
The rise of 
contingent work

The workforce of the future:



There’s no question that the future of work 

is changing. Between the Great Resignation, 

COVID accelerating the move toward flexible 

work, and changing attitudes about how work 

should be, the only thing that’s certain is that 

our collective relationship with work will 

continue to change and evolve. 

As external workforces become more and more 

critical to companies (and as more of the global 

talent force opts to go freelance, instead of 

more traditional career paths) it can be really 

challenging for companies to keep up. And the 

companies that choose not to try will almost 

certainly be left in the dust.

But for the companies trying to get ahead of 

these changes, there are still so many questions.

What will the future of work look like?

What can companies do to be more 

successful as the future of work arrives?

What do they need to be weary of?

We interviewed 8 thought leaders and industry 

experts to help us find answers to these 

questions and get a better understanding of the 

lay of the land.

Introduction
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Kelly Barner has worked in procurement since 2003, 

starting as a practitioner and then serving as the 

Associate Director of Consulting at Emptoris. She 

has covered procurement news, events, publications, 

solutions, trends, and relevant economics at Buyers 

Meeting Point since 2009. Kelly is also the Head of 

Content and Brand Partnerships at Art of Procurement 

and the Host of Dial P for Procurement on Supply 

Chain Now. Kelly has co-authored three books: ‘Supply 

Market Intelligence for Procurement Professionals’, 

‘Procurement at a Crossroads’, and ‘Finance Unleashed’.

Head of Content and Brand Partnerships, 
Art of Procurement

Kelly Barner

Mathias Linnemann co-founded Worksome in 2016.  Today 

he is Worksome’s Chief Commercial Officer, helping make 

the flexible future a reality for both companies and workers 

globally.  Under his leadership, Worksome has scaled 

exponentially, grown it’s revenue 3X year over year, and 

expanded globally across Europe and North America.

As a thought leader in the global tech community, Mathias is 

passionate about modernizing work to create a future where 

employees get to do more of what they love and companies 

get access to top talent who are highly motivated.  He believes 

by leveraging technology to enable and empower flexibility, 

trust and autonomy in the workplace, everyone wins.

CCO & Co-Founder, Worksome

Mathias Linnemann

Jon Younger is the voice behind #freelancerevolution, 

and the Founder of the Agile Talent Collaborative.  For 

over 10 years, he’s been telling the stories of the freelance 

economy to both startups and Fortune 100 companies, and 

through tireless advocacy.  He writes regularly for Forbes, 

the Harvard Business Review, and his books include Agile 

Talent, HR From the Outside In, and HR Transformation. He 

led the first major global survey of freelancing (including 

Worksome and 75 other platforms as research partners), 

speaks or corresponds with hundreds of platforms annually, 

is an active and early investor and advisor in the freelance 

space, and an expert in residence at Open-Assembly.com.

Founder, Agile Talent Collaborative and 
Expert-in-Residence, Open-Assembly.com

Jon Younger, PhD.

Cheryl is a Procurement Professional specializing in 

Contingent Workforce for Verizon. She thoroughly enjoys 

solving complex problems and creating win-win solutions with 

both internal and external stakeholders.

Cheryl creates and implements procurement strategies 

designed to meet the goals of Verizon. She believes in sharing 

her knowledge and expertise with her teams and seamlessly 

integrating across multiple cultures and languages, building 

teams from individuals. She encourages new thinking while 

focusing on what’s important to the business and maintaining 

high standards and adherence to the company’s governance.

Manager, Global Sourcing, Workforce 
Solutions Program, Verizon

Cheryl McDonald

Expert Speakers
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David is the ad interim Contingent Workforce Manager for 

Teradata. He partners with leaders to optimize value from 

all the different parts of their workforces. He is a regular 

speaker at industry events, like SIA, and an expert in all things 

contingent workforce.

Ad interim Contingent Workforce Manager, 
Teradata

David Faik

Bryan is a globally recognized thought leader in the 

world of extended work and open talent. With a 

unique perspective on the ever-growing demand for 

comprehensive workforce solutions, he is a widely 

sought-after keynote speaker, passionate evangelist 

for the open talent industry, and an expert on 

emerging talent platforms, workforce management 

programs, labor models, HR technology, variable, and 

future workforce trends.

