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Spostovane bralke, spostovani bralci,

v prvi letosnji Stevilki so objavljeni trije prispevki, ki so med seboj povezani in se ukvarjajo predvsem z vprasanji,
povezanimi s trgom dela.

V prvem prispevku Sirok in drugi obravnavajo problematiko in izzive naras¢anja novih atipi¢nih oblik dela. Pri tem
izpostavljajo predvsem problematiko avtonomnih visoko kvalificiranih delavcev (i-Pros) na trgu dela in s pomocjo
analize podatkov ankete o delovni sili prikazujejo obseg tega pojava v Sloveniji. Avtorji poudarjajo socialno razseznost
te problematike, saj so avtonomni delavci v Sloveniji izpostavljeni tveganju za prekarnost in revicino, ki je med
samozaposlenimi v Sloveniji relativno visoka. Hkrati pa opozarjajo tudi na problem odsotnosti enotne opredelitve teh
oblik dela in s tem problem merjenja pojava.

V drugem prispevku Letnar in Sirok podajata teoreti¢ni pregled vloge socialnega kapitala pri zaposljivosti. Ceprav
kadrovski menedzment in druzbeno zaznavanje pripisujeta socialnemu kapitalu velik pomen, pregled literature kaze, da
je vloga socialnega kapitala v modelih zaposljivosti ve¢inoma zanemarjena.

Vodopivec in soavtorji v prispevku obravnavajo soocanje s problemom dolgotrajne brezposelnosti v Sloveniji. Avtorji
predstavljajo problem dolgotrajne brezposelnosti v Sloveniji, ki je po delezu dolgotrajno brezposelnih vecji kot v
povpre¢ju OECD. Clanek preucuje in prikazuje izkudnje drzav EU in OECD z izbranimi ukrepi za zmanj$evanje dolgotrajne
brezposelnosti in ponuja priporocila ekonomski politiki oz. politiki trga dela.

Prijetno branje zelim,

Alenka Kajzer, urednica Ib-revije
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NOVI AVTONOMNI DELAVCI V SLOVENUI — I1ZZIVI
ZARADI RAZSIRJANJA NOVIH ATIPICNIH OBLIK DELA

Klemen Sirok, Fakulteta za management, Univerza na Primorskem
Suzana Sedmak, Fakulteta za management, Univerza na Primorskem
Suzana Laporsek, Fakulteta za management, Univerza na Primorskem
Elizabeta Zirnstein, Fakulteta za management, Univerza na Primorskem
JEL: J410, J820, J830

Povzetek

Clanek obravnava problematiko avtonomnih visoko kvalificiranih delavcev (i-Pros) na trgu dela in je prvi prikaz njenega obsega
v Sloveniji. Avtorji poudarjajo socialno razseZnost te problematike, saj so avtonomni delavci v Sloveniji izpostavijeni tveganju
za prekarnost in revscino, ki je med samozaposlenimi v Sloveniji relativno visoka. Problem pri raziskovanju te problematike je
odsotnost opredelitev in zato oteZzeno merjenje pojava na podlagi obstojecih statisticnih podatkov. Odpira se tudi vprasanje
omejene vkljucenosti te skupine delavcev v socialni dialog. Kot je razvidno iz primera Slovenije, trzne sile prehitevajo drzavo
blaginje, ki snovalce politik na podrocju trga dela postavlja pred nove izzive.

Kljucne besede: trg dela, avtonomni delavci, i-Pros, prekarnost, proZnost, delo

Abstract

This paper addresses the problem of professional independent workers (i-Pros) on the labour market and represents the
first review of the extent and dimensions of this phenomenon in Slovenia. The authors stress the social dimension of the
phenomenon: i-Pros in Slovenia are exposed to the risk of precarisation and poverty, which is relatively high among the self-
employed in this country. Problems identified in researching the phenomenon of i-Pros are the absence of clear definitions and
limitations with analysing the existing labour market data. The authors also point to the question of limited inclusion of i-Pros
in social dialogue. As is evident from the case of Slovenia, market forces are currently overtaking the welfare state, which poses

new challenges to labour market policymakers.

Key words: labour market, autonomous workers, i-Pros, precariousness, flexibility, work

1. Uvod

Ekonomske in druzbene spremembe so privedle do
novih oblik zaposlovanja in dela ter sprememb v
razmerjih na trgu dela. Znacilnosti pozne postmoderne
druzbe, kakor so trzni pritiski, spreminjanje nacinov
dela in zivljenja ter gospodarska kriza, so privedli do
destandardizacije nacinov zaposlovanja (numeri¢na
proznost, zaposlovanje za dolo¢en dcas, zaposlitve s
skrajsanim delovnim ¢asom, samozaposlovanje) in
organizacije dela (funkcionalna proznost, prostorska in
¢asovna proznost) (Kanjuo-Mrcela and Ignjatovic¢ 2015,
351; Watson 2017; Volti 2011) na celotnem podrocju
od brezposelnosti, prekarnih zaposlitev do (placane)
zaposlitve za polni delovni ¢as. Prozna specializacija,
nova ekonomija in globalizacija so nekateri izmed
klju¢nih konceptov, s katerimi skusamo opredeliti
spremembe obstojece kapitalisti¢cne druzbene ureditve,
ki je privedla k zmanjsanju nadzora na trgu dela.

Splodni odziv na te spremembe - ki je skupen vsem
evropskim drzavam - je potreba po vecji proznosti
upravljanja gospodarstva (European Commission
2006), kar je povezano tudi z novo opredelitvijo dela.
Pojmovanje dela se je razsirilo od za industrijsko
moderno druzbo znacilnega modela zaposlitve s
polnim delovnim ¢asom za nedolocen cas k drugacnim,
atipi¢nim, manj formalnim (tudi neformalnim ali
neplacanim) oblikam dela (Volti 2011; Watson 2017).
Vse vec dela poteka pod vecstranskimi pogoji, v katerih
je nadzor nad delovnim procesom deljen s tretjo
stranjo prek sozaposlovanja (angl. co-employment) ali
podizvajalstva (angl. subcontracting) oziroma kjer celo
izgine kot v primeru neposrednega pogodbenega
odnosa (angl. direct contracting), pri Cemer pa se
nadzor vse bolj prenasa na pricakovane delovne
rezultate (Pichault 2016). Med dvema poloma -
standardno zaposlitvijo za polni delovni ¢as in klasi¢no
samozaposlitvijo - lahko tako opazujemo vse bolj polno



in raznoliko sivo cono hibridnih delovnih odnosov, za
katere je znacilna povecana proznost in 'vec¢stranskost,
drobljenje delovnih procesov in delovnih nalog ter ve¢ja
samostojnost pri nacinu opravljanja del (Pichault and
Naedenoen 2016). Te karierne poti brez meja pogosteje
opazimo pri poklicih znotraj ustvarjalnih industrij,
na podrocju svetovanja in v sektorju informacijske
tehnologije. Leighton in Brown (2013, 17-18) namre¢
ugotavljata, da je povecanje Stevila samozaposlenih
najvisji v naslednjih sektorjih gospodarstva: kultura
oziroma umetnost, zabavna in rekreacijska industrija,
nepremic¢ninski sektor in informacijsko-komunikacijski
sektor.

Pa vendar je literatura s podroc¢ja proznosti na trgu
dela, neoliberalnih reform in sprememb na trgu dela
$e vedno usmerjena predvsem v tradicionalne oblike
proznih oblik dela, kamor je usmerjena tudi pozornost
politik in politi¢nih odlocitev (Koene, Galais, and Garsten
2014). Druge oblike dela oziroma segmenti trga dela
kot npr. novi avtonomni delavci (angl. new autonomous
workers) ali osebe v svobodnih poklicih — svobodnjaki
oziroma neodvisni zaposleni (angl. independant workers)
so delezni bistveno manjse pozornosti. Obstaja kar
nekaj poskusov zaobjetja zdajsnjih smernic sprememb
na trgu dela, vendar vecina teh $tudij ostaja v okviru
tradicionalnih opredelitev atipi¢nih oblik zaposlitve,
usmerjena v zaposlitve z delovnim ¢asom, krajsim od
polnega delovnega ¢asa, pogodbami za dolocen ¢cas in
podobno (Cappelli and Keller 2012; Keller and Seifert
2013; Schmid 2008; Hipp, Bernhardt, and Allmendinger
2015).

Izmed Studij trga dela, ki so uspesno zaznale nastajajoce
trende povecanja novih atipi¢nih oblik zaposlovanja,
velja izpostaviti naslednje: Katz in Krueger (2016) sta v
Zdruzenih drzavah Amerike ugotovila povecanje deleza
atipi¢nih oblik zaposlovanjaz 10,1 % na 15,8 % v obdobju
2005-2015 z ocitnim povecanjem Stevila delavcey,
ki jih pogodbeno posojajo podjetja (angl. workers
provided by contract firms) z 0,6 % na 3,1 %, povecanjem
Stevila neodvisnih pogodbenikov (angl. independent
contractors) z 6,9 % na 8,4 % in delavcev na poziv (angl.
on-call workers) z 1,7 % na 2,6 %. Studija Eurofounda
(2015) za Evropo ugotavlja rast obsega Stevilnih novih
oblik zaposlitev: priloznostni delavci (angl. casual
workers), delavci prek vavcerjev oziroma vrednotnic
(angl. voucherbased workers), portfolio delavci (angl.
portfolio workers), udeleZzenci mnozi¢nega dela (angl.
crowd workers) ipd. Pri tem je treba opozoriti, da
uporabljeni podatki niso bili usklajeni med vklju¢enimi
drzavami, kar onemogoca popolno kvantitativno oceno
opazovanega fenomena.

Ceprav je populacija zaposlenih v novih atipi¢nih
oblikah zaposlitev v Evropi v zadnjih petnajstih letih
dosegla izjemno rast, do nedavnega to ni vzbudilo
pretirane pozornosti ne akademske ne politi¢ne sfere,
kljub temu da so v zadnjem desetletju drzave EU
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intenzivno spodbujale samozaposlovanje, med drugim
tudi zaradi Evropske komisije (Commission of the
European Communities 2003; Svet Evropske unije 2005).
Rapelli (2012) v svoji analizi Eurostatovih podatkov
med letoma 2000-2011 kvantitativho jasno ugotavlja
fenomen izrazite rasti avtonomnih profesionalnih
delavcev (angl. professional independent workers
oziroma i-Pros) v visini 82,1 %, pri ¢emer se je v enakem
obdobju Stevilo odvisnih delavcev (angl. dependent
workers) in neavtonomnih neprofesionalnih delavcev le
skromno povecalo (7,2 % in 5,6 %). Samozaposlenost je
namrec postala pomembna, ¢e ne kar najbolj razsirjena
pogodbena ureditev v sektorjih z visoko usposobljenimi
delavci in poklici. Tudi resolucija o socialnem varstvu za
vse, tudi za samozaposlene delavce (Social Protection for
All, Including Self-Employed Workers 2014) prepoznava
pomen tega novega segmenta trga dela, ki naj bi
predstavljal okoli 15 % vseh zaposlitev v EU. Leighton in
Brown (2013) v svoji Studiji natanc¢neje ocenita rast oblik
zaposlitev avtonomnih profesionalnih delavcev, ki naj
bi se povecala s 6,2 milijona v letu 2004 na 9 milijonov
v letu 2013 (+ 45 %), pri Cemer naj bi ti predstavljali
okoli 5 % celotne delovne sile EU (Leighton in McKeown
2015). Pa vendar to silovito povecanje ni vzbudilo
velikega zanimanja ne akademske ne politi¢ne sfere.
V javnih razpravah v evropskih drzavah so politiki Sele
nedavno pocasi zaceli prepoznavati vse vecji pomen
tega fenomena in nastajajoce potrebe tega segmenta
trga dela v okviru nacionalnih sistemov socialne varnosti
in drzave blaginje.

Povecanje Stevila delavcev v novih atipi¢nih oblikah
zaposlitev je seveda povezana tudi z dolocenimi
tveganji za te delavce, ki jih potrjujejo mnoge raziskave.
Praviloma ti delavci niso delezni enakih socialnih in
ekonomskih pravic kot »standardno« zaposleni, kar jih
izpostavlja ve¢jemu tveganju za revscino in prekarno
delo, kot to velja za zaposlene. Socialni model drzave
blaginje, ki temelji na standardni zaposlitvi, zapostavlja
zaposlene v atipicnih oblikah zaposlitev, ki so
izpostavljeni ve¢jemu tveganju zaradi izpada dohodka
zaradi na primer bolezni, starosti, nezaposlenosti/
pomanjkanja dela, invalidnosti ipd. (Dekker 2010,
Wieteke idr. 2016, Mould idr. 2014, Mingione idr. 2014).
Raziskovalci ugotavljajo, da se pod krinko »svobodnih«
in »ustvarjalnih« del in zaposlitev pogosto skrivajo
izkoriscevalski odnosi in prekarno delo, ki vodi do
»dolgih delovnikov, neplacanega dela in brisanja meja
med delom in zasebnim Zzivljenjem« (Wright 2015).
Schmid (2015) tako trdi, da sta vecanje neenakosti in
vecje tveganje za revscino pri delu med drugim tesno
povezana z narascanjem »nestandardnih oblik dela«
ter da sta proznost (flexibility) in varnost (security)' za
¢edalje vec delavcev v neravnovesju. Ceprav nove oblike
zaposlitev in dela vnaprej ne doloc¢ajo tudi prekarne
vrste dela, so, kot smo zapisali in kot poudarjamo v

' Gre seveda za kritiko koncepta flexicurity.
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nadaljevanju, imajo ti zaposleni manjso ekonomsko in
socialno varnost.?

Kljub temu, da so avtonomni profesionalni delavci
vedno obstajali na trgu dela, jih je tezko prepoznati in
opazovati (Leighton in Brown 2013; Rapelli 2012). Tudi
v Sloveniji je koncept avtonomnega profesionalnega
delavca znan ze dlje ¢asa (delavci v svobodnih poklicih
so npr. tradicionalno obicajni v kulturnem sektorju). Prav
tako kot drugje v Evropi se tudi v Sloveniji soocamo z
iziemnim povecanjem tega segmenta trga dela, saj se
Slovenija podobno kot druge evropske drzave v zadnjih
dveh desetletjih sooca tako z velikimi spremembami
na trgu dela kakor tudi s spremembami v zaposlitvenih
razmerjih, pri ¢emer pa v Sloveniji drugace kakor v
drugih evropskih drzavah $e nimamo jasne (empiri¢ne)
predstave, kaj se dogaja s temi nastajajoc¢imi segmenti
trga dela. Pregled razpoloZzljivih virov je namre¢ pokazal,
da razen $tudij v okviru tradicionalnih atipi¢nih oblik
zaposlitve, usmerjenih v zaposlitve z delovnim ¢asom,
krajsim od polnega delovnega c¢asa (angl. part-time jobs),
pogodbami za doloc¢en cas (angl. fixed-term contracts)
ali neodvisnimi zaposlenimi (angl. independent work), v
Sloveniji nimamo empiri¢nih podatkov o razsirjenosti
novih oblik dela. S sistemati¢nim pregledom dostopnih
virov je bilo ugotovljeno, da lahko vire razvrstimo v
nekaj skupin: pravne razprave (Sencur Pecek 20153,
2015b; Kresal 2012, 2014; Bugari¢ et al. 2013), Studije
oziroma opisi prekarne vrste dela (Gabric¢ 2015; Kovaci¢
2010; Ograjensek in Perviz 2015; Vidmar Horvat et al.
2012; Pernarci¢ 2012; Smolej 2009; Srakar 2015; Tursic¢
2012), splosne druzboslovne razprave o proznosti dela
(Kanjuo-Mr¢ela in Ignjatovi¢ 2015), ¢lanki v medijih in
programski dokumenti (Ministrstvo za delo, druzino,
socialne zadeve in enake moznosti 2016).

Glede na zapisano je namen tega prispevka zapolniti
praznino na obravnavanem podrocju v Sloveniji.
Odsotnost Studij o polozaju (novih) avtonomnih
profesionalnih delavcev na trgu dela v Sloveniji in
Stevilni konceptualni ter metodoloski izzivi, povezani
s spremljanjem tega segmenta trga dela, jasno
nakazujejo, da je to podro¢je treba obravnavati. Clanek
ima ve¢ ciljev. Prispevati Zelimo k aktualni razpravi
o razsirjenosti novih oblik dela oziroma novih oblik
ureditve razmerij med delavci in delodajalci ter na
podlagi izbranih empiri¢nih podatkov prikazati stanje
v Sloveniji in pripomoci k razumevanju tezav in izzivov,
povezanih z eksplozijo novih oblik dela. Poleg tega pa
zelimo tudi opozoriti na izzive v zvezi s spremljanjem
tega narascajocega in dinami¢nega segmenta trga dela.
K reSevanju teh izzivov nas navsezadnje poziva tudi EU.
Evropski parlament je z resolucijo “Socialno varstvo za
vse, tudi za samozaposlene delavce” (Social Protection
for All, Including Self-Employed Workers 2014), med

2 Kot trdijo Hipp idr. (2015), so potrebne dodatne in temeljitejse
raziskave za proucitev novih oblik zaposlitve in prekarnega dela med
zaposlenimi v teh oblikah.

drugim pozval drzave ¢lanice, da zagotovijo socialno
zadcito za vse delavce, vklju¢no s samozaposlenimi,
da nudijo vzajemno pomoc¢ v primeru nesrec pri delu,
bolezni in upokojevanja, zagotovijo usposabljanje za
vse zaposlene, se borijo proti navideznim zaposlitvam
in nadgradijo statisti¢cno spremljanje z uvedbo novih
kazalnikov za samozaposlene.

Prispevek za¢enjamo s pregledom opredelitev
avtonomnih profesionalnih delavcev. Nato predstavimo
obseg te populacije na trgu dela v Sloveniji in opisemo
njene znadilnosti oziroma vrsto njihovega dela. V sklepu
prispevka prikazemo meje in izzive spremljanja novih
oblik dela.

2. Kdo so novi avtonomni
profesionalni delavci?

Koncept avtonomnih profesionalnih delavcev lahko
operacionaliziramo z opredelitvijo i-Pros oziroma
avtonomnih profesionalnih delavcev, ki vklju¢uje veliko
razlicnih profesionalnih in zaposlitvenih statusov (po
Pichault in Naedenoen 2016).

- Svobodnjaki oziroma neodvisni delavci v svobodnih
poklicih (angl. freelancers) so osebe, ki delajo kot
samozaposleni za vecje Stevilo strank oziroma
naroc¢nikov, pri ¢emer bodisi proizvajajo unikatne
izdelke oziroma storitve bodisi so zaposleni pri
kratkoro¢nih projektih.

- Portfolio delavci (angl. portfolio workers) opravljajo
(enake) posebne naloge za vecje Stevilo strank.

- Sodelujo¢i v mnozi¢nem delu (angl. crowd workers)
prevzemajo posebne delovne naloge od organizacij
oziroma zadolzitve prek spletnih platform. Saxton
in drugi (2013) opredelijo mnozi¢no delo kot
model, v katerem organizacije z uporabo naprednih
internetnih  tehnologij  Zanjejo  prizadevanja
virtualnih  mnozic z namenom izpolnjevanja
posebnih organizacijskih nalog.

— Zaposleni na ¢rno oziroma redno zaposleni lahko
kot samozaposleni oziroma celo brez formalnega
statusa opravljajo dodatna dela za razlicne
(poslovne) narocnike.

- lIzposojene menedzerje (angl. interim managers)
podjetje zacasno da v najem (angl. leased out)
drugim podjetjem za opravljanje posebnih nalog
oziroma kakor pravijo Isidor in drugi (2014),
prehodni oziroma zacasni menedZzment pomeni
zacasni prihod vodij iz zunanjega okolja podjetja
z namenom opravljanja izbranih menedzerskih
nalog. Sorodna, SirSa skupina so izposojeni delavci,
prek katerih eno podjetje v drugo podjetje ‘izvozi’
posamezne sklope opravil.

- Placani podjetniki (Pongratz and Vo8 2003) (angl.
entreployees ali salaried entrepreneurs) imajo status
zaposlenega, vendar pri svojem delu delujejo kot
neodvisni podjetniki, saj so sami odgovorni za
pridobivanje svojega dela oziroma posla.



- Prekarni kognitivni delavci (angl. “precog” workers)
opravljajo posredovano (angl. outsourced) umsko
delo, ki je malo placano, a je zanje eksisten¢nega
pomena.

- Mobilni IKT-delavci (angl. ICT-based mobile workers)
opravljajo delo virtualno - vedno in od povsod
(Popma 2013).

-V skupino priloznostnih delavcev (angl. casual
workers) sodijo delavci na klic (angl. on-call oziroma
zero hour contracts), zacasni (angl. intermittent) ali
sezonski (angl. seasonal) delavci, za katere je znacilen
omejen dostop do pravic iz dela in do socialnih
pravic — vse zaradi dejstva, da njihovemu delodajalcu
zanje ni treba zagotoviti redne zaposlitve. Delavci na
klic so v pogodbenem razmerju, kjer delodajalcu ni
treba zagotoviti minimalnega obsega dela, delavcu
pa ni treba sprejeti ponujenega dela (‘Zero Hours
Contracts | Acas Advice and Guidance’2017).

- Sodelovalno zaposlovanje (angl. collaborative
employment) je sodelovanje samozaposlenih in/ali
mikro podjetnikov s ciljem preseci omejitve zaradi
majhnosti in profesionalne izolacije (Eurofound
2015).

Poleg razloga, da koncept i-Pros obsega Stevilne
profesionalne statuse in/ali sodobne atipi¢ne in nove
oblike zaposlitev, navajamo Se tri dodatne razloge, zaradi
katerih smo pri spremljanju avtonomnih profesionalnih
delavcev prevzeli teoreti¢ni koncept i-Pros in
pripadajoco operativno opredelitev, ki jo je izoblikoval
Rapelli (2012, 9). Drugi razlog za prevzemanje koncepta
i-Pros je dejstvo, da je bilo na obmo¢ju EU opravljenih
ze vec raziskav o i-Pros (Rapelli 2012; Leighton and
Brown 2013; projekt i-Wire), kar omogoca primerljivost
rezultatov. Tretji razlog je dejstvo, da je koncept i-Pros ze
dokaj dobro operacionaliziran, in sicer na razpoloZljivih
podatkih nacionalnih statisticnih uradov oziroma
natanéneje na podlagi podatkov iz ankete o delovni sili.
To - Cetrti¢ — pomeni, da lahko za raziskavo uporabimo
razpolozljive podatke iz ankete o delovni sili.

Kot Ze omenjeno, smo v raziskavi upostevali Rapellijevo
(2012, 9) opredelitev. Avtonomni profesionalni delavci
oziroma i-Pros so neodvisni delavci brez zaposlenih,
dejavni na podrocju storitev ali intelektualnega dela,
in ne na podroc¢ju kmetijstva, obrti ali maloprodaje.
Meje koncepta i-Pros so torej opredeljene sektorsko
izklju¢evalno. Ciljna skupina namre¢ ostro izkljucuje
kmete, obrtnike in trgovce ter vkljucuje izklju¢no
profesionalne delavce v naprednem terciarnem
sektorju. V skladu z zgornjo opredelitvijo (Rapelli 2012,
9) so v i-Pros naslednje skupine prve ravni standardne
klasifikacije dejavnosti (Statistical classification of
economic activities in the European Community -
NACE): informacijske in komunikacijske dejavnosti, (J),
finan¢ne in zavarovalniske dejavnosti (K), poslovanje z
nepremicninami (L), strokovne, znanstvene in tehni¢ne
dejavnosti (M), druge raznovrstne poslovne dejavnosti
(N), izobrazevanje (P), zdravstvo in socialno varstvo (Q),
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kulturne, razvedrilne in rekreacijske dejavnosti (R) in
druge dejavnosti (S).

Poleg tega Rapellijeva (2012, 9) opredelitev poudarja,
da avtonomni profesionalni delavci sami ne
zaposlujejo nobenih drugih (odvisnih) delavcev. Zato
iz analize izklju¢imo vse tiste, ki zaposlujejo druge
osebe, pomagajoc¢e gospodinjske ¢lane in ¢lane
(delavskih) zadrug. Tako se tudi izognemo nacionalnim
posebnostim, ki so vezane na pravne ureditve, in
dosezemo primerljivost podatkov. Opredelitev tako
zajame vse avtonomne profesionalne delavce ne glede
na pravno obliko ureditve razmerja med delavcem in
delodajalcem oziroma naro¢nikom.

3. Razsirjenost i-Pros v Sloveniji in
vrsta njihovega dela

V Sloveniji se je v preteklih nekaj letih stevilo avtonomnih
profesionalnih  delavcev oziroma i-Pros izjemno
povecalo. Upostevajoc Rapellijevo (2012, 9) opredelitev
avtonomnih profesionalnih delavcev, po kateri v to
skupino vstevamo samozaposlene, ki ne zaposlujejo
drugih (odvisnih) delavcev in delajo v dejavnostih
storitev (podroben pregled izbranih dejavnostih je
zgoraj), ugotavljamo, da se je Stevilo avtonomnih
profesionalnih delavcev v Sloveniji v obdobju 2008-
2016 skoraj podvojilo.> Po podatkih, zbranih z anketo
o delovni sili (ADS), se je njihovo Stevilo povzpelo od
14.300 v letu 2008 (kar je takrat predstavljalo 1,4 %
delovno aktivnega prebivalstva oziroma 1,7 % vseh
zaposlenih) na 26.900 v letu 2016 (kar je 2,9 % delovno
aktivnega prebivalstva oziroma 3,4 % vseh zaposlenih).
Njihov delez med vsemi samozaposlenimi (izklju¢ujo¢
kmete) se je v istem obdobju postopno poveceval in
v letu 2014 dosegel 32 %, v letu 2016 pa je prislo do
znizanja na 29,7 %. V primerjavi z letom 2008 se je tako
delez avtonomnih profesionalnih delavcev med vsemi
samozaposlenimi povecal za 8,2 odstotne tocke (slika 1).

Kot je prikazano na sliki 2, se je Stevilo avtonomnih
profesionalnih delavcev v letu 2016 glede na leto 2008
povecalo za 88,1 %. V primerjavi z drugimi vrstami
aktivnosti je to povecanje najbolj izrazito. Podrobnejsi
pregled gibanja samozaposlenih delavcev kaze, da
vedji del rasti Stevila samozaposlenih pomeni prav rast
Stevila samozaposlenih brez delavcev oziroma rast
Stevila avtonomnih profesionalnih delavcev. Kot kaze
slika 2, se je Stevilo samozaposlenih, ki zaposlujejo
delavce, v letu 2016 v primerjavi z letom 2008 povecalo
le za 7,3 %. V kriznem letu 2013 se je njihovo Stevilo v
primerjavi z letom 2008 celo zmanjsalo za 5 %, kar je

3V skupino samozaposlenih v tem prispevku Stejemo samostojne
podjetnike (s. p.), ki ne zaposlujejo delavcev, osebe, ki delajo v lastnem
podjetju in ne zaposlujejo delavcev (enoosebna podjetja), in osebe, ki
delajo v svobodnem poklicu in ne zaposlujejo delavcev.
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Slika 1: Stevilo avtonomnih profesionalnih delavcev glede na pravno organizacijsko obliko in delez teh delavcev

med vsemi samozaposlenimi (brez kmetov)
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Opomba: V skupino samozaposlenih Stejemo samostojne podjetnike (s. p.), osebe, ki delajo v lastnem podjetju, in osebe, ki delajo v svobodnem poklicu.

