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“In adversity so often comes opportunity.”

Introduction
This guide is dedicated to employers and trade unions representing employees to increase their involvement in the company to jointly identify problems and seek the best
solutions to the new reality of the COVID-19 pandemic. This study is intended to facilitate the creation of strategies and concrete undertakings for risk management and
the search for good practices to ensure business continuity with meaningful employee
participation. In this context, it is important to ensure the flow of information and consultations to jointly plan for change and seek to create the most favourable working
conditions in the face of the repercussions arising from the spread of the coronavirus,
whose presence could escalate shortly and lead to another international crisis. The
guide aims to support the social partners in recognizing the opportunities and risks
affecting the sustainability of the business, drawing attention to various aspects that
may have been overlooked in its operation to date and identifying challenges based
on a diagnosis of the post-pandemic situation.
The results of the empirical research, which consisted of desk research and in-depth
individual interviews conducted with the employer side, as well as the opinions of participants in the international training courses held in the six countries involved in the
project, were used to prepare the instructional content. In addition, reports from various European institutions on COVID-19 helped ensure that the public knows as much
as possible about this threat.
At the outset, it is worth emphasizing that before verifying acceptable solutions, it is
first necessary to identify the problem in order to make actions relevant and effective. Data collection on the coronavirus pandemic is all the more important as this infectious disease was not previously present, and often contradictory information increased anxiety and hampered proper management. At the same time, the mortality
statistics were alarming. The second clue is a thorough analysis of the environment and
the situation in the industry in terms of its vulnerability to COVID-19. Many companies,
especially those under restrictions to protect citizens from the disease, experienced
rapid changes in supply and demand, disrupted logistics and loss of economic stability.
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As a result of the necessary interventions by European governments to protect people
from the spread of the virus, there was a general downturn, with massive halts or reductions in activity in many sectors, reduced consumption and a freeze on investment.
The hardest hit were direct-to-consumer services, which had to close immediately due
to the need for social distancing and sanitary regimes. Examples include tourism, catering, transport, culture, and recreation. On the other hand, in the IT and telecommunication industries, all activities carried out electronically, at a distance, such as e-commerce, website management (hosting), logistics and warehousing, teleportation, and
courier activities, developed.
The global pandemic crisis is challenging the European economy. With the need to prioritize the health of citizens, it is at the same time important to protect sectors critical
for further socio-economic development to maintain jobs and take care of employees.
Various programmes to support investment, technology, and infrastructure aim to create a more resilient, digital and green Europe. With strong policy action taken to keep
GDP in positive territory (forecast for the euro area 2.7% in 2022 and 2.3% in 2023) and
slow down the unemployment rate rise, a recovery from the pandemic is anticipated.
Figure 1: GDP indicators in European countries

Source: Coronavirus – EU response, https://ec.europa.eu/

The key document containing the recovery package is the Recovery Plan, which is expected to provide an opportunity to break out of the impasse and carry out modernization in the following areas:
» research and innovation,
» equitable climate and digital transformation,
» preparedness, recovery and resilience, including action on health.
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In addition, the package takes into account:
» pursuing changes in cohesion policy and the common agricultural policy to maximize their contribution to the European Union’s priorities,
» the fight against climate change,
» protection of biodiversity and gender equality.

The multi-annual funding (2021–2027) of the individual projects includes headings:
1. Single Market, Innovation and Digital,
2. Cohesion, Resilience and Values,
3. Natural Resources and Environment,
4. Migration and Border Management,
5. Security and Defence,
6. Neighbourhood and the World,
7. European Public Administration.

| IMPORTANT |
European countries responded immediately to the health crisis and
mitigated the effects of the economic collapse. However, isolated action is insufficient. A collective rebuilding of Europe is needed, which
requires solidarity, cohesion and convergence to accelerate the green
and digital transformation, strengthening its competitiveness, resilience and international standing.
The pandemic was unlike any crisis to date, its nature proved to be disruptive and
evolving, and many of the consequences will continue to surprise as the problem has
not disappeared. Moreover, the impact and potential for recovery will vary greatly due
to the uneven level of socio-economic development of countries, even though the
virus spreads the same everywhere. Regions relying on direct-to-consumer services,
exports or a large number of small businesses may be more affected by the stagnation
caused by COVID-19. Supporting businesses and protecting workers take place to different extents, creating the risk of divergent market positions and widening disparities. The response to this state of affairs should be joint initiatives and the exchange of
good practices to create a level playing field for business management, as exemplified
by this project.
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Employee involvement
Workers’ representatives have the right to take an active part in employers’ business
management activities in order to increase resilience to various negative phenomena,
including preventing the consequences of pandemics. In practice, the strength of participation depends to a large extent on several factors, including the current situation
of the enterprise, the scale of the problems and the available remedies, the identification of space for negotiation based on a fair and honest assessment of the condition,
the attitudes of the partners themselves and the cooperation principles formed, the
willingness to reach agreements in the name of the common good. Irrespective of the
actual role that social dialogue plays in employment relations, it is subject to development constituting a manifestation of understanding of the contemporary model of
conducting business and democratization of life in the face of challenges of globalization, growing competition, technological progress, and creation of green order. There
is a need to change the partners’ awareness and approach to the tasks they perform
and the negotiating positions they occupy. As the superior actor at work, the employer
has the advantage, as he decides on business strategy and employment conditions
and bears the risks and responsibilities (material, personal). If there are trade unions,
their autonomy is reduced, and they must engage in dialogue to gain approval for their
undertakings in the legitimate interest of the general public. On the other hand, the
trade union side must not look solely through the prism of demands and social protection but should engage and seek better ideas and innovative changes.

