
Meeting with Alain Dehaze, CEO of Adecco Group 
22 November 2021, 13:30 

CAB SCHMIT/943 

 1/12 

 
 

Commissioner Schmit 
Jobs and Social Rights 

 

 
 

Meeting with Alain Dehaze, CEO of Adecco Group  
 
 

22 November 2021, 13:30 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Member of Cabinet in charge: 
Christoph NERLICH 
 
Briefing coordination:  

    
 

Main contributors:  
 

  
 

  

Ref. Ares(2021)7528332 - 06/12/2021



Meeting with Alain Dehaze, CEO of Adecco Group 
22 November 2021, 13:30 

CAB SCHMIT/943 

 2/12 

Scene setter  

You will meet with Mr. Alain Dehaze, CEO of Adecco Group, to exchange 
information regarding (i) employment in the automotive sector in the EU and (ii) 
the latest developments that shape the Instant Delivery Platforms Industry. 

You met with Mr Dehaze on several occasions: at the Business Days in March 
2020, in your office on 8 June 2020 and on 8 September 2020. You also had an 
online meeting with Mr Dehaze on 21 February 2021, in which you discussed 
the Member States’ response to the COVID-19 pandemic, as well as Adecco 
Group’s actions to support the Automotive Sector across Europe (which is also 
one of the topics for discussion at this occasion). 

The Adecco Group describes itself as the world’s leading talent solutions and 
advisory company. Its aim is to enable lifelong and sustainable employability for 
individuals and empower organisations to optimise their workforces. 

In its white paper on “Future of Talent in the Automotive Mobility Industry” 
(published on 2 March 2021),1 it notes the growing emphasis on digitisation and 
the increasing skills gap, pointing to the urgent need to up-skill and re-skill the 
workforce in order to “keep pace with the latest advancements in the industry 
[…] and maintain Europe’s competitive advantage in the sector”. 

You may wish to use this opportunity to mention the forthcoming proposal to 
improve working conditions in platform work (planned adoption on 8 
December), including the risk of misclassification of employment status, and the 
need for EU-level action to shape technological developments to protect social 
and labour rights. 

On 7 October 2021, two Adecco employees published an article entitled “Could 
the Agency Work Model Become a Leading Example for Online 
Platforms?”2. It gives a good overview of the opportunities and challenges 
posed by platform work (flexibility, enhanced labour market participation, but 
also unclear employment status, difficult access to social protection, unfair pay 
and compensation measures). It describes the forthcoming Commission 
initiative as being “filled with controversy” and having shortcomings, for 
example, in employment protection. Other relevant extracts include: 

 “Considering the complex variety of platforms that act as intermediaries 
between workers and tasks, regulating this form of employment is, 
unsurprisingly, a huge challenge for policymakers at both national and 
international levels. Importantly, what differentiates the various models is 
not whether they take place on– or offline. The difference is made in the 
way that the relationship between the platform, the worker, and the client 
is shaped.”  

 “The well-regulated agency work model facilitates the flexibility of and 
access to a diverse jobs market, enabling individuals to enjoy genuine 
independent or self-employed status without compromising their social 
rights and employment protections.” 

                                                

1 https://www.adeccogroup.com/future-of-work/latest-research/future-of-talent-in-the-
automotive-mobility-industry/ 
2 https://medium.com/@reshaping_work/could-the-agency-work-model-become-a-leading-
example-for-online-platforms-172a702ca976 
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Speaking points 

[Platform work] 

 The article “Could the Agency Work Model Become a Leading Example 
for Online Platforms?” asserts that one-size-fit-all solutions for 
platform work are not the answer – we both agree on that. 

 It concludes that “the problem of platforms abusing the self-employment 
model needs to be addressed, and platforms that operate as an agency 
should be regulated as such.” Also agree. 

 We are finalising an initiative on platform work. It aims to ensure 
decent, transparent and predictable working conditions and adequate 
social protection for people active in the platform economy, regardless of 
their sector of activity. 

 Widely consulted social partners and stakeholders, including platform 
operators and representatives of platform workers. Both sides share our 
analysis of the challenges, but differ on what should be done. 

o [Trade unions favour action at EU level, while employers call for 
national action and better enforcement of existing rules.] 

 Three core issues: risk of misclassification of employment status, 
algorithmic management, and cross-border transparency. 