Slika 2: Indeks rasti avtonomnih profesionalnih delavcev, samozaposlenih (po razli¢nih skupinah), zaposlenih in

delovno aktivnega prebivalstva, 2008 = 100
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Opomba: V skupino samozaposlenih Stejemo samostojne podjetnike (s. p.), osebe, ki delajo v lastnem podjetju, in osebe, ki delajo v svobodnem poklicu.

obratno trendu pri avtonomnih profesionalnih delavcih
(v letu 2013 se je namre¢ njihovo Stevilo zacelo mo¢no
povecevati). Po drugi strani se je Stevilo zaposlenih in
delovno aktivnega prebivalstva zmanjsalo, pri ¢emer
je bil upad v primerjavi z letom 2008 najvecji v letu
2013. Nato je prislo do manjSega okrevanja v letih
2014-2016. Prikazano povecanje Stevila avtonomnih
profesionalnih delavcev v Sloveniji je toliko bolj
zgovorno, ¢e upostevamo izsledke Rappelijeve (2012)
analize, v kateri ugotavlja, da je imela v obdobju

2008-2011 Slovenija drugo najvisjo stopnjo rasti Stevila
avtonomnih profesionalnih delavcev v EU (78,15 %), kar
jo umesca takoj za Romunijo.

Med avtonomnimi profesionalnimi delavci vztrajno
raste delez tistih, ki delajo pretezno za eno stranko.
V letu 2012 je pretezno za eno stranko delalo 3800
oziroma 18,1 % avtonomnih profesionalnih delavcev, v
letu 2016 pa se je njihovo Stevilo povzpelo do 6500 (tj.
24 % vseh avtonomnih profesionalnih delavcev). Od
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Slika 3: Starostna struktura avtonomnih profesionalnih delavcev v letih 2008 in 2016 v % ter stopnja rasti med

letoma 2008 in 2016 (2008 = 100)
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tega jih je v letu 2016 3400 (tj. 12,7 % vseh avtonomnih
profesionalnih delavcev) ve¢inoma delalo v prostorih te
stranke. Povecanje Stevila avtonomnih profesionalnih
delavcev, ki delajo pretezno za eno stranko, je bil Se
posebej visok v letu 2014 - v primerjavi z letom 2013
se je njihovo Stevilo povecalo za tretjino in do leta 2016
ostalo na primerljivi ravni.

Prav tako se povecuje delez avtonomnih profesionalnih
delavceyv, ki delajo doma. V letu 2008 je obicajno delalo
doma 17,7 % avtonomnih profesionalnih delavcev, v letu
2016 pa 29,3 %. V¢asih doma dela 24,3 % avtonomnih
profesionalnih delavcev, kar je 11 odstotnih tock vec
kot v letu 2008. Prevladujo¢ razlog za delo doma je
preobilica dela oziroma lastni interes (ta razlog navaja
74,5 % avtonomnih profesionalnih delavceyv, ki obi¢ajno
ali vcasih delajo doma), Se posebej pa naras¢a delez
tistih, ki delajo doma zaradi dogovora z delodajalcem,
in sicer je v letu 2008 to kot razlog navedlo 84 %
avtonomnih profesionalnih delavcev, ki delajo doma, v
letu 2016 pa ze 23,8 % delavcev.

Avtonomni profesionalni delavci so vec¢inoma moski,
Ceprav se deleZ Zensk povecuje. Leta 2008 je bilo 42,5 %
zensk med avtonomnimi profesionalnimi delavci, do
leta 2016 pa se je njihov delez povecal za 6,5 odstotne
tocke. Okoli 70 % avtonomnih profesionalnih delavcev je
starih med 30-49 (slika 3). V primerjavi z letom 2008 se
je njihovo Stevilo v letu 2016 povecalo za vec kot 80 %.
V zadnjih letih je mogoce opaziti tudi povecanje Stevila
mladih avtonomnih profesionalnih delavcev med 25. in
29. letom starosti, in sicer se je kljub temu, da se je njihov
delez v celotni starostni strukturi avtonomnih delavcev
znizal na 6,7 % (8,2 % v letu 2008), njihovo stevilo v letu
2016 povecalo za dobro polovico v primerjavi z letom

2008. Vegji delez so v starostni strukturi pridobili tudi
starejsi avtonomni profesionalni delavci, ki so v starostni
skupini 50-59 let v letu 2016 predstavljali 19,5 % vseh
avtonomnih profesionalnih delavcev (kar je 1,7 odstotne
tocke vec kot v letu 2008), starejsi od 60 let pa 4,1 % (kar je
0,3 odstotne tocke vec kot v letu 2008), v obeh starostnih
skupinah pa se je njihovo Stevilo v primerjavi z letom
2008 podvojilo (na 5300 v letu 2016 v starostni skupini
50-59 let in na 1100 v starostni skupini nad 60 let).

Med avtonomnimi profesionalnimi delavci se vztrajno
povecuje delez visoko izobrazenih. Kot je razvidno iz
slike 4, so v letu 2008 med avtonomnimi profesionalnimi
delavci prevladovali tisti s kon¢ano srednjo poklicno
izobrazbo, strokovno izobrazbo in srednjo splosno
izobrazbo (57,1 %), do leta 2016 pa se je njihov delez
v celotni strukturi zmanjsal za 15,5 odstotne tocke,
predvsem zaradi izrazitega povecanja Stevila visoko
izobrazenih avtonomnih profesionalnih delavcev (tj.
delavcev z visjo oziroma visoko3olsko izobrazbo ali
ve(). Ti so v letu 2008 predstavljali 39,3-odstotni delez
v celotni strukturi, v letu 2016 pa se je ta delez povecal
na 56,5 %. Pri tem se je Se posebej povecala skupina
najvisje izobraZzenih delavcev (tj. osebe s specializacijo,
magisterijem ali doktoratom), saj se je njihovo Stevilo v
letu 2016 povecalo na 2100, kar je sedemkrat vec¢ kot v
letu 2008 (slika 4).

Skoraj polovica vseh avtonomnih profesionalnih
delavcev (12 tiso¢ oziroma 44,4 % v letu 2016) deluje
v strokovnih, znanstvenih in tehni¢nih dejavnostih (M),
kamor med drugim uvrd¢amo pravne in racunovodske
dejavnosti, podjetnisko in poslovno svetovanje,
arhitekturno in tehni¢no projektiranje, znanstveno-
raziskovalno in razvojno dejavnost, oglasevanje in
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Slika 4: 1zobrazbena struktura avtonomnih profesionalnih delavcev v letih 2008 in 2016 v % ter stopnja rasti med

letoma 2008 in 2016 (2008 = 100)
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Opomba: Indeks rasti Stevila delavcev v izobrazbeni skupini je izra¢unan kot odstotna sprememba v Stevilu delavcev med letoma 2008 in 2016, pri cemer

je leto 2008 = 100.

raziskovanje trga ter prevajanje in tolmacenje. Naslednje
po Sstevilu so kulturne, razvedrilne in rekreacijske
dejavnosti (R) (12,3 % v letu 2016), informacijske in
komunikacijske dejavnosti (J) (11,6 % v letu 2016) in
druge dejavnosti (S) (10,9 % v letu 2016). V primerjavi
z letom 2008 se je stevilo avtonomnih profesionalnih
delavcev najbolj povecalo v dejavnosti izobrazevanja (P)

(s 500 na 2000 v letu 2016), visoko rast opazamo tudi
v dejavnostih poslovanja z nepremicninami (L) in v
strokovnih, znanstvenih in tehni¢nih dejavnostih (M),
kjer se je stevilo avtonomnih delavcev ve¢ kot podvojilo
(slika 5). Struktura avtonomnih profesionalnih delavcev
po dejavnostih je podobna tudi, ko se omejimo na
delavce, ki delajo pretezno za eno stranko. Med temi jih

Slika 5: Struktura avtonomnih profesionalnih delavcev po dejavnostih v letih 2008 in 2016 v % ter stopnja rasti

med letoma 2008 in 2016 (2008 = 100)
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J - informacijske in komunikacijske dejavnosti; K - finanéne in zavarovalniske dejavnosti; L - poslovanje z nepremi¢ninami; M - strokovne, znanstvene
in tehnic¢ne dejavnosti; N - druge raznovrstne poslovne dejavnosti; P - izobrazevanje; Q — zdravstvo in socialno varstvo; R - kulturne, razvedrilne in

rekreacijske dejavnosti; S — druge dejavnosti.



je vletu 2016 44,2 % delovalo v dejavnosti M (kar je 10
odstotnih tock vec kot v letu 2008), 16,6 % v dejavnosti J,
10,8 % v dejavnosti R, 10 % pa v dejavnosti P.

Podrobnejsi  pregled demografske strukture v
strokovnih, znanstvenih in tehni¢nih dejavnostih (M),
kier je delez samostojnih profesionalnih delavcev
najvisji, kaze, da v tej dejavnosti prevladujejo visoko
izobrazeni in mlajsi delavci. V letu 2016 je tako dve
tretjini delavcev imelo visjo in visokoSolsko izobrazbo ali
vec (kar je 11 odstotnih tock vec kot v letu 2008), 43,6 %
pa jih je bilo starih med 25 in 39 let (kar je 7 odstotnih
tock vec kot v letu 2008), delavcev v starostni skupini
40-49 let je bilo v letu 2016 32,4 %, kar je primerljivo z
letom 2008)). Podoben trend opazamo tudi v kulturni,
razvedrilni in rekreacijski dejavnosti (R) ter informacijski
in komunikacijski dejavnosti (J). V obeh dejavnostih je
vec kot polovica delavcev mlajsa od 39 let, 42 % pa jih
ima vi$jo in visokoSolsko izobrazbo ali ved. Izobrazbena
struktura se nekoliko razlikuje v drugih dejavnostih (S),
kjer prevladujejo osebe s srednjo poklicno izobrazbo
(66 % v letu 2016, kar je 10 odstotnih tock manj kot v
letu 2008).

Avtonomni profesionalni delavci vec¢inoma opravljajo
delo za polni delovni ¢as, ¢eprav opazamo rahlo
upadanje njihovega deleza. V letu 2016 je za polni
delovni cas delalo 86,4 % avtonomnih profesionalnih
delavcev, kar je 5,4 odstotne tocke manj kot v letu
2008. Med razlogi za delo s skrajsanim delovnim ¢asom
prevladujejo druzinski razlogi (32,8 % v letu 2016),
pomanjkanje dela oziroma manjsi obseg dela (20,7 %) in
bolezen, invalidnost oziroma delna upokojitev (18,6 %).
Le 3,5 % avtonomnih profesionalnih delavcev je v letu
2016 iskalo drugo osnovno delo oziroma zaposlitev, pri
tem pa kot razlogi za iskanje dela prevladujejo pridobitev
dela z ugodnejsimi delovnimi razmerami, vkljucujoc
delovni ¢as, pot na delo, intenziteta dela (30,5 %), boljsa
placa (23,4 %), opravljanje dela, ki ustreza izobrazbi
posameznika.

4, Razprava- mejeinizzivi
spremljanja novih atipicnih oblik
dela in zaposlitev

V sklepnem delu prispevka predstavliamo glavne
izzive, s katerimi se spopadajo raziskovalci in stroka pri
spremljanju novih oblik zaposlitev oziroma segmentov
trga dela.

Tezavnost opredeljevanja novih atipicnih
oblik dela in zaposlitev

Kljub neslutenemu povecanju Stevila novih atipi¢nih
oblik dela in zaposlitev v zadnjem desetletju, kamor
uvrs¢amo tudi avtonomne profesionalne delavce, ter
postopni pozornosti, ki jo ta fenomen pridobiva, se
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vedno nimamo splosno sprejete opredelitve novih
oblik dela in zaposlovanja ter ustreznih mednarodno
primerljivih izsledkov (podatkov). Splosno znano je,
da samozaposlitev obsega razlicne skupine delavcev
tako glede poklica, strukture dela, stopnje avtonomije
in ravni usposobljenosti. Se ve¢, primerjava na ravni
drzav dodatno kaze na pomemben vpliv nacionalnih
zakonodaj in institucionalnih okvirov, kar je prav tako
treba zajeti v splosno opredelitev. Po drugi strani je
povecanje Sstevila visoko usposobljenih avtonomnih
delavcev in novih atipi¢nih oblik zaposlitev spremljal
razmah razli¢nih in prekrivajo¢ih se razlag. Kanjuo-
Mrcela in Ignjatovi¢ (2015, 356) ugotavljata, da so bile
posamezne oblike dela/zaposlitev doslej razvr$¢ene
na podlagi delovnih razmer, pravnega oziroma
pogodbenega statusa zaposlitve, prijaznosti ali
neprijaznosti zaposlitve do posameznika in/ali njegove/
njene druzine. Nadalje tako kot tudi avtorji tega
prispevka ugotavljata, da se v praksi razvrstitev oblik
dela in zaposlitev izkaZe za problemati¢no, saj je veliko
variacij in prekrivanj oblik zaposlovanja/dela, v katerih
se prepletajo razli¢ne razseznosti oziroma lastnosti dela.
Se ve¢; prekrivanja je pogosto tezko zamejiti (Pichault
and Naedenoen 2016). Raziskovalno podrogje trga
dela se tako sooca predvsem z izzivom oblikovanja
enotne opredelitve atipi¢nih oblik zaposlovanja in dela.
Zato je problematic¢na tudi primerljivost ze opravljenih
raziskav. Navsezadnje pa v Sloveniji poleg vsega prihaja
Se do izziva ustreznega prevajanja strokovnih izrazov,
saj je svetovna dinamika nastajanja novih oblik dela in
zaposlitev preprosto prehitela stroko (Kanjuo-Mrcela
in Ignjatovi¢ 2015). Pregled slovenskih virov je namre¢
jasno pokazal na nedosledno rabo pridevnikov atipicen
(nestandarden), fleksibilen (prozen), alternativen in
nestandarden pri opredeljevanju novih oblik dela in
zaposlitev.

Semenza in Mori (2016) ugotavljata Stiri vrste tezav
pri  poskusih opredelitve avtonomnih  (visoko)
kvalificiranih delavcev. Prva tezava je metodolosko
zmotno (angl. methodological fallacy) izenacevanje
samozaposlenosti s podjetnistvom oziroma mikro
podjetji. Asimilacija avtonomnega delavca v vlogo
podjetnika, ki avtonomno ustanovi in vodi svoje
podjetje zaradi podjetniskih in menedzerskih ambicij,
pogosto ob zaposlovanju drugih zaposlenih, je
zmotna. Izenacevanje je zavajajoce, saj ne predvideva
avtonomnega dela izven podjetnistva. Poleg tega
tovrstno izenacevanje prikriva znatno raznovrstnost,
znacilno za samozaposlene. Druga tezava se nanasa
na neustrezno loCevanje med nizZje usposobljenimi
fizicnimi delavci in viSje usposobljenimi/kvalificiranimi
samozaposlenimi.Pripisovanjeavtonomnenaravedelale
visoko kvalificiranemu (profesionalnemu) delu je namrec
zmotno. Tretja tezava se nanasa na Stevilne pojmovne
oznake, ki se uporabljajo za opredeljevanje populacije
samozaposlenih, ki pa se pogosto prekrivajo in ne nujno
nanasajo na samozaposlene: neodvisni profesionalci
(angl. independent professionals), avtonomni visoko
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kvalificirani delavci (angl. I-Pros), novi samozaposleni
delavci (angl. new self-employed workers), avtonomni
delavci druge generacije (angl. autonomous workers
of second generation), samozaposleni brez zaposlenih
(angl. self-employed without employees) in svobodnjaki
(angl. freelancers). Te pojmovne oznake se sicer
nanasajo na isti fenomen, vendar vsaka zase poudarja
razlicne vidike. Poleg tega lahko vsaka opredelitev
zase, kot smo Ze omenili, v kontekstu nacionalnih
zakonodajnih in pravnih posebnosti zajema razli¢ne
skupine delavcev. Cetrta teZava glede opredelitve
avtonomnih delavcev nastane, ko samozaposleni
prevzamejo dolocene znacilnosti, ki spadajo v skupini
zaposlenih ali nanjo mejijo. Vecina visoko kvalificiranih
avtonomnih delavcev je sicer samozaposlenih, vendar
so nekateri izmed njih tudi zaposleni, kot npr. izposojeni
zaposleni (oziroma menedzerji) ali projektni delavci. To
nakazuje, da avtonomije dela ne moremo omejiti na
vprasanje pravnega statusa (Pichault and Naedenoen
2016). Nadzor nad rezultati dela namesto neposrednega
nadzora pri delu je mogoce najti celo v standardnih
oblikah zaposlitev, ko npr. vodenje zaposlenih poteka
prek ciljnega vodenja.

Pomen prepoznavanja in spremljanja
socialnega ter ekonomskega polozaja
novih avtonomnih delavcev

V uvodu poudarjeno pomanjkanje ustrezne raziskovalne
pozornosti je zal spremljalo tudi pomanjkanje
ustreznega politicnega interesa oziroma interesa
sektorskih politik. Podobno kot Kanjuo-Mréela in
Ignjatovi¢ (2015) tudi mi ugotavljamo, da obstojeci
statisti¢ni podatki ne omogocajo, da bi natan¢no ocenili
segment avtonomnih kvalificiranih delavcev v razli¢nih
atipi¢nih oblikah zaposlitev in dela in spremljali njihov
socialni polozaj. V praksi se namre¢ najpogosteje
uporabljajo zelo splodne ocene na podlagi spremenljivk,
kot so delez/stevilo zacasno zaposlenih, zaposlenih
s skrajsanim delovnim c¢asom, zaposlenih za dolocen
¢as, samostojnih podjetnikov, ocenjeni obseg sive
ekonomije ipd., ki pa, glede na predhodne ugotovitve,
niso zadovoljive.

V zadnjih nekaj letih sicer zaznavamo znatno vedji
interes raziskovalcev in institucij (npr. Mednarodna
organizacija dela, Evropska komisija) za proucevanje
atipi¢nih oblik dela in zaposlovanja, ta trend je znacilen
tudi za slovenski prostor. Vendar pa, kot smo Ze zapisali,
iz dostopnih virov (z nekaj izjemami) ni mogoce
»izlusciti« znacilnosti novih avtonomnih delavcev. Lahko
bi rekli, da gre za »tiho« rasto¢i segment na trgu dela;
ta rast ni dokumentirana v medijih in zanj ni politi¢nega
interesa kot ob na primer mnozi¢nejsemu enkratnemu
odpiranju delovnih mest. Vzrok za to »nevidnost« je
deloma tudi nevklju¢enost segmenta v socialni dialog,
saj se ve¢inoma ne zdruzuje v profesionalne ali druge
institucije (z iziemo nekaterih reguliranih poklicev), ki bi
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zastopale interese ¢lanov. Ko govorimo o avtonomnih
profesionalnih delavcih, smo Ze poudarili, gre zarelativno
neenotno skupino posameznikov, in sicer tako glede
oblik zaposlitev, podrocja delovanja, ekonomskega in
socialnega polozaja. Njihova »neprepoznavnost« na
trgu dela je posledica zgoraj navedenega in tudi tega,
da gre za »individualizirane« delavce; samozaposleni
nastopajo hkrati kot delodajalci in delavci, ugotavljamo
pa (Sirok in Sedmak 2017), da se pogosto ne dojemajo
ne kot delodajalci (samim sebi) niti kot delavci (Ceprav
nosijo davéno oziroma finan¢no breme obeh); podobno
ugotavljajo tudi Bugari¢ idr. (2013) in spodaj navedene
slovenske raziskave.

Ce na evropskem obmo¢ju le obstaja nekaj raziskav in
poskusov opisaznacilnostisicerizrazitoraznolike skupine
novih avtonomnih delavcev (npr. Leighton in Brown
2013, Meager 2015, Rapelli 2009, Conen idr. 2016), to ne
velja za Slovenijo kljub oc¢itnemu trendu povecevanja
$tevila novih avtonomnih delavcev. Ceprav celovitega
pregleda stanja na Slovenskem torej ni, nekatere
raziskave oziroma Studije razkrivajo stanje dolocenih
skupin v segmentu novih avtonomnih delavcey,
najpogosteje samozaposlenih na podro¢ju kulture (npr.
Vidmar Horvat idr. 2012, Pivka idr. 2010, Pernar¢i¢ 2012,
Bugari¢ idr. 2013). Primer samozaposlenih v kulturi v
tem prispevku uporabljamo za prikaz kompleksnosti
proucevanja novih avtonomnih delavcev, ob cemer
lahko trdimo, da gre za doslej najbolje raziskano skupino
novih avtonomnih delavcev v Sloveniji in predvsem
ranljivo skupino delavcev z vidika socialne in ekonomske
varnosti. V raziskavah o samozaposlenih v kulturi je
namre¢ pogosto poudarjen slab socialnoekonomski
polozaj samozaposlenih v kulturi, predvsem materialno
finan¢ni pogoji dela, kot so nizki dohodki* (Vidmar
Horvat idr. 2012, Pernarci¢ 2012), neredna in negotova
izplacila, finan¢no breme obveznih prispevkov (Pivka
idr. 2010); nezastopanost interesov samozaposlenih v
kulturi in nezadostno samoorganiziranje (Bugari¢ idr.
2013, Vidmar Horvat idr. 2012), diskriminatorni polozaj
(npr. za razliko od zaposlenih v kulturi ne morejo
uveljavljati pravic, kot so pravica do dopusta, regresa,
bolniskega dopusta (do 30 dni) (ibid.)) itd. Velika
vecina teh raziskav poudari marginalizirani polozaj
samozaposlenih v kulturi in prekarnost njihovega dela.
Hkrati v tem atomiziranem segmentu tudi sami delavci
pogosto ne zmorejo prepoznati skupnih imenovalcev
svoje (skorajsnje ali obstojece) marginaliziranosti in
prekarnosti (prim. Pernarci¢ 2012). Ceprav ne enacimo
atipi¢nih oblik zaposlitev s prekarnostjo, je slovenski
primer samozaposlenih v kulturi pomenljiv, saj kaze
ranljive plati novih avtonomnih delavcev.®

IS

Po podatkih Glose (Sindikat kulture in narave Slovenije) je bila leta
2012 v javnem sektorju povprecna placa 21.444 evrov bruto letno,
povprecna placa samozaposlenih v kulturi pa 12.513 bruto.

To je tudi eden od pomembnejsih razlogov, da je bilo samozaposlenim
v kulturi v primerjavi z drugimi avtonomnimi delavci v Sloveniji
namenjenega relativno veliko raziskovalnega interesa.
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Slika 6: Stopnja tveganja za revicino: zaposleni in samozaposleni, 2005-2016
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Vir: SURS, 2017.

O ranljivosti delavcev v atipi¢nih oblikah zaposlitev
oziroma samozaposlenih (kjer avtonomni profesionalni
delavci, kot smo ugotovili v prejSnjem poglavju,
predstavljajo znaten delez) govori tudi podatek o
stopnji tveganja za revscino® (slika 6). V letu 2016 je bila
v Sloveniji stopnja tveganja za revscino 13,9 %, stopnja
tveganja za revi¢ino samozaposlenih pa je bila 22,4 %
v primerjavi s stopnjo tveganja za revs¢ino zaposlenih
(4 %) za vec kot petkrat visja (SURS 2017).

Ceprav so v ta prikaz zajete vse samozaposlene
osebe, in ne le samozaposlene osebe, ki smo jih v
prejsnjem poglavju opredelili kot nove avtonomne
delavce, je podatek 3e zmeraj relevanten. V raziskavi
o samozaposlenih brez zaposlenih na evropskem
trgu dela Horemans in Marx (2017) potrjujeta visjo
stopnjo tveganja za revs¢ino med samozaposlenimi v
primerjavi z zaposlenimi (podobno za Veliko Britanijo
ugotavljajo tudi Bradshaw idr. (2010)). Glede slovenskih
samozaposlenih v kulturi vec¢ raziskav ugotavlja, da so
dohodki samozaposlenih v kulturi nizji od dohodkov
zaposlenih v javnem sektorju (Glosa), zaposlenih v
kulturi (Pivka idr. 2010) oziroma celo nizji od minimalne
place (Vidmar Horvat idr. 2012). Po drugi strani je
izobrazbena struktura samozaposlenih v kulturi precej
visja od povprecne izobrazbene strukture v Sloveniji’
(ibid.), za visje izobrazene naj bi na splosno veljalo, da

¢ Stopnja tveganja za revscino je odstotek oseb, ki Zivijo v gospodinjstvih
z enakim (neto) razpolozljivim dohodkom, nizjim od praga tveganja za
revscino (SURS 2017).

7 87,6 % respondentov v raziskavi Socialni polozaj samozaposlenih
v kulturi in predlogi za njegovo izboljsanje s poudarkom na temi
prezivetvene strategije na podroéju vizualnih umetnosti je imelo
koncano vsaj visjesolsko stopnjo izobrazbe (Vidmar Horvat 2012),
medtem ko za splosno populacijo velja, da je bilo leta 2012 (ko je bila
raziskava izvedena) taksnih 12,54 % (SURS 2017).

2010

2011 2012 2013 2014 2015 2016

so manj izpostavljeni revscini (stopnja tveganja za
revscino vsaj visjeSolsko izobrazenih je bila v letu 2016
5,1 %), Cesar pa (zgoraj navedene) dosegljive raziskave
in podatki za samozaposlene v kulturi ne potrjujejo. To je
v skladu z ugotovitvami vec tujih raziskav, ki zaznavajo
povecevanje razkoraka med v povprecju vedno visjo
stopnjo izobrazbe novih avtonomnih delavcev in
nizanjem njihovega socialno-ekonomskega polozaja,
ter vse pogostejsega prekarnega dela (npr. D'Amours
2009).

Ceprav niso vsi novi avtonomni delavci tudi prekarni
delavci, pa je verjetnost za to visja kot pri standardno
zaposlenih delavcih. Vendar, kot je to vse pogosteje
zaznati, tako kot ne gre enaciti atipicnih oblik dela
s prekarnim delom, ne moremo ve¢ domnevati, da
zaposlitev za nedolocen cas izklju¢uje prekarnost.
Prav tako bi bilo napa¢no poenostavljati, da so bili vsi
delavci v atipicnih oblikah zaposlitev v to prisiljeni.
Razlogi za prehod v atipi¢no zaposlitev so raznovrstni;
od pozitivnih, kot so pri¢akovanja viSjega dohodka,
zelje po vedji avtonomnosti pri delu, iskanja novih
izzivov, lazjega usklajevanja delovnega in druzinskega
Zivljenja, uresnicitve poslovne priloznosti, samostojno
upravljanje ¢asa, do negativnih, kot so Zelja delodajalca,
nezmoznost najti (stalno) zaposlitev, neprimerna
prejsnja zaposlitev (prim. Conen idr. 2016, Leighton in
Brown 2013; Horemans in Marx 2017).

Ceprav atipi¢na oblika zaposlitve novih avtonomnih
delavcev torej nujno ne pomeni tudi njihovega
prekarnega statusa, veliko avtorjev opozarja na vecjo
ranljivost delavcev v atipi¢nih oblikah zaposlitev, saj
imajo pogosteje kot »standardno« zaposleni omejen

8 SURS 2017.
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dostop do socialnega varstva, nestalen in tudi nizji
dohodek, nereden, neugoden in tudi daljsi delovni
Cas, imajo manjse moznosti za izobrazevanje in
usposabljanja, vecja tveganja na podroc¢ju poklicne
varnosti in zdravja, pogosteje so izkljuceni iz socialnega
dialoga (ILO 2016, prim. tudi Horemans in Marx 2017,
D'Amours 2009, Semenza in Mori 2016, Eurfound 2017,).

5. Sklep

Kot smo Ze zapisali, je spremljanje in prepoznavanje
ekonomskega in socialnega polozaja novih avtonomnih
delavcev kompleksno delo. Obstojece in dosegljive
statistike so sicer lahko izhodis¢e za proucevanje novih
avtonomnih delavcev in z njimi povezanih atipi¢nih
oblik dela v slovenskem prostoru, vendar fenomena
ne razlozijo zadovoljivo. Zato bo nujno treba uporabiti
kompleksnejse pristope, ki bodo lahko na eni strani zajeli
nove avtonomne delavce v vsej njihovi raznovrstnosti,
po drugi strani pa bodo dovolj prozni, da zaznajo in
zmorejo prepoznavati vedno nove in Stevil¢nejse oblike
dela. Prepoznavanje in spremljanje novih avtonomnih
delavcev in nastajajocih atipi¢nih oblik dela ter s tem
povezanih tveganj je klju¢no za sprejemanje ustreznih
politik, ki bodo tem delavcem omogocile dostojno
delo in zivljenje z zagotavljanjem delovnopravne,
ekonomske in socialne varnosti. Zato morajo drzave
(blaginje) zagotoviti nadgradnjo oziroma prilagoditev
njihovih zakonodaj in sistemov socialne zascite novim
potrebam, kar Se posebej velja za Slovenijo.

