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Preface 
This stock taking report is part of the Danish contribution to the EU funded project entitled: Democracy at 
work through transparent and inclusive algorithmic management (INCODING). The report briefly outlines the 
recent digitalization trends on the Danish labour market including the recent political and academic debates 
before reviewing contemporary Danish research on algorithmic management, AI-based technologies and 
digitalization and automation more broadly. Part of this report is also to briefly describe Danish regulation on 
Algorithmic management, AI-based technologies, digitalization and automation including employee 
involvement on these issues. The report comprises of 4 sections. In the introductory section, we briefly review 
the recent digital development and debates in Denmark with a specific focus on algorithmic management and 
AI-based technologies. In section 2, we review recent Danish studies and research on algorithmic 
management, AI-based technologies and digitalization more broadly, where we also include recent 
commissioned work by the Danish government and social partners, respectively. In section 3, we briefly 
outline the recent perspectives and initiatives by social partners and the Danish government before we in 
section four list Danish regulation on digitalization, algorithmic management and AI-based technologies 
including the rules and procedures regarding employee involvement in these processes. 

 

Introduction 
Digitalisation in Denmark has come a long way since its introduction to workplaces and everyday life in general. 
Denmark typically figures comparative high on different digitalisation scoreboards (European Commission, 
2021; UN 2020). It was notably the general public’s access to and usage of digital solutions for personal 
interaction with the public authorities such as changing address, reporting annual tax returns along with 
general communication that are often highlighted in these benchmark surveys (UN, 2020; European 
Commission, 2021. This accomplishment is largely down to the digital infrastructure in Denmark, where nearly 
6 million citizens and 450.000 companies use the digital solution NemID1, which is a secured personal access 
to the digital realm (Zeeberg 2021). 

Many Danish companies have also increasingly digitised and automated their work processes and 
embraced algorithmic management and AI-based technologies understood here more broadly as AI systems, 
where individual tasks are handled by algorithms rather than humans (Danish statistics, 2021a; 2021b; Ilsøe and 
Madsen, 2017; Ministry of Commerce, 2017; Bevort and Thorsen, 2022). The AI-based technologies are in some 
instances exclusively software-based solutions (chatbots, translating software and virtual assistants) or AI 
solutions tied to various hardware such as robots, drones, self-driving cars etc. (Statistics Denmark, 2021a; 
Munkholm et al. 2022). A recent large-scale survey by Statistics Denmark (2021a) indicates that an increasing 
share of companies rely on AI-based technologies: One in four companies with 10 or more employees rely on 
these technologies in 2021 compared to 11 per cent of Danish companies in 2020 and 5 per cent in 2017 

 
1 In June 2022, MitID replaced NemID as a national digital identity solution for public authorities and private service providers. 
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(Statistics Denmark, 2021a; 2021b). The same study also indicates that one in five companies use automated 
and computerised machines in 2021 (Statistics Denmark, 2021b). However, the digitalisation process is highly 
fragmented with SME’s being less likely to have digitised or automated their work processes, including 
applying AI-based technologies and algorithmic management compared to larger companies (Ministry of 
Commerce, 2017; Statistics Denmark 2021a; 2021b; Bevort and Thorsen, 2022). Around 66 per cent of large 
companies with 250 or more employees use AI-based technologies compared to 45 per cent of medium sized 
companies with 100 to 250 employees and 20 per cent of small companies with 10-49 employees (Statistics 
Denmark, 2021b).  

There are also important sector variations, where Danish retail together with manufacturing, business 
services, information and communication are some of the most automated and digitised sectors on the Danish 
labour market (Ministry of Commerce, 2017; Ilsøe and Madsen, 2017; Statistics Denmark, 2021b). Around one 
in two companies within the information and communication sector rely on AI-based solutions compared to 
30 per cent of Business service companies, 27 per cent of Danish manufacturing companies and 20 per cent of 
Danish retail companies (Statistics Denmark, 2021a). In most cases, AI based technologies are typically used to 
automate work processes (17%), and to support management in their various risk assessments as well as 
forecasting business development. AI-based technologies are also increasingly used for business intelligence 
purposes (Statistics Denmark, 2021a; 2021b). The Danish contribution to the international Cranet-survey also 
suggests that one in three companies with 100 or more employees rely on algorithmic management as part of 
HRM processes (Bevort and Thorsen, 2022). In this context, the platform economy and e-commerce are some 
of the areas of the Danish economy that are often debated due to such companies’ usage of not only AI-based 
technologies, but also their reliance on algorithmic management in their day-to-day operations (Haldrup et al. 
forthcoming; Politiken, 2021). However, the Danish platform economy remains limited in size with one per cent 
of all employed selling their labour via a digital labour platform (Ilsøe et al. 2021). Similar figures regarding the 
share of people working with e-commerce are not yet publicly available, but recent figures suggest that nearly 
four in five Danes have purchased products or services online in 2020 compared to one in three in 2006 
(Statistics Denmark, 2020). Most services facilitated via a digital labour platform tend to be concentrated in 
certain in sectors such as cleaning, transport, hotel and restaurants, while e-commerce is primarily associated 
with retail, logistics and transport, where the latter typically is responsible for product delivery (Ilsøe and 
Larsen, 2021; Politiken, 2021).  

Although Danish companies increasingly rely on AI-based technologies and algorithmic management, these 
forms of digital solutions appear less used than other forms of digitalisation and automation. A recent large-
scale survey tied to the Danish Labour Force Survey by Ilsøe and Madsen (2017) suggests that 82 percent of all 
employed on the Danish labour market use computers, tablets or smart phones at work with one in two using 
such devises for more than 50 per cent of their working day. The same study also indicates that 22 per cent of 
all employed rely on automated and computerised machines in their day-to-day manual work and 50 per cent 
of office staff rely to a high or very high degree on computerised devises for administrative, communicative 
and analytical purposes – numbers that differ across sectors (Ilsøe and Madsen, 2017).  

 

Recent digitalisation debates –Algorithmic management and AI-based technologies  

AI-based technologies, algorithmic management, digitalisation and automation more broadly have attracted 
increased political and academic attention in Denmark. Some of the key issues recently debated in relation to 
industrial relations concern the risks of job loss, data security and ethics, health and safety issues, further 
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training opportunities, along with wage and working conditions more generally, when companies introduce 
technological solutions and subsequently organise work in novel ways.   

Risks of job loss due to increased digitalisation and automation dominated the media and political debates 
a few years back, notably against the backdrop of Osborne and Frey’s (2013) famous study that projected a 
47% per cent job loss due to technological advancements (Ilsøe, 2017). However, since then the job loss debate 
has shifted with the publication of more moderate projections. For example, OECD (2019) estimates that 11 
per cent of all Danish jobs/job functions are to be lost due to digitalisation and automation. Other studies 
conclude that thus far the digital transformation has not led to substantial job losses per se, but may even 
have led to job growth as well as served as an important tool to deal with the labour shortage characterising, 
especially parts of the public health and social care sectors (KL. 2022; Ronaldson et al. 2020).  

Data security and ethics is another, but more recent topic of heightened interest, partially due to the 
directives and initiatives at the European Union (EU) level. The Danish debates were initially comparatively 
few (Ilsøe, 2017), but have since then gained political prominence with the appointment of different 
government led advisory bodies and a recent series of commissioned work by the Danish government to 
address the various data security and ethical aspects associated with AI-based technologies, algorithmic 
management and digitalisation more broadly. The Disruption Council (2017), the Data Ethics Council (2019), 
the Sharing Economy Council (2019) and the Digitalisation Partnership (2021) are examples of such 
government led advisory bodies. Various pieces of legislation and regulations on data security and ethics have 
also been proposed by government and then passed by Parliament within the past decade (see also section II 
& III). 