| IMPORTANT |
Workers’ participation in information, consultation and participation
plays a crucial role in the effectiveness of the social dialogue. Moreover, it is one of the basic social rights enshrined in international and
European documents shaping contemporary labour relations.
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The point of reference for shaping the European social model is the EU legislation implemented into national legal systems, including, among others, Directive 2002/14/
EC of 11 March 2002. establishing a general framework for informing and consulting
employees in the European Community (L 80/29)1, indicating the need to strengthen
dialogue and promote mutual trust within companies to improve the predictability of
risks, make work organization more flexible and facilitate workers’ access to training
while maintaining security, and make them aware of the need to adapt to new requirements, increase their ability to take measures and actions to increase their job security
and their involvement in the activity and future of the company and ensure its competitiveness. As set out in the directive, it makes sense to seek to develop a process of
information and consultation on the situation and likely growth of employment in the
company and, if it is threatened, on the possible anticipatory measures to be taken, in
particular involving the development of employees’ skills to offset negative changes
or their consequences and to adapt to the realities of the various crises. Companies
should have programmes based on the concepts of 1) anticipation, 2) prevention, and
3) employability, the success of which depends on social dialogue implemented at
least by:
» information means the transmission by the employer to the employees’ representatives of data to enable them to acquaint themselves with the subject matter and
to examine it;
» consultation means exchanging views and establishing a dialogue between the employees’ representatives and the employer.
The main issues covered by these procedures include:
» the recent and probable development of the undertaking’s activities and economic
situation;
» situation, structure and probable development of employment within the undertaking and any anticipatory measures envisaged, in particular where there is a threat
to employment;
» decisions likely lead to substantial changes in work organization or contractual relations, including those covered by the Community provisions on collective redundancies and the transfer of the undertaking or part of it to another employer.
The information should be presented in sufficient time, form and content to enable
employee representatives to become familiar with the matter, analyze it and prepare
for consultation. Expert assistance may be used to understand the topics better and
seek to professionalize the cooperation. It is permissible to reserve confidentiality of
data, especially when it is a matter of business confidentiality. If there is a consultation
process, it is required to be undertaken at an appropriate time, manner and scope;
at an appropriate management level adapted to the subject of the discussion; based
on the information provided by the employer and the opinion of the workers’ representation based on it; in a way that allows both parties to meet and take a position,
i.e. to obtain a response from the employer with a justification to the opinion prepared
by the workers’ representation; to reach an agreement, especially when making decisions involving employment matters.
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When defining or implementing the practical arrangements for information and consultation, both parties should act in good faith, respecting each other’s rights and
obligations, taking into account both the interests of the company, mainly economic
aspects and the workforce, in terms of working conditions and guarantees. The guiding principle for reaching a compromise should ensure effectiveness while minimizing
burdens. Therefore, it is important to select the methods and tools of social dialogue
to facilitate the implementation of the guidelines adopted by the parties. Consideration needs to be given to tailoring the modalities, which often depend on the relationship and the surrounding circumstances. It can be complex (formalized) but also
simplified, devoid of procedures, undertaken on an ad hoc basis, based on traditional
contacts (face-to-face talks) or remote contacts (online communication). The frequency of engagement is noteworthy, as interest in the company does not have to be limited to key issues, but can be continuous, which integrates employees and allows for
a better understanding of business policy.
Table 1. Selected information and consultation techniques
FORMS
Provision of information
TECHNIQUES

leaflets, advertisements,
presentations, reports,
periodic activity reports,
ongoing reports, note

Consultation
meetings, consensus
conferences, workshops,
public hearings, focus groups,
opinion polls