15

Literatura in viri

Bradshaw, Jonathan, Fran Bennett in Emese
Mayhew. 2010. In-Work Poverty and Labour Market
Segmentation. https://www.york.ac.uk/inst/spru/
pubs/pdf/WorkPoverty.pdf

Bugari¢, Bojan, Matija Damjan in Bojana Skraban.
2013. Primerjalnopravna analiza ureditve statusa in
socialne varnosti samozaposlenih oseb v kulturi v
nekaterih evropskih drzavah. Ljubljana: Institut za
primerjalno pravo.

Cappelli, Peter, in J. R. Keller. 2012.’A Study of the Extent
and Potential Causes of Alternative Employment
Arrangements’. Working Paper 18376. National Bureau
of Economic Research. https://doi.org/10.3386/
w18376.

Commission of the European Communities. 2003.
Green Paper Entrepreneurship in Europe. Vol.
COM(2003) 27 final.

Conaty, Pat, Alex Bird in Philip Ross. 2016. ‘Not Alone
- Trade Union and Co-Operative Solutions for Self-
Employed Workers' Co operatives UK, the Wales Co-
operative Centre and Unity Trust Bank. https://www.
uk.coop/NotAlone.

Conen, Wieteke, Joop Schippers in Karin Schulze
Buschoff. 2016. Self-Employed Without Personnel
Between Freedom and Insecurity. Duesseldorf:
Institute of Economic and Social Research. https://
www.boeckler.de/wsi_6420.htm?produkt=HBS-
006425&chunk=1

D'Amours, Martine. 2009. 'Non-Standard Employment
after Age 50: How Precarious Is It?. https://www.
erudit.org/fr/revues/ri/2009-v64-n2-ri3404/037918ar/
(Dostop 10.2.2018)

Dekker, Fabian. 2010. Self-Employed without
Employees: Managing Risks in Modern Capitalism.
Politics & Policy, 38(4), 765-788.

Eurofound. 2015. ‘New Forms of Employment |

Eurofound. EF1461. Luxembourg: Publications
Office of the European Union. https://www.
eurofound.europa.eu/sl/publications/report/2015/
working-conditions-labour-market/new-forms-of-
employment.

Eurofound. 2017. Non-Standard Forms of Employment:
Recent Trends and Future Prospects. https://www.
eurofound.europa.eu/publications/customised-
report/2017/non-standard-forms-of-employment-
recent-trends-and-future-prospects

European Commission. 2006. ‘Employment in Europe
2006 Luxembourg: Office for Official Publications
of the European Communities. Archive of European
Integration. http://aei.pitt.edu/40717/.



Gabri¢, Monika. 2015. ‘Delo v primeZu neoliberalizma:
prekarni delovni odnosi: magistrsko delo’ Ljubljana:
[M. Gabric].

Hipp, Lena, Janine Bernhardt in Jutta Allmendinger.
2015. Institutions and the Prevalence of Nonstandard
Employment’ Socio-Economic Review 13 (2):351-77.
https://doi.org/10.1093/ser/mwv002.

Horemans, Jeroen in Ive Marx. 2017. Poverty and
Material Deprivation among the Self-Employed in
Europe: An Exploration of a Relatively Uncharted
Landscape. Bonn: IZA. http://ftp.iza.org/dp11007.pdf

‘How Can Labour Market Intermediaries Secure
Nonstandard Career Paths? An Exploratory Grid.
Report on the Role Played by LMIs. 2016. I-WIRE
Deliverable 1.3.

ILO (International Labour Organization). 2076.
Non-Standard Employment Around the World:
Understanding Challenges, Shaping Prospects.
Geneva: ILO. http://www.ilo.org/global/publications/
books/WCMS_534326/lang--en/index.htm

Isidor, Rodrigo, Christian Schwens in Ruediger Kabst.
2014.'Interim Management Utilisation, Firm Flexibility
and Its Impact on Firm Performance’ International
Journal of Human Resources Development and
Management 14 (4):174-86.

Kalleberg, Arne L. 2009. ‘Precarious Work, Insecure
Workers: Employment Relations in Transition!
American Sociological Review 74 (1):1-22. https://doi.
org/10.1177/000312240907400101.

Kanjuo-Mrcela, Aleksandra, in Miroljub Ignjatovic.
2015.0Od proznosti do prekarnosti dela: stopnjevanje
negativnih sprememb na zacetku 21. stoletja’ Teorija
in praksa, no. 52.

Katz, Lawrence F., in Alan B. Krueger. 2016. ‘The Rise
and Nature of Alternative Work Arrangements in
the United States, 1995-2015" Working Paper 22667.
National Bureau of Economic Research. https://doi.
0rg/10.3386/w22667.

Keller, Berndt, in Hartmut Seifert. 2013. ‘Atypical
Employment in Germany. Forms, Development,
Patterns1. Transfer: European Review of Labour
and Research 19  (4):457-74. https://doi.
org/10.1177/1024258913501757.

Koene, Bas A. S., Nathalie Galais, in Christina Garsten.
2014. Management and Organization of Temporary
Agency Work. Routledge.

Kovaci¢, Gorazd. 2010. ‘Precarization, Stratification and
Self-Subordination of Post-Fordist Workers. Humour
Works, 4-5.

Kresal, Barbara. 2012. ‘Primerljivost delovnopravnega
varstva v razlicnih oblikah zaposlitve’ Delavci in
delodajalci, no. 12: 245-62.

IB Revija 1/2018

———. 2014. 'Prikrita delovna razmerja: nevarno
izigravanje zakonodaje’ Delavci in delodajalci, no.
14:177-99.

Leighton, Patricia, in Duncan Brown. 2013. ‘Future
Working: The Rise of Europe’s Independent
Professionals! London: EFIP/PCG. http://ucc.um.es/
uploaded/files/Future_Working_Full_Report-2%20
final%20subir%20web.pdf.

Leighton, Patricia, in Tui McKeown. 2015. ‘The Rise
of Independent Professionals: Their Challenge for
Management. Small Enterprise Research Small
Enterprise Research 22 (2-3):119-30.

Manyika, James, Susan Lund, Jacques Bughin, Jan
Mischke in Deepa Mahajan. 2016. ‘Independent
Work: Choice, Necessity, and the Gig Economy -
Google Ucenjak’. McKinsey Global Institute. https://
scholar.google.si/scholar?hl=sl&q=Independent+wo
rk%3A+Choice%2C+necessity%2C+and+the+gig+ec
onomy&btnG=.

Meager, Nigel. 2015. 'Job Quality and Self-Employment:
Is it (Still) Better to Work for Yourself? V: Burke,
Andrew: The Handbook of Research on Freelancing
and Self-Employment. Dublin: Senate Hall Academic
Publishing.

Mingione, Enzo, Alberta Andreotti, David Benassi,
Paolo Borghi, Guido Cavalca in Ivana Fellini.
2014. 'Frammentazione e individualizzazione
della domanda di tutela. Lesperienza dei giovani
professionisti nel milanese! Quaderni di Rassegna
sindacale, 1, 141-157.

Ministrstvo za delo, druzino, socialne zadeve in
enake moznosti. 2016. ‘Za dostojno delo’ Ljubljana:
Ministrstvo za delo, druzino, socialne zadeve in
enake moznosti. http://www.mddsz.gov.si/fileadmin/
mddsz.gov.si/pageuploads/dokumenti__pdf/
dpd/21_03_2016_Dostojno_delo_final.pdf.

Mould, Oli, Tim Vorley in Kai Liu. 2014. 'Invisible
Creativity? Highlighting the Hidden Impact of
Freelancing in London's Creative Industries. European
Planning Studies, 22:12, 2436-2455.

Ograjensek, Irena, in Lejla Perviz. 2015.
‘Socioekonomski polozaj samozaposlenih v kulturi:
oris stanja v Sloveniji. AS. Andragoska spoznanja, no.
21:53-67.

Pernarci¢, Radharani. 2012. ‘Izklju¢eni iz izklju¢enosti:
frilens umetniki (kulturniki) kot modni kroj za
cesarjeva nova oblacila : (fragment 1)’ Ars & humanitas
6:131-47.

Pichault, Francois. 2016. “How Can Labour Market
Intermediaries Secure Nonstandard Career Paths? An
Exploratory Grid." Report on the role played by LMls.
I-WIRE Independent Workers and Industrial Relations
in Europe.



IB Revija 1/2018

Pichault, Francois, and Frédéric Naedenoen. 2016.
‘What Do We Mean by Autonomy at Work? Definitions
and Typology of New Autonomous Workers!

Pivka, Irena, Denis Miklav¢i¢, Aldo Milohni¢ in Vesna
Bukovec.2010.Ocena stroskov dela za samozaposlene
v kulturi. Ljubljana: Drustvo Asociacija. http://nsk-slo.
si/images/uploads/02_15_gradivo__Asociacija_
Analiza_stroski_samozaposleni_KONCNO1.pdf

Pongratz, Hans J, in G. Giinter Vof3. 2003. ‘From
Employee to “Entreployee”: Towards a “Self-
Entrepreneurial” Work Force?” Concepts and
Transformation 8 (3):239-54. https://doi.org/10.1075/
cat.8.3.04pon.

Popma, Jan. 2013. ‘The Janus Face of the “New Ways of
Work”: Rise, Risks and Regulation of Nomadic Work'.
SSRN Scholarly Paper ID 2376713. Rochester, NY:
Social Science Research Network. https://papers.ssrn.
com/abstract=2376713.

Rapelli, Stéphane. 2012.’European I-Pros: A Study". EPIF -
European Forum of Independent Professionals. http://
www.efip.org/sites/default/files/efip_report_english.
pdf.

Saxton, Gregory D, Onook Oh in Rajiv Kishore. 2013.
‘Rules of Crowdsourcing: Models, Issues, and Systems
of Control' Information Systems Management 30
(1):2-20.

Schmid, Giinther. 2008. Full Employment in Europe:
Managing Labour Market Transitions and Risks.
Edward Elgar Publishing.

Schmid, Giinther. 2015. ' Sharing Risks of Labour
Market Transitions: Towards a System of Employment
Insurance! British Journal of Industrial Relations, 53,
70-93.

Semenza, Renata, in Anna Mori. 2016. ‘[-WIRE:
Independent Workers and Industrial Relations in
Europe. Literature Review' Interno gradivo.

Sencur Pecek, Darja. 2015a. ‘Prikrita delovna razmerja:
ali bodo “samozaposleni” nadomestili delavce?
Lexonomica, no. 7:1-17.

———. 2015b. ‘The Self-Employed, Economically
Dependent Persons or Employees?’ Developments in
Labour Law from a Comparative Perspective, 9-23.

Sirok, Klemen, in Suzana Sedmak. 2017.‘Country Case
Study: Slovenia. Independent Workers and Industrial
Relations in Europe’.

Smolej, Simona. 2009. ‘Negativne plati fleksibilizacije
zaposlovanja: delo za dolo¢en cas v storitvenem
sektorju in pojav revic¢ine med zaposlenimi’ Socialno
delo, no. 48:199-206.

Social Protection for All, Including Self-Employed
Workers. 2014. Vol. P7_TA(2014)0014. http://www.
europarl.europa.eu/sides/getDoc.do?pubRef=-//EP//
TEXT+TA+P7-TA-2014-0014+0+DOC+XML+VO//EN.

17

Srakar, Andrej. 2015.'Samozaposleniv kulturi v Sloveniji:
nekaj osnovnih podatkov’. Likovne besede, 38-48.

Svet Evropske Unije. 2005. SKLEP SVETA z Dne 12. Julija
2005 o Smernicah Za Politike Zaposlovanja Drzav
Clanic. Vol. 2005/600/ES.

Tursi¢, Marija. 2012. ‘Prekerno delo - nova prevladujoca
oblika dela na trgu dela’ Socialna pedagogika, no.
16:175-98.

Vidmar Horvat, Ksenija, Damjan Mandelc, Ana Jese,
Tjasa Ucakar, Irena Ograjensek, Lejla Perviz in Ivo
Lavraé. 2012. Socialni polozaj samozaposlenih v
kulturiin predlogi za njegovo izboljSanje s poudarkom
na temi prezZivetvene strategije na podro¢ju vizualnih
umetnosti: zaklju¢no porocilo. Ljubljana: Filozofska
fakulteta.

Volti, Rudi. 2011. An Introduction to the Sociology of
Work and Occupations. Pine Forge Press.

Watson, Tony. 2017. Sociology, Work and Organisation:
Seventh Edition. Taylor & Francis.

Wright, Adrian. 2015. 'It's All About Games: Enterprise
and Entrepreneurialism in Digital Games! New
Technology, Work and Employment, 30, 32-46.

‘Zero Hours Contracts | Acas Advice and Guidance'
2017. ACAS - Help & Advice for Employers and
Employees. 28 February 2017. http://www.acas.org.
uk/index.aspx?articleid=4468.






IB Revija 1/2018 19
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Povzetek

V prispevku predstavimo teoreticni pregled vioge socialnega kapitala v modelih zaposljivosti. Ceprav kadrovski menedzment
in druzbeno zaznavanje pripisujeta socialnemu kapitalu velik pomen, pa pregled literature kaZe, da je vloga socialnega
kapitala v modelih zaposljivosti vecinoma zanemarjena. Socialni kapital kot enega kljuc¢nih dejavnikov najdemo le v enem
od 78-ih pregledanih modelov zaposljivosti, medtem ko so posamezne dimenzije socialnega kapitala razlicno vkljucene v
spremenljivkah znotraj dejavnikov v samo 30-ih modelih. Prispevek tako odpira vprasanja veljavnosti modelov zaposljivosti
in nujnosti (celostnega) vkljucevanja socialnega kapitala v modele zaposljivosti in predvsem v prihodnje empiricne raziskave
zaposljivosti.

Kljucne besede: socialni kapital, teoreti¢ni pregled, model zaposljivosti, zaposljivost, prehod v zaposlitev, mreZenje

Abstract

The aim of this article is to provide a theoretical overview of the role of social capital in models of employability. Both the field of
employment and human resource management and the general public recognise and assign an increasingly important role to
social capital in the process of attaining employment and improving employability. However, a review of employability models
focusing on the role of social capital within them shows that social capital as a whole is present in only one of 78 examined
models of employability, though certain social capital dimensions are included in 30 other employability models. The article
thus opens the questions of the validity of current employability models and the need for the integration of social capital into
them and, above all, for improved future empirical research into employability.

Key words: social capital, theoretical review, model of employability, employability, move to employment, networking

tudi uspesnejSega prehoda v zaposlitev (Adler in
Kwon, 2002). Zavedajo¢ se vse pomembnejse vloge
socialnega kapitala tudi programi Zavoda Republike
Slovenije za zaposlovanje (v nadaljevanju ZRSZ) v svojih
kariernih srediscih vklju¢ujejo aktivnosti spodbujanja

1. Uvod

Tako strokovni kot splo3ni viri s podro¢ja zaposlovanja
in kadrovskega menedzmenta ter prevladujoce javno
mnenje pripisujejo vezem in poznanstvom pomembno,

Ce ne ze kar poglavitno vlogo pri pridobitvi zaposlitve.
Prednost, ki jo lahko ustvarja posameznikov polozaj
v druzbeni strukturi, je socialni kapital, ki zaradi
povezanosti v razlicno mo¢na omrezja odnosov nudi
priloZznosti in omejitve. Vir informacij o poteh do
delodajalcev je kot nevidno 'dobroimetje’ dostopen le s
stiki prek medsebojnih interakcij (Lin, 2001). Posameznik
vsak sam 'plete' obliko svoje socialne mreze, ki mu s
tem daje prednosti na razli¢nih podrogjih zaposljivosti,
pri placi (Mouw, 2003) in poklicnem uspehu (Seibert
et al, 2001). Z dolgoro¢nim in nenehnim vlaganjem
je socialni kapital investicija predvsem SirSega
dostopa do informacij pri iskanju zaposlitve in s tem

mrezenja (ZRSZ, 2017) z namenom lazjega prehoda
v zaposlitev. Za ucinkovitejsi prehod mladih na trg
dela se Ze v Casu Studija z izbirnimi predmeti v sklopu
studijskih programov (Sirok, 2018) ali aktivnosti, ki
spodbujajo mrezenje (Ekonomska fakulteta, 2017;
Univerza v Ljubljani, 2017), 'odpirajo vrata' poklicnim
priloznostim.  Tudi spletne strani zaposlitvenih
portalov  (MojaZaposlitev.si, 2017; MojeDelo.com,
2017) prikazujejo mrezenje kot ucinkovito metodo
iskanja zaposlitve s prakti¢nimi napotki pridobivanja te
spretnosti. Iz navedenega lahko sklepamo, da postaja
socialni kapital na omenjenem podrocju tako v teoriji
kot praksi cedalje pomembnejsi.
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Koncept socialnega kapitala je postal v zadnjih
desetletjih teoreti¢cno in empiri¢no Siroko uporabljen
in 'priljubljen’ v razlicnih disciplinah znanosti. Je
oblika gospodarskega in kulturnega kapitala, ki kljub
razsirjenosti uporabe nima samo ene, temvec Stevilne
definicije, in posledi¢no tudi namene uporabe, ki
poudarjajo koristi (koristnost) tako za skupnost kot tudi
za posameznike. Za avtorje druzboslovnega pristopa
(Coleman, 1988;Lin,2001; Portes, 1998) so socialni kapital
viri, znanje in informacije, ki dajejo zanesljiv pomen
znotraj mreze odnosov, ki ga posamezniki vzdrzujejo
v odnosih z drugimi ljudmi, in je tudi dosegljiv le prek
teh odnosov (Burt, 2000). Ekonomsko-politi¢na smer
razume socialni kapital kot koristi in dobroimetje znotraj
socialnih mrez (Putnam, 1995), ki poudarjajo vrsto
(znacaj) in velikost vklju¢enosti v razlicne neformalne
mreze in formalne druzbene organizacije (Grootaert
et al, 2013: 4). Za potrebe prispevka prevzemamo
druzboslovno razumevanje socialnega kapitala na ravni
posameznika ter koristi pri zaposlovanju in prednosti
v karieri (Lin, 1999). Na razhajanja naletimo tudi pri
opredelitvi socialnega kapitala kot individualne (imetje
posameznika) oziroma kolektivne (javna dobrina
za skupno dobro) ravni ali pa kombinacije obeh. To
pomeni, da socialni odnosi koristijo (ali pa $kodijo) tako
posamezniku kot $irsi skupnosti (Lin, 2001). Za namen
prispevka se osredotoCamo na raven posameznika.
Tudi merjenje socialnega kapitala (3e¢) nima splosno
sprejetega in tudi ne enotnega stalis¢a ter merskega
instrumenta (Nahapiet & Ghoshal, 1998; Narayan &
Cassidy, 2001; Woolcock in Narayan, 2003), saj se v
realnosti oblike socialnega kapitala moc¢no prepletajo.
Pri merjenju socialnega kapitala je zaradi razli¢nih
raziskovalnih pristopov treba izpostaviti njegove izvor,
namen uporabe, prednosti, pomanjkljivosti in s tem tudi
operacionalizacijo v okviru izbranega koncepta (Adler in
Kwon, 2002). Pri merjenju socialnega kapitala se torej ne
uporablja (le) eno samo merilo (Durlauf in Fafchamps,
2004), temvel opazujemo njegove razlicne dimenzije,
ki poleg zaupanja vkljucujejo vrednote, norme in
vklju¢enost v razli¢na socialna omrezja, prav tako pa tudi
njegovo razli¢no vlogo na druzbenoekonomske izide.

V modelih zaposljivosti sta socialnemu kapitalu v
nasprotju s pricakovanji ocitno dodeljena premajhen
pomen in vloga. Modeli zaposljivosti razli¢no intenzivno,
ali pa sploh ne, vklju¢ujejo vlogo dejavnika socialnega
kapitala prek neformalne vezi iskanja in dostopa do
informacij potencialne zaposlitve in s tem tudi stabilnejse
zaposljivosti (Forrier in Sels, 2003; Wittekind et al., 2009).
Tudi pregled teorije obravnavanega podrodja je nazorno
pokazal, da doslej Se ni bilo preglednega ¢lanka, ki bi
sistemati¢no obravnaval vlogo socialnega kapitala v
modelih zaposljivosti.

Namen prispevka je na podlagi teoreti¢nega pregleda
prikazati vklju¢enost socialnega kapitala v modelih
zaposljivosti in presoditi, kaksne so morebitne posledice
za njihovo veljavnost. Sistemati¢ni pregled virov namrec
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kaze, da je dejavnik socialnega kapitala v modele
zaposljivosti premalo vkljucen, saj mu empiri¢ni in
teoreti¢ni ¢lanki ne dajejo takSnega pomena kot druzba.
Izhajajo¢ iz teorije socialnega kapitala prispevek tako
opozarja na teoreti¢ne manke pri poskusih njegovega
empiri¢nega in teoreti¢cnega pojasnjevanja prehodov
v zaposlitev. Tako je eden od namenov prispevka tudi
ocena dejanske smiselnosti vkljucevanja socialnega
kapitala v modele zaposljivosti.

V nadaljevanju najprej razlozimo koncept zaposljivostiin
njegov ozji vidik — prehod v zaposlitev. Nato pojasnimo
vlogo socialnega kapitala v zaposljivosti in prikazemo
sistematicni proces iskanja, pregleda in izbire ¢lankov,
ki smo ga uporabili znamenom pregleda empiri¢nih in
teoreti¢nih modelov zaposljivosti, ter izpostavimo tiste,
ki vklju¢ujejo dejavnik(e) socialnega kapitala. Te modele
nato tudi predstavimo.V sklepu povzamemo ugotovitve,
podamo oceno veljavnosti modelov zaposljivosti in
navedemo moznosti za nadaljnje raziskovanje.

2. Zaposlitevin prehod v zaposlitev

Breme sprememb na podro¢ju dela, poklica in
zaposljivosti, ki so usmerjene v povelevanje negotovosti
in zmanjsevanje varnosti zaposlitve, se vse bolj prenasa
na posameznika. Ekonomski, demografski, druzbeni in
tehnoloski dejavniki nenehno spreminjajo znacilnosti
dela in poklica. Pri pomenu zaposljivosti se vse bolj
poudarjata dinamic¢nost in prilagodljivost na okolje.
Vsezivljenjska zaposlitev, ki se je nanasala le na eno
delovno mesto ali izbrani poklic posameznika, se v
realnosti druzbenega zivljenja spreminja v aktivnost
in samoiniciativnost posameznika kot vse bolj
odgovornega za lastno zaposljivost (Fugate in Kinicki,
2008). Tudi v zacetna obdobja 3olanja mladih se vse
bolj vkljucuje usmerjanje v vsezivljenjsko ucenje (Ule in
Zidar, 2011). V krepitvi lastnega (osebnega) razvoja kot
nenehnega pridobivanja novega znanja in izkusenj pa
ironi¢no kljub temu ni zagotovila za zaposlitev, ampak
samo $irSe moznosti zaposlitve, ki jo nudijo izboljsane
zaposlitvene moznosti. Tudi nepredvidljivi odnosi na
trgu dela zaradi vse vecje razsirjenosti proznih oblik
zaposlitve prelagajo pretezni del bremena prilagajanj
na zaposlene (Sirok et al., 2018).

Zaposljivost lahko kot dinamicen proces definirana
bodisi zelo Siroko bodisi zelo ozko. Pregled razli¢nih
poskusov definiranja zaposljivosti pokaze, da ni
univerzalno ali enoznacno sprejete definicije, pa vendar
lahko iz razli¢nih virov (Bridgstock, 2011; Brown et al.,
2003; Forrier in Sels, 2003; Fugate et al., 2004; McQuaid
in Colin, 2005; Thijssen et al., 2008) razberemo, da je
srz zaposljivosti v sposobnosti posameznika dobiti in
ohranjati delo na notranjem in zunanjem trgu dela. To
pomeni, da se mora posameznik vse bolj sam zavedati
omejitev in zmoznosti za pridobitev zaposlitve, hkrati
pa s tem tudi odgovornosti za razvoj lastne kariere.
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Zanimivo je, da nekatere definicije zaposljivosti ne
vkljuCujejo zaposlitve (Fugate et al, 2004; Knight in
Yorke, 2002; Pool in Sewell, 2007). Postaja pa zaposljivost
vse bolj razumljena kot zmoznost za dinamicnost,
prilagajanje in odzivnost na poklicnem podrocju. V tako
dinami¢nem okolju so stalnica le nenehne spremembe,
saj 'biti zaposljiv' namre¢ ni enako kot 'imeti zaposlitev'
(Clarke, 2008: 262). Torej ni ni¢ nenavadnega, da je v
definicijah zaposljivosti zaposlitev nadomescena z
varnostjo zaposlitve in vecjo pozornostjo, namenjeno
izboljsanju dostopa do zaposlitve (McQuaid in Colin,
2005). V praksi zaposlitev razumemo kot uresniceni
prehod iz stanja brez zaposlitve v zaposlitev (Forrier et
al., 2009: 248).

Pa vendar je prehod v zaposlitev pomemben za
ohranjanje stabilnejse zaposljivosti. Prehod v zaposlitev
kot relativnho ozko definiran koncept bodisi prehoda v
zaposlitev iz nekega drugega zaposlitvenega statusa
(stanja) na trgu dela (npr. brezposelnost ali status
Studenta) bodisi spremembe oziroma zamenjave
delodajalca (Forrier et al., 2009: 741) je torej ne glede
na prej navedene definicije pomemben dejavnik
zaposljivosti. Prehod v zaposlitev je namre¢ v tesni
povezavi z zaznavo boljsih poklicnih priloznosti
(Wanberg et al, 2012) in posledi¢no z dolgoro¢nim
razvojem (uspesne) kariere (Eby et al., 2003). Karierna
pot kot vsezivljenjski proces dela in u¢enja tudi s Siritvijo
kroga kontaktov in s tem vecgjih priloznosti ohranja
stabilnejSo zaposlitev. Koncno izbiro, sprejem ali
zavrnitev zaposlitve sprejme posameznik, ki predvsem
v pridobljenih informacijah z neformalnimi vezmi ohrani
zaupanje, zaznano kot 'Cakajoce' delovno mesto, in s
tem vedjo verjetnost, ¢e ne kar gotovost zaposlitve.

Zaposljivost  je torej vecdimenzionalni koncept,
katerega pomen se je skozi ¢as spreminjal. To pomeni,
da je v teoriji znanih veliko modelov zaposljivosti, v
katerih avtorji povezujejo razlicno Stevilo dejavnikov
in posledic zaposljivosti. Prav zaradi medsebojne
prepletenosti, povezanosti in odvisnosti dejavnikov
zaposljivosti ni mogoce omejiti le na ponudbeno stran
iskalcev zaposlitve ali nasprotno, na povprasevalno
stran delodajalcev (Forrier in Sels, 2003; McQuaid
in Colin, 2005). Ce imamo ponudbo, imamo pri tem
opravka s posameznikom oziroma imamo dve skupini
dejavnikov. Prva skupina vkljucuje osebnostne lastnosti
in demografske znacilnosti posameznika, njegove
osnovne in zaposlitvene spretnosti, aktivnosti, povezane
z iskanjem sluzbe (Van Dam, 2004), samoucinkovitost
pri zaznavi zaposljivosti ter delovno in poklicno
prilagodljivost (Fugate et al., 2004; Rothwell et al., 2009).
V drugi skupini, ki se nanasa na druzbenoekonomsko
okolje oziroma okolis¢ine kot del posameznikovega
delovnega okolja, so razli¢ni finan¢ni in druzbeni viri ter
moznosti zaposlitve in mobilnosti (Forrier in Sels, 2003;
Fugate et al., 2004; McArdle et al., 2007; Smith, 2010).
Na povprasevani strani so dejavniki, ki se nanasajo na
zahteve in predpise trga dela. To so predvsem makro-
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in mikroekonomski dejavniki, natan¢neje pravila in
predpisi, ki s smernicami omejujejo ali Sirijjo dostop do
zaposljivosti, ter razlicne zaposlitvene prakse (Forrier in
Sels, 2003; Hillage in Pollard, 1998; McQuaid et al., 2005).