Further training, Health and safety, along with the regulation of wage and working conditions, are also 
aspects often debated in relation to digtalisation and automation more broadly, but especially with regard to 
algorithmic management, the platform economy and e-commerce (Munkholm et al. 2022; Ilsøe, 2017). There 
have been several media stories about low wages and poor working conditions among platform workers and 
subcontracted workers working for different labour platforms and e-commerce companies such as 
nemlig.com, Uber, Wolt etc. in recent years (Thelen 2018; Berlingske tidende, 2022; Politiken, 2021; Altinget 
2021; Ilsøe and Madsen, 2017). Danish unions as well as some companies and employers’ associations have also 
actively campaigned for lifting and regulating wage and working conditions within the platform economy and 
e-commerce sector with some success, leading to various company based and sector collective agreements 
covering platform workers (Ilsøe and Larsen, 2021; Larsen et al. 2022; Nemlig.com, 2021). The employment 
status of platform workers has also been widely debated and disagreements continue to exist as they typically 
operate in the greyzones between traditional employment and self-employment (Munkholm et al. 2022). The 
challenges regarding further training, health and safety also tend to be raised in relation to platform work and 
e-commerce, but more so when it comes to digitalisation and automation more broadly. The needs for up-
skilling the workforce exposed to digitalisation as well as the rights to disconnect and the potential health and 
safety risks of working side by side with co-bots, self-driving cars etc. have been high on the political agenda 
(Ronaldsson et al. 2020; Larsen and Ilsøe, 2020; Munkholm et al., 2022; ANE et al. 2021).  
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Section I – Research and data sources in relation to the use 
of algorithms, artificial intelligence and algorithmic 
management  
Different strands of literature and disciplines have examined the implications of digitalization and automation, 
algorithmic management, AI-based technologies in Denmark, but often from different perspectives such as 
business, legal, sociological, technological, welfare, health and safety etc. (Staykova and Damsgaard, 2021; 
Ajslev et al. 2019 Plesner et al. 2018; Hotvedt et al. 2020; Ilsøe and Madsen, 2017; Bevort and Thorsen, 2022). 
There has also been a series of commissioned work on digitalization by the Danish government and social 
partners, which explores the pros and cons associated with increased digitalization and automation, but often 
focus on the utilization of digital data as well as the economic growth-, investment- and technology potentials. 
Data ethics and data security and development of digital partnerships have also formed part of several of 
these commissioned studies with the set-up of for example the Danish Ethics Council and Digital partnerships 
that annually report on progress and different relevant topics (Danish digital partnership, 2021; Data Ethics 
Council, 2021). These reports tend to be the products of the various government led advisory bodies, where 
the mandate has been to discuss various aspects related to digitalization and deliver policy recommendations 
that subsequently have inspired various national strategies and regulations on AI, digital growth, data security 
and ethics, the digital green transition. etc. (Danish digital partnerships, 2021; The Disruption Council, 2017; The 
Sharing economy council, 2019; Data Ethics Council, 2019; 2021; SIRI-Commission, 2019; 2022; Munkholm et al. 
2022; KL 2018).  

 

Recent commissioned work by the Danish government & social partners on 
digitalization & employment aspects  

Aspects related to the regulation of wage and working conditions as well as employee involvement, except 
for further training and skill development, rarely form part of these aforementioned reports. However, there 
seems to be a slight shift with recent commissioned work, notably by the Danish government increasingly 
exploring the implications of algorithmic management and AI-based solutions for the affected workers’ wage 
and working conditions and different business models. For example, the government led Sharing Economy 
Council presented in their final report and policy recommendations two avenues or models to ensure decent 
wage and working conditions within the platform economy (Sharing Economy Council, 2021). The proposed 
models were the collective agreement model that builds on the Danish voluntarist IR-traditions for regulating 
wage and working conditions as well as the entrepreneur model, where individual platform workers operate 
in the platform economy as independent contractors registered as small business that enter a partnership 
with the different digital platforms (The Sharing Economy Council, 2021). Another example is recent work by 
Kristiansen and colleagues (2018-2022), who in a series of reports on platform work commissioned by the 
Danish government explore health and safety, platform workers’ legal employment status and distinct models 
for regulating wage and working conditions in the platform economy (Jacqueson et al. 2021, Ilsøe et al. 2020, 
Ilsøe 2020). Likewise, Munkholm and colleagues (2022) analyse in their recent reports, also commissioned by 
the Danish government, the different legal aspects associated with the introduction and usage of algorithmic 
management, where they among others examine the different rules and regulations related to employee 
involvement when companies introduce new technologies (Munkholm et al. 2022).  
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Ample digitalization studies commissioned by Danish social partners have also addressed various 

themes related to increased digitalization such as the implications of AI-based technologies and algorithmic 
management for individual’s working lives, career opportunities and employee involvement with differing 
implications for the affected workers and managers (Shapiro et al, 2016; Shapiro and Finansforbundet, 2019; 
Ernst and Young, 2019; KL, 2018). For example, most engineers foresee increased usage of these technologies, 
but subsequently expect limited changes to their current work situation (50 per cent) or improvement in their 
job and career opportunities (35 per cent) following their implementation (Shapiro et al. 2016). Other 
occupational groups such as middle managers foresee that digitalization, notably algorithmic management, 
entails changes to their management style to embrace not only an increasingly diverse workforce with 
different digital skill levels, but also the expected shift from face-to-face to increasingly virtual reality 
meetings, along with greater emphasis on social skills in the digital realm (Ernst and Young, 2019). Other 
commissioned studies by social partners stress that AI-based technologies offer ways to reduce heavy 
workloads and ease work processes among administrative staff and care staff in the public sector as well as 
through various digital devices ease communication between users, staff and management in the local 
government sector (KL, 2018; Høyby-Mortensen, 2012). However, other studies, not necessarily commissioned 
by social partners stress that technological advancement, notably increased domination and registration of 
work processes have negatively impacted the autonomy and employee involvement among Danish care 
workers (Kamp et al. 2013; Justesen and Plesner, 2018). Data ethics and data security, notably the 
implementation of recent GDPR regulations and data handling together with employee involvement, up-
skilling and health and safety also form part of many of these studies commissioned by social partners (IDA, 
2020a; 2020b; Rambøl-management, 2017; FA et al. 2019-2022; Shapiro and Finansforbundet, 2019; SIRI-
Commisison, 2022). In fact, various social partner projects, research labs, think thanks, and consultancy firms 
often stress in their analyses and policy recommendations the importance of employee involvement and 
further training. They also tend to varying degrees to advance awareness of workers’ collective rights and 
voice in the digital era (The Why Not Lab, 2022; Rambøl-Management, 2017; Shapiro and Finansforbundet, 
2019; ABB, 2022). 

 

Recent academic research on digitalization and employment aspects 

Recent academic research on the interlinkages between employment aspects and algorithmic management 
and AI-based technologies include among others a series of large-scale quantitative surveys that aim to map 
the size of the Danish platform economy and the share of companies relying on AI-based technologies, 
algorithmic management, automated and computerised machines. These surveys suggest that platform work 
is one of the fastest growing employment forms on the Danish labour market but remains limited in size (1% 
of all employed are platform workers), while companies’ reliance of AI-based technologies have more than 
quadrupled between 2017-2021 (Statistics Denmark, 2021b; Bevont and Thorsen, 2022; Ilsøe and Madsen 2017; 
Ilsøe and Larsen, 2021). Moreover, these surveys have, similar to a range of other quantitative and qualitative 
digitalisation studies examined the wage and working conditions for workers and managers affected by 
digitalization and automation (Ronaldsson et al. 2020; Jesnes and Oppegaard, 2020; Nielsen et al. 2022; Bevont 
and Thorsen, 2022; Justesen and Plesner, 2018; 2022; Rasmussen et al. 2017, Greve 2017). For example, a recent 
comparative Nordic project entitled “Future of Work” explored among others the various challenges and 
opportunities associated with increased digitalization and the emerging platform economy for the Nordic 
model from a legal-, sociological- and health and safety perspective, respectively (Alsos and Dølvik 2021; 
Ronaldsson et al. 2020; Jesnes and Oppegaard, 2020; Hotvedt et al. 2020). Part of this project was also to 
research the implementation of novel digital solutions, including the role of collective bargaining and 
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employee involvement in these processes within Nordic manufacturing, Banking, Social care and the platform 
economy (Ronaldsson et al. 2020; Jesnesand Oppegaard, 2020; Hotvedt et al. 2020).  