The purpose of information and consultation should be to exchange opinions, learn
about comments and ideas, and reach an agreement, i.e. a mutual understanding and
agreement on matters affecting employment. The success of such an agreement depends largely on the respect for principles that demonstrate the maturity and credibility of the contracting parties.

| IMPORTANT |
When engaging in dialogue, it is important first to determine the type
of employee participation in shaping the employment relationship
and then to establish the scope of the issues and the modalities for
handling and evaluating them.
The benefit of cooperating and seeking solutions is to avoid conflicts that have a destructive effect and are often a show of force without tangible results. If there is an
industrial dispute, both parties lose economically and in terms of image. In a crisis situation, as the COVID-19 pandemic proved, it is difficult to act autonomously, in isolation from the surrounding reality and top-down orders. On the contrary, it is necessary
to be flexible and forward-looking. Of particular importance are the universal values
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that should be protected. Undoubtedly, the following deserve attention: social peace,
independence of partners, good faith, trust, equality of parties, and human dignity
referring to both the crew and the employer. One should also not forget labour and
economics, which interact to fulfil two basic functions: protective and organizational.
Work should be considered when preparing strategies and business models, as it is
a source of income and generates the necessary means of subsistence for the employee and his family. Therefore, it is necessary to take care of it and prevent the destruction of jobs, even when circumstances necessitate restructuring the enterprise. In the
broad sense of the term, improving working conditions and social security should be
the aspiration of both parties. This, in turn, translates into the welfare of the employer
as the entity that provides employment and ensures the standard of work. Therefore,
taking his interest into account is legitimate and even necessary. When resolving various issues, the question often arises whether to keep jobs, even at the cost of reduced
wages, or fight for workers’ rights without looking at the consequences.

| IMPORTANT |
Regardless of the subject matter of the dialogue, there is often a clash
between two values: work and fair wages and the freedom to conduct the economic activity (freedom) of one’s choice. In crisis conditions, these take on particular importance, and to strike a balance,
economic rationale, rather than vested interests or political considerations, should guide the dialogue.
Rationalism plays an important role in labour relations, understanding that the lack of
resources to meet workers’ obligations makes agreements worthless and fosters social conflict. Gaining more rights at the company level does not always mean fulfilling
them because they are not economically unlimited. One must be guided by the principle of adequacy and adopt workable solutions, as competitiveness and globalization
force employers to reduce labour costs. Dialogue conducted in this way is constructive
and useful. It does not harm material terms (wage reductions, financial losses for the
company) or human terms (stress, instability, risk of bankruptcy). For this reason, when
entering into talks, it is important to choose how they are conducted and to prepare
arguments that refer to the current socio-economic situation of the country (region)
and the scale of the challenges that this causes, which need to be addressed to remedy
employment problems. This then increases the likelihood of maintaining a calm that
safeguards the interests not only of the parties but also of others (clients, contractors)
and the immediate environment (communities, local authorities).
A principle conducive to consultation and employee involvement is equality before
the law, understood as an equal and stable arrangement of opposing forces. Equality
before the law means the requirement to apply the applicable legislation on the same
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(identical) basis to its addressees. There must be a balance between the parties. If there
is an informal shift of advantage in favour of one of them, there is a risk of failure of the
dialogue. The parties cease to be treated according to an equal measure, without discriminatory and favouritism differentiations, which hinders the constructive construction of employment models. The balancing of capital and labour is a sine qua non for
the maintenance of correct relations between employer and workforce. Harmonious
social development and the quality of the industrial relations system, which translates
into economic health, depend on it.
A manifestation of participation is the ability of employee representation to bargain
and enter into collective agreements and arrangements to represent and defend the
workforce’s rights and professional and social interests. In a broader sense, it is also
about controlling compliance by the employer and public authorities, participating in
the shaping of laws, and carrying out information activities.