Ne glede na to, ali se osredoto¢imo na zaposljivost ali
prehod v zaposlitev, ni mogoce prezreti, da ima socialni
kapital v obeh primerih pomembno vlogo. Posameznik
naj bi ne glede na vsa pridobljena znanja in spretnosti
'kot na prezi' prepoznaval informacije za poklicne
priloznosti, ki ga vodijo k stabilnejsi zaposljivosti (Green
etal, 2011:8).Tako je za doseganje trajnejse zaposljivosti
v dinami¢nem okolju sprememb vse bolj ocitno
aktivno iskanje informacij. To se kaze kot medsebojno
prepletanje vlozenega casa, truda, vztrajnosti, razli¢nih
nacinov iskanja in s tem lastnega trZzenja znotraj mreze
odnosov (Eby et al, 2003; Wanberg et al., 2012). Na
ta nacin se torej tudi ohranja posameznikova vedja
verjetnost prezivetja na notranjemin zunanjem trgu dela
(Thijssen et al., 2008: 167), ki za ohranjanje zaposljivosti
(nemalokrat) vkljucuje tudi negativne posledice delovne
intenzivnosti na kakovost dela, Zivljenja in zdravja
(Cehovin Zajc in Kohont, 2017).

3. Vloga socialnega kapitala
pri zaposljivosti in prehodih
v zaposlitev

Socialni kapital se vpleta v medosebne odnose glede
zaposljivosti, saj posameznik prek mreze kontaktov
najde zaposlitev, ki tako omogoca prednost za
uresnicitev lastnih ciljev oziroma interesov. Socialni
kapital obsega vire, znanje in informacije, ki so
razpolozljivi le znotraj mreze odnosov v organizacijah in
med njimi, institucijami ali druzbo (Lin, 2001). Socialne
vezi, ki jih ustvarjamo v vsakodnevnih interakcijah, so
tudi vse pomembnejsi dejavnik, ki je prek mrezenja kot
poznavanja 'pravih ljudi' v pomoc pri iskanju zaposlitve.
Vloga socialnega kapitala pripomore k vecji verjetnosti
pridobitve zaposlitve, ker posameznik pozna osebo
na 'prihodnjem' delovnem mestu, preden sprejme
zaposlitev, oziroma je za to moznost zaposlitve pridobil
informacijo prek prijateljev ali znancev prijateljev.
Namenska uporaba poznanstev in pridobivanje
kontaktov za namen zaposlitve je del zaupanja med
osebami, prav tako pa tudi dodatni 'pecat’ osebnega
priporocila za Zeleno delovno mesto (Barbieri, 2003).

3.1 Pomen, dimenzije in dejavniki
socialnega kapitala

Socialni kapital je ve¢dimenzionalni koncept razli¢nih
pojavnih oblik. Posamezniki lahko pridobijo vire kot
del zunanjega oziroma notranjega socialnega kapitala,
kar pojasni njegovo delitev glede na mesto (izvor)
njegovega nastanka. Zunanji socialni kapital tvorijo
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mrezne strukture in povezave med posamezniki,
organizacijami, druzbo in njenimi zunanjimi delezniki
(Acquaah et al.,, 2014: 15). Notranji kapital pa nastaja
znotraj mreze in povezav med posamezniki, skupnostmi
ali znotraj sistema organizacije (Adler in Kwon, 2002). Ne
glede na predhodno delitev socialni kapital obsega tri
loc¢ene dimenzije - strukturno, relacijsko in kognitivno.
Skozi strukturno dimenzijo sta v ospredju velikost in
raznolikost socialne mreze (Nahapiet in Ghoshal, 1998);
relacijska pojasnjuje kakovost odnosov, medtem ko
kognitivna vkljucuje vrednote in zaznave medsebojne
povezanosti na podlagi skupnih ciljev in vrednot (Adler
in Kwon, 2002). Strukturna in relacijska dimenzija
se razlikujeta tudi po razlicni moci in raznolikosti
vezi. Razli¢cne vezi so prepoznane kot razlicne oblike
socialnega kapitala. Vezivne (bonding) vezi so del
oblike socialnega kapitala, ki nastaja med druzinskimi
in bliznjimi osebami. Ceprav so te vezi zelo mo¢ne,
so del zaprtega socialnega kroga ze ustaljenih vezi s
posamezniki, ki imajo podobne znacilnosti in delujejo
predvsem podporno. Premostitvene (bridging) vezi so
oblika socialnega kapitala, ki povezujejo posameznike
razli¢nih znacilnosti, in tako te sicer Sibke vezi omogocajo
Sirsi in vedji dostop do razli¢nih virov tudi pri iskanju
zaposlitve (Granovetter, 1973; Granovetter, 1983).
Medtem ko vezivne in premostitvene vezi potekajo
horizontalno, se povezovalne (linking) vezi kot oblika
socialnega kapitala nanasajo na vertikalne vezi, ki tvorijo
razlicne odnose moci s povezovanjem posameznikov
razli¢nih druzbenih slojev (Woolcock in Narayan, 2003).
Oblike socialnega kapitala se glede na razlicno moc¢
vezi razlikujejo po smeri (horizontalne in vertikalne) in
formalnosti (formalne in neformalne).

Posameznik v vsakodnevnih medosebnih aktivnostih
vse zivljenje nenehno gradi in oblikuje socialni
kapital. Socialni kapital je kot dobroimetje dostopen
posamezniku le znotraj socialne mreze in njegovih
medosebnih  odnosov. Prek socialne mreze s
prepletanjem zasebnega in poklicnega Zivljenja
posameznik namensko vrednoti, uporablja in filtrira
kontakte za izboljsanje dostopa do razlicnih virov.
Razlicno mocni odnosi z ljudmi, ki so bili ustvarjeni v
preteklosti, so rezultat in posledica druzbenih spretnosti
in osebnih znacilnosti posameznika, ki mu omogocajo
dostop do razli¢nih virov (npr. dostop do potencialnih
delodajalcev) in tako tudi vec¢ priloZznosti (Brass et al.,
2004: 796-800). Socialni kapital ima kot potencialni
dejavnik zaposljivosti kar nekaj znacilnih lastnosti.
Potrebuje nenehno vlaganje zaradi pri¢akovanj
prihodnjih 'negotovih' vradil, primeren je za razlicne
namene uporabe, npr. kot informacija ali nasvet, je
nadomestek za morebitne druge pomanjkljivosti,
potrebuje nenehno vzdrzevanje, z 'neuporabo’ se
razvrednoti, ¢eprav ga nasprotno nenehna uporaba
ne iztrosi, prav tako si ga ni mogoce lastiti, saj se ne
nanasa na posameznika, temve¢ le na odnose med
posamezniki (Adler in Kwon, 2002). Kakovost odnosov
se odraza v zaupanju (Woolcock, 1998) in vzajemnih
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koristih kot del skupnih aktivnosti (Adler in Kwon, 2002).
Strukturo socialnega kapitala in koli¢ino uporabnih virov
informacij dolocajo velikost socialne mreze (Seibert et
al, 2001), njena raznolikost (Higgins in Kram, 2001) in
Stevil¢nost kontaktov.

Socialne vezi imajo pozitivho vlogo pri zaposljivosti.
Dostopnost zaupanja vrednih informacij je med
kariero prednost, ki jo lahko omogocajo le socialne
vezi (Granovetter, 2005). Povratne informacije namrec
omogocajo prednost (le) aktivnim in nenehno
vklju¢enim posameznikom pred samo pasivnimi
opazovalci priloznosti (Sander in Phoey Lee, 2014:
106; De Janasz in Forret, 2008: 644). Raznolikost vezi in
razli¢cna mo¢ odnosov v empiri¢nih raziskavah odrazata
razlicne moznosti in zaznave s kariero povezanih
informacij (Seibert et al, 2001). Socialne Sibke vezi
‘znancev' bolj kot trdne druzinske vezi odpirajo vecje
zaposlitvene priloznosti (Barbieri, 2003; Granovetter,
1983; Liu et al,, 2014) in s tem tudi izboljSanje dostopa
do delodajalcev. Namensko ustvarjanje kontaktov
(DeFillippi in Arthur, 1994) je torej del posameznikove
zmoznosti zaznave poklicnih priloznosti, ki so klju¢ne
in pomembne v procesu iskanja zaposlitve in za hitrost
prehoda v zaposlitev (Barbieri, 2003; Stone et al., 2003).

Viri socialnega kapitala so dostopni le prek socialnih
interakcij. Torej velja, da lahko tudi takrat, ko govorimo
o vlogi socialnega kapitala v povezavi z zaposljivostjo,
ta socialni kapital aktiviramo le prek socialnih interakcij.
Vir socialnega kapitala je v druzbeni strukturi, v kateri
je posameznik del socialne mreze, prepri¢anj, norm in
zaupanja (Adler in Kwon, 2002). Izmenjava informacij
in dostop do njih v mrezi odnosov je torej vrednost,
ki kot prednost prinasa koristi pri iskanju zaposlitve
(Green et al,, 2011: 8) in vpliva na stabilnejso zaposlitev z
ekonomskega in SirSega druzbenega vidika med celotno
kariero. Se tako bogate izku3nje, znanja in spretnosti
so namrec¢ brez koristi (neuporabne), ¢e jih imetnik ni
zmozen uporabiti ali trziti. Posameznik med iskanjem
informacij hkrati tudi Siri informacije in veca Stevilo
kontaktov (znancev), ki znotraj mreze odnosov Sirijo
dostop do razli¢nih podrocij kariere.

3.2 Vloga socialnega kapitala skozi
teoreticni pregled modelov
zaposljivosti

Teorija kaZe, da obstaja logi¢na in tesna povezava med
socialnim kapitalom in zaposljivostjo. Po pregledu
teoreti¢nih opredelitev obeh konceptov ni dvoma, da
je socialni kapital dejavnik, ki je pozitivno povezan z
zaposlitvijo. Opisi povezav omenjenih konceptov pa
omogocajo sklep, da gre za vzro¢no povezavo. Uporaba
socialnih kontaktov prek neformalnih poti je namrec
ena od vse veckrat izpostavljenih in ucinkovitih strategij
iskanja (Zzelene) zaposlitve, ki nudi e dodatne prednosti
(ugodnosti) med kariero. Izhajajo¢ iz posameznikovega
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prehoda v zaposlitev je iskanje in uporaba informacij
znotraj vez in poznanstev pomemben dejavnik iskanja
zaposlitve, izbire med moznostmi in tudi razlik v hitrosti
prehoda v zaposlitev.

Socialni kapital je kot dejavnik zaposljivosti ocitno
(teoreti¢no in empiri¢no) zapostavljen'. Med 78 modeli
razlicno Sirokega koncepta zaposljivosti je socialni
kapital dejavnik zaposljivosti le v enem modelu (Fugate
et al,, 2004) oziroma je sestavni del enega od dejavnikov
v Stirih  preostalih modelih (Bezuidenhout, 2011;
Bridgstock, 2009; Forrier in Sels, 2003; McQuiaid in Colin,
2005). Te modele v nadaljevanju tudi predstavimo, in
sicer: ime modela, njegove avtorje, leto objave, namen
modela in vpetost njegovih dejavnikov s pozornostjo
na socialnem kapitalu. Tem petim izbranim modelom
smo dodali tudi empiri¢ne raziskave, na podlagi katerih
povzemamo razpoloZljive izsledke o vlogi socialnega
kapitala. Povzamemo velikost vzorca, Stevilo dejavnikov
modela, metodo analize in rezultate za dejavnik
socialnega kapitala.

Teoreti¢ni psiholosko-druzbeni konceptualni model
Heurestic model of employability (Fugate et al., 2004)
zaposljivost pojasni kot aktivna delovna prilagodljivost
posameznika. Model na podlagi treh medsebojno
vzajemnih dimenzij (poklicna identiteta, prilagodljivost,
socialni in cloveski kapital) poudarja zaposlitveno
sposobnost kot unikatno druzbeno-psiholosko 'zgodbo'
posameznika, ki ga vodi in usmerja v prilagajanju in
odzivanju na spremembe na delovhem podrocju.
Prednostisocialnegakapitalazazaposljivostso posredne,
saj nastanejo $ele po 'vlaganju' v medsebojne odnose in
so zaznane v ¢asu iskanja zaposlitve, pri napredovanju
in premestitvah (Fugate et al., 2004; Seibert et al., 2001),
prav tako pa so vir podpore in spodbud v primeru
zavrnitve zaposlitve (McArdle et al.,, 2007: 251). McArdle

! Pregleda ¢lankov z vklju¢eno vlogo socialnega kapitala v modelih
zaposljivosti smo se lotili sistemati¢no z dostopom do prostih ¢lankov
prek Google Scholar v ProQuest, Ebsco, Sage, Science Direct, Ebrary,
JSTOR in Emerald v obdobju od oktobra do decembra 2017. Pri izbiri
obdobja objave prispevkov v angleskem jeziku se ¢asovno nismo
omejevali. V zacetnem iskanju po posameznih (lo¢enih) klju¢nih
besedah “social capital’, “employment” in “employability” je Stevilo
zadetkov in s tem clankov presegalo 200.000, njihovo medsebojno
kombiniranje pa je $tevilo zadetkov omejilo na ve¢ kot 20.000. Sirok
nabor zadetkov je narekoval vkljucitev in medsebojno kombiniranje
dodatnih Sestih klju¢nih besed, in sicer: “model’, “job seeker”, “job

search’, “research’, “concept” in “career”. V pregled smo zajeli prek 800

prispevkov. Hiter pregled povzetkov je pokazal, da nekatere vsebine

niso primerne. V ozji izbor branja povzetkov in nekaterih drugih
strukturnih delov besedil smo uvrstili 171 ¢lankov s tematiko modelov
zaposljivosti. Za namen teoreti¢nega pregleda smo nato podrobneje
pregledali 78 prispevkov z modeli, ki koncept zaposljivosti Sirijo na
podrocje zaznave zaposljivosti, zaposlitvenih spretnosti, mobilnosti
in kariere. Pri podrobnejsem pregledu besedil smo bili pozorni na

dodatne iskalne pojme “network”, “informal tie” in “social skills". V

nadaljnji izbirni fazi je bilo izbranih 31 prispevkov z modeli, ki z

dejavniki oziroma spremenljivkami nakazujejo prisotnost ene ali vec

dimenzij socialnega kapitala. V najozjem izboru, kjer je socialni kapital
nedvomno dejavnik ali sestavni del dejavnika zaposljivosti, je pet
modelov.
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etal. (2007) v empiri¢ni raziskavi na podlagi omenjenega
modela raziskujejo zaposljivost v povezavi s tremi vidiki
obdobja brezposelnosti: samozavedanjem, iskanjem
sluzbe in ponovno zaposlitvijo po Sestih mesecih. V
prvem koraku med 416 nezaposlenimi z modelom
strukturnih enacb (SEM) se je izkazalo, da k zaposljivosti
najvec prispeva proaktivnosti posameznik (81), nekoliko
manj pa dejavnika socialnega kapitala, to sta mrezenje
(65) ter podpora druzine in prijateljev (31). V drugem
koraku raziskave jih je od 126 respondentov po Sestih
mesecih zaposlitev naslo 39. Rezultati so se nekoliko
nizji tako pri proaktivnosti (77) ter podpori druzine
in prijateljev (31). Podpora druzine in prijateljev je
pri iskanju zaposlitve in ponovni zaposlitvi pozitivho
vplivala na zaposljivost ( = 23), medtem ko mrezenje le
priiskanju, ne pa tudi pri ponovni zaposljivosti (McArdle
et al., 2007: 259). Tudi Koen et al. (2013) so v empiricni
raziskavi na podlagi istega modela, to je Heurestic model
of employability, med dolgotrajno brezposelnimi v dveh
¢asovnih toc¢kah (nT1 = 2541 in nT2 = 897) raziskovali,
ali njihova zaposljivost pospesi iskanje in moznost
ponovne zaposlitve ter premagovanje ovir do zaposlitve
(npr. pomanjkanje izkusenj in iz¢rpana socialna mreza).
Socialni kapital je bil merjen z osmimi postavkami (z
zdruzevanjem postavk zaznave socialnih kompetenc
in socialnih spretnosti, ki so jih predlagali zaposlitveni
strokovnjaki). Na razvoj zaposljivosti dolgotrajno
brezposelnih imajo dejavniki modela razlicen vpliv
(statisticno znacilen vpliv imata cloveski kapital
(B =08, p=01) in poklicna identiteta ( = 09, p = 00);
mejni vrednosti izkazujeta prilagodljivost poklicnega
razvoja (B = 07, p = 08) in karierno nacrtovanje
(B = 07, p = 06), medtem ko vpliv socialnega kapitala
ni statisticno znacilen (B = 37, p = 41). Socialni kapital
namrec predvideva le verjetnost, in ne dejavnost iskanja
zaposlitve.

Obsirni Employability process model (Forrier in Sels,
2003) prikazuje zaposljivost zaradi dinamicnega
zaporedja medsebojnih vplivov odvisnih in povezanih
dejavnikov. Z dejavniki modela so pojasnjeni vplivi na
prehode posameznika in njegove poklicne priloznosti
na notranjem in zunanjem trgu dela, njihovo merjenjein
tudi moznosti nadaljnjih raziskovalnih izhodis¢. Socialni
kapital je v procesu zaposljivosti vpet v dva dejavnika,
gibljivi kapital in aktivnosti, ki gibljivi kapital ohranjajo
in vzdrzujejo. Empiri¢na raziskava tega modela med
643 zaposlenimi odraza povezanost med prehodi v
zaposlitev, gibljivim kapitalom in zaznavo zaposljivosti
(Forrier et al., 2015). Zaposljivost je pojasnjena kot
dinamic¢na veriga, kar pomeni, da vsak prehod v
zaposlitev spodbuja dejavnike gibljivega kapitala, ki
vplivajo na zaznavo zaposljivosti, kar daje ponovno
informacijo na prehod v zaposlitev. Rezultati analize
kazejo, da so prehodi v zaposlitev med podjetji in gibljivi
kapital pozitivno povezani in statisticno znacilni (B = 18;
p < 01). Nasprotno tega ne odrazajo razli¢ni prehodi
med zaposlitvami znotraj organizacije. Gibljivi kapital je
tudi statisti¢no znacilen in pozitivno povezan z zaznavo
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notranje (3 = 33; p < 01) in zunanje zaposljivosti (B = 34;
p<01).

Najsirsi pregled in vklju¢enost vseh potencialnih
dejavnikov Sirokega koncepta zaposljivosti ponazori
model Concept of Employability (McQuaid in Colin, 2005).
Ta holisti¢ni model zajema dejavnike na ponudbeni in
povprasdevalni strani trga dela in jih razdeli na tri skupine:
dejavnike posameznika, njegove S$irSe druzbene
okolis¢ine in zunanje dejavnike. Socialni kapital je glede
na prepletajoce dejavnike in medsebojno povezanost
vkljucen v vse tri osnovne skupine dejavnikov modela.
Med dejavniki posameznika je socialni kapital vkljuc¢en
pri iskanju zaposlitve kot del njegovega zavedanja in
ucinkovite uporabe informacij prek neformalnih vezi
njegove socialne mreze. Kot del druzbenoekonomskih
dejavnikov so viri socialnega kapitala podpora druzine
in prijateljev, ki Sirijo moZnosti iskanja zaposlitve na
podlagi formalnih in neformalnih poti. Med zunanjimi
dejavniki so dejavniki vloge socialnega kapitala kot
del podpore in svetovanja pri iskanju zaposlitve prek
formalnih vezi. Empiri¢na raziskava zaznave zaposljivosti
med 465 zaposlenimi (Wittekind et al., 2009) je Stevilne
dejavnike modela merila v dveh c¢asovnih tockah.
Analiza obravnava tri klju¢ne spremenljivke, ki vplivajo
na zaznavo zaposljivosti. To so: kvalifikacije, povezane
s poklicem, pripravljenost posameznika za pridobitev
novih kompetenc ali zamenjavo zaposlitve ter njegovo
poznavanje trga dela. Socialni kapital je vklju¢en v
dejavnike poznavanja trga dela kot informacija o
poklicnih priloZznostih (Cronbach's a t1 = .85, Cronbach's
at2 =.84, Cronbach's a t3 = .87) in kot iskanje zaposlitve
(Cronbach's a t1 = .65, Cronbach's a t2 =.71, Cronbach's
a t2 = .65). Rezultati analize kazejo, da je razpoloZljivost
omrezij povezana z izpolnjevanjem strokovnega znanja
in izkusenj kot pogoj za pridobitev zaposlitve, vendar
ni napovedovalec zaznave zaposljivosti, prav tako pa je
pri iskanju zaposlitve treba upostevati tudi intenzivnost
iskanja.

Konceptualnimodel zaposlitvenih lastnosti diplomantov
vkljucujo¢ vodenje kariere Conceptual model of graduate
attributes for employability including career management
skills  (Bridgstock, 2009) poudarja vlogo lastnega
zavedanja in vodenja kariere. Model vkljucuje spretnosti,
ki so pomembne za izboljsanje zaposljivosti in imajo
pomembno vlogo pri vodenju kariere diplomantov.
Socialni kapital je v model vklju¢en v okviru kariernih
spretnosti. Te spretnosti vkljucujejo iskanje in uporabo
informacij glede dela, kariere in trga dela, iskanje,
zagotavljanje in ohranjanje zaposlitve kakor tudi
izkoris¢anje kariernih moznosti za njen napredek in
druge Zelene izide. Ustvarjanje socialnega kapitala je
pri gradnji kariere del strateskih, osebnih in poklicnih
odnosov z osebami, ki bi lahko zagotovile priloznosti
in vire za poznejSe neposredne ucinke na zaznavo
potencialne ali dejanske zaposljivosti. Model prikazuje
razlicne spretnosti diplomantov, ki imajo pomembno
vlogo pri lastnem vsezivljenjskem vodenju in razvoju
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poklicnih spretnosti za doseganje trajnejse zaposljivosti.
Empiri¢nega preverjanja tega konceptualnega modela
nismo nasli.

Model zaposljivosti Graduate Employability model
(Bezuidenhout, 2011) obravnava poklicno usmerjanje
diplomantov. Upostevajo¢ tri locene dimenzije -
lastno prizadevanje za vodenje kariere, medkulturne
kompetence in osebne lastnosti, potrebne za
zaposljivost, je model namenjen tudi delodajalcem,
ki Zelijo izbirati in razvijati prilagodljive diplomante.
Vloga socialnega kapitala je vsebovana v dejavniku
druzabnosti kot sposobnosti posameznika, da z
odprtostjo vzpostavlja in vzdrzuje socialne stike ter
uporablja formalne in neformalne vezi v korist svoje
kariere. Prav tako je v modelu poudarjena tudi socialna
mreza, ki posamezniku zagotavlja vire in informacije
ter zmoznost medsebojnega povezovanja in podpore.
Druzabnost se meri v dostopu do poklicnih priloznosti
z gradnjo prijateljskih mrez z ljudmi, ki lahko pospesijo
kariero. Rezultati empiri¢ne raziskave (faktorske analize)
med 272 diplomanti pojasnijo 42,87 % variance s tremi
faktorji. Prvi faktor z 21 spremenljivkami in 36,42 %
pojasnjene variance vkljucuje lastno vodenje kariere,
ki pove, da dostop do poklicnih priloznosti omogocajo
druzabnost, proaktivnost, podjetniska naravnanost,
Custvena pismenost, splosna samoucinkovitost, cilji,
povezani s kariero, in akcijski nacrti, iskanje povratnih
informacij in zaposlitvenih priloznosti.

Pregled vklju¢enosti dejavnika socialni kapital v
navedenih petih modelih omogoca jasen sklep, da
modeli z izjemo enega le delno vkljucujejo posamezne
dimenzije socialnega kapitala (preglednica 1).
Strukturna dimenzija je vkljucena v vseh pet modelov,
relacijska v stiri (Bezuidenhout, 2011; Bridgstock, 2009;
McQuaid in Colin, 2005; Fugate et al., 2004), medtem ko
je kognitivna dimenzija le v dveh modelih (Fugate et
al., 2004; McQuaid in Colin, 2005). Pregled vkljuc¢enosti
dimenzij dejavnika socialnega kapitala glede na
definicijo kaze, da ima le izhodis¢ni konceptualni
model Heurestic model of employability vkljucene vse tri
dimenzije socialnega kapitala, tj. strukturno, relacijsko
in kognitivno. Tako nas tudi ne preseneca, da ima jasno
poudarjena vloga socialnega kapitala tega modela
(Fugate et al., 2004) v zbirkah ¢lankov Google Scholar?
najve¢, to je 1513 citatov. To je skoraj 1000 citatov
prednosti pred drugimi modeli z vklju¢eno vlogo
socialnega kapitala v modele zaposljivosti, na drugem
mestu s 577 citati pa je Conceptual model of graduate
attributes for employability including career management
skills (Bridgstock, 2009).

Prva izbira pregleda modelov kaze, da socialni kapital
kot enovit dejavnik modela zaposljivosti vsebuje le en
model, medtem ko je v preostalih Stirih modelih vklju¢en
v dejavnike modelov. V nadaljevanju prikazujemo

2 Vpogled 8.2.2018
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Preglednica 1: Vloga dejavnika socialnega kapitala v modelih zaposljivosti

25

Dejavnik v modelu Vklju¢ena dimenzija socialnega kapitala
zaposljivosti, ki .
Ime modela vkljucuje socialni Stru!(tura Kakovost !’repncanja Vloga dejavnika socialnega
(avtor, leto) kapital mreze odnosov n vret‘:hjote kapitala pri zaposljivosti
(element socialnega (strukturna) —norn.lle (kognitivna)
kapitala) (relacijska)
Heurestic model of - socialni kapital - velikost - vzajemnost |- podpora - vir informacij in vpliv
employability mreze - recipro¢nost skupnosti pri iskanju zaposlitve,
(Fugate et al., 2004) - raznolikost premestitvah in
mreze napredovanju
- podpora v c¢asu
brezposelnosti
The employability - gibljivi kapital - mreza - kakovost - dostop do virov informacij
process model - aktivnosti, ki ohranjajo | kontaktov kontaktov za razvoj in priloznosti
(Forrier in Sels, 2003) in krepijo gibljivi (mobilnosti) na trgu dela v
kapital imetju kakovostnih (pravih)
kontaktov
- vpetost v mrezo kontaktov
The concept of - osebni dejavniki - socialna - podpora - informacije pri iskanju
employability - osebne okolis¢ine mreza socialne zaposlitve
(McQuaid in Colin, 2005) | - zunanji dejavniki mreze - napredovanje
skupnost - boljsi polozaj na trgu dela
- podporno formalno socialno
okolje pri prehodu iz
brezpo-selnosti
Conceptual model of - generi¢ne (splosne) - mreza - kontakti, - priloznosti in viri, ki nepo-
graduate attributes for spretnosti ki lahko sredno vplivajo na zaznavo
employability including zagotavljajo ali dejansko zaposljivost
career management priloznosti in
skills pomembne
(Bridgstock, 2009) vire
Graduate Employability |- lastnizagon vodenja |- mreza - kakovost - dostop do informacij
Model kariere kontaktov odnosov povezanih s kariero
(Bezuidenhout, 2011)

Vir podatkov: Fugate et al. (2004), Forrier in Sels (2003), McQuaid in Colin (2005), Bridgstock (2009), Bezuidenhout (2011).