Other comparative and single Danish country digitalization studies have also explored the role of 
collective bargaining and employee involvement when regulating wage and working conditions within the 
emerging Fintech sector and platform economy (Larsson and Ronaldsson, 2022; Ilsøe and Larsen, 2021; Ilsøe 
and Larsen 2022b; Ilsøe and Söderqvist 2022). Likewise, a series of large-scale projects on digitizing the Danish 
public sector analyse the implications of digital welfare for citizens, management practices and individual 
workers, often with a specific focus on social work, elder care and health care sectors (Justesen and Plesner, 
2018; 2022, ADD, 2022; Bjørnholt et al. 2020; Escherich and Jarlner, 2021; CDW, 2022). In these types of research 
projects employee involvement and other democratic processes tend to be considered important proxies for 
successful implementation of digital reforms and solutions at the shop floor (Justesen and Plesner 2018; 2022, 
ADD, 2022; Bjørnholt et al. 2020; Escherich and Jarlner, 2021). Also part of many of these studies on digitising 
the public sector involve aspects related to data-ethics and security, notably dealing with sensitive personal 
data management ( Justesen and Plesner, 2018). Health and Safety in the realm of digitalization has also been 
subject to extensive research and these studies point to different aspects, where increased digitalization for 
some groups have led to intensified workloads and so-called techno-stress while digital solutions for others 
have replaced hard physical manual work (Ajslev et al. 2019; Nielsen et al.  2022; Laursen et al. 2021). Some of 
these studies also point to novel forms of interest representation and bargaining solutions when companies 
implement digital AI-based technologies and algorithmic management solutions (Ronaldsson et al. 2020; 
Jesnes and Oppegaard, 2020; Larsson and Ronaldsson, 2022; Ilsøe and Larsen, 2022b). They also often 
emphasise that digitalization facilitate increased team work and tends to blur occupational boundaries, 
leading to various forms of up-skilling for lower skilled, blue collar and white collar workers (Ronaldsson et al. 
2020; Jesnes and Oppegaard, 2020; Larsson and Ronaldsson,2022; Larsen and Ilsøe, 2020; Ajslev, et al. 2019).  

A number of studies has also explored digitalization from a management perspective. These studies 
points to distinct combinations of algorithmic management with more traditional management tools as well 
as identify various hybridities of virtual and traditional management styles where managing from a remote 
setting entail a series of challenges for many employers (Haldrup et al. forthcoming; Navrbjerg and Minbava, 
2020; Andersen and Elmholdt, 2021). The latter has particularly accelerated during the Corona crisis, where a 
large share of the Danish workforce teleworked from home following the general lockdown of the society 
(Navrbjerg and Minbeava, 2020; Andersen and Elmholdt, 2021; Bevont and Thorsen, 2022).  In fact, ample 
research indicates that the Corona crisis in many instances have accelerated many private companies and 
public authorities’ digitalization processes, even if they had already initiated such prior to the Corona Crisis 
(Navrbjerg and Minbeva, 2020; Andersen and Elmholdt, 2021; Bevont and Thorsen, 2022; CDW, 2022). 

An emerging strand of literature also focuses on social partners, notably trade unions, increased 
reliance on digitalization to mobilise workers. For example, Larsen and colleagues (2022) illustrate that Danish 
unions to varying degrees have digitized many of their union services and increasingly rely on chatbots, virtual 
reality courses, personalised user interfaces in their servicing of members besides their development of joint 
databases involving various AI-based technologies to assist with organising efforts. Danish unions have also 
increasingly embraced the various opportunities for online and virtual communities available through the 
different social media platforms like Facebook, LinkedIn etc. to reach new groups on the Danish labour market 
(Larsen et al. 2022; Hansen and Hau, 2021). There are also examples, where unions have launched different 
digital organising campaigns to engage with members and non-union members during various collective 
bargaining rounds as well as to mobilise workers to pressure employers for collective agreements (Hjorth and 
HK privat, 2021; Hau and Savage, 2021; Geelan, 2015).  
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Besides the aforementioned studies, there are also a series of ongoing large-scale interdisciplinary 

research projects on digitalisation funded by the European Commission as well as Danish private and public 
research funds. These include among others the research project “Algorithmic Management and mental 
health in the Danish banking sector” (FA et al. 2019-2022) and the ADD project “Algorithms and Democratic 
processes for both citizens and workers” (ADD, 2022). Other interdisciplinary research projects include “Digital 
welfare” (Wintheriek et al. 2019- ) “The Digital Economy at Work (Ilsøe et al. 2020-2024) and the RADAR Project 
on Health and safety in the platform economy (Lykke Nielsen and Dyreborg, 2021-2023).  

 

Section II – Main policy issues and challenges in relation to 
the use of algorithms and algorithmic management by 
companies: views from Social Partners and the 
government  
Social partners and the Danish government all seem to embrace the digital transformation, but also adopt 
differing critical approaches and have initiated a series of initiatives to address the possibilities and challenges 
often associated with increased digitalisation and automation, including Algorithmic management and AI-
based technologies. 

 

Trade union perspectives and recent initiatives  

The Danish trade union movement has been vocal in the recent digitalization debates. Different unions 
typically emphasize the pros and cons associated with increased digitalization, notably its implications for 
work organisation, wages and working conditions as well as workers’ rights, data ethics and security 
(Akademikerne 2021; FH, 2021; Lederne, 2018; 2021; Fagbladet 3F 2021; HK 2021; Dansk Metal, 2019; IDA, 2021; 
Finansforbundet, 2021). In general, the Danish unions embrace the increased digitalization, but often retain a 
critical approach as well as underline the importance of further training and skill development across 
employee groups to match future digital needs. In addition, individual trade unions stress different aspects 
related to increased digitalization, including algorithmic management and AI-based technologies. Their recent 
initiatives involve successive attempts to regulate the platform economy and the emerging Fintech sector 
through collective agreements, but often with a novel twist (Ilsøe and Larsen, 2021; 2022). There are also 
recent examples where different Danish unions rely on digitalization and AI-based technologies in their 
servicing of members through the usage of chatbots, social media platforms etc. (Larsen et al. 2022; Hansen 
and Hau, 2021; Geelan, 2015). Moreover, the Financial Service Union Denmark, representing workers within 
Danish banking and insurances, has proposed the idea of data ethics codecs which outline a series of basic 
principles that both users and employees have to adhere to when working with algorithms. These include 
among others clear guidelines on how to run data from various places in the same process, transparent and 
documented decision making, training in data ethics, as well as responsible introduction of People Analytics 
tools in HR (Finansforbundet, 2021). 
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Employers’ perspectives and recent initiatives 

Danish employers associations have also embraced the digitalisation and developed a series of digitalisation 
strategies that specifically focus on the possibilities, but also challenges associated with AI-based technologies 
and algorithmic management (KL, 2018; DA, 2020; DI, 2021; Dansk Erhverv, 2020; Danish government et al. 
2016). For example, the Danish public employers represented by central government authorities, regional 
public employers and Danish municipalities has since the turn of the Millennium collaborated and jointly 
funded the digital development of the public sector through various digitalisation strategies and projects 
(Danish government et al. 2016). Most recently, they have initiated and funded a series of pilot projects testing 
AI-based technologies in the hospital sector, central administration etc. to among others ease data-
management, ensure safe discharge from hospital through home-based AI-monitoring as well as discuss joint 
principles for working with such data (KL; 2018; 2021; 2022). Also, the private employers have developed 
various digitalisation strategies and proposals. Some of the largest Danish employer associations such as the 
Danish Confederation of Employers, Danish Chamber of Commerce and Confederation of Danish Industries 
emphasise the need to invest in skill development as well as joint guidelines for secure data-security and ethics 
to utilise the full potential of recent digitalisation trends, including AI-based technologies (DA, 2020; DI, 2021; 
Dansk Erhverv, 2020). The Danish Confederation of Employers also call for unified approaches towards 
digitalisation that involves a conscious and fair digitalisation policy that in combination with continuous further 
training and international collaboration utilise the digital opportunities to expand and promote Danish 
businesses (DA, 2020). The Confederation of Danish industry and the Danish Chamber of Commerce further 
underpin the needs to explicitly support SMEs in their digital transformation by supporting them with 
additional resources and skill development to ensure that digitalisation benefit all (DI, 2021; Dansk Erhverv, 
2020). Moreover, Danish employers together with the unions have negotiated and signed a series of collective 
agreements regulating not only emerging digital labour markets like the platform economy and the Fintech 
sector, but also employee involvement when new technologies are introduced at company level. The latter 
regulations compel among others public and private employers to involve workers in such processes (KL and 
FF, 2017; DA and LO, 1996; Dansk Erhverv and 3F, 2021; Hilfr and 3F, 2018; Voccali and HK, 2018).   