| IMPORTANT |
Social dialogue means collective bargaining and the conclusion of
collective agreements.
Conducting collective bargaining means all negotiations between the employer and
trade unions acting on behalf of all employees to regulate working and pay conditions
and determining the parties’ mutual obligations if they do not result from generally applicable legislation. Negotiations are often used to settle disputes to prevent strikes or
other industrial actions. They are either voluntary or required by law. Formalism means
procedures must be followed, subject to judicial or administrative review.
An example of EU legislation setting out a negotiation procedure is Directive 98/59/
EC of 20 July 1998 on the approximation of the laws of the Member States relating
to collective redundancies (L 225/16)2. Under the terms of this act, an employer intending to make redundancies is obliged to consult the workers’ representatives in good
time to reach an agreement. At a minimum, the agreement’s content consists of ways
and means of avoiding redundancies, in particular, the use of social measures and retraining assistance to increase the protection of the workforce while considering economic and social sustainability. These indications for action remain valid regardless of
the reasons for the reduction in employment (economic, organizational, technological,
production), the background of which may have been the COVID-19 pandemic and the
new reality it has triggered.
Another regulation is Directive 2001/23/EC of 12 March 2001 on the approximation of
the laws of the Member States relating to the safeguarding of employees’ rights in the
event of transfers of undertakings, businesses or parts of undertakings or businesses (L 82/16)3. It emphasizes the need to ensure the security of the workforce, mainly
by ensuring that rights are respected, by consulting and informing their representatives in good time and, where the transferor and the transferee provide for measures
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for their employees, by seeking to reach an agreement. Protective measures must be
implemented whenever there is a change of employer due to a legal transfer, merger
or demerger. This is because their essence is to guarantee that the workforce continues
to be employed under the same conditions, despite the personal transformation of the
employment relationship, i.e. the accession of the new employer to the existing rights
and obligations of the party transferring the business.
It is worth bearing in mind that EU legislation sets minimum standards and does not
interfere with the national legislation of a legislative, regulatory or administrative nature that is more favourable to employees or contributes to promoting or authorizing
collective agreements or other social partner arrangements to improve employment
conditions and the labour market situation.
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Risk management
Businesses need strategies that not only ensure their smooth operation and create opportunities for sustainable competitive advantage but also allow them in an
emergency to activate precautionary measures due to the volatility and uncertainty
of the environment. The unpredictability of the COVID-19 pandemic crisis demonstrated the lack of preparedness of employers who, taken by surprise, did not know
what specifically they had to do to maintain business continuity and keep employees safe. Many projects were undertaken without a thorough analysis of the opportunities and risks. Continuous arrangements and changes did not make people
comfortable, and chaos and misinformation emerged. Employees were not trained
and did not have clear guidance on what to expect. Instability in the professional sphere caused various problems in private life. There was resentment and criticism of the public authorities for the restrictions and prohibitions imposed without
adequate instructions and advice to guide further action. The fact that employers
were left without adequate support proved how important it is to safeguard oneself
against various risks.
There is no doubt that a crisis is a factor that strongly affects the operation of a company and makes it necessary to change or adopt a new management model. It does
not allow time for thoughtful countermeasures but requires an immediate reaction
under pressure and high anxiety about the future. A great deal of anxiety is caused
by ignorance regarding the length of the impasse and the impediments involved.
Such a state of affairs results in worrying trends in the form of reduced revenues,
stalled investments, non-creation of jobs, a decline in the growth of new businesses,
an increase in the number of declared liquidations and bankruptcies and employer
insolvency.
Depending on the industry and the business specifics, there are different responses
to the crisis. The atypical nature of the COVID-19 pandemic meant that irrespective
of sectoral differences, specific measures, usually involving reductions in production
or services, were taken, and non-standard solutions, deviating from previous prac13

