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The European Federation of Education Employers (EFEE) is an officially recognised
European sectoral social partner in education representing education employers
and formal education and training providers at all levels, from early childhood
education and care (ECEC) to higher education and research, and vocational
education and training (VET). This includes 53 national organisations from 23
European countries, including ministries and education authorities, universities,

VET providers, local and regional employer organisations.

EFEE supports the Commission’s objective of strengthening job quality as a
foundation for European competitiveness, resilience and social cohesion. In
education, quality jobs are a precondition for delivering high-quality, inclusive and
innovative education and training systems and for equipping Europe with the skills
needed to navigate the digital, green and demographic transitions. At the same
time, measures to promote job quality must take account of employers’
operational realities and capacity to provide high-quality education and training

within diverse governance and funding frameworks.

The 2026 State of the Union further underlined the close relationship between
technological transformation, skills and quality employment, highlighting the need
for AI, from education to employment, to contribute to skills development and
improved quality of jobs. For EFEE, these objectives are closely interconnected: a
competitive and resilient European economy requires high-quality education and

training systems, which in turn depend on sustainable employment.

1. What are your views on the objectives of possible EU action set out in
this consultation document (Sections 1 to 7)?

EFEE broadly supports the objectives of possible EU action identified by the

European Commission and welcomes the continued recognition that quality jobs,
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competitiveness, productivity and resilience are mutually reinforcing. As
highlighted in EFEE’s response to the first-phase consultation, this relationship is
particularly important in education. Good working conditions and sustainable
employment are essential to attracting, developing and retaining qualified
education staff and, consequently, to the capacity of education and training

systems to provide high-quality, inclusive and innovative learning opportunities.

EFEE agrees that developments such as digitalisation and the increasing use of
artificial intelligence (AI), changing forms of work, emerging occupational safety
and health risks, demographic change and the green and digital transitions require
existing frameworks to remain fit for purpose. At the same time, EU action should
support employers and workers in managing these transformations and creating
sustainable quality jobs rather than generating additional complexity or
administrative burdens. EFEE therefore welcomes an approach combining

innovation, simplification and effective implementation.

Any EU action should nevertheless recognise the considerable diversity between
sectors and within the education sector itself. Education employers operate across
ECEC, school education, VET, higher education and research, within public and
private systems and under significantly different governance, funding and
industrial relations arrangements. As EFEE stressed during the first-phase
consultation, a one-size-fits-all approach would therefore not adequately reflect

the realities of education workplaces.

EFEE consequently considers that EU action should be targeted, evidence-based
and proportionate, respect the principles of subsidiarity and the autonomy of social
partners, and leave sufficient space for implementation through national and
sectoral social dialogue and collective bargaining. EU intervention should only
complement and strengthen existing frameworks rather than duplicate obligations
already established under EU or national law. It is equally important to distinguish
between shortcomings in existing legislation and challenges arising from its

transposition, implementation or enforcement.
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2. What are your views on the possible avenues for EU action set out in

this consultation document (Sections 1 to 7)?
Algorithmic Management and Artificial Intelligence at work

EFEE welcomes the Commission’s objective of supporting and enabling the uptake
of Al while promoting good working conditions and protecting fundamental rights.
Digitalisation and Al offer significant opportunities for education, including
improving work organisation, supporting staff and reducing administrative
burdens. However, their introduction must remain ethical, transparent and
inclusive, and safeguard data protection, trust, human oversight and professional

autonomy.

This enabling dimension has been further highlighted in the 2026 State of the
Union, which emphasised that Al should help people make better use of their skills
and contribute to improving job quality while maintaining human agency. EFEE
considers that this ambition requires a balanced approach. On one hand,
addressing opportunities and risks associated with AI and algorithmic
management. On the other hand, enabling education employers and staff to
benefit from technologies that can improve work organisation, support more
efficient use of resources and free up time for core educational and pedagogical

tasks.

The EU has already established a substantial legal framework applicable to
algorithmic management and Al at work, including the AI Act, GDPR, occupational
safety and health legislation. Much of this framework is still being implemented.
EFEE therefore considers that the immediate priority should be to ensure its
coherent and effective application. EFEE also supports greater clarity regarding
transparency and meaningful human involvement where algorithmic systems
materially affect working conditions or significant employment decisions. In
education workplaces in particular, AI and algorithmic tools should support rather
than substitute human judgement and professional autonomy. At the same time,
safeguards and transparency obligations should remain proportionate to the actual
risks associated with particular technologies and uses and practically achievable

for employers.