 

Government perspectives, parliamentary debates and recent initiatives 

Recent Danish parliamentary debates on digitalization have among others been tied to promoting digital 
growth as well as further training and education focusing on ensuring digital skill formation within the public 
school system (Danish Parliament, 2017; 2019a). Data privacy, notably the implementation of GDPR-regulations 
following EU’ directive as well as the implementation of viable security measures with the introduction of the 
new digital signature (MY-ID that replaces the former NEM-ID system) also formed part of the recent series of 
Parliamentary debates (Danish Parliament, 2019b; Danish Parliament 2021).  Besides these issues, the digital 
platform economy and the expanding e-commerce sector has also sparked much political debate, notably 
related to tax payment, taxi regulation, the employment status of platform workers and couriers along with 
social protection, working conditions, notably health and safety issues (Ilsøe and Larsen, 2021; Ilsøe, 2017;  
Danish Parliament, 2019a; 20221). While the Danish government, in line with the Danish IR-traditions has left 
much regulation of wage and working conditions to social partners, it has initiated a series of commissioned 
work, seminars along with the set-up of different tripartite councils, advisory bodies and joint committees on 
digitalization with representatives from unions, employers, academics and other key stakeholders. The 
purpose of the councils and advisory bodies is to give input to Danish politics on for example Data Ethics and 
implementation of digital solutions in both the private and public sector. The Danish government has also 
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developed a series of strategies on digitalization, including AI-based technologies and Algorithmic 
Management, often based on input from the various advisory bodies, councils and tripartite committees. For 
example, in 2019, the Danish government published its national strategy on Artificial Intelligence, listing the 
ambitions and goals for the usage of AI in Denmark. The strategy emphasises among others that AI is 
considered a supplement that help and assist, but do not replace people and their work as well as need to be 
implemented with respect to ethical principles and individuals ‘right to privacy (The Danish Government 2019).  

Another recent government led initiative is their Strategy for Denmark’s Digital Growth from 2018, that 
built on the recommendations by the government led Digital Growth Panel (year) as well as the advice from 
the Disruption Council (2017). This strategy aims to help businesses with utilising the digital and technological 
opportunities by proposing a list of initiatives. These include granting free access to particular databases, assist 
SMEs with their digital transformation, develop regulation that support novel business models as well as 
develop a public-private partnership that advice business via Digital HUB and strengthen research on Big Data, 
AI and ICT (the Danish Government 2018b).  

A third initiative is the Danish Cyber and Information Security Strategy (2018-2021), which builds on the 
work presented in the National Strategy for Cyber and Information Security 2015-2016 as well as consider the 
EU’s NIS  directive on cybersecurity.  The strategy is a four-year plan and comprises of three strategic 
benchmarks: 1) security for citizens and companies, 2) heightening of competencies, as well as 3) a shared 
effort, where some initiatives concern the set-up of a national cyber situation centre, regulation in the cyber 
area, digital skill formation and strengthening ICT security (the Danish Government 2018a).  

Besides the various broad strategies, the Danish government has also recently proposed new 
regulation to strengthen the rights of freelancers as well as platform workers by successfully extending social 
protection to workers with multiple incomes such as freelancers, solo self-employed and platform workers in 
2018 (Mailand and Larsen, 2018). The Danish government has also recently proposed new regulation that aims 
to clarify the employment status of not only platform workers, but also the broader group of freelancers and 
solo self-employed that often work in the grey zones between traditional employment and self-employment 
(Munkholm et al. 2022). The proposed regulation is highly inspired by the ongoing debates at EU-level, but 
moves beyond the EU-proposed directive. However, it t remains to be seen, which groups of workers the 
Danish regulation will cover once adopted by Parliament.  

 

Section III – The governance of algorithmic management; 
the role of collective bargaining  
Danish regulation on algorithmic management AI-based technologies along with digitalization and automation 
more broadly is a combination of statutory legislation and collective agreements where unions and employers 
associations play a vital role.  Wage and working conditions are primarily regulated through collective 
agreements and there are extensive consultation rights that oblige employers to involve their workforce with 
the introduction of new digital technologies including algorithmic management and AI-based digital solutions 
(DA and LO, 1996; KL and FF, 2017; Samarbejdssekretariatet, 2021).  For workers not covered by collective 
agreements there are statutory labour standards, but no minimum wage floor and the implementation of EU’s 
directive on information and consultation ensures employee involvement in companies without collective 
agreements (Lov nr. 303 af 02/05/2005).  Below, we first briefly describe different pieces of Danish legislation 
regulating various aspects related to Algorithmic management and AI-based technologies before examining 



D e m o c r a c y  a t  w o r k  t h r o u g h  t r a n s p a r e n t  a n d  i n c l u s i v e  a l g o r i t h m i c  m a n a g e m e n t                                                              

| 12 

 
recent examples of joint regulation by Danish social partners negotiated and signed within the framework of 
the Danish collective bargaining model.   

 

The Danish Data Protection Act – implementing GDPR regulations, 2018 

The Danish Data Protection Act is one of the important pieces of legislation regulating various aspects tied to 
algorithmic management. The Act supplements and transposes EU’s General Data Protection Regulation 
(GDPR) and regulates any data collection, automatic as well as non-automatic, which produces data to be filed 
in a filing database. The Act stipulates that data, which is gathered for a specific purpose, may not be used for 
other purposes than the initial purpose. When data is processed, the Act calls for proper encryption and 
pseudonymisation to ensure the person’s privacy and safety. The collected data may not be shared with third 
parties without the person, whom the data regard, has given explicit consent (Lov nr. 502 af 23/05/2018). 

 

Legal obligation on Danish companies for annual reporting on data ethics practices 

Another important piece of legislation is the Annual reporting Act that compels all large companies to include 
a statement regarding their data ethics and data practices with their annual reporting. The law further 
stipulates that this statement needs to include information about how the company works with and 
implements its policies on data ethcis. In case a company does not have such a data ethics statement, the law 
compels such companies to clarify and justify the reasons why they have not included such a statement in their 
annual reporting (Lov nr. 741 af 30/05/2020).  

 

The Network and Information System Directive (NIS directive/Legislation)) 

The Danish legislation transposing of EU’s NIS directive into national legislation in 2018 is also a relevant piece 
of legislation regarding algorithmic management and AI-based technologies. The Danish law ensures in line 
with the EU directive that the network and information systems that are essential for the cross-border 
movement of goods, services, and people are secure for companies and public institutions to withstands 
future cyberattacks (Lov nr. 436 af 08/05/2018). These regulations may thus implicitly affect companies’ usage 
and implementation of digital solutions including reliance on algorithmic management and other digital 
services.  