Through his boutique consulting firm, Defiant 

Solutions LLC, he works directly with HR tech 

companies of all sizes, service providers, private 

equity, and enterprise clients to navigate the ever-

changing global talent landscape. His firm leverages 

a vast global network of industry experts and 

specializes in solving complex challenges.

CCWP, Workforce Solutions Strategist and 
Strategic Advisor, Defiant Solutions LLC

Bryan Peña

Christina Brun Petersen co-founded Worksome in 2016. 

Today she leads the flexible revolution as Worksome’s 

Chief People Officer. Her focus is on creating and 

delivering a flexible, supportive, and inclusive environment 

for employees and a best in class hiring experience for 

candidates.

As a thought leader and change-maker for the global 

HR community, Christina is passionate about making 

the future of work a reality. To do so she believes in 

supporting four fundamental initiatives at work:  A 

people-first company culture that is inclusive, authentic 

and sustainable; trust and strength based leadership; a 

flexible workplace that fosters agility and autonomy; and 

innovation driven by diversity and inclusion. 

CPO & Co-Founder, Worksome

Christina Brun Petersen

Mark is a senior procurement and workforce strategy 

executive with significant experience driving 

efficiency and profitability in strategic sourcing, 

category management, and talent acquisition in global 

organizations. Mark spent the last 12 years in various 

roles leading BP’s extended workforce program. Mark 

is a passionate advocate for innovation in workforce 

management to optimize the way work gets done 

among both employee and non-employee populations.

MBA, CPM, CCWP, Global Contingent 
Workforce Expert

Mark McCollam
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There were a lot of common trends and 
crossover in their answers, and 8 themes 
especially stood out. Here are our 8 biggest 
takeaways from the interviews.
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“ “
“In January of 2020, ‘Work from Home’ was still 

something of a nebulous concept in that most companies 

didn’t want their staff out of the office every day, 

especially Contingent Workers, because the fear was ‘out 

of sight, must not be working.’ 

Fast forward and I’ve now worked from home for almost 

two years, along with most of my colleagues, and I’ve 

worked the majority of that as a consultant. What this 

two-year adventure has taught us is that people deliver 

whether in the office or not and companies must continue 

to evolve their work-place strategies to meet flexible 

needs. The idea that everyone shows up at an address, 

swipes a badge and sits at the same desk every day is 

forever changed. I can see a time in the near future when 

folks work from wherever they want across the Globe and 

companies’ workplace practices will continue to evolve, 

along with their infrastructure, to make this happen.”

Cheryl McDonald

Manager, Global Sourcing, Workforce 

Solutions Program, Verizon

“We are witnessing the slow erosion of the traditional 

organization. The fixed and inflexible workforce is not 

made for the 21st century, and is being replaced by a 

flexible, blended work architecture that facilitates the 

speed of change required by most organizations.  In the 

near future organization,  the other members of your 

project team may be employees, contractors, consultants 

and external advisors, freelancers, creators, or even a 

team of university students and professors. They may be 

part- or full-time, and they may live less than a mile from 

you, across the country, or around the world. The flexible, 

blended workforce, in turn, accelerates the shift from ‘in 

the office, all together’ to ‘wherever you are’ as technology 

makes those connections simple and easy.”

Jon Younger, PhD.

Founder, Agile Talent Collaborative and 

Expert-in-Residence, Open-Assembly.com

The workforce is changing as we 
know it and all signs point to a 
more flexible future. Not just in 
terms of where we work from, 
but how we work, when we work, 
and even how organizations 
themselves are shaped.

The way that work looks 
is forever changed

#1
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““
“Contingent Workforce, at its very core, provides flexibility 

to companies. It allows companies to source resources it 

doesn’t have internally for delivering on day-to-day tasks 

or on more strategic projects where the IP might not be in-

house. Companies can then deliver products and services 

without having the burden of hiring more employees.

The Contingent Workers will roll off when the work is 

done and they also provide a buffer when or if a company 

needs to lower its workforce numbers – Contingent 

Workers are often the first to be let go. This allows for the 

retention of core employees during times of downturn”

Cheryl McDonald

Manager, Global Sourcing, Workforce 

Solutions Program, Verizon

“Contingent workforces add a new layer of innovation.  

With access to highly skilled workers with varied and 

hyper-relevant experiences, businesses get invaluable 

exposure to new perspectives and ideas that can be 

inspirational and transformative.