 Employment status is a key issue. We want to achieve more clarity 
both for workers and platforms. 

o The proposal takes into account the diversity of platform work, 
and the fact that genuine self-employment exists in some forms of 
platform work.  

o We would refrain from proposing a third employment status 
as it could further complicate the existing situation. 

 The European Parliament’s own-initiative report on platform work 
(adopted on 16 September)4 advocates for strong action at European 
level. In particular, for a rebuttable presumption of employment 
status and reversal of the burden of proof. 

 On algorithmic management, people working through platforms 
deserve more transparency on the role that algorithms play in influencing 
their working conditions. 

 We also need to improve transparency and traceability of platform 
work, including in cross-border situations. 

 In parallel, the Commission is working on a related initiative in the area 
of competition law, which would open the possibility to engage in 
collective bargaining to self-employed platform workers. 

  

                                                

4 2019/2186(INI): https://www.europarl.europa.eu/doceo/document/TA-9-2021-0385_EN.html 
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[Skills in the automotive sector] 

 Recall the discussion in February 2021 about Adecco Group’s actions to 
support the automotive sector in Europe, especially from the perspective 
of the twin green and digital transitions, upskilling and reskilling. 

 The Commission has launched pan-European skills initiatives to support 
Member States and industry players in reskilling and upskilling: 

o Two “Blueprint Alliances for Sectoral Cooperation on Skills”, 
funded under the Erasmus+ programme, aim at creating new 
strategic approaches and novel forms of cooperation between key 
stakeholders for skills development solutions in the automotive 
industry. 

o The “Pact for Skills” – launched in November 2020 under the 

European Skills Agenda – mobilises  public and private 

stakeholders to join forces to invest in upskilling and reskilling.  

 A large-scale skills partnership, the “Automotive Skills 
Alliance”, has joined the Pact. It plans to upskill 5% of the 
workforce each year (around 700,000 people), with a 
potential overall private and public investment of € 7 billion.  
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Defensives 

[On platform work] 

How will the Commission avoid platforms from moving their businesses 
outside the EU/EEA as they will be asked to take more responsibility for 
their workers? 

 One thing is clear: the EU has the largest single market in the world, 
with nearly half a billion consumers and workers.  

 Platforms, as other companies, know that Europe is a place of 
innovation as well as a Union of values, where our strong social model 
is cherished as much as the benefits of new technologies and cross-
border freedoms.  

 The key issue here is finding a balance between reaping the 
opportunities of the platform economy and ensuring that the social 
rights of people working in it are the same as in the traditional economy.  

 As Commission President von der Leyen said: new forms of work must 
come with equal rights. The initiative will be looking into ensuring 
dignified, transparent and predictable working conditions and adequate 
social protection for people working through platforms. 

Does the Commission have competences in the field of platform work?  

 The EU Treaties confer a number of competences to the EU in the area 
of employment and social affairs. In particular, the EU is empowered to 
set minimum standards by way of directives in defined areas, such as 
working conditions and information and consultation of workers (Article 
153 TFEU).  

 These competences are very relevant for the area of platform work. 
Should the initiative also cover genuine self-employed workers, other 
legal bases in the area of internal market will need to be considered. 

 Whether work is delivered online (digitally) or offline (on-location), many 
digital labour platforms have a cross-border dimension.  

 We need to make sure that these new forms of work organisation are 
sustainable and fair. Rules applying offline – from single market rules, 
consumer protection, to intellectual property, taxation and workers’ rights 
– also have to apply online 

 EU action can support Member States to ensure fair conditions and 
opportunities in platform work. It can also bring clarity on applicable rules 
to help explore the full potential of digital labour platforms in innovation 
and employment. 

Do you intend to propose an EU definition of worker? 

 At the moment, there is no definition of "worker" either in the 
Treaties or in secondary legislation. EU labour law often refers to 
national definitions of workers / employees / employment relationships. 
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 The EU concept of a worker derives from the case law of the Court of 
Justice of the European Union, originally interpreting Art. 45 TFEU on the 
freedom of movement of workers and then extended to Art. 153.  

 However, the Court regularly points out that there is no single definition 
of worker in EU law as its exact scope depends on the area it is applied 
to (Case C-393/10, O’Brien, para 30).  

 The EU concept of worker has three basic and constant elements: the 
provision of labour, remuneration, and subordination. Therefore, the 
essential feature of an employment relationship is that a person performs 
services for and under the direction of another person in return for which 
they receive remuneration (Case 66/85, Lawrie-Blum, para 17). 