 

Employee involvement & technological advancements – dual regulation 

Danish labour law and collective agreements regulate various aspects regarding employee involvement. 
Employee involvement regarding the introduction of new technologies are regulated by the different 
collaboration agreements within the public and private sector as well as Danish health and safety regulations. 
The collaboration agreements only apply to workplaces covered by collective agreements and compel 
management to inform and consult employees when new technologies, including Algorithmic Management 
and AI-based technologies, are introduced at the workplace in both the public and private sector (DA and LO, 
1996; KL and FF, 2017; Samarbejdssekretariatet, 2021). Management is also obliged to involve employees and 
their workplace representatives in the assessment of the different implications of introducing new 
technologies for the financial situation, workforce, further training and health and safety at the workplace. 
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The collaboration agreements further request management to involve workers when developing joint 
guidelines for further training as well as data management of personal and sensitive data at the workplace 
(DA and LO, 1996; KL and FF, 2017; Samarbejdssekretariatet, 2021). These management-employee discussions 
typically takes place in the collaboration as well as the health and safety committees, where both sides of 
industry are represented through management representatives as well a union affiliated workplace 
representatives. In the private sector, companies with 35 or more employees and covered by collective 
agreements are requested to set up such collaboration agreement while the threshold is 25 employees among 
central government authorities while there is no minimum threshold in the local and regional government 
sector DA and LO, 1996; KL and FF, 2017; Samarbejdssekretariatet, 2021). For companies without collective 
agreements, the statutory regulations regarding employee involvement apply and follow by and large the 
obligations outlined in EU’s directive on information and consultation as well as the Danish health and safety 
regulations (Lov nr. 303 af 02/05/2005; BEK, nr. 1181 af 15/10/2010). While the information and consultation Act 
(2005) only applies to companies with 35 or more employees and without collective agreement coverage, the 
health and safety regulations apply to all companies – both those with and without collective agreement 
coverage and legally compel management to involve all employees when planning and introducing new 
technologies including AI-based technologies at the shop floor. Employers are also legally obliged to inform 
and consult all workers about any implications these technologies may have for individual’s health and safety 
at work as well as work organisation (BEK, nr. 1181 af 15/10/2010; VEJ nor 11355 af 30/12/2015). However, a key 
question is how and if these rights for employee involvement are enforced across both highly organised and 
less organised settings on the Danish labour market when measured in terms of collective agreement 
coverage, union density and union affiliated workplace representation. In this context, our two in-depth case 
studies - Danish manufacturing and the platform economy- represent two extreme cases of the Danish IR-
model. Danish manufacturing is often considered one of the strongholds of the Danish collective bargaining 
model, while the digital platform economy resembles an emerging and less regulated sector, where the union 
density and collective agreement coverage is rather patchy, if not nearly non-existent, in large part of the 
sector (Larsen et al. 2010; Ilsøe and Larsen, 2022a). 

 

Recent examples of collective agreements regulating aspects related to Algoritmic 
management 

Danish social partners have recently successfully negotiated and signed different sector and company based  
agreements regulating wage and working conditions within the platform economy and emerging e-commerce 
and Fintech sectors. Many local social partners have also utilitied the opportunities for company based  
bargaining within different sector agreements to bargain and conclude local agreements related to  
digitalization.  Examples of these agreements are listed below. 
 
► The collective company based agreement between 3F and the digital cleaning platform Hilfr (2018). This 

agreement is one of the first collective agreements regulating wage and working conditions within the 
platform economy (3F & Hilfr 2018). The content of the agreement is also fairly novel, at least in a Danish 
context, as it offers platform workers to choose between the status as employee vis a vis working as 
freelancers  after a certain period (Ilsøe and Larsen 2021). The agreement also includes digital worker 
rights where for example the deletion of profiles is considered a dismissal and requires a notice period. 
There are also rules and regulations dealing with bad ratings and customer language and how these can 
be erased from individual workers’  profile (Ilsøe 2020). 
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► Collective company agreement between the digital labour platform Voocali and HK: Voocali is a digital labour 

platform facilitating translation tasks and it signed an a company based collective agreement with the 
Danish union HK in 2018. This agreement regulates wages and some working conditions such as further 
training, pensions etc. for interpreters working as freelancers through the platform. It also included rules 
on data portability of ratings and deletion of profiles. The agreement was terminated in 2020 (Ilsøe and 
Larsen 2022; Voocali & HK Privat 2018). 
 

► Sectoral Collective Agreement on Food Delivery Service 2021/2023 (Just Eat agreement). This agreement is 
the first sector agreement regulating wage and working conditions for couriers in the Food delivery 
service sector. The Danish Chamber of Commerce (on behalf of Just Eat) and the Danish trade union 3F 
negotiated the agreement in 2021. The collective agreement secures a minimum wage, full pay during 
sickness for up to three months, the right to parental leave, and pension (Danish Chamber of Commerce 
& 3F 2021). The agreement also includes regulations regarding digital devices and tracking of couriers. For 
example, in the agreement, it is stated that the food delivery platform cannot track the courier when the 
courier is not working, thereby ensuring the privacy of the courier (Danish Chamber of Commerce & 3F 
2021). 
 

► Collective sector agreement between the Employer’s Association for FinTech (AF) and Financial Services Union 
Denmark (Finansforbundet) 2021/2023. This sector agreement is the first framework agreement regulating 
wage and working conditions in the emerging Fintech sector. It is in many ways a novel collective 
agreement in that it compels local social partners to bargaining various issues at company level (Ilsøe and 
Larsen, 2022b). For example, the collective agreement states that the employees have the right to 
negotiate varies aspects of their work life, e.g. working time, pension plan, health insurance coverage, and 
have the right to request holiday entitlements as long as it fits with the operation of the company and the 
individual’s needs. Furthermore, the employees have the right to paid parental leave and full pay for up to 
five days when in need of taking care of their sick child. Finally, the salary is negotiable and should reflect 
the employees’ skills, effort, and competencies, as it is to be renegotiated annually (Employer’s 
Association for FinTech & Financial Services Union Denmark 2021). However, the agreement hardly 
touches on issues related to Algorithmic management, even if this is one of the sector where AI-based 
technologies is fairly widespread compared to other sectors on the Danish labour market (Ilsøe and 
Larsen, 2022b). 

 

Conclusion 
Danish companies are increasingly digitising their work processes with one in four companies relying on AI-
based technologies often for HR purposes. The introduction of these novel technologies, including 
Algorithmic management has sparked much political and academic debate. The main issues related to 
industrial relations often concern the potential risks of job losses, data security and ethics, health and safety 
issues, further training opportunities, along with wage and working conditions more generally, when 
companies introduce technological solutions and subsequently organise work in novel ways.  Social partners 
– trade unions as well as employers associations have been fairly vocal and although they tend to embrace 
technological advancements, they, notably trade unions, have also to varying degree been critical in their 
approach towards increased digitalisation and automation. Both sides of industry have commissioned work 
that deals with various aspects related to increased digitalisation, including Algorithmic management and AI-
based based technologies. Also the Danish government has been active in developing various digitalisation 
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strategies as well as commissioned work on digitalisation, including the implications of Algorithmic 
Management and AI-based technologies for Danish workplaces and their employees.  There is also a 
burgeoning Danish academic literature on digitalisation and its implications for work organisation, wages and 
working conditions more broadly. These studies also examine to varying degrees the implications for 
companies of increased reliance on algorithmic management and AI-based technologies for the day-to-day 
work activities in the public and private sector. These studies often stress the importance of employee 
involvement to ensure successful implementation of novel technologies at the shop floor.  

When shifting our locus of analysis to employee involvement, the Danish regulatory setting for 
implementing digital technologies resemble an institutional context with strong traditions for collective and 
individual employee involvement that explicitly compel management to involve workers when introducing 
new technologies, including AI-based digital solutions and Algorithmic management at the shop floor. 
However, a key question remains as to whether workers are able to utilise and thus enforce these rights for 
employee involvement, especially in companies without collective agreement coverage, low union density and 
weak union affiliated workplace representation.  

The strong traditions for collective and individual employee involvement are also reflected by the 
series of joint and often novel collective agreements social partners have successfully negotiated at sector 
and company level in order to regulate wage and working conditions in the emerging digital economies on the 
Danish labour market. However, it remains to be seen to what extent these novel agreements are genuinely 
enforced at company level as well as if local social partners utilise both the statutory and collective regulatory 
framework to involve workers in the emerging as well as more traditional sectors with differing traditions of 
workplace representation, collective bargaining and union density.   

 Also the government led initiatives resemble a close collaboration with social partners, which tend to 
be members on the various tripartite commissions and councils set up to advice the Danish government on 
how to deal with the various opportunities and challenges associated with the introduction of novel 
technologies. In this context, it appears central to both unions, employers and Danish politicians that they 
often embrace the  digital transformation, but with a human-centric approach, whereby digital solutions and 
data usage are to happen with people in mind, and not for the sake of digital development in itself.  