Practical guidance should clarify how existing requirements under the AI Act,

GDPR and employment and occupational safety and health legislation interact.
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Such guidance should facilitate compliance rather than create additional
information or transparency requirements. Particular consideration should be
given to the fact that education institutions vary substantially in their digital
maturity, infrastructure, size and administrative capacity. Where algorithmic
management creates occupational risks, these should be addressed within the
existing risk-based occupational safety and health framework. The existence of
problematic practices in particular sectors or workplaces should not in itself be

considered evidence of a regulatory gap requiring new horizontal legislation.

Alongside safeguards, EU action should place greater emphasis on the conditions
that enable responsible AI adoption. Digital and AI literacy, continuous
professional development, leadership capacity and opportunities for social
partners to develop expertise are essential. EFEE therefore supports EU measures
for capacity-building, training, peer learning and exchange of good practices,
alongside a phased and maturity-based approach to digital transformation. Social
dialogue should play an important role in the introduction of technologies that
significantly affect work organisation, while implementation should respect

established national and sectoral agreements.

Occupational Safety and Health

EFEE supports the objective of ensuring that the EU occupational safety and health
framework reflects contemporary workplaces and technologies. The Workplace
Directive and Display Screen Equipment Directive contain provisions developed
for working environments that have evolved substantially. EFEE can therefore
support their targeted review and modernisation, including consideration of
whether the two closely related instruments could be simplified, where this
improves clarity, protection and implementation. Such modernisation should not
call into question the overall risk-based approach established by the Occupational
Safety and Health Framework Directive. The existing framework already requires
employers to assess and prevent occupational risks, including psychosocial and

ergonomic risks arising from work.

In relation to off-premises work, however, employers’ responsibilities must remain
proportionate to their actual ability to influence working conditions outside their

premises. A clear distinction should therefore be maintained between workplaces
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under an employer’s control and locations that employers neither own, access nor
control. Any adaptation concerning telework or other off-premises work should
preserve flexible working arrangements and be accompanied by practical guidance

and a clear allocation of responsibilities.

EFEE also recognises the importance of addressing psychosocial and ergonomic
risks. Workload pressures and staff wellbeing may pose challenges in parts of the
education sector. At the same time, psychosocial outcomes may result from an
interplay of occupational, systemic and individual factors. In education, relevant
occupational and systemic factors can include staff shortages, growing student
needs, administrative requirements, reform pressures and the financial and
staffing frameworks within which education employers operate. Factors arising
outside working life may also affect individual wellbeing. Legal certainty therefore
requires maintaining a clear distinction between occupational psychosocial risks

and circumstances outside the employer’s sphere of responsibility.

EFEE does not consider that the evidence presented demonstrates a need for a
new EU directive or other separate legislative instrument on psychosocial risks.
Such risks arising from work are already covered by the existing risk-based EU
occupational safety and health framework. Priority should therefore be given to
its effective implementation, supported by practical guidance, social dialogue and
sector-specific solutions, rather than creating new categories of risk assessment,
separate obligations or prescriptive methodologies. Existing European social
partner instruments on work-related stress, harassment and violence at work and

third-party violence also provide an important basis for such approaches.

Subcontracting

EFEE supports effective protection of workers’ rights and appropriate enforcement
where evidence demonstrates particular risks. At the same time, the Commission’s
analysis shows that the challenges associated with complex subcontracting chains
are concentrated particularly in certain labour-intensive and high-risk sectors.
EFEE therefore considers a targeted, risk-based approach preferable to horizontal
obligations applying uniformly across sectors irrespective of the prevalence or
nature of the problem. The identification of high-risk sectors should be based on

objective evidence and allow appropriate involvement of national and sectoral
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social partners. Any new liability, registration or coordination requirements should

demonstrate clear EU added value and be proportionate to the risks identified.

Fair transitions and preparedness

EFEE strongly supports the Commission’s emphasis on anticipation of change,
skills development, social dialogue and effective use of existing EU instruments.
The green, digital and demographic transitions are reshaping labour markets,
skills needs and work organisation across Europe. Education and training systems
occupy a particular position in these transitions. They must adapt their own
workforce, occupations and working methods while simultaneously providing the
knowledge and skills that enable transitions throughout the wider economy and
society. Their capacity to recruit, retain and continuously develop qualified staff is

therefore essential to Europe’s competitiveness, resilience and social cohesion.

EFEE welcomes the Commission’s finding that the existing EU legal framework for
anticipation of change and restructuring is comprehensive. Priority should be given
to effective implementation of existing instruments, including the 2013 EU Quality
Framework, rather than introducing overlapping legislative requirements. For the
education sector, long-term workforce planning, initial teacher education,
continuous professional development, upskilling and reskilling, career
development and social dialogue are particularly important. EU action should
support these objectives through existing governance and funding instruments,
including ESF+, Erasmus+ and the European Semester, and facilitate the

exchange of good practices and capacity building.