Sestindvajset modelov zaposljivosti, ki vkljucujejo
oziroma nakazujejo le posamezno dimenzijo socialnega
kapitala. Te modele tudi razvrs¢amo po imenu, avtorju in
letnici glede na to, katero dimenzijo socialnega kapitala
vkljucujejo, strukturno ali relacijsko.

Strukturna dimenzija socialnega kapitala je del razli¢nih
dejavnikov 16-ih modelov zaposljivosti s poudarjeno
vlogo mrezenja kot namenskega iskanja zaposlitvenih
priloznosti. Vse nujnejsi razvoj in krepitev socialnih
spretnosti, ki z mrezenjem ustvarjajo moznosti za
ohranjanje zaposljivosti oziroma prehoda v zaposlitev,
vsebujejo dejavniki modelov Model of employability
skill competence in undergraduate (Jackson, 2014), An
integrative model of employability - RAW model (Hogan
et al., 2013), Employability skills measurement model for
engeenering students (Yusofetal., 2012), Integrative model
for measuring graduates employability (Su in Zhang,
2015), Model of employability skills (Field in Australia and
Department of Education, 2002), Model of Employability
(Hillage in Pollard, 1998). Z mrezenjem se kaze tudi
nagnjenost Studenta k zaposljivosti v Complex model of
development and employment (Harvey, 2001), prav tako
pa mrezenje omogoca prilagodljivim posameznikom

izkoristiti prednosti v korist kariere v A career meta-
competency model for sustained employability (Potgieter,
2012). Employability model with indirect link to workplace
poudarja razvoj mrezenja z znanjem, izku$njami in
povezovanjem (Kruss, 2005). V modelu Two dimensions
of employability je mrezenje del tako notranje kot
zunanje dimezije zaposljivosti (Rothwell in Arnold,
2007), medtem ko je v Research model of employability
zaznan kot del preteklih dogodkov (Raemdonck et al.,
2012). Socialna mreza je poudarjena tudi v modelih
Theoretical relationship between emotional intelligence
and employability (Beukes, 2010), Protean Career in
Boundaryless Career (Hall, 2004), Final model (De Vos in
Soens, 2008). Socialne vezi kot prenos informacij vodijo
do ujemanja s poklicnimi priloznostmi, ki so pojasnjene
v A dynamic model of job networking and social influences
on employment (Krauth, 2004).

Relacijska dimenzija socialnega kapitala, ki daje prednost
kakovosti medsebojnih odnosov, je vpeta v tri modele.
Premozenje socialnega kapitala v medosebnih stikih
je del vse bolj iskanih spretnosti diplomantov kakor
tudi pricakovanj delodajalcev v modelu USEM (Knight
in Yorke, 2002). V modelu A contest mobility career
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success (Ng et al., 2005) kakovost in koli¢ina odnosov
nista lo¢ena dejavnika socialnega kapitala, temvec¢ sta
vkljuc¢ena v dejavnik ¢loveskega kapitala kot poznavanje
pravih ljudi.V Career model (Eby et al., 2003) je kakovost
odnosov eden od napovedovalcev kariernega uspehain
tudi nadaljnjih moznosti v karieri.

Dodajamo tudi modele, v katerih ne moremo povsem
jasno ugotoviti dimenzije koncepta socialnega kapitala,
vendar pa je vsebinsko v njih mogocle prepoznati
njegovo vkljucenost. Psiholoski pristop v Decision
tree for operationalization purposes (Vanhercke et al.,
2014) socialni kapital opredeljuje kot mozZnost zaznane
zaposljivosti. V Ideal type model of student orientation
rezultati raziskave kazejo, da tudi zaznan slabsi razredni
polozajin s tem dostop do virov socialnega kapitala kaze
naobcutek omejenih priloznostinatrgu dela (Tomlinson,
2007).V konceptualnem modelu zaposljivosti Studentov
Concept of Employability socialni kapital v povezavi s
¢loveskim in kulturnim kapitalom omogoca dostop do
trga dela (Brown et al.,, 2003), medtem ko je v Practical
model of employability z dejavniki, ki so klju¢ do
zaposlitve predvsem diplomantov, komaj prepoznan
(Pool in Sewell, 2007).

Pregled navedenih virov kaze, da je v kar 16-ih modelih
zaposljivosti (61,54 %) ob upostevanju definicije social-
nega kapitala prednostno poudarjena strukturna di-
menzija. Trije modeli (11,54 %) poudarjajo relacijsko
dimenzijo, ki daje prednost kakovosti odnosov. Tako kar
16 od 26 modelov poudarja mrezenje kot pomembno
kompetenco za pridobitev vegjih priloznosti v karieri.
17 modelov od 26-ih je tudi empiricno preverjenih
(65,38 %), kar pa ne izkljucuje moznosti, da ti modeli
niso bili preverjeni v poznejsih raziskavah (Koen et al.,
2013; McArdle et al., 2007) ali da so bile posamezne
dimenzije modelov dopolnjene in tako tudi empiri¢no
preverjene (Forrier in Sels, 2003; Forrier et al., 2009,
2015). Med izbranimi modeli jih je najve¢, kar 40,54 %,
namenjenih zaposljivosti diplomantov. Opaziti je tudi,
da se ti modeli v svojih teoreti¢nih izhodiscih pogosteje
sklicujejo na zac¢etne modele zaposljivosti diplomantov
(Harvey, 2001; Knight in Yorke, 2002), ki jih nadgradijo
z razli¢nimi medsebojno odvisnimi dejavniki in razisko-
valnimi izhodis¢i.

4, Sklep

Ne glede na ugotovljeni teoreti¢ni pomen in podrocje
zaposlovanja ter odrazanje v vsakodnevnem Zivljenju
sistemati¢ni pregled modelov kaze, da je socialni
kapital kot eden od dejavnikov modelov zaposljivosti
zapostavljen. Tudi pregled teorije obravnavanega
podroc¢ja nazorno kaze, da doslej $e ni bilo preglednega
¢lanka, ki bi sistemati¢no obravnaval vlogo socialnega
kapitala v modelih zaposljivosti. Med 78-imi modeli
zaposljivosti je socialni kapital kot dejavnik modela
po vseh treh dimenzijah vkljucen le v enem modelu
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(Fugate et al., 2004), medtem ko je v stirih modelih
sestavni del razlicnih dejavnikov: gibljivega kapitala
(Forrier in Sels, 2003), kariernega razvoja (Bezuidenhout,
2011), splosnih spretnosti (Bridgstock, 2009) in Sirsih
druzbenih okolis¢in posameznika (McQuaid in Colin,
2005), kar je manj kot 7 % vseh v teoreti¢ni pregled
zajetih modelov. V razsirjenem iskanju po posameznih
dimenzijah socialnega kapitala je bila ugotovljena
vkljucenost v 26-ih modelih zaposljivosti v razli¢nih
dejavnikih modelov, kot so socialne spretnosti, rituali,
zaposlitvene priloznosti, Zivljenjska sfera, gibljivi kapital,
druzbeni viri in poznavanje ljudi.

Rezultati sistemati¢nega pregleda vloge socialnega
kapitala v modelih zaposljivosti vodijo do ve¢ ugotovitev.
Prvi¢, neposredna vloga dejavnika socialnega kapitala
je ocitno zapostavljena, saj je dejavnik modela le v
enem od 78 identificiranih modelov zaposljivosti.
Drugi¢, socialni kapital je v modele zaposljivosti
vklju¢en le delno, to pomeni kot ena ali najve¢ dve
dimenziji koncepta, kar velja za manj kot polovico (to
je 30 od 78-ih modelov). Prav tako so tudi te dimenzije
socialnega kapitala sestavni del razlicnih dejavnikov
modela. Tretji¢, v modelih zaposljivosti se krepi in vse
bolj vkljucuje kompetenca mrezenja kot namenskega
iskanja informacij za lastno vodenje karierne poti in
predvsem iskanja zaposlitvenih priloznosti ob pomoci
posamezniku poznanih oseb.

Podrobneje prikazani modeli z vklju¢enim dejavnikom
socialnega kapitala so stari ve¢ kot deset let. Teoreti¢no
je pojem socialnega kapitala jasno opredeljen. Ob
teoreticnem pregledu njegove vloge se upravi¢eno
zastavlja vprasanje, ali se v modelih zaposljivosti s
spreminjanjem razumevanja, kaj je zaposljivost, krepi
potreba po vkljuevanju socialnega kapitala. Teorija
in empiricne raziskave vloge socialnega kapitala v
zaposljivosti doslej namre¢ e niso povsem uspele
vkljuciti. Odgovor je torej pritrdilen. Pomen razli¢nih ravni
vezi, ki dajejo razli¢ne izide v zaposljivosti (Granovetter,
1973), je v modelih zaposljivosti relativho pozno vkljucen
kot dejavnik posameznikove spretnosti poznavanja
'‘pravih ljudi' (DeFillippi in Arthur, 1994). Nenehno
iskanje zaposlitvenih priloznosti krepi in zahteva iskanje
informacij z neformalnimi vezmi, ki pa je le delno
vkljuceno v vse tri dimenzije socialnega kapitala. Vse
pogostejsa prehajanja v zaposlitev in posledi¢no lastna
iznajdljivost iskanja zaposlitve podirajo tabuje glede
vsezivljenjske stalne zaposlitve. Pri vzpostavljanju novih
stikov za potrebe zaposlitve sta vse bolj nujna zavedanje
in vrednotenje lastne socialne mreze kot tudi kakovosti
medsebojnih odnosoy, ki vodijo ne samo v zasebnem,
temve¢ tudi v delovhem okolju v vecjo moznost
uresnicitev moznosti in interesov na karierni poti.

Socialni kapital je ve¢dimenzionalni koncept razli¢nih
pojavnih oblik in ustreznih dimenzij, prav tako pa
tudi razli¢cnih pristopov, to je ekonomskopoliticne
oziroma druzbene smeri. Teoreti¢ni pregled vloge
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socialnega kapitala in modelov zaposljivosti odpira
vprasanje vsebinske veljavnosti (content validity)
(Shepard, 1993; Rubio et al., 2003; Wynd et al., 2003)
modelov zaposljivosti. Analiza tudi kaze, da je v modele
zaposljivosti vse pogosteje vkljuceno (le) mrezenje. Tako
ni mogoce prezreti, da gre torej za vse bolj poudarjeno
samo eno dimenzijo socialnega kapitala, kar postavlja
pod vprasaj tudi ocitno ali zdravorazumsko veljavnost
(face validity) (Gravetter in Forzano, 2012: 78; Borsboom
et al., 2004) modelov zaposljivosti. Aktivno iskanje
in Sirjenje informacij z mrezenjem kot eno od oblik
socialnega kapitala z informacijsko tehnologijo ob
zadostnih socialnih spretnostih postaja del Zivljenja
in 'skritih' moznosti posameznika. Ni presenetljivo, da
se tudi veca raziskovalni interes za podrocje mrezenja
(Woolcock in Narayan, 2003: 230), ki daje pomen
kakovosti, raznolikosti in prednostim teh povezav. To
kaze tudi vpogled v zbirke ¢lankov v Google Scholar?,
kjer Stevilo zadetkov po iskalnem pojmu “network”
veckratno presega Stevilo zadetkov v primerjavi s “social
capital” ob kombiniranju z dodanimi pojmi, povezanimi
z zaposljivostjo, in sicer v povezavi s “career” (11-krat),
“job” (10-krat), “success” (8-krat).

Na$ teoreti¢ni pregled je omejen z iskanjem virov, ki
obravnavajo koncept socialnega kapitala v modelih
zaposljivosti. Nacini prehoda v zaposlitev so razli¢ni
(agencije, oglasi ipd.), vendar se v svojem prispevku
osredoto¢amo na moznosti, ki je kot medosebni vidik
zaposljivosti vpet v socialno okolje posameznika in
njegovo aktivno iskanje in sirjenje informacij v okviru
njegove mreze kontaktov. V teoreti¢ni pregled nismo
vkljucevali podporne vloge socialnega kapitala v ¢asu
brezposelnosti, ki se vse bolj krepi in poudarja v ¢asu vse
vedje negotovosti zaposlitve in nenehnih sprememb
na podro¢ju zaposlovanja (McKee-Ryan et al., 2005).
Prav tako je omejitev izhodis¢no iskanje virov, ki je bilo
usmerjeno predvsem na teoreti¢ne modele zaposljivosti.
Ne izklju¢ujemo moznosti razli¢nih empiri¢nih raziskav
vloge socialnega kapitala in posledi¢no izhoda v
zaposljivost, ki pa zaradi iskanja po (izbranih) klju¢nih
pojmih niso bile zajete v teoreti¢ni pregled. Prav tako
je ena od omejitev na$ pristop z vidika posameznika,
ki povsem izklju¢uje vidik delodajalcev glede iskanja in
poznavanja prihodnjih zaposlenih.

Izhajajo¢ iz ugotovitev teoreticnega pregleda je
mogocih ve¢ sklepov, pomembnih za prihodnje
raziskave vkljuCevanja dejavnika socialnega kapitala v
modele zaposljivosti. Neupostevanje vloge socialnega
kapitala ustvarja dvom v veljavnost ne samo prikazanih,
ampak tudi prihodnjih modelov zaposljivosti z vidika
(ne)upostevanja vseh dimenzij koncepta socialnega
kapitala, s ¢imer ne izklju¢ujemo razli¢nih raziskovalnih
pristopov Sirokega koncepta zaposljivosti kakor tudi
njegovega ozjega vidika, to je prehoda v zaposlitev.
Pri prihodnjih empiri¢nih raziskavah predlagamo
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dopolnitve oziroma pregled Ze obstojecih modelov
zaposljivosti ob celovitem upostevanju koncepta
socialnega kapitala.

Teoreti¢ni pregled torej poziva k vzpostavitvi
potrebe po oblikovanju modelov zaposljivosti in k
bolj neposredni vlogi socialnega kapitala v modelih
zaposljivosti ter k ustreznim merskim instrumentom.
Zaposljivost je odvisna od poznavanja trga dela.
Ceprav so nacini prehoda v zaposlitev razli¢ni (agencije,
oglasi ipd.),pricujoci prispevek poudarja okrepljeno
zavedanje o socialnem kapitalu v socialno okolje
posameznika. Posamezniki s prilagajanjem nenehnim
spremembam v medsebojnih interakcijah iskanja (ali
dajanja) informacij iS¢ejo podobnosti in priloznosti, ki
jih nudi okrepljeno zavedanje o pomembnosti socialne
mreze in stikov. Sibak in osiromaseni socialni kapital ter
posledi¢no socialna izklju¢enost vodijo v dolgotrajnejso
brezposelnost. Socialni kapital kot moznost za
zaposljivost je vse bolj tudi del razlik med skupinami
(ne samo brezposelnih). Vzpostavitev kazalnikov in
merski instrumenti omogocajo priloznosti in priporocila
za socialno-ekonomske izide. To pomeni predvsem
vkljucitev razli¢nih ravni vezi in pojavnih oblik v modele
zaposljivosti, kar bi omogocilo moznost spremljanja
sledljivosti, dinamike, vpliva na (in od) posameznika,
do razlicnih zaposlitvenih priloznosti in posledi¢no
s tem povezanih ukrepov pri ohranjanju stabilnejse
zaposljivosti.
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Povzetek

Dolgotrajna brezposelnost je veliko breme tako za posameznika kot za druzbo. Z daljsanjem brezposelnosti se zmanjsuje
verjetnost zaposlitve, saj cas, prebit v brezposelnosti, negativno vpliva na psiholosko stanje posameznikov in njihovo zdravje,
zmanjsuje pa tudi relevantnost njihovih spretnosti in znanj. Poleg tega vodi v slabsanje socialne vpetosti posameznika. V
Sloveniji imamo velik delez dolgotrajno brezposelnih med vsemi brezposelnimi — leta 2015 je znasal 52,3 odstotka, povprecje
drZzav OECD pa je bilo 33,8 odstotka.

V ¢lanku proucujemo izkusnje drzav EU in OECD z izbranimi ukrepi za zmanjsevanje dolgotrajne brezposelnosti, povzemamo
ugotov:tve tega pregleda in oblikujemo ekonomsko-politi¢na priporocila za Slovenijo. Osredotocamo se na te ukrepe:

izboljsanje zaposlovalnih storitev za iskalce zaposlitve, ki jim grozi dolgotrajna brezposelnost, Se zlasti s profiliranjem
brezposelnih,

udelezba v programih aktivne politike zaposlovanja (APZ) za dolgotrajno brezposelne,

ugotavljanje smiselnih sprememb v Ze uporabljenih ukrepih pomoci dolgotrajno brezposelnim po metodologiji Fertiga in
Csillaga (2015) in

uvajanje inovativnih zaposlitvenih programov, ki so usmerjeni na dolgotrajno brezposelne.

Clanek ponuja ta ekonomsko-politi¢na priporocila:

1.

Zmanjsati »caseload« zaposlitvenih svetovalcev (tj. zmanjsati stevilo iskalcev zaposlitve na svetovalca) za dolgotrajno
brezposelne, da bodo brezposelni lahko delezni visokokakovostnega svetovanja. Mednarodne izkusnje kaZejo, da
intenzivno, visokokakovostno svetovanje iskalcem zaposlitve pomaga naijti zaposlitev in da je ta ukrep po ucinkovitosti
povsem primerljiv z drugimi zaposlovalnimi ukrepi, zlasti v zgodniji fazi brezposelnosti. V skladu z mednarodno prakso
predlagamo najmanj eno srecanje svetovalca in iskalca zaposlitve na 45 dni, torej precej vec, kot je dosedanja ustaljena
praksa v Sloveniji — eno srecanje na dva do tri mesece.

Posodobiti sistem profiliranja - po irskem vzoru predlagamo izboljsanje modela profiliranja, kar biomogocilo ucinkovitejse
razporejanje sredstev z izboljsanim »cilinim usmerjanjem« (ang. targeting) na tiste iskalce zaposlitve, ki so najbolj
izpostavljeni tveganju za dolgotrajno brezposelnost (vklju¢no z upravicenci do denarnega nadomestila).

Okrepiti aktiviranje dolgotrajno brezposelnih s i) poostritvijo zahtev pri iskanju zaposlitve, i) pove¢anim nadzorom nad
izpolnjevanjem teh zahtev in iii) obveznim vkljucevanjem v programe APZ po preteku doloc¢enega obdobja neuspesnega
iskanja sluzbe.

Uvesti dodatne, nove zaposlitvene storitve za dolgotrajno brezposelne - storitve, ki bi pripomogle k ohranitvi zaposlitve,
pridobljene po dolgotrajni brezposelnosti, in pomoc pri poklicnem napredovanju oseb, ki so bile dolgotrajno brezposelne.
Povecati udelezbo dolgorocno brezposelnih iskalcev zaposlitve v programih APZ, zlasti v usposabljanju in v programih
subvencioniranja zaposlovanja v zasebnem sektorju.

Uvesti pilotne inovativne programe zaposlovanja za dolgotrajno brezposelne iskalce zaposlitve. Taksni iskalci se po navadi
spopadajo s Stevilnimi ovirami in omejitvami, zato iskanje uspesnega nacina spoprijemanja s temi ovirami in omejitvami
pogosto pomeni preizkusanje novih prijemov ter izkoris¢anje razlicnih navezav in virov. Kot kaze nas pregled mednarodne
prakse, je sine qua non taksnih pristopov razumevanje potreb iskalcev zaposlitve in na tem temeljeci ukrepi. To
zahteva moc¢no angaziranje zaposlitvenih svetovalcev, pomoc¢ strokovnjakov z razlicnih podrocij ter nudenje
intenzivnih, prilagojenih storitev Ze od prvega sre¢anja z dolgotrajno brezposelnimi naprej. Ti programi morajo biti
tudi izrazito usmerjeni na pridobitev dela oz. sluzbe, ne le na izboljsanje ves¢in in znanj dolgotrajno brezposelnih,
hkrati pa morajo tudi poudarjati osebni razvoj, vklju¢no z razvojem delovnih navad in s socializacijo. Ne nazadnje, ti
programi morajo temeljiti na moc¢nih povezavah z delodajalci in lokalnimi skupnostmi.

Kljucne besede: brezposelnost, dolgotrajna brezposelnost, zaposlovalne storitve, ekonomska politika na trgu dela
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Abstract

Long-term unemployment imposes a large burden both on individuals and on society. In Slovenia, the share of long-term
unemployed among all unemployed is very large — in 2015, it was 52.3 percent, compared to 33.8 percent for the average of
OECD countries. The objective of the paper is to review the experience of other EU and OECD countries with selected measures
aimed at combating long-term unemployment, summarise the findings of the review and identify best practices, and provide
policy recommendations for Slovenia. It focuses on the following measures: (i) improving employment services to jobseekers at
risk of long-term unemployment, (ii) participation in active labour market programs by long-term unemployed, (iii) applying
selected “remedial” approaches helping the long-term unemployed, and (iv) introducing innovative labour market programs

targeting long-term unemployed.

Key words: unemployment; long-term unemployment; employment services; labour policy

1. Background and motivation

Long-term unemployment imposes a large burden
both on individuals and on society.'lt leads to
the decay of skills, can hurt future earnings and
employability, and can also negatively affect well-being
and health. Moreover, it also leads to deterioration in
social networks, especially losing connections with
previous colleagues in the workplace.

The labour market effects of unemployment are well
documented. Workers’ human capital may deteriorate
during a spell of unemployment, and the time devoted
to job search typically declines (Petrangolo, 2014). As a
consequence, the probability of leaving unemployment
fall the longer unemployment spell continues. For youth
in particular, the scarring effects of unemployment are
very serious. Bell and Blanchflower (2011) estimate
that a six-month spell of unemployment at the age
of 22 results in an 8% lower wage at 23, and even at
ages 30 and 31, wages would be 2-3% lower than they
would have been otherwise. The lower the level of
initial qualification, the longer these scarring effects
are likely to last (Scarpetta et al 2010). Moreover, long-
term unemployment may lead jobseekers - particularly
women - to exit to economic inactivity.

Moreover, unemployment adversely affects people’s
mental and physical wellbeing. There are two
explanations of how unemployment worsens mental
health, one related to financial and one to psychosocial
problems accompanying unemployment.  First,
unemployment and the associated job loss reduces an
individual’s income flow, adversely affecting wellbeing
and thereby mental health. Second, the job loss itself
imposes psychological costs by damaging individual’s
self-esteem, as the unemployed may feel deprived of
opportunities for social contact and for defining their

' Inthis paper, long-term unemployment is referred to as unemployment
spell lasting one year or longer.

social identity (Jahoda, 1982). One implication is that
the impact of unemployment on mental health may be
U-shaped, with strong effects being exerted by both the
acute stress immediately following the job loss as well
as by the depletion of savings following a prolonged
period of unemployment (Winkelman and Winkelman
(1998) find that non-pecuniary effects on health are
much larger).

Empirical evidence that the transition to
unemployment results in a deterioration of mental
health is very strong. In a nation-wide study, Kondo
and others (2008) conclude that the subjective
reporting about feeling unwell is twice as frequent
among unemployed Japanese. Similarly, Kaspersen et
al (2015) find that there was a significant increase in
risk of purchasing psychotropic drugs by Norwegian
workers who experienced unemployment and that the
risk decreased with the approaching re-employment.
Urbanos-Garrido and Lopez-Varcarcel (2015) show that
the recent economic crisis affected the self-reported
overall and mental health of Spanish unemployed more
than it did employed workers. In a study covering the
US. and 13 European countries, Riumallo-Herl and
others (2014) find that with job loss, the symptoms
of depression in older people who are approaching
retirement age increased by 4.8 percent in the U.S. and
3.4 percent in European countries. Based on a panel
analysis for individual workers in five countries (Australia,
Canada, Korea, Switzerland and United Kingdom), OECD
(2008) also confirms that mental health suffers when
individuals move from employment to unemployment
or inactivity, and that the estimated impact of time
spent in nonemployment differs across countries and by
gender. Unemployment is also linked to suicides - for
Western European countries, Laanani and others (2015)
conclude that a 10-percent change in unemployment
on average increases the rate of suicides by 0.3 percent.
In contrast, Salm (2009) finds no evidence of worsening
of the mental health among the U.S. workers who lost
their job because of the plant closure.
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Recognizing that long-term unemployment deserves
special attention, in 2016 EU issued a Council
Recommendation on the integration of the long-
term unemployed into the labour market.? The
recommendation acknowledges a persistently high level
of long-term unemployment following the 2008-2009
financial and economic crisis. It stresses the negative
effects of long-term unemployment on economies and
individuals, as it leads to a loss of income, an erosion
of skills, a higher incidence of health problems and
increased risk of social exclusion, poverty and inequality.
It also notes that barriers to labour-market integration
of jobseekers are diverse, hence helping the long-term
unemployed requires a tailor-made, individualised
approaches and coordinated service provision.

To tackle long-term unemployment, the recommen-

dation adopts a two-tier approach:

- A preventive approach - the one that is favourable
in terms of efficiency and effectiveness, given that
the job-finding probability of the unemployed tends
to deteriorate over time® - based on prevention
and activation measures from the very start of the
unemployment period.

- A coping approach, responding to long-lasting
unemployment spell by a detailed package of
individualised measures - the job-integration
agreement - to be concluded not later than
18 months into unemployment. Given that the
introduction of job-integration agreements is a new,
concrete, verifiable policy proposal, it represents
the thrust of the recommendation. Job-integration
agreements should define goals, timelines, and
obligations of both the jobseeker and service
providers (the latter should include employment,
education, training and social support services
designed to support and empower a jobseeker in
overcoming specific obstacles to employment).

To facilitate the coordination of services and tailoring
them according to the multiple needs of long-term
unemployed, the Recommendation also proposes
the provision of single point of contact responsible
for supporting registered long-term unemployed
persons. Such an entry point would facilitate the
assistance provided tolong-term unemployed jobseekers
on both employment and social support fronts. It
would thus help providing more effective access to
employment support services as well as pooling together
expertise and resources across partner organisations
to address possible other obstacles. As emphasized by
the Recommendation, this point of contact could be
based on inter-institutional coordination and it could be
established within existing structures.

2 Council of the European Union (2016), Council recommendation of 15
February 2016 on the integration of the long-term unemployed into
the labour market, OJ C 67, 20.2.2016, p. 1-5.

3 See OECD Employment Outlook (2011), Ch. 5.
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Because long-term unemployment is a particular
worrisome phenomenon for young people, in 2013
the EU issued also a specific recommendation for
youth. While the probability of leaving unemployment
for young workers is higher than for older workers, a
prolonged unemployment by young jobseekers may
have scarring effects on their employment and earnings
outcomes. In this context, the 2013 EU Youth Guarantee
introduced a policy framework trying to prevent
long-term unemployment by offering “every young
person under the age of 25 years receives an offer of
employment, continued education, an apprenticeship
or a traineeship within four months of leaving formal
education or becoming unemployed”*

In Slovenia, three largest groups of long-term
unemployed can be identified: older workers, young
workers, and (overlapping with the previous two
groups) low-skilled workers (Figure 1). Reflecting
the recent recession, from 2007 to 2014 the share of
long-term unemployed increased by just over three
percentage points. Interestingly, the increase was driven
by workers aged 30 — 39 years (the share of long-term
unemployed of other age groups fell), as well as workers
with at least college education and upper secondary
education. In comparison to OECD and EU countries,
in 2015 Slovenia - with its 52.3 percent share of long-
term unemployed - ranked among the countries with
the highest share of long-term unemployment (Figure
2). Moreover, Slovenia’s increase of the share of long-
term unemployed from 2007 to 2015 was higher than
average.