 The Court has tended to apply this notion of worker in interpreting 
Directives which make no reference to national definitions. Where the 
Directive in question contains such reference to national definitions, the 
Court tends to apply the principle of effet utile (effectiveness) to ensure 
that the definition is not so narrow as to exclude those who are in 
comparable situations to workers / employees under national law. 

Why does the Commission not extend the rebuttable presumption to the 
wider labour market? 

 Certain non-standard forms of employment are already regulated at EU 
level, providing a minimum level of protection for the workers concerned 
and thereby combating precariousness as well as segmentation of labour 
markets.  

 The three EU Directives on non-standard forms of employment (part-
time, fixed-term and temporary agency work) aim at improving the 
protection of the increasing number of workers concerned while also 
recognising the labour market role of these flexible forms of employment.  

 Moreover, Directive 2019/1152/EU on Transparent and Predictable 
Working Conditions modernises EU labour law and adjusts it to the 
new world of work. It gives new rights, in particular to on-demand, 
domestic workers and people working through platforms that are 
classified as employees. They need to know at the beginning of their 
employment – this means within the first week – what their basic rights 
and obligations are. This includes information on their remuneration, their 
working schedule and the duration of their contract.  

 The Directive also includes new mechanisms to make it easier for 
workers to enforce their rights. EU Member States have until August 
2022 to transpose the Directive into national law.  

 It is important to note that the Directive only covers people who are 
classified as employees and thus does not protect those classified 
as self-employed, which is often the case for people working through 
platforms.  

 The Council Recommendation on access to social protection for workers 
and the self-employed (2019/C 387/01) also addresses the challenges of 
access to social protection for all, including people working through 
platforms. 
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Background 

Main areas of action for the platform work initiative 

 Addressing the risk of misclassification of employment status of 
people working though platforms who operate as independent 
contractors but are in a de facto subordinate employment relationship. 
The aim is to ensure correct classification of workers and reduce the grey 
zone between dependent employment and self-employment.  

 Improving the fairness and transparency of algorithmic management 
practices applied by digital labour platforms. The aim is to provide 
workers with the necessary information on how their work and 
assignments are allocated, accounts rated or terminated, as well as 
ensure human oversight/review of decisions important for people working 
though platforms. 

 Supporting the cross-border transparency of digital labour platform 
activities. The aim is to increase the transparency and facilitate easier 
access to information for regulators, enforcement authorities, and other 
relevant stakeholders. 

 

Social partners’ reactions during the second-stage consultation 

Trade Unions 

 Trade unions generally agree with the objectives identified by the 
European Commission to ensure decent working conditions for people 
working in platform companies.  

 More specifically, trade unions call on the Commission to propose a 
Directive based on Article 153(2) TFEU that provides for the rebuttable 
presumption of an employment status with reversed burden of 
proof and a set of criteria to verify the status, and maintain that such 
instrument should apply both to online and on-location platforms.  

 With regard to the criteria to verify the employment status, ETUC has 
suggested own set of criteria based on ECJ decisions; the ABC test from 
California was also proposed as a possible example (ETF). 

 Additionally, trade unions support the plan to introduce new rights related 
to the algorithmic management, notably information and consultation 
rights for workers and workers’ representatives, exclusion of automated 
firing, right to data protection and privacy and portability of data. 

 They consider existing GDPR rights need to be made more specific in 
the context of platform work, and that the proposed AI Act does not 
address the specificity of AI uses in employment (ETUC). 

 Finally, trade unions are also in favour of the reporting obligations of 
platforms, clarification of the applicable social legislation of the country 
where the worker executes his work and underline the role of social 
partners in collective representation and social dialogue. 

 Trade unions strongly oppose a third status for people working through 
platforms. For some (ETUC, Eurocadres and ETF), the recognition of 
platforms as employers with sector-specific obligations is equally 
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important and necessary as the clarification of the employment status of 
people working through platforms.  ETUC and Eurocadres would like to 
see the upcoming initiative extended to all non-standard forms of work. 

Employers’ organisations 

 Employers’ organisations agree with the overall objective of the 
Commission. They agree that there are issues e.g. regarding working 
conditions, misclassification of employment status or access to 
information that should be tackled. However, they prefer that this is done 
at the national level, on a case-by-case basis and within the framework 
of the different national social and industrial relations systems. 

