laws that apply to all sectors, including sports. Any new form of
employment must ensure non-discrimination based on gender, age, disability, race, religion, or other protected
characteristics. This is crucial in creating fair and inclusive employment practices in sports.

Relevant to the promotion of new forms of employment, the country also has the Good Governance Code for the
Polish Sports Associations which is a non-legislative tool. It is a handbook, a collection of recommendations and
best practices that can be useful for management boards wishing to reform their sports organisations.

15.7 Portugal

Portugal has a Labour Code, Law No. 7/2009 (12 February). This is a general legal document that regulates labour
relations between employees and employers, namely the employment contract and its different modalities and
specific information on: place of work, remuneration, number of hours, allowances, vacation periods, absences,
termination of employment, dismissal and collective labour disputes, and so on. As such, it does not act as a barrier
or facilitator of new forms of employment.

However, there are also laws which cover the Legal Regime of the Sports Practitioner's Employment Contract
embodied in Law No. 54/2017, the Sports Training Contract and the Representation or Intermediation contract.
This establishes the relationship between a sport employer and employee and the status of a Sport Entrepreneur.
The Sports Training Contract is entered into between a training entity and a sports trainee, under which the latter
undertakes to provide the latter with adequate training for the development of their technical capacity and the
acquisition of knowledge necessary for the practice of a sport, being the sports trainee obliged to perform the tasks
inherent to that training. It can be a facilitator of new forms of employment.

The Regulatory Ordinance No. 367/2012 establishes regulated professions in the sport sector and designates a
competent authority to carry out the recognition of professional qualifications. Establishing rules for the exercise
of sports professions is judged to be an element that facilitates the conditions for reconciling new forms of
employment and professional practice. In addition, the Law No. 106/2019 establishes an access regime and exercise
of sport coach activity. A similar Law No. 39/2012 covers a similar requirement for technical directors in gyms,
academies and health clubs.

Portugal’s Employment and Vocational Training Institute promotes the Activar.pt and Investe Jovem programmes
which provide a stimulus for job creation, the hiring of interns and promotion of young entrepreneurs which may
facilitate the emergence of new forms of employment, both of which may be helpful to the labour market
integration of youth, women and the disabled.

15.8 Netherlands

Like all other EU states, Netherlands has a raft of employment legislation which reflects the EU framework. There
is also a collective agreement for sport which must be acknowledged. Relevant to the topic of the IN-FORMS project,
the Dutch partner notes, “These laws provide everyone (individuals and companies) with the same set of
regulations in order to create a ‘level playing field’ for all who intend to create new forms of employment. In a way,
these regulations facilitate new forms of employment through a clear framework in which all parties have to adjust
to the same set of rules. At the same time the number of laws, rules and regulations provide a load of information
and restrictions which make it hard for new players to comply with all the requirements.”

15.9 Romania

Romania only has three legislative instruments relevant to sport employment.

The Labour Code regulates employment, the rights and obligations of employers and employees in dependent
relationships. This is judged to impose employment contracts as the main solution for employment and this limits
the potential for flexibility.
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The Sports Law regulates the employment of athletes, coaches and technical staff based on a Sports Activity
Contract. The taxation imposed by this law brings Sport Activity Contracts close to Employment Contracts in terms
of financial burden.

The Civil Code regulates self-employed contracts and provides limited facilities in rather limited circumstances.

Generally speaking, microenterprises are under financial pressure with the numbers having decreased drastically
in recent years.
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