  



D e m o c r a c y  a t  w o r k  t h r o u g h  t r a n s p a r e n t  a n d  i n c l u s i v e  a l g o r i t h m i c  m a n a g e m e n t                                                              

| 16 

 
 

List of references 
Ajslev, J. Z. N., Højbjerg, H., Andersen, M. F., Andersen, L. L., and Poulsen, O. M. (2019). Occupational Identities 

and Physical Exertion in (re)configurations of New Technologies in Eldercare. Nordic Journal of 
Working Life Studies, 9(4), 19-37. https://doi.org/10.18291/njwls.v9i4.117778 

Akademikerne (2021). Danmark som digitalt forgangsland.  https://www.akademikerne.dk/danmark-som-
digital-foregangsland/ 

Alsos, K and Dølvik J.E. (eds.) (2021). The future of work in the Nordic countries: opportunities and challenges 
for the Nordic Working life Models. Nordic Council of Ministers. 

Altinget (2021, September 2). Fyret chauffør afslører arbejdsforhold hos nemlig.com-ejer. News Paper article.  
https://www.altinget.dk/artikel/fyret-chauffoer-afsloerer-arbejdsforhold-hos-nemligcom-ejer-min-
kollega-gik-glip-af-sit-barns-foedsel-fordi-han-ikke-kunne-faa-fri 

Andersen, M. F., and Elmholdt, C. (2021). Hvad coronakrisen fremkalder om ledelse af trivsel på 
distancen. Tidsskrift for Arbejdsliv, 23(3), 26–40.  https://doi.org/10.7146/tfa.v23i3.12942 

BEK, nr. 1181 af 15/10/2010 (2010). Bekendtgørelse om samarbejde om sikkerhed og sundhed. Ministry of 
Employment. 

Berlingske Tidende (2022, February 2). Kommune dropper nemlig.com-ejer: Kritiserer arbejdsforhold. URL: 
https://www.berlingske.dk/business/kommune-dropper-nemligcom-ejer-kritiserer-
arbejdsforhold#:~:text=Intervare%20har%20kontrakt%20med%20kommunen,f%C3%B8rt%20til%20kritik
%20af%20arbejdsforholdene. 

Bévort, F., and Thorsen, S. M. L. (2022). HRM i Danmark i lyset af corona-pandemien: HR-funktionen i en ny og 
styrket position? Copenhagen Business School, CBS. 

CDW (2022). Digital welfare. IT-University 

DA og LO (1996). Samarbejdsaftalen, Copenhagen: DA.   

Dansk Erhverv & 3F (2021). Collective Agreement on Food Delivery Service 2021/2023, Dansk Erhverv & 3F. 

Danish digital partnerships (2021). Visions and recommendations for Denmark as a digital pioneer. Danish digital 
partnerships 

Danish Government (2018a). National strategy for Cyber og informationssikkerhed. Finansminsiteriet. 

Danish Government. (2018b). Strategi for Danmarks digitale vækst. Erhvervsministeriet 

Danish Government (2019). Nationale strategi for kunstig intelligens. Finansministeriet og Erhvervsministeriet. 

Danish Government, Local Government Denmark & Danish Regions (2016). Fælles offentlige 
digitaliseringsstrategi. Regeringen, KL og Danske regioner. 

Danish Parliament (2017). Høring om digitalisering som vækstkatalysator.  

Danish Parliament (2019a). V 28 Om digitalisering med omtanke og udsyn, Folktetingsdebattter online 
database. Folketinget. 

https://doi.org/10.18291/njwls.v9i4.117778
https://www.akademikerne.dk/danmark-som-digital-foregangsland/
https://www.akademikerne.dk/danmark-som-digital-foregangsland/
https://www.altinget.dk/artikel/fyret-chauffoer-afsloerer-arbejdsforhold-hos-nemligcom-ejer-min-kollega-gik-glip-af-sit-barns-foedsel-fordi-han-ikke-kunne-faa-fri
https://www.altinget.dk/artikel/fyret-chauffoer-afsloerer-arbejdsforhold-hos-nemligcom-ejer-min-kollega-gik-glip-af-sit-barns-foedsel-fordi-han-ikke-kunne-faa-fri
https://doi.org/10.7146/tfa.v23i3.12942
https://www.berlingske.dk/business/kommune-dropper-nemligcom-ejer-kritiserer-arbejdsforhold#:%7E:text=Intervare%20har%20kontrakt%20med%20kommunen,f%C3%B8rt%20til%20kritik%20af%20arbejdsforholdene
https://www.berlingske.dk/business/kommune-dropper-nemligcom-ejer-kritiserer-arbejdsforhold#:%7E:text=Intervare%20har%20kontrakt%20med%20kommunen,f%C3%B8rt%20til%20kritik%20af%20arbejdsforholdene
https://www.berlingske.dk/business/kommune-dropper-nemligcom-ejer-kritiserer-arbejdsforhold#:%7E:text=Intervare%20har%20kontrakt%20med%20kommunen,f%C3%B8rt%20til%20kritik%20af%20arbejdsforholdene


D e m o c r a c y  a t  w o r k  t h r o u g h  t r a n s p a r e n t  a n d  i n c l u s i v e  a l g o r i t h m i c  m a n a g e m e n t                                                              

| 17 

 
Danish Parliament (2019b). Beretning 15/2019 om outsourcede persondata, Folketingsdebatter online 

database. Folketinget.  

Danish Parliament (2021). L 159 Forslag til lov om MitID og NemLog-in. Folketingsdebatter, online database. 
Folketinge. URL: https://www.ft.dk/samling/20201/lovforslag/l159/index.htm 

Dansk Erhverv (2020). Digital handlekraft – Dansk erhvervs digitale politik. Dansk Erhverv. 

Dansk Metal (2019). Robotter sikrer velfærdet. Link: https://www.danskmetal.dk/Nyheder/Metal-
mener/Sider/Robotter-sikrer-velf%C3%A6rden.aspx 

Data Ethics Council (2020). Data etiskråds årsrapport 2019-2020. The Data Ethics Council.  

Data Ethics Council (2021). The Data Ethics Council’s Annual Report 2020-2021. Data Ethics Council. 

DI (2021). Digitalisering der flytter Danmark. DI. 

Digitisation Partnership (2021). Visions and recommendations for Denmark as a digital pioneer. 

Disruption Council (2017). Kommissorium Regeringen nedsatte den 1. maj 2017 Disruptionrådet – Partnerskab for 
Danmarks fremtid. Beskæftigelsesministeriet.   

Employer’s Association for FinTech & Financial Services Union Denmark (2021). Collective Agreement between 
the Employer’s Association for FinTech (AF) and Financial Services Union Denmark (Finansforbundet) 
2021/2023. AF. 

Ernst and Young (2019) Behovsafdækning på ledelsesområdet – med fokus på digital ledelse og digitaliseringens 
betydning for ledelsesopgaven HAKL, rapporten er initiret af referencegruppe for ledelse bestående af 
Dansk Industri, Dansh Erhverv, HK, Kommunernes Landsforening og Ledernes hovedorganisation. 
Lederne.  

Escherich, K.  and Jarlner, M.  (eds.) (2021). Fra velfærdsstat til overvågningsstat – algoritmerns magt i den 
offentlige forvaltning. DJØF publishing 

European Commission (2021) Digital Economy and Society Index (DESI) 2021. European Communities.  

Fagbladet 3F (2021). 3F-formand: Alle skal med i digitalt Danmark. Fagbladet 3F March 16th 2021. 
https://fagbladet3f.dk/artikel/alle-skal-med-i-digitalt-danmark 

FH (2021). Lønmodtagerne skal klædes ordentlig på til digitaliseringen. 
https://fho.dk/blog/2021/10/01/loenmodtagerne-skal-klaedes-ordentligt-paa-til-digitaliseringen/ 

Finansforbundet (2021). Digitalisering. https://www.finansforbundet.dk/dk/viden-til-
tiden/videnspakker/digitalisering/ 

Frey, CB and Michael AO (2017). The future of employment: How susceptible are jobs to computerisation? 
Technological Forecasting & Social Change,114, 254–280. 

Geelan, T. (2015). Danish trade unions and young people: using media in the battle for hearts and minds. In 
Hodder, A and Kretsos, L. (eds) Young workers and Trade Unions. Palgrave Macmillan, pp. 71-89. 