tice, were enforced. Employers wishing to minimize the negative effects of economic
downtime adopted strategies to find immediate savings and reduce costs. These usually involved:
» slowing down or stopping business operations,
» discontinuing (shutting down) part of an activity (secondary, requiring excessive expenditure),
» reducing procurement (of materials and equipment),
» delaying or making necessary replacements, servicing, repairing machinery and
equipment
To maintain business continuity, there were:
» electronic (online) trade and service exchange,
» reorganization in the way goods and services are delivered (personalization of service),
» sale of vouchers for future use,
» a change in the company’s activities (production profile),
» intensification in the search for new customers (clients),
» verification of possible liquidity support instruments available under public aid and
those offered commercially.
It should be emphasized that remote working became very popular, which resulted in
a change of business location. Employers could dispense with the upkeep of the real
estate, mainly renting space, since the concentration of tasks took place in employees’
homes. Managing the business was possible remotely by electronic means. Thanks
to the imposed social distancing, common rooms (offices) were no longer needed for
work. Instead, computer equipment and access to an ICT network became required.
Another way of coping with the company’s maintenance was to go out to the customer and fulfil orders individually, ensuring delivery to the indicated address. This
often meant moving to the e-commerce channel. An example of an industry performing externally was catering, which developed catering and events in the virtual space.
Although social and professional meetings had to be cancelled, the need to interact
and maintain personal relationships proved essential. Depending on the type of event,
attendees were provided with a selection of meals, gifts and festive kits for the meeting. Similarly, commerce functioned to expand the range of products and facilitate
purchases. Courier companies and transport companies stood out for their increased
activity due to the high turnover of parcels and the isolated movement of people due
to the restrictions imposed on public transport. App-ordered rides were of interest
to passengers in need of a lift. The advantage of these IT-based solutions is the safety
of users not only from coronavirus infection but understood more broadly as a state
free from the dangers of living in society. In particular, it can facilitate the daily functioning of selected groups (elderly, disabled). In addition, convenience, time and cost
savings compared to traditional service use are important.
It is worth mentioning that the adoption of new ways of doing business triggered
by the COVID-19 pandemic has accelerated the processes of implementing innovations, searching for new technological innovations and thinking about the next generation and investments to empower businesses and resilience to various turbulences.
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An example is an artificial intelligence and its increasing use thanks to the refinement
of machines’ ability to exhibit human skills such as reasoning, learning, planning, creative thinking, and foresight. Increasingly perspicacious and creative technical systems
can perceive the environment, deal with external events, solve problems, and achieve
a targeted goal. By optimizing programmes, artificial intelligence can receive data
more efficiently, process it better and react accurately after analyzing previous actions.
As a result, its use is rapidly expanding. It replaces and exceeds the capacity and endurance of the human mind more effectively. It proves its worth in everyday activities
such as: providing personalized recommendations when shopping online or searching
(checking) for specific products based on a search engine’s history; using virtual assistants to provide advice and guidance, organize activities; detect fake news and ensure
secure transactions, which is extremely important in commerce in terms of product
selection, resource planning, logistics. It is also important in many services: banking
and finance, insurance, brokerage and consulting, real estate, security of persons and
property. In the automotive sector, navigation and automated sensors are being used
to detect dangerous situations and accidents, and autonomous cars that move without
a driver’s involvement are expected to be a novelty. Advances in the advanced use of
artificial intelligence are evident in medicine, as evidenced by improvements in rescue (emergency calls), diagnosis and treatment methods. The fight against coronavirus
contributes to infection recognition, thermal imaging, and tracking of the spread of
COVID-19. With the spread of these applications in healthcare, a breakthrough can be
expected in ensuring safe and hygienic working conditions for employees and rational
business management. On the other hand, taking technological developments comprehensively, it is fair to say that the change in almost all aspects of life and the economy will translate into work. In the new reality, business models must consider the digital potential and activities in the online environment. This means creating personnel
policies based on knowledge and digital competences. These are still scarce commodities, and preparing employees to function in a remote, automated, data-dependent
environment is therefore indispensable. At the appropriate level, they must represent
the set of professional, personal and social skills expected in companies based on intellectual capital, which is revolutionizing the entire production and service sphere.
This is confirmed by the experience of remote working treated as an innovative, flexible form of employment, which has proven the role of training and agility in rapidly
adapting to the challenges of the modern pandemic. Indeed, the coronavirus turned
out to be a crisis taking an unexpected turn on a global scale, from health, family and
environmental problems to a deep economic recession.
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Figure 2: Examples of the application of artificial intelligence

Source: What is artificial intelligence, and how is it used? https://www.europarl.europa.eu/

It is important to remember that a properly constructed business model should define
how the business is run to be profitable, create value for customers, and establish the
scope for cooperation with partners. In order to meet these requirements, it is necessary to select competent human resources and to create a background in the form of
an organized complex of tangible as well as intangible assets connected by a functional bond4. An important role is played by the components that make up a certain complete model. Their interdependence means that even an insignificant decision by an
employer to change one part can have several consequences and lead to the modification of other elements. For this reason, increased caution is advised against acting too
hastily in an otherwise emergency situation that requires an immediate response. The
most commonly mentioned components include:
» customer segmentation,
» value proposition,
» distribution channels,
16

»
»
»
»
»
»

revenue structure,
customer relationships,
key resources,
cost structure,
key partners,
core business5

Many models ignore aspects of risk and do not provide countermeasures. However,
companies should be prepared for unexpected events and have alternatives when
operating in an uncertain environment. Different approaches to maintaining business
continuity are used in practice. In the case of COVID-19, the impact of the pandemic on the industry was significant. The negative impact was felt more strongly in service-dominated and customer-oriented economies, dependent on global suppliers,
sustained by few departments, with a monolithic structure and businesses small. One
way of responding to the crisis may be passivity, a willingness to wait and observe the
changes taking place seen as an ad hoc response and a temporary state. Despite the
uncertainty, hope is expressed for a return to pre-crisis reality. The second type of behaviour is an adaptation, i.e. adjusting to a new situation. Employers try to select the
best possible solutions and assess their effectiveness on an ongoing basis, improve
them or discard them to remodel their business principles in the face of the following transformations. Another response example is focusing on innovation, seeking
non-standard means and methods to strengthen market position, and taking advantage of opportunities arising from the crisis.