They also create next level efficiency that is more cost 

effective. With a fluid workforce that can be scaled up 

or down quickly, it’s easier and faster to deliver and 

achieve goals.

These benefits of adding a contingent workforce are 

maximized when it’s done so strategically as part of a 

larger hiring process and with proper ownership and 

oversight.”

Mathias Linnemann

CCO & Co-Founder, Worksome

Flexible workforces 
make companies more 
agile and resilient
Flexibility isn’t just good for workers. A lot of 
our contributors talked about how flexibility 
from a company’s point of view makes them 
more able to move quickly, scale up and 
down, and survive times of hardship.

#2
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“
“

“
“Regulation will become more complex. As lawmakers try 

to catch up with and regulate the changing workforce, 

things like worker classification will become more and 

more challenging. For companies managing workers in 

different locations, getting this right will be extremely 

important if they want to mitigate their risk and avoid 

expensive fines and penalties.”

David Faik

Ad interim Contingent Workforce Manager, 

Teradata

“As the world of work changes, and more and more 

people work as freelancers, governments are predictably 

increasing their scrutiny of how companies employ and 

pay people. Specifically this means increased focused 

on worker classification and compliance. Companies 

need modern technology to ensure that they always hire 

compliantly to stay risk-free.”

Mathias Linnemann

CCO & Co-Founder, Worksome

“Compliance risk and misclassification is always a 

challenge, especially when using contingent workers in 

large companies. I’ve found that collaborating with the 

various business units to understand their resource needs 

is a strategic advantage in mitigating compliance risks 

around incorrect Contingent Worker classification and 

management. Proactive training across the Enterprise on 

the types of labor, how to recognize them and how to 

manage them (or not) is also extremely helpful.”

Cheryl McDonald

Manager, Global Sourcing, Workforce 

Solutions Program, Verizon

Moving to hybrid workforces doesn’t come without its 
challenges. Companies will need to be careful about 
compliance and classification of workers as they employ 
different types of workers in different locations, and the 
penalties could be costly if they don’t.

Compliance will 
be a challenge

#3
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“ ““
“With the talent gap growing we’re seeing more and 

more businesses hiring freelancers.  And unlike in the 

past, when freelancers were just people who companies 

outsourced simple work to,  now we see that freelancers 

are the strategic thinkers and innovators with specialized 

knowledge who can make a big impact for the time they 

are with a business. It can even be a CEO, hired for 9 

months to help scale or save a company. 

For the companies with growth ambitions internationally, 

especially in tech, who are trying to attract and hire top 

talent with relevant experience and skill sets, there is 

no way around working with freelancers, and building a 

contingent workforce strategy.”

Mathias Linnemann

CCO & Co-Founder, Worksome

“On-demand access to highly skilled talent is necessary 

for diversifying the talent pool and adding new and 

specialized knowledge. The flexibility it offers means 

companies can have more people and more minds 

working to achieve their business goals. That’s more 

people working on a collective mission and driving 

innovation, all without being resource constrained.”

Christina Brun Petersen

CPO & Co-Founder, Worksome

“The half-life of medical innovation has shrunk to 18-

24 months. Nanotechnology knowledge doubles every 

12 months. Stanford researchers recently announced 

that prior to 2012, AI results tracked Moore’s Law, with 

compute doubling every two years but,“Post-2012, it has 

been doubling every 3-4 months.

Yet, most organizations, even those in fast changing fields, 

remain committed to a traditional workforce model – the 

permanent employee - that cannot any longer keep up 

with the magnitude of informational and technical change 

to which it must respond, at the speed to which it must 

respond. This is a profound mistake. Organizations are 

more likely to remain responsive to external challenges, 

and more innovative, when they implement a flexible, 

blended workforce that fosters talent, in whichever form 

it might come in. It opens the organization to new thinking 

from the outside, and enables the organization to be more 

agile and dynamic. All of this means better talent selection 

and the best skill-set for each job.”

Jon Younger, PhD.

Founder, Agile Talent Collaborative and 

Expert-in-Residence, Open-Assembly.com

Getting top talent for your business is only getting harder and harder. 
The companies that focus on finding the best talent — instead of one 
type of worker — will win the war for talent and see the highest rates of 
success. And hybrid workforces allow you to do this.