The objective of the paper is to review the
experience of other EU and OECD countries with
selected measures aimed at combating long-term
unemployment, summarise the findings of the
review and identify best practices, and provide
policy recommendations to Slovenia. The paper
focuses on the following strategies for combating long-
term unemployment:

1. Among the set of preventive measures, it reviews
efforts on improving employment services to
jobseekers at risk of long-term unemployment,
above all, by profiling the unemployed and, on
that basis, intensifying the activation process of
those jobseekers deemed at risk of long-term
unemployment.

2. Among the coping measures, the paper reviews the
use of active labour market programs (ALMPs) by the
long-term unemployed. For example, Card, Kluve
and Weber (2017) find that ALMP effects, perhaps
surprisingly, tend to be more positive for long-term
unemployed participants than for other participant
groups, and they single out training, subsidised
private sector employment and also job-search

4 Council of the European Union (2013), Council Recommendation of 22
April 2013 on establishing a Youth Guarantee (2013/C 120/1).
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Figure 1: The structure of long-term unemployed by age and education, Slovenia, 2007-14
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Source: Employment Service of Slovenia (registered unemployment data).
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assistance as particularly effective for the long-term
unemployed.

3. The paper also summarizes the assessment of
Gsillag and Fertig (2015) about the “remedial”
approaches helping the long-term unemployed -
the approaches deemed appropriate based on the
findings of various theoretical and empirical studies.

4. Moreover, among the coping measures the paper
also focuses on the introduction of innovative LM
programs for long-term unemployed in two areas:

- local-response initiatives to  long-term
unemployment, and

- programmes focusing on the hardest-to-place
jobseekers.

As for methodology, the paper reviews and
summarizes findings of empirical studies on OECD
countries about the impact of the above selected
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measures and programs on labour market outcomes,
provides two case studies of successful approaches
undertaken by countries in streamlining their services
to long-term unemployed jobseekers (lreland and
Finland), and reviews selected innovative programs
helping long-term unemployed jobseekers. Based
on the accumulated evidence, the paper then draws
conclusions and policy recommendations for Slovenia.

The organization of the paper is as follows. We first
describe the treatment of long-term unemployed
jobseekers by Employment Service of Slovenia (ESS,
Section 2). We then review various approaches in
combating long-term unemployment, both those aimed
at helping those at risk of long-term unemployment
as well as those dealing with long-term unemployed
jobseekers (Section 3). The final section provides
conclusions and policy recommendations.
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2. Treatment of Long-Term
Unemployed Jobseekers
in Slovenia

Employment Service of Slovenia (ESS) provides its
services according to a well-established schedule of
activities. As usual in all OECD and EU countries, the
jobseeker’s journey begins with the registration with
ESS. All registered jobseekers are assigned a personal
counsellor. At the first intensive interview, counsellors
classify jobseekers, with a consent from jobseekers, into
three categories — directly employable, employable after
additional activities, and employable after in-depth
interventions (Slovenia thus uses a so-called “counsellor-
based” profiling). The subsequent treatment is then
agreed upon and recorded in an individual action plan
- a mutually agreed document specifying goals and
actions to be taken by the jobseeker, as well as and
commitments by the employment service.® The scope
of services offered ranges from counselling interviews
and providing labour market information to referrals to
various ALMPs, as well as, for jobseekers deemed more
difficult to employ, offering intense counselling and
other, specialized services.

The individual action plan is a rather flexible
instrument, with its content largely depending on
jobseeker needs. For “directly employable” jobseekers
(those that are motivated and possess a right set of
skills as well as the necessary know-how to conduct
job-search activities) a “shortened plan” is made. For
other jobseekers - those who are still unemployed
four months after registration — an in-depth plan is also
prepared (Employment Service of Slovenia, 2011).

Since the announcement of the EU Council
Recommendation on the integration of the long-
term unemployed, the ESS has intensified services
to the long-term unemployed, including preparing
a job-integration agreement once jobseekers
pass 12 months of unemployment. First, in line
with the persuasion of ESS counsellors that intensive
counselling is the most effective way of helping long-
term unemployed, the ESS improved and intensified
individual meeting sessions with them. But there are
limits to such efforts, as the number of jobseekers
per caseworker is overwhelming, limiting the current
frequency of meetings with long-term unemployed to 2
to 3 months.® Second, upon reaching 12 months of being
unemployed (when a person if formally recognized as
a long-term unemployed jobseeker), an in-depth re-
assessment is carried out that includes the review of

5 According to the ESS Guidelines on the implementation of the Act on
the Regulation of the Labour Market, an individual action plan is made
for each unemployed registered with the ESS no later than within 14
days from the registration.

¢ According to Employment Service of Slovenia, in 2014 the caseworker
caseload was 435, dropping to 398 in 2015.
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past activities and treatments of the jobseeker, as well as
the examination of the motivation, job-search skills, and
possible additional, yet unidentified obstacles affecting
the successfulness of jobsearch. This re-assessment
forms the basis for preparing a job-integration
agreement, the task done no later than by 18" month
within the unemployment spell. Third, the counsellors
are trying to improve the quality of counselling to the
long-term unemployed, among others by adhering to
“work first” approach. To be more effective in helping
the long-term unemployment, counsellors have recently
undergone special training on this topic.

ESS counsellors rely on several means to
identify jobseekers that are at risk of long-term
unemployment, combining hard and soft criteria.
The likely candidates for long-term unemployment are
young people without experience, people with long
inactivity gaps, persons of disappearing occupations,
people with disabilities, older workers, and persons with
health problems. Moreover, a strong determinant is the
lack of adequate skills and competencies, as well as the
presence of personal or motivational problems. The
experience shows that often it is the combination of the
above factors that leads to long-term unemployment.

The treatment of long-term unemployed is
distinguished by three aspects. First, early treatment -
prevention: efforts are focused upon early identification
of likely candidates for long-term unemployment.
Second, the intensity of the search for solutions:
such jobseekers are offered intense, individualized
treatment addressing their identified barriers. And third,
networking: to find effective job-finding strategies,
necessary connections are made to tap into resources
of various areas.

In comparison to jobseekers that are more
employable, the treatment of long-term unemployed
thus differs in the following ways. As mentioned,
to be able to concentrate its efforts on jobseekers
at risk of becoming long-term unemployed, the ESS
performs the profiling (see above). Once jobseekers are
classified as being at risk of long-term unemployment,
their access to services is provided earlier, and services
offered to them are more intense as those offered
to other jobseekers — in other words, their services
are being “jumpstarted”. Moreover, in addition to job
intermediation they are immediately offered other types
of services — for example, older workers and persons
with disabilities are offered networking as well as “rapid
dates” with employers, so as to increase their chances of
employment.

It has to be emphasized that, in principle,
the treatment of jobseekers - recipients of
unemployment benefits does not differ from the
treatment of non-recipients. The only exception
is the “tacit agreement” that jobseekers who have
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been transferred to ESS system as a de-facto bridging
arrangement for retirement are being “parked” (their
registration in the ESS enables them to gather additional
pensionable service needed to retire), and the same
applies to jobseekers who are deemed no longer able
to work (for example, those without a profession and
having serious health problems).

lll-health - a common problem experienced by the
long-term unemployed - is a problem that is dealt
with by various institutions, including the ESS.
The identification of health problems is part of career
counselling, and ill-health is typically recognized already
at the stage of the preparation of the individual action
plan but if not, then at the stage of the preparation of
job-integration agreement (for example, on the basis
of an interview with the client or materials requested
by the ESS). In case health problems are identified, the
ESS can invoke the measure of occupational health
counselling (as stipulated by the Act on the Regulation
of the Labour Market’), whereby a physician assesses
whether or not the health condition isimportant enough
to prevent the jobseeker from searching for a job. If so,
the person can obtain a special status either temporarily
or permanently; in the latter case, the jobseeker is
given a status of a person with disability and eligible
for partial disability payments from the Pension and
Disability Insurance Institute of Slovenia. Depending on
the degree of the disability, they may still be required
to register as unemployed (albeit with restrictions on
the type of job they may be offered). Related to health
problems are problems with addiction. Such conditions
are difficult to detect as jobseekers do not want to
reveal them; in cases where registered unemployed
are also recipients of financial social assistance, the ESS
works together with Centres for Social Work to find most
appropriate and effective solutions.

While the division of responsibilities between the
employment services (provides via ESS) and social
services (provided by the network of Centres for
Social Work) is well-defined in theory, in practice
the coordination is often inconsistent and arguably
ineffective (OECD, 2015). Slovenia is one of the
countries where these two services are not unified,
and thus two organizational networks of local offices
co-exist. Able-bodied recipients of social assistance are
obliged to report to the ESS and fulfil their job-search
obligations in order to comply with continuing eligibility
conditions for the receipt of social assistance, which is
administered by the network of Centres for Social Work.
The main form of formalised cooperation between the
ESS and CSW are the commissions for the assessment of
provisional non-employability, which decide on whether
individuals should be temporarily exempt from the job-
search requirement (IRRSV, 2015). Such committees

7 Act on the Regulation of the Labour Market (Zakon o urejanju trga
dela), Official Gazette of the Republic of Slovenia, 80/2010.
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meet on an ad-hoc basis to discuss individual cases;
however, there is a lack of systematic coordination at the
most decentralized level, e.g. between an individual’s
counsellor at the ESS and the social worker, which
would facilitate stronger activation. Furthermore, local
ESS offices and the CSW may sometimes be impeded
by the fact that FSA recipients must register with the
CSW located in their area of residence, whereas they
are free to select an ESS office of their choice (e.g., in the
region where they are seeking employment and which
may differ from the local CSW where they are currently
residing).

The share of long-term unemployed among ALMP
participants slightly exceeds the share of long-
term participants among all unemployed (Table
1). Of all participants in the selected ALMPs (training,
wage subsidies, direct job creation — public works,
and self-employment), in 2016 the share of long-term
unemployed participants was just below 60 percent (the
share of long-term unemployed in total unemployment
was 53.4 percent). Long-term unemployed participated
in all offered ALMPs, and of course, disproportionally
participated in the programs targeted on long-
term unemployed (such as “Employ.me” and public
works).80lder workers (those over 50), low-educated
workers and also recipients of unemployment benefits
are under-represented, and women are overrepresented
among ALMP participants. The incidence of ALMP
participation in Slovenia (the share of unemployed
taking part in ALMP measures) lags strongly behind
the incidence in Denmark, Finland, Germany, Hungary,
Norway, and Sweden (Table 2).

3. Thereview of approaches
for combating long-term
unemployment

The subsections below review international
experiences and evidence in addressing long-term
unemployment in the following areas: (i) improving
employment services to jobseekers at risk of long-term
unemployment - here also the case studies of Ireland and
Finland are included, (ii) participation in ALMPs by long-
term unemployed, (iii) selected “remedial” approaches
helping the long-term unemployed, and (iv) innovative
LM programs targeting long-term unemployed.

8 The shares of long-term unemployed participating in public works
should be qualified. While eligibility criteria allow only long-term
unemployed to participate, the shares presented in Table 1 reflect
the fact that for a significant proportion of public works participants,
the engagement in the program was subject to a break (for example,
participants in educational programs typically take a summer break),
so that, upon resuming program participation after the break they
were not, technically speaking, long-term unemployed any more.
In other words, at the onset of their participation, all participants in
public works are long-term unemployed.
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Table 2: International comparison of ALMP participation, 2014 (shares of unemployed included in a certain

program, in percent)

v x > > o (]
= © [} k-] c - > = = c
55 E| % 5 £ o 8 g §3 § 3
5 § & = 5 5 & 5 33 38 @
O a d i U I 3 2 we @ a
Training 3.6 293 4.2 29.2 48.9 4.6 4.9 16.0 0 4.1 83
Institutional training 3.6 273 3.2 221 19.4 4.6 49 16.0 0 2.7 8.0
Workplace training 0 0 1.1 4.8 2.7 0 0 0 0 1.2 0.3
Integrated training 0 0 0 0 0 0 0 0 0 0.3 0
special support for o| 20 o 23| 47 0 0 0 0 0 0
apprenticeship
Employment incentives 7.2 29.0 23 10.6 35 11.4 24 20.2 7.1 47 41.8
Recruitment incentives 7.2 26.5 23 8.2 35 9.5 24 20.2 7.1 47 41.8
!Emplo_yment maintenance 0 0 0 0 0 20 0 0 0 0 0
incentives
Job rotation and job sharing 0 2.6 0 24 0 0 0 0 0 0 0
sheltered and supported 89| 352 o 38 16 0 0| 184| 3. o 168
employment and rehabilitation
sheltered and supported 89| 299 o] o8| 05 0 o| 153 31 o| 138
employment
Rehabilitation 0 54 0 3.0 1.2 0 0 3.1 0 0 3.1
Direct job creation 5.0 0 0.2 9.8 6.0 52.1 3.8 0 53 4.6 0.0
Start-up incentives 1.0 0 1.0 2.2 1.6 0.6 0.1 0 2.8 5.7 0.5
Aggregate participation 25.6 93.6 7.8 55.5 61.5 68.7 11.2 54.7 18.4 19.0 67.5

Source: OECD database.
Note: Values denoted by 0 are smaller than 0.01 percent.

3.1 Improving employment services
to jobseekers at risk of long-term

unemployment

Jobseekers are heterogeneous - some are more and
othersare less employable. While the first group may find
a job on their own, it is likely that jobseekers in the latter
group need assistance with tackling their employment
barriers, for example, active case management and
placement efforts, possibly coupled by participation
in ALMPs. Clearly, profiling is needed to categorize
jobseekers so that scarce resources — employment
services and participation in ALMPs — are allocated in
the most efficient way and so that they best serve the
hard-to-place jobseekers.

Maximizing the effects of employment services
entails juggling with many questions and trying
to address numerous trade-offs. What are the
best profiling methods? How to adjust and intensify
employment services and participation in ALMPs for
jobseekers with employability barriers — hard-to-place
jobseekers? What are the best counselling strategies?
What is the best timing for placement in ALMPs, and of
what type and of what length should such programs
be? What is the best timing for revising individual
action plan/job-integration agreement? For adjusting/

expanding jobseeker area of job search, or for direct
referrals to job vacancies? For imposing the obligation
on the long-term unemployed to participate in ALMPs
- and in which ones? These questions are addressed
below.

The key principle in providing employment
services to combat long-term unemployment is
early detection - as well as early and more intense
treatment. Early detection uses profiling to identify
those at risk of falling into long-term unemployment
(see below) as early as possible. Estonia also uses elapsed
duration of unemployment spells (reaching 100 days, 6
months and 12 months in one’s unemployment spell) as
triggers for participation of jobseekers in ALMPs. Once
identified, those at risk of long-term unemployment are
then offered early and more intense treatment while
using the same channels and types of services as other
jobseekers. Duchemin and Manoudi (2014) notes a
notable trend in recent years of improving the quality of
such services in terms of staffing and case management,
with the individualisation of employment services as the
distinguishing characteristic.

The segmentation of jobseekers serves as a basis
for differentiating the timing and intensity of
employment support. Typically, jobseekers are
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segmented into at least two categories: readily
employable and those needing employment support;
often the latter category is subdivided into those with
modest employability deficits and those requiring
more intensive support. In Germany, for example,
jobseekers with more complex employment barriers
are offered a reinforced service called ‘employment-
oriented case management’ In Austria, jobseekers are
divided into three groups: those who only need labour
market information; ‘service clients’ — jobseekers who
have been unemployed less than 3 months and are
targeted with early intervention and counselling; and
‘guidance clients, including long-term unemployed -
jobseekers who need intensive support. In Belgium, the
segmentation differentiates primarily between young
and older jobseekers (Duchemin and Manoudi, 2014).

Tailor-made approaches constitute a backbone of
services aimed at helping the jobseekers at risk of
long-term unemployment. Duchemin and Manoudi
(2014) emphasises the value of rapid, intensive and
tailored support to prevent flows into long-term
unemployment. It notes that the more distant the
jobseekers are from the labour market, the more they
can benefit from tailor-made approaches that address
specific deficits — including multiple ones - faced by
jobseekers at risk of long-term unemployment. It also
emphasises the value of having a single person acting
as a coach or mentor, as it contributes to building
confidence on the partof the jobseeker. In general, tailor-
made approaches may also capitalize on combining
several employment programs and carefully sequence
such interventions to produce optimal impacts.

The intensity of support - and counselling in
particular - is key. In general, long-term unemployed
are required to meet more frequently with their
counsellors. The minimum frequency of meetings
varies, often being determined by the perceived needs
of jobseekers — and the capacity of the PES. For example,
in Denmark (Copenhagen), this frequency is at least
once every four weeks, but could be on a weekly basis;
in Austria, the frequency of meetings for jobseekers
with stronger support needs is at least once a month;
and in Portugal, at least once every 45 days (Duchemin
and Manoudi, 2014). Impact evaluation studies
show that more intense, high quality interactions of
counsellors with jobseekers speed reemployment.
For Denmark, Pedersen et al. (2012) report that early
and frequent meetings with unemployed workers
increased employment over the next two years by up
to five weeks. Similarly, positive impacts on probability
of reemployment in France are found also by Crépon et
al. (2005), stressing also that intensive counselling can
improve the quality of job matches, thereby reducing
unemployment recurrence. For Germany, Hainmuller et
al (2015) find that lowering of caseloads by hiring 490
additional caseworkers in 14 of 779 employment offices
in Germany resulted in a decrease in the duration of

39

unemployment and an increase in the re-employment
rate of UB recipients.

Personal development activities are also an
important part of employment services. The long-
term unemployed often face multiple obstacles, and
providing soft training and counselling services that
aim to increase their motivation can help them regain
self-esteem and confidence needed for a successful
job search. For example, in Portugal group sessions
focused on personal development and motivation have
been introduced to address employability. Similarly, in
Belgium outsourced services which target older long-
term unemployed (via workshops) and address various
employment obstacles they may face, ranging from
ill-health to personal and housing issues. For young
jobseekers, some countries have introduced coaching
services (for example, Austria and France). For Austria,
Weber and Hofer (2004) find that coaching - i.e., training
in job search-focused skills early in the unemployment
spell while allowing for simultaneous job search -
reduced duration of the unemployment spell by about
one third.

Some countries also developed PES in-house
counsellors who are specialized on long-term
unemployed. Such specialized counsellors are
deployed, for example, in Denmark, Austria (for persons
with a mental or physical handicap only), and Bulgaria
(for helping unemployed Roma). Somewhat more
inclusive specialization (on jobseekers who are at some
distance from the labour market; this includes the long-
term unemployed, but also others) is practiced in France,
Germany, Poland and Slovenia, among others.

As for timing of the inclusion of jobseekers in ALMPs,
Wunsch (2016) persuasively argues against the use
of programs with large “lock-in” effects early in the
unemployment spell. She notes that ALMP programs,
particularly training and public employment programs,
initially produce negative employment effects because
of the so-called “lock-in effects” - participants spending
less time and effort on job search activities than non-
participants. Obviously, for the program to be cost-
effective, itslock-in effects need to be offset by sufficiently
large post-participation employment or earnings
effects, or both. Remembering that starting ALMPs
early in the unemployment spell makes it more likely
that participants forego good employment chances, as
such participation diverts time and effort away from job
search, it follows that at least for jobseekers identified
as not being at risk of long-term unemployment, it is
prudent that their participation in ALMPs does not start
early in their unemployment spells.?

° Martin (2015) observes a cyclical dimension of lock-in effects - these
are less significant at times of high unemployment and therefore at
these times the case for investing in training for long-term unemployed
is stronger.
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Related to the above argument for postponing
the start of ALMPs is also the argument for early
counselling by Rosholm (2014). As argued above,
ALMPs have well-documented lock-in effects and are
thus not recommended during the early phases of an
unemployment spell. But because an early intervention
is needed to prevent long-term unemployment, the
use of counselling — the measure that does not create
any lock-in effects — early in the unemployment spell
is even more important. Roshholm (2014) argues that
counselling is an effective and also flexible instrument,
as meetings can be easily increased or decreased to
accommodate changes in the business cycle.

Very encouraging are also results from experimental
programmes providing employment retention and
advancement services in UK, implemented during
2003-07. For the long-term unemployed, caseworkers
provided a range of job coaching and advisory services,
as well as in-work services to improve retention and
encourage career advancement, and already in the
job-search phase encouraged them to keep in mind
the likely longevity of employment and prospects for
career advancement. Participants were also eligible for
financial incentives for sustained full-time work and for
the completion of training or education. OECD (2015)
reports that after the first year, the programme increased
employment rates by about 10 percent and that there
was also a positive impact on job-retention rates.
Moreover, the programme proved to be cost-effective.

As mentioned above, a prudent strategy of the PES is to
gauge the employability of jobseekers and allocate their
resources accordingly. This is achieved via profiling of
jobseekers. Profiling - a tool to categorize jobseekers
according to their job-finding probability - assists
the PES to provide employment services efficiently
by focusing on those with high risk of becoming long-
term unemployed from very early in their unemployment
spells. Nowadays, profiling is practised by many countries,
and various types of profiling are used.

Loxha and Morgandi (2014) distinguish four
different methods of profiling and list the following
advantages and disadvantages:

- Rules-based profiling (classification is done based
on time spent in unemployment and demographic
characteristics). It enables fast decision-making, but
the underlying classification is often inappropriate
especially when there is significant difference
among regions in a country.

- Statistical profiling (classification based on
econometric predictions of the likelihood that a
jobseeker find a job): It is highly objective and does
not include any personal feelings of caseworkers, it
is fast and unbiased. On the other hand, it requires
large amount of data and the model should be re-
estimated from time to time. Also, in some countries
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the majority of counsellors do not find profiling
useful and do not believe in the result obtained with
the model.

- Counsellor-based profiling (classification left to
the discretion of the counsellor, based on certain
guidelines). Time-consuming, classification may be
highly biased, although personal contact with UB
recipients may also be helpful.

- Data-assisted profiling (statistical profiling,
augmented by survey data, with counsellor
discretion). The technique may utilize some
otherwise undisclosed information (such as health
conditions of the jobseeker).

The profiling practices in individual countries vary.
Australia uses a Job Seeker Classification Instrument
score assessed on the basis of 18 factors deemed to
influence the likelihood of finding a job (OECD, 2015).
The score is based on administrative data (about half
of the possible points) and on information obtained
from a jobseeker survey administered at registration;
in addition, factoring in of the disability and medical
conditions, as well as psychological, behavioural, and
family conditions, is done by specialists.”® Jobseekers
are categorized in four groups ranging from »job ready«
to »severe barriers to employment« with different
intervention regimes. In the Netherlands, in 2010 a new
profiling tool was introduced based completely on the
on-line questionnaire. The profiling score determines
further support obtained by the jobseeker (including
whether or not the jobseeker is entitled to intensive
support such as face-to-face interviews).

In some countries counsellors reported non-reliable
and unrealistic values for individuals obtained
from statistical models (Riipinen, 2011). For example,
Denmark completely abandoned classifying newly
unemployed individuals with a statistical model
while other countries have kept statistical profiling
but increased the discretion of counsellors. Statistical
profiling is also not practiced by Austria. Instead,
counsellors classify jobseekers into three categories,
based on the perceived factors of the likelihood of
finding a job: an info-zone offering information only; a
service zone offering basic services, and a counselling
zone offering, from the completion of three-month
unemployment period, intensive case-management
services. Somewhat more reliance on statistical profiling
is used in Germany, which classifies jobseekers, based
on software-guided assessment, into six “profiles” based
on their estimated “distance from the labour market”. A
specific employment strategy is then deployed to each
jobseeker profile.

01f the initial scoring from survey and administrative data shows
significant health barriers, or if person applies directly for a disability
benefit, jobseekers are referred to a separate in-person ‘Employment
Services Assessment’ which determines type of benefit they receive
and the employment services they are referred to.
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Case Study #1: Tackling long term
unemployment through profiling and
reforms to the PES in Ireland

Following the post-2008 economic downturn, Ireland’s
strategy for reducing long-term unemployment
changed radically with the aim of intensifying
contacts with jobseekers, among others by reducing
institutional fragmentation and improving the
profiling model. The strategy has been outlined in
a succession of ‘Pathways to Work’ programmes and
implemented through multiple reforms designed,
amongst other things, to reduce institutional
fragmentation and poor targeting of employment
services. A key objective has been to increase the
intensity of contact with the long-term unemployed.
This included the creation of an integrated public
employment service called ‘Intreo’ with a new service
delivery model and profiling system. The Government
also drew on international best practice and redesigned
and reinforced job search and attendance requirements
(and related sanctions) that have to be met by the
unemployed.

The reforms have played a ‘key role’ in the economic
recovery since 2012 and in the associated fall in long-
term unemployment from 9.5 percent in 2012 to 5
percent by the end of 2015. In that period, the number
of long-term unemployed claimants fell from a peak
of over 200,000 in 2012 to 146,200 in December 2015,
when they comprised 45 percent of all unemployed
claimants (Gol, 2016, p. 11). This reduction in claimant
unemployment has reduced service demand and
released resources which are now being invested further
in improving the quality and frequency of advisory
interviews with the unemployed.

The most recent Pathways to Work strategy
document commits the Government to further
explicit objectives for the period 2016-2020. These
include targets to move 50,000 long-term unemployed
people at the start of 2016 into employment by the end
of 2020; to reduce the persistence rate (the rate at which
short term unemployed people become long-term
unemployed) by 25 percent from 27 to 20 percent by
the end of 2018; and to increase the exit rate of people
claiming unemployment benefit for two years or more
by 30 percent (to 52 percent) by the end of 2018.

The Intreo network and preventing long-term
unemployment

Between 2012 and 2016 the Department for
Social Protection implemented a complex change
management process to establish the Intreo
network. This included the integration of three
previously separate employment and benefit service
delivery networks, and related registration processes.
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Many staff were retrained and redeployed into front
line service roles and there was a redesign and some
relocation of offices. This culminated in the creation of
a national network of some 60 full-service Intreo offices.

The Department also introduced a new service
model intended to activate claimants, together
with a new profiling system. The new service model
included mandatory participation requirements and
related benefit sanctions designed to promote swifter
transitions into employment. This approach was
underpinned by a new profiling system that allows scarce
resources to be more efficiently and effectively targeted
at benefit claimants at most risk of becoming long-term
unemployed. The model was developed in partnership
with the independent Economic and Social Research
Institute and is based on 26 characteristics most closely
associated with the probability of jobseekers exiting to
employment within 12 months that yields a so-called
PEX rating.

The new service model works as follows. When
unemployed people now claim job-seekers benefits,
they must complete a profiling questionnaire, which
is used to assign a ‘PEX' rating and the claimant must
agree to a‘record of mutual commitments’ All claimants
must then attend a group information session where
they are informed of the role of Intreo, of the mandatory
activation process and of range of support available. The
results of the PEX rating then determine if a claimant is
given an appointment for an advisory interview with a
case officer during which a‘Personal Progression Plan’is
discussed and agreed.

The subsequent frequency and timing of advisory
interviews with an Intreo case officer is shaped by
the PEX rating." Clients with a high (i.e. positive) PEX
rating, about 20 percent of the caseload, are encouraged
to search for work but are not required to attend an
advisory interview for six months. Clients with a mid-
point rating, about 60 percent of the caseload, initially
had to attend individual interviews every 3 months,
but this was increased to once every two months
from August 2016. The remaining 20 percent of clients
with a low PEX rating (i.e. those with particularly low
probability of exiting to employment), now must meet
with an advisor every month (increased from bi-monthly
in August 2016). Some of the claimants most at risk of
long term unemployment are referred immediately to
services provided by external Jobpath’ providers.

Via institutional and other changes, the adviser
caseload has been dramatically reduced. The
administrative merger of employment and benefit

" Advisory interviews complement a simpler ‘signing on’ regime where
unemployed claimants who are not meeting a case officer continue
to attend an Intreo office each month to sign a declaration that they
remain unemployed and are looking for work, and to declare any other
significant changes in their circumstances.
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services increased the number of front line Intreo
case officers to about 700 and reduced client ratios
from 1:800 to 1:500 but further capacity was needed,
especially to increase activation services for the stock
of already long-term unemployed claimants. After
examining outsourcing approaches in other countries,
the Government decided to utilise the capacity of the
private sector and to emulate the large-scale contracts
which had been developed in the UK Work Programme
(Lowe, 2014). One key objective was for these contracts
to deliver up to an additional 1,000 caseworkers into the
system further reducing adviser caseloads to 1:200 (Gol,
2016, p. 52).