| IMPORTANT |
The more worrying the crisis becomes, the broader the view of the
problem and the more measures should be applied to protect the
enterprise from the downturn and to meet new challenges.
Interference in the business model is the result of various factors. Both external (market)
phenomena and the totality of the company’s internal conditions interact. The decisive
factor is the voice of the employer – his leadership qualities, courage, experience, knowledge of the rules of economics, ability to accurately diagnose and predict, responsibility
and looking at others (the fate of employees, the interests of customers, dependencies
of contractors). The potential (wealth) of the enterprise plays an important role. Its financial, organizational, personnel and technical capacities are not unlimited. They must be
matched to the vision of change for relative balance and certainty of survival. There are
some ill-advised projects (requiring large amounts of money, unsupported by sound market analysis, with an overestimated rate of return) that may generate losses and increase
the probability of failure, worsen the company’s viability and lead to staff reductions.
Dynamism in action must not be exaggerated. If the scale of disorder is large, it is better
to exercise restraint while monitoring the extent and pace of change in the economy.
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Organizational structure can be helpful. If it is flat, non-formalized, and flexible, then
functions and positions are easily transformable. Administrative procedures and the accompanying bureaucracy are unnecessary. On the other hand, it is much more difficult
to make changes in a company when there is a multi-level and hierarchical structure.
Today, there is a move away from complex and complicated organizational schemes,
prescriptive management styles and centralized authority. The emerging post-industrial economy, in which intellectual potential is an essential resource, is increasingly
adopting a networked nature of relationships, with dependence arising from skills and
reputation rather than assigned authority.
Employees have a significant influence on the type of business model adaptations
to the crisis. Their stance, supported by specific actions, can encourage or inhibit change. If the employer expects acceptance, it should ensure the participation of
the workforce in matters that affect them. Lack of information, compounded by fears
about the future, is often a barrier to reaching an agreement and gaining the support
of workers to allow the company’s sanitation to proceed smoothly.
In practice, there are five types of adaptation of the individual in a society that occur in
labour relations. These include:
» conformism, i.e. the ability to adapt to the rules in force in a given environment,
to approve the goals and the means leading to them;
» ritualism, consisting in the resignation or lowering of the level of aspirations and the
acceptance by the individual of only legal means, in the knowledge that the attainment of a higher social position is not possible using them;
» innovation is perceived as a way of pursuing goals by means commonly regarded as
immoral or illegal, implying acceptance of cultural goals while rejecting legitimate
means of achieving them;
» withdrawal, i.e. the desire to avoid any form of life in society, chosen by passive, often
dependent, problematic people; it is associated in parallel with the negation of the
means to achieve the goal;
» rebellion perceived destructively, identified with the rejection of norms and rules
while wanting to introduce one’s own6.
Human relationships can be quite complex. One has to demonstrate knowledge of
rules of conduct and adhere to axioms to ensure social order in the working environment. Sudden changes mean existing norms are out of step with the emerging reality,
and new norms are lacking, which promotes employee anomie. It manifests in excessive freedom, disregard for duties, non-performance of tasks, and misappropriation of
official property. As a result of organizational chaos, unclear regulations, and incompetence of the management, it is difficult to control the workforce and require them to be
disciplined, especially when there are no incentives but rather the vision of worsening
employment conditions.
Analyzing the business model elements, it can be seen that employers reacted to each
of them. The variation in conduct demonstrates that risk management requires a multi-faceted approach. Although digitalization is the dominant trend, other measures become no less important if they positively impact the business’s functionality.
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Table 2. Examples of changes in business model elements
Num.

ELEMENTS OF
THE BUSINESS MODEL

EMPLOYER RESPONSE

1

customer segmentation

searching for new customers; redefining key and
secondary customers; introducing safeguards
against the least profitable, insolvent customers;

2

value proposition

introducing innovative solutions; reducing
product and service prices (discounts, rebates)
and instalment sales;

3

revenue structure

preventing late payment by customers; seeking
sources of credit and assistance programmes;
using instruments to reduce payment
bottlenecks;

4

distribution channels

diversifying channels; moving online; using
digital technology;

5

customer relations

developing new ways of communicating at
a distance; using social media; spreading online
transactions and payments; using vending
machines and self-service checkouts;

6

main resources

maintaining jobs; making employment more
flexible; informing and consulting employees;

7

cost structure

seeking savings; rationalizing expenditure;

8

key partners

restoring supply chain continuity; seeking new
sources of supply;

core business

adapting the way of doing business to state
restrictions and the new reality; complying
with the sanitary regime; organizing remote
working; providing and operating electronic
infrastructure; holding back investments;
safeguarding the interests of the company;
taking advantage of opportunities during the
COVID-19 pandemic;