Talent (not type) needs 
to be prioritized when it 
comes to workers

#4
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“ “
“As Kate Vitasek writes in her book Vested Outsourcing, 

‘Performance partnerships let each firm do what it does 

best. Unless the company that is outsourcing has the skills 

and the resources to keep up with the latest innovations in 

the service it is outsourcing, it should leave the details to 

the experts.’

Leveraging a contingent workforce is not exactly 

outsourcing (at least not in the traditional use of the 

term), and it is more likely to leverage the capabilities of 

individuals rather than firms, but the general principal 

quoted above holds true.

If a company is bringing in freelancers to provide more 

than transactional bandwidth – and even then – they 

would be wise to allow themselves the opportunity to 

benefit from what their freelancers have seen work well in 

other circumstances. That is the best way to truly leverage 

the full value of a contingent workforce and be more 

successful than the competition going forward.”

Kelly Barner

Head of Content and Brand Partnerships, 

Art of Procurement

“I’d expect to see more of a convergence between 

different sorts of work formats or worker types, 

and ultimately the teams that manage them within 

an organization. Previously, there has been a solid 

segregation between contingent workforce programs and 

HR talent acquisition focused on permanent employees. 

I’d expect to see these lines of segregation become 

diminished as companies take a more holistic view of 

talent”

Mark McCollam

MBA, CPM, CCWP, Global Contingent 

Workforce Expert

Until recently, much of the discussion around different 
types of workers has focused on the benefits of one vs 
the other. But many of our responses actually talked 
about how different types of workers are actually best 
utilized when they’re strategically used together.

Workforces can be — 
and should be — blended 
strategically, to work

#5
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“
“I also expect that organizations change in the way that they look at talent, 

starting to take a more focused view in terms of the types of value proposition/ 

benefits/ talent experience that they’re trying to offer to contingent workers. 

Yes, companies do that for their FTEs today, but it has been an afterthought 

at best for the contingent side. Given the demand that there is on talent now, 

companies will be forced to do so. 

Companies will also have to ask themselves basic questions such as: Why 

would a freelancer want to work for their company? What have we done to 

establish a relationship and provide an experience that would motivate an 

external individual to give his best work and full engagement? Companies have 

often articulated an employee value proposition, but they must also articulate 

a compelling value proposition for freelancers which may not be the same 

for employees- one in which it will provide the greatest potential for both 

satisfaction (financial and purpose) and career opportunity.”

Mark McCollam

MBA, CPM, CCWP, Global Contingent Workforce Expert

Freelancers have long been seen as outside of the businesses they work for 
and it’s been rare for businesses to put a lot of effort into their experiences. 
But as freelancers are increasingly seen as valuable parts of any organization, 
companies will need to put more of a focus onto the experiences freelancers 
have with them, so they can continue to work with the best talent available.

Companies will increase 
their focus on creating a 
good experience for their 
freelancers

#6
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Kelly Barner

Head of Content and Brand Partnerships, Art of 

Procurement

Always communicate clearly. Bringing a freelancer up to speed can be as 

challenging as onboarding a new employee or supplier. Share information 

about what is needed and why, and don’t forget that they aren’t as familiar 

with your corporate culture as you are. There may be unspoken ‘rules’ that 

the freelancer can easily support if they are just aware of their existence 

and importance.

Unless being available on certain days 

and times was part of the engagement, 

be as open as possible to when 

freelancers want to work. They are 

often working multiple accounts at once 

and may therefore need to work outside 

of traditional business hours. 

Be flexible about work 
schedules

If corporate attempts to embrace 

working with small and medium sized 

enterprises teach us anything, it is that 

paying those suppliers on time can 

be an issue. Corporations should be 

aware of the delay between work being 

performed and payment being issued.

Pay them on time

They may not be full employees, and 

their engagement may be limited in 

scope or time, but they should receive 

the same respectful regard and 

treatment as any other in-house talent.

Treat freelancers with 
respect

There are a few different things companies will need to do to attract the best 

freelance talent.

Mathias Linnemann

CCO & Co-Founder, Worksome

It’s important to provide a good 

experience for freelancers from the first 

engagement. This includes having the 

best technology to ensure a smooth 

onboarding, easy access to the right 

information, and on time payments.