 More specifically, employers’ organisations expressed concerns about 
the rebuttable presumption of an employment relationship, as well as 
specific criteria to verify the employment status established at EU level. 
They maintained that a self-regulatory approach by platforms 
themselves, combined with a dedicated forum of key actors developing 
guidance on determining employment status, would be the right 
approach. 

 Employers’ organisations recognize the need to improve the information 
and transparency of algorithmic decisions and data privacy of people 
working through platforms. They however consider that the existing (P2B 
Regulation, GDPR) or upcoming (AI Act) legal instruments are designed 
for the purpose. 

 The focus should therefore lie on efficient implementation and 
enforcement of these regulations at the national level. The need to 
improve knowledge and clarity on the applicable rules when it comes to 
cross-border platform work was also recognized by employers’ 
organisations.  Apart from enforcement of existing rules, a register or 
reporting obligations by platforms was proposed as a possible solution by 
some (SGI Europe). 

 Employers’ organisations further highlighted that any possible action at 
EU level should be in line with two main objectives: allowing genuine 
self-employed to be able to fully benefit from the autonomy and freedom 
associated with their status and support sustainable growth of platforms; 
it should not hamper the development of innovative business models. 

 

The Pact for Skills 

 Objective: The Pact aims to mobilise and incentivise all relevant 
stakeholders to take concrete commitments for the upskilling and 
reskilling of people of working age, and, when relevant, pool their 
efforts through partnerships. 

 Members: The Pact can be implemented through concrete commitments 
of, for example, individual companies or other private or public 
organisations, regional or local partnerships, cross-sectoral partnerships 
or industrial ecosystems. 
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 Pact launch: The Pact was launched during the VET Skills Week on 10 
November. By launch date, automotive, microelectronics, and aerospace 
& defence had joined the Pact. 

 In the meantime also shipbuilding & maritime technology as well as 
offshore renewable energy are covered by large-scale skills partnerships 
(for details on these please see below). 

 Roundtables: Representatives of industry, regional and national 
authorities, social partners, and education and training providers were 
invited to these roundtables to promote engagement of industrial 
ecosystems in the Pact. 

 Commissioner Breton and you have now participated in high-level 
roundtables with all 14 industrial ecosystems identified in the EU’s new 
Industrial Strategy. 

Next steps 

 DG GROW and DG EMPL are working on the follow-up to the 
roundtables, working with the stakeholders to define concrete 
projects/actions which will achieve the objectives and bring more skills 
partnerships to the Pact. 

 A “second wave” of large-scale skills partnerships is to be established 
soon: by the end of 2021, it will be possible to announce partnerships in 
3 further ecosystems: agri-food, tourism and textiles. A further 
partnership in the Health ecosystem could be formalised in early 2022.  

 “Third wave” of large-scale partnerships: work is on-going with 
stakeholders and shows different stages of progress.   

 In 2022, DG EMPL will launch support services for those members of the 
Pact who have made concrete commitments. 

Five large-scale skills partnerships 

 Automotive (mobility-transport ecosystem). The ambition to upskill 5% 
of the workforce each year would result in around 700,000 people with 
improved skills along the whole ecosystem, representing a potential 
overall private and public investment of €7bn starting with regional pilot 
schemes.  

 Microelectronics (electronics ecosystem). Initiatives underpinning the 
ambition of the partnership represent an overall public and private 
investment of €2bn providing upskilling and reskilling opportunities for 
250,000 people (2021-2025) in Europe’s electronics clusters. It will 
mobilise new investment in digital learning infrastructure. 

 Aerospace and defence. The ambition is to upskill around 6% of the 
workforce each year reaching 200,000 people, and to reskill 300.000 
talents to enter the ecosystem representing a public and private 
investment of €1bn over the next ten years. 

 Shipbuilding (mobility-transport ecosystem). Their proposed actions 
include upskilling and reskilling over 200,000 workers in the next 5 years 
(i.e. 7% of direct workforce), including through piloting common training 
with a focus on digital and green skills; attracting 230,000 new workers to 
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the industry in the next 10 years; as well as gathering intelligence on 
current sectoral demographics, skills, employment, and training situation 
and forecasting future needs on the basis of the methodology developed 
by EU-Social Partners.  