9
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Personnel policy
One of the elements of the company’s strategy is the personnel policy, understood as
a set of rules and procedures for dealing with employees. It consists of employment
relations defining the mutual rights and obligations of the parties to achieve the company’s goals and objectives and to ensure the employees’ professional, social and personal needs. It must interact with the other components of the business model for the
management system to run smoothly and for the basic functions of planning, organizing, motivating, and controlling to be carried out. A SWOT analysis of the enterprise as
a whole helps decide on the direction of personnel policy, identifying: S (strengths) –
strengths; W (weaknesses) – weaknesses; O (opportunities) – opportunities; T (threats)
– threats. It is also necessary to align with the overall vision and management concept
its components (subcomponents), among which are: recruitment (selection of people
for jobs); organizing and directing employees in the work process; appraisal, motivation and promotion system; wages and welfare; professional development (education,
training); leisure and recreational activities.

| IMPORTANT |
Personnel policy aims to attract the right employees needed to fulfil
the company’s mission and to maintain their ability to fulfil their assigned tasks in the most optimal way.

The main challenge of personnel policy is to shape the company’s social potential
to the maximum possible extent in the existing internal conditions and external environment according to the set business objectives. Due to the dynamics of change in
the market, increasing competition, globalization, business insecurity and, in addition,
21

the emergence of a pandemic crisis, the need for atypical employee management has
increased. The need for knowledge has also intensified in the face of the intensive development and use of ICT and the expansion of the service sector. As a result, employers are forced to make employment more flexible, modernize workplaces and improve
staff competence. As part of their rationalization efforts, they are displacing the classic
organization of work by implementing innovative methods for managing employees,
effectively using their potential and properly allocating their strengths in terms of their
combination with other resources to build company value and contribute to economic
development. At the same time, they expect partnership, creative thinking, loyalty and
shared responsibility in the transformation of work. In return, they create favourable
employment conditions, especially a fair remuneration system, and provide greater
autonomy.

| IMPORTANT |
The transformation of the labour regime expressed in the transformation of the classic employment relationship into flexible forms of
employment is a phenomenon that gives an advantage in a competitive market, as demonstrated by remote working during the COVID-19
pandemic.
The atypicality of employment consists in departing from the characteristics inherent in the classic (standard) employment relationship, which is distinguished by: the
personal nature of the provision of work for the benefit of another entity, subordination, remuneration, location, temporality (designated working hours) and an imposed
mode of cooperation including, among other things, teamwork, constancy (regularity),
repetition of the fulfilment of a certain type of tasks, the privileging of the employee
linked to his/her security (social, personal), the bearing of risk by the employer for the
business activity. Flexibility concerns both the legal basis of employment and organizational forms. They are spreading:
» term employment contracts,
» part-time (part-time) work provision,
» self-employment, business-to-business (B2B) contracts,
» civil law contracts (performance of orders, works),
» temporary work contracts concluded by an agency on behalf of a user employer
(staff leasing).
The catalogue of ways of organizing work is diverse. It depends on the criterion adopted, which may be:
» working time,
» place,
» the type of employee subordination,
» scheduling.
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A significant role is played by the differentiation of working time dimensions and
schedules by deviating from an imposed standard defining a rigid number of working hours within the adopted reference period. Suppose employers want to rationalize
their business costs and link periods of actual work to actual work demand. In that case,
they have a wide range of configurations to make efficient use of the time employees are required to be available over a day, week, month or longer. The use of flexible
systems, such as equivalent, intermittent, shortened weeks, and task-based systems,
allows employers to manage working time in a less constrained way but requires them
to pay particular attention to and skilfully manage their settlement (ensuring employees’ rest, paying compensation for overtime). They do not have to opt for one system
for all employees. On the contrary, they can adopt different working time systems
for different groups of employees in the company. They are free to introduce longer
breaks, temporarily assign employees to other tasks, reduce working hours or suspend
the application of internal regulations defining the rights and obligations of the parties
to the employment relationship. Within the adopted system, they may additionally determine different times (intervals) for starting and ending work, as well as establish shift
work consisting of the implementation of activities according to a schedule providing
for a change in the time of work performed by individual employees after a certain
number of hours, days or weeks, not excluding Sundays and holidays. The task-based
system, measured by the number of activities to be performed, is very popular, especially in the case of remote working. It is used when, due to the nature of the activity,
it is difficult to determine the start and end times, the performance of a specific job
depends on circumstances that cannot be foreseen in advance, mobility is required, or
the tasks assigned can be performed outside the normal course of business.
Workplace flexibility in the form of rotational staffing, mobility (multiple locations) or
remote assignment contributes to mobility and productivity. A typical example is a remote work, usually at the employee’s home. Modification of subordination involves
placing the employee at the disposal of another employer, temporary work, and outsourcing. On the other hand, the essence of layout changes, most often of people and
tasks, are transformations involving the individualization of work, horizontal dispersion, the emergence of task groups, and the creation of different links. The typically
hierarchical arrangement is giving way to networked interactions (networking), technology convergence (digital platforms) or integrated innovation systems.
The atypicality of the work influences a different perception of the employees, who are
not only the target of activities but, above all, a subject actively and offensively involved
in solving the company’s problems. There is an acknowledgement of their equal position in labour relations expressed in terms of co-participation. On the other hand, there
is a reduction in their legal and social security protection and insecurity, the pejorative
perception of which is heightened in a situation of reduced labour demand, as demonstrated by the COVID-19 pandemic. The democratization of the relationship between the
parties and the re-evaluation of expectations in the labour process must not take place
at the expense of workers alone. It is essential to maintain basic standards that improve
the quality of employment and minimize any social costs. The promotion of alternative
and flexible forms of work as more effective and relevant to the new reality must be
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linked to the accentuated need to increase the population’s welfare and counteract negative phenomena, mainly unemployment and social exclusion. Good personnel policies
should correspond to visions of the future world of work. Remote working is an example
that confirms these assumptions. It proved its worth during the widespread health crisis,
allowing business continuity and job retention while fostering work-life balance.
Remote working involves performing assigned duties away from the employer’s premises (unit) and the communication and transmission by employees of the results of
their work using direct remote communication. Its assignment depends on the type of
activities to be performed. It is suitable for occupations (occupations, functions, specialities) based on modern information and communication technologies, which can
be performed outside the workplace, in a task-based (project-based) formula, which
is easy to measure, and allow a high degree of freedom and independence of action,
which do not require continuous or direct control, which can be performed under
non-standard conditions, which do not require a technically created workplace, as in
production (assembly lines), commerce or services with customers.