Greve, B. (2017). Technology and the Future of Work. Edward Elgar Publishing 

https://eur02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.ft.dk%2Fsamling%2F20201%2Flovforslag%2Fl159%2Findex.htm&data=04%7C01%7CHkc%40faos.dk%7C6f868c11467645be947208d9aa9f6832%7Ca3927f91cda14696af898c9f1ceffa91%7C0%7C0%7C637728423889896228%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000&sdata=l72JqB%2B%2FBO6SpB6Dti3j0rLKj7VwOZjvPP8O4faP0kI%3D&reserved=0
https://www.danskmetal.dk/Nyheder/Metal-mener/Sider/Robotter-sikrer-velf%C3%A6rden.aspx
https://www.danskmetal.dk/Nyheder/Metal-mener/Sider/Robotter-sikrer-velf%C3%A6rden.aspx
https://bm.dk/arbejdsomraader/kommissioner-ekspertudvalg/disruptionraadet/#920510fcb1fe45a88cdd6adc92af8705
https://fagbladet3f.dk/artikel/alle-skal-med-i-digitalt-danmark
https://fho.dk/blog/2021/10/01/loenmodtagerne-skal-klaedes-ordentligt-paa-til-digitaliseringen/
https://www.finansforbundet.dk/dk/viden-til-tiden/videnspakker/digitalisering/
https://www.finansforbundet.dk/dk/viden-til-tiden/videnspakker/digitalisering/


D e m o c r a c y  a t  w o r k  t h r o u g h  t r a n s p a r e n t  a n d  i n c l u s i v e  a l g o r i t h m i c  m a n a g e m e n t                                                              

| 18 

 
Haldrup, C, Ilsøe A og Larsen TP (Forthcoming). With or Without Algorithms: Managing self-employed in the 

platform economy, In Conen W and Reuter E. (eds.) “Research Handbook on Self-employment and 
Public Policy”, Routledge.   

Hansen, NW & Hau, MF (2021). Between settlement and mobilization: Union communication and their grassroots 
on social media. Paper presented at 19th ILERA World Congress, Lund, Sweden, 21-24 June 2021 

 
Hau, M.F. and Savage, O.G. (2022). Building coalitions on Facebook: Grassroots ‘Social Media Unionism’ among 

Danish bike couriers. Paper presented at SASE, Amsterdam, The Netherlands, 9-11 July 2022. 
 
Hilfr ApS. and Hilfr (2018). Collective Agreement between Hilfr and 3F Privat, Hotel and Restaurant. 
 
Hjorth and HK privat (2021) Fællesskab og forandring. HK.  

HK (2021). HK mener om fremtidens arbejdsmarked. URL: https://www.hk.dk/omhk/hk-mener/fremtidens-
arbejdsmarked 

Hotvedt, M. J.; Munkholm, N.W.; Pind, D.A.; and Westregård, A. (2020). The future of Nordic labour law. Facing 
the challenges of changing labour relations. Report from The future of work: Opportunities and 
Challenges for the Nordic Models. TemaNord 2020:534. The Nordic Council of Ministers  

Høybye-Mortensen M. (2012). Sagsbehandling i en digital virkelighed: digitalisering, standardisering og 
individuelle hensyn. Tidsskrift for Politik, 15(3), 36-43.  

IDA (2020a). Det første år med GDPR 2019 Delrapport 1: En analyse blandt IDAs it-professionelles holdning til GDPR 
samt kompetencer og viden om datasikkerhed. IDA. 

IDA (2020b). Det første år med GDPR 2019 Delrapport 2: En analyse blandt IDAs it-professionelles brug af DPO 
og viden om GDPR-rettighederne. IDA.  

IDA (2021) Digitalisering og kunstig intelligens. https://ida.dk/om-ida/ida-mener/digitalisering-og-kunstig-
intelligens 

Ilsøe A and Larsen TP, (2016) Fleksiblitet gennem sikkerhed. I Larsen TP og Ilsøe A (2018). The Danish Bargaining 
model inside out. Djøf publishing 

Ilsøe, A. (2020). The Hilfr agreement - Negotiating the platform economy in Denmark. University of Copenhagen. 

Ilsøe, A. and Larsen T.P. (2022a). Digitale arbejdsmarkeder – fra jobs til opgaver. DJØF Publising. 

Ilsøe, A. and Larsen T.P. (2022b). The digital transformation of financial services markets and industrial 
relations - The case of Danish FinTech. FAOS Research Report No 187. Copenhagen University.  

Ilsøe, A. and Larsen, T.P. (2021). Why do labour platforms negotiate? Platform strategies in tax-based welfare 
states. Economic and Industrial Democracy, 0(0). https://doi.org/10.1177/0143831X211056974 

Ilsøe, A. and Söderqvist, F. (2022). Will there be a Nordic model in the platform economy? Evasive and 
integrative platform strategies in Denmark and Sweden. Regulation & Governance.  
https://doi.org/10.1111/rego.12465  

 

https://www.hk.dk/omhk/hk-mener/fremtidens-arbejdsmarked
https://www.hk.dk/omhk/hk-mener/fremtidens-arbejdsmarked
https://ida.dk/om-ida/ida-mener/digitalisering-og-kunstig-intelligens
https://ida.dk/om-ida/ida-mener/digitalisering-og-kunstig-intelligens
https://doi.org/10.1177%2F0143831X211056974
https://doi.org/10.1111/rego.12465


D e m o c r a c y  a t  w o r k  t h r o u g h  t r a n s p a r e n t  a n d  i n c l u s i v e  a l g o r i t h m i c  m a n a g e m e n t                                                              

| 19 

 
Ilsøe, A.; Kristiansen, J.; Andersen, S.K.; Jacqueson, C. and Hvidt, M.S. (2020). Hilfr-aftalen – et nybrud i det 

danske aftalesystem. FAOS & WELMA, University of Copenhagen. 

Ilsøe, A. and L.W. Madsen (2017). Digitaliseringen af arbejdsmarkedet – danskernes erfaring med digital 
automatisering og digitale platforme, FAOS Research rapport 157. University of Copenhagen. 

Jacqueson, C.; Kristiansen, J.; Hvidt, M.S.; Ilsøe, A.; and Andersen, S.K. (2021). Platformsarbejde mellem 
arbejdsret og konkurrenceret. FAOS & WELMA, University of Copenhagen. 

Jesnes, K. and Oppegaard, S.M.N. (eds.) (2020). Platform work in the Nordic models: Issues, cases and 
responses. Nordic Future of Work Project. TemaNord 2020:513. The Nordic Council of Ministers  

Justesen, L., and Plesner, U. (2018). Fra skøn til algoritme: Digitaliseringsklar lovgivning og automatisering af 
administrativ sagsbehandling. Tidsskrift for Arbejdsliv, 20(3), 9–23 

Justesen, L., and Plesner, U. (2022). Digitalise and Deny: Pluralistic collective ignorance in an Algorithmic 
Profiling Project, Ephemera: Theory & politics in organization, online first.  

Kamp, A.; Hohnen, P.; Scheller, V.K.; and Hvid, H.S. (2013). New Public Management – konsekvenser for 
arbejdsmiljø og produktivitet. FOA 

KL and FF (2017) Rammeaftale om medindflydelse og medbestemmelse. KL.  

KL (2018) Kommunernes teknologiforspring- velfærdsudvikling gennem ny teknologi. KL: 

KL (2021) Algoritmer på arbejde: 12 nye projekter med kunstig intelligens flytter in på rådhuse og hospitaler. KL.  

KL (2022) Hvilke værdier bør vi have med os på kultur og fritidsområdet, når vi arbejder med teknologi, data og 
algoritmer. KL 

Larsen T.P. and Ilsøe, A. (2020). Danish manufacturing and recent digitalization trends – a company perspective, 
FAOS research report. FAOS. 

Larsen, T.P.; Ilsøe A.; and Bach E.S. (2022). Innovative union services and non-standard workers in Denmark- 
National report in the Breakback project, FAOS research report 186. FAOS 

Larsson, B. and Ronaldsson, B. (2022) The digital transformation of financial services markets and industrial 
relations – exploring the Fintech development in Denmark, Estonia, the Netherlands and Sweden. Uni-
europa.  

Laursen, C.S.; Nielsen, M.L.; Dyreborg, J. (2021). Young workers on Digital Labor Platforms: Uncovering the 
Double Autonomy Paradox, Nordic Journal of Working Life Studies, 11(4), 65-83. 