 Offshore renewable energy (renewable energy ecosystem). A key 
commitment is to promote lifelong learning for all, underpinning the 
skilling process for the new jobs   expected   in   the sector, estimated to 
account for between 20,000 and 54,000 new workers in the first five 
years, making them more appealing, and targeting especially youth and 
women. It aims to offer digital skills lifelong learning for managerial 
positions.  

 

About the Adecco Group 

 Across the world, Adecco Group helps businesses optimise their talent 
and transform their workforces, and build the employability of people. 
It is a Human Resources provider and temporary staffing firm, which 
describes itself as “the world’s leading talent advisory and solutions 
company”. 

 The strategy of the company: “The world of work is constantly changing. 
Our brand ecosystem and 360° solutions cover the end-to-end Human 
Resources needs of our clients from building customised solutions to 
being a preferred partner for candidates and colleagues. It allows us to 
literally transform how people work in the future - including you.”  

 Solutions: workforce, talent, and technology 

 Part of BusinessEurope, which is a leading advocate for growth and 
competitiveness at European level, representing companies across the 
continent and actively campaigning on the issues that most influence 
their performance. BusinessEurope participated in consultation 
process with social partners (represented the employer’s organisations). 

 Annual Report 20206: it reflected on COVID-19. “The world of work is 
undergoing unprecedented changes, with COVID-19 accelerating the 
existing megatrends.”  

o According to Adecco Group, there are four key megatrends that 
can influence the business world: (i) geopolitical and economic 
uncertainty, (ii) gig and platform economy, (iii) human centricity, 
and (iv) digitalisation.  

 Adecco Group published a white paper on “Future of Talent in the 
Automotive Mobility Industry” (March 2021)7, which contains an in-
depth examination of the impact and implications of technology and 
the COVID-19 pandemic on the automotive and mobility industry 
(i.e. changing management strategies).  

                                                

6 https://www.adecco-jobs.com/-/media/project/adeccogroup/annual-report-2020/adecco-full-
annual-report-2020-single-page-view.pdf/?modified=20210317093524 
7 https://www.adeccogroup.com/future-of-work/latest-research/future-of-talent-in-the-
automotive-mobility-industry/ 
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o It highlights that workforces and workplaces are constantly 
evolving in response to advances in technologies; COVID-19 has 
accelerated the pace of change in a period of profound 
transformation, which characterises the automotive and new 
mobility industry.  

o Traditional business models and organizational structures 
must be revisited due to the technology-driven disruption (i.e. 
connected cars & internet of things platforms, shared mobility, 
shift to digital retailing, new business models, etc.), which is 
reshaping the fundamental tenets of vehicle design, value 
creation, competitive positioning, customer engagement, and 
revenue generation.  

o “Contactless deliveries and processes will be designed to 
limit physical interactions, specifically on the logistics side of 
the business. Grocery and food delivery providers such as 
Postmates and DoorDash have joined restaurant aggregators like 
Grubhub and UBER Eats in offering no contact, drop-off options – 
such as leaving groceries at the door and curbside pickup.”8 

 Adecco Group co-workers’ article “Could the Agency Work Model 
Become a Leading Example for Online Platforms?” (on 7 October 2021) 
referred to the forthcoming Commission initiative as being “filled with 
controversy” and having shortcomings, for example, in employment 
protection.9   

o One-size-fit-all solutions for platform work are not the answer. 
“[Y]et the problem of platforms abusing the self-employment 
model needs to be addressed, and platforms that operate as an 
agency should be regulated as such.”  

 

 

  

                                                

8 White paper on “Future of Talent in the Automotive Mobility Industry” (March 2021) p. 19 
9 https://medium.com/@reshaping_work/could-the-agency-work-model-become-a-leading-
example-for-online-platforms-172a702ca976 
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Pen portrait 

 

Alain Dehaze joined Adecco Group in September 2009 as Regional Head of 
Northern Europe. Currently, he is Chief Executive Officer (September 2015-) 

He trained as a commercial engineer at the ICHEC Brussels Management 
School, Belgium. 

Other engagements: 

 He was on the board of the Global Apprenticeship Network (GAN) and 
previously served as its Chairman. 

 Vice President of the Board of the World Employment Confederation 
Europe and member of the Board of the World Employment 
Confederation between December 2010 and December 2015. 

 Since August 2017, he has been a member of the newly formed ILO 
Global Commission on the Future of Work. 
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