| IMPORTANT |
A flexible employment formula that worked well during the COVID-19
pandemic is remote working. Because it relies on modern information technology, it is an appropriate model for creating future employment relationships.
For employers, remote working is a source of savings, as it generates lower costs for
the equipment and maintenance of workplaces, premises and buildings, as well as for
the provision of infrastructure; it allows flexible employment conditions in terms of
location and working time; increases employee productivity; promotes the concentration of management processes on strategic objectives; eliminates problems with the
day-to-day organization of work (lateness, leave on demand, leaving during working
hours); serves to optimize the state and structure of the workforce thanks to unrestricted territorial sourcing; reduces burdens and expenses in many areas of company operation (social services, security, cleaning, travel provision); reduces the risk of accidents
at work and sickness (reduction in sick leave); mobilizes constant monitoring and implementation of technological innovations to improve business operations.
As regards the benefits that remote working brings to employees, it allows them
to combine their professional and private lives (work-life balance); it increases the flexibility to work anywhere, at any time, in a way that is convenient to the current situation, one’s predisposition and pace; reduces commuting problems (traffic jams, air
pollution); makes it possible to engage in several types of activities at the same time
(additional work, further education, broadening of interests, improvement of health);
reduces the scale of misunderstandings in interpersonal relations; improves the quality
of life and increases comfort in daily functioning.
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The most common risks include ignorance and lack of comprehensive information
on the possibilities of effective use of remote working; a reticent attitude on the part
of the employer as a result of insufficient IT education and belief in the employee’s
ability to act independently; a stereotypical, conservative approach (mentality) of the
workforce to the issue of hiring in terms of choosing traditional rather than flexible
working arrangements; reduced confidence of the parties in remote working (issues
of data security, use of work equipment, communication efficiency); limitations in the
application of control and supervision of employees; problems with Internet access;
risk of overstepping the employee’s private sphere; deterioration in the quality of work
due to the feeling of loneliness and isolation in performing tasks, weakening of identification with the company; feeling of alienation due to the increasing role of technology
for information processing and communication.
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Summary
The issue of business continuity and employment is one of the basic elements of the
economy that determines its smooth functioning. It takes on a completely different
meaning in the context of the continuous and intense transformations currently taking
place in a world strained by the COVID-19 pandemic. Maintaining economic equilibrium is difficult when an enterprise is influenced by various processes that take place
simultaneously in the basic spheres of socio-economic life. Their versatility, interdependence and interpenetration require the creation of strategies geared towards assurance (crisis preparedness); flexibility; efficiency of supply chain management; the requirements of the all-encompassing ICT expansion and progression of current services;
staff competence (knowledge of the profile of Generation Z); atypical employment.
The experience of the pandemic period has confirmed that companies need to change
their approach in constructing new models from an explicit focus on reacting and
maintaining or rebuilding a competitive position to a reorientation involving a proactive and consistent effort to increase capabilities and strengthen market advantages in
the face of threats.
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