Experience

Creating a culture and fostering an 

environment that is inclusive of all types 

of workers is important for building 

relationships, especially with contingent 

workers. By treating them like you treat 

full time employees, they will be more 

motivated to deliver and collaborate.  

This extends to communicating the 

business goals, mission and other 

relevant information that will help them 

be successful.

Integration

The projects need to be interesting, 

and the context needs to be clear and 

available.  To truly empower freelancers, 

it’s important to communicate the big 

picture and the “why” -  so they know 

what they are working towards from 

day one.

Context

Freelancers have a lot of choices today. To be competitive and attractive to 

freelancers there are a few key things for businesses to consider:
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“
“I think employees will start to think about their well-being 

when considering new opportunities and companies, and 

it will be especially important for those who are choosing 

to freelance due to the flexibility it gives them. So, for 

companies looking to proactively adjust and adapt - and 

become more attractive to employees - a good place to 

start would be with a wellbeing policy, and invest in tools 

or processes that can help them improve and maintain 

better levels of well being for their workforce.”

Christina Brun Petersen

CPO & Co-Founder, Worksome

As companies get more competitive for top talent companies will 
put more of a focus on worker wellbeing. This could be especially 
true for freelancers who have left corporate culture for burnout or 
other well being related reasons.

As workers prioritize their 
well being, companies 
will need to as well

#7
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““ “
“

“The biggest change that I see in the marketplace is 

the evolution of contingent workforce management as 

a profession.  This increased professionalism has given 

rise to many new and creative technologies as well as 

disruptive approaches to the way things get done. At 

the same time this professionalism challenges legacy 

providers (MSP/VMS) to continually innovate and develop 

new service offerings to stay one step ahead of evolving 

client demands.”

Bryan Peña

CCWP, Workforce Solutions Strategist and 

Strategic Advisor, Defiant Solutions LLC

“From a technology perspective, there’s also an evolving 

connectivity between systems, including ones like an 

applicant tracking systems, direct sourcing, and VMS that 

increasingly allow for business processes and workflows 

to flow seamlessly, but all within a talent ecosystem”

Mark McCollam

MBA, CPM, CCWP, Global Contingent 

Workforce Expert

“There will be a growing demand in the market for HR 

tech created to support having a hybrid and/or global 

workforce.  It will become necessary to automate as many 

of the HR management tasks as possible, so people-

teams can focus on the important things, like creating 

and maintaining a strong company culture, specifically 

designed for the flexible workforces of the future.”

Christina Brun Petersen

CPO & Co-Founder, Worksome

“The companies that are able to leverage technologies and 

implement procedures to capture the best and brightest 

no matter where they are on the planet are going to reap 

the tremendous benefits that come from truly accessing a 

global talent pool. Enabling technologies will be developed 

even more so than today’s talent marketplaces and 

solution providers. The future talent war will be won by 

companies that provide as many avenues to access talent 

as possible and have the systems in place to manage and 

optimize them effectively.”

Bryan Peña

CCWP, Workforce Solutions Strategist and 

Strategic Advisor, Defiant Solutions LLC

A new workforce will require new tools to manage 
and optimize it. Technologies are already starting 
to emerge to bridge this gap and help companies 
manage hybrid workforces.

Technology and systems 
will emerge that cater to 
the new workforce

#8
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How do these trends line up with your current 

workforce practices and plans? If you’re already 

moving to a hybrid workforce you’re probably 

already positioning yourself pretty well for the 

future. And if you aren’t, it’s not too late to start. 

Regardless of where you are on your contingent 

workforce journey, Worksome can help. We simplify 

freelancer management for you by automating 

payments, contracts, and billing, and making things 

like hiring, onboarding, and compliance easier to 

manage.  By consolidating every aspect of your 

freelance management into one central system, 

there’s no more back and forth between your 

different teams getting people up to speed and 

making sure everyone is aligned.

Click here to request a customized demo today →

Conclusion

15

https://www.worksome.com/demo


The Workforce of the Future: 

The Rise of Contingent Work

Published by Worksome ApS.

Toldbodgade 35

1253 København K

Denmark

hello@worksome.com

www.worksome.com

© 2022 Worksome ApS.

All rights reserved. No portion 

of this book may be reproduced 

in any form without permission 

from the publisher, except as 

permitted by U.S. copyright law. 

Edited by Joseph Russell

Designed by Ishbel McCann

Photographed by Johannes Sejer