No single regulatory model can adequately prepare every sector or national labour
market for transition. European action should therefore preserve sufficient
flexibility to reflect sectoral, regional and national realities. Moreover, skills and
transition objectives should not translate into unfunded obligations for education
employers, particularly those operating within constrained public budgets and

staffing frameworks.
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Effective implementation, enforcement and social dialogue

EFEE strongly supports the Commission’s focus on effective implementation,
enforcement and social dialogue. Clearer information, improved cooperation
between competent authorities and better coordination between labour, data-
protection and Al-related enforcement structures could facilitate compliance while
reducing regulatory fragmentation. Social partners already play a substantial role
in shaping working conditions and developing solutions adapted to changing
labour markets through collective bargaining, joint initiatives, practical guidance
and capacity-building. Their role should not be understood merely as supporting
the implementation of EU legislation. The autonomy of social partners and their
role in designing appropriate solutions within national and sectoral industrial

relations systems should be fully recognised.

EU action should therefore support social partners through capacity-building, peer
learning, exchange of good practices and access to relevant expertise.
Enforcement should remain proportionate and risk-based and respect the diversity
of national enforcement and industrial relations systems. New transversal
enforcement mechanisms should be avoided where existing EU legislation already

provides appropriate enforcement structures.

Simplification

Simplification should be a horizontal principle across all areas of the Quality Jobs
Act. EFEE welcomes the Commission’s emphasis on simplicity by design, the once-
only principle and avoiding overlapping compliance requirements. Better
Regulation principles, including evidence-based policymaking, subsidiarity and
proportionality, should guide both new initiatives and reviews of existing
legislation. Where existing legislation provides the necessary rights and
safeguards, clarification, practical guidance and effective implementation should
be preferred to additional layers of reporting, assessment or compliance

obligations.

Administrative capacity constraints are relevant not only for SMEs but also for
public and non-profit education employers, including individual education

institutions and local and regional education authorities. Simplification should
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therefore take account of employers’ size, resources and institutional capacity

while maintaining effective worker protection.

3. What are your views on the possible instruments presented in this

consultation document (Section 8)?

EFEE considers that the choice of instrument should reflect the nature of the
problem identified, the existing regulatory framework and the evidence of EU
added value. Given the diversity of the issues covered by the Quality Jobs Act,
EFEE would caution against addressing all of them through a single horizontal

legislative approach. Instead, EFEE supports non-legislative measures.

For algorithmic management and AI at work, priority should be given to effective
implementation of existing legislation, practical guidance clarifying the interaction
between the AI Act, GDPR, occupational safety and health and employment law,

capacity-building, skills development and social dialogue.

In occupational safety and health, EFEE recognises that targeted legislative
modernisation may be appropriate where existing technical provisions have
become outdated. Updating and potentially simplifying the Workplace and Display
Screen Equipment Directives could therefore be considered where this improves
clarity and protection while simplifying implementation. Such changes should be
accompanied by practical and sector-sensitive guidance, particularly regarding
psychosocial and ergonomic risks and off-premises work. They should not create
separate risk-assessment duties or prescriptive methodologies where these risks

are already covered by the general OSH framework.

For fair transitions, EFEE favours non-legislative measures centred on
implementation of existing frameworks, social dialogue, skills development,
capacity building, exchange of good practices and better mobilisation of EU
funding. Similarly, action concerning subcontracting should prioritise enforcement
of existing rules, cross-border cooperation and targeted action addressing
demonstrated risks. EFEE would not support a general liability regime throughout
subcontracting chains.

More broadly, proportionality should guide not only the substance of EU action but

also the choice of instrument. Any potential new legislative initiatives should be



EFEE | fecoration of

Education Employers

limited to clearly demonstrated regulatory gaps for which EU-level action provides
clear added value. Where existing legislation already provides the necessary rights
and safeguards, clarification, guidance, simplification and effective enforcement
should be preferred.

4. Are the European social partners willing to enter into negotiations with
a view to concluding an agreement under Article 155 TFEU on any of the

elements set out in this consultation document?

EFEE remains committed to European sectoral social dialogue and to constructive
cooperation between education employers and trade unions in addressing
transformations affecting education workplaces. In its first-phase contribution,
EFEE expressed openness to dialogue under Article 155 TFEU, particularly
concerning issues of strategic relevance to education such as the responsible use

of digital tools and AlI, skills development and career pathways.

In this regard, EFEE considers that European social dialogue is particularly well
placed to establish common principles and enabling frameworks that can
subsequently be adapted and implemented through national and sectoral social
dialogue and collective bargaining. This can ensure that European-level action
responds to common challenges while remaining sufficiently flexible to reflect the

diverse realities of education employers and workers across Europe.



