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Description of the experience 

This case study concerns a large construction company based in Poland, part of a large international 

company with global reach, and having a unionized workforce. 

The company has extensive experience in posting workers in the construction industry in the framework 

of services awarded abroad, often by other corporate branches. It usually avoids using  temporary 

employment agencies so it can directly oversee guarantee the quality of work performed. The foreign 

branches are assured about the abilities of posted workers and do not need to confirm their skills. 

According to the company, obtaining a contract abroad and posting employees to known foreign markets 

allow for greater stability (especially in periods of economic downturn in Poland) and for the retention of 

highly qualified specialists. They also believe that the work of specialists employed in the company abroad 

allows them to gain additional skills and is also a form of 'lifelong learning'. 

The company emphasizes that employees are very interested in posting, due to the higher earnings 

obtained when working abroad, even though they often do not formally work abroad in positions that 

fully correspond to their skills and qualifications. The average age of posted workers is around 35-40 years. 

Young employees with less work experience are also posted, but their work during posting is closely 

monitored. For the company, the experience abroad is also a form of investment in improving their skills. 

Not only are all posted workers trained in occupational safety and health, but also, if possible, in the field 

of building regulations and labour law provisions in force in the host country. 

The digitalization of construction is not perceived as an obstacle nor as an opportunity for the mobility of 

the workforce. As a rule, employees are posted to perform work in positions that do not require high 

digital skills. In the case of the implementation of comprehensive contracts, the company has its own 

specialized staff that can be posted. However, it is possible that with the introduction of technological 

changes requiring advanced digital skills from construction site workers (EQF 3-4), additional training will 

be required. 

Generally, posting is a ‘business model’ and companies from host countries are not interested in training 

workers of the sending companies, which would increase the cost of works. It happens, however, that the 

host company can take over posted workers after posting (and sometimes during the posting period), and 

include them in vocational training activities. In general this is not done due to costs. 

Among the identified problems, the company stresses the need for language training, including technical 

language used in the industry. Such training should be organized by specialized companies. Yet, the offer 

is currently very modest. 

It is worthy to mention that the company uses foreign workers on the Polish labour market. These 

employees (mainly of Ukrainian nationality, and, on a smaller scale, from Belarus, Croatia, Serbia, and 

Pakistan) are employed on the basis of the Polish legislation and not via posting. The company prefers 

direct hiring to temporary agency work, although in case of peaks, it sometimes uses this method – usually 

for workers with lower qualifications. For many foreign employees, this is a path to direct employment 

and access, then, further opportunities offered by the company to improve their qualifications and skills. 

Subcontractors use migrant workers on a much larger scale. Their most common occupations are: steel 

fixer, bricklayer, painter, carpenter, plasterer, floor worker, roofer. 
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The interviewed employee from the HR Department draws attention to the fact that these employees 

often do not have sufficient knowledge: they do not speak Polish (which makes communication difficult), 

they do not know new technologies, and they have limited knowledge on health and safety. For the proper 

rolling out of works, they are included in teams with a majority of Polish experienced workers (70% of 

Polish workers, 30% of migrant workers), and headed by a foreperson speaking their native language. 

The company does not have a procedure for mutual recognition of qualifications of migrant and posted 

workers with foreign partners (only for specialists within the same group there is such a possibility). The 

company's training department is responsible for checking the skills of foreign workers from third 

countries. However, this does not apply to employees posted sporadically to work in the company (they 

are usually highly qualified employees and operators of equipment/machines). 
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For more information on the YES project: www.yesproject.net 

http://www.yesproject.net/