The design and procurement of external ‘JobPath’
services — that emulate the UK experience - took
several years. Complex negotiations between the
Department for Social Protection, the Ministry of Finance
and potential providers, preceded the agreement of a
payment system designed to finance an expansion of
employment services on the assumed savings to be
made from likely future benefit payments to the long-
term unemployed. Two prime contractors have since
established supply chains delivering services in two
‘contract package areas’ covering the country. Referrals
commenced inJuly 2015 and in 2016 an estimated 60,000
jobseekers registered with providers (Gol, 2016, p. 7).

Onesignificantissue emerging from the Irish reforms
concerns the tension between the ‘intense’ pace of
policy change and the effectiveness of the front line
delivery. A priority for the next phase of the strategy
involves a period of consolidation. This is intended to
allow for the further development of supporting IT, staff
development, programme evaluation and employer
engagement which have ‘lagged’ behind legislative and
institutional change. The Government has committed
also to place greater emphasis on employment retention
and progression and to better align employment related
performance targets across the different parts of the
system. As system consolidation and performance
is secured, and resources allow, the Government is
extending activation requirements to other groups of
long-term welfare claimants. This includes some lone
parent families and the Department is now also planning
how to ‘engage’ people with partial work capacity, who
are claiming sickness and disability benefits, with Intreo
employment services.

Case Study #2: Tackling Long Term
Unemployment through multi-sector
collaboration in Finland

In Finland, it has long been recognised that many
of the most disadvantaged long-term unemployed,
especially those with health-related employment
barriers, need comprehensive support and that this
cannot be provided solely by the public employment
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service (PES). After a period of experimentation, the
Government has now introduced a national system
of inter-agency collaboration and integrated case
management delivered jointly by the PES, municipal
social and health services, and the main social insurance
agency.

As in many other European countries, institutional
responsibility for the unemployed in Finland is
shared by different agencies. The PES is responsible
for jobseeker registration, job matching, counselling,
and the procurement of, and referrals to labour market
programmes. A separate national Social Insurance
Institution (KELA) and 28 independent unemployment
funds are responsible for unemployment insurance
and assistance benefits, and disability pensions,
with KELA also having a role in the delivery of
vocational rehabilitation programmes. Municipalities
are responsible also for paying means-tested social
assistance which is claimed by many of the long-term
unemployed.

The role of the Public Employment Service

Finnish jobseekers are assessed and segmented
across three ‘service lines’ (employment services were
highly decentralised but they were reorganised in 2013 -
OECD, 2016). The first line of ‘employment and enterprise
services’ promotes online job search and vacancy
matching with an expectation that jobseekers are mainly
responsible for their own job search. The second line of
‘competence development services’ concerns jobseekers
who need some form of education and training. The
third line of ‘supported employment services’ concerns
clients who need more intensive individual support
which for many now includes cooperation with other
partners, such as the health service, and/or referral to
multi-professional services.

The organisation and coordination and co-location
of ‘multi-professional services’ has been developed
systematically. The first phase of collaboration took
place on a voluntary basis between 2002 and 2014
in a diverse range of ‘Labour Force Service Centres’
(LAFQOS). In 2015, implementation of a nation-wide
statutory approach followed the relative success of
this voluntary approach. Legislation now requires
the PES, municipalities and KELA to work together to
meet the needs of the most disadvantaged long-term
unemployed in‘Multi Sectoral Joint Services’ (MSJSs).

The Labour Force Service Centres and the long-term
unemployed

The multi-sector collaboration approach is aimed
at tackling a multitude of employment barriers by
offering a holistic service, including a realistic work
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experience. The concept was piloted in 15 centres
between 2002 and 2004, and extended to another 24
centres between 2004 and 2014.The service was targeted
at PES or municipal clients with multiple employment
barriers who could benefit from a more holistic service.
The core idea was to co-locate and coordinate PES,
municipal and rehabilitation officials who together
developed new case management approaches. This
included undertaking a joint assessment and agreeing
and implementing an activation plan with each
individual participant. Initial client interventions were
designed to deal with health barriers, family issues,
coping skills, and so on, with the aim of gradually
improving employability. This phase was followed by
placements in temporary but realistic work experience
designed to prepare participants for employment
in the open labour market. This included referrals to
and placements with a wide range of subsidised work
experience providers including social enterprises and
‘intermediate labour market’ projects, delivered by
non-profit organisations. This process was facilitated by
allowing the counsellors and centres to work with other
providers and flexibly commission services from third
sector or for-profit providers.

The LAFOS centres operated through local, rather
informal, co-operation contracts between the
partners which defined how they were to be managed
(Duell et al, 2009). Organisational models varied, with
the lead managerial position being taken either by the
PES or a municipality, or sometimes shared between
them in a rotating system.

Evaluation results from the pilot phase found that
the new approach was well received by both clients
and staff. Client satisfaction levels improved to over
80 percent, which was higher than that for regular
PES services (Alander, 2016). Participants responded
positively to the personalised approach, time available
and holistic nature of the process, especially where both
the PES officer and social worker operated as a pair and
jointly interviewed the participant. Although it proved
difficult to overcome some differences in organisational
cultures the staff involved were also positive and eager
to utilise greater flexibility and the wider resources of
the networks they had access to.

But the introduction of the LAFOS system was
accompanied with various problems, prompting
the Government to introduce legislation making
multi-sector collaboration binding. The introduction
of LAFOS was coordinated with a 2006 reform which
made municipalities jointly responsible for financing
unemployment assistance benefits, especially for the
long-term unemployed. This change sharpened the
incentive for the municipality to activate more long-
term unemployed claimants. An OECD assessment
concluded that the combined impact of the financing
and LAFOS reforms contributed to a fall in long term
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unemployment: the numbers receiving unemployment
assistance benefits, in particular, fell quite sharply from
2004 to 2008 (Duell et al, 2011). There were, however,
significant problems and whilst client satisfaction
with LAFOS services was high, transitions into open
employment, although higher than previously for
these client groups, were not as high as expected.’? The
constraints of data protection legislation and coverage
also hampered implementation of joint service delivery,
while the availability of multi-professional services
was patchy and limited to those areas which chose to
participate. In response, in 2014 the Government passed
legislation designed to make cooperation between the
different agencies more effective and which required all
areas in Finland to introduce LAFOS-type services for the
most disadvantaged long-term unemployed claimants.

The role of Multi Sectoral Joint Services and municipal
funding incentives

A national network of 33 inter-agency MSJSs,
established in 2015, works as follows. These units
are jointly managed local networks of enhanced
cooperation between the PES, municipalities and KELA.
KELA is now mandated to be involved because of its
direct role in providing vocational rehabilitation services
for those people whose work capacity has deteriorated
or is at risk of deteriorating over the next few years. The
core MSJS personnel are PES counsellors and municipal
social workers, with a variable number of rehabilitation-
related personnel contributed by KELA. The largest
centres also include health workers, such as nurses,
doctors, and psychologists, within multi-professional
teams.

The legislation to create the MSJSs mandates
the three agencies to work together in local
management groups with the municipality given the
right to nominate the head of the network. The partners
must agree the number of shared premises and other
service points in their area, the services to be delivered
on and off-site, and the management of operations and
allocation of funds. There must be at least one delivery
point offering co-located services. The legislation
enables the agencies to share data for the purposes
of the service and a common database, which may
include health-related information, can be accessed by
counsellors irrespective of which agency they work for.

The target groups for MSJSs include jobseekers
with significant barriers, thus needing access to
more comprehensive support. Amongst others, these
include aged over 25 who have been unemployed for

2 In 2010, for example, it was reported that of 9,149 completing the
service - which could last for between two to three years - about
10% were in open employment and nearly 12% were participating in
ALMPs (EJML, 2011).
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over a year, and those aged under 25 who have been
unemployed for six months. Participation in MSJSs is
mandatory for those referred to the service.

Referral to the service is followed by an intensive
inter-agency assessment phase that includes
agreement of an individual ‘multi-sectoral
employment plan’. The plan acts as a ‘road map’
for the client and reflects the distribution of tasks
and responsibilities between the different agencies,
including close support, follow-up, and assessment of
progress. The intensity and content of the measures
included in the plans vary according to the needs of the
participant but may include a range of intensive services.
This may include medical rehabilitation to restore their
physical capacity; vocational rehabilitation or work
experience to increase their chances of returning to
employment; social rehabilitation to improve their social
skills; and rehabilitative psychotherapy for those whose
employment problems are related to mental health.

There are no formal evaluation results yet available
fromthe MSJSs butitis expected they will continue to
play a key role when responsibility for the organisation
and procurement of all employment services is devolved
to county-regional governments from 2019 (OECD,
2016). This legislation will further enhance municipal
incentives to reduce long term unemployment and
inter-agency collaboration.

3.2 Participation in active labour market
programs by long-term unemployed
jobseekers

This subsection deals with the question of how
appropriate are ALMPs as a tool to help long-term
unemployed jobseekers. Are ALMPs as effective
in helping long-term unemployed as short-term
unemployed? Which types of ALMPs - typically choosing
from job-search assistance, training, wage subsidies, and
public works - are relatively more effective for the long-
term unemployed? Should these programs be used as
part of a comprehensive programs or in isolation? These
questions are discussed in what follows.

Conceptual underpinnings for the use of ALMPs, and
of choosing a particular type of ALMP, differ between
the long-term and other unemployed. First, one
difference derives from additional barriers faced by the
long-term unemployed. Namely, employers consider
the long-term unemployed to be more risky jobseekers
- hence the ALMPs should address such risks. This can
be done, for example, via subsidized trial periods that
both help dispel the mistrust on the part of employers
and, at the same time, end the period of long-term
unemployment and thus “reset the clock” for jobseekers
(Bonoli 2014). Second, as argued above, the opportunity
costs of “lock-in" effects of ALMPs are smaller for the
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long-term unemployed, hence, other things equal,
the efficiency of their participation in ALMPs is larger.
And third, long-term unemployed typically experience
multiple employment barriers, hence comprehensive
ALMPs (offering various types of assistance) may be
especially appropriate.

A recent meta-study by Card, Kluve and Weber (2017)
provides compelling evidence of the positive effects
of ALMPs on long-term unemployed jobseekers. The
study includes estimates from 207 published studies
and 857 individual estimates (for example, a given study
may include different estimates for unemployment
benefit recipients, long-term unemployed jobseekers
or disadvantaged groups; for different types of ALMP
programs; and over different time horizons). The study
covers programs beginning in the years spanning the
1980-2012 period, with approximately half evaluating
programsin western European countries. It distinguishes
between studies based on experimental and non-
experimental design, but finds no statistically significant
differences on the aggregated estimates on the effects
(i.e., no systematic bias in non-experimentally designed
studies).

Specifically, Card, Kluve and Weber (2017) find
evidence of positive effects of ALMPs on outcomes
for long-term unemployed jobseekers, especially
compared to other groups, and particularly when
the effects are measured over a longer time horizon.
For all jobseekers, they find that the evaluated programs
increase the probability of employment by 1.6, 5.4
and 8.7 percent, respectively, in the short, medium
and longer-term (defined as less than a year, 1-2 years,
and 2 years and more). For jobseekers, the benefits
result in even greater increases in the probability of
becoming employed: compared to the controls, the
evaluated programs have a mean effect of 5.8, 13.0
and 12.7 percent, respectively, on the job-finding
rate. These findings come with a caveat that there is
still a large degree of heterogeneity in the individual
estimates obtained from the studies, with e.g. only 40
percent of estimates showing a statistically significant
positive short-term impact, and 61 percent showing a
statistically significant positive longer-term impact. For
long-term unemployed jobseekers, the figures are more
favourable, with half of estimates showing a statistically
significant positive short-term impact, and 63 percent
showing a statistically significant positive longer-term
impact. This heterogeneity may be due to unobserved
determinants that are not included in the meta-analysis,
such as the effect of the economic cycle or country-
specific institutional factors.

The meta-analysis also shows which types of
ALMPs are particularly beneficial for long-term
unemployed jobseekers. In particular, long-term
unemployed jobseekers benefit considerably more from
training compared to other programs; to a lesser extent,
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they also benefit from private sector job subsidies. By
contrast, job search assistance — on its own or combined
with other programs - does not appear to have a strong
positive effect for long-term unemployed jobseekers.
(Interestingly, for disadvantaged groups — low-income
or low labour market attachment individuals — most
programs have less of a positive effect, particularly
training, while job-search assistance has a slightly more
positive effect.) Again, a word of caution: for older
workers in general, the meta-analysis shows that the
positive effects of the various ALMP programs are not as
large. Since many long-term unemployed are also older
workers, these effects may not be as large in practice.

But the current knowledge about the effects of
ALMPs on long-term unemployed jobseekers is still
fragile. For example, Schunemann, Lechner and Wunsch
(2013) evaluate a wage subsidy program targeted at
long-term unemployed jobseekers in Germany and find
no significant impact of the availability of the subsidy on
labour market outcomes of the target group.

3.3 Review of “remedial” approaches
helping the long-term unemployed

Below we summarize the results of an interesting
study - GCsillag and Fertig (2015), prepared for
the European Commission - that simulates
“promising packages of interventions” for long-term
unemployed in selected EU countries. Drawing on the
theoretical and empirical literature, the report identifies
five potentially effective interventions to support the
labour market integration of long-term unemployed
and, by simulating the introduction of such packages for
selected countries, assesses cost-effectiveness of such
packages in target countries.

The packages simulated are as follows (Csillag and

Fertig, 2015, pp.6-7):

a) Intensified co-operation (including institutional
integration) between municipalities and local labour
offices.

b) Provision of a “standard labour-market oriented
service bundle” offering individual standard support
and implementation of mutual obligations, the
enforcement of rights and duties.

¢) Using ALMP measures in a system of “individual
standard support”.

d) Provision of a“high-intensity labour-market oriented
service bundle”.

e) Combination of “individual standard support” with
specialized services for employers.

The simulation results applied to the selected
countries are as follows:

(1) Denmark: Regarding the treatment of long-term
unemployed, Denmarkisin manywaysa“model”country:

45

it has delegated employment services to municipalities;
it provides regular, low-caseload counselling to long-
term unemployed and assign them extensively to
ALMPs; and it has recently introduced more flexibility
and individualisation of activation measures and is
planning to put more emphasis on company-based
programmes and post-employment supportive services.
Csillag and Fertig (2015) thus identify just one promising
option: offering intensified counselling services only to
a subset of long-term unemployed (the 25-30 percent
of them who are closer to the labour market), as they
estimate the costs of additional services at 250 € and
potential gains at 750 € per person.

(2) Germany: A reallocation of ALMP resources towards
more promising programs (away from public works) can
be expected to result in moderate net financial gains
without considerable delays in exit from unemployment.
Moreover, the report advocates the extension of
employer services by introduction of “job-hunters” and
employer-employee-coaches (although admitting that
evidence on the effectiveness of specialized employer
services in Germany is missing). (Note that Germany
has institutionally integrated its employment services
and hence further advancement on this front is not
meaningful.)

(3) Hungary: Institutional co-operation or integration
is not found useful. Already planned changes under
a universal individual service package is estimated
to result in small, but significant gains. Moreover,
the analysis shows that for long-term unemployed
jobseekers closer to the labour market, more intensified
support would yield gains that outweigh the costs,
and that for long-term unemployed jobseekers lacking
education, net gains can be expected from providing
complex, individualised programs involving ALMPs.
This could be achieved at the expense of public works
programmes. Providing additional services to employers
is also catalogued as an appealing option.

(4) Italy: Because the country’s employment services are
heterogeneous and fragmented, with low interaction
between different institutions (there is little co-
ordination between social assistance and local labour
offices), the report argues that significant gains would
result from institutional integration. As for other options,
the report proposes further investments to implement
a fully functional individual standard support service
bundle, but stops short of costing other measures
(intensified individual support, intensifying the use of
ALMP measures and extending support by integrating
employers).

(5) Lithuania: The report notes that no significant
impact can be expected from more co-operation or
institutional integration between social assistance and
labour offices. It argues that a move towards more
intense individual counselling might be beneficial,
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without a need for major additional resources. Given
the caseload of about 136 long-term unemployed per
caseworker in Lithuania, the proposed reduction of this
ratio to 100 could be achieved by reallocating resources
to those closer to the labour market, and even a more
ambitious reduction of the caseload to 70 is estimated
to be cost effective. Moreover, given the bad reputation
of public works program about the employment
outcomes of its participants, the report argues
that a cost-neutral reallocation of ALMP resources
towards more promising programmes is possible,
and recommends an individualised combination of
vocational training and employment subsidies. It also
argues for intensifying contacts with employers as part
of providing employment services.

3.4 Introduction of innovative LM
programs for long-term unemployed

Typically, long-term unemployed jobseekers confront
a variety of constraints, including insufficient or
inappropriate vocational skills, unrealistic expectations,
lack of motivation, lack of self-confidence, and social
constraints that may be restraining their labour market
activity. Finding an effective way of dealing with such
constraints — and of dealing with the corresponding needs
of the jobseekers - is key. Various stakeholders have been
trying to devise effective programs helping hard-to employ
jobseekers for a long time. Below we review two types
of such programs trying to find new way of helping
long-term unemployed jobseekers, one consisting of
local-response initiatives and the other of programs
focusing on the hardest-to-place jobseekers.

a) A review of local-response initiatives to
long-term unemployment

This subsection studies innovative local-response
initiatives to long-term unemployment in the
OECD countries in order to gain knowledge of
suitable approaches at the local level and learn about
features that contribute to successful labour market
integration of vulnerable groups.”® The reviewed
programs target disadvantaged groups of workers and
rely on engagement of local communities and local
partnerships. The following programs were selected:

i. Gloucester Works Program (UK),

ii. BladeRunners Program (Canada), and

iii. Targeted Trajectories activities (cities of Antwerp
and Alost, Belgium).

Gloucester Works Program

The Gloucester Works Program is a coordinated
approach aimed both to enhance skills of jobseekers

*The subsection draws heavily on OECD (2013).
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to help them finding a job as well as to provide
them with in-work support to retain and progress in
employment. It is an area-based initiative, targeted at
particular neighbourhoods within the City of Gloucester
(UK) with high concentration of people out of work
and in low-skilled occupations. The program was
implemented as a part of City Employment and Skills
Plan for Gloucester, developed in 2008, that aimed to
develop a model of employment and skills that would
fit the needs of employers, to ensure that individuals
possess skills necessary to compete in the economy,
and to help meeting employment needs arising from a
number of major regeneration investments in the City.

The Gloucester Works program provides an
integrated support for both individuals and
employers. The main features of the program are (i)
a common approach to employer engagement; (ii) a
central Jobs Bank; (iii) integrated service foremployment,
skills and aftercare; (iv) personal support and tailor-
made training for individuals; and (v) engagement of
neighbourhood by providing linkages to other services
(welfare, health and housing).

Participants of the Gloucester Works program were
assigned a caseworker who provided a support
tailored to their individual needs. When moving
to (new) employment, jobseekers underwent various
stages of their “client journey”:

- Identification and engagement - to target and engage
clients, the program used the existing engagement
infrastructure, including neighbourhood projects
and community-based Jobs Hubs, local organizations
and groups, other public services, providers and self-
referrals.

- Assessment and action planning - after the
identification, clients first underwent a detailed
assessment of their skills, followed by development
of employment and skills action plan. The assessment
and action plan was developed during a personal
one-to-one interview performed by a local private
company. This process included advice related to
career planning (i.e, potential career options, job
opportunities and vacancies in the local economy,
examination of job preferences), identification of
current vocational and core skills (e.g., motivation,
attitude, confidence levels, communication skills)
as well as work experience and skills they needed
support with, and identification of any personal
barriers to employment and associated personal
support issues such as childcare, financial problems,
transport, addictions, and illness.

- Tailor-made training and personal support - clients
were involved in one or more free training and
qualifications and offered support to identify
childcare and transport options. To address various
needs of clients training was offered by more than
30 providers, including small specialist providers,
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voluntary sector providers, large community
colleges and large private sector providers.

- Job readiness and vacancy matching - based on
partnership with job centres and employers and
through the Jobs bank, the program linked the
client with appropriate jobs and offered a work trial
and guaranteed interviews to job- ready jobseekers.

— After care and retention - if the recruitment was
successful, client received ongoing support
during employment and further training to enable
progression in employment. If recruitment was less
successful, the clients could access redundancy
advice and support to help them obtain relevant
qualification and training that could enhance their
future job prospects.

The Gloucester Works program relies heavily on the
engagement of employers. Through its linkages with
employers, the Gloucester Works program was able to
identify vacancies, understand recruitment practices
and job requirements and to scope the job and skills
content of vacancies. Based on this, caseworkers were
able to choose suitable candidates trained and signpost
them to appropriate employers. Furthermore, based on
cooperation with employers, the program was able to
develop themed training packages suited to different
sectors and to develop tailor-made recruitment and
training package to meet employer requirements.
This encouraged employers to invest in the ongoing
development of their workforce.

The success of the Gloucester Works program can
be attributed to several factors. First, the project
relied on the effective engagement with individuals at
the neighbourhood level. For example, the program
established a community-based Jobs Hubs that
provided effective outreach around the city and
offered help, information and support with job search.
Second, participants of the program were tracked and
monitored though various stages of their journey. Third,
an important feature of the program was ongoing
communication between caseworkers, set up through
case conferencing procedures, which enabled them to
share information and good practices in developing
pathways for participants. Fourth, the program was
based on strong linkages with employers, with a large
number of diverse organization being joined under
one title which enabled to deliver holistic support and
simplified the offer and access.

BladeRunners Program

The BladeRunners Program is an extensive support
service targeted at young people (15 to 30 years
of age) with multiple barriers to employment,
implemented in construction and other industries in
the province of British Columbia, Canada. The main
objective of the program is to ensure that participants
are able to be placed in jobs and to maintain stable
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employment and long-term attachment to the labour
market. It is an example of public private partnership,
funded partly by the government and partly by the
community/industry. Partners of the program also show
their support through cost sharing for courses, buying
equipment and waiving wage subsidies.

The 24/7 support service, provided by a personal
coordinator, is tailored to meet specific needs
of each participant and provides support with
issues on or off the job. Each participant is paired
up with one BladeRunners coordinator, chosen by the
participant. Coordinators are not employed by a certain
organization, but are mostly people with history in the
community, who have encountered in the past similar
difficulties faced by the participants. Therefore they
can understand participant’s situation and are able to
communicate with them and support them directly or
through their network of contacts in the community.
In the first phase, the coordinator conducts screening
interviews and orientation sessions that allow him or
her to evaluate whether the participant is ready to enter
the program. If the coordinator finds that the individual
must deal with other issues before entering the program
(e.g., alcohol and drug abuse), the individual is referred
to other services in the community (e.g., rehabilitation
programs). If the individual is ready and motivated for
employment placement, the coordinator chooses the
employment placement and accompanies participant to
the site on the first day of work. The coordinator returns
to the work site every two or three days during the first
weeks of employment to check on progress and to make
sure that noissues are arising that may affect participant’s
punctuality or productivity at work. With direct and
frequent communication with employers and on-site
visits coordinator ensures that employment placement
is successful for both employers and participants.'

To keep participants in employment, additional off-
the job support is available. Coordinators can refer
participants to health, education and social services
providers; assist them with housing and transportation
needs; and counsel them about further training and
permanent job opportunities. Participants can also
receive financial support for housing (i.e., funds to
cover rent for first months and damage deposit), for
transportation and meals at work and for additional
training program fees. There is no time limit of the
availability of the support, meaning that participants can
contact coordinators for support also after successful
employment.

The training of participants is focused on obtaining
basic skills, which can be further developed once
in employment. Before employment placement,

* An important aspect of the employment placement is that employers
do not differentiate participants from other workers. They are also paid
at the market rate and not less than they would other employees in the
same jobs.
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participants receive short-term training that is adapted
to their needs and abilities in order to receive basic skills
they need to enter workplace. Participants develop
other skills at the job and undertake specialized training
after they gain some work experience. In this way
participants are offered a possibility to quickly enter the
employment and gain confidence in their abilities.

Local employers - having a key role in providing
opportunities and training for participants - are an
important factor of success of the BladeRunners
program. The program has developed a large network
of local employer interested to taking on program
participants. The network also provides information about
projects to start in the near future, thereby alerting about
skills to be demanded soon on the market. The program
is also well-known locally and supported by communities.

“Targeted Trajectories” activities in Antwerp
and Alost, Belgium

As a response to the economic crisis, two Belgian
cities, Antwerp and Alost, implemented programs
that devised targeted trajectories - tailor made,
specific pathways designed to bring each jobseeker
“from welfare to work”, that is, to help people living
in poverty to find jobs. The projects took a form of
a non-fragmented, cyclical guidance model which
integrated both work and welfare support. The projects
were a part of the Work and Investment Plan, concluded
in 2009 by the Flemish Government and the Flemish
social partners.”” They were implemented by the local
public employment services in partnership with local
network of organisations of people from impoverished
background, welfare agencies already engaged in
activities with this target groups and local authorities
(Van de Vorde et al., 2012).

Designing tailor-made interventions and having
a single person as a contact were crucial for the
project’s success. Every jobseeker was assigned one
work-welfare (W?) counsellor, who remained with the
jobseeker throughout his or her time in the project (the
project could last more than 18 months) and offered him
or her permanent support with both work and welfare
issues. The main role of the counsellor was to identify
jobseeker’'s ambitions, strengths and competences
and to match them with the needs, demands and
expectations of the employer. The permanent contact
and a strong relationship between counsellor and
jobseeker helped jobseekers to set realistic, achievable

> The Antwerp and Alost projects were very similar with two major
differences: (i) the Alost project also targeted intergenerational
poverty, meaning that participants were poor people, whose parents
had also lived in poverty; (i) in Alost jobseeker were assigned two
counsellors — the »work« counsellor and »welfare« counsellor (a
well-trained individual, who has several years lived in similar inter-
generational poverty), whereas in Antwerp counselling was performed
by one, the Work Welfare (W?) counsellor. (OECD 2013).
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employment goals and to recognise unrealistic work
perceptions and expectations. At the same time, the
counsellor worked as an intermediate between the
jobseeker and different welfare organisations and
partners delivering the training or employment activity.
Knowing the jobseeker’s strengths, potential and
competencies, they could arrange a tailor-made training
that fitted the jobseeker’s needs best (Van de Vorde et
al.,, 2012).

The overall results of the Antwerp and Alost projects
were good. The projects supported more than 500
jobseekers living in poverty to find work a year.
Moreover, it offered rich lessons learned that helped
to produce, in co-operation with the Leuven University
and an Antwerp high school, a program manual was
enabling to transfer the program methodology and the
instruments used to other cities in Belgium.

b) Areview of innovative programs
focusing on the hardest-to-place
jobseekers

This subsection studies innovative, internationally
acclaimed programsfocusing onthe hardest-to-place
jobseekers in OECD countries in order to learn about
suitable approaches and success factors contributing
to an effective integration of such jobseekers in the
labour market. The reviewed programs (i) target hard-
to-place individuals, (ii) provide intensive services and
require substantial the effort and time commitment on
the part of jobseekers, and (iii) are deemed successful
and innovative, and they are known internationally. The
following programs were selected:
iv. Employment Training Centers (UK and the
Netherlands),
v. Intermediate Labor Markets (UK), and
vi. Transitional Jobs Network (USA).