Lederne (2018). Digitalisering og nye teknologier – betydningen for lederrollen. Copenhagen: Lederne 

Lederne (2021). Sådan håndterer du hjemmearbejde. https://www.lederne.dk/ledelse-og-
karriere/ledelsesvaerktoejer/den-hybride-arbejdsplads 

LOV nr 502 af 23/05/2018 (2018). Lov om supplerende bestemmelser til forordning om beskyttelse af fysiske 
personer i forbindelse med behandling af personoplysninger og om fri udveksling af sådanne oplysninger 
(databeskyttelsesloven). Justitsministeriet. 

Lov nr. 303 af 02/05/2005 (2005). Lov om information og høring af lønmodtagere. Beskæftigelsesministeriet.  

https://www.lederne.dk/ledelse-og-karriere/ledelsesvaerktoejer/den-hybride-arbejdsplads
https://www.lederne.dk/ledelse-og-karriere/ledelsesvaerktoejer/den-hybride-arbejdsplads


D e m o c r a c y  a t  w o r k  t h r o u g h  t r a n s p a r e n t  a n d  i n c l u s i v e  a l g o r i t h m i c  m a n a g e m e n t                                                              

| 20 

 
Lov nr. 436 af 08/05/2018 (2018). Lov om net- og informationssikkerhed for domænenavnssystemer og visse 

digitale tjenester. Erhvervsministeriet.  

Lov nr. 741 af 30/05/2020 (2020) Lov om ændring af årsregnskabsloven (Krav om rapportering af dataetik. 
ERhvervsministeriet.  

Mailand, M. and Larsen T.P. (2018). Hybrid work- Social protection of atypical employment in Denmark. WSI  

Miβlbeck-Winberg, C. (2020, June 26). Arbejdsmarkedets parter i Europa indgår aftale om digitalisering. Dansk 
Arbejdsgiverforening. 

Ministry of Commerce (2017). Digitalisering og produktivitet – Vækstpotentiale i danske virksomheder-Erhvervs 
og Vækstpolitisk analyse. Erhvervsministeriet.  

Ministry of Commerce (2017). Digitalisering og produktivitet – Vækstpotentiale i danske virksomheder-Erhvervs 
og Vækstpolitisk analyse. Erhvervsministeriet.  

Munkholm, NV, Jacqueson, C and Schjøler, CH (2022). Lønmodtager-/arbejdstagerbegrebet i dansk arbejds- og 
ansættelsesret – med fokus på platformsarbejde. Teknisk-juridisk rapport udarbejdet for 
Beskæftigelsesministeriet. Ministry of Employment. 

Munkholm, N.V.; Jacqueson, C.; and Schjøler, C.H. (2022). Lønmodtager-/arbejdstagerbegrebet i dansk arbejds- 
og ansættelsesret – med fokus på platformsarbejde. Teknisk-juridisk rapport udarbejdet for 
Beskæftigelsesministeriet. Ministry of Employment. 

Navrbjerg, S.E. and Minbaeva, D. (2020) Virtuel ledelse under corona-krisen, Rapport I: De kvalitative studier, 
FAOS/Copenhagen Business School  

Nemlig.com (2021). Nemlig.com indgår ny lokalaftale med 3F, pressemeddelelse 7/6/2021. Nemlig-com 

Nielsen, M.L.; Laursen, C.S.; Dyreborg, J. (2022) Who takes care of safety and health among Young workers? 
Responsiblisation of OSH in the platform economy, Safety Science, online first.  

OECD (2017). OECD Digital Economy Outlook 2017, OECD Publishing. 

OECD (2019) The Future of Work – OECD Employment outlook 2019. OECD. 

Politiken (2021) Minister kaldes i samråd om Nemlig.com og Wolt, New Paper article published, 23/03/2021 

Rambøll-Management (2017) FREMTIDENS KOMPETENCER TIL ET DIGITALT ARBEJDSLIV I KOMMUNERNE 
GENERISK KOMPETENCEKATALOG, Report for KL. Rambøll-management.  

Rasmussen, S.; Madsen, P.K.; Saloniemi, A.; Ólafsdóttir, K.; Dølvik, J.E.; Jesnes, K.; Ronaldsson, B.; Pettersson 
J.; and Berglund, T. (2017). Nordic labour markets and the sharing economy - National Background 
Reports, NORDIC WORKING PAPERS. Nordic Council of Ministers.  

Rolandsson, B.; Alasoini, T.; Berglund, T.; Dølvik, J.E.; Hedenus, A.;Ilsøe, A.; Pernille-Larsen, T.; Rasmussen, S.; 
Steen, J.R.; Hjelm, E.; and Varje, P. (2020). Digital Transformations of Traditional Work in the Nordic 
Countries in TemaNord 2020:540. Nordic Council of Ministers. 

Samarbejdssekretariatet (2021). Samabejdsaftalen 2021- cirkulære om aftale om samarbejd og samarbejdsudvalg 
i staten. Samarbejdssekretariatet.  

Shapiro, H. and Finansforbundet (2019), På forkant med fremtidens arbejdsmarked. Finansforbundet. 



D e m o c r a c y  a t  w o r k  t h r o u g h  t r a n s p a r e n t  a n d  i n c l u s i v e  a l g o r i t h m i c  m a n a g e m e n t                                                              

| 21 

 
Shapiro, H.; Rytz, B.K.; and Hansen, J.H. (2016) Kunstig Intelligens – Morgendagens Job og Samfund, 

Rapporten er udarbejdet af Teknologisk Institut for Ingeniørforeningen, IDA til Sirikommissionen. 
Aarhus: Teknologisk.  

Sharing Economy Council (2019). Bilag 1. Kommissorium for Det deleøkonomiske råd. Erhvervsministeriet, 
Beskæftigelsesministeriet and Skatteministeriet.  

Sharing Economy Council (2021). Velfungerende rammer for deleøkonomien i Danmark 13 anbefalinger fra Rådet 
for Deleøkonomi. Erhvervsministeriet. 

SIRI-Commission (2019). AI, Medier og Demokrati, Sådan Styrker vi vores demokratiske immunforsvar. SIRI-
Commission.  

SIRI-Commission (2022). En fremtidssikret velfærdstat med AI.. SIRI-Commission. 

Statistics Denmark (2020). Pandemien har sat skub i ældres nethandel, Nyt fra Danmarks Statitisk. Statistics 
Denmark. 

Statistics Denmark (2021a). ITAV 14: virksomhedernes brug af avancerede teknologier (10+ ansatte) efter 
virksomhedsstørrelse, branche og emne, Statistikbanken. Statistics Denmark.  

Statistics Denmark (2021b). Hver fjerde danske virksomhed bruger kunstig intelligens. 

Staykova, K., and Damsgaard, J. (2021). How Digital Platforms Compete Against Diverse Rivals. MIS Quarterly 
Executive, 20(4), 275-295. [7]. https://doi.org/10.17705/2msqe.00054 

The Why Not Lab (2022). Future of Work – the why not lab. The Why not Lab.  

Thelen, K. (2018). Regulating Uber: The politics of the platform economy in Europe and the United States, 
Perspectives on Politics, 16 (4) 938-953. 

UN (2020). E-Government Survey 2020 Digital Government in the Decade of Action for Sustainable Development 
With addendum on COVID-19 Response, New York: UN 

VEJ nor 11355 af 30/12/2015 t-vejledning F. 3.3-1 om samarbejde om arbejdsmiljø i virksomheder med mindst 35 
ansatte. BM 

Voocali and HK Privat. (2018). Agreement between Voocali and HK Privat. 

Zeeberg, Rikke Hougaard (2021). Verdensmestre i offentlig digitalisering. In Samfundsøkonomen 1 (2021). 5-10. 
Djøf Forlaget. 

 

 

 

https://doi.org/10.17705/2msqe.00054

	Preface
	Introduction
	Section I – Research and data sources in relation to the use of algorithms, artificial intelligence and algorithmic management
	Section II – Main policy issues and challenges in relation to the use of algorithms and algorithmic management by companies: views from Social Partners and the government
	Section III – The governance of algorithmic management; the role of collective bargaining
	Conclusion
	List of references