Employment Training Centers (ETC) program

The ETC program is a highly innovative intervention,
consisting of a ‘one stop shop’ that combines a
variety of activities in a unique place. ETCs target
long-term unemployed jobseekers who have already
accessed a range of other jobsearch support but remain
out of work. The jobseekers are placed in simulated work
environments - typically located in large warehouses —
in which jobseekers undertake ‘work’ that is relevant
to their ultimate job goal, with the support of trainers,
jobsearch advisors and other specialist staff, alongside
targeted vocational training and jobsearch support. The
choice of work offered, and the associated training, is
determined in close collaboration with local employers,
often linked to actual vacancies. The objective is to
develop positive work habits alongside vocational skills,
quickly matching the jobseekers with local employment
opportunities. The model was developed in the
Netherlands by an organization called Fourstar, now
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delivered in the UK by the EOS group, under contract to
the Department for Work and Pensions (in UK's program,
referred jobseekers are typically unemployment benefit
recipients, for whom failure to sign up and participate is
likely to result in a sanction with a loss of benefits).

In its largest UK location, the ETC houses a variety of
work areas that operate alongside a suite of training
rooms used by sub-contractors to deliver specialist
services. The work areas are dedicated to retail, car
repair, warehouse, health and beauty, gymnasium,
cafeteria, and business administration. The health and
beauty room, for example, is furnished to look like a
beauty salon and is operated by a College of Further
Education that delivers short accredited training courses
to jobseekers. The cafeteria provides seating for up to
100 people. It has a paid chef and is staffed by up to
15 jobseekers who gain catering experience in a live
environment. It serves meals and snacks to jobseekers
and staff, and is run as a business in its own right. And
a car building area has a car chassis placed in and
jobseekers learn how to put it together and take it apart.
In UK, each ETC can service about 350 clients every day
and has about 70 staff members.

All jobseekers complete an initial assessment
and are assigned a personal case manager. The
assessment is intended to help match the jobseeker
with their job goals, their skills (and any skills deficit)
and their wider needs, and ends up with the preparation
of individual action plan/job-integration agreement.
Each jobseeker is allocated a personal advisor who
monitors and supports progression against the Plan.
Specialist assistance is available for jobseekers with
more complex needs. If, following the initial assessment,
or as a result of later meetings, individuals are deemed
to need additional help, they are referred to Specialist
Key Workers. These Key Workers address individual
barriers related to health, literacy, numeracy and English
language ability. Jobseekers are also offered in-work
support.

The key success factor of the ETC model is its
emphasis on work experience. ETCs are set up to
look and feel like a real work place.’® Walking into
an ETC, jobseekers feel they are starting a job and are
encouraged to adopt the right mindset and attitude
towards work. They become accustomed to having
a work ‘routine’ that includes arriving at the work
place at the same time every day. This daily routine
helps them cultivate structure in their lives. Moreover,
jobseekers receive hands-on, work-focused training,

'*While rigorous evaluations of ETC performance are non-existent,
for 2012/13 simple comparisons of the proportion of referrals who
achieved a job outcome payment show that the program ranks above
average with both younger jobseekers (18-24) and Employment and
Support Allowance, while their results are slightly lower than the
average among jobseekers older than 25 years (https://www.gov.uk/
government/collections/work-programme-statistics--2).
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closely linked to employers. The type of ‘real’ work
experience received through the various work units
exposes the jobseekers not only to theory, but also to
practical training. Employers are present to coach and
supervise. This can have a positive impact on employer
attitudes, any prejudices they hold towards long-term
unemployed people are challenged, and they may
become more inclined to hire them. Itis also noteworthy
that ETCs offer a range of career choices, relevant to the
local labour market, and that they build and maintain
excellent relationships with employers.

Intermediate Labour Markets (ILMs)

ILMs are protected, supported work environments
where long-term unemployed people are‘employed’
on a project of community benefit, thereby
developing positive work habits, soft skills and some
vocational skills. The work is temporary (normally six to
12 months) and participants are paid, with the jobseeker
assisted to move on to further unsubsidized, sustainable
employment elsewhere afterwards. The target group
is jobseekers who have failed to achieve employment
through any mainstream provision and who have
multiple, complex challenges. Given the potentially
wide range of personal issues faced by these individuals,
the work is undertaken alongside intensive personal
support. Given the objective of using this as stepping
stone to ‘real’ employment, job search is also integrated
- ILMs are not training courses for a specific career and
there is no expectation that placements will transform
into unsubsidized jobs.

ILMs are delivered by ‘intermediaries’: these are
organizations which sit between employers and
excluded groups, with strong community links.
They are third sector organizations or social enterprises,
either utilizing existing business activity or creating new
businesses. The sort of enterprises run include white
goods recycling, garden maintenance or community
transport. The ‘jobs’ undertaken in the ILMs must not
displace other workers and must have discernible
community benefits. The ILMs employ a mix of full-
time, permanent staff, alongside the ILM participants
in subsidized, supported positions. The first ILM was set
up by the Wise Group, a charity established in 1983 in
response to unemployment in Glasgow.

An understanding of the target group, and indeed
the specific make up of a participant group, is
deemed integral to selecting the activities and focus
of a particular ILM. Within the wider target group
of long-term unemployed people, they may also be
made up of a particular group with particular interests,
needs or constraints. The low dropout rates from ILM
placements are correlated to the effective matching
of particular target groups to ILMs. For example, if
the group is comprised of single parents then the
opportunities sourced need to cover a wide variety of
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interesting roles with short travel-to-work distances,
flexible hours and childcare support. If, on the other
hand, they are unskilled men, then the most effective
approach is deemed to be manual or sports-based work
and then later the opportunity to transfer to learn skills
in other areas such as computing.

A comprehensivereview by the Rowntree Foundation
found that ILMs offered good value for money and
that they outperform mainstream welfare-to-work
programs, particularly regarding sustainability
of outcomes (Marshall and Macfarlane, 2000). The
report found favourable employment outcome rates
(60 percent of leavers into work against 40 percent of
leavers in a comparable ALMP such as New Deal), and
particularly strong improvement in the sustainability of
those outcomes (90 percent of ILM participants who exit
the program into a job are still in work 6 months later,
compared to 40 percent of those on New Deal). ILMs also
have lower drop-out rates than comparable programs.

The success of the ILMs can be attributed to their
ability to manage various, potentially conflicting
demands. The jobseekers are engaged in jobs that
seem real, work in a real working environment, and
produce something with real commercial value. At the
same time, the ILMs do not seek to find and match
individuals with employers, supporting both employee
and employer in the hope and expectation of an
ongoing position. Moreover, each ILM, built around a
group of jobseekers and a particular community, must
be designed differently — and it does not work when
the model is changed to fit in with a wider program’s
prescription. Perhaps most importantly, the focus is on
generic employability rather than specific job skills, and,
above all, on moving participants beyond the program
into a sustainable, independent jobs.

Transitional Jobs Network

Transitional Jobs combine wage-paid work, job
skills training, and supportive services to help
individuals facing barriers to employment succeed
in the workforce."” The philosophy of transitional jobs
programs is ‘learning by doing’ - placing jobseekers
to a real work setting while helping them to address
their employment barriers to prepare for unsubsidized
jobs. During the program jobseekers are employed by
Transitional Work Corporation (TWC) who pays them
the minimum wage, with placements lasting up to six
months. Participants typically work four days a week
and receive training and jobsearch support one day a
week. The work placement is preceded by a two-week
induction or orientation course covering jobsearch and
life skills.

7 See https://www.heartlandalliance.org/nationalinitiatives/
our-initiatives/national-transitional-jobs/.
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Transitional jobs programs find real job
opportunities in the private, public and non-profit
sectors, and then work with employers to turn them
into transitional jobs. The types of jobs found have
community benefit and include repair and maintenance,
home improvement, landscaping, clothing and retail
stores, childcare centres, and schools. Transitional jobs
can be ‘individual placements’ within an unsubsidized
workplace (the most common model), or ‘work crew’
placements, where groups of jobseekers, under
supervision, are sent out to undertake special projects in
various locations. Some transitional jobs are also offered
via social enterprises.

Individual placements are the most common model.
They offer more choice as the opportunity can be
matched to jobseeker skills and interests. They are
also the most ‘real’ as the jobseeker is working with
a wide range of colleagues, rather than peers on an
employment program. This enables jobseekers to build
social capital and networks that may be helpful in their
search for unsubsidized sustainable work. The presence
of a workplace mentor to oversee and support the
placement is essential. This process requires significant
provider capacity.

The transitional job program shows good
performance. Bloom et al (2009) shows that program
participation significantly increased the probability
of employment and overall earnings. The impact of
increased earnings, however, appears to fade after the
first year of the follow up period. The study also shows
that few jobseekers actually worked for the full six
months in the transitional job.

There are various success factors of the program.
Perhaps mostimportant s the fact thatlearning by doing
takes place within a work environment, which suits the
needs and backgrounds of the jobseekers. Transitional
jobs programs are also attractive for employers. They
can reduce the cost of hiring new employees, increase
business  productivity, financial well-being, and
customer satisfaction (Social Impact Research Centre,
2010). Strong links with local employers, and actual
local work, also increases the chances of conversion into
unsubsidized employment.

4, Conclusions and
Recommendations

The share of long-term unemployed in Slovenia is
one of the highest among EU and EOCD countries.
Because long-term unemployment is very costly both
to individuals and the society, the country should take
aggressive measures to reduce it. This paper reviewed
international experience with interventions aimed
at combating long-term unemployment, both those
trying to reduce the inflow to long-term unemployment
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as well as providing support to jobseekers experiencing
long-term unemployment. The key lessons learned
from the above review of approaches and initiatives
are as follows:

Improving employment services to those at risk of long-
term unemployment

The review of good international practice shows that
in addressing heterogeneous needs of jobseekers,
the PES — very much in line with the February 2016
EU Council recommendation - combats long-term
unemployment by early detection of jobseekers at risk
of long-term unemployment as well as by their early
and more intense treatment. In order to reduce the
likelihood of becoming long-term unemployed, to
those recognized to be at risk the PES offers rapid,
intensive and tailored employment support. In
particular:

- By segmenting jobseekers according to their
job-finding probability, the PES is able to offer
reinforced services for those with high risk of
becoming long-term unemployed from very early in
their unemployment spell. While profiling practices
in individual countries vary, jobseekers are typically
segmented into two or three categories using a
combination of counsellor-based and statistical
profiling.

- Early in the unemployment spell the most efficient
intervention seems to be intensified counselling.
In contrast to ALMP programs such as training and
public employment programs that initially reduce
(re)employment probability because of the so-
called “lock-in effects’, counselling is free of lock-in
effects — and it has been shown to be an effective
and flexible instrument. The minimum frequency
of meetings varies, but in several countries it is very
high: in Denmark, it could be on a weekly basis; in
Austria, at least once a month; and in Portugal at
least once in 45 days. Some countries also report
a positive experience with having a single person
acting as a coach or mentor, as it contributes to
building confidence on the part of the jobseeker.
And as emphasised by OECD (2015), among others,
apart from being intense, counselling needs to
be of high quality. The new Irish service model
offers important insights about the possibilities
of institutional integration and modernizing the
profiling system as ways to reduce the caseload in
order to activate jobseekers.

- Tailor-made approaches constitute a backbone
of employment services aimed at helping the
jobseekers at risk of long-term unemployment,
as they may face the multitude of employment
barriers, possibly requiring special combinations
and sequencing of programs, as well as help from
various specialists from different backgrounds. In
helping the long-term unemployed, some countries
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use specialized PES counsellors.

- Among innovative employment services
provided to long-term unemployed jobseekers,
employment retention and advancement services
yielded encouraging results (the UK is a good
example). Another promising approach is the
Finnish example of multi-sector collaboration
between PES, municipal and rehabilitation officials
who - based on local, rather informal contracts -
jointly agree on and implement activation plans
for jobseekers. That approach allows designing
individual interventions that effectively address
employability obstacles, health barriers, family
issues, and coping skills, and includes temporary
but realistic work experience placements.

Participation in ALMPs by long-term unemployed
jobseekers

There is recent, compelling evidence that participation
in ALMPs by long-term unemployed jobseekers
increases their probability of (re)employment -
and that effects of such participation compare
favourably to other groups. Evidence from meta-
studies also shows that in comparison to other
programs, long-term  unemployed  jobseekers
benefit considerably more from training, as well as,
to somewhat lesser extent, from private sector job
subsidies. But the results of current studies about some
ALMPs on long-term unemployed jobseekers are often
conflicting (for example, on wage subsidies), with some
studies showing positive and some negative results, so
further research is warranted.

Assessment of “remedial” approaches helping the long-
term unemployed

Drawing on the theoretical and empirical literature
to identify five potentially effective interventions to
support the labour market integration of long-term
unemployed, simulations by Csillag and Fertig (2015)
find that there are opportunities for cost-effective
changesin the institutional set-up or in the portfolio
of PES interventions, or both, in the five EU countries
studied - and, by extrapolation, mostly likely also
in other countries. For example, for Germany and
Lithuania the study suggests that a reallocation of
ALMP resources away from public works towards more
promising programs would produce moderate financial
gains without worsening chances of jobseeker to exit
from unemployment. Promising options identified
for other countries include providing more intense
support to those long-term unemployed jobseekers
that are closer to the labour market, and providing
complex, individualised programs involving ALMPs
to low-educated long-term unemployed jobseekers.
The study also finds that a move towards more
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individual counselling would be beneficial in Lithuania,
a country with a relatively large caseload (136 long-
term unemployed per caseworker). Moreover, offering
additional services to employers by PES has been found
beneficial in several studied countries. Unsurprisingly, for
Denmark — a “model” country regarding the treatment
of long-term unemployed - only modest possibilities for
budget-neutral modifications have been found.

Interestingly, strengthening of institutional co-
operation or integration between employment and
social services offices has been found beneficial
just for one of the studied countries - Italy. Such
strengthening has not been found useful neither
in Hungary nor in Lithuania; in contrast, it has been
suggested for Italy, given its highly heterogeneous
and fragmented systems dealing with long-term
unemployed.

Introduction of innovative LM programs for long-term
unemployed

Long-term unemployed jobseekers often confront a
variety of employment constraints, hence a productive
way of finding effective means of helping them includes
experimentation with innovative LM programs. Above
we reviewed two strands of such programs - local-
response initiatives and programs focusing on the
hardest-to-place jobseekers. Among their apparent
strengths (factors of success), we can point to the
following features:

- A particular focus and strength of both strands of
the featured programs is understanding the needs
of jobseekers and addressing them with tailor-
made approaches, including personal support.
They all engage personal case managers whose role
it is to understand and make sure jobseekers’ needs
in terms of both personal and career development
are appropriately met. The case managers must
adapt the program to the individual and where
necessary can bring in specialist assistance, such
as counselling or basic skills training or help
managing a personal budget. Interestingly, all three
reviewed local-response programs relied heavily
on a deployment of a single personal coordinator/
counsellor (in the case of BladeRunners, available
on a 24/7 basis throughout the program). Quite
remarkably, all programs offered such intense,
personalized service from the first meeting through
to training and work placement, and several also
provide in-work support.

- Local-response interventions point to the critical
importance of understanding the needs of both
local labour market as well as of jobseeker target
groups. Among others, such an understanding is
obtained via effective engagement with individuals
at the neighbourhood level, possibly via the help
of community-level organisations who can access
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target groups from a position of trust.

- Allthreereviewed programmesaimed at the hardest-
to-place jobseekers are ‘work first’ programs. They
put a strong emphasis on work, putting jobseekers
into real work environments in jobs which pay, or
workplaces that mimic many of the characteristics
of real ones.

- All reviewed programs put a strong emphasis on
personal development, including work habits
and socialization.The development of work-related
‘soft’ skills is an extremely important goal of all the
featured programs, often emphasized as much as if
not more than the acquisition of vocational skills.

- Moreover, all of the programs have strong ties with
employers and local communities. In some cases
employers assist to set up ‘work spaces, where they
coach and supervise jobseekers in preparation for
specific vacancies.

Among weaknesses, note that all reviewed programs
arerelatively expensive. Attemptsto cut their cost (such
as by reducing or removing wage subsidy elements)
reduced the success rates of programs focusing on
the hardest-to-place jobseekers. The ILM program also
seemed to create additional costs by seeking to design
new programs to fit the particular needs of jobseekers in
particular communities. And although the programs are
all personalized, the ETC program may be unsuitable for
jobseekers with good existing vocational qualifications.

Policy recommendations

In dealing with long-term unemployment, Slovenia is
already carrying out many of good practices reviewed
above: it has a long-standing practice of profiling and,
based on that, of providing early and more intense
treatment to those at risk of becoming long-term
unemployed. It also offers a rich menu of ALMPs to
long-term unemployed, and coordinates the provision
of employment, social and medical services to them.
To help improve these services in view of the
paper’s review of good practices, the following
recommendations are offered:'®

1. Reducing the caseload of jobseekers at risk
for long-term unemployment in order to
expose them to high-intensity, high-quality
counselling. This is perhaps the most important
recommendations that follows from the above
review of international best practice: intense,

® Many of the recommendations below can also be applied to help
with labour market integration of another important group: school
dropouts. Employment Service of Slovenia has recently launched a
program designed for this group (Project Learning for Young Adults -
“PUM: Projektno ucenje za mlajse odrasle”) and particularly via piloting
of innovative employment programs for hard-to-place unemployed
(see recommendations no. 7. and 8. below), international experience
reviewed in this paper can be harnessed and put to productive use to
help the group of school dropouts, too.
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high quality counselling has been proven to help
jobseekers to find a job and - particularly in the early
phase of unemployment — compares favourably
to other employment services as it is free of the
“lock-in" effect. The frequency should be increased
to at least one meeting per 45 days (see above for
comparisons with other countries) - undoubtedly,
given the current frequency of 2 to 3 month dictated
by the shortage of caseworkers, a difficult task that
will require more resources.

Modernizing the profiling/activation system as
oneway toreduce the caseload.The current system
seems to leave a lot of discretion about classification
of jobseekers to counsellors; the classification, in
turn, determines the level of assistance the client
receives in terms of employment services. Following
the lrish example, a profiling system could be
enhanced, allowing resources to be allocated more
efficiently by more effective targeting of jobseekers
most at risk of becoming long-term unemployed
(including benefit claimants)."

Strengthening  activation by subjecting
jobseekers to more demanding job search
requirements, together with the increased
monitoring of the compliance with these
requirements. Together with the new profiling
system, a service delivery model could be amplified
to entail more frequent contacting of employment
offices for the selected groups of jobseekers and
increased quality of services during such contacts,
including increased acquisition of vacancies as well
as of frequency of vacancy referrals, improved job
interview training. Moreover, if the jobseeker is
still unsuccessful after a certain period, mandatory
participation in ALMPs could also be included.
Introducing additional, new employment
services to long-term unemployed - employment
retention and advancement services. The UK
example described provides a very positive
experience with providing long-term unemployed
a range of job coaching and advisory services, as
well as in-work services to improve retention and
encourage career advancement - a programme
that proved to be cost-effective. Worthwhile a
consideration is also the Finnish example of multi-
sector collaboration between PES, municipal
and rehabilitation officials that allows designing
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individualised interventions that effectively address
various employability obstacles, including health
barriers and family issues.

Increasing the participation of long-term
unemployed jobseekers in ALMPs. This is in line
with recent evidence that participation in ALMPs
by long-term unemployed is more beneficial than
such participation by other groups of jobseekers.
Moreover, evidence also shows that training and,
to a lesser extent, private sector job subsidies
are particularly suitable types of ALMPs for long-
term unemployed jobseekers. (Because impact
evaluations of ALMPs are often conflicting, obtaining
estimates on the effectiveness and efficiency of
Slovenia’s current ALMPs is of high importance.)
Introducing cost-saving changes in the portfolio
of ALMPs offered to long-term unemployed.
Following simulations by Csillag and Fertig (2015)
about opportunities of cost-effective changes in the
portfolio of PES interventions, certain reallocation
of ALMP resources — away from public works, for
example - could produce cost savings or increase
jobseeker probability of exit to employment, or
both. Another promising possibility identified by
Gsillag and Fertig is providing more intense support
to those long-term unemployed jobseekers that are
closer to the labour market, and providing complex,
individualised programs involving ALMPs to low-
educated long-term unemployed jobseekers. As
for the single point coordination provided to long-
term unemployed jobseekers (as stipulated by
the February 2016 EU Council Recommendation),
Slovenia’s current coordination of employment
and social services could indeed be improved,
although seem to be effective enough and thusan
institutional integration of the two agencies is likely
not necessarily be warranted (similar conclusion
has been arrived at by Csillag and Fertig for both
Hungary and Lithuania). Cooperation between
the CSW and ESS could indeed be strengthened,
with the authority of the joint commissions for
the assessment of provisional non-employability
expanded to include long-term incapacity for job-
search (as suggested in the survey reported in IRRSY,
2015). Furthermore, cooperation could be formalized
at the most disaggregated level, between individual
counsellors responsible for an individual at the ESS
and CSW, respectively.

Piloting innovative employment programs for

% Slovenia possess extremely rich, individual-level data databases
on jobseekers (comprising complete work history covering both
employment and unemployment spells as well as wage data, the
history that goes well beyond unemployment spells), so current way of
profiling could be contrasted by statistical profiling, and the predictive
power increased if the analysis shows the potential of doing so.

20 Exceptionally strong role of Employment Services of Slovenia as a
job broker needs to be emphasized. According to OECD (2016), more
than 18 percent of Slovenian workers who recently started a new job
indicated involvement of public employment service in finding their
present job - the highest share among all EU countries. Similarly,
among methods used to find work, the likelihood of contacting PES in
Slovenia was much above European average.

long-termunemployed. Asemphasized throughout
the paper, long-term unemployed jobseekers
typically face a multitude of barriers and constraints,
hence finding successful way of confronting these
barriers and constraints often means trying new
things and taking advantage of various alliances and
resources — above all, those existing locally. As the
above review of innovative approaches shows, the
sine qua non of such approaches is understanding
the needs of jobseekers and addressing them
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with tailor-made approaches. This includes strong
engagement of personal case managers (if possible,
retaining one single personal manager throughout
the program), coordination with and help from
specialists of various backgrounds, including social
workers and doctors, and offering such intense,
personalize service from the first meeting all the way
to training and to work placement, as well as to the
provision of in-work support. Of extreme importance
is the help of community-level organisations who
can access target groups of jobseekers from a
position of trust. The programs aimed at the hardest-
to-place jobseekers should also be ‘work first’
programs; they should put a strong emphasis on
personal development, including work habits and
socialization; and last but certainly not least, they
should have strong ties with employers and local
communities.

In particular, consider an intense program for
hard-to-place unemployed - particularly suited
to high-school dropouts - along the following
lines. The program would follow a period of
standard employment service activity, or jobseekers
with complex needs might be fast-tracked to it, so
as to maximize their placement chances. Mimicking
the above-reviewed examples, the program
would offer tailor-made services focusing on work
experience, but at the same time, it would develop
a battery of soft and vocational skills as well as
address the activation, motivation and socialization
needs of participants. The content learned should
be perceived as immediately relevant to the
work place, reflecting actual opportunities in the
local labour market. Among others, the program
should establish strong links with employers to
stay informed on the needs of hiring employers, to
access vacancies as they become available, to help
design and provide custom-made training, and to
raise their interest in hosting participants as interns.
Training could be delivered as both off-site and on-
the-job training, and involve both vocational, soft-
and life- skills training. One of the target groups
could be early school leavers from high-schools/
secondary schools - the group who is exposed to
serious scarring effects from being exposed to long-
term unemployed. Note that high-school dropouts
undoubtedly possess talent and abilities that, if
adequately channelled, would enable them to do
well in the future, yet current options do not serve
them well.?!

2 In their comprehensive study of world-wide youth employment
programmes, Betcherman et al (2007) examine eight second-chance
programmes for school drop (one example is the Danish Youth
Unemployment Programme aiming to strengthen the employment
possibilities for unemployed, low-educated youth). The authors find
small but positive effects on employment, with the mechanism of
change often being involving increased chances of transition from
unemployment to schooling rather than to employment.
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Navodila avtorjem za oblikovanje in posiljanje znanstvenih in
strokovnih prispevkov za objavo v IB reviji

Prispevke objavljamo v slovenskem jeziku, na avtorjevo Zeljo in v skladu z uredniskim programom IB revije pa tudi v
angleskem jeziku, v takem primeru mora biti povzetek v slovenskem jeziku nekoliko daljsi (ena stran).

Za vse c¢lanke oziroma prispevke velja obojestransko anonimni recenzentski postopek. Recenzenta sta lahko dva in ju
izbere urednistvo. Urednistvo si pridrzuje pravico zavrnitve ¢lanka brez zunanjega recenziranja.

Zaradi anonimnega recenziranja naj bodo podatki o avtorju priloZeni na posebni naslovni strani. Ta naslovna stran naj
vsebuje ime in priimek avtorja, strokovni naziv, domaci naslov in polni naslov ustanove, telefonsko Stevilko ter predlog
tipa po tipologiji, ki se uporablja pri vodenju bibliografij v sistemu COBISS, ter izjavo, da predloZzeno besedilo Se ni bilo
objavljeno oziroma ni v pripravi za tisk. Ce je naslov ¢lanka zelo dolg, naj avtor predlaga tudi skraj$ani naslov.

V primeru, da je delo skupinsko, je treba navesti soavtorje skupaj z ustreznimi podatki.

IB revija je bila sprejeta v mednarodno bazo revij Journal of Economic Literature (JEL), zato je potrebno ¢lanek opremiti s
tristevil¢no kodo JEL klasifikacijskega sistema.

Vse prispevke lektoriramo. Ce ob lektoriranju prihaja do vegjih sprememb, urednistvo &lanek vrne v avtorizacijo.

Dolzina besedila naj ne presega eno avtorsko polo (16 strani - avtorska stran obsega 30 vrstic v $irini 60 znakov ali skupaj
1800 znakov s presledki in locili) oziroma 30.000 znakov. Prispevek naj bo opremljen s klju¢nimi besedami in povzetkom
v angleskem in slovenskem jeziku. Tabele, grafe, slike je treba kot priloge predloziti v izvirniku, opremljene z naslovi in
legendo.

Besedilo celotnega prispevka, skupaj z morebitnimi formulami, vklju¢enimi v besedilo mora biti napisano v pisavi Myriad
Pro (alternativa Arial), velikosti 9, opombe pod besedilom pa v velikosti 7. Besedilo mora biti poravnano na obeh straneh,

z enim razmikom med odstavki. Besedilo povzetka in klju¢ne besede morajo biti v kurzivi.

Dolzina posamezne formule med besedilom ne sme biti daljsa od 7cm. V primeru, da je formula daljsa jo je treba razbiti
na vec vrstic.

Besedilo prispevka mora biti oddano v .doc formatu ter opremljeno z vsemi tabelami in grafikoni.

Grafikone je treba predloziti tudi v izvirniku, v xlIs formatu, v ¢rnobeli grafiki (ne v barvah). Velikost grafikona je 8 cm x 22
cm. Oblika pisave je Myriad Pro (alternativa Arial), velikost pisave 10.

Tabele se lahko predlozijo v .doc ali .xIs formatu, oblika pisave je Myriad Pro (alternativa Arial), velikost pisave 8.
Uporabljeno literaturoin vire je treba navesti v seznamu na koncu ¢lanka in urejeno po abecednem redu priimka avtorjev.
Osnovna oblika reference v besedilu je (Kova¢, 1998), v seznamu na koncu ¢lanka pa: Priimek, zacetnico imena. (Leto).

Naslov knjige (Prispevka. Naslov revije ali zbornika, stevilka, strani). Kraj: Zalozba.

Opombe je treba v besedilu oznaciti z zaporednimi Stevilkami od zacetka do konca besedila, nadpisanimi na ustreznem
mestu v besedilu in po enakem vrstnem redu razvri¢ene pod besedilom.

Prispevek je treba oddati v elektronski obliki na e-posto tehni¢ne urednice urska.sodja@gov.si.
Za vse nadaljnje informacije se obrnite na urednistvo IB revije.

Urednistvo
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